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Abstract

This study examines the lives of cabin crew who were impacted by COVID-19-related layoffs.
The purpose of this study is to learn from their experiences that came from an unexpected situation
related to their career. This study aims to understand and describe how cabin crew managed
themselves after being laid off due to the COVID-19 pandemic. Phenomenology was implemented in
this qualitative study using semi-structured interviews and observations of 15 participants. The
contribution of this study is to transfer the knowledge regarding the experience of laid-off cabin crew
to other employees in other pandemics. By using thematic analysis, five themes emerged; a) without
similar experiences, it is shocking, b) whatever will be will be, ¢) valuable supports, d) finally,
| survive, e) expect the unexpected. In addition, resulting from the analysis of data, four important

points arose. Practical implications for the study are discussed, as well as limitations in this research.

Keywords: Human resource management, Employee separation, Laid-off experience, COVID-19
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Introduction

Following the devastating impact of the coronavirus at the beginning of 2020, the air travel
industry was severely disrupted. Airline services immediately saw a dramatic drop in demand
(Organization for Economic Co-operation and Development [OECD], 2020). The airlines were forced
to reduce expenses and rely on cash reserves and loans to survive until air travel demand recovered
(International Air Transport Association [IATA], 2020). As payroll of flight crews and cabin staff is a
major fixed expense for the airline industry, the airlines decided to lay off these professions first to
keep the balance between the airlines' expenses and flight operations. These large-scale layoffs
caused massive problems for a slew of individuals, with the two most common complaints coming
from the personal and financial shock that comes from a sudden interruption of employment.

Life after termination during the COVID-1 9 pandemic is the interest of this study. As
emotions are typically elicited by external incidents (Prinz, 2004), emotions also affect behaviors in
various circumstances (Skinner, 1953). Therefore, to overcome this difficulty in cabin crew’s life, one
thing that plays the important role in this situation is social support. McConnell et al. (2015)
explained high social support from family and friends would overcome loneliness, hopelessness,
and anxiety. Besides the support from others, laid-off cabin crew need to have strong wills to survive
as a positive motivator to live their life in the well-being way (Kira, et al., 20203; Kira et al., 2020b).

Verily, it would be beneficial to understand the laid-off cabin crew’s reactions toward the
mass layoffs and how they responded. This could allow both employers and employees to
understand how to respond to this level of life-altering news. Accordingly, the main research
question of this study is what the experiences of those who were laid off due to the COVID-19
pandemic. To answer this research question, we must first understand how fired cabin crew
members managed themselves after being laid off. Second, it should be equally important to
discuss the ways that these individuals moved on. Finally, many courses of action could be
concluded with respect to mass termination, both for employers and employees. The contribution
of this study is to transfer the knowledge regarding the experience of laid-off cabin crew to other

employees in other pandemics.

Conceptual Framework
Understanding Emotions and Behaviors

In order to understand responses, some knowledge on emotional responses was necessary.
Prinz (2004) explained emotions are essentially extracted by external incidents. Typical emotional
episodes contain several components. For example, emotionally-driven thoughts, bodily changes,
and specific action tendencies are all a part of the process of emotional response. Emotion theories

explain different responses to the issue. As the feeling can also be regarded as the essence of
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emotions. James (1884) and Lang (1985) proposed the source of emotional feelings with the feeling
theory of emotions. If emotions are feeling and emotional feelings are feelings of bodily changes,
then emotions are feeling of bodily state changes. As emotions and bodily responses are linked
causally, once bodily feelings are gone, there seems to be nothing left to the emotional experience.
However, many changes of the body cooccur with emotions leading to behavioral responses.

Rather than identifying emotions with neuronal responses to bodily changes or bodily
feelings, one might identify emotions with the behaviors to which bodily changes dispose us (Prinz,
2004). Further, according to Skinner (1953), emotions affect behaviors in various circumstances.
Emotions are not behavioral dispositions but rather are behavioral responses to rewards and
punishments which could be described as a behavioral conditioning theory. Positive emotions help
us to be open-minded and creative which lead to easier problem-solving (Isen et al.,, 1987). In
contrast, negative emotions tend to promote more narrow attentional focus such as anxiety and
sadness which may lead us to depression (MacLeod & Mathews, 1991; Ohman et al, 2001).
Consequently, emotions with feeling, neural responses to bodily states, and behavioral responses

are interrelated (Prinz, 2004).

Importance of Social Support

Social support can be defined as individuals’ perception or experience in terms of being
involved in a social group where people mutually support each other (Hajli et al,, 2015). It is an
interactional process in which the individual is providing and receiving the material, informational,
and emotional support to and from others (Helgeson, 2003). Although there is a distinction between
perceived social support and received social support exists from the perspective of the stress and
coping on social support (Cohen, 2000), it is believed that the relationship between perceived and
received social support should be relatively high, especially when the support demand matches the
type of support provided (Cutrona & Russell, 1990). According to McConnell et al. (2015), person
with high support is less lonely. Thus, social support from friends and family plays an important
protective role in hopelessness and anxiety. Raffaelli et al. (2013) also mentioned that family

support played a unique role in buffering the negative effects.

Meaningfulness of Will to Survive

Will-to-exist-live and survive (WTELS) was proposed as a master intrinsic positive motivator
(Kira, et al.,, 2020a; Kira et al., 2020b). WTELS provides cognitive, emotional, behavioral, and mental
health implications (Kira et al,, 2021). It also seeks and exchanges social support (Kroenke et al.
2006) and resilience (Rutter, 2012; Ungar, 2015). The resilience concept refers to positive adaptation
or the ability to maintain mental health despite experiencing adversity (Wald et al., 2006) to protect

well-being under stressful circumstances (Connor & Davidson, 2003). Therefore, resilience plays a
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significant role in people’s life by adapting themselves toward crisis to survive and move on.
Optimism is one of the key personality traits that affect resilience (Tusaie-Mumford, 2001; Yu &
Zhang, 2007; Gébmez-Molinero et al.,, 2018). People confidently predict that they can survive the
difficult times and find good things awaiting them in the future (Scheier & Carver, 1985). Moreover,
socioeconomic status is also highly relevant with the will to survive within a competitive society.
Socioeconomic status can be a protective factor against stress and is associated with greater

resilience and higher well-being (Cosco et al., 2016).

Methodology and Methods
Methodology

In order to correctly begin to analyze the effects of the layoffs, proper research
methodology must be introduced. As phenomenology studies the conscious experience of
individual’s points of view attached to social phenomena (Easterby-Smith et al., 2008), it mainly
focuses on understanding the meanings of human experience related to a particular phenomenon
(Husserl, 1970). Based on phenomenology, this study aims to help people in-depth understand of
lived experiences of laid-off cabin crew due to the COVID-19 pandemic. The interpretation of these
meaningful experiences can lead to a better understanding of everyone’s perspectives under the
same phenomena (Thawornphun & Manunpichu, 2010). Since this is a study of a recent
phenomenon, the practical applications of the data can be perceived as a sort of wide-open field of
exploration. From the study, sociological as well as psychological data can be harvested, and can

be applied to both psychological and labor-related studies.

Methods

As phenomenology was implemented in this qualitative study, a semi-structured set of
interviews was conducted. The purpose was to gain information regarding the participants'
experiences. Research participants were selected by using a network sampling strategy (Glesne,
2016). Fifteen participants were selected for this study, based on the idea of purposeful sampling
(Patton, 2002). Two selection criteria for purposeful sampling directly were used. First, the
participants were all Thai cabin crew who were laid off from the airlines based in Thailand due to
COVID-19. Second, they had to have worked for the airlines that they were laid off from for at least
five years. The latter stipulation ensured that each participant was well-adjusted to their job and
had enough tenure to have an outcome on their reaction. As Ryba (2020) described normally
employee engagement is highest when employees are new until after year one then the
engagement decreases, however, after 5 years on the job, it increases again.

According to Lincoln and Guba (1985), the sampling was terminated when no new

information was forthcoming from new sampled units. Therefore, the information from 15
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participants reached the data sufficiency to answer this research question and achieve research
purposes. Each participant was interviewed via Zoom for a duration of approximately 55 minutes.
Before starting the first interview, all participants were informed any personal information of
participants was anonymous and the recorded data would be deleted after finishing the
transcription. Everyone agreed with the verbal explanation on the consent and the purposes of the
interview. The visual records were started after the consent.

Each interview was conducted using an introduction conversation to build rapport. Then the
six interview questions were asked:

a) What were your reactions after you received confirmation that you were laid off?

b) What steps did you take to overcome those reactions?

c) What kinds of support did you receive during that time?

d) How did you manage to move on from the situation?

e) How do you feel about what you are now?

f) If you could advise others who are going through the same situation as you, what would

you say?

These questions were asked along with a few probing questions to elaborate on the answers. The
interviews were conducted in English, as every participant uses the English language regularly in their
current workplace.

During the interviews, unstructured observations were used so every behavior seen can be
written down as much detail as possible. It is a method that allows collecting comprehensive and
rich data while interviewing (Given, 2008). The recorded observations about the interviewees'
expressions were to better understand the context of the laid-off cabin crew being interviewed.
Trustworthiness was applied using three techniques of Lincoln and Guba (1985). First, thorough
descriptions were developed from interview transcriptions. Second, each person involved with the
study was allowed to examine the transcript of their interview. All participants agreed with the

transcripts. Finally, some reflective commentary was added to settle clear positionality in this study.

Data Analysis

As thematic analysis aims to understand social phenomena, the important aspect is to
classify data into categories by codes (Glesne, 2016). Therefore, transcripts and observation notes
from the interviews were read and coded. After the first reading, 59 codes were identified. However,
while the similarities and differences among these codes were recognized, a second reading was
deemed necessary. After the second round, the codes were collapsed into 34 categories. Finally,

these 34 categories were sorted into five themes.

anuaSufnuuagnsneInsuywd InIvedesIsuAmans



Ui 18 atiufl 1 unsau - ﬁqm&lu 2566 Journal of HR intelligence

Study Results
This section explores each of the five themes and important experiences in the life of cabin
crew after being laid off due to the COVID-19 pandemic:
a) "Without similar experiences, it is shocking.” This explores reactions after they received
confirmation that they were laid off.
b) “Whatever will be will be.” This explores the steps to overcome reactions.
c) “Valuable supports.” This examines the way the fired employees sought comfort
following involuntary separation.
d) “Finally, | survive” This category discusses the ways that the partcipants managed to
move on.
e) “Expect the unexpected.” This section attempts to distill suggestions and advice from the
shared experiences provided.
These categories were thusly named as a sort of reflection of the attitudes of many of the

interviewed participants.

Without Similar Experiences, It is Shocking

As external incidents essentially lead to emotion (Prinz, 2004), unfortunate incidents like the
COVID-19 pandemic tend to promote negative emotion and narrow attentional focus such as anxiety
and sadness (MacLeod & Mathews, 1991; Ohman et al, 2001). From the interview, | found out that
previous experiences potentially affect emotion of the laid-off cabin crew. If cabin crew were laid off
from the previous airlines, they seemed to have less till no feeling towards this situation. For
example, participant A, “Yeah, absolutely, | was shocked. But anyway, from my experiences, | had
been laid off two times already. So, when it happened again, | was not that surprised.” and
participant E, “This was not the first time | was laid off so | had previous experience with another
airline. | knew what to expect. | had already been through it twice so | can get over it again.”

Also, if the laid-off cabin crew had experiences in changing their jobs, they tended to have
less feeling such as participant B, “It is normal. | went through this feeling for just a few minutes. For
me, it was simply because | changed jobs many times. That's why | had experienced it in my life
before.” Unlike the one without experiences, they tended to have very deep emotions towards it,

participant C:

| actually felt stunning. | didn't know what to do. | didn't know what was going on and they
didn't explain  anything except said that it was about the covid situation. So in my mind, | felt very
frustrated because didn't know what to do. | didn't know what my life would be like at that time. |

felt worried about my future. | didn't know how long would it take and make this situation better.
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Besides their emotions, their actions are another thing that | would like to understand in this study.
As emotions with feeling, neural responses to bodily states, and behavioral responses are
interrelated (Prinz, 2004), it seemed that the ones who had less till no feeling expressed little action
and could behave normally, for instance, participant D, “Actually, there was not much action when |
received the layoff information because it's not my first layoff. So. If it was the first one, | would act
differently.” and participant E, “This is life. It's normal. This is one of the things | had to expect. So
actually, there's no reaction, just like OK.” Nevertheless, the ones who had negative emotions

emerged more actions like participant I:

So, for me, | tried to gather all the information from my colleagues and my supervisors
about what they were going to do. | tried to get all information from the senior who had been fired
before from other airlines. | asked them about their former experiences. At that time, what did they

do? what were they going to do next?

In addition, regarding the duration of their feelings and actions, the experienced laid-off cabin crew
tended to spend less time with this reaction, for example, participant G, "That's why | had
experience in my life before. So for me, it's just a few minutes. After that, | realized that | had to
move on with my life.” And participant H, “It took me only one night because | already had
experienced this kind of scenario so many times already. Then the next day | started thinking that’s
OK, this was what happened. So, whatever. Yeah, | had to move on." For participant M who had no
experience with the lay-off, it took a longer time to deal with the reaction for example; "l could not
tell how long it took for me to move on from the feeling. | just thought that | had to do it as soon
as possible." Therefore, experiences play an important role to help laid-off cabin crew to overcome

this negative circumstance easier than the ones without similar experiences.

Whatever Will Be Will Be

All participants mostly described the same steps to overcome their reactions. Beginning with
the first thing that they had to accept that this laid-off situation was real and it was happening, for
example, participant G, "l thought that | wouldn't give up, whatever will be will be. | tried to accept
it.” After that they tried to think positively towards it by changing their mindset, for example,
participant J, “I also change my mindset and prioritize my thinking. What is important?.” Then they
put everything behind them and push themselves to move on, for example, participant F, “After
that, | thought about myself and what | should do at that time?” These steps are related to Prinz’s
(2004) explanation that once bodily feelings are gone, there seems to be nothing left to the
emotional experience as emotions and bodily responses are linked causally. In particular, once the

laid-off cabin crew could reduce their emotions towards the situation by accepting it and thinking
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positively, their behavior turned to act in a way that can move forward and left those negative
emotions and behaviors behind them.

Further, if the laid-off cabin crew had more important things to do at that time, they tended
to overcome the reactions quicker. They tended to focus on the thing that more important to them

than the negative emotions like participant K:

My situation was different from others because | got two things at the same time, job loss
and sickness. At that time, sickness was more severe than the other issues so | chose

myself and | put everything behind me. It helped me to overcome the reactions of lay-off.

Participant O also mentioned the importance of the health issue that needed to be focused on at

that time:

| had a medical situation that | had to go through an operation as well at that time and it
took me a few months to recover. It was the time that | could look after myself. At that time, | was

not worried about finding a job.

