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     The Happy Workplace Program (HWP) is a unique worksite health 

promotion program in Thailand, promoting mental and physical well -

being of employees. As work-related illness and accidents are 

increasingly viewed as a global social issue, the HWP is consider ed to 

be such a program to resolve it. Since the importance of measuring the 

effect of these programs has been growing worldwide, this study 

contributes to the analysis of the effect of the HWP on employee 

absenteeism and job satisfaction, focusing on only two out of eight 

concepts contained within the HWP, Happy Body (physical exercise) 

and Happy Relax (relaxing activities).        

In this study, questionnaire survey was conducted to collect 

primary data from a total sample of 356 employees from Lion 

Corporation (Thailand) Limited and NOK Precision Component 

(Thailand) Ltd respectively. Established in 1969, LION represents 

traditional  firms with a long history,  while NOK represents modern 

firms with a history of less than 10 years.  A case study of two such 

contrasting firms could yield referential empirical results for a wide 

range of manufacturers in Thailand.  Not only simple data analysis but 

also econometric approach is employed, including the multiple 

regression, logit and simultaneous equation models.          

Empirical results show that Happy Relax proved to have a positive 

effect on job satisfaction across all models at NOK and LION, whereas 

Happy Body only proved itself at NOK. Age, salary, years of service 

and marital status have effect on job satisfaction and absenteeism with 

some limitations. Absenteeism is affected by job satisfaction at both 

firms. Some generalization can be drawn from the results in this study 

although further study with different firms and sample is necessary.   

It is recommended that firms with d i f ferent  characte r i s t ic s  

in t roduce the  HPW to  increase  job  sa t i s fac t ion  and  decrease  

absenteeism fo r  the i r  emplo yees .  Standardization of cause and effect 

will be also topic of further study.  
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CHAPTER I  

INTRODUCTION  

 

1 .1  S igni f icance of  the  Problem  

The menta l  and  ph ys ical  wel l -being  of  emplo yees  i s  of  v i t a l  

concern  not  onl y fo r  the  emplo yees  themselves ,  bu t  a l so  fo r  the i r  

emplo yers ;  I t  i s  essent ia l  to  t he  compet i t iveness  and  sus ta inable  

growth  of  an  o rganizat ion .  The In t ernat ional  Labor  Organizat ion  

( ILO) and  the  World  Heal th  Organizat ion  (WHO) col lec t ed  the  data  

of  an  es t imated  2  mi l l ion  fa t a l i t i es  occur  wor ldwide each  year  as  a  

resu l t  o f  occupat ional  accidents  and  work - re l a ted  i l lnesses  or  

in jur ies .  Another  268 mi l l ion  non -fa ta l  workplace  accident s  resu l t  

in  an  average o f  3  l os t  workdays  pe r  casual t y.  Addi t ional l y,  8% of  

the  global  bu rden  o f  ph ys io logical  d i sease  f rom depress ion  i s  

cur rent l y a t t r ibuted  to  occupat ional  r i sk  (World  Heal th  

Organizat ion ,  2010) .  In  the  case  of  J apan ,  the  es t imated  economic 

loss  resu l t ing f rom Japanese  su ic ides  due to  depress ion  reaches  

about  2 .7  t r i l l ion  yen  annual l y ( 32  b i l l i on  U.S .  dol l ars )  ( J apanese  

Minis t r y of  Heal th ,  Labor  and  Welfare ,  2009) .  Exper t s  recognize  

that  th i s  depress ion  i s  l a rgel y re l a ted  to  hazardous  occupa t ional  

condi t ions  and  envi ronment .  Therefo re ,  the  heal th  of  employees  i s  

not  jus t  an  indiv idual  i s sue .  I t  i s  an  inc reas ingl y global  so c ia l  

i s sue ,  which  needs  to  be  addressed  u rgent ly and  so lved  wi th  

co l lec t ive  wisdom f rom around the  wor ld .  

In  the  case  of  Thai l and ,  compared  wi th  the  ra tes  in  the  

1990’s ,  t he  ra t es  o f  occupat ional  death  and  in ju r y in  the  workplace  

have  been  on  a  downward  t r end .  However ,  the  s t a t i s t i c  f rom the
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Minis t r y of  Labour  in  Thai l and  s t i l l  shows that  214 ,235 employees  

had  occupat ional  in jur ies  in  t he  workplace  and  1 ,444 employees  

d ied  due to  dangerous  occupat ional  inc idents  in  2005.  S ince  the  

s ta t i s t i c  jus t  shows the  number  of  employee  covered  b y workers ’  

compensat ion ,  i t  i s  reasonabl y poss ib l e  that  the  ac tual  number  

could  be  h igher  than  sa ted  in  the  s ta t i s t i c .  

 

Figure1 .1  Rates  of  occupat ional  deaths  and  in ju r ies   

in  the  workplace  in  Thai land  1980 -2006  
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Source:  Minis t r y of  Labour  in  Thai l and  

 

Under  the  c i rcumstance  s t a ted  above,  man y emplo yers  have  

adopted  works i te  programs promot ing  employee  ph ys i cal  and  

menta l  heal th  in  an  a t tempt  to  develop  h igh  funct ioning employees  

over  t he  pas t  25  years  (Parks  & Steelman 2008) .  Su ch  programs a re  

commonl y ca l l ed  a  Works i te  Heal th  Promot ion  Program (WHPP),  
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Occupat ional  Heal th  and  Safe t y (OHS)  In te rvent ions  o r  an  

Emplo yee (o r  Corporate )  Wel lness  Program and so  on .   

In  Thai land ,  the re  i s  a  unique works i t e  heal th  promot ion  

program cal l ed  the  “Happ y Workplace  Prog ram”.  I t  i s  a  

comprehens ive  program that  suppor t s  employee  ph ys i cal  and  

menta l  heal th  and  safe t y.  The p rogram was  developed  b y the  Thai  

Heal th  Promot ion  Foundat ion ,  he re inaf ter  re fe r red  to  as  “Thai  

Heal th” ,  an  au tonomous  s ta t e  ag ency governed  b y the  Min is t r y of  

Publ ic  Heal th  in  Thai land .  

 

1 .2  Object ive   

The object ive  o f  the  research  i s  to  analyze  the  ef fec t s  of  the  

Happ y Workplace  Program in  Thai land  on  emplo yee  absenteeism 

and job  sa t i s fac t ion .  Absenteeism in  th i s  resea rch  i s  focused  on  

only t he  one due to  phys i ca l  or  menta l  i l lness ,  excluding o ther  

t ypes  o f  i t  such  as  a  mar r iage  leave ,  bereavement  leave  and  so  on .  

Li t era ture  re la t ed  to  such  programs focus  on  a  reduct ion  in  

absenteeism as  a  major  ef fec t  of  the  program because  i t  i s  

cons idered  to  be  reasonable  to  quant i ta t ivel y anal yze  the  e f fec t .  

The reason  behind  the  adopt ion  o f  these  programs i s  tha t  

emplo yers  expect  the  improvement  of  employee  heal th  and  a  

reduct ion  in  i l lness - re l a ted  absenteeism.  I t  has  been  es t imated  that  

absenteeism cos ts  o rganizat ions  more  than  26  mi l l ion  dol l ars  each  

year  (Al tch i l er  and  Mot ta ,  1994)  and  accounts  for  10 .4  mi l l ion  

workdays  los t  each  year  (Ho,  1997) .  Therefo re ,  i n  te rms  of  

pract ica l  benef i t  f rom the  research ,  absenteeism i s  anal yzed  as  one  

of  the  dependent  va r iab l es  in  th i s  paper .  
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Fur thermore ,  the  job  sa t i s fac t ion  i s  ana lysed  as  one  of  the  

ef fec t s  of  t he  Happy Workplace  P rogram ,  cons ider ing  that  th i s  

paper  h ypothes izes  that  one  organizat ional  f ac to r  impact ing the  job  

sa t i s fac t ion  i s  the  p resence  o f  the  Happy Workplace  P rogram.  One 

perspect ive  i s  tha t  emplo yers  who p rov ide  such  works i te  p rograms 

are  v iewed  as  having more  concern  for  the i r  emplo yees  and  as  a  

resu l t  enhance employees ’  a t t i tudes  t oward  the  o rganizat ion .  This  

concept  i s  recognized  as  a  theor y of  pe rceived  organizat ional  

suppor t  (POS)  deve loped b y Eisenberger  and  h is  co l l eagues  

(Eisenberger ,  1986) .   

 

1.3  Scope  of  the  s tudy  

In  th i s  r esea rch ,  only two major  p rograms among a  to t a l  8  

programs  o f  the  Happy Workplace  Program are  focused ,  account ing 

for  Happy Body and  Happy Relax  Program .  I t  i s  genera l l y t hough t  

of  tha t  emplo yees  a re  more  l ike l y to  be  involved  to  them because  i t  

i s  reasonabl y and  phys i cal l y poss ib l e  t o  par t i c ipate  in  the  programs 

i f  r es t r ic t i ons  such  as  t ime o r  p l ace  a re  exclud ed.  Absentee ism and 

job  sa t i s fac t ion  are  t rea ted  as  the  d ependent  va r iab l es  in  t h i s  s tud y.  

 

1.3 .1  Def in i t ions  

Happy  Body  Program  inc ludes  var ious  programs fea tur ing  

phys i cal  exerc i se  to  bui ld  heal th y bodies  and  minds .  Whi le  some 

more  obscure  ac t iv i t i es  may  be  p resent  a t  some s i tes ,  such  as  

sepat akraw (k i ck  vo l leybal l ) ,  the  most  common examples  a re  yoga,  

ae robics ,  working out  a t  the  gym,  t ab le - tennis ,  and  so  on .  Al l  the  

fac i l i t i es  for  these  ac t iv i t i e s  a re  provided  b y emplo yers .  
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Happy  Relax  Program i s  a  program which  enhances  

re laxat ion  and  rec reat ion  fo r  emplo yees .  This  concept  o f fer s  

s inging  songs  (karaoke) ,  p laying  musical  ins t ruments ,  t ak ing a  nap ,  

re lax ing in  garden ,  f ie ld  t r ips ,  regular  compan y socia l  ga ther ing  

and  so  on .  As  same as  Happy Body  Program ,  a l l  the  necessar y 

fac i l i t i es  such  as  ka raoke box  a t  works i te  p lace  fo r  music  a re  

genera l l y provided  by emplo yers .  

    

    Absenteeism .  The scale  used  to  measure  absenteeism in  the  

ques t ionnai re  i s  based  on  the  World  Heal th  Organizat ion  Heal th  

and  Work Per fo rmance Ques t ionnai re  (HPQ) d ra f ted  (Kess ier  e t  a l ,  

2003) .  The ques t ionnai re  asks  how many days  sample  employees  

missed  an  en t i re  work  day(s )  or  a  par t  of  work  day due to  problems  

wi th  thei r  ph ys i ca l  or  menta l  heal th  in  the  pas t  fou r  weeks .  

     

   Job  Sat i s fact ion .  The conceptual  approach  to  measur ing job  

sa t i s fac t ion  in  th i s  resea rch  fo l lows  the  War r -Cook-Wal l  s ca l e  

(Warr  e t  a l ,  1979)  widel y v i ewed as  the  most  common scal e  to  

measure  overa l l  job  sa t i s fac t ion .  The scal e  cons is t s  of  10  ques t ions  

and  each  i tem i s  r a t ed  on  a  seven -poin t  Liker t  sca le ,  account ing fo r  

ex t reme sa t i s fac t ion  (7 .0 )  through ex t reme d issa t i s fac t ion  (1 .0) .   

 

1.4  Organizat ion  o f  the  Study  

This  thes i s  i s  composed  o f  a  to ta l  5  chapte rs .  The f i rs t  

chapter  i s  cons idered  to  be  an  in t roduct ion  of  th i s  t hes i s ,  i nc luding  

the  s igni f icance ,  ob ject ive  and  scope of  the  s tud y as  wel l  a s  the  

def in i t ions  of  t echn ical  t e rms  in  t h i s  r esea rch .  The second chapter  
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i s  found to  be  l i t e ra tures  rev i ew,  cons is t ing  o f  a  heal th y workplace  

model  and  e f fec t  of  a  works i te  heal th  p romot ion  p rogram.  The 

th i rd  chapter  i s  t heor y and  methodology.  I t  d i scusses  theory and  

concept  o f  the  Happy Workplace  P rogram in  Thai l and  as  we l l  as  

the  det a i l s  o f  a  program s t ructu re .  H ypotheses  1 -5  in  th i s  r esearch  

are  expl ic i t l y s t a ted .  Models  are  ex tens ivel y d i scussed ,  inc luding  

the  logi t ,  mul t i p l e  r egress ion ,  and  s imul taneous  equat ion  method.  

In  the  las t  par t  of  t h i s  chapte r ,  f i rms  s tudied  are  d i scussed ,  

inc luding ra t iona les  behind  se lec t ing LION and NOK as  f i rms  

The four th  chapte r  i s  empir i ca l  resu l t s  t ha t  t he  dat a  co l lec ted  

i s  anal yzed ,  cons is t ing of  a  h ypothes i s  t es t  fo r  the  popula t ion  

propor t ion ,  for  cros s tab s  and  ch i -square  anal yses  of  three  var i ab le  

areas ,  and  econometr ic s .  The l as t  one  i s  a  conclus ion  including  

tab les  o f  summarized  re su l t s .  Pol icy recommendat ion  and  

l imi ta t ion  of  th i s  r esea rch  are  a l so  found in  th i s  chapter .  

 

 

 

 

 

 

 



 

 

CHAPTER II  

LITERATURE REVIEW  

 

2 .1  Heal thy Workplace /Organizat ion  Model  

The o r igins  o f  w or ldwide ef for t s  to  pu rsue  a  heal th y workp lace  

and  o rganizat ion  i s  cons ider  to  be  the  es tab l i shment  of  a  jo in t  

commit tee  on  occupat ional  heal th  in  1950  b y the  WHO and  ILO .  In  

recent  years ,  the  ILO and  the  WHO have been  working  more  

c losel y t ogether  to  achieve  thei r  s ta t ed  object ives ,  s uch  as  the  

improvement  o f  employee  hea l th ,  s afe ty,  and  wel l -being.  The WHO 

developed a  heal th y  workplace  model  l eading  to  a  heal th y 

organizat ion .  I t  b r ings  together  the  pr incip les  and  common factors  

tha t  appear  to  be  un iversa l l y suppor t ed  in  the  l i t e ra tu re  and  in  the  

percept ions  of  exper t s  and  pract i t ioners  in  the  f ie ld s  of  s a fe t y and  

organizat ional  heal th .  However ,  i t  i s  no ted  that  the re  i s  no  “one -

s ize- f i t s -a l l”  and  each  organizat ion  mus t  adapt  t h i s  model  t o  thei r  

own workplace  condi t ions ,  cu l tu re  and  procedures  unique to  that  

count r y (Nei ra  2010) .   

In  addi t ion  to  the  e f for t  o f  such  in t erna t ional  organizat ions ,  

each  count r y’ s  government  and  ins t i tu t ions  a l so  develop  a  t heor y 

and  p ract ica l  f ramework  re l a ted  to  a  heal th y workplace  and  

organizat ion .  The fo l lowing f ramework  developed  b y Kel loway a nd  

Day (2005:  223 -235)  i s  widel y thought  of  as  a  comprehens ive  tool  

for  bui ld ing a  heal thy workplace  as  we l l  as  to  develop  a  works i te  

heal th  promot ion  program,  he re inaf t er  r efer red  to  as  a  “WHPP”.  
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Figure  2 .1  WHO Heal th  Workplace  Model  

 

 

 

 

 

 

 

 

 

 

 

Source:  The WHO 2010  

 

Figure  2 . 2  Antecedents  and  o utcomes  of  a  heal th y workplace  

 

Source:  Kel loway and Day 2005  
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2.2  The ef fec ts  of  a  WHPP 

The ef fec t  of  a  WHPP i s  s tudied  ac ross  mul t ip le  academic  

f ie lds  ranging f rom economics ,  management ,  ps ychology,  publ ic  

heal th  and  so  on .  Di f fe rent  va r iab l es  are  anal yzed  according to  the  

purpose  of  the  research ,  such  as  absenteeism,  job  sa t i s fac t ion ,  

re tu rn  on  inves tmen t  (ROI) ,  ph ys i ca l  capabi l i t y,  menta l  condi t ion  

and  so  on .   

When i t  comes  to  anal yz ing  the  economic  impact  of  a  WHPP,  

the  ta rget  f i gu res  of  medical  cos t s  and  absenteeism due  to  i l lness  

of  the  emplo yees  a re  usual l y d i scussed .  Sockol l  r epor ted  that  

s tudies  deal ing  wi th  the  ev idence of  cos t  ef fec t iveness  o f  a  WHPP 

arr ive  a t  the  conclus ion  that  the  pos i t ive  e f fec t s  on  a bsenteeism 

and medical  cos t s  a re  su ff i c ien t l y proven b y us ing re turn  on  

inves tment  (RO I)  as  a  speci f ic  index  to  quant i ta t ivel y measure  the  

ef fec t  (Sockol l  2009) .  One s tud y in  par t icu la r  shows  an  ROI o f  

1 :2 .3  to  1 :5 .9  fo r  the  medical  cos t s  as  wel l  a s  1 :2 .5  t o  1 :10 .1  fo r  

the  absences  (Kreis  and  Bodeker  2003) .  Indeed ,  the  European  

Network  for  Workplace  Heal th  P romot ion  (ENWHP) repor t ed  that  a  

number  of  s tudies  have shown that  every Euro  spent  on  workplace  

heal th  promot ion  program l eads  to  an  ROI o f  between 2 .5  and  4 .8  

Euro  due to  a  reduc t ion  in  absenteeism cos ts  (ENWHP 2009) .  

In  te rms  of  majo r  e f fec t s  of  a  WHPP,  Aldana  found that  18  

s tudies  show that  absenteeism d ropped  af t er  the  implemen ta t ion  of  

a  WHPP and 28  s tudies  show the  same of  medical  care  cos t s .  Of  

those ,  6  s tudies  repor ted  cos t  benef i t  r a t ios  averaged  savings  of  

$5 .07  for  ever y dol l ar  inves ted  and  10  s tudies  r epor ted  $3 .93  

(Aldana 2001) .  S imi lar  r esu l t s  of  the  implementa t ion  o f  a  WHPP 
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are  found to  be  in  t he  s tud y carr i ed  out  by Parks  & Steelman,  

s ta t ing that  i t  i s  adopted  b y emplo yers  in  an  a t tempt  to  develop  

h igh  funct ioning employees  (Parks  & Steelman 2008) .   

As  a  case  s tud y in  t he  U.S . ,  t he  long- t e rm impact  of  Johnson & 

Johnson’s  heal th  and  wel lness  p rogram  was  resea rched .  The 

empir i ca l  s tud y focuse d  on  the  impact  on  heal th  care  u t i l i za t ion  

and  expendi tures  and  concluded a  l arge  reduct ion  in  medi cal  care  

expendi tures  ( approx imate ly $224.66  per  emplo yee per  year)  over  

the  4 - year  p rogram per iod .  Johnson & Johnson,  a  p ioneer  i n  the  

f ie ld ,  f i r s t  o f fered  i t s  LIVE FOR LIFE ® works i te  heal th  p romot ion  

program in  1979,  wi th  the  expressed  a im of  making “Johnson & 

Johnson emplo yees  the  heal th i es t  in  the  wor ld”  (Ronald  J .  

Ozminkowski  e t  a l . ,  2002) .   

 

2 .3  Job sa t i s fact ion  and absenteeism as  ef fects  of  a  WHPP 

In  regards  to  job  sa t i s fac t ion  and  absen teeism,  the  l i t e ra ture  i s  

l imi ted ,  but  observed  in  re la t ivel y la rge  numbers  in  management  

and  ps ychology because  they could  genera l l y be  v iewed as  

remarkable  fac to r s  t o  evaluat e  the  e f fec t  in  terms  of  o rganizat ional  

per formance ,  especi a l l y fo r  emplo yers .   