Moreover, it seemed that the experienced laid-off cabin crew turned out to be advisors providing
information from their experiences to others. This role could help them to feel relieved in this

situation as their experiences were useful for others, for example, participant H:

After that, | advised somebody else. So many people asked me what should we do? What
happened? Why it happened? Oh, | just said that life is uncertain, anything can happen. |
tried to advise other people by asking them about their capabilities. Instead of being upset, |
knew that it was a very difficult situation for all of us but you had to think about your future.

What should you do then?

Valuable Supports

According to McConnell et al. (2015), the person who received high support from friends and
family is less lonely, hopeless, and anxious. Therefore, social support played an important protective
role in reducing the negative consequences (Raffaelli et al., 2013). From the interviews, social
supports that the laid-off cabin crew received can be divided into two types; emotional support and
financial support. Emotional support was given mostly by their family members, for example,
participant K, “Mostly | got support from my husband. He said ‘That's it. It would have happened.
And the next thing that you have to do, you have to think about your future. You have to.”” For
participant N, “I got support from my family. Of course, because | talked to them, they said ‘it's OK.

’

If you don't have a job, it is fine.”” Also, participant L “Family support from my mother. She had
never pressured me on finding jobs which took a lot of pressure from me. It made me feel less

worried and stressed. It's like mental support.”
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Friends and colleagues are also important sources of social support that were mentioned

during the interview, for instance, participant M:

At that time, | had a lot of supports from my friends as well because they also got the same
experience. We talked about it and we helped each other. | could go through it easily
because | got many people, good people around me who have positive energy, not only the
colleagues in the same airline but others too. They didn't complain and talk bad about the

company or put negativity on me.

Participant G also explained the support provided by colleagues “So | called my family first and my
colleagues, especially the one who had been fired. They told me what to do and provided me the
information of job applications which | could try to apply for.” and participant I, “Some good friends
also supported me about my resume and everything related to jobs.”. In addition, participant K also
mentioned the social support that actually could be provided by anyone around the laid-off cabin
crew, "For emotional support, everyone around me always told me ‘It’s OK. | could find a job soon.
It's fine. It's not a big deal.” These are things people say to make me feel better.” Besides social
support from their family members, friends, and colleagues as external supports, internal support
from themselves is also valuable, for example, participant F, “I found ways to support myself by
listening to music that | like, or watching the series, in order to distract myself from stress.” and
participant O, “My real support is actually myself. | didn't think too much about what had
happened. Just move on. Just try to take a break.”

In addition, financial support given by their airlines came in the form of compensation. The
airlines provided them a very fair and decent amount of compensation which then turned into the
budget that all laid-off cabin crew could rely on during the time that they were looking for a new

job, for instance, participant M:

Actually, the money that we received for compensation from our company also took off the
financial stress. At least | had this amount of money which | could survive for a bit
longer period of time. It really helped. Luckily at that time, | had no debt so | just spent only

on daily expenses which was not that much.
Participant J also mentioned the importance of financial support from the airlines:

The company actually was quite fair. They gave us very decent compensation. If you had
no expenses, | think it's enough to last most people for about a year. But if you have
expenses and other financial commitments maybe six months. So if you remove yourself

from the emotion, having money to use for six months or one year. It should help you
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through enough to find another job. So they didn't really abandon us and give us nothing. It's

fair compensation.

Finally, | Survive

Regarding the will-to-exist-live and survive (WTELS) model, two elements are included in this
model; exchanging social support (Kroenke et al. 2006) and resilience (Rutter, 2012; Ungar, 2015).
After seeking and exchanging social support, the laid-off cabin crew had adopted the concept of
resilience referring to positive adaptation to maintain mental health even experiencing adversity
(Wald et al., 2006) and to protect their well-being under stressful circumstances (Connor & Davidson,
2003) like this COVID-19 pandemic. In particular, the laid-off cabin crew were confident that they can
move on from this difficult time and find good things awaiting them in the future (Scheier & Carver,

1985) for instance, participant L:

At that time, | started to act on the list that | had to do. | put To-Do List and then | went
through it step by step. It was about thinking and the way | looked at things, how | changed

hard times to opportunities for myself.
Participant H described very clear steps how to manage to move on from the situation:

Actually, | set my goal first. Then | reduced my anxiety to the lower level because | had
something to do which was very important more than getting upset. | concentrated on how

to get a job more than crying. | tried to search for jobs from the job-hunting website.
Participant D also emphasized the importance of prioritizing and setting goals:

| just prioritized and did what needed to be done. | also needed to be realistic and at the
same time kept an open mind but | also needed to know what | wanted so | didn't have to
waste my time trying so many things. | just set goals and targets for myself then made it

closer to my target as much as possible.

As many participants raised socioeconomic status factor during the interviews, it showed that
socioeconomic status also plays an important role as a protective factor against stress and is
associated with greater resilience and higher well-being (Cosco et al., 2016). Many of the laid-off
cabin crew concerned about their expenses and debts, for example, participant N, “What | am going

to do in terms of monetary commitment, like bills to pay.” and participant C:

| had to plan on my expenses and debts to minimize the risks because | didn't know how
long would it take to be better and how long did it take for my new job? | needed to accept

and adapt myself to real life.
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In addition, it seemed that if cabin crew had invested some kinds of business during their work as
cabin crew, they tended to move on much quicker as they had something to focus on, for instance,

participant A:

Actually, before it happened. | had already started investing something like funding to the
company that needed cash flow. So it was what | did while | worked as a cabin crew. So
there were so many things that | have to learn. So | didn't have that much time to be sad
because | was so tired and stressed about setting up my own business. | didn't even have

time to worry about what happened in the past. | was looking forward to changing my life.

Even though most of them managed to move on from the laid-off situation and got new decent
jobs or things to do, they still have negative emotions towards themselves such as participant A,
“I'm so tired, physically and mentally. | know that it's such a long way to go. So many problems with
my business now. Because you know, this pandemic affects everything.” However, some of them are
still jobless which leads to more negative emotion even though they can move on from the laid-off

situation for instance participant D:

Now | feel worried because it has been two years. It has been a bit long and | still here no
job. It seems like jobs are only available for younger people. It always has a restriction
mentioned on the job advertisements. So | become a bit stressed and frustrated about

this right now.

Also, participant B who went through the treatment process regarding the health issue. Though

feeling proud, still exhausted with the new lifestyle:

| feel proud of myself. | feel that | can overcome anything in this life because | went through
the hardest things at the same time, two of the toughest things for other people at the
same time, so | feel like anything cannot beat me at all. But now | have entered into a new
lifestyle that | didn't get used to. | mean, | haven't worked like this before. So now | feel a

little bit exhausted because it's different from what | used to do.

After all participants have been through difficulty in their life due to the laid-off situation, one thing
that really surprises me is all of them would like to return to be cabin crew once again whenever
the situation is better. It seems that cabin crew are who they are. Even some of them are in good
positions right now, they still miss flying and definitely want to go back whenever they can. They are
still waiting for chances and looking forward to becoming cabin crew again every day, for example,

participant C:
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To be honest, | really want to go back to fly even though it has been one year and a half
and | already got a new job. | still love flying and | think | would say as if there are any
chances, | will go back. | can  come back and be a university lecturer after three or five

years, it's not too late. So | still have a couple of years to enjoy flying.
Participant E described good reasons why all of them still miss fling:

After a while, | think once you fly, it's very addictive. Given the opportunity, | think most of
us will go back even though we have good jobs. It's not about the money. It's not just
lifestyle. It's everything about it. It's a non-stress job. It's fun. Once it's finished, it's finished.

There's no bringing it home. | think it's more about freedom.

Expect the Unexpected

All participants provided almost the same suggestions which can be divided into two groups;
for current employees and unemployed ones. These suggestions are not only for the cabin crew but
also for other employees in other organizations and industries facing the similar circumstances.
Mostly the advices for current employees are about the awareness of and preparing for unexpected
situations, for instance, participant N, “So be ready and be prepared for changes. It's simple and it's
normal.” and participant I, “Always plan for unexpected situations.” Meanwhile, they should always
develop themselves which could be formal education or short courses for example participant L,
“They must continue to improve themselves even they are laid off right now or still have a job.”
And participant O, “I would say education is worth paying for because we don't know the future.
Learn more about hard skills and also soft skills.”,

The current employees should also save money and invest as much as they can while they
have chances, for example, participant F, “Also, be like an economical person and save a lot of
money to invest. When you cannot work or have no jobs anymore, it helps” and participant B, “The
next thing is about saving money because financial support can take away the stress for you.”

Furthermore, participant J advised a very good idea about having a second or third job:

Then probably people can have many jobs at the same time when you are still employed.
In case you are laid off then you have already started doing something. After the layoff, you
still have at least one job left. That was something that | actually regret. In my generation,
we have a perception that when we work for a company, we work for that company. We
don't have to look for something else. | didn't start planning long enough. So it's normal to
have several jobs as a backup. Don't take life for granted while you still have a job because

at some point you might lose it all of a sudden.
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For the unemployed ones, the suggestions are all about how to deal with the situation. All
participants advised the same direction that the unemployed ones should be positive, adjust the

mindset and focus on themselves, for example, participant N:

First, stop blaming yourself, | think that's the main thing. It's not your fault. As long as you
do not bring a bad feeling to yourself then you can look for different opportunities. Right
now, the opportunity is wide open. So just look at the opportunity and have a good mindset

towards yourself.

Participant J also mentioned taking rest which would help to clear the mind before starting to plan

for the future:

| think they really need to take a rest. | think that is important because resting gives them a
clear mind. They need to overcome the shock and whatever of being laid off. If it's your first
time, it is a life-changing event and it is shocking. So you need to take a break then
overcome it. That's number one. Number two, what you need to do is change your mindset

and prioritize.

Then they can see the opportunities around them. Meanwhile, they can improve their skills and be
ready for any opportunities, for example, participant E, “Don't limit yourself. | don't want to do this
because socially people look down on it, for example, selling things online. Just be open to many

things.” Participant C also provided very good suggestions on the opportunities:

There are still opportunities around you. You just have to discover all the new things. You
must focus on yourself and it may be a good time for you to improve or change yourself.
Don't look at it as the worst thing, but think about it as a new opportunity in life. So be
ready and be prepared for changes. It’s simple and it’s normal. Just accept it and then look

at the good side and move forward.

After that they can set the goals and prioritize what they need to do for their future, for example,

participant I:

You need to set a goal. What it is that you want. You don’t have to be happy with it, but
you need to be comfortable with it. It needs to match or almost match your existing

expenses and whatever you have going on in your life.

Therefore, not only cabin crew, but also everyone should be mentally and financially prepared for
any unexpected and immediate circumstances that would happen to them. Once people prepare

for it, they should be able to handle and cope with the negative situation much better.
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Discussion

First, as emotions often hijack behavior responses (Prinz, 2004), they are capable of
manipulating behaviors in various situations (Skinner, 1953). In this study, different cabin crew had a
variety of different emotions towards the same set of circumstances. Right after the cabin crew
received confirmation that they were laid off from the airlines, they all admitted to reacting
emotionally and behaviorally. Some expressed deep negative emotions. Meanwhile, some were so
calm and did not reveal much emotion. The results seemed to illustrate that experience was one of
the key factors that affected the different emotions. Cabin crew members who had experienced a
layoff before tended to have less of an emotional response overall, and tended to bounce back
from the setback faster. Those who had not been through such a situation before tended to have
longer and more pronounced emotional reactions, and they generally took longer to recover as
well. The reason for these reactions could be attributed to experience, though other factors could
certainly be involved. However, for this discussion it is assumed that a person who has lost a job
before would tend to be more ready and able to react.

Second, there is an attempt to ascertain the level of optimism among those participants.
According to Scheier and Carver (1985) optimism is a belief that good things will happen in the
future while resilience means the ability to adapt and maintain mental health in diversity (Wald et
al.,,2006). This study revealed that every participant tried to establish and/or maintain some level of
optimism. After all participants managed to be optimistic toward their circumstances, then they tried
to be resilient which really help them to pass through this difficult time. Therefore, laid-off cabin
crew had to look forward and be resilient to live their life in a well-being way while facing a huge
unexpected change in their life so that they could find out the solutions and survive from this crisis.

Third, in this study, it was discovered that all of those participants had two types of support
in common: financial and emotional. Even though they came in different forms, the purposes were
the same. These kinds of support have been demonstrated a link to how people respond to
hardship (Hajli et al,, 2015; McConnell et al,, 2015; Raffaelli et al.,2013). Emotional support was
provided by their family, friends, and colleagues. However, some of them found that self-support is
also very important to get rid of stress. Financial support was another important consideration for
the laid-off cabin crew, as they needed to worry about their daily expenses and debts. Accordingly,
during the COVID-19 pandemic, receiving social support would help the cabin crew to overcome the
problems much quicker. Therefore, any kinds of social support could help the laid-off cabin crew to
put themselves in order emotionally and behaviorally so that they can move on to the new chapter
in life.

Finally, even though each participant had both different reactions and different levels of
support, one thing that every participant had in common was the will to survive. As these individuals

received social support, their outlook changed, as did the way they coped with the sudden loss of
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their job. Similarly, resilience could play an important role in positive adaptation (Connor &
Davidson, 2003). When coping with kind of career interruption, each individual ultimately had to
make the choice to get up and keep moving. The will to survive creates an innate, possibly
automatic instinct to pick oneself up and try to recover. A major question, however, is how long it

takes a person to recover, and that is often influenced by the support a person receives.

Conclusion and Implication

This qualitative study provides an understanding of the experiences of the cabin crew who
were laid off due to the COVID-19 pandemic. The study results indicate the important knowledge of
how cabin crew managed to move their life forward after losing their jobs. As internal and external
elements can be identified from this study, internal elements consist of the laid-off cabin crew’s will
to survive, optimism, resilience, and self-support to overcome the unfortunate situations. While
social supports from family, friends, colleagues, and company as external elements are as important
as internal elements. Further, social support can be in the form of emotional support and financial
support which play significant roles in laid-off cabin crew's life during difficulty.

In addition, the financial support indicated in this study mostly came in the form of
compensation. As employee separation is a part of human resource management, organizations
need to involve in supporting their employees when it comes to involuntary turnover like lay off.
Despite terminating any employees is a very difficult task, the organizations need to make the
decision (Noe et al, 2020). Therefore, organizations must be mindful and handle this situation with
the utmost care when announcing this information, as it affects the employees’ emotions and
future. Furthermore, as mentioned in the study results, after being laid off, participants relied on
financial support from their airlines, thus organizations should pay attention to this concern regarding
the employee separation process. As fair and decent compensation that participants mentioned in
the study results could help them to relieve stress and cover their expenses and debts by the time,
they were looking for a new job. This could also turn into emotional support that losing a job is not
the end of the world and that other opportunities exist.

In conclusion, the greater implication is to establish some sort of post-employment “crash
mat,” or at the very least some kind of protocol for future layoffs of this kind. Indeed, a wide-scale
examination of the lives of fired individuals could help not only establish better company initiatives
in the unfortunate event of downsizing, but could also put in place a better financial contingency
plan. Finally, this study could be useful for other cabin crew and groups of employees in other
pandemics to prepare themselves for the unexpected situation. Similarly, this study can also serve
as a warning to all employed individuals that mass layoffs are, unfortunately, a reality of the
workforce. Examining the lives of those terminated should create awareness for those in the

unpredictable service industry, and allow them to have their own contingency plan.
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Nevertheless, there are two limitations in this study. First, even though the semi-structured
interviews and observations during the interview were implemented as methods for this qualitative
study, the interviews were conducted via an online application. This channel may reduce the ability
to observe participants clearly and smoothly due to uncontrollable technical issues, for example,
the delay of the motions and the frozen screen. However, conducting the interviews under the
COVID-19 circumstances, the online channel is very helpful. Without this pandemic, face-to-face
interviews and observations would be efficient methods in this study.

Second, a focus group is another useful tool that should be implemented in this study to
increase better understanding of laid-off cabin crew’s experiences under the phenomenology
approach, as participants can express multiple perspectives on a similar experience. However, due
to the available time of participants, the pandemic situation, and the social distancing concern,
focus group sessions could not be organized on short notice. Without the time and situation
concern limitation, focus groups will be one of the mandatory methods to increase the reliability of

this study.

Appendix

Participation Information

Participants Background Current work

A* 44 years old with the experiences of 16 years as Business owner
cabin crew

B** 44 years old with the experiences of 17 years as General menage
cabin crew

cx 35 years old with the experiences of 14 years as University lecturer
cabin crew

D* 50 years old, with the experiences of 17 years as Unemployed
cabin crew

E* 46 years old, with the experiences of 21 years as Housewife
cabin crew

e 40 years old, with the experiences of 15 years as Foreign relations officer
cabin crew

G* 37 years old, with the experiences of 11 years as Localization/Translator
cabin crew

H* 48 years old, with the experiences of 20 years as Unemployed
cabin crew

** 37 years old, with the experiences of 13 years as Secretary
cabin crew
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J**

K**

L**

M**

N**

O**

41 years old, with the experiences of 16 years as
cabin crew

36 years old, with the experiences of 8 years as
cabin crew

42 years old, with the experiences of 18 years as
cabin crew

42 years old, with the experiences of 14 years as
cabin crew

35 years old, with the experiences of 10 years as
cabin crew

34 years old, with the experiences of 10 years as

cabin crew

Housewife

Online seller

Cabin safety officer

Online seller

Freelance

Waitress

Note. *Laid-off experience **Without Laid-off experience
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Abstract

The objectives of the research were as follows: 1) to analyze the effect between
psychological capital and career satisfaction of low-cost airline employees in Thailand, 2) to analyze
the effect between perceived organization support and career satisfaction of low-cost airline
employees in Thailand, and 3) to analyze the effect between career satisfaction and well-being of
low-cost airline employees in Thailand. The samples were 400 employees working in 5 low-cost
airlines in Thailand and questionnaires were the research instrument and use a convenience
sampling. SPSS for window was used to analyze the data. Simple linear regression analysis was used
statistic.

The finding revealed that were: 1) the psychological capital affect career satisfaction of low-
cost airline employees in Thailand as a whole significant at the 0.05 level. 2) the perceived
organization support affect career satisfaction of low-cost airline employees in Thailand as a whole
significant at the 0.05 level. 3) the career satisfaction affect well-being of low-cost airline employees

in Thailand as a whole significant at the 0.05 level.

Keywords: Psychological capital, Perceived organization support, Career satisfaction, Employee well-

being
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auduldldferUssaunadiie wuamaiiinudlu msuimsuagiannineinsyananielusadnms

a

Daeng-Udom C. (2019) na@1731 yun133ningndunineinsguanaigludiyanaiiauisadn

q
v

W1 wazidsuwdadld m%fwmmma’wﬁ%Lﬁumﬁaugﬁéf’mmuﬁuaﬁmiﬁ]Lﬁaqﬂﬂaéfam%iyﬁu{]iymﬁ
rolviAnAASEn Amnuai viennuianlusuausig 9 fernhluglymavnmdslusuianls

uaﬂmﬂﬁ Luthans, F., Avolio, B. J.,, Avey, J. B., & Norman, S. M. (2007) 1ana1371 n1sun
AEINsaMadsineBsuinvansegailufionsan AnvuazvaaeusinuuIunvesnisvininy Weltlunns
Windnenmyssyana JsUszneudie nstinuvidunisiiauedigaiudnsa (Hope) msidesiuly
ausTnUBLINNAY (Self-efficacy) NMsBundanazanunsawmdaminiuguassasiag 1a (Resilience) wagnisues
Tanluwdd (Optimism)

29AUTZNIUVDIMNUNINININEN

1. msfianunidunistnueslldanudnsa (Hope) iWuninenslugauinvesyana lae C. Rick
Snyder léAndungquinnuniiu duisrfudnwmurnisinvesyanadelsznoulude 2 ssdusenauiid

L A

Anuddgyiiudadl 1) vihi/nsuuRnu (agency) fie waaseusegdlalugidmane 2) 38013 (pathways)

Ao nynunuiigaiulunisuszauanudnsa lneussgelafigsiunivzsussaidiviane (agency) finannssus

Y

AINEINTAVIYARATIRZIANINNTEsEaNUsTaunsalwazdinnudedulunnuaunsavesies@uduna
vosinusmsietuludneannvesnues (Self-efficacy)

2. madeduluaussouruisnu (Self-efficacy) msietiuludnenimessnueaduninuidovounay

¢ o 1%

YARAAEIAUANAINTAYIRUIRTLREITRs UNIRTENTinluAWLeY (self-awareness) w1 self-efficacy

anuaSufnuuagnsneInsuywd InIvedesIsuAmans



Ui 18 atiufl 1 unsau - ﬁqm&lu 2566 Journal of HR intelligence

[

wfunmssuiviaviudnssusiiiansnatensmauiiivssansnmuasnanan Tasianzogeblute
HlvajuaradzdesFouifinzdansiuaiudesmsvesnuiomarmsdsundasseusy

3. MeBuvdanarannsandyuiinfuguassameg 1§ (Resilience) vaneis Anuanunsalunisius
ndugamauna (bouncing back) Wefpusdgyfuanunsaiflifanudaudinnuianaiaviefeftaludin

o
= a o

sudimslduszlosdanmanisalilifdudunswanduliinnisiaun Resilience aziiuiaaiuisnisd

(% (%

yAAaaINNTamuAuLazsuliaiunisele o lamenues

a v

4. n1suedlanluwdd (Optimism) Aie Mun193aingrniunsilyuuesluidauln (optimism) 1A3u

[
=

WNendesivguidvvesypaalunisaanivhasiidamaiaiulueuansinluiinnumeanissielanlugauin

u,mﬁﬂLﬁlmﬁ'unﬁ%’uﬁmsaﬁuagwmaaﬁns (Perceived Organization Support)

Rhoades & Eisenberger (2002) na1afis msiuimsatfuayuainesdnisinduiiadeiinelfifinany
fnsiuynifusionsdms mnusanfiduiusiunu uaznovausseuidniidmadesilusuanudfioneleluny
warersualveanlnuU iRy aennfesiuauideves Annum Tarig M., Ghulam, A, Tahira, H. B,,
Fouzia, A, & Saira, A. (2020). na1331 N155Uslun1satuanuvededAng (Perceived Organization Support;
POS) mneds mMsiindnauagiiansaniesdnmieuiaglinuedonsjumyhanusasisleluatainmves
wiinsmifiedla lagiAnanarandenieniidnvominauiiiressdns dadunauanuszaumsaifilasu
Mnosdnsluldyusng q msfuimsatuayuanesdnsdignuesiniudsiusesinosdnmwieniiaziaomael
wiinauldviauedefiusyaninm wazndeufivedreuidym MudsudlvaauniseifilifsUseasdlu
NMsvaUYBINTnaume

29AUTZNAUVBINTTUNTATUEYUYDIBIANT

1. shumansulyuLazaannig sneds msufifeafudmeuuny Guideu ulsunsuazaiainig
#1199 TildFUINesdns ilenunmdinifveminailussdnsuazaseund

2. uenudlunuuarleniadnomiin el n1sudhesdnstiflomaudninaulunsideuty
ousuwis uivihasasnumsdaliinisinweusy Wefiuyuanu$inus amnuannsaseg 7
Rentosanfuusglovidenmhaunazanuiiminluameedn

3. shuenusfsndunisiay mnefls mssuiiesdnslilemauazazdinsiraminanuliiny
soluldvanaanvisaldining

4. punsatiuayuineisual vunedia n1sfuiinesdnslalinisseusulianuddguasiiunme
sngosliAssaninnuiilowninulszay anudnss uazlimdnauldfidusulunsinuluesdng
paonauiile wladoninnudadulaviderhauianais

5. frutideifonyulunsufoinu nnefs nssudhineuimsuasisudylinsativayy

aousu Wiaulhnsla waglinudiswdsunntnanudeddyni welintdnauaiusay jURnueened

'
o

UsANSAIN LazInllAI91UIgANUALAINLUDIANT
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wurAmREafuAwelalue @ (Career satisfaction)
Tuednfirussiindvinislalianumnevesanumelaluendn mneis amnwuiand wielianad
msuInFensiay suidewnainnisiiyaraiaundldsunsnevaussnnudesnislussduiiyana
aan¥eld daiduaudesnmsnigluresyanaies wu mareanmsnusensu aruniagilalunues msld
figatanuaunse WWudu waznouaueInufeInIsIINAeuen wu lasuAneuwuaInnsvineu F3ad
aruiunsuaziinrmazmnavisindstu Wufu ssdiuldi anufiavelaluodmdugiinenuduialy
91 InA SR idy Famuneds nadwdiBauaniiferdesiuiunaznisininerfiudazyanaussquasin
Useaun1sain1s¥iaru Judge, T. A, Cable, D. M., Boudreau, J. W. & Bretz Jr., R.D.B.,1995) Aud5aly
o1muUseenilu 2 Ussian oud (1) anududanuingUszasd Wy msdeuiuniiazanuiimiyes

Ruiiou waz (2) mwdniaduds wu anuiaelalue@n Jeaonndssiunguiaesiiusznouvogeies

a

\woin (1959) ngufliauedn dsiyanadainisnnnisvhautuamnsouveantiidu 2 ngu laun 1. Jadege

]

T2 (motivation) wag 2. UaduAnau(maintenance)

3
'

1. $9dw9dla Wuladeiinszduliurraiinaufioelalunisvinnu Faduussgddaliyamaldainy
weneunazauumlunsyhnubivszauanudusausznouiie audnsalunisineny, msldsunis
gousUTUDe, anwasnunURUR, Anusulinyey agAuNIn

2. Yadernqu Wuesduszneuiinerdosivaninuindeuuazdsduieanuasaindeslaliuine

a Y

N399I WseanUszdnsnmuesnisiauas nandndenis Jadeamquiluladedediiezlesiuuazan

o

Aanulifsnelafiaziindulunisieuiue ldlddmvinlmfeauianelalaenss Usenausie ulsuisuay

9

N3U3Ms, MaUnasestarudyy, AnuduRusiumausY, Anuduiusiugerudyy, anm/Qeuly

v v o

Ny, Ruidey, Fndrwd, anuduiusiudladefudaye, g1ue wazanuduas

£

KUIAANYINUAMUNIGNVBINTINIIU (Employee Well-being)
Anungnvesntneu WudszaunisalnisiseuinissudnewmgnisaliliinluasauSeuiisuiu
winnsaifiyanaysisaulindu envueddundvesninuiianelavaslifisnels (Campbell, 1976) yAnaay

U3zl ugun19eAuLe99IN 3 Wnas (Pressman, S.D., Gallagher, M. W., & Lopez, S.J., 2013) laun f1u

31918 (Physical) nngiis anusdnvesyaraitnuiaunndiianuidnuasnsds audninel (Psychological)
wieds yanadensuainisuings florsuainisaun uazdianuidnfiewelaludin uazsudanu (Social
vaneds anuianiinuesdmnuduiusiiatuyanafiaulimiuddy wasiaenndesivanuissves Bentley,
TA, Teo ST.T, McLeod, L., Tan, E., Bosua, R., & Gloet, M. (2016) wu31 ns3uinisadvayunisdeny
annsatIsLiusEAuguAzvemminauiivhnuhumelulaglel (Teleworken) iWasanmsativayumadan
ﬁmm'ﬁﬁ’m’mﬁi'gsm'ﬁmflmmm’%smﬁﬁm%ummmmﬁ%lmLﬁmmaamiﬁ’m’mﬁwﬁq donARBIt ULV
Marco G., Sven H. and Silvia G. (2022) n61731 84AUENOUVDIAMUNIZNTVBININY UTENausmiy 3 fnu
loun 1. sunsilaquaindid mneds nstlquamsnanefiudeuss ifidasuguaiw wu Jamnimis Uaa
w&a Uansi wazdanties mienmidutionisin Wy nzduaivieinnina armmiesdlaesiy uay
o1msusuliingy Wudu 2. duanugy mneis anumgnmiaiiudale wezdatiuluivssaunsaidusa

Javanveandnauieafuauinnilavitluesdns 3. srumuduius wiefidendn anuduegfiinig

anuaSufnuuagnsneInsuywd InIvedesIsuAmans


https://www.researchgate.net/profile/Sarah-Pressman
https://www.researchgate.net/profile/Matthew-Gallagher-8
https://www.researchgate.net/profile/Matthew-Gallagher-8

Ui 18 atiufl 1 unsau - ﬁqm&lu 2566 Journal of HR intelligence

fann nanede N13503v09ANNFURUSYINTNNUTENINIDURAL YUTUDY AABATUNITYITUINITNIIHIAY

wiu anuidndudiumilvesuyy uaznssuitmnudusssu

nuiteiieatas

Tuefndisinuuniinifevansauldwenmedureds Yadeiidsmaternumnaniunsitsusmiingy
TueeAns 819 Guido, A., et al. (2018) wWuin Lﬁ'anumﬁm%wm (Psychological Capital) \finau avdenali
mm;dﬂﬂ’uiumivi’wmul,ﬁu%ué’w (work engagement) dsanunsaviliainnisallainyseansamlunis
‘v|°1mwuaqwﬁfﬂmu%Lﬁuqq?gwduﬁu yenani Olcay, O., (2022) Wud1 NUN19ININY1(Psychological
Capital) FreUFudgsnanmdinvomiinaulifdy dudunumedsinedsdamuduiusfulufiamaindu

ANUHENVRINTNIU (Employee Well-being)