As  an  overa l l  obse rvat ion  regard ing  the  e f fec t  o f  a  WHPP,  a  

meta-anal ys i s  r ev i ew  was  conducted ,  cons is t ing of  f i f t een  p ieces  o f  

resea rch  regard ing job  sa t i s fac t ion  and/or  absenteeism (Kizzy,  

2008) .  A summar y of  the  rev iew  includes  the  fac t  tha t  par t ic ipat ion  

in  a  WHPP was  associa t ed  wi th  inc reased  job  sa t i s fac t ion  and  

decreased  absenteei sm ,  whereas  some l i t era ture  showed oppos i te  

conclus ions  which  s ta te  tha t  job  sa t i s fac t ion  and  absenteei sm are  
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not  af fec ted  b y par t ic ipat io n  in  a  WHPP (Kizz y  2008 ) .  The 

fo l lowing t ab l es  show a  l i s t  o f  s tudies  evaluat ing job  sa t i s fac t ion  

and  absenteeism respect ivel y.  The ef fec t  s ize  i s  a  measure  of  the  

overa l l  e f fec t  of  the  in tervent ion  and  i s  ca l cu la t ed  f rom var ious  

s ta t i s t i ca l  da t a :  means ,  t  t es t ,  co rre la t ions ,  and  F values .  I t  

p rovid es  an  es t imate  of  t he  s ize  of  the  t rea tment  ef fec t  

(pa r t ic ipat ion  in  a  wel lness  program) as  compared  to  the  cont ro l  

group (nonpar t i c ipa t ion  in  a  wel lness  p rogram) .  To reduce  the  

ef fec t  of  s ampl ing e r ro r ,  the  e f fe c t  s ize  was  weighted  b y sample  

s ize ,  which  resu l ted  in  th e  ad jus t ed  e f fec t  s ize .  This  procedure  

gives  more  weight  to  ef fec t  s izes  der ived  f rom la rger  s amples  and  

thus  leas t  suscept ib le  to  sampl ing e r ror  (Kizzy 2008) .  

 

Table2.1 Studies evaluating job satisfaction as an effect of a WHPP 

Author N Industry 
Job Satisfaction 

Measure 

Effect 

Size 

Daley and Parfitt 

(1996) 
209 Food 

1 item (Warr, Cook and 

Wall, 1979) 
.58 

Guerra (1989) 102 Education 
Brayfield-Rothe Index 

Minnesota Satisfaction 
.09 

Bonner (1991) 45 Insurance 
Questionnaire 

(5 point Likert scale) 
.41 

Nurminen et al.  

(2002) 
260 Laundry 1 item measure .16 

Peterson and 

Dunnagan (1998) 
1,272 Education 

Job in general scale 

(Balzer, et al., 1990) 
.11 

Groningsaeter et al. 

(1992) 
52 Insurance 

Facet-specific 

satisfaction  

(Quinn and Staines) 

.81 

Halfon et al. (1990) 540 
Pharmaceut

ical 
Scale unknown .24 

Total 2,480   .42 

   Source:  Kizzy 2008  
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Table2 .2  S tudies  evaluat ing  absenteeism as  an  e f fec t  o f  a  WHPP 

Author  N Indus t ry  
Absen t ee i sm 

Measure  

Ef f ec t  

S i ze  

Lechne r  e t  

a l . ( 1997)  
530  

Po l i ce ,  Chemica l ,  

Bankin g  
In vo lun t a ry  . 29  

Baun  e t  

a l . ( 1986)  
517  

Automot i ve  

Fede ra l  Highway  
Bo th  - . 20  

Horowi t z  (1987)  41  Ad min i s t r a t i on  In vo lun t a ry  . 24  

Be l l  and  Blanke   

( 1989)  
216  T ranspor t a t i on  Not  ava i l ab l e  . 09  

Da ley  and  

Pa r f i t t  ( 1996)  
209  Food  Not  ava i l ab l e  - . 80  

Ker r  and  Vos  

(1993)  
76  Bankin g  Volun ta ry  - . 50  

T ucke r  e t  

a l . ( 1990）  
3 ,751  Unkno wn  In vo lun t a ry  - . 30  

Guer r a (1989)  102  Educa t ion  Bo th  - . 51  

Reed  e t  

a l . ( 1986)  
1 ,237  Medica l  No t  ava i l ab l e  - . 66  

Wood  e t  

a l . ( 1987)  
1 ,026  Food  In vo lun t a ry  - . 33  

T o ta l  7 ,705    - . 30  

  Source:  Kizz y 2008  

 

2.3 .1  Job sa t i s fact ion  and a  WHPP 

Consider ing  the  re la t ion  between job  sa t i s fac t ion  and  a  

WHPP,  the  resu l t s  o f  the  s tud y var y depend ing on  the  case .  As  one  

p iece  of  l i t e ra tu re  shows pos i t ive  resu l t s ,  the  ef fec t  of  a  Br i t i sh  

corporat e  heal th  and  f i tness  c lub  was  assessed ,  cons is t ing of  293 

sample  emplo yees  (147 males  and  145 females)  in  a  l eading Br i t i sh  

food re t a i l  compan y (Daley 1997) .  They are  ca tegor ized  in to  three  

groups :  96  members  of  the  c lub ,  113  non -members ,  and  84  on  a  

wai t ing l i s t  to  j o in .   
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In  te rms  of  job  sa t i s fac t ion ,  the  War r -Cook-Wal l  s ca l e
1
 was  

emplo yed to  measure  overa l l  job  sa t i s fac t ion .  I t  cons is t s  of  10  

ques t ions  and  each  i tem i s  r a ted  on  a  seven -poin t  Liker t  s ca l e ,  

ranging  f rom ex t reme sa t i s fac t ion  (7 .0 )  through ex t reme 

d issa t i s fac t ion  (1 .0) .  T he s tud y concluded that  h igher  job  

sa t i s fac t ion ,  wi th  a  median  (M)  of  5 .2  and  s tandard  devia t ion  ( SD)  

of  1 .09  were  shown in  members  o f  the  corporat e  heal th  and  f i tness  

c lub  whereas  lower  one s  (a  median  (M) of  4 .5  and  s t andard  

devia t ion  of  1 .3)  were  found in  non -members .   

On the  o ther  hand,  a n  empi r ica l  s tud y done a t  Montana  S ta te  

Univers i t y in  the  U.S .  ind icat es  tha t  a  WHPP does  not  s igni f icant l y 

impact  job  sa t i s fac t ion  (Pet erson ,  1998) .  A to t a l  s ample  o f  1 ,283  

fu l l - t ime emplo yees  w as  t aken  and  they  were  s tudied  th rough the  

ques t ionnai re ,  cons i s t ing of  727 emplo yees  who par t i c ipat ed  in  the  

WHPP and 545 who  d id  not .  According  to  the  resu l t s ,  the  h ighes t  

job  sa t i s fac t ion  was  repor ted  among those  who  a re  mar r ied ,  have a  

terminal  degree  such  as  a  Ph .D,  a re  sa l ar ied  (non -class i f ied) ,  have 

a t  l eas t  one  dependent  and  exerc i se  regular l y.  The  s tud y indicat ed  

that  job  des ign  and  the  ps ychosocia l  aspects  of  the  work  

envi ronment  may be  more  in f luent ia l  in  improving job  sa t i s fac t ion .  

 

 

                                                 

1
 T he  War r -C ook -Wal l  s ca l e s  (War r  e t  a l ,  1979 )  i s  w ide l y  v i e wed  a s  

the  mos t  co mmon  sca l e  to  measu re  o ve ra l l  j ob  sa t i s f ac t ion ,  cons i s t ing  o f  

10  ques t ions  and  each  i t e m i s  r a t ed  on  a  s e ven -po in t  L ike r t  s ca l e .   
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Table  2 .3  Job  Sat i s fac t ion  Var iab i l i t y,  by demographic  grouping 

and  exerc i se  behaviour  

 

Variable 

 

df 

 

F 

Post Hoc Comparisons
1
 

Group1 

(JIG Score
2
) 

Group2 

(JIG Score
2
) 

Marital Status 2 4.15* 
Not married 

(43.9) 

Married 

(45.6) 

Education 6 3.70** 
High School/GED 

(43.2) 

Terminal degree 

(46.3) 

Job classification 2 11.28** 
Not Classified 

(46.3) 

Classified 

(44.1) 

Dependents 2 11.73** 
At least one 

(45.9) 

No dependents 

(44.5) 

Regular exercise 

(past 6 months) 
2 3.86* 

Yes 

(45.8) 

No 

(44.4) 

3 months regular 

exercise in past 3 

years 

2 3.49* 
Yes 

(45.6) 

No 

(44.2) 

1
All other measurements of health (participation in wellness program, high blood 

pressure, smoking, current exercise behavior, stress-reduction activities, exercise 

classes, nutrition classes, health screenings) did not produce significant variability 

in job satisfaction.  
2
JIG stands for Job-in-General Scales 

  *p<.05 

**p<.001 

Source:  Pete rson  1998  

 

In  the  same manner ,  no  pos i t ive  re la t ion  between job  

sa t i s fac t ion  and  the  WHPP was  found to  be  in  another  empir ica l  

s tudy done a t  an  insurance  compan y in  Oslo ,  Norway  

(Gronningsaet er  e t  a l  1992) .  In  th i s  r esea rch ,  t he  ef fec t s  o f  two 

types  o f  s t r ess - reduct ion  works i t e  in te rvent ion  for  ph ys ica l ly 

inact ive  emplo yees  were  s tudied .  A to t a l  sample  o f  76  was  se lec ted  

a t  r andom to  pa r t ic ipate  in  ( a)  ae robic  phys i ca l  exerc i se ,  (b)  s t r ess  

management  t r a in ing o r  (c )  a  cont ro l  group (no  t rea tment ) .  The 

“Facet -Speci f ic  Job  Sat i s fac t ion”  ques t ionnai re ,  o r iginal l y  

developed b y Quinn  and  S ta ines ,  was  employed to  evaluat e  job  
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sa t i s fac t ion .  This  resu l ted  in  an  outs t anding  f inding ;  aerobic  

exerc i se  resu l t ed  in  s igni f icant  decreased  job  sa t i s fac t ion  whi le  the  

s t ress  management  t ra in ing and  cont ro l  group had  no  s igni f icant  

changes .  According  to  the  d i scuss ion  in  the  resea rch ,  pa r t i c ipat ion  

in  the  ae robic  exerc i se  group  was  recognized  as  one  o f  the  causes  

of  the  inc rease  in  d i ssa t i s fac t ion  wi th  work  condi t ions .  The  

fo l lowing f igu re  shows mean values  fo r  subject ivel y repor ted  job  

d issa t i s fac t ion  among women and men .  The ver t i ca l  co lumns  

indicat e  95% conf idence  in t ervals  f rom pre -  to  pos t - tes t  for  the  

ae robic  exerc i se  group (EXT) ,  the  s t ress  management  group (SMT),  

and  the  cont ro l  group (CON).  

 

Figure  2 .3  Job  d issa t i s fac t ion  pre -  and  pos t -works i te  program  

 

Source:  Gronningsaeter  e t  a l  1992  
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S imi lar l y,  Ameri can  Oden and Scandinavian  Nurminen 

ca rr ied  out  randomi zed  cont ro l led  t r ia l s ,  resu l t ing in  a  works i te  

exerc i se  in t ervent ion  that  d id  not  cause  increased  job  sa t i s fac t ion .  

Job  sa t i s fac t ion  was  anal yzed  in  45  “blue-col la r  workers ”  (Oden 

1989)  and  260 women engaged in  ph ys i ca l l y demanding l aundr y 

work  (Nur iminen  2002)  respect ivel y .   

 

2 .3 .2  Absenteeism and a  WHPP 

To begin  wi th ,  overa l l  anal ys i s  inc luding percent  change in  

s ick  leave  absenteei sm ,  American  Chapman  reviewed  s tudies  that  

deal  wi th  the  economic  benef i t  o f  comprehens ive  workplace  heal th  

promot ion  p rogram s  in  a  meta -evaluat ion  of  42  s tudies .  The  meta -

evaluat ion  poin ts  out  the  l ack  of  uni fo rm methodology and  q ual i t y 

in  the  evaluat ion  o f  workplace  heal th  p romot ion  p rogram s.  

According  to  Chapman,  however ,  the re  i s  ev idence  of  a  r educt ion  

in  cos t s  caused  b y ab senteeism.  The fo l lowing f igure  shows the  

summed up  resu l t s  of  the  meta -evaluat ion .  
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Figure  2 .4  Percent  Change  in  S ick  Leave Absenteeism  

 

 

 

 

 

 

 

 

 

 

 

 

 

Source:  Chapman 2005  

 

A case  s tud y focus ing on  “whi te -col lar ”  pro fess ional  bank  

emplo yees  a t  the  ING Bank in  Amsterdam was  car r ied  out  by Dutch  

resea rchers  which  indicat ed  a  s igni f icant  decrease  in  absenteeism 

amongs t  both  regular  and  i r regula r  par t ic ipants  in  the  employee 

f i tness  p rogram.  In  the  s tud y,  dat a  were  co l lec ted  f rom 152  

emplo yees ,  c las s i f i ed  in to  four  groups  on  the  bases  of  pa r t ic ipat ion  

or  non -par t ic ipat ion  in  the  f i tness  program.  The resu l t s  ind icat ed  

that  pa r t ic ipat ion  in  the  p rogram could  lead  to  s igni f i cant  decrease  

in  absenteeism.  The  fo l lowing tab l e  shows that  the  average 

absenteeism was  decreased  for  3 .7  and  2 .3  days  in  regular  and  
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i r regula r  pa r t ic ipan ts  respect ivel y in  exper imenta l  groups  whereas  

i t  was  increased  in  the  cont ro l  groups  (Ker r  and  Vos  1993) .  

 

Table2 .4  Average absenteeism (days / year)  be fore  and  dur ing the  

emplo yee f i tness  program  

 

 1988  1989  Di f f e r ence  % 

Groups  M SD M SD M SD (+ / -)  

Exper imen ta l  g roups        

Regu la r  Pa r t i c ipant s  9 .1  14 .8  5 .3  7 .5  -3 .7  9 .8  -41 .1  

I r r e gu l a r  pa r t i c ipan t s  8 .1  11 .8  5 .8  6 .5  -2 .3  11 .8  -28 .4  

Cont ro l  g roups         

Regu la r  exe rc i ser s  6 .0  7 .2  6 .7  7 .1  0 .7  5 .2  11 .4  

Non -exe rc i se r s  7 .1  8 .7  10 .5  14 .0  3 .4  11 .7  48 .1  

Source:  Ker r  and  Vos  1993  

 

Another  s tud y focus ing on  the  e f fec t  o f  a  co rporat e  f i tness  

program on absenteeism was  a  case  s tudy done  in  the  U.S . ,  

composed  of  a  s ample  of  517  emplo yees  in  the  au tomot ive  par t  

indus t r y (Baun e t  a l . ,  1986) .  In  th i s  s tudy,  absenteeism and  heal th  

ca re  cos t  were  analyzed  as  dependent  var iab les  among exerc i se rs  

and  non -exerc i sers  dur ing the  s t ar t -up  of  a  co rporate  heal th  and  

f i tness  p rogram cal l ed  The Tenneco Heal t h  and  Fi tness  P rogram ,  

in i t i a ted  in  1982.  A  wide range o f  ac t iv i t i es  i s  inc luded  in  the  

program such  as  independent  heal th  and  f i tness  ac t iv i t i es  and  

ins t ructo r - l ed  ae rob ic ,  ca l i s thenic ,  and  heal th  promot ion  c l as ses  

for  Tenneco Employees  in  H ous ton .  The s tud y concluded that  

exerc i se  was  associ a ted  wi th  decreased  absence  due to  i l lness  

among female  par t i c ipants  who exerc i se  47  to  69  hours  (wherein  a  

p-value  i s  l ess  than  .05  (5%))  and  the re  was  a  t r end  for  i l lness  
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absence  to  be  inverse l y re la t ed  to  advancing age  among exerc i se rs ,  

whereas  the  absence  inc reased  among non -exerc i sers .  However ,  no  

s igni f icant  r e la t ion  between male  exerc i sers  and  non -exerc i sers  

was  ident i f i ed  in  th i s  case .  

 

Table2 .5  Number  of  Hours  of  absence  due to  i l lness  b y Age ,  Sex ,  

and  Exerci se  S ta tus  

Source:  Baun  e t  a l . ,  1986  

 

Fur thermore ,  a  s tudy which  anal yzed  the  e f fec t  o f  a  heal th  

promot ion  p rogram on reduced  absentee ism due to  i l lness  i s  found 

to  be  a  pract i ca l  exper iment  in  the  Nether l and  (Lechner  e t  a l . ,  

1997) .  A longi tudinal  pre tes t -pos t t es t  d es ign  i s  emplo yed,  

cons is t ing o f  884 samples  on  th ree  d i f ferent  indus t r ies  which  a re  

pol ice  force ,  chemical  indus t r y,  and  banking.  Such  samples  were  

c lass i f ied  in to  three  groups :  h igh  par t i c ipat ion ,  low par t ic ipat ion ,  

and  no  par t ic ipat ion  in  the  p rogram.  I t  i s  concluded that  t he  h igh  

par t i c ipat ion  group had  a  s igni f i cant  decl ine  in  s ick  days ,  

Age 

Male  Female  

Non-Exercisers Exercisers 
P

*
 

Non-Exercisers Exercisers 
P 

N M SD N M SD N M SD N M SD 

<35 65 28 33 51 29 33 .77 60 65 91 77 52 56 .36 

35-

54 
78 25 49 48 20 28 .37 43 57 75 32 39 36 .19 

55< 39 43 71 10 26 32 .26 11 146 241 3 4 7 .07 

Total 182 30 50 109 25 34 .28 114 69 114 112 47 51 .05 

1
N ,  M ,  a n d  S D  s t a n d s  f o r  n u mb e r  o f  s a mp l e ,  me a n  a n d  s t a n d a r d  d e v i a t i o n .  

*
P  V a l u e  fo r  d i f f e r e n c e  o f  me a n  h o u r s  o f  s i c k n e s s  b e t we e n  e x e r c i s e r s  a n d  

n o n - e x e r c i s e r s  o b t a i n e d  b y  s t u d e n t ' s  t  t e s t  
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account ing for  a  decreased  4 .77  days  a f ter  s ta r t ing the  exerc i se  

program,  whereas  t he  low and no  par t i c ipat ion  groups  indicat ed  

only a  decl ine  o f  0 .22  and  0 .10  days .  The anal ys i s  of  covar iance  

(ANCOVA) was  conducted  to  anal yze  the  e f fec t  of  par t i c ipat ion  

group on  changes  in  s ick  days  between year  befo re  and  af t e r  the  

program,  resu l t ing  in  a  s igni f icant  r e la t ion  between change  in  s ick  

days  and  par t i c ipat ion  level  especia l l y a t  the  chemical  indus t r y 

(F (1 ,395)  =  5 .17 ,  P<0.05) .  

 

Table2 .6  Resul t s  of  ANCOVA to  anal yze  the  ef fec t  of  

par t i c ipat ion  group on  changes  in  s i ck  days  

Factor 

High  

Participation 

 (n=27) 

Law and No  

Participation 

(n=368) 

F 
Significance  

of F 

Covariates         

 
Sick Days before 

Program 
12.48  17.60  209.57  0.000  

 Age   4.18 0.042  

 Gender   0.28 0.60  

Main Effect      

 
Participation 

Group 
    5.17 0.024 

           Source:  Lechner  e t  a l . ,  1997  

 

Addi t ional l y,  as  i t  was  d i scussed  in  a  par t  o f  job  sa t i s fac t ion ,  

a  s tud y concern ing the  e f fec t  of  a  Br i t i sh  co rporate  heal th  and  

f i tness  c lub  focused  o n  absenteeism as  wel l .  Due to  company`s  

pol icy,  a  number  of  sample  fo r  absenteeism was  decreased  to  162 

f rom to t a l  293  compared  wi th  a  number  of  s ample  fo r  job  

sa t i s fac t ion .  Lower  absenteeism ra te  (a  median  (M)  of  3 .5 ,  
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s tandard  devia t ion  ( SD) of  3 .3)  was  ident i f ied  in  members  of  the  

corporat e  heal th  and  f i tness  c lub  whereas  h igher  absentee ism ra t e  

(a  median  (M) of  8 .75  and  s tandard  dev ia t ion  ( SD) o f  8 .8 )  was  

found in  non-members  (Daley 1997) .   