ASOULUIAANITIVY

NUNNARINE (Psychological Gapital)

o .
A unalaluandn ANANGNTBINIEN

(Employee Well-being)

(Career satisfaction)
o - .
n'1s‘€u5i‘l11n'192111‘1.|m§u'um-a~1ﬂms‘

(Perceived Organization Support)

FUNAFIUNITAY
1. Aengivunadnine dwasoanunelaluo@wvemiinauamensdudunumluyszindlne
2. Anszinsiuimsaliuayuvesesdns fdwasonnuwelaluednvesninauainisusunu
dluuszmelng

3. Awnevenumelalue®n Hdwadenunignuemtnauaensiusunuailulssmalng

/ANy
n9delupdsilildunisfinenies “nunisdninen nisfuinisatuayuvesesdns anufisnelaly
913w AdnasondunIgnvesntnay arenistudunualuysemealvne” WJun193dedaUsunn

a o

(Quantitative research) LUUTAASILAB2 (One-shot study) A2835n193981T9d1979 (Survey research
9] . . I a a < v Yaw Y Yo

method) l¥uuvasuniy (Questionnaire) wasasiialunisiiusiusiudeys g3delammuauuimislunis

AtunTIelaelisneldunnil

1. Usznsuaznguditadnenidlunside

Usgpnsildlunsfinenidoasad loun wilnaumihoulugsiasmenstuduyualulsenalne 5

anen1su Inuiivue 8,890 au lagleisn1sidensiognsuuuazain (Convenience sampling)
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NENAI9EN9

dnfunudfei 19380 unangrsildlunsmiuaunduiegiauunausuudserins
PagRseMLs 8111 (Taro yamane) & sedumsidosiudosas 95 Arnaawndevlunisuszana lsiifu
Seway 5 (Yamane, 1973)

Tneldgnadel msdummuiaveandusegnauazldligasmamuuiaresnguiegiuuunsty

[

UINUTIINTIAEAMUAANUTRIUN 95% ANUARIAATOUN + 5% Asgns Yamane (1967) ¢ail

n = N
1+Ne?

lagl  n = wwienguseds

N = wwavesdsznns wiinaivinaidumonsiusuuilulsemealne

e = ANUAALAABUT + 5% 38 0.05
unualugnssal

n = 8,890
1+(8,890)(0.05)°

n = 383 §29814

HAIINNITANIN e lFTUIATRINGNRIBE1WINTU 383 Aipge uiiedasiumuiianainves

'
v a Ya U £ o

Joya wagtiiuAnuudeie fIdedwhmafiuvuianguied1adn 17 diege asdunsinwaisiliviiu 400

Y Y

f79814

2. aanUsnlglunisive

FUsTHTIUNTIToASIHUSENOUMEY 2 AUS Lawn fwdsau waziusanu Inedlsieaziden

De
=D

- fUUTAY 2 AU Usenaueie (1) numadninel (Psychological Capital) waw (2) nssuilu
miaﬁuayuﬁuaqmﬁmi (Perceived Organization Support)
- fudse 1 fwds Ao ANURIgNUeIntineu (Employee Well-being)

- ik UsdSU 1 fawls Ae Aunalalue1Tw (Career satisfaction)

3. 1AsaslanlYlun15998

'
Ya o

wiedlenfATeldlunaifiusiunudeyaiiien1sidelunsailfe wuuaeuniu (Questionnaire) il

Y

a

oviReiu yunedsiner mefuinisaduayuvesesdng uazaruwelsluendn fidwmasonunignues
wifnau anemsdudunuilusemelneg WushamdavaetauazUaedn laodisslsinsuidassaina
vosuuvasUameendu 6 drudsil

dwil 1 Wunuuaeunuinfudnuazmassnnsmansvesnounuuasunslaun e o1y

seauNsane eleRAsraiou duriey wazUszaunisailunisingy danwazkuvaauauduluy
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A39988UT18N15 (Check-list) IFanudiuau 6 To umasuuuuudyal® (Nominal scale) wazunsuuy
a9 (Ordinal scale)
duil 2 L‘fJuLLwaaumuLﬁ'mﬁunumﬁmﬁwm (Psychological Capital) 533 4 a1 lauA (1) s

nsiimnamdslunishmuesluganudida (Hope) (2) sumsifesivluanssouswiany (Self-efficacy) (3)
Arunstundauazainsamdyniniuguassndnag i (Resilience) wag (4) arunisuadlanluuwdd
(Optimism) Taadin15USUKaEWAIUILUUEBUNINANNIIUIT8DS Luthans, F., Avolio, B. J., Avey, J. B., &
Norman, S. M. (2007) dnwauzuuuasuauidusuuninsidiuyszunan (Rating scale) mugunuuees &
WM (Liket’s Scale) 5 sediu

daudl 3 19uuvvasuauiedIfunisiuslunisatuayuvesesinis (Perceived Organization
Support) 534 5 a1 lawn (1) Munansuunuwazaiannig (2) muanudlunuwaglenianimii (3) a1
arusisaslunisviney (4) funisatfuayuineisual wae (5) dutafeitevyulunisufofau Tnefins
AU UUFBUDINIINIIUITEUDI Annum Tarig M., Ghulam, A., Tahira, H. B., Fouzia, A., & Saira, A.
(2020) Fnwauzuuvas UMY URUUNINTIEIUUTTUIUNAT (Rating scale) ATuFULUUTEY B1ASY (Liket’s
Scale) 5 s¥6u

daud 4 Wunvuasunmiierfuanumelaluendn (Career satisfaction) 531 5 su leiud (1)
anudsalumsvineu (2) msldfumseensuiuie (3) dnvazaufiufid (@) anuduiaveu wa (5)
AU TaedinsiauinagznsusuldiuugauaiuanuulIfnues Judge, T. A, Cable, D. M., Boudreau,
J. W. & Bretz Jr,, RD.B(1995) dnwasuuuasuauduwuuninsidiulssanae (Rating scale) auguwuy
Y83 A1ATN (Liket’s Scale) 5 se6iu

il 5 1unuvasuamifnIfumugnueaniinau (Employee Well-being) 534 3 s oA
(1) sunsiguamiia (2) suannuge uaz (3) Muarwduius Taefimsiauuuaeuauannuideves

Marco, G., Sven, H., & Silvia, G. (2022) SnwaziuvasunudukuuNInsIdiuUssu1uan (Rating scale)

AugUuUUYes A1ATW (Liket’s Scale) 5 szAu
daufl 6 WuuwuvaeuarufeIfudolduouuzAUAATIUTOINAOURUUAOUNIY Gy

wuvasuauulassasuuUanads

ANNULYD DBV ILATRIH BN IYIUN15I8

s
2

5 Cronbach’s Alpha Ingauea

va

Rdulafinsnaaeumatetu (Reliability) tiemAndudsedn

W1 (O) w1nnIusemindy 0.7 (Nunnally, 1978) fielainuuudsuniuatudianuindeie waviinisin

'
[ YY)

wuvaaunuluviinIImaaeay (Try-out) 91uu 30 Yafdudiegsidnuautalndifssiuiieg1eiifenisae

' '
' o 1A

Anw Fea1niasesiion1stedlaadulszanssani Araudiedu (Q) u1nnnseminAu 0.7 Fuduaii

ausoeausula Jsewuudsunudlultlunsivesely
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daud Aauds Cronbach’s Alpha
2 | wuudeunuAIiUNLUN19IRINe 0.93
3| wuuaeuaaieaiumsiuslumsatuayuvesesins 0.94
4 | wwuaeunanieafuanunelaluendn 0.95
5 | wuvaeummAsfumNRIanYestiny 0.97

ad & v
4. BinuTiusudoeya
ARdelisnsiuTiusmdeyalnenisdisia (Survey) deniswansuuaauniuadiuniglusudle
wazeugeansesulal iiuntnanunhaulugsfvaisnistuduyuailtudsewmelng 9uiu 5 arenistu

wagiderinsAnnsesuwuvdeunuianysaifignangneusuuaauany uiludeyaiieldlunsiinsevisely

5. @apntglun1sAsIzvivoua

v

1%
¥ v A

msnneideyaildanmaiiusundeya finmsinsesiadasi
aunAgIul 1 MIleszivumeinine dwasernuwsleluerInesmiinauaenisdusiunusii
ludszdlne Ineldainnsinszvinisonneidadusd1sing (Simple Linear Regression Analysis)
auuAgIuil 2 mIleseinisiuimsatuayuvesesdns fidwmasemumelslueinvaminauans
nsfusunuiludssmelng Tagldadinsinsevinisonnesidaduegiadie (Simple Linear Regression
Analysis)
auufgiuil 3 msdiasizsinnamelaluendn fidsuareanumngnueaniinanuaiensuduusiily
Uszelne Ingldainnsinszvinisonneeiladusg1eing (Simple Linear Regression Analysis)
nsdifidrunuteyasogeiianlflumsmensaiisuaudes (n < 30) msfarsane R Aldanms
funmagiidgaiuamduats eviatymideinisuiuude R lasidonde R iufudgauds (Adjust
R?) msnsnaeunnmdiiusvesnusdaseitelailvilianudiusfuesgaiuly (Multicollinearity)
1. mAnuduiusvesiuUdasemeiuessiadliiiy 0.7
2. @1 VIF (Variance inflation factor) Aaataendn 10
3. A1 Tolerance #0413 0.1

4. A1 Autocorrelation %38 Durbin-Watson agjiwﬁw 1.5-2.5

NAN153Y

NNaNITIATITRTeYa Wud greviuuasuaudiulngiluneands Sosay 65.20 50989310 L
¥y $ouay 34.80 Tengzning 20 - 29 U Feway 28.50 msAnwseAUUTYa3 evar 46.50 fisoldiade
salaw 35,001 v Bl Yeraw 34.80 UiTRnulus i winilsins Sovay 34.50 uaziiUsvaunsal
Tun1svinau 5 - 10 U Seway 33.70

uanniidanu yunsdsinelasniwsin fduades wiiu 4.37 eglussduanitan n1ssusluns

ANUALUYRIDIANTT tnenINTIN dAtady Wiy 4.21 egluszruininiign anunelalue dnlaeninsiy
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fiAnade wiriu 4.25 eglusziuanniign uazanunanvemiingy tnenmsa fideds wiidu 4.36 oglu
seusnnTign

suNAgIuil 1 MIlasziunadeive idmwasonramelalue¥wvesmiinauamensousuyusily
Uszimalneg

A15NN 1 MIBATIEAUNNERaIngl Hdwasornunelaluendnvemdnauaenistuduyusilulseme

Ty
AduUsEanS t Sig.  Collinearity statistics
AAUIAY o b Standard B Tolerance VIF
Error
AAa 1.839 0.223 8.260°  0.000
yumsdniner laesa 0553 0.051 0479 10877 0.000 1.000 1.000
(x1)
R R? Adjusted  SE (est.) F Sig. Durbin-Watson
R2
0.479 0.229 0.227 0.21888 118316  0.000 0.675

***P < 0.001

N5 1 n1snadeuiiowlunes Simple Linear Regression Analysis Wuin fauds dng 9 'l
\Antlayy Multicollinearity 1184370 Tolerance fAmNnnd1 0.1 yndauus wazdn VIF flddfesndn 10 ynsn
w5 uazanISYIAADUANLAZIL MU AduUsAnSanduiug (R) seninefiuusdasefe nuniainine
Taesa fuasenunelalusInvosiinauaensdusuyuiludsemalnglunimsin fevay 47.90 fd

19

duuszansnsdaaula (R) widu 0.229 mneanuit anamelaluednveamiinnuasnisdusuyusly
Uszinalnglunimsan Juegfuduusdass Sovay 22.90 daudn Adjusted R? winiy 0.227 e an
fudsyansamnunelaluordnveantinauaensdusunuiluussmalnglunmsu Wevdadvinavesr R2
AN uufuysdaszansonensainnumelaluoInveaniinnuaensusuyuilussmalne 16
Youny 22.70 uarilAn SE (est) WU 0.21888 178 MUIHAINTT AIIUARIALAADUNINTFIUIINATT
Uszanuerdiinannmsldlumatasdiawinty 0.21888 niae lnsfidadifinaaey F wihfu 118316 uazdn
Sig. Winffu 0.000 Mu1BAINTY FaudsBaseinadediuusninegraived Ay n19adfiisedu 0.05 A1
dusyAvdannosuinty 0,553 vaneenudn Woyunisdsinenfindu 1 e wwdwaliaunelaluendn
vosntinmumensdudunusirlulssmdlne sty 0,553 i

Whaunsteyau (Unstandardized coefficients) tevaid

Y = a+ b1X1+e

Y = 1.839 + 0.553 (x,) + e

P

W1auN13UIRS§IU (Standardized coefficients) Lagail
Y = 0479(x,)"
FUNAFIUN 2 MIAATILYINMITUInsatuayureseens Hdwadeaunelaluannveantdnauaenisiy

sunuantulssinalng
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A15199 2 MTlATEINIsTuInsatiuayuvetasins Hdwasennunelaluendnvesminaaienisdy

Funuiiludszinalne
AduUsEaNS t Sig.  Collinearity statistics
AuUIAg 4 b Standard B Tolerance VIF
Error
ARl 1999 0.201 9.938"  0.000
nmsfuimsafuauuves 0536 0.048 0491  11.252°  0.000 1.000 1.000
29ANSIUNINTIY
R R? Adjusted  SE (est.) F Sig. Durbin-Watson
RZ
0.491 0.241 0.239 0.21715 126.611° 0.000 0.503

***P < 0.001

' v

NA15199 2 nsnedeuiieuluves Simple Linear Regression Analysis WuU11 #lUs 6174 9) Tl
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126.611 WagA Sig. WU 0.000 MuIEANNIN ALUTDasEiNanamLUsAURgidud AN annsyau
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1%
=

0.05 ArduUszanSnanesiindu 0,536 vineAwdn Wonsfuinsatuayuresesdns iudu 1 nie
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Whaunsteyafu (Unstandardized coefficients) il
Y = a+bx+e

Y = 1.999" + 0.536 (x;) + e

Y
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15199 3 nTlaseiaunelaluendn Ndwadenurngnuemtnnuaenstusuuinlulssmelne
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AuUIA9 9 b Standard B Tolerance VIF
Error
Al 3382 0.172 19.688"  0.000
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R R? Adjusted  SE (est.) F Sig. Durbin-Watson
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¥*¥*p < 0.001
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Y
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(Standardized coefficients) %139f1U84 Beta MkanIdauIntinuaIANUdIAY I dnSnavaIfiwUsdassnils

v v

AdsefwUsnunila na1fe (A7 Beta vewiuUBastladiings (WAnTamaneuIn) wansdduds

a !