 

2 .4  Thai  s tudy  rela ted  to  a  WHPP  

Although i t  i s  l imi t ed  to  f ind  Engl i sh  l i t e ra tures  r e la t ed  to  a  

WHPP in  Thai land ,  a  r esearch  and  d iscuss ion  of  heal th  promot ion  

in  Thai l and  i s  found in  severa l  l i t e ra tu res .  One  of  them is  

cons idered  to  be  a  r esearch  paper  ca r r ied  out  b y Thai  Boonchong a t  

the  Nat ional  Ins t i tu te  of  Development  Adminis t ra t ion  (NIDA) in  

Thai land .  His  paper  i s  composed  o f  descr ip t ive  anal ys i s ,  inc luding 

in t roduct ion  of  concept  and  example  re la ted  a  happ y workplac e  

wor ldwide.  I t  i s  cons idered  to  be  o r igin  of  a  h app y workplace  

program in  Thai l and  that  the  Federa t ion  Thai  Indus t r ies  (FTI)  

rea l ized  emplo yees ’  qual i t y o f  work  and  l i fe  i s  cr i t i ca l  t o  develop  

Thai  econom y and socie t y  (Boonchong 2007) .  Other  r esea rch  i s  

conducted  b y Aus t ra l ian  Rob ,  d i scuss ing a  pol i cy and  p ract ice  

re la t ed  to  heal th  p romot ion  in  Thai land .  The  Thai  Heal th  

Promot ion  Foundat ion  (ThaiHeal th )  and  thei r  re l a ted  heal th  

promot ion  ac t iv i t i e s  are  r egarded  as  an  example  o f  the  way forward  

for  heal th  p romot ion  in  Asia ,  l eading to  the  development  and  

sus ta inabi l i t y of  count r y ’s  heal th  p romot ion  ef fo r t  (Rob 2000) .   

Fur thermore ,  in  t erms  of  a  WHPP in  Thai land ,  heal th  

promot ion  p rogram for  the  safe  use  of  pes t ic ides  in  Thai  f armers  

are  s tudied  b y Thai  Kleeb kaew and her  co l leagues .  For  severa l  

reasons ,  pes t ic ides  are  widel y used  in  agr icu l tu ra l  l and  which  i s  
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cons idered  to  be  Thai  f armer ’ s  workplace .  In  the  s tud y,  33  

voluntar y Thai  f armers  in  Bang Phae d i s t r ic t ,  Ratchabur i  p rovince  

are  rec ru i ted  as  s ample  of  s tud y.  The knowledge,  a t t i tudes ,  and  

pract ices  (KAP) i s  used  as  a  measurement  of  a  t ra in ing  program of  

the  sa fe  use  of  pes t i c ides  for  6  months .  Research  f indings  show 

that  the  mean score  of  KAP in  the  pos t t es t  were  s igni f i cant ly 

h igher  than  the  p re t es t  as  s ta ted  in  t ab l e  2 .8 .  The  resu l t s  o f  th i s  

s tudy provide  heal th  pro fess ionals  wi th  informat ion  to  develop  

more  ef fec t ive  prevent ion  and  in t ervent ion  programs.  In  o rder  to  

prevent  i l lness  f rom pes t ic ides ,  th i s  s tudy a l so  emphas izes  that  

educat ion  and  in format ion  fo r  indiv idual ,  f ami l ies ,  and  

communi t ies  should  be  focused  on  b y heal th  o ff i ce rs  in  Thai land .  

 

Table2 .7  Compar i son  of  the  mean scores  of  KAP  on safe  use  of  

pes t ic ides  between pre t es t  and  pos t t es t  by pai red  t - te s t  

 
X SD t p-value 

Knowledge on safe use of pesticides         

  Pretest     13.33 2.63 9.99 0.00 

  Posttest     18.73 1.04     

Attitudes to safe use of pesticides         

  Pretest     32.24 4.7 7.18 0.00 

  Posttest     38.85 1.64     

Practices on safe use of pesticides         

  Pretest     23.42 5.56 9.83 0.00 

  Posttest     35.48 4.27     

    *n=33          

   Source:  Kleebkaew et  a l . ,  2005  
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 The ef fec t iveness  o f  heal th  p romot ion  behavior  p rogram 

(HPBP) in  Thai  h yp er tens ive  pat i en ts  i s  s tudied  a t  Thammast  

Univers i t y in  Thai l and .  Al though i s  i t  no t  d i rec t l y re l a ted  to  a  

workplace  heal th  promot ion  ac t iv i t y,  some par t  of  the  HPBP i s  

appl icable  to  a  workplace  as  wel l .  A quas i -exper imenta l  s tudy 

des ign  i s  emplo yed  for  exper imenta l  and  cont ro l  groups  cons is t ing  

of  22  par t i c ipants  r espect ivel y.  They a re  35 -59  years  o ld  and  grade 

1  h yper tens ive  wi thout  compl i ca t ion  of  ca rd iovascular ,  r esp i ra to r y,  

or  skele ta l  d i seases .  The exper imenta l  group par t i c ipat ed  in  the  

HPBP,  but  t he  cont ro l  group  d id  not .  The HPBP cons is t s  o f  heal th  

educat ion  s t ra t egies ,  resp i ra tor y and  exerc i se  p ract ica l  sk i l l ,  ca re  

giver  suppor t ing,  t e lephone counsel ing  and  home v is i t ing for  an  8 -

week per iod .  The  in terv i ew,  ques t ionna i res ,  resp i ra tor y,  and  

exerc i se  t ime records  were  co l l ec t ed  and  anal yzed  as  s ta t ed  in  

tab le  2 .8 .   
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Table2.8 Comparison of the average values of each variable before and after the 

experiment between the control group and experimental group 

Variable 
Control Group 

X (SD) 

Experimental 

Group 

X (SD) 

p-value  

(2-tailed) 

1. Perception of Health         

  Before the experiment 4.78 (1.9) 6.13 (2.4) 0.043 
*
 

  After the experiment 4.95 (1.9) 7.95 (1.7) 0.000 
***

 

2. Perception of Stress         

  Before the experiment 50.32 (11.9) 52.59 (11.6) 0.525   

  After the experiment 51.27 (11.3) 54.36 (7.9) 0.299   

3. Stress Management Behavior       

  Before the experiment 24.50 (4.8) 26.68 (5.1) 0.152   

  After the experiment 25.14 (4.1) 29.32 (4.4) 0.002 
***

 

4. Waist circumference (inches)       

  Before the experiment 34.64 (3.8) 36.38 (4.1) 0.152   

  After the experiment 35.39 (3.3) 35.21 (4.3) 0.873   

5. Hip circumference (inches)       

  Before the experiment 38.58 (3.2) 40.81 (3.5) 0.032 
*
 

  After the experiment 39.15 (2.7) 40.34 (3.2) 0.186   

*n=22 per  group  

  Source:  Pant ip  and  Net ip  2010  

 

 

 



 

 

CHAPTER II I  

THEORY AND METHODOLOGY 

 

3.1  Introduct ion  

The theor y and  concept  o f  the  Happ y Workplace  Program in  

Thai land  i s  overv i ewed in  t h i s  chapter  as  wel l  as  t he  deta i l s  of  the  

program s t ructu re ,  which  cons is t s  of  a  to ta l  8  p rograms.  Af ter  the  

par t s ,  nu l l  h ypotheses  1 -5  in  th i s  resea rch  a re  expl ic i t l y s ta ted  in  

the  fo l lowing par t .  Fur thermore ,  a  model  in  th i s  resea rch  i s  

ex tens ivel y d i scussed ,  inc luding the  logi t  model ,  mul t ip l e  

regress ion  anal ys i s ,  and  s imul t aneous  equat ion  method (SME).  In  

the  las t  pa r t ,  f i rms  s tudied  are  d i scussed ,  inc luding  the  ra t ionale  

behind  se lec t ing LION and NOK as  f i rms  in  th i s  case  s tudy.   

 

3.2  The Happy Workplace  Program 

3 .2 .1  Theory and Concept  

Theor y of  t he  Happy Workplace  Program was  developed  by 

the  Thai  Heal th  P romo t ion  Foundat ion  (ThaiHeal th )
2

 as  a  unique 

and  comprehens ive  works i te  p rogram for  emplo yee ph ys ical  and  

menta l  heal th ,  subsequent l y l eading to  bet ter  f ami l ies  and  socie t y.  

The theor y emphas izes  that  the  works i t e  i s  the  bes t  p lace  to  create  

and  moni tor  a  work  and  l i fe  balance  as  wel l  as  a  bal ance  between  

in te l l i gent  quot i en t  ( IQ)  and  emot iona l  quot ien t  (EQ) ,  l eading to  

the  inc rease  of  employee’s  s a t i s fac t ion  and  engagement .  In  the  

theor y,  such  employees  who have the  balance  are  cons idered  to  be

                                                 
2
 T ha iH ea l th  was  e s t ab l i shed  based  on  the  H ea l th  P romot ion  Foun da t ion  

A c t  o f  2001 ,  a iming  t he  r educ t ion  o f  s i ckness  and  dea th ,  and  gene ra l  

i mpro ve men t s  in  the  q ua l i t y  o f  l i f e  fo r  T ha i  peop le .  
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an  essent ia l  f ac to r  to  be  composed  o f  H app y people  (se l f ) ,  Happ y 

home ( fami l y)  and  Happ y t eamwork  (communi ty)  which  a re  widel y 

v iewed as  the  key indicato rs  o f  a  heal thy organizat ion .    

The  conceptual  f ramework  behind  the  Happ y Workplace  

Program is  the  t r ans i t ion  f rom a  “house”  (workplace)  to  a  “home” 

(happ y workplace) .  The expecta t ion  i s  t ha t  i t  wi l l  l ead  to  d rawing 

out  the  fu l l  po t ent ia l  of  the  emplo yees  and  sus t a inable  growth  as  a  

resu l t  (Figure  3 .1 ) .  Compared  wi th  s imi lar  p rograms in  t he  U.S . ,  

which  main l y jus t  focus  on  the  reduct ion  of  emplo yee medical  care ,  

the  program in  Thai land  emphas izes  employee  happiness  and  

uncondi t ional  cooperat ion  which  re f lec t  an  essent ia l  peace  of  Thai  

cu l ture .  

 

Figure  3 .1  Framework  of  Happ y Workplace  Program  

 

Source:  Thai  Heal th  
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The f ramework  p rovides  a  genera l  guidel ine  focus ing on  3  

main  aspects  of  human re la t ion s :  ind iv idual s ,  fami l y,  and  socie t y .  

The p rogram can  be  thought  o f  as  a  too l  tha t  a l lows  the  

organizat ion  to  achieve  a  bet te r  workplace  and  funct ioni ng  

emplo yees .  When a l l  th ree  aspects  have  been  fu l f i l l ed  th rough  the  

program,  s ynergy emerges  and  improves  the  works i t e ,  u l t imate l y 

leading  to  sus t a inab le  growth .   

 

3 .2 .2  Program Structure  

The Happ y Workplace  Program phi losophy cons is t s  of  t hree  

major  areas ,  ind iv iduals ,  f ami l y and  soc ie t y.  The indiv idual s  

fur ther  b reak  down in to  s ix  concepts ,  Happy Body ,  Happy Hear t ,  

Happy  Soul ,  Happy Relax ,  Happy Brain ,  and  Happy Money .  The 

fami l y and  socie t y areas  are  addressed  wi th  Happy Fami ly  and  

Happy  Socie ty ,  r espec t ivel y.  The e ight  concepts  are  co l lec t ivel y 

refer red  to  as  “ the  H app y8  Workplace” .  The a ims  o f  each  concept  

and  speci f ic  explanat ions  and  examples  of  ac t iv i t i es  a re  descr ibed  

as  fo l lows .  

 

Area1:  People  

1 .  Happ y Bod y  -  Bui ld ing heal th y bod ies  and  minds  

2 .  Happ y Relax   -  Taking some t ime to  re l ax  in  l i fe  

3 .  Happ y Hear t   -  Exerc i s ing k indness  and  s ympath y  

4 .  Happ y Soul   -  Fos te r ing good morals  and  fa i th  

5 .  Happ y Brain   -  P romot ing l i fe long l ea rn ing  

6 .  Happ y Money  -  Managing person a l  f inances  wel l  
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Area2:  Fami l y  

7 .  Happ y Fami l y -  Creat ing a  happ y and unders t anding    

envi ronment  for  f ami l ies  

 

Area3:  Socie t y  

8 .  Happ y Socie t y -  Developing a  p roduct ive  socie t y and  

ca r ing for  o thers  in  the  communi t y  

 

Happy  Body  inc ludes  var ious  programs fea tur ing ph ys i cal  

exerc i se  to  bui ld  heal th y bodies  a nd  minds .  Whi le  some more  

obscure  ac t iv i t i es  may be  present  a t  some s i tes ,  such  as  

sepaktak raw (k i ck  vol leybal l ) ,  the  most  common examples  are  yoga,  

ae robics ,  working out  a t  the  gym,  t ab le - tennis ,  and  so  on .  Al l  the  

fac i l i t i es  for  these  ac t iv i t i e s  a re  prov ided  b y emplo yers .  

 

     Happy Relax  i s  a  program which  enhances  re l axat ion  and  

recreat ion  for  employees .  This  concept  of fers  s inging songs  

(ka raoke) ,  p laying musical  ins t ruments ,  t ak ing a  nap ,  re l ax ing in  

garden ,  f ie ld  t r ips ,  regular  compan y socia l  ga ther ing and  so  on .        

 

Happy  Hear t  shows  emplo yees  they are  ca red  about  b y 

including events  such  as  pregnancy suppor t  sess ions ,  b i r thday 

par t i es ,  and  events  to  re in force  au thent ic i t y in  t r ad i t ional  Thai  

pract ices  l ike  Loy Krathong  o r  Songkran  Fes t i va l ,  which  are  

t ypical l y neglect ed  by indiv iduals  in  r ecent  years .  Through  these  

events  and  act iv i t i e s ,  the  impor tance  of  exerc i s ing  k indness  and  

sympath y i s  emphas ized .   
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Happy  Soul  i s  in  l ine  wi th  the  Buddhis t  be l ie fs  o f  Thai land .  

Emplo yers  br ing l ec tures  f rom rev ered  monks  h igh  in  the  h ierarch y,  

Zen  medi ta t ion  sess ions ,  and  a lms  r i tua l s  (donat ion  o f  foods  to  

monks)  in to  t he  workplace .  Such events  target  fos ter ing respect fu l  

morals  and  fa i th  i n  emplo yees .  

 

Happy  Brain  a l lows  emplo yees  to  take  advantage  of  ongoing 

development ,  bo th  se l f -developmenta l  and  compan y-sponsored  

t ra in ing  oppor tuni t i es .  They can  s tud y independent l y b y us ing 

fac i l i t i es  l ike  the  l ibra r y,  the  compute r  are  and  on - l ine  seminar  

space .  The l a t te r  cons is t s  of  speci f ic  t r a in ing seminar s  del ivered  

by an  ex ternal  l ec tu rer ,  such  as  a  bus iness  knowledge seminar  o r  

an  Engl i sh  course .  Happy  Brain  a ims  to  promote  l i f e long l ea rn ing.  

 

Happy  Money ‘s  object ives  include  f inancia l  suppor t  f rom 

emplo yers ,  such  as  vouchers  for  meal s  and  heal th  i nsurance ,  as  wel l  

as  educat ional  programs to  help  employees  to  manage thei r  pe rsonal  

f inances .   

 

Happy  Fami l y  enables  emplo yees  to  re inforce  re l a t ionships  

wi th  thei r  f ami l y members .  This  i s  done b y o rganiz ing  Mother ’s  

Day events ,  g rant ing scholarsh ips  fo r  employees ’  ch i ldren ,  and  

annual  appreci a t ion  events  which  fami ly members  are  invi t ed  to .  I t  

i s  meant  t o  c reate  happiness  and  an  unders t anding envi ronment  

wi th in  the  fami l y uni t .  
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Happy  Socie ty  p rov ides  a  chance for  employees  to  make 

connect ions  wi th  those  whom they have  no  d i r ec t  connect ion  to .  

They achieve  th i s  t hrough b lood donat ion ,  char i t ab le  event s  for  

e lementa r y school s ,  vo lunteer  ac t iv i t i es  and  so  on .  I t  develops  

respect  for  great er  socie t y and  car ing for  o thers  in  t he  communi ty.  

 

3 .3  Hypothes is  

 As  s ta t ed  in  the  l i t e ra t u re  rev i ew,  cer t a in  pos i t ive  ef fec t  o f  

the  works i te  heal th  promot ion  p rogram on job  sa t i s fac t ion  and  

absenteeism was  found in  man y count r i es ,  account ing for  t he  

increase  o f  job  sa t i s fac t ion  and  decrease  of  absenteeism.  S imi lar l y,  

the  Happ y Workplace  Progra m is  a l so  cons idered  to  have such  a  

funct ional  ro le  in  Thai land .  In  t he  contex t ,  according  to  

combinat ion  of  va r i ab les ,  the  h ypotheses  in  th i s  resea rch  a re  s t a ted  

in  the  fo l lowing .   

 

  H ypothes i s  1  (Job  Sat i s fac t ion  and  the  Happy  Body )    

Job  sa t i s fac t ion  in  emplo yees  who par t ic ipat e  in  the  Happy Body  

Program i s  more  l i ke l y to  be  h igher  than  that  in  those  who do  not  

par t i c ipat e  in  i t .   

 

  H ypothes i s  2  (Job  Sat i s fac t ion  and  the  Happy  Relax )    

Job  Sat i s fac t ion  in  emplo yees  who par t ic ipat e  in  the  Happy Relax  

Program i s  more  l i ke l y to  be  h igher  than  t hat  in  those  who do  not  

par t i c ipat e  in  i t .  
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 H ypothes i s  1  s t a ted  above i s  t e s ted  to  f ind  whether  the  

Happy  Body such  as  yoga and  ae robics  pos i t ive l y af fec t s  job  

sa t i s fac t ion  a t  bo th  NOK and LION.  H ypothes i s  2  i s  a l so  te s ted  to  

f ind  whether  the  Happy Relax  Programs  such  as  s inging  songs  

(ka raoke) ,  t ak ing  a  nap ,  regular  company soci a l  ga ther ing  

pos i t ive l y af fec t s  job  sa t i s fac t ion  or  no t  a t  bo th  f i rms .  According 

to  the  l i t e ra tu re  rev iew,  cont ras t ing empir ica l  r esu l t s  were  fo und,  

cons is t ing o f  having no  e f fec t  and  s ign i f icant  e f fec t  on  job  

sa t i s fac t ion .    

 

  H ypothes i s  3  (Absenteeism  and  the  Happy Body )    

Absenteeism of  employees  who par t ic ipate  in  t he  Happy Body 

Program i s  more  l i ke l y to  be  lower  than  that  o f  those  who do  not  

par t i c ipat e  in  i t .  

 

  H ypothes i s  4  (Absenteeism and  the  Happy Relax )    

Absenteeism of  employees  who par t ic ipate  in  t he  Happy Re lax  

Program i s  more  l i ke l y to  be  lower  than  that  o f  those  who do  not  

par t i c ipat e  in  i t .  

 

H ypothes i s  3  s t a ted  above i s  t e s ted  to  f ind  whether  the  

Happy  Body Program  such  as  yoga  and  ae robics  inverse l y a f fec t s  

absenteeism or  not  a t  bo th  NOK and LION.  H ypothes i s  4  i s  t es ted  

to  f ind  whether  t he  Happy  Relax  Programs  such  as  s inging  songs  

(ka raoke)  and  tak ing a  nap  inverse l y af fec t  absenteei sm o r  not  a t  

bo th  f i rms .  According to  the  l i t e ra ture  rev i ew,  a  pos i t ive  e f fec t  o f  
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the  works i te  heal th  promot ion  p rogram was  found  in  a lmost  

l i t e ra tu res ,  account ing fo r  the  decrease  of  absenteeism.   

 

  H ypothes i s  5  (Job  Sat i s fac t ion  and  Absenteeism)    

Absenteeism of  employees  wi th  h igh  job  sa t i s fac t ion  i s  more  l ike l y 

to  be  lower  than  tha t  of  those  wi th  low job  sa t i s fac t ion .  