U 2iidVENanaA I UTRINNIN

See

P

whaunsteyadu (Unstandardized coefficients) lastail
Y = a+ blxl + e

Y

3.382" + 0.231(x)) + e

Y

W1auN13UIRS§IU (Standardized coefficients) Lagail

Y= 0276x)"
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Abstract

Nowadays, Information technology system is an important and used for management in
public and private sectors through management by fact with design thinking. This study aimed to
develop a technological information system to support data management by fact through design
thinking in the Faculty of Health and Sports Science, Thaksin University, Phatthalung Campus. By
applying the design thinking process, informants include stakeholders. Including executives 33
lecturers, and supporting staff evaluated the development of information systems with a satisfaction
questionnaire.

The study results of the development of information systems to support data management
with facts according to the design thinking process. It comprises Empathy, Define, Ideate, Prototype,
and Execute and Test. The satisfaction of using the data from information technology showed that
the overall satisfaction was rated at a high level (Mean + SD: 4.44 + 0.39). Consider each component
of satisfaction showed that all elements of satisfaction were rated at a high level. The highest score
of the aspects of satisfaction was as follows; usability (4.48 + 0.44), function requirement (4.47 +
0.42), performance (4.47 + 0.42), function (4.41 + 0.38) and security (4.37 + 0.44), respectively. The
results sugeested that the effectiveness of data security should be improved and established
guideline policy. In addition, knowledge sharing related to the uses of information technology for

data management should be performed.

Keywords: Information technological systems, Management by fact, Design thinking
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doyatignies (ynyda AuTsuATT, 2565) Fan1sAnyinisuimsdeyadiodoiiants Tuadell fAnyrldn
n3EUILMINSARIBseenUUY (Design Thinking) lula3esilewndaiiieienlesgniseanuuunasiinmissuy
TOYAAITAUMNA ANEINYINITAVAINUALNITANT “FHSS-TSU Information Technological System”
meflunaiz eatuayunsdndulaudduimsuaziiidnlddudedug nasasuinnszuiunsuanivasy
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MQUIAIAYRINITIAY
Wemusyuvasaumad mivativayunsuimsteyatoaaswnunssuiunsAnideesniuy

ANEINYINTAVNNRALNITANY U INEFeTinBa Inenwning

EERICAERRRE)

nsnwasail Jun13fnundeufUAnas (Action research) drwfuiiauiszuvatsaumaiiie
afuaumsuImsieyadederions lnsmsussgndlinszuaunsAndeosnuuy Jadunssuiuiiatiuns
yarudlatiymuesliiiovnauemaudledgmuuulnifienslineAasntou Usznoudas 5 dunou
Taun 1) nmsvianuditatym (Empathy) 2) Msiasiziuasdaunsizidam (Define) 3) NM35EALANNAR
(Ideate) 4) n15a519AULUY (Prototype) 5) N15asilauazn1smaaeau (Execute and Test) U84 Stanford D.
School (Edvardsen, L.H. (Ed), 2021) lagszagiaianiuanuludnisfine 2564 (1 fguieu 2564 - 30
wawn1Au 2565) vinnsanwlunguuszeing dadugidnlddmds funmsiaussuvarsauma Taun 1)
HUSYTS 2) UAaINTA1e3vINGg ey 3) YyAaInsangatiuaty Ye9aneIngIn1saunInLaznIsiKl 3119
33 AU

nsfinwadsihnsusefiuaufionelavesszuy Teelduuuaeunuaufisnelassuvarsaume
densdndula auginensaunmuaznisiv faduuuuaeuniuuszuimen (Rating scale) fiiaan 25
Jo wuseenilu 5 4@ laun 1) A1unsInIuAu@eIn1s (Function Requirement) 2) Auainisainaule
Auntiaf (Function) 3) fuAud1esenisldanu (Usability) 4) dudszan3nin (Performance) wag 5)
AunIsInwIAulasndevesteya (Security) buvasuaIuAIng13 tasun1snsisaeuquninlag
fnsanand@isiuny 3 viw fleauaenadeadaienn (tem-objective Congruence) asz¥i14 0.66 - 1.00
yhmeneideyaiisiinaseadfidassaun Tiud Anads (Mean) uazdrnidoauuinnsgiu (Standard

deviation) FATwNTeYAITIAMNINMIENTFLATIEALaYIAVNIANY (Content Analysis)

NANTSAN®N
InNsHRIISTUUAIsaumAfisatuayunisuImsteyamedoiiaasmiunszuiunisands
PBNLUY MIENITILANRUIAM IAT18 FUATIEN Uazaziuuin1ensuidymdniunuan1s@neinig 5
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FHSS-TSU Information Technological System
- Work Procedure

- Dashboard

e ———— T
. o —~
Yoy mudeanis 89319 (GAB) W/
OF-EAPEX luvsianii 4 n1sin ms P Empathize
a o ¥ Understandi Geners
AnTziuaznsinn1saNg " peopie Jour ideas
1. lalym . STANANAR

Q &/
msuinteyamedeiions @ °

—P Define Test Prototype

(Management by Fact) Figuring out Refining Creation and
- thg groblem ,{] _the product experimentation
2. WATWNHUATIZNUYI 5. asupiuaznagdau 4. #39AUUY

T

Pain Point, Gain Point

Al 1 nszuvaunsAnideesniuy (Design Thinking) (Karl S, 2022)

1. msianudlatdynn (Empathy)

dudunisianudilatiuni (Empathy) fenszuiuniswanidsuiiouinisluaug uagns
#a1saundeiausiug (Opportunity for improvement) 9MN318URANIANTUNUANEINYINTAVNINUAE
N5 umTInederinga aunasinuamnsAneitonisaiuauiidudna (Education Criteria for
Performance Excellence: EPEX) Tumsandl 4 n13¥a nmsiiasziuaznisdanisainug Uszdndnisdnen
2563 Wu31 N3dnnsteyassuvasauwmanisluame frlidussuusazvinanudaaululszsinumen
ddy feil 1) FBnsdonuarlidoyaasaune 2) melieneidoyadalisuiiiouviodiiou 3) Jeyadslil

[

anuiuaisuazidutegiu Aausanansanudenlesldindoyaniesyuuasaumanananns lodalld

] =

Uszlowy viioatuayumsdndulavesiuinsuaziiidmlidiundedug ogreiiuszansam lasflany
aamﬁaqLLazL%'amimﬁumé’ﬂﬂ'ﬁﬂ'rm’%miﬁﬁayjaﬁaSJSi’J’aLﬁﬁm'%ﬂ (Management by Fact) §snu31 wdnnas
AINE1IY TAUd1AAan13AIANITANANTITALTUIULANITINUNUTINaENSSEAUANE Tuauian (F1e
Usziugunmnsany) uninendesinBe, 2564)

2. mynnzikazdanszitdyn (Define)

thragnnszuaunsuaniUdsusouinmeluanzs wardeiausiug (Opportunity for improvement)
Mnsenuransidununnue auamnsAnyiiensindunuiiduda (Education Criteria for
Performance Excellence: EdPEx) Tumsnail 4 msin msliasigriuazmsdanisnnag snsmiuiiesziiua
duasiznuiuanse laglviaud1Ayiu Pain Point wag Gain Point uagidesuaigndn (Voice of Customer)

Faldunguimsvesanie wazilanlddiudedu Wudrduusn Tngnudn Pain Point wag Gain Point U84
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spUUUfURANTT (Software) wae 3) munsiniaueteyaiveatiuayunisindula

A1519% 1 u@ns Pain Point Gain Point LLa%LLu'W]’Nﬂ']iLLf’ﬂ‘U

AUU3NsAana 19 Usenausie 3 Ussiumean laun 1) dudeyauazansaumeanigluamea 2) du

¥
AU

Pain Point

Gain Point

}'%
wUINNITHAUYNI

1. sudeyauay

dn3dunA

- m3dniiudoya
ety Ay Seldd
UszdnSniniiieane
wagnioulainu

- yPANTENEATUAYUEY
YINAIUTURATDUAD

nsAnmutoyaly

AsNANSURATBULNDE

Y

- foamsgrutoyadi
anusauiniidlaagaan
IGEAGLER

- foamstioyadi
iugiiviinis Up-to-

Date naaaLian

- ussanaizyinauaL
JLUVANTAULNA
JEAUAUL

- UTTRUHUIU/NINTTY
AINAUITZUY
ANTAUNATEAUAUL
TunHuUuRnTs

UsgaUvoedinau

nsIavigIuteya AR
ansaunealndu - fvuslsiiadans
Uagiu Joufudeyauaznis
Javiszuvansaumeld
ludennainis
UfuRnulseind
(TOR) T18YAAR
- Mvualiving
dinanuvseiivii
nauuAiFURnvoud
msAnauduszegs
2. uszuuUfuang | - Aoies Ll - HBINS - unInenaaduayuli
(Software) szuuUfuRnislums sxUUUURNTS ypansly
sesfumsimifiudeyal | lumsdmfiudoya szULUfURN sl
Jussuuuasd Unauedeyaliag Aldaneuaziavans
Usglniam Usglniam gnees lnganunse
-yaansaneenuy | - Fesmsszuudfiinig | Weulesdnszuiums
wagAlany ludnwee Freeware FIUTI WATIEN

sUUUURNsNTIALAY

Joya

anAlddne

- Aiean1sliyAaINg
GREGIGIEIY
ANEAINAIUNTUTNNS

ORIV RTRHE

PBALUY JALAU LAz
Wauatoyansaume
Iaegadiuse@nsnmn
19U Google for
Education MS365 Lag

Canva tJudu
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fu Pain Point Gain Point wuanen1suideynn
- dafanssuuaniUden
SEUT NIV
UURNIT MusEuy
ANTAUMARAYARING
GREEWATGIN
3. fumniiauedoya | - funeumsufiiou | - desnslidazansia | - davhduseunis
Wleatiuayuns Tunguansfiashag Selal | davidunounis UfiRnulvinseunay
Andula fanutaau wazly U uReu (Work VANGUNTNILALNN
annsndeslosiu Procedure) u laglvidng
eEARIG RGN - MIiedeya AATILN SWOT V89

ashatiue 16

- foyaansaunadudu
sunuuludnug
Offline lyiaunsawdnds
Tuszuu Online 1a

- mytauedeyaduin
Uszdndmauaylidu

v

Jaguu

9

Yo

- g3uusnisldananse
Windegudeyalaogng

ALAINLATUVINGA

szmadululudnuay
3ULUU Online Real-
time NIUIZUU
wsev1edumesidn vn

P
mnnan

(%

nutiug Taudfg

o

U Pain Point 2849

HIUUINS ARenIu
fvungiiisuiApaite
eliAnn sy
BUIAR ANUNTLUIUNTT

U994 EdPEX

o [

IAYINFIUVDY

<9 Y

el
SrUUURURMY
Freeware Tunsdniiiu
Yayaluzukuu Online
lAuA Google Drive
(Google Doc, Google
Sheet) uwazidouleens
Unanedeyaludnuuy
Real-time W1usZUU
Google Data Studio
Overview Tuanwuy
Dashboard W%@NW%
weaunsluIuledves
Ao Ll lsFuUIns
ansenintiadeyale

2819UILANTNAN
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3. MsssAuAUAN (Ideate)

91nN1953LAT12 AU laeN19UILAUAITZN Pain Point Lag Gain Point TuA11U68IN15003
fsuuinadoudenuda th yaansaneatuayuldduiunisUssgusiuiu iWesyauaudn (Brain Storming)
Tun1591501 Pain Point nén figFuuinnsiianuaanisdosunisiuuinisiudeyaasaumelunis
dndulasnndign Femnadnlusunnudnsiuiuiiegdidumsinisyuuteyamsaumna S1uom 2 szuu leun
1) syuunthaeaguieya (Dashboard) uay 2) sruUdunaunITUFTRIY (work procedure) Lad1essuy

msvImsteyanedeLfinnss (Management by Fact) fiuszavanm WiAnTu whinsidhiisdeyaluzuuwuy

poulail “FHSS-TSU Information Technological System” @ansauwuIAn AN 2

FHSS-TSU Information Technological System " FHSS-TSU
RN
Improvement
Fmm - s s s s s s mmm == |
| v
1
1
i as v
1 . = Google _a» . g Y
. Sl ) @ ) oo ) = Data Studio ) %
: y ©
¥ Data Data Analysis Google Sheet Google Data Studio Dashboard***
|
STAFF LR S > s W] 00 T"
A Sl ‘o 1 > > s j
: Data Data Analysis SWOT Analysis  Pain Point & Gain Point Comparable  Work Procedure***
1
: l ***Report & Presentation
1 ]
R Feedback _ _____ &1R
CEO
User & Stakeholder

A 2 NTBUAUAAYBITTUUNITUIMNIINNTTayamedaifianss (Management by Fact) : FHSS-TSU
Information Technological System
9INNTOUANUARYRITTUUANUAYUNITUTISInN sToyamedeiiaas (Management by Fact) :
FHSS-TSU Information Technological System gliusnisfeyaainsaneativayuy laaniunseenuuussuy
ansaummdionisiadule Tudnuae 2 sUnuuRe 1) seuunthaeagudeya (Dashboard) uax 2) svuutuneu

[

nsUfURNY (Work procedure) Ingasnusenauvesssuy Usenausmy Al

an 1S AN YILAENINEINTUYYE UMINEIFUSITUAIENT



Ui 18 atiufl 1 unsau - ﬁqm&lu 2566 Journal of HR intelligence

A13197 2 wansdunsunsaifiununsudasdeya (Data) Wuaisaune (information)

FHSS-TSU Information Technological System

Tumaui szuunineagudaya Tumsun1sufiRsu
(Dashboard) (Work procedure)
1 msdniuteya (Data) msdaiudaya (Data)
2 MTRTERLavduaTzitoya MyIATERkardLATIEitoya
(Data Analysis) (Data Analysis)
3 mia':;ﬂﬁﬁazgjaaﬁsuu Google Sheet | N53ASIEI SWOT Analysis
4 M3@eslostoyaninszuu Google | MFAATIEH Gain Point Wag Paint Point
Sheet g Google Data Studio
5 nsuanINateyar1u Dashboard nsmvuagLiigulAgs (Comparable) i
mhenuitiunuvlndiAssiunaz.
6 - MSUEAINANIY Work Procedure

4. n1sa¥19funuy (Prototype)

a519funuuszuUnIsUInIsdanisteyadiedaifiaass (Management by Fact) FHSS-TSU
Information Technological System Tnen1stuiadouniussuunalnfinaiz fivun aurdsnazineints
AUNNLAZNITAN 71 057/2564 FosusdenazshauiasEUUASEUINA I tuNTALINUINATT
J¥AUAIINAR (Brainstorming) YaduAaINTaEatUaLY N1355UTeRINABINTT (Requirements) INFUINIT
TLAUANEY AADAIUIINATTILATIENLAUAITE Gain Point, Pain Point wazdoasuuuIniIan1simuiIaIn
TolauaRurYaIAnenITuNIsUTEIliussuuAunInately EdPEx Use91n13fney) 2563 Lﬁaﬁauimej
ﬂ'szmum'sﬂizsqmﬁmwLquﬂ’ﬁﬁ”ILﬁumu N3aUTUAUGURNS ﬂ’l'iLLaﬂLU?IIEm[%&m‘élﬁ@lﬁlﬁuﬁ%&ﬂﬁﬁ%ﬂﬂ
AUy (Prototype) lun1sdnvinszuunisuimsinnisteyasiedeiiaa3s (Management by Fact) FHSS-
TSU Information Technological System 97121 2 52U @D 1) iwwﬁwaaqﬂ%’aa&a (Dashboard) wag 2)

sruutunaunsURURU (Work procedure)