 

H ypothes i s  5  s t a ted  above i s  t e s ted  to  f ind  whether  job  

sa t i s fac t ion  af fec t s  absenteeism of  employee or  not  a t  bo th  NOK 

and LION.  This  h yp othes i s  t es t  i s  based  on  the  idea  that  employee  

wi th  h igh  job  sa t i s fac t ion  i s  more  l ike ly to  have low or  no  

absenteeism because  emplo yees’  s a t i s fac t ion  about  the i r  works i te  

and  work  i t s e l f  i s  h igh .  As  a  pract ica l  empir i ca l  resu l t  for  

especia l l y emplo yers ,  th i s  h ypothes i s  t e s t  i s  thought  o f  a s  

cr i t i ca l l y impor tan t  as  wel l  as  the  h ypo theses  1 -4 .     

 

3 .4  Model   

 In  th i s  s ec t ion ,  model s  in  th i s  resea rch  are  ex tens ivel y 

d i scussed ,  inc luding the  logi t  model ,  mul t ip le  r egress ion  model ,  

and  s imul t aneous  eq uat ion  m ethod (SME).  

 

3 .4 .1  The Logi t  models  

Because  of  the  p rob lems that  we have es tab l i shed  wi th  the  

l iner  p robabi l i t y model ,  d i f fe rent  models  wi l l  be  used .  One of  the  

poss ib le  approaches  that  has  been  developed in  t he  econometr ics  

l i t e ra tu res  i s  to  model  a  l a te n t  va r iab l e   

   Y i
*
=β 1 +β 2 X i 2 +μ i ,                (3 .1 )  
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where  Y i
*  

i s  an  unobservable  va r iab l e .  Appl ying th i s  equat ion  

to  th i s  research ,  Y i
*
 rep resents  the  degree  o f  job  sa t i s fac t ion  that  

emplo yee i  has  th rough  thei r  work .  What  we observe  i s  a  dummy 

var i ab le  Y i  def ined  by:  

 

    1 ,  i f  Y i
*
> 0 ,  

         0 ,  o therwise .  

 

Denoted  b y  P i  the  p robabi l i t y t hat  even t  Y i
*
 >  0  occurs :  

     

P i  =  Prob  (Y i  = 1)  

            =  Prob  (Y i
*  

> 0)  

            =  Prob  (β 1 +β 2 X i 2 +μ i  >  0 )  

            =  Prob  (μ i  > -  (β 1 +β 2 X i 2 ) ) .  

 

In  te rms  of  th i s  r esea rch ,  P i  i s  cons idered  to  be  the  

probabi l i t y of  being  more  than  5 .0  o f  job  sa t i s fac t ion  which  i s  

widel y v i ewed as  h igh  job  sa t i s fac t ion .  I t  i s  b ina r y method us ing  0  

or  1 ,  showing 0  i f  more  than  5 .0  of  job  sa t i s fac t ion  and  1  i f  l ess  

than  4 .9  of  tha t .  The s i mples t  equat ion  us ing  logar i thm and  

var i ab le  are  expressed  as  fo l lows .  

 

Appl ying th i s  equat ion  above to  th i s  r esea rch ,  the  equat ion  

wi th  9  independent  var i ab les  i s  expressed  in  the  fo l lowing.  

 

(3 .2)  β 1 +β 2 X i 2 +μ i ,  
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where  

  gen = a dummy variable indicating whether or not the subject’s gender  

  mar = a dummy variable indicating whether or not the subject get married  

age = a vector of covariance indicating the subject’s age 

edu = a vector of covariance indicating subject’s educational attainment 

dep = a dummy variable indicating whether or not the subject has dependent(s)  

sal = a vector of covariance indicating subject’s salary level  

sey = a vector of covariance indicating the subject’s years of service  

hb_full = a vector of covariance indicating subject’s frequency of participation 

in the Happy Body Program. 

hr_full = a vector of covariance indicating subject’s frequency of participation 

in the Happy Relax Program. 

  

As  a  measure  of  goodness  o f  f i t  in  the  logi t  model ,  a  

l ike l ihood ra t io  t es t  (LR -tes t )
3
 i s  used  to  tes t  the  nul l  h ypo thes i s  

tha t  the  pa ramete rs  are  zero .  A pseudo  R-squared  i s  a l so  anal yzed  

to  evaluat e  the  goodness -of - f i t  o f  logi t  model .  They are  o f ten  

shown as  an  output  in  sof tware  for  s t a t i s t i cs  and  econometr ics  such  

as  EViews.  Moreover ,  in  terms  of  an  exponent ia l  d i s t r ibut ion ,  a  

                                                 

3
 A s  a  measu re  o f  mod e l ’ s  goodness  o f  f i t ,  L R - t e s t  i s  u sed .  T he  nu l l  

h ypo thes i s  tha t  t he  pa ra me te r s  a r e  ze ro  i s  t e s t ed  wi th  a  l i ke l ihood  r a t io  

t e s t .  T he  LR - te s t  s t a t i s t i c  i s  t he  we l l -known  s t a t i s t i c :  LR  =  -2 ( ln  ( L R ) -

ln (L U ) ) .  

β 0 +β 1 Xg e n +β 2 X m a r +β 3 X a g e +β 4 X e d u +β 5 Xd e p  

+ β 6 X s a l +β 7 X s e y+β 8 Xh b _ f u l l +β 9 Xh r _ f u l l +μ i  

(3 .3)  
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probabi l i t y dens i t y funct ion  (PDF)  and  cumulat ive  d i s t r ibu t ion  

funct ion  (CDF) a re  ca l cu la t ed  as  they a re  regarded  as  a  funct ion  to  

indicat e  a  probabi l i t y for  a  random var i ab le  to  take  on  a  given  

value  and  to  be  found a t  a  given  value  or  below i t .  The equat ion  i s  

expressed  as  fo l lows .  

Probabi l i t y Dens i t y  Funct ion  (PDF):  f (x ;  λ )  =  λe
-λ x  

Cumulat ive  Dis t r ibut ion  Funct ion  (CDF):  F(x ;  λ )  =  1 -e
-λ x

 

 

3.4 .2  Mul t ip le  Regress ion  Model  

In  addi t ion  to  the  logi t  model ,  a  mul t ip l e  r egress ion  model  i s  

a l so  emplo yed  to  s tudy how much  the  Happy  Body  and  Relax  

Program  a f fec t  the  dependent  va r iab l es ,  which  a re  job  sa t i s fac t ion  

and  absenteeism  respect ivel y.  The model  i s  no rmal l y thought  to  be  

a  s ingle -equat ion  regress ion  model .  In  such  model ,  one  var iab le  

( the  dependent  va r i ab le  Y )  i s  expressed  as  a  l inear  f unct ion  of  one  

or  more  o ther  va r iab les  ( the  independent  var i ab l es ,  the  X ’ s ) .  An  

impl ic i t  assumpt ion  based  on  such  models  i s  tha t  the  cause -and -

effec t  r e la t ionship ,  i f  an y,  between Y  and  the  X ’s  i s  unid i rec t ional :  

The independent  va r iab l es  a re  t he  cause  and  dependent  var iab le  i s  

the  e f fec t .  The s imples t  nota t ion  of  a  mul t ip le  r egress ion  equat ion  

i s  expressed  as  fo l lows .  

    

         Y i  = β 1  + β 2 X t 2  + … + βK X t K ,  +  μ i                            (3 .4 )  

 

Appl ying th i s  equat ion  to  th i s  r esea rch ,  the  equat ion  wi th  9  

independent  va r iab l es  i s  expressed  in  t he  fo l lowing.  Equat ion  (3 .5 )  
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and  (3 .6 )  r epresent  job  sa t i s fac t ion  model  and  absenteeism model  

in  th i s  research  respect ivel y.  

 

    Y 1 i  = β 0 +β 1 Xg e n +β 2 X m a r +β 3 X a g e +β 4 X e d u +β 5 Xd e p + 

            β 6 X s a l +β 7 X s e y+β 8 Xh b _ f u l l +β 9 Xh r _ f u l l +β 1 0 X a b s +μ 1 i  

where  

Y 1 i  = Job  sa t i s fac t ion   

  abs  =  a  vector  of  covar i ance  indicat ing subject ’s  absent  days  

o ther  independent  var iab les
4
 

 

According  to  theor y re l a ted  to  works i te  heal th  promot ion  

program,  each  coeff ic ien t ,  which  i s  beta ,  i s  h ypothes iz ed  in  the  

fo l lowing.   

 

          β 1  >  0;  β 2  > 0;  β 3  > 0;  β 4  > 0 ;  β 5  > 0   

                  β 6  > 0 ;  β 7  > 0;  β 8  > 0;   β 9  > 0;  β 1 0 <0  

         

Y 2 i  = β 0 +β 1 Xg e n +β 2 Xm a r +β 3 X a g e+β 4 X e d u +β 5 Xd e p + 

             β 6 X s a l +β 7 X s e y+β 8 Xh b _ f u l l +β 9 Xh r _ f u l l +β 1 1 X j o s +μ 2 i  

where  

Y 2 i  = Absenteeism  

jos  =  a  vecto r  of  covar i ance  indicat ing  subject ’s  job  sa t i s fac t ion  

o ther  independent  var iab les
5  

 

                                                 
4
 D e f in i t ion  o f  o the r  i ndependen t  va r i ab le s  in  equa t ion  3 .5  and  3 . 6  such  a s  

gende r,  mar i t a l  s t a tu s ,  number  o f  dependen t s  and  e t c ,  i s  cons ide re d  to  be  

same  a s  the  one  in  eq ua t ion  3 .3  in  the  log i t  mode l .  
5  Same as  a  footnote  above  ( footnote  4 ) .  

(3 .5)  

(3 .6)  
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According  to  theor y re l a ted  to  works i te  heal th  promot ion  

program,  each  coeff ic ien t ,  which  i s  beta ,  i s  h ypothes ized  in  the  

fo l lowing.   

 

          β 1  <  0;  β 2  < 0;  β 3  < 0;  β 4  < 0 ;  β 5  < 0   

                  β 6  < 0 ;  β 7  < 0 ;  β 8  < 0;   β 9  < 0 ;  β 1 0 <0  

 

3.4 .3  S imultaneous  Equat ion  Model  

As s ta t ed  above ,  a  mul t i p le  r egress ion  model  i s  cons idered  to  

rep resent  a  cause -and-e ffec t  re l a t ionsh ip ,  account ing fo r  an  

independent  va r iab l e  X ‘s  as  the  cause  and  a  dependent  va r i ab le  Y  

as  the  e f fec t .   

However ,  in  man y s i tuat ions ,  such  a  one -way o r  

unid i rec t ional  cause -and-ef fec t  r e la t ionship  i s  cons idered  to  be  not  

pract ica l .  There  are  s i tua t ions  where  there  i s  a  two -way f lo w of  

inf luence  among economic var i ab les ;  t ha t  i s ,  one  economic  

var i ab le  af fec t s  ano ther  economic  var iab le(s )  and  i s ,  in  tu rn ,  

af fec ted  b y i t  ( them).  This  occurs  i f  Y  i s  de te rmined  b y the  X ’s  and  

some of  X ’s  a re ,  in  turn ,  de te rmined  b y Y .  In  shor t ,  there  i s  a  two-

way,  or  s imul t aneous ,  r e la t ionship  between Y  and  the  X ’s ,  which  

makes  the  d i s t inct ion  between dependen t  and  independent  var iab les  

of  dubious  value .  I t  i s  be t te r  to  lump together  a  se t  o f  var i ab les  

that  can  be  dete rmined  s imul t aneous l y by the  remain i ng se t  of  

var i ab les .   

In  such  models ,  the re  i s  more  than  one  equat ion ,  one  for  each  

of  the  mutual l y or  j o in t ly dependent  o r  endogenous  va r iab l es .  

Then,  unl ike  the  s ingle -equat ion  model s ,  in  the  s imul taneous -
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equat ion  models ,  one  may not  es t imate  the  pa ramet e rs  o f  a  s ingle  

equat ion  wi thout  tak ing  in to  account  in format ion  provided  by o ther  

equat ion  in  the  s ys t em.   

Moreover ,  a  poss ib l e  ques t ion  might  be  i f  the  pa ramete rs  o f  

each  equat ion  a re  es t imated  b y appl ying the  o rd inar y l eas t  square  

method,  d i s regard ing o ther  equat ions  in  the  s ys t em.  One o f  the  

crucia l  assumpt ions  of  the  method i s  tha t  the  i ndependent  X  

var i ab les  are  e i the r  non -s tochas t i c  o r ,  i f  s tochas t ic  ( random),  a re  

d i s t r ibuted  independent l y o f  the  s tochas t ic  d i s turbance t erm.  If  

ne i the r  of  these  condi t ions  i s  met ,  then ,  as  shown la t er ,  the  leas t -

square  es t imato rs  a re  not  onl y b iased  but  a l so  incons is t en t ;  tha t  i s ,  

as  the  sample  s ize  i ncreases  indef in i t e ly,  t he  es t imato rs  do  not  

converge  to  thei r  t rue  popula t ion  values .  There fore ,  s imul t aneous -

equat ions  wi th  Y 1 i  and  Y 2 i  a re  expressed  as  fo l lows .   

 

Y 1 i  =  β 1 0  + β 1 2 Y 2 i  + γ 1 1 X 1 i  + μ1 i                           (3 .7)  

Y 2 i  =  β 2 0  + β 2 1 Y 1 i  + γ 2 1 X 1 i  + μ2 i                           (3 .8)  

 

where  Y 1 i  and  Y 2 i  a re  mutual l y dependent ,  o r  endogenous ,  

var i ab les  and  X 1  i s  an  exogenous  var i ab le  and  where  μ1 i  and μ2 i  

a re  the  s tochas t ic  d i s turbance  te rms ,  the  va r iab l e  Y 1  and  Y 2  a re  

both  s tochas t ic .  Therefo re ,  un less  i t  can  be  shown that  the  

s tochas t i c  independent  va r iab le  Y 2  in  (3 .7 )  i s  d i s t r ibuted  

independent l y of  μ 1  and  the  s tochas t ic  independent  va r iab le  Y 1  in  

(3 .8 )  i s  d i s t r ibuted  independent l y of  μ 2 ,  appl ica t ion  o f  the  

c lass i ca l  OLS to  these  equat ions  indiv idual l y wi l l  l ead  to  

incons is t en t  es t imates .   
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Appl ying these  equat ions  above  to  th i s  resea rch ,  the  equat ion  

wi th  9  independent  var i ab les  i s  expressed  in  the  fo l lowing  as  wel l .  

Equat ion  (3 .9 )  and  (3 .10 )  r epresent  job  sa t i s fac t ion  and  

absenteeism model  in  th i s  research  respect ivel y.  

 

Y 1 i  =  β 0 +β 1 X g e n +β 2 Xm a r +β 3 X a g e +β 4 X e d u +β 5 Xd e p +β 6 X s a l +  (3 .9)  

       β 7 X s e y+β 8 Xh b _ f u l l +β 9 Xh r _ f u l l +μ 1 i  

 

Y 2 i  =  β 1 0 +β 1 1 Y 1 i +μ 2 i                                                                        (3 .10)  

 

where  

Y 1 i  = Job  sa t i s fac t ion   

Y 2 i  = Absenteeism    

Other  independent  var i ab les
6
 

 

According to theory related to worksite health promotion program, each 

coefficient, which is beta, is hypothesized in the following.  

 

          β 1  >  0;  β 2  > 0;  β 3  > 0;  β 4  > 0 ;  β 5  > 0;   

                  β 6  > 0 ;  β 7  > 0;  β 8  > 0;   β 9  > 0;  β 1 1 < 0  

 

3.5  Firms  s tudied  

3 .5 .1  Rat ionale  behind se lect ing  LION and NOK  

Since  Thai  socie t y has  become more  heal th  conscious  in  

recent  years ,  the  number  o f  heal th -or i en ted  f i rms  has  increased  as  

                                                 
6
 D e f in i t ion  o f  o the r  i ndependen t  va r i ab le s  in  equa t ion  3 .9  such  a s  gende r,  

ma r i t a l  s t a tu s ,  nu mbe r  o f  dependen t s  and  e t c ,  i s  cons ide red  to  be  same  a s  

the  one  in  equa t ion  3 . 3  in  the  log i t  mode l .  
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wel l .  Those  f i rms  act ivel y and  cont inuous ly suppor t  employee  

phys i cal  and  menta l  heal th  through thei r  works i te  ac t iv i t i es  such  as  

the  Happ y Workplace  Program because  a  works i te  i s  cons idered  to  

be  one of  the  bes t  p laces  to  ef f ec t ivel y provide  such  oppor tuni t ies  

to  emplo yees .   

This  r esearch  focuses  on  two f i rms  that  have  a l read y 

implemented  the  Happy Workplace  Program in  Thai l and ,  NOK 

Precis ion  Component  (Thai land)  Ltd ,  here ina f te r  r efer red  to  as  

“NOK” and Lion  Corporat ion  (Thai l and)  Limi ted ,  he re inaf t er  

refer red  to  as  “LION”.  They are  widely v i ewed as  r ep resenta t ive  of  

heath -or i en t ed  f i rms ,  as  the i r  ac t iv i t i es  to  promote  emplo yee heal th  

through works i te  p rograms are  cont inuous ly promoted  as  appeal ing  

to  the  publ ic .  The implement a t ion  o f  the  Happ y Workplace  

Program is  cons idered  to  be  wi tness  tha t  LION and NOK are  such  

f i rms .  

The ra t ionale  behind  se lec t ing LION and NOK as  f i rms  in  

th i s  resea rch  i s  tha t  they rep resent  t yp ical  cont ras t ing 

manufactu re rs  in  Thai land ,  cons i s t ing o f  t r a d i t ional  and  modern  

s tyl es .  Summarized  characte r i s t ics  of  both  f i rms  in  tab l e  3 .1  show 

di f ferent  and  common poin ts  they possess .  I t a l ic ized  i tems  in  the  

tab le  indicate  cont ras t ing characte r i s t i cs  of  LION and NOK,  which  

are  cons idered  to  be  fea tu res  t ypical  o f  manufacturer s  across  

Thai land .  

     Cons ider ing  the  character i s t i cs ,  the  es t ab l i shment  dat es  o f  

these  two f i rms  c lear l y indicate  thei r  empir ica l  d i f fe rence ,  

cons is t ing o f  LION’s  long h is tor y of  more  than  40  years  and  

NOK’s  one of  approx imate ly 10  years .  S ince  LION was  es t ab l i shed  
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in  March  1969,  i t  i s  cons idered  to  be  representa t ive  o f  t r ad i t ional  

f i rms  wi th  a  long h i s tor y in  Thai l and .  Moreover ,  LION is  found to  

possess  the  fo l lowing charact er i s t i cs :  a  t r ad i t ional  co rporate  

cu l ture ,  a  human-o r ien ted  managem ent  s tyl e ,  and  a  senior i t y -based  

personnel  s ys tem.   

Converse l y,  s ince  NOK was  es tab l i shed  in  March  2001,  i t  has  

jus t  around 10  years ’  h i s tor y in  Thai land  and  thei r  emplo yees  are  

re la t i vel y young,  resu l t ing  in  the  fo l lowing character i s t i cs  

cont ras t ing wi th  those  of  LION:  a  modern  co rporat e  cu l ture ,  a  

sys t em-or ien t ed  management  s t yl e ,  and  a  performance -based  

personnel  s ys tem.  

 However ,  despi te  these  cont ras t ing  poin ts ,  in  r egards  to  the  

Happ y Workplace  Program,  severa l  common poin ts  can  be  found in  

tab le  3 .1  as  wel l ,  inc luding the  implementa t ion  dat es  o f  2003 fo r  

LION and  2006 for  NOK;  both  LION and NOK have reached a  

poin t  of  exper i ence  and  ef fec t iveness  (a t  l eas t  5  years ) ,  which  most  

o ther  f i rms  that  have s ince  adopted  the  Happ y Workplace  Program 

do not  possess .  The  number  of  implemented  concepts  (a l l  8 )  and  

involvement  of  management  in  the  Happy Workplace  Program are  

a l so  cons idered  to  be  remarkable  common poin ts ,  account ing fo r  

management ’s  k ind  unders tanding  and  suppor t  for  a l lowing  th i s  

resea rch  to  be  conducted  and  the  co l lec t ion  of  data .   

Regard ing to  the  ra t ionale  behind  the  se lec t ion  of  LION and 

NOK as  samples  fo r  th i s  research ,  not  only are  both  f i rms  p ioneers  

in  the  implementa t ion  of  the  Happ y Workplace  P rogram,  but  they 

a l so  main t a in  a  c lose  re la t ionship  wi th  ThaiHeal th ,  se t t ing  them 
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apar t  f rom other  f i rms .  The development  and  p romot ion  of  the  

program cont inue to  happen.   

For  that  reason ,  i t  i s  reasonabl y poss ib le  to  s ta t e  tha t  a  case  

s tudy of  two such  cont ras t ing  f i rms ,  LION and NOK,  could  yi e ld  

referent i a l  empi r ica l  resu l t s  for  a  wide  range o f  manufactu res  in  

Thai land .   

 

Table  3 .1  Comparat ive  char t  be tween LION and NOK  

 LION NOK 

Establishment Date March 1969 March 2001 

Industry (Product) 
Manufacturing 

(Toiletry Product) 

Manufacturing 

(Precision Component) 

Corporate Culture Traditional Modern 

Management Style Human-oriented System-oriented 

Personnel System Seniority-based Performance-based 

Implementation Date 

of HWP 
July 2003 July 2006 

Implemented 

Concepts 
All 8 concepts All 8 concepts 

Management 

Involvement in HWP 
High High 

Source:  Author’s  in terv i ew wi th  LION,  NOK and ThaiHeal th  

 

3 .5 .2  LION 

LION was  es t ab l i shed  in  March  1967 as  a  jo in t  ventu re  

between Sahapat t anapiboon Co . ,  Ltd .  in  Thai l and  and  The Lion  Fat  

and  Oi l  Co .  Ltd .  in  J apan .  LION  was  fo rmal l y named  as  The LION 

Fat  and  Oi l  (Thai l and)  Co. ,  Ltd . ,  as  opposed  to  i t s  cu rrent  of f i c ia l  

compan y name ,  LION Corporat ion  (Tha i land)  Limi ted .  Works i te  
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locat ion  a t  LION is  locat ed  on  Bangkok  (Rama 3  road ,  Yannawa)  

as  a  head  o ff i ce  and  S i r  acha  (Sa ha Indus t r ia l  Es ta te )  as  a  fac tor y.  

LION or iginal l y s t a r ted  manufactur ing  powder  shampoo and Top 

powder  dete rgent  in  rep l acement  of  impor ta t ion  f rom Japan  but  

cur rent l y manufactu re  wider  product  l i ne  up  such  as  Kodomo (bab y 

powder) ,  S ys tema (ora l  ca re ) ,  an d  Shokubutsu  Monogatar i  (bod y 

soap) .   

LION implemented  t he  Happ y Workplace  Program in  2003 by 

s t rong l eadersh ip  f rom top  execut ive ,  e speci a l l y management  and  

s taf f  in  the  human resources  depar tmen t .  Number  o f  pe rmanent  

emplo yee i s  1 ,025 employees  as  of  1
s t

 Februar y 2011,  cons i s t ing of  

478 male  and  547 female  emplo yees .  Of  1 ,025  emplo yees ,  418  

emplo yees  (40 .8%) are  reco rded  as  those  who  aged  28 -37  years  o ld  

whereas  onl y 14  employees  (1 .4%) a re  ca t egor ized  as  18 -22  years  

o ld .  Focus ing  on  middle -aged  and  o lder  emplo yees ,  155  (15 .1%) 

and  117  (11 .4%) employees  a re  shown to  be  those  aged  38 -42  and  

43-47  each .  99(9 .7%),  79(7 .7%) ,  17(1 .7%) and  5 (0 .5%) employees  

account  for  those  aged  48 -52 ,  53-57 ,  58-62  and  over  63  years  o ld  

respect ivel y.  

In  regards  to  years  of  se rv ice ,  as  the  age  d i s t r i but ion  o f  

middle-aged  and  o lder  emplo yees  i s  shown,  emplo yees  wi th  longer  

years  such  as  more  than  20  years  are  found to  be  13 7 employees  

rep resent ing 13 .4%.  Fur the rmore ,  the  d i s t r ibut ion  o f  educat ion  

level  a t  LION shows bachelo r  or  h i gher  educat ion  for  299 (29 .2%),  

t echnical  d ip loma  for  203 (19 .8%) ,  e l ementa r y fo r  177  (17 .3%),  

lower  secondar y 108(10.5%),  upper  secondar y vocat ional  for  

76(7 .4%) and  upper  secondar y genera l  for  52(5 .1%)  respec t ivel y.  
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Average sa lar y fo r  permanent  emplo yees  a t  LION is  24 ,900 Baht  

per  month .   

 

3 .5 .3  NOK 

Offi c ia l  name of  NOK is  NOK Precis ion  Component  

(Thai l and)  Ltd .  NOK was  es t ab l i shed  as  a  subs id i ar y of  NOK 

Corporat ion  in  Japan  and  s t ar t ed  opera t ion  a t  Bangpa - in  indus t r ia l  

es ta t e ,  A yut thaya  in  March  2001,  p r oducing p recis ion  components  

such  as  hard  d i sk  dr ive  component  and  e lec t ronic  par t s .  The 

h is tor y o f  compan y i s  s t i l l  10  years  but  NOK is  widel y v iewed as  a  

leading  compan y in  precis ion  component  indus t r y in  Thai land .  The 

Happ y Workplace  Program was  impleme nted  a t  NOK in  2006 b y 

s t rong l eadersh ip  f rom top  management  and  wi th  the  coopera t ion  

f rom Thai  Heal th .  

In  regard  to  t he  number  o f  emplo yee,  i t  i s  increas ing as  thei r  

opera t ion  volume increases ,  achieving 1 ,920 emplo yees  as  of  1
s t

 

Februar y 2011.  There  are  severa l  fea tu res  regard ing employees ’  

d i s t r ibut ion  a t  NOK such  as  gender ,  age ,  and  years  of  se rv ice .   

To  begin  wi th  the  gender ,  the  data  p rov ided  b y the  human 

resources  depar tment  a t  NOK indicat es  1 ,703 (88 .7%) for  f emale  

and  217  (11 .3%) fo r  male .  Fur the rm ore ,  1 ,629 (88 .2%) o f  

emplo yees  are  covered  b y emplo yees  le ss  than  32  years  o ld  as  wel l  

as  1 ,292 (70%)  have worked fo r  les s  than  three  years ,  account ing  

for  emplo yees  a t  NOK cons is t ing o f  r e la t ivel y young employees .  

Regarding the  d i s t r i but ion  of  educat ion  level ,  858  (45%) 

emplo yees  are  c l ass i f ied  wi th  the  upper  secondar y genera l  whereas  

332 (17%),  288  (15%),  233  (12%),  and  181 (9%) are  ca t egor ized  
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in to  lower  secondary,  t echnical  d ip loma,  upper  secondar y 

vocat ional ,  and  bachelor  or  h igher  r espect ivel y.  Avera ge sa lar y a t  

NOK is  10 ,375  baht  per  month .   

3.5 .4  Sample  Data  from LION and NOK  

Primar y dat a  fo r  th i s  resea rch  was  co l lec ted  th rough  a  

ques t ionnai re  in  the  Thai  l anguage
7
 and  adminis te red  to  sample  

emplo yees  a t  bo th  LION and  NOK.  Based  on  the  random sampl i ng 

method  b y us ing so f tware  fo r  r andom number ,  the  ques t ionnai res  

were  d i s t r ibuted  to  sample  emplo yees  by the  manager  of  the  human 

resources  depar tment  a t  bo th  f i rms .  Al though i t  i s  re fe r red  as  a  

l imi ta t ion  of  th i s  r esea rch  in  the  chapte r  5 ,  due  to  the  t im e  and 

f inancia l  cos t  res t r i c t ion ,  the  d i s t r ibut ion  and  col l ec t ion  of  a  

ques t ionnai re  b y the  manager  o f  the  human resources  management  

a t  bo th  f i rms  were  cons idered  to  be  inevi tab le .    

In  order  to  ensure  t he  qual i t y of  the  ques t ionnai re ,  a  t r i a l  

ques t ionnai re  was  conducted  toward  10  emplo yees  and  the  resu l t  

was  anal yzed  befo re  complet ing the  f inal  ve rs ion  of  the  

ques t ionnai re .  The f in i shed  product  cons is t s  of  the  fo l lowing 5  

par t s  such  as  (1)  socioeconomic,  (2)  absenteeism,  (3)  job  

sa t i s fac t ion ,  (4 )  f ee l ing a t  works i t e ,  and  (5)  happ y workplace  

program.  Pr in t ed  ques t ionnai res  were  b rought  to  both  f i rms  and  

d is t r ibuted  to  thei r  emplo yees  b y the  manager  a t  the  human  

resource  depar tmen ts  based  on  the  random number  of  employees ’  

ID  creat ed  b y a  so f tware  

   Tota l  356  emplo yees  a re  se lec ted  as  samples  for  th i s  r esea rch ,  

cons is t ing o f  200 employees  f rom NOK and  156  ones  f rom LION.  

                                                 
7
 A ques t ionna i r e  t r ans l a t ed  in  E ng l i sh  i s  i nc luded  in  A ppend ix  A .  
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The data  sheets ,  wh ich  includes  a l l  da t e  fo r  th i s  resea rch ,  are  

a t tached  as  Appendix  B (Data  Sheet  of  NOK 1 -200)  and  C (Data  

Sheet  o f  LION 201-356)  respect ivel y.  Moreove r ,  the  fo l lowing 

tab le  3 .2  shows the  summar y of  bas ic  var iab les  o f  s ample  (n) ,  

cons is t ing o f  g ender ,  mar i ta l  s t a tus ,  age ,  educat ion ,  the  number  o f  

dependent (s ) ,  sa l ary l evel ,  and  years  o f  se rv ice .  Figure  3 .2  and  3 .3  

shows a  re la t ion  between job  sa t i s fac t ion  and  f requency  of  

par t i c ipat ion  in  Happy Relax  ( r e l ax ing  act iv i t i es )  and  Happy Body 

(ph ys ical  exerc i se) .  The h ypothes i s  t es t s  for  t he  popula t ion  

propor t ion ,  which  examine the  s igni f icance  o f  the  d i f ference  o f  

d i s t r ibut ion  bet ween popula t ion  (N)  and  sample  (n ) ,  i s  ca r r ied  out  

and  s t a ted  in  the  chapte r  4 ,  l eading to  t he   conf i rmat ion  of  

s ta t i s t i ca l  r easonableness  of  the  sample  in  th i s  r esearch .    

 

Table  3 .2  Summar y of  bas ic  var i ab les  o f  sample  

     NOK  L ION  

Variables  n  % N % 

Gender      

 Ma le  25  12 .5  61  39 .1  

 Female  175  87 .5  95  60 .9  

 T o ta l  200  100  156  100  

Mar i t a l  S t a tus      

 S ingl e  137  68 .5  79  50 .6  

 Mar r i ed  63  31 .5  77  49 .4  

 T o ta l  200  100  156  100  

Age      

 <=29  142  71  31  19 .9  

 30 -39  58  29  62  39 .7  

 40 -49  0  0  43  27 .6  

 50 -59  0  0  18  11 .5  

 >=60  0  0  2  1 .3  

 T o ta l  200  100  156  100  

Educa t ion      

 6y  4  2  9  5 .8  

 9y  14  7  5  3 .2  

 12y  109  54 .5  10  6 .4  

 16y  73  36 .5  132  84 .6  

 T o ta l  200  100  156  100  
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Table  3 .2  Summar y of  bas ic  var i ab les  o f  sample  (Cont . )  
 

  NOK  L ION  

Variables  n  % n  % 

Dependen t ( s )      

 0  8  4  23  14 .7  

 1  25  12 .5  19  12 .2  

 2  61  30 .5  45  28 .8  

 3  69  34 .5  32  20 .5  

 4  26  13  27  17 .3  

 5  9  4 .5  6  3 .8  

 6  2  1  4  2 .6  

 T o ta l  200  100  156  100  

Sa l a ry(1 ,000T HB)      

 >8 .0  47  23 .5  1  0 .6  

 8 .0 -8 .9  26  13 .0  3  1 .9  

 9 .0 -9 .9  25  12 .5  5  3 .2  

 10 .0 -10 .9  42  21 .0  3  1 .9  

 11 .0 -11 .9  25  12 .5  4  2 .6  

 12 .0 -12 .9  9  4 .5  3  1 .9  

 13 .0 -13 .9  7  3 .5  3  1 .9  

 14 .0 -14 .9  6  3 .0  8  5 .1  

 15 .0 -15 .9  1  0 .5  5  3 .2  

 16 .0 -16 .9  1  0 .5  6  3 .8  

 17 .0 -17 .9  1  0 .5  7  4 .5  

 18 .0<  10  5 .0  108  69 .2  

 T o ta l  200  100  156  100  

Year s  o f  Se rvi ce      

 >1  60  30 .0  10  6 .4  

 1 -2  49  24 .5  5  3 .2  

 2 -3  30  15 .0  5  3 .2  

 3 -4  10  5 .0  6  3 .8  

 4 -5  9  4 .5  6  3 .8  

 5 -6  10  5 .0  5  3 .2  

 6 -7  12  6 .0  9  5 .8  

 7 -8  8  4 .0  4  2 .6  

 8 -9  9  4 .5  4  2 .6  

 9<  3  1 .5  102  65 .4  

 T o ta l  200  100  156  100  

Source:  Author’s  ca lcu la t ion  
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Figure 3.2: Male’s Job Satisfaction and Frequency (Happy Relax) 

 

Source:  Author’s  ca lcu la t ion  

 

Figure 3.3: Female’s Job Satisfaction and Frequency (Happy Relax) 

 

Source:  Author’s  ca lcu la t ion  
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CHAPTER IV  

THE EMPIRICAL RESULTS  

 

4.1  Introduct ion    

 The data collected through a questionnaire to NOK and LION employees 

is analyzed to test each hypothesis in this research. The hypotheses testing are 

composed of the three subchapters: the population proportion, the crosstab and 

chi-square analyses of three areas, econometric analyses including a comparison 

of the models and analysis of open-response question.  

 A hypothesis test for the population proportion examines the null 

hypothesis that there is no significant difference between N (population) and n 

(sample) in both NOK and LION. The crosstab and chi-square analyses of three 

areas are considered to be analyses of relation between the Happy Workplace 

Program (Happy Body and Happy Relax) and dependent variables (job 

satisfaction and absenteeism). Moreover, as an overall picture of analyses, 

econometric analyses are carried out, consisting of the logit model, multiple 

regression model, and simultaneous equation method.  

 

4.2  Hypothes is  Tes t  for  the  Populat ion  Proport ion  

In regards to a hypothesis test for the population proportion, the 

significance of the difference of distribution between N (population) and n 

(sample) was tested
8
, resulting in the fact that  the null hypothesis is rejected 

and the alternative hypothesis is accepted in several variables. The summary of 

the test results is stated in Table 4.1 and 4.2. 

                                                 
8
 T he  equa t ion  i s  de sc r ibed  a s  Z 0 = |p -π 0 | / √π 0 ( 1 -  π 0 ) /n ,  whe re  p :  s a mp le  

p ropo r t ion ,  π 0 :  popu la t ion  p ropo r t ion ,  and  n :  nu mber  o f  pa r t i c ipa t ion  in  

s amp le .  A f i ve  (5 )  pe r cen t  s ign i f i cance  l e ve l  and  a  two - t a i l ed  t e s t  a r e  

emp lo yed ,  r e su l t ing  i n  Z  =  ±1 .960  f ro m the  s t anda rd  no r ma l  d i s t r ibu t ion  

t ab le .  
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Table  4 .1  Hypothes is  Tests  for  NO K’s  populat ion  proport ion  

I t em  N N z -value  

Gender  

Male  217  11 .3% 25 12 .5% 0 .473    

Female  1703  88 .7% 175 87 .5% -0 .473    

Tota l  1920    200        

Age  

18-22  247  12 .9% 17 8 .5% -1 .628    

23-27  685  35 .7% 75 37 .5% 0 .475    

28-32  760  39 .6% 97 48 .5% 2 .277  *  

33-37  181  9 .4% 9  4 .5% -2 .106  *  

38-42  23  1 .2% 2  1 .0% -0 .227    

43-47  12  0 .6% 0  0 .0% -0 .991    

48-52  12  0 .6% 0  0 .0% -0 .991    

53-57  -  -  -  -      

58-62  -  -  -  -      

63-  -  -  -  -      

Tota l  1920    200        

Years  o f  

Serv ice  

-1 y 548  29 .7% 60 30 .0% 0 .081    

1 -2 y 476  25 .8% 49 24 .5% -0 .371    

2 -3 y 268  14 .5% 30 15 .0% 0 .168    

3 -4 y 77  4 .2% 10 5 .0% 0 .516    

4 -5 y 86  4 .7% 9  4 .5% -0 .096    

5 -6 y 100  5 .4% 10 5 .0% -0 .232    

6 -7 y 89  4 .8% 12 6 .0% 0 .686    

7 -8 y 79  4 .3% 8  4 .0% -0 .174    

8 -9 y 88  4 .8% 9  4 .5% -0 .158    

9y-  34  1 .8% 3  1 .5% -0 .318    

Tota l  1845    200        

Educat ion  

6y 9  0 .5% 4  2 .0% 2 .800  *  

9y 332  17 .3% 14 7 .0% -3 .399  *  

12y 1091  56 .8% 109 54 .5% -0 .586    

16y 469  24 .4% 73 36 .5% 3 .510  *  

Others  19  1 .0% 0  0 .0% -1 .249    

Tota l  1920    200        

      *S igni f i cant  d i f ference  i s  found  wi th  .05  (5%) s igni f i cant  l evel .  

            Source:  Au thor’s  ca l cu l a t ion   
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Table4 .2  Hypothes is  Tests  f or  LION’s  populat ion  proport ion  

I t em  N N Z value  

Gender  

Male  478  46 .6% 61 39 .1% -1 .886    

Female  547  53 .4% 95 60 .9% 1 .886    

Tota l  1025    156        

Age  

18-22  14  1 .4% 3  1 .9% 0 .600    

23-27  121  11 .8% 19 12 .2% 0 .145    

28-32  194  18 .9% 29 18 .6% -0 .107    

33-37  224  21 .9% 32 20 .5% -0 .405    

38-42  155  15 .1% 27 17 .3% 0 .762    

43-47  117  11 .4% 16 10 .3% -0 .455    

48-52  99  9 .7% 18 11 .5% 0 .795    

53-57  79  7 .7% 9  5 .8% -0 .908    

58-62  17  1 .7% 3  1 .9% 0 .259    

63-  5  0 .5% 0  0 .0% -0 .874    

Tota l  1025    156        

Years  o f  

Serv ice  

-1 y 231  22 .5% 10 6 .4% -4 .821  *  

1-2 y 136  13 .3% 5  3 .2% -3 .705  *  

2-3 y 58  5 .7% 5  3 .2% -1 .326    

3 -4 y 63  6 .1% 7  4 .5% -0 .863    

4 -5 y 36  3 .5% 6  3 .8% 0 .227    

5 -6 y 28  2 .7% 4  2 .6% -0 .128    

6 -7 y 29  2 .8% 9  5 .8% 2 .215  *  

7-8 y 14  1 .4% 5  3 .2% 1 .979  *  

8-9 y 18  1 .8% 4  2 .6% 0 .768    

9y-  412   40 .2% 101 64 .7% 6 .254  *  

Tota l  1025    156        

Educat ion  

6y 177  17 .3% 9  5 .8% -3 .800  *  

9y 108  10 .5% 5  3 .2% -2 .982  *  

12y 128  12 .5% 10 6 .4% -2 .296  *  

16y 502  49 .0% 132 84 .6% 8 .905  *  

Others  110  10 .7% 0  0 .0% -4 .331  *  

Tota l  1025    156        

*S igni f icant  d i f fe rence  i s  found wi th  . 05  (5%) s igni f icant  l evel .  

          Source:  Author’s  ca lcu l a t ion  
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In  regards  to  tab l e  4 .1 ,  a  s igni f i cant  d i f fe rence  was  found in  

the  a reas  o f  age  and  edu cat ion  l evel ,  ind icat ing  that  the  nu l l  

hypothes i s  fo r  them is  re j ec t ed .  Focus ing on  the  age  d i s t r i but ion ,  

emplo yees  28 -32  years  o ld  were  over - sampled  and  33 -37  years  o ld  

were  under -sampled .  One  poss ib l e  r eason  fo r  the  d i f ference  i s  

because  the  recru i tment  fo r  emplo yees  28 -32  years  o ld  had  been  

made jus t  be fore  the  ques t ionnai re  was  d i s t r ibuted  a t  NOK and 

some emplo yees  aged  33 -37  years  o ld  had  res igned .   