5. N15a488uAazN15NAHAY (Execute and Test)

nrsanduauluszezusnldmvualidnisdavmszsuunisuinisdanisteyaniedeiianss
(Management by Fact) FHSS-TSU Information Technological System Tu 2 szuu A9 1) svuuTunauns
UFURI1 (Work procedure) fstuslsimnnisiasnifiuey uay szuudunauntsufofau (Work procedure)
Igafiunisihsedaenguaudnnisuagnsiaunmdinu AendnInnIsiauIsEuUAInNga1 wanase td

Aiunisveaesneunsiuiuledvesamz wigiuuinig fuinisuwazdiidlddiudedus lunsdhis

ILUUANTAUNARINGTI
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NANIRAILIUYTEAN Daasy waznisthluldusslevl
NANTARAILIUYTEIN
1. diuvesdldusnis
1.1 33 fuivns videridnlddmdedug aunsadnfessuuasauaume
FHSS-TSU Information Technological System ﬁﬂ’mm%ﬂmaqﬂmﬂsmaaﬁfuayu Weauayunisdindula
vosuImsuazianlidmdedug suduledvesans https//fhss.tsuacth Ifegnaszansam dsami

3-5

() @ racebock X | 2 smhedeinon x st g X @ snvebars Google el % | By Google wiamen x| 4 - - x
“ C & Msstsuacth/indexpho# 2 * S a0/
B W+ [ nurmmeen i N Torsay son Tulin & Rado Caren — Py @ g Fesonibul Free bma D G vogams - by Des wwemmadidaen. [l senaeiton

L 074-609613 = fhasgtsuacth

N
» adAsiioy »umYIneavnndng miiﬁil 60d o

v Emsioga v oodlkan v swwumsauna v Sodo

mesfionnud
uUfifiumwsou Us-d0 wa 2565

N <:uudomumisdusadumkiong
Stms

Us:&nEwanissulan ows:wu
TCAS Us=hDmsfnu 2565

dasinsaodifos:dulSninn
af Us:h0msfinu 2561-2564

. ’ b diaya upu-Ha Mssuiin us:3il
ocfdl nnovation -~ msfinun 2562-2564 (3 Ddau
= = Hia)
ommunlly nvolvement

A. SsUUASAUNANEIUATUEY

s:uuasauinautndnenduindo

Paltpes b b L s, o 5

+ HoupOouRoa.c0¢a ~G o Paw 00
AWl 3 uanasysEUasaumaviIUlednz
1.2 5¥UU Data Dashboard §3uusnisanansaiiniisdeyalariuntiaeaiunu lny
wanasBazidoavestoyalusuuuuniag sunm unugd uualiy Aede wioduq flussdunmsiuves
Ane uwavatuisaldiniesdofinses o uundeyaidednlusedudosld 19y
Ynsfinwn aneien wdnges giinia udu Vel nisfamszuudenanns ssezusn lEsdunsdahdusuy

(Prototype) lunguauiginisuasn1siamuAaany 918U 8 seuu ey

i& fdoyaildn angInmmagumnazmsih i inndninio YY)
Vp‘/ Uszniimsinm 2565 (n"uﬂﬁ1 - 4) Swnnmuitdnun e

AN 4 UARIAIDY195¥UU Google Data Dashboard
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1.3 syuuansaumatuneunisu s (Work Procedure) g5uuinisanansaidnga lagdiuun

MINNTEUILIUALY AUNITENTTANUSURATIBYARaYaIUARINTaneatuayy asaungulunniusia iy

3%UU Google Drive

(P.5.1)

Fonszuruany Nulssmdusiuiisasusngns

ArEBUABNTRUINTIY S sEr SRR s DUl R s

Aomsudngsm Biznuasiidua nuatedommna WaldTdldEmudsldty

. Y. -
doyathaanfiraundngaiiisana raudaugndes

dmguazasd

1. vl sk
anmzoainfiias
Fumuieya
daafiaiy

. a4 s
wdngnnsaia

wszad
1. rsduiifnusiaswdngns
RN EERTUI LV E

Usrmduutfomadiuiu

Aafeaniaves
stakeholders

1. sk annsndndsgudaya
Mg desd
sanda

2. Wudoyalumsiaiulsuss

Uaduurs
A
1. flawuu

guloyauay

nSEUIUNTS

Sonfudoyaati

#adin

1. Snuazunmingnitl
dayalurzuy aTuduuaed
Uspdndam

2. e

Usewduviuduagnisiants

Fuiide)

1. Fogalaiviuesio LinSoudmiunsindula

2. fdpmmamriudfmisanade (rruuniia

p T L
1. GMeusmnsndRrioynidonsdndulali

2. gadrausnindusvalad@nedeldvee

LCERE]

S1 TrvuaTEUmenl

01 sruunnsdeaisuna

v v 8 feien Bt s
Asudu futwns ihseBvnm i
2. iaikanioants 2. sk ihiladayandngasld 2. aramion
o . o
Aosaitvannmany e wBeyARINGT
[N
Pain point Gain point Ansmmguiatu

- WinuurmzinersEeia
(abunudnun e ene

Fveneand § Benchmarking)

W1 spvumsimiuioyagli
Usedwtian whufemadieaiu
$2 yAansuDIRgE I W2 sanaliassiieyn
funmdunTssnd@nig | sedudu

W3 mineusamdtum

wvrinadvidinunm

[T aruasadunsimitioye
{5z Google)
T2 srvusaznalnus wuinemde
LiTuapudayaludnene Real

time uarliiinnuiuadls (Update

Faans

2NN 5 WERIRI88195¥UU Work Procedure

2. douvaslvuinis

v e mfumsan e Ghvinsey

2.1 yaansangatuayuiinnszuiumsaniUisusou Laraunsoaidun1seentuuLaginguns

FEUUANTAUNARNIGY) HIUTEUUUJURNTT Freeware (Google Drive/Dashboard studio) wagfeaunse

Anfiuni1suSuuse unly deyalniiauiiuaiy (Up-to-Date) wiauldeuegiaue daszuudig ladnis

Woulewfiewannavuiivledluwyssuuansawna FHSS-TSU Information Technological System lne

DALUIRA AININ 6 - 7

aasassasaag
= el ol el W el B

AN 6 UanaszuudfiAn1s Google Dashboard
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sTulszAuRTH 8N, AT ¢ &

EY

A% (Loaming Ecosystem)

oD R R FFERER"*

Hpr,ww-ww.,m B < « @t .
2?7 wansszuuUfURns Google Drive @wsunis Update Work Procedure

LELET)

aUnan RN sE UM saUmaoamiuayunsUTsTeyadiete1T993s (Management by Fact)
PBATEUIUNITAALTIDDNLUU (Design Thinking) il

1. yAaINSHIURAYR UAINNTAWAIUITEUY FHSS-TSU Information Technological System Wdioud
Pain Point Wa¥ Gain Point v@35uuini1s lneinussuudayaansauna 2 szuunan laun
1) szuunthasaguiesa (Dashboard) uag 2) sruutuneunisufinu (Work procedure)

Yo < v

2. 59UV FHSS-TSU Information Technological System tusyuufigsuusnisaunsadnfsdeya

asaumaldegnsazain 30151 kuszuvesularl uagglvuinisaansaiadu ufly deyalsvniiuazyn
a1

3. 9Ins1snuRansALduumnusiAuAINsAn o s duaudulda (Education
Criteria for Performance Excellence: EJPEX) lumsnndi 4 n13¥a nmsinzinaznisdanisaiug lud

A5ANEN 2564 WaSeuisununanIsaiuau lWUnsaAnen 2563 WUINTkUUURRTU

1%
v Ao o

4. nsussaA e iannudusavesmsiuussuudeyaansaume FHSS-TSU Information

1%
'l A

Technological System %ﬂﬁmmﬁmﬁwummﬁawdwmﬁ%uu%ﬂﬂiﬁ’]uiwua’ﬁaumﬁ

wuin ssAUsznouaNuianeladeszuy Tunmsiwegluseduunn (x=4.44+.39) uaziilefiansunsne
psAUszney wueglusziuinynesdUseney Tasesduszneuiiidadegeiian Ae saduszneusunI
180n151991U (Usability) (¥ =4.48+.44) 599890179 03AUIZADUATUATININAINADINT (Function
Requirement) (x= 4.4 7 +42) s 3Aa U sznouna1uyUsegd@mndanan (Performance)
(7=0.47+.42) warosdusEnauduaInsauldnunt1f (Function) (x=4.41+.38) auddu a9
paRUsznauiiiiAladeniige AoesdusznoudiunisinuinuUasndevesdeya (Security)

(£=0.37+.44) Fuanslunmi 8
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: =
ALane

45
448

4.48
446 4.47 4.47

444

442 A

44 4.41
438

4.36 4.37
434
432
43

Usability Function Performance Function Security Average AITNW
Requirement

A 8 uananaUsTLiiuauisnelIfesruLteyaasauna (FHSS-TSU Information Technological System)

a v A v

PNNaNMsUsZIuANNRwalatail wud §50U3n1s duimsviedidiuladiudedus danudi

Y Y
=

wolasiaszuuansauwma AMEINeINITAVAIMKAENTSA agluseduninynau Beaunsanuansd Gain

Point wag Pain Point uagatuayuiunsuimsdnnIsfeyamedeinanss vaa5uuinis Gaenndawmiy

o sl o

Toguszasdnimual’ uazludeyadeundu (Feedback) dmiuypansaneativayuuazsuiinyeulunsia
#1199 lun1sAniAsent eenkuy kaviaunssuvasaumanislunue inseunauynifegeliussansamn
waziinUszanSuagean selu Jswansdnwidananny Smnuaeandesiunsiny vesnuyIneIn1sinns
wnInedesuigatium (2565) aldAnwanufiawelasessuuansaumanelunnz lnenanisAnyinui
sziueuienelanmsmeglussiuinnian wisgslsimamanisinuveansslouisuazusy umvinende
sAgaiung (2563) Felddnwmnuieelavesdldnussvuasaumanelusmingds wanisAnymuin

mwsegluszAuUiuna

Jolauauuz

1. ﬂaiﬁmﬁﬂﬁﬁwumiaumﬂLﬁaaﬁuayumw%mﬁayjaé’w%Lﬁ%’%ﬂ (Management by Fact)
AapuARUYNANIRANgluAnE Y

2. msfinsfinmunsldaussuvansaumne FHSS-TSU Information Technological System kitatin
Wa Pain Point Wag Gain Point Mevdsainnislinuinufugessuuiiiensuaussnufioinsvesgfuuinms

3. MsinsaasuNslgusEUU FHSS-TSU Information Technological System ATBUARUYAAINT
melunnie

4. mshdansliazuuumunasinuawnsinyiiensdidunuidudna (Education Criteria
for Performance Excellence: EAPEX) @@ 1) A1unszuIun1s ADLI Uag 2) aunadns LeCILi iWuszuunaln
N1308NLUY AARY Han1sadunudunsimulssuvatsaumanigluaug Widaurasuagulunn

NITUIUNSTUAEYNIF

an 1S AN YILAENINEINTUYYE UMINEIFUSITUAIENT



Ui 18 atiufl 1 unsau - ﬁqm&lu 2566 Journal of HR intelligence

s TS el

P~ =~

1. AfE* dsguvarTauLne FHSS-TSU Information Technological System Lwaaﬁuauumw%mi

¥ < a

Tayan8701919339 (Management by Fact) dmiunisdndulavesduimisuay

©
P!

fduladrudsdus nd

20 AU (Material) Wag3s

e e3°

UsgAnSam tAaduainiundn 4 M Faldun au (Man) 13u (Money) anwie
UfjuRau (Method)

2. gfuuimsannsadiniisssuuansauna mgluaney laegrsazain gneee uagiinnwviuarde (Up-
to-Date)

3. Qusyuuuaznalnlunisaduayunisudmsnuganuduba sunaeivsziuauninnsdine
EdPEx Feilnnudenndesmuununagnsszeziaan 5 U vednaiz

4. fudmsanunsauszsinunsiaunssuudeyaansauna mnualudennainisufiRau (TOR)
UszdUvesymansangativayulugavionieg

5. yaainsaneatuayy aunsauszendldnssuiun1sanlaeaniuy (Design Thinking) Tuns
Anneiliymauassa wagiuamsmsuitiym dmdumsufoRedunhiituiaveusmdus 16

6. a¥eusseniansuanidsuinieluanz 1AanszuIuns Upskill waz Reskill F1un1sdnnng

seuumAlulagasaumn e

anuaSufnuuagnsneInsuYYd IIvedusITuAEns



Ui 18 atiufl 1 unsau - ﬁqm&lu 2566 Journal of HR intelligence

S78N1591999

a s

NOIULEUILLAZUNY UMINYNFEITNVAETUNT 2563, 3189UNANTITEITRAMNNINETavaldauszuY
ANTEUNA. F3UNS ANINENFETVAYATUNS

AMEINGINITIANIT UNIINBIFTBANaTuN1. 2565. 1891unanaunanalagiuusnisdau
ANTAUWA. NTUVNUVUAT : ININNTETVAYETUNS

ANEINEINITFVAINUAENITAN U INeqeinBa (n). 2564. ununagns seee 5 U w.A. 2564 - 2568.
WNQY © ALYINGINTAVAINUALNITNNT UMNTNERE.

AMEINGINTAVNNUAZNTAW UMINeFevinBal (). 2564. $1891UUTHTUAULDANANAMNTNATTANE
ienisauiusuiiuida (Education Criteria for Performance Excellence: EdPEX) U5z 311
N3ANEI 2564. Q9 : AMEINGINTAVNINLAZNITNWT UM INeSevinBed.

Ui Aasuans. 2565, Mausmsiulaglddaiagsa (Management by Fact). [online].