In  te rms  of  the  educat ion  level ,  emplo yees  who had  6  years  

and  16  years  of  educat ion  were  over -sampled  whi l e  those  wi th  9  

years  were  under -sampled .  A  cause  fo r  the  d i f fe rence  could  be  the  

l imi ta t ion  of  the  random dis t r ibut ion .  Al though so f tware  for  

random sel ec t ion  was  used ,  some employees  were  not  in  t he  of f ice  

for  reasons  such  as  a  bus iness  t r ip ,  pe rsonal  l eave ,  e tc ,  resu l t ing in  

the  d i s t r ibut ion  to  o ther  emplo yees  d i sc re te l y se l ec t ed  b y the  

human resources  depar tment  a t  NOK.  

Regarding t ab le  4 .2 ,  a  s igni f icant  d i f fe ren ce  was  found in  the  

areas  o f  years  o f  se rv ice  and  educat ion  level ,  r esu l t ing in  t hat  the  

nul l  h ypothes i s  i s  r e jec ted  and  the  a l te rnat ive  h ypothes i s  i s  

accepted .  Cons ider ing years  of  s erv i ce ,  the  sample  rep resent ing 

emplo yees  who have less  t han  1  year  o f  se rv ice  and  1  to  2  years  

were  under -sampled  whereas  the  sample  rep resent ing employees  

who have 6  to  7  years ,  7  to  8  years ,  and  over  9  years  were  over -

sampled .  One poss ib le  r eason  fo r  the  d i f fe rence  i s  because  

emplo yees  wi th  less  than  2  years  o f  s erv ice  had  a  l imi ted  amount  

of  t ime to  answer  the  ques t ionnai re  due  to  res t r ic t ions ,  e speci a l l y 

in  a  f ac tor y.  Compared  wi th  emplo yees  in  the  o ff i ce ,  employees  i n  
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the  product ion  l ine  a t  a  fac tor y have more  l imi t a t ions  on  th ings  

they can  do  o th er  than  thei r  rout ine  dut ies  dur ing working hour s .  

Converse l y,  emplo yees  who have cer t a i n  years  o f  s erv i ce  t end  to  

be  avai l ab le  to  do  such  th ings ,  inc luding answer ing the  

ques t ionnai re .   

In  te rms  of  the  educat ion  level ,  emplo yees  who have 6 ,  9 ,  

and  12  yea rs  and  o ther ,  l ess  common amounts  were  under - sampled  

whi le  those  wi th  16  years  were  over -sampled .  One cause  for  the  

d i f ference  could  be  a t t r ibuted  to  the  l imi ta t ion  of  t he  random 

dis t r ibut ion .  Al though sof tware  for  random selec t ion  was  used ,  

some emplo yees  were  not  in  the  of f ice  for  reasons  such  as  a  

bus iness  t r ip ,  personal  l eave ,  e t c ,  resu l t ing in  the  d i s t r ibut ion  to  

o ther  emplo yees  d i scre te l y se lec ted  b y the  human resource s  

depar tment  a t  LION .  

 

4 .3  Relat ion  between Job Sat i s fact ion ,  Absenteeism,  and  the 

Happy Workplace  Program  

In  order  to  tes t  h ypotheses  among each  var i ab le ,  c ross tabs  

for  NOK and  LION were  conducted  separa te l y over  three  a reas ,  

focus ing  on  the  resu l t s  of  a  ch i -square  tes t ,  which  shows  a  

s igni f icance  o f  les s  than  .05  (5%).  The  res idual  value  found f rom 

the  se l ec t ed  cross t ab  resu l t s  i s  a l so  ana lyzed  to  unders t and  what  

the  value  rep resents  s ta t i s t i ca l l y .  

 

4.3 .1  Analys i s  of  NOK’s  data  

The cross t ab  to  be  anal yzed  i s  composed  of  the  three  a reas  of  

sa lary ,  absenteeism,  and f requency o f  par t ic ipat ion  in  t he  happy 
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re lax  program (here inaf t er  re fe r red  to  as  happy  re lax  f requency )  

and  are  anal yzed  as  in teres t ing se t s  o f  var i ab les  fo r  the  cross tabs .  

Salary  i s  composed  of  “Low”,  “Middle” ,  “High” and  “Ver y High”.  

Absenteeism  i s  def ined  as  the  number  o f  days  an  emplo yee  was  

absent  f rom work  and  i s  ca tegor ized  in to  “No”,  “Low”,  “Middle” ,  

and  “High”.  Happy  re lax  f r equency  i s  c lass i f ied  in to  “No”,  “Low”,  

“Middle”  and  “High” which  rep resents  how of t en  emplo yees  

par t i c ipat e  in  the  happ y re l ax  program.  The chi -square  t es t  wi th  

the  c ross t abs  yi e lds  the  fo l lowing resu l t s .  

S ince  the  s igni f icance  o f  the  ch i -square  tes t  in  ver y h igh  

rep resents  .832  (83 .2%),  which  la rgel y exceeds  .05  (5%),  t he  tes t  

resu l t s  are  not  cons idered  to  be  s igni f i cant .  Converse l y,  the  tes t  

ind icat es  the  s igni f i cance  of  . 029  (2 .9%),  .012(1 .2%),  and  

.006(0 .6%)  in  low,  middle ,  and  h igh  respect ivel y,  l eading to  

fur ther  anal ys i s  of  t he  res idual  value  to  f ind  what  the  value  

rep resents .   

The emplo yees  who  have a  low sa la r y and  never  pa r t ic ipated  

in  the  happ y re l ax  program produces  a  r es idual  value  o f  4 .7  in  h igh  

absenteeism,  whi l e  those  who have low,  middle  and  h igh  

par t i c ipat ion  in  the  program come to  1 .4 ,  2 .2 ,  and  2 .1  respect ivel y 

in  no  absenteeism.    

Among the  emplo yees  wi th  middle  sa la r y,  the  pos i t ive  

res idual  value  i s  found to  be  7 .3  in  no  par t i c ipat ion  and  h igh  

absenteeism.  Whi le  there  were  no  employees  wi thout  an y 

par t i c ipat ion  in  the  program,  those  wi th  low par t ic ipat ion  have a  

pos i t ive  res idual  va lue  of  1 .3  in  h igh  absenteeism.   
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According  to  the  anal ys i s  above ,  i t  cou ld  be  concluded  tha t  

regard l ess  o f  the  sa lar y l evel ,  the  absenteeism i s  l ike l y to  be  

af fec ted  b y the  f requency of  t he  happ y re lax  program.   

 

    Table  4 .3  Resul t s  of  the  Chi -Square  Tes t  1  a t  NOK  

Var i ab le :  Sala r y,  Absenteeism,  and  Happy Relax  Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Low 5 .512  .029  (2 .9%)  9 

     Middle  24 .134  .012  (1 .2%) 9 

High  5 .512  .006  (0 .6%)  9 

Ver y High  2 .134  .832  (83 .2%)  9  

    Source:  Author’s  ca l cu la t ion  

 

Fur thermore ,  a  combinat ion  o f  mar i ta l  s ta tus ,  f requency o f  

happ y bod y p rogram and job  sa t i s fac t ion  shows  a  remarkable  resu l t .  

The chi -square  t es t  produces  the  fo l lowing resu l t s .   

S ince  the  s igni f icance  in  mar r ied  employees  comes  to  .344  

(34 .4%),  i t  i s  no t  cons idered  to  be  a  s igni f icant  d i f ference  among 

them whi l e  the  s ign i f icance  in  s ingle  employees  ca lcu la tes  to  .012  

(1 .2%),  which  i s  cons idered  to  be  s igni f ica nt .  S ingle  employees  

wi th  no  par t i c ipat ion  in  the  happ y bod y program show a  pos i t ive  

res idual  value  of  3 .7  and  6 .1  in  low and middle  job  sa t i s fac t ion ,  

ind icat ing  that  the y are  more  l ike l y to  have  lower  job  sa t i s fac t ion  

than  those  who par t ic ipat e  in  the  pro gram.   

Regarding the  res idual  value  in  h igh  job  sa t i s fac t ion ,  the  

pos i t ive  values  of  5 .9 ,  3 .0 ,  and  1 .0  are  shown in  low,  midd le ,  and  

h igh  par t ic ipat ion  respect ivel y.  The resu l t  could  be  though t  of  as  
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s ta t i s t i ca l l y suf f ic i en t  to  s t a te  tha t  the  par t i c ipat ion  level  in  the  

happ y bod y p rogram af fect s  job  sa t i s fac t ion .    

      As  a  conclus ion ,  s ingle  emplo yees  a t  NOK who have no  

par t i c ipat ion  in  the  happ y bod y p rogram are  more  l ike l y to  have 

lower  job  sa t i s fac t ion  than  those  who par t ic ipat e  in  i t .  S igni f icant  

d i f ference  among marr i ed  emplo yees  i s  not  found in  th i s  cross tab .  

 

    Table  4 .4  Resul t s  of  the  Chi -Square  Tes t  2  a t  NOK 

Variable: Marital Status, Job Satisfaction, and Happy Body Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Single  16 .432  .012  (1 .2%) 6 

Mar r ied  6 .755  .344  (34 .4%)  6  

  Source:  Author ’s  ca l cu la t ion    

  

       The las t  ch i -square  tes t  of  the  va r iab le  areas  of  mar i ta l  s t a tus ,  

absenteeism ,  and  happy re lax  f r equency  a l so  yi e lds  in t eres t ing 

resu l t s  in  the  cross t ab .   

      S ingle  emplo yees  wi th  no  or  low par t ic ipat ion  in  the  happ y 

re lax  program show a  pos i t ive  res idual  value  of  6 .9  and  1 .4  in  h igh  

and  middle  absenteeism respect ivel y ,  whi le  the  emplo yees  wi th  

h igh  par t ic ipat ion  come to  2 .3  and  1 .5  i n  no  and  low absenteeism.   

      Moreover ,  a l though the  marr ied  employees  wi th  h igh ,  middle ,  

and  low par t ic ipat ion  show a  pos i t ive  res idual  value  of  3 .7 ,  0 .8 ,  

and  0 .3  in  no  absen teeism,  mar r ied  employees  wi th  no  par t ic ipat ion  

in  the  p rogram show 5 .6  in  h igh  absen teeism .   

      As  a  conclus ion ,  par t i c ipat ion  in  the  happ y re lax  progra m 

affect s  the  absentee ism of  both  s ingle  and  mar r ied  emplo yees  a t  
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NOK.  Most  notabl y,  no  par t ic ipat ion  c l ea r l y resu l t s  in  h igh  

absenteeism fo r  both  and  therefore ,  the  happ y re l ax  program is  a  

fac tor  in  af fec t ing absenteeism at  NOK.  

 

   Table  4 .5  Resul t s  of  the  Chi -Square  Tes t  3  a t  NOK  

Variable: Marital Status, Absenteeism, and Happy Relax Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Single  23 .522  .005  (0 .5%)  9 

Mar r ied  17 .591  .040  (4 .0%)  9 

   Source:  Author ’s  ca l cu la t ion  

 

4 .3 .2  Analys i s  of  LION’s  data  

The th ree  var i ab le  a reas  the  anal ys i s  i s  composed  of  a re  

gender ,  absenteeism,  and f r equency o f  par t ic ipat ion  in  the  happy 

re lax  program (here inaf t er  re fe r red  to  as  happy  re lax  f requency ) .  

They are  anal yzed  as  in tere s t ing se t s  o f  the  var i ab les  for  the  

cross t ab  and  chi -square  anal ys i s .  Gender  i s  composed  of  “Male”  or  

“Female” .  Absentee ism  i s  de f ined  as  the  number  o f  days  an  

emplo yee was  absen t  f rom work  and  i s  ca t e gor ized  in to  “No”,  

“Low”,  “Middle” ,  and  “High”.  Happy r e lax  f r equency  i s  c l ass i f i ed  

in to  “No”,  “Low”,  “Middle”  and  “High”  which  represents  how 

of ten  emplo yees  pa r t ic ipat e  in  the  happy re l ax  program.   

S ince  the  s igni f icance  o f  the  ch i -square  tes t  fo r  males  

rep resents  .788  (78 .8%) ,  which  la rgel y exceeds  .05  (5%) ,  t he  tes t  

resu l t s  are  not  cons idered  to  be  s t a t i s t i ca l l y s igni f icant .  

Converse l y,  the  t es t  ind icat es  a  s igni f icance  o f  .004  (0 .4%)  for  
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females ,  l eading to  fur ther  anal ys i s  of  t he  res idual  value  to  f ind  

what  the  value  represent s .  

Cons ider ing  the  res idual  v alue ,  f emale  emplo yees  who have 

never  par t i c ipat ed  in  the  happ y re l ax  program have a  r es idual  value  

of  6 .1  in  the  ca tegor y of  h igh  absenteei sm ,  whi le  t hose  who have a  

h igh  f requency of  par t ic ipat ion  in  the  p rogram come to  1 .0  and  1 .3  

in  the  ca t egor i es  o f  no  and  low absenteeism respect ivel y.  S ince  

female  emplo yees  who have low and  middle  par t i c ipat ion  have  

pos i t ive  res idual  va lue  in  no ,  low,  and  middle  absenteeism ,  fur ther  

deta i l ed  anal ys i s  might  be  necessar y to  f ind  the  cause .  However ,  in  

terms  o f  the  resu l t s  f rom those  who have no  and  h igh  par t ic ipat ion ,  

i t  i s  reasonabl e  t o  conclude that  f emale  emplo yees  a t  LION who 

have  h igh  happy re lax  f requency  are  more  l ike l y to  have  l ess  or  no  

absenteeism ,  whereas  the re  i s  not  a  s igni f icant  e f fec t  on  male  

emplo yees .  The chi -square  tes t  wi th  the  c ross tabs  yie lds  t he  

fo l lowing resu l t s .  

 

Table  4 .6  Resul t s  o f  the  Chi -Square  Tes t  1  a t  LION  

Var i ables :  Gender ,  Absenteeism,  and  Happ y Relax  Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Male  5 .512  .788  (78 .8%)  9  

Female  24 .134  .004  (0 .4%)  9 

   Source:  Author ’s  ca l cu la t ion  

 

The  nex t  var i ab le  combinat ion  cons is t s  of  gender ,  

absenteeism,  and f r equency o f  par t i c ipat ion  in  the  happy body 

program ,  (here ina f t er  re fe r red  to  as  happy body f r equency ) .  
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In te res t ing  resu l t s  a re  a l so  found th rough the  cros s tab  analys i s .  

The chi -square  t es t  produces  the  fo l lowing resu l t s  s ta t ed  in  Table  

4 .7 .  

S ince  the  s igni f icance  for  females  comes  to  .212  (21 .2%),  i t  

i s  no t  cons idered  to  be  a  s igni f i cant  d i f ference  among the  female  

emplo yees ,  whi le  t h e  s igni f i cance  fo r  males  i s  ca l cu l a ted  a t  .009  

(9%) ,  which  i s  cons idered  to  be  s t a t i s t i ca l l y s igni f icant .  M ale  

emplo yees  wi thout  happy body f r equency  have  a  pos i t ive  res idual  

value  of  6 .8  in  h igh  absenteeism,  indicat ing that  they a re  more  

l ike l y to  have  h i gher  absenteeism than  those  who par t ic ipat e  in  the  

happ y bod y p rogram.   

In  regards  to  the  res idual  value  of  no  absenteeism,  the  

pos i t ive  values  of  1 .6 ,  3 .7 ,  and  .6  a re  found in  low,  middle ,  and  

h igh  par t ic ipat ion  respect ivel y.  I t  would  be  s t a t i s t i ca l l y rea sonable  

to  c la im that  happy body f r equency  wou ld  af fec t  absenteeism.    

As  a  conclus ion ,  male  emplo yees  a t  LION  who have  no  happy 

body f r equency  a re  more  l ike l y to  have a  h igher  absenteeism ra t e  

than  those  who have i t .  S igni f i cant  d i f ference  among female  

emplo yees  i s  not  found in  th e  c ross tab .   

 

Table  4 .7  Resul t s  o f  the  Chi -Square  Tes t  2  a t  LION  

Var i ab le :  Gender ,  Absenteeism,  and  Happ y Bod y Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Male  22 .028  .009  (0 .9%)  9 

Female  12 .030  .212  (21 .2%)  9  

    Source:  Author’s  ca l cu la t ion  
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    Cons ider ing  the  combinat ion  o f  mari ta l  s ta tus ,  job  

sa t i s fact ion ,  and  happy body f r equency ,  in teres t ing  resu l t s  are  a l so  

found th rough  the  c ross tab  anal ys i s .  S imi lar  to  the  p revious  

anal ys i s ,  the  ch i -square  tes t  yi e lds  t he  f o l lowing resu l t s .  

S ingle  emplo yees  wi thout  happy body f requency have a  

pos i t ive  res idual  va lue  of  1 .8  and  3 .0  i n  low and h igh  job  

sa t i s fac t ion  respect ivel y ,  whi le  the  employees  wi th  happy  body 

f requency  have  a  va lue  of  4 .8  in  middle  job  sa t i s fac t ion .  In  the  

case  of  marr ied  employees ,  those  who have  no  par t i c ipat ion  in  the  

happ y bod y p rogram scored  3 .2  in  low job  sa t i s fac t ion  a l though 

those  who par t ic ipa ted  in  i t  s cored  1 .2  and  2 .0  in  middle  and  h igh  

job  sa t i s fac t ion .   

As  a  conclus ion ,  t he  resu l t s  for  s ingle  emplo yees  a t  LION  

show that  cer t a in  employees  have h igh  job  sa t i s fac t ion  even  though 

they do  not  par t ic ipate  in  t he  happ y body program ,  cont radic tor y to  

the  h ypothes i s  s t a ted  in  th i s  paper .  However ,  for  marr ied  

emplo yees ,  the  par t ic ipat ion  in  the  program pos i t ive l y af fec t s  job  

sa t i s fac t ion .  

 

    Table  4 .8  Resul t s  of  the  Chi -Square  Tes t  3  a t  LION  

Variable: Marital Status, Job Satisfaction, and Happy Body Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Single  6.068  .048  (4 .8%) 2 

Mar r ied  7 .473  .024  (2 .4%) 2 

    Source:  Authors ’  ca l cu la t ion  
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4.3 .3  Summary of  cross tab  and qui -square tes t  

 The fo l lowing tab l es  4 .9  and  4 .10  a re  a  summar y of  cross tab  

and  qui -square  tes t  shown befo re ,  focus ing on  the  resu l t s  o f  a  ch i -

square  t es t ,  which  shows a  s igni f i canc e  of  les s  than  .05  (5%).   

 

Table  4 .9  Summar y of  C ross t abs  and  Ch i -Square  Tes t  a t  LION  

1  

Var i ab le  Combinat ion:  

Gender ,  Absenteeism,  and  Happ y Relax  Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Male  5 .512  .788  (78 .8%)  9  

Female  24 .134  .004  (0 .4%)  9 

Summar y:   

Female  emplo yees  a t  LION,  who par t ic ipate  in  the  

Happy  Relax  Program ,  a re  more  l ike l y to  have lower  

absenteeism  than  those  who do  not  pa r t ic ipat e  in  i t .  

2  

Var i ab le  Combinat ion:  

Gender ,  Absenteeism,  and  Happ y Bod y Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Male  22 .028  .009  (0 .9%)  9 

Female  12 .030  .212  (21 .2%)  9  

Summar y:  

Male  emplo yees  a t  LION,  who  par t ic ipated  in  the  

Happy  Body Program ,  a re  more  l ike l y to  have lower  

absenteeism than  those  who do  not  pa r t ic ipat ed  in  i t .  

3  

Var i ab le  Combinat ion:   

Marital Status, Job Satisfaction, and Happy Body Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Single  6 .068  .048  (4 .8%)  2 

Mar r ied  7 .473  .024  (2 .4%)  2 

Summar y:  

Both  s ingle  and  mar r ied  emplo yees  a t  LION,  who 

par t i c ipat e  i n  the  Happy Body Program ,  a re  more  l ike l y to  

have  h igher  job  sa t i s fac t ion  than  those  who do  not  

par t i c ipat e  in  i t .  