Available: https://www.nairienroo.com/. Guduidioudi 20 fueneu 2565).
fhgusgiununnnsAng Wvinedeindal. 2564. agUNaTIBNUUSZIRIUAUBINAIIAMATNNISANE
iensiniiuauiiduda (Education Criteria for Performance Excellence: EdPEx) Uszsnd
n15ANYT 2564. 11999 : EeUseiunuNINNSANYT W InendesinBo.
dinauldansensianisgauane Ieans IeLaruinnIsy. 2564. an%f’;mmwmiﬁnw%ﬁ'ami
aufiunisiiluiba adul 2563-2566. nyamne : UiEMeNTUNINIUAY uouATUAYTY T
(Unmyw).
Edvardsen, L. H. (Ed.). 2021. New model library: Pandemic effects and library directions.
Retrieved from https://www.oclc.org/content/dam/research/.
publications/2021/oclcresearch-new-model-library.pdf
Karl S. 2020. The Design Thinking Process -How does it work? [online]. Available:

https://www.nairienroo.com/. (Fuduillaiuil 10 fueneu 2565).

anuaSufnuuagnsneInsuYYd IIvedusITuAEns


https://www.nairienroo.com/
https://www.oclc.org/content/
https://www.oclc.org/content/dam/research/publications/2021/

Ui 18 atiufl 1 unsau - ﬁqm&lu 2566 Journal of HR intelligence

UNAUIBINTG

S

A9 59 83n luyuna N UsEIRAENSUR9RIANITLIINUTERIIUTEINA : Fauuztnneafiu

A15UTTUIUAINNBANSI TR VRIS wmAlne

a3.naeg1 SeelnAaned:

919715915230 MAITIAIALAIENST AREONWYIANENT UINe1aeFaUINT

Tuilasusuatuunany 1 12 Tqueu 2565
Fuunlausulzaunany : 13 dgungu 2566
TuineuFuAtuiunay 1 22 figungu 2566

9

unAnge
unauiesurgAr1TInienss¥inniuyunemislseiiaansuazAteg uug uansuyveyy

(Y v 3

BnsAnwdfiarsananmnnsaldfguazionaanveesfinIsussusEnisena weanidesiunaln

Aa _ da

MINskiladaznguNNeneIfuAIITUATeUsEINA BTN TEAUNINTTIUNISATITIN LA MAT Tolaus

a '

Yo gulsrynATe ieulgA e seiinues Richard Anker visnslddayaugugiuasyienil wa Anker

Y

Yaa o

Methodology lailsitulamzdeyanfeniiiuusulaediinnuaifiuiemd msdnudedditnisdisng
viedunwalluiuiilasdids nsUssanunsadaflemssdinfnulivanssedulusedudles fain way
s Tuagiuuiumiamzvesspimaty viel matmunsammieasussnunseiaitedisdiall
fignsdniagy uazdolausvesesdnisusanuseninsemeidudonusinlaildumsgrunsenuiiotedy
UsgmranBnlidnluu o

AEATY : AN aLiloRn59Tan, UINTFIUMIANTTI0, FnSuywey, ANS1a9s, BIFNNTUTINUTEWINS

Udszine

! Corresponding Author E-mail : Kritsadathe@outlook.com

a0 UL NANYILAZ NS NEINTUYLE UNTINIABEIIUAIANT m



Ui 18 atiufl 1 unsau - ﬁqm&lu 2566 Journal of HR intelligence

The International Labour Organization's Historical Perspective on the Living Wage:

Thailand's Living Wage Estimation Recommendations

Kritsada Theerakosonphong, DPA.
Faculty of Arts, Silpakorn University

Received s June 12, 2022
Revised : June 13, 2023
Accepted : June 22, 2023
Abstract

This article examines the living wage from historical and human rights perspectives. The
study explores Thailand's political mechanisms and regulations governing minimum wages for
upgrading a decent standard of living by taking historical events and key documents of the
International Labour Organization (ILO) into consideration. Although Richard Anker's methodology
does not just focus on secondary data, which is gathered by the National Statistical Office of
Thailand, the author's recommendation applies it to both primary and secondary data. Surveys or
interviews must be utilized by the researcher to collect data at the location. The calculation of a
living wage at various levels in the city, province, and country relies on the particular circumstances
in Thailand. Last but not least, there are no set rules for calculating the minimum wage or estimating
the living wage, and the ILO's recommendations are only meant to be guidelines rather than labor

regulations that state members should implement.

Keywords: Living wage, Standard of living, Human rights, Minimum wage, International Labour

Organization
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vouwalilianizuiildvinwes (Unskilled jobs) usinseuaguiisnuseduvinuedu aviu 9a3aningveins

'
[ 1

MrundnsIA1919ue wiseanduduszns tiun uinsgIutusiven1smssdin nslesiunisnadymnsa

v £ a

wisliliusanuladuadnein mslimsenindedniadanudunywduazlasudadenugruiiiieame vasiide

wedesuandeddn “n1simuaAIdeduifesiiarsaanaNEmnan1sdienie” uaziiegniinen

o

wdud “ANdnedasaanAdadiuAUABINITYRIRNINN TuuatlisufaTauasa” ndennifisarisass

(as)))

gouandliiuwnazihefidmunenssdiuiu (LO, 1968)
Aaunl 1970 n139nvineydsyraduin 131 4102801311 UABATIAIINNVUAT A.A. 1970 319
nann15n119 9 dsun1sRasuIensAtdetum lidesiiu laun aunsn audnduvewnssuuas

AsoUASI TiAN1ateseAUuedA191e AUNUNITASTIn GnsusvleriuseAudiny kagu1nsgIun1saisedin

YoINqUNIIEIANAIS o druBnaiu Jademauasegio Wunsiauiasugio seauvem@nnin wazaiy

AAnIINaeSnwsEAuNITInUludasadld (ILO NORMLEX, 1970) mewnuesdadeaadsinuasaunguis

=

i
VNFIPLLAZIATEEAY W IINIANUATAIIAN VLAV 8UsE AT N INAIAI8N1 59198 Doy ya

2.

a

atuidunsounuivmnsuaamsusudasiadnstui udrusnganudoundsin maduntidemaasegia 3

o«

I duderesemerhowedraiioldliandgdu fadulvlilan nsliddiasananudiduiugiures

AsouASIANY wadtunsdlveslsewelnefiansannuusidenauninlude 3 vasszn1AANENITUNITAIANN

= 4

Fas SnsAdnetunn (adudl 11) (amgnssunisendng, 2565) fewgl nsndndsardnddundvesnsg
AuAsesdVEMIngvIevisenstestunisarilindvduywevy IdllafiemanszuandniiAnanumuiuasuun
sadundeudesiluvssmelanld Somneanusudssunalne

ynfansanuiunvesUsemalnenuin msieenuluningnamnssy mgidesduasesdnivig
ngvaneUsInglurasatenaissy 1950 Aa19019NN5EUIUNITIRYINgTNELIIUAILAT 1952 T
NOVLNEALATOILIINY NYVNEANANLIINY azngranedefinmuseny suuduaiadasiiens iy

W3r U AARTINU WA, 2499 Tugrargafisnisuimsussinalaeiguiaseuna U. fYaaens1d (ngug

= N =

aglnaansd, 2565a) feiduimunisiitinitUsemaniafiuglsuiiountarmssy MIfuATednEus«Iuds

a

Lllganzdaindsauiioduseduinidluiuiasisae weiinddaauaulinussnulunadgiavie
funumadeubmluiaifinanisineiu deunysemalnesuduasunisamugaannssuaindsusemely

Uaneneissy 1960 M1UNTatuayuALYIuvaeveEnigelinuaranyse vy AlunAIsTeaangis 13
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3. A9 InUUgIUENSRYBETUTUNTEMIRAILISERINeUsTINA

nsnandAdduiuddldmiddg 4 uandiiuiinsideiuiivazanumnevesindislale
BosamizAvsniangune winseuidlinaeidudomsisdinldnunadiidafetiugu angausn
Qﬂammma”]é’mmé’qmﬂmmmiaﬂﬂ%&ﬁam Y AIsAnyandaszauauduiandeaindl ILO woas
“unusunisfisnusinialan” (World Employment Programme) #&sd 1969 (ILO, 1969) ffiiftuunuin
YBINTIANIUINTFIU (Standard-setting) ¥od ILO ABUNUUUNUINENATUADNITYINABNIIIYINIS
(Technical assistance) Hafin1ane ILO wWuanutsmdeUszimelaniian nsdvesUszmnalnedaulafs
msvenefweuiiewaziasugianialiibuniinis nsnaniaFesnisdunsesdninisngruiovesusianu 39
Lllafiaenszuandnvesnisiaul e ILO weneurdnawsznIsasasunsinwinduiianimanvesnis
Wun genndesiunisnanisiauvessuiasiantunaissy 1970 Lﬂum'ﬁﬁwmmmqmﬁmam‘{]ﬁaﬁugm
Wudgatuardrafladldvaneanufinisduasesdninsiau uinaeidudeswesunasgiuniidisadin
(Ngun" SselnAanad, 2564)

nsdlveafidouunarnuiluguuemisUss iamansvas ILO i ivdiwesnrudaudsssviamu
uazussnulunmagaangs wasdesnisvdnanuaiefiiatulumsvhan wu anmnsieuiigiue
fnsAuasesadrefimnzauiensisedin lifnsguaniudasafoauinmadlvsluaauiviiam Wudy

Fadumguoinisdavhuinsgiuussnuiesusedvdduiugiudmiunsinuiainiu wszussnuduau

Alafisrwnanisaesedla o wsizaansalinanistanuasuniutuiduaidns Jeldamnseavanauianala

v

wiloutuiiinsestiatonisndniildsunanauunuduadiuarils fadu “Ardraiianisedin” (u
vdnUszAudunisiusanuiinelfouanueaazaseuaiald nhanndilannuivmmeuss Samansi
H1uuTuY 1919-1946 UgINUI ILO WEIEUBUTUNENNITATULINTBINITAUATOIANTUTINULLAEAG DA
Mé’ﬂﬂﬂiﬁdwaiauuwﬁawﬂimwmaLLazﬁuawaﬂiaUﬂquam%uuwwu ansusanunaneifudiunilsvesdng
UYWYYU audivsngluidemanszves “Ufeusyranadnfiednsuywevu” (Universal Declaration of
Human Rights) vesaUszanud ins1zdivannisdaaiunmsiuamisdinuas AATeILINIUUTITILINAT
22-25 13 (United Nations, 2015)

11991 23(3) ynauivhauilansiias é’%uwimauLmuﬁqaﬁiimLLazLﬁyaéwmasiamiilizﬁummlﬂuagj
Fumsmudnarinnaduinsddmiumieazasouais fdndusglifunsiunsomadenslusuuuudu
NI

1997 25(1) aeuiianslunnsgrunsmsadinfifismedmivguamuazanuiufiogivesmules
LAzYRIATEUATI TINTIDIMT IAFauiu Tlagendy uaznsguainuImeIuIa Unmsdsaufidniu uasiians
Usgfunsinanu Wuthe ins wihe v5nm vieusmannisisdinduluanmuiadenusnnionis
AIUANVBINULDY

a a

winfiansaunannisvesujuaainainsiednduywesu nateilusnguliunnguuiessning

9

Uszinady 9 Tunatsenn vaed ILO TdndnnsvesdJayaatuilindanguaydugiugiu (Fundamental

o v

a

conventions) %38 N1ATFIULIIIUREN (Core labour standards) Tul 1994 Waiiiiiles 7 a0y wagiiiuay

anuaSufnuuagnsneInsuywd InIvedesIsuAmans
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undu 8 atulud 1999 uay 10 atulud 20222 uenaninislidangueydnyafiugutuniiofusesls
UsemrAanndnuazussingsianszuiindannsduasesdnsussnurinunandanmafaifivereduazidousodiu
w1 9 vaslanldndsiuanniu ﬁqL‘fluﬁmsuaqﬂﬁwuzyﬂ'j']ﬁ'a&mé'nﬁugﬂuuazaw%msv‘hmu (Declaration on
Fundamental Principles and Rights at Work) U 1998 (ILO, 2010) uadalausuugmannisinsdvesdayan
atuil afsdnaelul 2022 osniftundnnisdnduniadunfe “aamuandeunsirnuiivasafouay
4901287 (ILO, 2022a) Funilsluunumues ILO FshilfaziasnioifinlasrienisduaiunazAunsosans
u3991u ilesandauiiunsdiunslunasseiiunifsafugsiauasansuyveruresisanuluviadls
QUMMUYBIAAIMNTTNNTUTEN WiFiuTuUssufanlasaAvemdnnisiieatuussindiuenfuas
ulau1ed9au (Tripartite Declaration of Principles concerning Multinational Enterprises and Social
Policy %130 MNE Declaration) atfudl 5 lu¥ 2017 wilelvulouisuazndnufiRnseuagquaniunisainising
alvl (LO, 2017)

nslaueFosmiaitefsadinuugudvsuyuevu Sshilinmsaieleisue/deandoamaivinigi
Huurusssu dundls Richard Anker dndrnmsiidnwiFesrdrafiosssiinaduayudeaueiinduios
AvSuyweny (Anker, 2011) uazdndu UseiRmaniussmilunszuavdnagiioulifunnluonansduiuua
nsildusiuvessiazUszimaandnues ILO esanusngngmnessninassimataz eaunsUsalud
Uszyaluglussnussninassmadn nsaunuiazUinvimieiiluninisssedulaniaguesdinaile

o aa 1

A15973neels wazmnlaludagduiaddsumdndnanuunliideusslevineefdnssudunsounsanu

a wva Y 1

HloulidoiaueiiluuuAnveansiauniididutazuumansufiamunisiaunszuinassmaniolan
(International/Global Development) #® “iWnaneniswaunfidsdu” (Sustainable Development Goals:
SDGs) Afludsuiiiuuuguansuyvevu nerewuesiudmingded 8 vesnsitsnuuazuifinuen
(Frey & MacNaughton, 2016) Tangilluaninduiie viegnslslimstuirdeuauasgidulamaasusialal
fdlaslitamdnuedisiitiaue wagnsiiwvieluslasldyumesuuulasenindniuyverurioannse

Uadeugulviddinedls deuunnsiraniv

? iw%ﬂw foutyvanaad ILO wivaantilu 5 unam 98 10 atil figai (1) MnaaLsR AL e oy '”m;m;n'aﬁuﬁ' 2991
ANBILINITULNAL A.A. 1930 Ay 'm:;zi*n&m&maﬂuﬁ 105 Adaeenianldusuiisd a.A. 1957 (2) MuaAN1T29ANITIAEN
UjiRlunsdneauuazen ldun 'mézi*n&m&naﬂuﬁ 100 IdaeAmeLUNRTiey A.A. 1951 uas 'mézi"tyty’mﬁu?i 111 91
AaanisidenduRsen1sdnsnuLarenTn A.A. 1958 (3) nuanigeninlunisaniAnwaznsiasasiasesan Taun aydoyon
AUTUT 87 NBRELARNNNTENN ANIAZANEN999MAA A.A. 1948 LAY wz@mmﬁuﬁ 98 INAEANENNITINFUALLATAN
AaTR93IN A.A. 1949 (4) uuaAng LA Taun @uﬁmmmﬁuﬁ' 138 dﬁﬁqafam%uﬁ?w A.A. 1973 Lmzméz@mmﬂ'uﬁ
182 dﬁﬁq‘ﬂmﬂ%mqmwﬁﬂﬁLma?ﬁﬂ‘v;ﬂgﬂLmu A.A. 1999 (5) UNIAFNINLIAFBNNNINNULAZANNLaens Tawn
wﬁmmwﬂuﬁ 155 Jdaaulaanfan1svinularedaaude a.A. 1981 LL@:@uz@mmﬁuﬁ 187 9169EINIALNIT

AgInANlaaaftN1MN9ULa a1 T U A.A. 2006

anuaSufnuuagnsneInsuywd InIvedesIsuAmans m
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o
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1719157 20(1) WESAINNNTTIUG

119151 23(4) AnTluannInssnu

119151 8 ANTUDIRNATNLTIULAY

UaneAsu

131 : WUav1n Frey and MacNaughton (2016) wagagneaaiiuifulagideu

919159991 1 M3zuffiguaies 1ILO AnateduuleuisnisimuiszningUssmanindnnis
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Tunsssstinlisaduldh sududy “oudilifigudr” (ndecnt work) wsglidannsoussadimine
YosANugAsIIIMedInunenaifived ILO? ilssansgunalifuasesdvsnmsmianude ngvmeAdneivua
Snsliininadndsiadefugussseldfifomedemguaaudnlunsouath wagaudivinAliauis
pnszfunuedliiiaufnmdmisendn azdu nslduinsgiunsdiseda (Standard of living) #ifia13au1
puuunmeUseTamansudfeomsuesussonluiinaasugiainnniidsan Sutufisdedenugiuves

uywd (Human basic needs) aziiu dlduuidndesiidugadsiurainisenssiuaguaIndin Arsiiarsan

UINTFIUNTANTAINAUTEAUAUAINT 1

v

TUGS NIMTFIUNNIANNTIAUATAUNTWT IR

/ dunans nnsidausonludsau N

NFNENUIALLENLATATBLATY

g

= = =] qui =
‘E]ﬂﬁ‘:i’]’]ﬂﬂ’]ﬁ‘NuLLﬂ:Nﬁ"mi NWUIATMNAITNLATER

bl j’ i ] = o =
Q_I‘J‘ﬂ 1sasIUsLasla Nﬂ‘i"/’NWME ’mﬁ ANLATUN ’]‘J‘ﬁ’]ﬁ‘ﬂ‘?ﬁl')ﬁl

-

: ;l a E?l‘r @ 1 E!; 1 1 Eﬂl 1
TUBRN ﬁ@@ﬂwuﬁﬁu laun a1vns LATANINUN LL@:‘Wﬂ%’ﬂWﬁH

AT 1 FEAUYDIINTTIVTUALAL AT LD 9T TN

i : uwanazUduanan Chong and Khong (2018)

i 1 anmdgymveswssuludsewelny grirnuiuannniiadnstuaiivualdudi ey

WRSFILTUA NI WA TUINUSUAII19TWI ldnseunuiiinue (Decent work) $IUNASNIABUTTY

q

WPIFIUNIIM R TIneestosnadldinit “dunans” vewnnd 1 definnsandssiiuvesiinaiiomssdin
Femsihumuniuainanuvesr It luUssmelng IUINTEUIUNTINUATHITIAIILAZENENE
nensilesniinasgndwonisimuniianenldudesaduayuiheyuiliaiuauunsuiudnmadiadum

onlddayad1:19m1ATR N W wAsAN Y ITAUANENTTUITNITNITUINIU ANIHUNUTIHYT YAT 25 ASH

Y

sglaannsyiunieadnenindd 21,688.75 umsaiiow \ululadn ussuauiuilissauannsgiunis

AN39TInYUAN LarldanunsaenseaunnsgIun T sIndrunatauardugeld Weaiansauuanudl 13

' [
A [

YHULARDUNNTUTY (Social mobility) HfulsaulieIUes InslanzszAunsAnyILazyinyen1TYN9U A9

nsandedlulanvesulueuian Limeawsin15ensedudnAdItuaLasAI9RNLIATIUR TSI

*Adn “Indecent work” Htindtnsuanaauildailumiidauwazunaaiu 1w Ben Selwyn uaz Felix Hauf wazgilanuieds

' a
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pgefinsEnTssnusdunsindelies nseduifunisadraazvenlenanisilnuriuasiselan
P wiladldFusesseldiiiung uidndiu msfuasesmangrngliussnulaildduaideiiaul ndula
wdnnsdes HiflewdnisUssAuadisdusi Sededunuidosduvesnisdrsialusissuinwives
AZNTINIEN19NsussdunsBududn msivuamdasiasanfiinisdeeude Adraiiomsdind

Useus18le e anasan1sasaTinwaraIunsenIeAuTINAULDILALATBUATI LS

4. drdrafieonsedin: manunauulBunAd e uA AT UNUINYBNTENTIUTNTY

nsandsaies “Ardrailanssdin” vugiuaviuyvery wilouaesisauAniivesduiifie
Foulasng 4 Wy ﬂ’liwﬁmiumqhﬁqﬂmuﬁaé’wﬁu%um’1ﬂLﬁuﬂfmsﬂﬁ]’1'3@14’1{Jiymmﬁm’]mﬁmmmwLflu
sysululsanugaainnssy wisuuuuvesnulndviligienansvesnuldlduanisuissenitenuluaia
inwmsnssuLareaamnssy nulunamsnsuagliifuniss winsandeddutamamssuitiuansilidiu
MsmssTimvesinanywdlifienuiuas wauusizuns warliwiueu Wesnnfinundesazinanuldvnile
anuasdeiueiiintunnuwinn “Tinvesruluvuduiilifinanuiuae” (Precariat) Ine Guy Standing
Tniwnsasegenansussurseuauidunidutdndeuinen iusuyunedddmiunisiase
aruvieudlivihieluasvgiayuien liiasdunmsfinumeasdasamseeléfiugiu (Basic incomes)
Tuduidie wazdnndialevienmsiauniiiusniedadenugiu Basic needs) muuanatainis (Workfare)
wsAndauntin (Universal credit) (Standing, 2016; 2018; 2019) widlgmniliudsluunaulildensydu
darAdrauazusuuuumssieaing widifeuduiivssifuresnsisnulibusss mmemsineaiing
laiifivswariansdaedin warlifnsnssslaatuayuidosd

nsdivessuinalneazingldogslsldcng deunthil {ilouldBudepniiuuasiausuuranidamld
Feosing 9 ndsmsiauslundinsdununvesraznssnidnisnisusanuuduaie ffuszneunisaunian

£ o

AUNUIEIURII uuAaTasIniauslllsuniAuluninauduasinusE v Tus09sNsI LaUNe919819

Frelald drdnelanlianuisadnelannuis mnfinnsanvsunguangull dndemuniudenisesnwuy

1 v

WHWIUAAIALTU (Labour Market Programme) N@tiuayy “u1nsn159anyuA1dne” (Wage subsidies)
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o 1 ¥ :’) a o o o o a o o o
gn7 = amPAIRANTUANTRqLIU * [1+( L 7189eudn * 8R21nadL IR 1esn@nnnus e uaanin )
) o,
10e 5 Iaundd

AN 2 gasnTIAeus’

U7 : NBINITHATEAAUTIUY (2565)

nsnaniaiidnaiiedfadiaeansdaluyunewauiivinaudila “audunusigediunn”
(Power relations) HilguFaiivotauauaslindiugnInIsAILInYeAMENTTINITAIINAINNTE T 0 YA
AUATEIIY WA, 2541 Dsauldmnzaunasldnannisiideyseleoviliuneddvsvuisiunaniseses

INIZEATNITAIIUMEITUNE181UKERITN “Adu3” uwarauiily “druna” winfinnsanesAuseney

| [

ln501A Tawn “53 N wazuseaw” nareldudiuiavesanudiliaaneusuianisnesesdiousaauag

99 9

[y o

Wesnnlifideyanigeielduuuisguasnuinuiaiisdeulvlunisinnsannisuiudnsmdnsusiaunind

X 9

2 fyanIn1smuIauil naeafikulmsuangunuiiegninduaneeynTINNTHANTUIENTIAINTY

' '
o a

daaluunsdaniadt “duaudammiduifimzaauonlifinnsu udeeduldlfesndlsiay
Tudefuteyaidunnuimainms” dregnirsdddmasestmiulszifiuvesnmssoses usvnegaudilid
srunaresedldiflethounednauein duyunsidngatusayliaunsadeainddmuduauiiauom wmae
TNeanfesUafanNITvsoLaNA 1T«

qmmiﬁm’;wfﬁ “aulsisumnauna’ vosnsimuafuUsdanuam (guisnfunuidiossn
30(4) WieBuneiierdusuusisqaunm) uandliifiuanudeunddusymussasinegninauazineusdng
WU Msiansanasesdniumuarnsansievesgsislugasfertu iuldlsedslsludletmuneves
Taansouansanauds ulheelihesgduaunansfing wilfimeutund Ssussyuinlindedumg

Wty szidunauselorunievutuifedtu 1naAMenNIsINISA1919919M U TENIAAMENITUNITAIDY

'
o

1394 3NT1A319TUAT (aUUT 10) “gasiianasgrunazaumaauna” laua (1) adeulouigArdnetun U

* grInisAnuanignsAdetusngestsznalng iuAesunenNn1sdeBeaInneInsAsEgRausen 41ineu
dannsenssussnu ludeyatlsynaunistlszguanznssinsnisnisussaululssiiunaiusnnnsnisuilalowAndng
% % o J = o = o d’/

wrsulisenpdesiunszAtAresTnlulaqiu seazias nmall
(1) L9edaudn Aa SRsINIsaunue99usesns (Labour Contribution) AeNAAtuaaandndn (GPP) lde 5 ddaunaa
Felia1nnI9ALINAIN growth accounting model  §A3 ¥, = A, x (K, (L) unqulniuasugaansi ididu
nmsgIuang TedexyadildlunisAnanan L 91adudn 91anndtinauaniznssun s AT g AU LAY ANIINTR
wazAuulnesuIAnTueLszInA ne
(2) 8mIM AL TALDINAANINUINUIINTRA AD HARATUITNIAIINAINTR (GPP) + AMuaulfilewi (asiauaauauis

% a o o Y o a dl ¥ o
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5. fairuauuziiaiUAsuguAnvasdrdrstuignisassmainadnaiiedsedin

nMsiauedinevesunmuiidudoueiiiofiansanmsi Anker Methodology wnlalunisimue
Shsrandnstusi wagtmualasaseiiuaznisusuATeTsngaumaaunselasugRiauardinu e
pnsesuTeldfidusssy wisesnidu 6 Ussduvesteiausuusluiade 5.1-5.6 fail

5.1 myvhanadlamdrafionsed3anu Anker Methodology

Richard Anker taupa1inaiiladisadindeguugudnduysesu Anker Wamnssdouisalddny
‘ﬁuﬁiuizﬁmﬁmuazﬂizmﬂ SuFUINTIBU “A New Methodology for Estimating Internationally
Comparable Poverty Lines and Living Wage Rates” U 2005 95U1e53188u3%v0snsanwadnaiie
MaTInuifu oo unnisansadeuitvessuaslanGuiufinsandiedsidunimuon
Uszwet (National poverty line) Tun1s¥nsefuauennay wieldussliuddaitesseddnld vaiduuds
AT Anker tausidudiuesiunuemnsuarilillionns samiaiemsdinduausidusasming
setilusesirinudunauarquasninluaseuaiilalsifiiniiseduiduntsua (Anker, 2005) daan
Anker fauufgiuinnaudauyivaIenILii “mm321%13@?13@%’3@%Lﬁm%wial,ﬁalﬁlaulwaqmﬁwmu
wazsoadunshauitsglduiuen mnzandnvdndidudiauiunar Wldlduaiwdguanuies
Winsrulfen udannsguaaudndn 4 auidsedinsninduutaniaay” (Anker, 2006)
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ILO snleu ndseenanauudnfnuidesilaennaosiuuraziioazdsyne deunsuiamuiu Martha
Anker weviaufiosdniseusielan (World Health Oreanization: WHO) Tumilade “Living Wages Around
the World: Manual for Measurement” T 2017 uwananis@nwiiuiinmsszanamiiaiedsading
deudedlussfuanauazianizluiesiu Woaauuasnaaeussdeuisini 15 ¥ mavhauiesdld
Ausauilenainuanenindiufisausafulude “Global Living Wage Coalition” (GLWC) 1Juia3eatie
UfURnsfumndiiefnwanasgiunisisadinvesussmaialan Ussnoudie ssdnsliuaamils
0IANIMINAR LazeaLsy nud mafnufildsefeuimsiunudandt 44 Usema ddumsfinyinds
%9 37 Useina usnsdidunslildianzveusseiuussma widunmadendnuuisiuiivesussmeiy
(Anker & Anker, 2017)

nMsfnIA1lomaT3n Anker lufiduyunisiissTinlusedurtosdiu Wy natnanlurosdu

wzifumarifinadonaingiuuardudgulnauslnanlimilouiu dumneaiuin Bmaiudeyaton

5 o =

Uegldinaansneenungenliaiuayuszsuuatdsdumsnsiferialsene Weswindeinaasanas nund
ANUATUFUTaULINNIINTBUGURIEUTY SnT1A1damsviiuislseina Juintedunaniuundt “mela

AR MR UNNIWMTR” Suase Hwiugniansineestunsiazdswiavgnlalaimilouiu n1svuds

e

(VY]

wadiuMuUsVRIsTEEENIY ARG WAnszAteuazdndmuiedu uilgyminisisenseswdnsAdng

2

' [
o Y o 1

wiiniulunndanda nszdisusanuuesinmsgilaauaruslaaduadugaieainiuasaintevse

Qe

YHINTANLIIAYINIU

e 2

nsiauednsAddumasiuariiunndminvessemelng WWunsfinnsaiewideymily

aanAnaenuameg nsieTavinulalunniiuiivesdsemalng liasauudgiulineuaed Alsainnis

anuaSufnuuagnsneInsuywd InIvedesIsuAmans



Ui 18 atiufl 1 unsau - ﬁqm&lu 2566 Journal of HR intelligence

Usenounsgs viaiianssdnnssliundansesesfesiuinteuduiunuiidudliuinsirdsdeduan
vioFouiiisudiudu wu msauunasilagmsiesaliihIeudisuiuiandlusiedmiailifissuuouds
aruassurIsedldsasuddiud Ansesinvesauasenguiivinfunioll uiedtriiwnluwngsia
wdlvd geannssy fege1de uazinwainssy wirduluyndmianielsl n1nfia1sanain Anker
Methodology Msftwuasnsiendsdusiiunniuiidadunsesiifanauasuendunniasyghianiell
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AT 2 FBNTAIUIUAIUNDA1TITINAU Anker Methodology
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