Source:  Author’s  ca lcu la t ion  
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Table  4 .10  Summary o f  C ross tabs  and  Chi -Square  T es t  a t  NOK  

1  

Variable Combination: 

Marital Status, Job Satisfaction, and Happy Body Frequency 

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Single  16 .432  .012  (1 .2%)  6 

Mar r ied  6 .755  .344  (34 .4%)  6  

Summar y:   

S ingle  emplo yees  a t  NOK,  who par t ic ipate  in  t he  

Happy  Body Program ,  a re  more  l ike l y to  have h igher  j ob  

sa t i s fac t ion  than  those  who do  not  pa r t ic ipat e  in  i t .  

2  

Var i ab le  Combinat ion:  

Mar i ta l  S ta tus ,  Absenteeism,  and  Happy Relax  Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Single  23 .522  .005  (0 .5%)  9 

  Mar r ied  17 .591  .040  (4 .0%)  9 

Summar y:  

Both  s ingle  and  mar r ied  emplo yees  a t  NOK,  who 

par t i c ipat ed  in  the  Happy  Relax  Program ,  a re  more  l ike l y 

to  have lower  absen teeism than  those  who do  not  

par t i c ipat ed  in  i t .  

3  

Var i ab le  Combinat ion:   

Salar y,  Absenteeism,  and  Happ y Relax  Frequency  

 Chi -Square  S igni f i cance  
Degree  of  

Freedom  

Low 5 .512  .029  (2 .9%)  9 

Middle  24.134  .012  (1 .2%)  9 

High  5 .512  .006  (0 .6%)  9 

Ver y 

High  
2 .134  .832  (83 .2%)  9  

Summar y:  

Emplo yees  a t  NOK,  who have  low,  middle ,  and  h igh  

sa la r y and  par t ic ipa te  in  the  Happy Relax  Program ,  a re  

more  l ike l y to  have lower  absenteeism than  those  who do  

not  pa r t ic ipate  in  i t .  

Source :  Author’s  ca lcu la t ion  
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4.4  Analys i s  us ing  Econometri c  Model s  

 As  s ta t ed  in  chapte r  3 ,  equat ion ,  va r iab le  and  h ypothes i s  for  

each  econometr i c  model  a re  found to  be  in  the  fo l lowing.  

 

The Logi t  Model  

 

 

Mul t ip le  Regres s ion  Model  

  Y 1 i  = β 0 +β 1 Xg e n +β 2 Xm a r +β 3 X a g e +β 4 X e d u +β 5 Xd e p +           (4 .2)  

        β 6 X s a l +β 7 X s e y+β 8 Xh b _ f u l l +β 9 Xh r _ f u l l +β 1 0 X a b s +μ 1 i  

 

Y 2 i  = β 0 +β 1 Xg e n +β 2 Xm a r +β 3 X a g e +β 4 X e d u +β 5 Xd e p +            (4 .3)  

         β 6 X s a l +β 7 X s e y+β 8 Xh b _ f u l l +β 9 X h r _ f u l l +β 1 1 X j o s +μ 2 i  

 

S imul taneous  Equat ion  Me thod  

Y 1 i  =  β 0 +β 1 Xg e n +β 2 Xm a r +β 3 X a g e +β 4 X e d u +β 5 Xd e p +β 6 X s a l + (4 .4 )  

         β 7 X s e y+β 8 X h b _ f u l l +β 9 Xh r _ f u l l +μ 1 i  

 

 Y 2 i  =  β 1 0 +β 1 1 Y 1 i +μ 2 i                                                                         (4 .5)  

 

where  

  gen = a dummy variable indicating whether or not the subject’s gender 

  mar = a dummy variable indicating whether or not the subject get married  

age = a vector of covariance indicating the subject’s age 

edu = a vector of covariance indicating subject’s educational attainment  

β 0 +β 1 Xg e n +β 2 X m a r +β 3 X a g e +β 4 X e d u +β 5 Xd e p + 

β 6 X s a l +β 7 X s e y+β 8 Xh b _ f u l l +β 9 Xh r _ f u l l +μ i  

(4 .1)  
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dep = a dummy variable indicating whether or not the subject has dependent(s) 

sal = a vector of covariance indicating subject’s salary level  

sey = a vector of covariance indicating the subject’s years of service  

hb_full = a vector of covariance indicating subject’s frequency of  participation 

in the Happy Body Program. 

hr_full = a vector of covariance indicating subject’s frequency of participation 

in the Happy Relax Program. 

Y1i = Job satisfaction  

  abs = a vector of covariance indicating subject’s absent days  

Y2i = Absenteeism 

jos = a vector of covariance indicating subject’s job satisfaction 

 

4 .4 .1  Resul t s  of  the  Logi t  Models  

Logi t  model s  a re  employed to  anal yze  the  probabi l i t y of  

being more  than  5 .0  of  job  sa t i s fac t ion  which  i s  widel y v iewed as  

h igh  job  sa t i s fac t ion .  I t  i s  a  b inar y method us ing 0  or  1 ,  showing 0  

i f  job  sa t i s fac t ion  i s  5 .0  or  great er  and  1  i f  i t  i s  l ess  than  5 .0 .   

As  s ta t ed  in  t ab le  4 . 11 ,  models  1 -6  each  conta in  a  

coeff i c ien t ,  z -value ,  log l ike l ihood,  LR s ta t i s t i c ,  and  number  o f  

observat ions .  The f i rs t  two mode ls ,  1  and  2 ,  inc lude  356 

observat ions ,  cons i s t ing of  the  to t a l  number  o f  s ample  employees  

a t  bo th  NOK and LION.  The second two models ,  3  and  4 ,  cons is t  o f  

sample  emplo yees  f rom NOK onl y,  and  there  a re  200 observat ions .  

Models  5  and  6  only cons is t  o f  LION e mployees  wi th  156 

observat ions .  

One o f  the  most  in t eres t ing  f indings  o f  the  logi t  model s  i s  

tha t  happy re lax  f r equency  ( s ta t ed  as  HR_FULL  in  the  tab l e )  i s  
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cons idered  to  be  s t a t i s t i ca l l y s igni f ican t  in  each  model  1 -6 ,  

account ing for  a  p -value  l ess  than  .01  (1%) in  model s  1 ,  2 ,  and  6 ,  

as  wel l  as  a  p -value  less  than  .05  (5%) in  model s  3 -5 .  In  t e rms  of  

the  h ypothes i s  t es t ,  t h i s  f inding  i s  found to  be  s t a t i s t i ca l l y 

suff i c ien t  to  c l a im  that  nul l  h ypothes i s  2
9
 ( Job  Sat i s fac t ion  and  the  

Happy  Relax  Program )  i s  re j ec t ed  and  the  a l t ernat ive  h ypo thes i s  i s  

accepted  in  each  model  1 -6  in  t ab le  4 . 11 .   

Converse l y,  happy  body f r equency  ( s t a ted  as  HB_FULL  in  the  

tab le )  i s  onl y found  to  be  s t a t i s t i ca l l y s igni f icant  in  models  1 -4 .  

As  s ta t ed  above ,  models  1  and  2  make up  the  to t a l  sample  o f  both  

NOK and LION employees  whi l e  mode ls  3  and  4  onl y show sample  

emplo yees  a t  NOK.  In  regards  to  the  h ypothes i s  t es t ,  i t  cou ld  be  

concluded that  the  nul l  h ypothes i s  1
9
 ( Job  Sat i s fac t ion  and  Happy 

Body Program )  i s  r e jec ted  and  the  a l te rnat ive  h ypothes i s  i s  

accepted  in  models  1 -4  whi l e  the  nul l  hypothes i s  i s  accepted  in  

models  5  and  6 ,  which  cons is t  of  onl y LION emplo yees .  

Cons ider ing  o ther  i ndependent  va r iab l es ,  age  i s  cons idered  to  

be  s ta t i s t i ca l l y s ign i f icant  in  m odel  2 ,  rep resent ing the  to t a l  

number  of  s ample  employees ,  and  the  number  of  dependent s  i s  a l so  

s igni f icant  in  model  6 .  Other  socioeconomic var iab les  ( gender ,  

mar i ta l  s ta tus ,  educat ion  level ,  s a la r y,  and  years  o f  se rv ice )  do  not  

have  s igni f i cant  r esu l t s  in  these  models .  The cons t ant  i s  recorded  

as  s igni f i cant  in  model s  5  and  6 ,  which  only include sample  

emplo yees  a t  LION,  resu l t ing  in  a  p-value  of  l ess  than  .01  (1%).  

In  the  end ,  we can  see  f rom the  logi t  model s  tha t  HR_FULL  

i s  s ta t i s t i ca l l y s igni f icant  in  each  mode l  1 -6 ,  ind i ca t ing  tha t  the  

                                                 
9
 N u l l  h ypo thes e s  1 -5  a re  s t a t ed  in  chap te r  3 .3  (page  30 -32 ) .  
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nul l  h ypothes i s  i s  r e jec ted  and  the  a l te rnat ive  h ypothes i s  i s  

accepted  in  model s  1-6 .  However ,  HB_FULL  i s  on l y found  to  be  

s ta t i s t i ca l l y s igni f i cant  in  models  1 -4 ,  which  conta in  both  the  

combined  sample  and  the  sample  a t  NOK onl y.  S ince  HR_FULL  

p roved to  be  e f fec t ive  across  a l l  6  models ,  whereas  HB_FULL  on ly 

proved i t se l f  in  1 -4 ,  the  Happy Relax  Program  i s  l ike l y to  have  a  

broader  r ange  of  pos i t ive  impact  than  the  Happy Body  Program 

has .   

Age and  number  of  dependent s  a re  cons idered  to  be  

s ta t i s t i ca l l y s igni f i cant  in  model s  2  and  6  respect ivel y ,  a l t hough 

o ther  va r iab l es  such  as  s a lar y and  gender  are  not  cons idered  to  be  

so  in  an y model .   

Moreover ,  in  t erms  of  an  exponent i a l  d i s t r ibut ion ,  a  

probabi l i t y dens i t y funct ion  (PDF)  and  cumulat ive  d i s t r ibu t ion  

funct ion  (CDF) a re  ca l cu la t ed  as  they a re  regarded  as  an  index  to  

indicat e  a  probabi l i t y for  a  random var i ab le  to  take  on  a  given  

value  and  to  be  found a t  a  given  value  or  below i t .  As  poin ted  out  

above,  the  logi t  model  i s  a  b ina r y method us ing 0  or  1 ,  showing 0  

i f  job  sa t i s fac t ion  i s  5 .0  or  great er  and  1  i f  i t  i s  l ess  than  5 .0 .  

Average job  sa t i s fac t ion  of  a  s ample  of  356  emplo yees  in  t h i s  

resea rch  i s  5 .057  and  0 .1977of  λ  ( l ambda)  i s  ca lcu l a ted  as  wel l .  

Based  on  the  info rmat ion  above ,  a  probabi l i t y dens i t y 

funct ion  i s  approx imate l y0 .074 (7 .4%) ,  ind icat ing a  probabi l i t y for  

job  sa t i s fac t ion  to  t ake  on  5 .0 .  Converse l y,  ac cumulat ive  

d i s t r ibut ion  funct ion  i s  around 0 .628 (62 .8%),  desc r ib ing the  

probabi l i t y that  job  sa t i s fac t ion  i s  found a t  5 .0  or  l ess .  From the  

oppos i te  poin t  of  v i ew,  0 .362 (36 .2%) i s  thought  o f  as  the  



67 

 

probabi l i t y that  job  sa t i s fac t ion  i s  found a t  over  5 .0 .  According  to  

resu l t s  o f  the  logi t  model ,  age  i s  cons idered  to  be  s t a t i s t i ca l l y 

s igni f icant  in  model  2 ,  which  includes  the  to ta l  sample  of  both  

NOK and LION employees ,  r esu l t ing in  a  p -value  o f  l ess  t han  .05  

(5%).  One  poss ib le  reason  i s  tha t  the  employee  wo uld  be  ab le  to  be  

involved  to  a  job  wi th  more  respons ib i l i t y as  he/she  gets  o lder .  

S ince  i t  would  be  d i f f icu l t  fo r  young  employees  to  have such  job ,  

age  i s  cons idered  to  be  a  f ac to r  to  increase  job  sa t i s fac t ion  more  

than  5 .0 .  Another  perspect ive  i s  tha t  th e  emplo yee  would  obta in  

more  f reedom to  choose  thei r  own method of  working as  he/she  

gets  o lder .  This  cou ld  be  expla ined  b y Thai  cu l ture  and  socie t y 

where  people  respect  the  e lder l y.  Fur thermore ,  the  number  of  

dependents  i s  a l so  s igni f icant  in  model  6 ,  which  cons is t s  of  onl y 

LION emplo yees .  One of  the  reasons  i s  tha t  LION emplo yees  wi th  

more  dependents  a re  more  l ike l y to  fee l  a  sense  o f  respons ib i l i t y 

for  the i r  fami l y.  For  such  emplo yees ,  a  job  would  develop  thei r  

respons ib i l i t y,  which  increases  job  sa t i s fa c t ion .  

The fo l lowing l i s t  o f  abbrevia t ions  i s  u sed  in  each  t ab le  f rom 

th is  poin t  fo rward .     

 

  Lis t  o f  abbrevia t ions  in  each  t ab l e  

GEN:  
a  dumm y var i ab le  i ndicat ing  whether  o r  not  the  

subject ’s  gender  

MAR:  
a  dumm y var i ab le  i ndicat ing  whether  o r  not  the  

subject  get  mar r ied  

AGE:  a  vector  of  covar i ance  indicat ing the  subject ’s  age  

EDU:  
a  vector  of  covar i ance  indicat ing subjec t ’s  educat ional  

a t ta inment  

DEP:  a  dumm y var i ab le  i ndicat ing  whether  o r  not  the  
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subject  has  dependent (s )  

SAL:  a  vector  of  covar i ance  in dicat ing subjec t ’s  sa l ar y l evel  

SEY:  
a  vector  of  covar i ance  indicat ing the  subject ’s  year s  of  

serv i ce  

HB_FULL:  
a  vector  of  covar i ance  indicat ing subjec t ’s  f requency 

of  pa r t ic ipat ion  in  the  Happy Body  Program .  

HR_FULL:  
a  vector  of  covar i ance  indicat ing s ubjec t ’s  f requency 

of  pa r t ic ipat ion  in  the  Happy Relax  Program .  

J OS:  
a  vector  of  covar i ance  indicat ing subjec t ’s  job  

sa t i s fac t ion  

ABS:  a  vector  of  covar i ance  indicat ing subjec t ’s  absent  days  

 

According  to  theor y re l a ted  to  works i te  heal th  promot ion  

program,  each  coeff ic ien t ,  which  i s  beta ,  i s  h ypothes ized  in  the  

fo l lowing.   

 

β 1 >0;  β 2 >0;  β 3 >0;  β 4 >0;  β 5 >0;  β 6 >0;  β 7 >0;  β 8 >0;  β 9 >0  
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Table 4.11 Results of Binary Logit Models 1-6 

 

Note: Abbreviations of variable is explained in page 67.  

Source: Author’s calculation 
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4.4 .2  Resul t s  of  Mult ip le  Regress ion  Model   

Job  sa t i s fac t ion  i s  a nal yzed  th rough  the  mul t ip le  r egress ion  

method ,  cons is t ing of  f ive  models  to  s tudy the  s igni f i cance  of  each  

coeff i c ien t  as  wel l  as  the  models ’  goodness .  S ince  the  sample  of  

th i s  s tud y i s  composed  o f  NOK and LION,  the  anal yses  cover  th ree  

cases  in  to t a l ;  on e  anal ys i s  i s  p resent  for  each  f i rm and  a  t h i rd  one 

covers  both  combined .   

In  the  beginning  wherein  the  to ta l  s ample  i s  357 ,  as  s t a ted  in  

tab le  4 .12 ,  model  5  includes  absenteeism  (here inaf t er  re fe r red  to  as  

ABS )  as  an  independent  var i ab le  show ing the  l arges t  ad jus ted  R
 

square  o f  0 .3267  (32 .67%)  a l though i t  i s  no t  cons idered  to  be  

s ta t i s t i ca l l y s t rong.  In  a l l  model s ,  happy re lax  f r equency  a s  an  

independent  va r iab l e  has  a  s igni f i cant  e f fec t  on  job  sa t i s fac t ion ,  

which  i s  a  dependent  var i ab l e ,  showing a  p -value  o f  l ess  t han  0 .01  

(1%) or  0 .001  (0 .1%)  in  each  model  1 -5 .  This  f i nding indicat es  

tha t  the  nul l  h ypothes i s  2
9
 ( Job  Sat i s fac t ion  and  the  Happy  Relax  

Program )  s ta t ed  in  chapter  3  i s  r e jec ted  and  the  a l te rnat ive  

hypothes i s  i s  acce pted ,  account ing for  t he  fac t  t ha t  there  i s  a  

s igni f icant  d i f ference  between  job  sa t i s fac t ion  in  emplo yees  who  

par t i c ipat e  in  the  Happy Relax  Program  and  that  in  those  who do  

not  pa r t ic ipate  in  i t .  

Converse l y,  happy  body f r equency has  s igni f icant  r esu l t s  i n  

model s  1 -3  wi thout  ABS  and  in  5  wi th  ABS whi le  i t  does  not  have 

an y s igni f icant  r esu l t s  in  model  4  wi th  ABS .  In  te rms  of  the  

hypothes i s  t es t ,  in  model s  1 -3  and  5 ,  nul l  hypothes i s  1
9
 ( Job  

Sat i s fac t ion  and  the  Happy Body Progra m )  i s  re j ec t ed  and  the  

a l ternat ive  h ypothes i s  i s  accepted .  S ince  HB_FULL  does  not  have 
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s igni f icant  r esu l t s  i n  model  4 ,  the  nul l  hypothes i s  i s  accepted ,  

resu l t ing  in  the re  being no  s igni f i cant  d i f ference  between job  

sa t i s fac t ion  in  employees  who par t ic ipa te  in  the  Happy Body 

Program  and  that  in  those  who do  not  par t ic ipat e  in  i t .  

 Other  than  the  va r i ab le s  re l a ted  to  HB_FULL  and  HR_FULL  

s ta ted  above,  yea rs  of  se rv ice  and  age  a re  cons idered  to  have 

s ta t i s t i ca l l y s igni f i cant  resu l t s  in  each  model  1-5  and  1 -3  

respect ivel y.  Regarding  ye ars  of  s erv i ce ,  s ince  i t s  coeff i c i en t  i s  

negat ive ,  l ess  years  of  s erv i ce  could  l ead  to  more  job  sa t i s fac t ion  

a l though the  value  of  the  coef f ic i en t  would  be  ve r y low.  In  terms  

of  age ,  e lde r  employees  t end  to  have h igher  j ob  sa t i s fac t ion  in  

model s  1 -3 ,  which  exclude  ABS  as  an  independent  va r iab l e .  

 

Table 4.12 Regression Results of combined NOK and LION Job Satisfaction Model 

 

Note :  Abbrevia t ions  of  var i ab le  i s  expla ined  in  page 67 .   

Source:  Author’s  ca lcu la t ion  
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 The regress ion  resu l t s  of  the  NOK job  sa t i s fac t ion  anal ys i s  

rep resent  the  h ighes t  ad jus ted  R square  of  .3547 (35 .47%) in  model  

5 .  The  most  in te res t ing f inding  i s  tha t  HR_FULL  as  an  independent  

var i ab le  does  not  have a  s igni f icant  ef fec t  on  job  sa t i s fac t ion ,  

ind icat ing  that  nul l  hypothes i s  2
9
 ( Job  Sat i s fac t ion  and  the  Happy 

Relax  Program )  i s  accepted  in  model s  4  and  5  whi le  i t  i s  r e jec ted  

and  the  a l t ernat ive  hypothes i s  i s  accepted  in  model s  1 -3  wi thout  

ABS .  

Converse l y,  d i f ferent  f rom the  logi t  i n  tab l e  4 .11  and  the  

combined  model  in  tab le  4 .1 2 ,  HB_FULL  has  a  s igni f i cant  ef fec t  

on  job  sa t i s fac t ion  in  model  1 -5  each ,  r epresent ing  that  the  nul l  

hypothes i s  1
9
 ( Job  Sat i s fac t ion  and  Happy Body Program )  i s  

re jec ted  and  the  a l t erna t ive  h ypothes i s  i s  accepted  in  a l l  models .  

 In  te rms  o f  the  f i tness  of  r egress ion  model s ,  model  1 -3  

wi thout  the  ABS  yi e lds  the  low value  o f  the  ad jus ted  R square  f rom 

.1110 (11 .1%) to  . 1239 (12 .39%) ,  account ing  fo r  a  low f i t ness  o f  

the  model  a l though both  HB_FULL  and  HR_FULL  have  a  

s igni f icant  p robabi l i t y showing a  p -value  of  l ess  than  .01  (1%).  In  

th i s  contex t ,  i t  i s  reasonabl y poss ib l e  t o  say that  the  mul t i p le  

regress ion  model  wi thout  the  ABS  does  not  represent  a  good  f i tness  

of  the  model  t o  analyze  the  j ob  sa t i s fac t ion  a t  NOK and the  model  

wi th  the  ABS  shows  h igher  f i tness  o f  model  a l t hough HR_FULL  i s  

cons idered  to  be  no t  s igni f icant  independent  var i ab le  and  the  value  

of  the  ad jus t ed  R square  i t se l f  i s  even  not  so  h igh .  

Regarding the  ABS  as  an  independent  var iab le ,  i t  i s  

cons idered  to  be  s igni f icant  on  job  sa t i s fac t ion  in  model  4  and  5 ,  

showing a  p -value  o f  l ess  than  .001  (0 .1%).  S ince  the  coeff i c ien t  
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of  i t  i s  negat ive ,  i t  i s  recognized  that  l ess  ABS  could  lead  to  h igher  

job  sa t i s fac t ion ,  wh ich  i s  v i ewed a s  a  common recogni t ion  about  

the  co rre la t ion  of  them.  

 

Table  4 .13  Regress ion  Resul t s  o f  Job  Sat i s fac t ion  Model  for  NOK 

 

  Note :  Abbrevia t ions  of  var i ab le  i s  expla ined  in  page 67 .   

  Source:  Author ’s  ca l cu la t ion  

 

 Cons ider ing  the  regress ion  resu l t  o f  job  s a t i s fac t ion  mode l  a t  

LION,  overa l l  observat ion  cons idered  to  be  s imi l ar  to  prev ious  

ones .  The h ighes t  ad jus ted  R square  o f  .3428 (34 .28%)  i s  shown in  

model  5  wi th  the  ABS  as  an  independent  var i ab l e .  However ,  un l ike  

the  models  of  NOK,  o ther  independent  var i ab les  a l so  have 

s igni f icant  ef fec t s  on  job  sa t i s fac t ion  such  as  a  sa l ar y and  years  o f  

the  se rv ice ,  rep resent ing a  p -value  o f  l ess  than  .05  (5%) .   
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One unique f inding  i s  found in  the  s i tua t ion  where  the  

HB_FULL  has  no  s igni f icant  on  an y model s ,  r ep resent ing that  the  

happy body program  does  not  have  a  s igni f icant  e f fec t  on  job  

sa t i s fac t ion  fo r  LIO N emplo yees .  This  f inding  leads  to  the  

conclus ion  that  the  nul l  h ypothes i s  1
9
 ( Job  Sat i s fac t ion  and  Happy 

Body Program )  i s  accepted  in  mo del  1 -5  each ,  account ing for  tha t  

there  i s  no  s igni f i cant  d i f ference  between job  sa t i s fac t ion  of  the  

emplo yees  who par t ic ipat e  in  the  Happy Body Program and that  o f  

those  who do  not .  

 Cont ras t ivel y,  the  HR_FULL  i s  cons idered  to  be  s igni f icant  

in  model  1 -5  each ,  showing a  p -value  o f  l ess  than  .001  (0 .1%) in  

model  1 -3 ,  .01  (1%)  in  model  5  and  .05  (5%) in  model  4 .  In  terms  

of  the  h ypothes i s  t e s t ,  the  nul l  h ypothes i s  2
9
 ( Job  Sat i s fac t ion  and  

Happy  Relax  Program )  s t a ted  in  the  chapte r  3  i s  re j ec t ed  in  model  

1-5  each  and  the  a l t ernat ive  h ypothes i s  i s  accepted .  Compared  wi th  

the  f inding o f  NOK,  that  of  LION clear ly indicates  a  d i f ferent  

s igni f icance  o f  the  HB_FULL  f rom NOK,  concluding  that  t he  nul l  

hypothes i s  regard ing the  HB_FULL  i s  accepted  in  a l l  mode ls .  

Regarding the  ABS  as  an  independent  var iab le ,  as  s ame as  the  

f inding f rom NOK,  i t  i s  cons idered  to  be  s igni f i cant  on  job  

sa t i s fac t ion  in  model  4  and  5 ,  showing a  p -value  o f  l ess  t han  .001  

(0 .1%).  S ince  the  coef f ic i en t  of  i t  i s  negat iv e ,  i t  i s  recogn ized  that  

l ess  ABS  could  lead  to  h igher  job  sa t i s fac t ion ,  which  i s  v i ewed as  a  

common recogni t ion  about  t he  cor re l a t ion  of  them.  
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Table  4 .14  Regress ion  Resul t s  o f  Job  Sat i s fac t ion  Model  for  LION  

 

Note :  Abbrevia t ions  of  var i ab le  i s  expla in ed  in  page 67 .   

Source:  Author’s  ca lcu la t ion  

 

The ABS  i s  anal yzed  through  the  mul t ip le  r egress ion  mode l  

as  wel l  as  t he  job  sa t i s fac t ion .  As  s t a ted  in  the  chapte r  3 ,  t he  nul l  

hypothes i s  regard ing the  ABS i s  tha t  there  i s  no  s igni f i cant  

d i f ference  between ab senteeism of  the  emplo yees  wi th  h igh  job  

sa t i s fac t ion  and  tha t  of  those  wi th  low job  sa t i s fac t ion .  S ince  th i s  

resea rch  h ypothes ize s  that  j ob  sa t i s fac t ion  could  have  s t a t i s t i ca l l y 

s igni f icant  ef fec t  on  the  ABS ,  the  f i rs t  th ree  models  1 -3  in  each  

regress ion  includes  job  sa t i s fac t ion  as  an  independent  var i ab les .  

The regress ion  resu l t  o f  the  absenteeism model  inc luding 

both  NOK and LIO N  emplo yees  i s  analyzed ,  showing the  h ighes t  

ad jus ted  square  of  . 3549 (35 .49%)  in  model  3 .  Job  sa t i s fac t ion  

shows a  s igni f i cant  ef fec t ,  which  has  a  p -value  o f  l ess  than  .001  
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(0 .1%)  and  t -s t a t  o f  more  than  -5 .75 .  This  f inding could  lead  to  a  

conclus ion  that  nul l  hypothes i s  5
9
 ( Job  Sat i s fac t ion  and  

Absenteeism)  i s  r e j ec t ed  and  the  a l t ernat ive  h ypothes i s  i s  

accepted ,  ind icat ing  that  l ess  job  sa t i s fac t ion  resu l t s  in  h igher  

absenteeism.  

Fur thermore ,  the  HR_FULL  shows a  p-value  of  l ess  than  .001  

(0 .1%) in  model  1 -5  each  a l though a  t - s ta t  in  model  3  i s  cons idered  

to  be  low as  -0 .8 .  HB_FULL  r epresents  a  p-value  of  l ess  than  .01  

(1%) in  model  1 -3  and  .001  (0 .1%) in  model  4  and  5  respect ivel y 

a l though a  low t -s t a t  i s  shown in  model  3  as  s ame as  the  one of  

HR_FULL .  Regard ing o ther  independent  var i ab l es ,  s a lar y i s  

cons idered  to  be  s t a t i s t i ca l l y s igni f ican t  on  the  ABS ,  account ing 

for  a  p -value  o f  l es s  than  .05  (5%) in  model  1 ,  2 ,  4  and  5  as  wel l  

as  l ess  than  0 .01  (1%)  in  model  3 .  Age i s  a l so  recognized  as  a  

s igni f icant  independent  var i ab le ,  showing a  p -value  o f  l e s s  than  

.001  (0 .1%) in  model  4  and  5  and  l ess  t han  .05  (5%) in  model  1-3  

each .   

 

 

 

 

 

 

 

 

 

 



77 

 

 

Table 4.15 Regression Results of combined NOK and LION Absenteeism Model 

 

Note :  Abbrevia t ions  of  var i ab le  i s  expla ined  in  page 67 .   

Source:  Author’s  ca lcu la t ion  

 

 In  regards  to  a  case  of  NOK emplo yees  onl y ,  the  regress io n  

resu l t  o f  absenteei sm model  shows the  h igh es t  ad jus ted  R square  o f  

.3818 (38 .18%)  in  model  3  wi th  job  sa t i s fac t ion  as  an  independent  

var i ab le .  Fur thermore ,  in  model  1 -3 ,  job  sa t i s fac t ion  i s  cons idered  

to  be  s t a t i s t i ca l l y s igni f icant ,  showing a  p-value  of  l ess  than  .001  

(0 .1%) and  t -value  of  l ess  than  -8 .20 .  This  f inding  resu l t s  in  that  

the  nul l  h ypothes i s  5
9
 ( Job  Sat i s fac t ion  and  Absenteeism)  i s  

re jec ted  and  the  a l t ernat ive  h ypothes i s  i s  accepted .   

 Moreover ,  the  HR_FULL  i s  found to  be  s igni f i cant  in  model  

1-5  each ,  account ing for  a  p -value  o f  l ess  than  .01  (1%) o r  .001  

(0 .1%)  and  t -val e  o f  l ess  than  -3 .26 .  Converse l y,  t he  HB_FULL  i s  
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shown to  be  not  s igni f icant  var iab le  in  model  1 -3  whi l e  a  p -value  

of  l ess  than  .05  (5%) i s  ind icat ed  in  model  4  and  5  each .  Other  

socioeconomic independent  va r iab les  such  as  gender ,  mar i ta l  

s ta tus ,  age ,  e t c ,  a re  cons idered  to  be  not  s igni f icant  in  a l l  models .  

 

Table  4 .16  Regress ion  Resul t s  o f  Absen teeism Model  for  NOK  

 

    Note :  Abbrevia t ions  of  var i ab l e  i s  expla ined  in  page  67 .   

    Source:  Author’s  ca l cu la t ion  

 

Fur thermore ,  the  regress ion  resu l t  o f  absenteeism model  for  

LION emplo yees  on ly  shows d i f ferent  f indings  f rom previous  one s .  

The h ighes t  ad jus t ed  R square  of  .3628  (36 .28%)  i s  shown in  mode l  

3 .  S imi lar l y,  job  sa t i s fac t ion  of  LION employees  i s  cons idered  to  

be  s ta t i s t i ca l l y s ign i f icant ,  showing a  p -value  o f  .001  (0 .1%) and  

less  than  a  t -value  of  -5 .75  respect ively.  This  f i nding indicat es  

tha t  the  nul l  h ypothes i s  5
9
 ( Job  Sat i s fac t ion  and  Absenteei sm)  i s  
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re jec ted  an t  the  a l te rnat ive  h ypothes i s  i s  accepted ,  i nd icat ing that  

l ess  job  sa t i s fac t ion  resu l t s  i n  h igher  absenteeism.  

Di f ferent  f rom the  resu l t  a t  NOK,  the  HB_FULL  has  a  

s igni f icant  ef fec t  on  model  1 -5  each ,  r epresent ing  a  p-value  of  l ess  

than  .01  (1%)  whi le  the  HR_FULL  does  in  onl y model  4  and  5  wi th  

a  p-value  of  l ess  than  .01  (1%).   

Other  unique f indings  are  found to  be  in  sa la r y and  age ,  

account ing for  a  p -value  of  s a la r y showing less  than  .01  (1%) in  

model  1 ,  3 ,  and  5  and  less  than  .05  (5%)  in  model  2  and  4 .  

Al though i t  i s  cons idered  to  be  devia t ed  resu l t  f rom common 

recogni t ion  about  a  cor re l a t ion  between  sa la r y and  absenteeism,  i t  

shows that  emplo yees  wi th  h igher  sa l ary t end  to  have h igher  

absenteeism.   

 Moreover ,  a  p-value  of  age  shows  less  than  .001  (0 .1%) in  

model  5 ,  .01  (1%)  in  model  3  and  4 ,  and  .05  (5%)  in  model  5 ,  

ind icat ing  that  younger  emplo yees  t end  to  have h igher  absenteeism 

whi le  a  value  o f  coeff i c ien t  i s  ver y low.  This  f inding cou ld  be  

expla ined  b y that  e lder  emplo yees  have  more  respons ib i l i t y  and  

h igher  sa l ar y,  l eading to  h igh  mot ivat ion  and  l ess  absenteeism.   
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Table  4 .17  Regress ion  Resul t s  o f  Absen teeism Model  for  LION  

 

  Note :  Abbrevia t ions  of  v ar i ab le  i s  expla ined  in  page 67 .  

  Source:  Author ’s  ca l cu la t ion  

 

4.4 .3  Resul ts  of  S imul taneous  Equat ion  M ethod  (SEM)  

 Cons ider ing  the  regress ion  resu l t  o f  s imul taneous  equat ion  

model  fo r  both  NOK and  LION,  the  h ighes t  R  square  o f  .1689 

(16 .89%) in  equat ion  1  i s  shown in  model  1  a l t hough the  R squar e  

of  .3025 (30 .25%) in  equat ion  2  i s  not  changed in  model  1 -3 .   

 Fur thermore ,  in  t erms  of  independent  var i ab les ,  age ,  yea r s  of  

serv i ce ,  the  HB_FULL ,  and  the  HR_FULL  ind icate  a  s igni f icant  

ef fec t  on  job  sa t i s fac t ion  in  equat ion  1 .  Especia l l y,  the  HR_FULL  

has  a  p-value  of  l es s  than  .001  (0 .1%) in  model  1 -3  each  whi le  the  

HB_FULL  shows .001  (0 .1%) in  onl y model  2 .  In  t erms  o f  t he  

hypothes i s  t es t ,  the  nul l  h ypothes i s  1
9
 ( Job  Sat i s fac t ion  ( Y 1 )  and  

Happy  Body Program )  and  2
9
 ( Job  Sat i s fac t ion  ( Y 1 )  and  Happy 
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Relax  Program )  are  re j ec t ed  and  the  a l t ernat ive  h ypothes i s  i s  

accepted ,  ind icat ing  that  emplo yees  who par t i c ipate  the  Happy 

Body and Relax  Programs  a re  more  l ike ly to  have h igher  job  

sa t i s fac t ion .  Age i s  found to  be  s igni f i cant  in  model  1 -3  as  wel l ,  

rep resent ing a  p -value  of  l ess  than  .01  (1%)  as  wel l  a s  year s  of  

serv i ce  i s  cons idered  to  be  s igni f i cant  i n  model  1 -3 .   

 In  equat ion  2 ,  i t  i s  c lear l y shown that  j ob  sa t i s fac t ion  as  an  

independent  va r iab l e  has  a  s igni f i cant  e f fec t  on  absenteeism,  

account ing for  a  p -value  of  l ess  than  .001  (0 .1%)  and  t - s t a t  of  -

12 .39  in  model  1 -3 .  The f inding l eads  to  a  conclus ion  that  the  nul l  

hypothes i s  5
9
 ( Job  Sat i s fac t ion  and  Absenteeism)  i s  r e jec ted  and  

the  a l t ernat ive  h ypo thes i s  i s  accepted ,  i nd icat ing  that  l ess  j ob  

sa t i s fac t ion  resu l t s  in  h igher  absenteeism and v i ce  ve rsa .   

Table 4.18 Results of Simultaneous Equation Method for NOK and LION 

 

      Note :  Abbrevia t ions  of  var i ab le  i s  expla ined  in  page 67 .   

      Source:  Author ’s  ca lcu l a t ion  
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 In  regard  to  a  resu l t  o f  s ample  emplo yees  of  NOK,  unl ike  the  

previous  model ,  yea rs  of  se rv ice  i s  not  cons idered  to  be  

s ta t i s t i ca l l y s igni f i cant  because  i t  does  not  show a  p -value  of  l es s  

than  .05  (5%) .  

 Observ ing the  HB_FULL  as  an  independent  var i ab le  in  

equat ion  1 ,  a  s igni f icant  ef fec t  wi th  a  p-value  o f  l ess  than  .01  (1%)  

i s  shown in  a l l  models ,  l eading to  a  s igni f icant  e f fec t  on  job  

sa t i s fac t ion .  Fur the rmore ,  the  HR_FULL  shows a  s igni f i cant  p -

value  of  l ess  th an  . 001  (0 .1%)  and  .01  (1%)  as  wel l .  In  t erms  of  

o ther  independent  var iab les ,  no  s igni f icant  d i f fe rence  i s  shown in  

model  1-3  a l though the  cons tant  shows a  p-value  of  .001  (0 .1%).  

These  f indings  a re  cons idered  to  be  su ff ic i en t  to  s t a te  tha t  the  nul l  

hypothes i s  1
9
 ( Job  Sat i s fac t ion  (Y 1 )  and  Happy Body Program )  and  

2
9
 ( Job  Sat i s fac t ion  ( Y 1 )  and  Happy Relax  Program )  a re  re j ec t ed  

and  the  a l t ernat ive  hypotheses  are  accepted ,  ind icat ing  tha t  

emplo yees  who par t ic ipat e  the  Happy Body and Relax  Programs  a re  

more  l ike l y to  have h igher  job  sa t i s fac t ion .  

 Cons ider ing  equat ion  2 ,  as  same as  the  previous  model ,  the  

job  sa t i s fac t ion  as  an  independent  var i ab le  has  s ta t i s t i ca l l y  

s igni f icant  ef fec t  on  absenteeism,  rep r esent ing  a  p -value  of  l ess  

than  .001  (0 .1%) and  t -s ta t  o f  -12 .39 .  Therefo re ,  the  nul l  

hypothes i s  5
9
 ( Job  Sat i s fac t ion  and  Absenteeism)  i s  r e jec ted  and  

the  a l t ernat ive  h ypo thes i s  i s  accepted ,  i nd icat ing  that  l ess  j ob  

sa t i s fac t ion  resu l t s  in  h igher  absenteeism.   
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Table  4 .19  Resul t s  of  S imul taneous  Equat ion  Method  for  NOK 

 

      Note :  Abbrevia t ions  of  var i ab le  i s  expla ined  in  page 67 .   

      Source:  Author ’s  ca lcu l a t ion  

 

 Las t l y,  cons ider ing  a  r esu l t  o f  sample  employees  f rom  LIO N,  

the  h ighes t  R  square  of  .2349 (23 .49%)  in  equat ion  1  i s  found in  

model  1 .  An unique  f inding in  equat ion  1  i s  cons idered  to  be  that  

the  HB_FULL  has  no  s igni f i cant  ef fec t  on  job  sa t i s fac t ion  in  model  

1-3  each  whi l e  i t  does  in  the  case  of  NOK .  This  f inding  leads  to  a  

conclus ion  that  the  happy body program  does  not  work  wel l  in  

improving job  sa t i s fac t ion  a t  LION.  However ,  the  HR_FULL  shows 

s ta t i s t i ca l l y s igni f i cant  ef fec t  in  a l l  models ,  account ing  for  a  p-

value  of  l ess  than  .001  (0 .1%) .  In  terms  of  the  h ypot hes i s  t es t ,  the  

nul l  h ypothes i s  1
9
 ( Job  Sat i s fac t ion  ( Y 1 )  and  Happy Body Program )  

i s  accepted ,  i nd icat ing that  there  i s  no  s igni f icant  d i f ference  
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between job  sa t i s fac t ion  of  the  emplo yees  who par t i c ipat e  in  the  

Happy  Body Progr am and  that  o f  those  who do  not  pa r t ic ipate  in  i t .   

Converse l y,  the  nul l  hypothes i s  2
9
 ( Job  Sat i s fac t ion  ( Y 1 )  and  

Happy  Relax  Program )  i s  re j ec t ed  and  the  a l t ernat ive  h ypo theses  

are  accepted ,  ind ica t ing that  emplo yees  who par t i c ipat e  the  Happy 

Relax  Programs  a re  more  l ike l y to  have  h igher  job  sa t i s fac t ion .  

Fur thermore ,  age  i s  cons idered  to  be  a  s igni f icant  

independent  va r iab l e  in  a l l  models ,  showing a  p-value  of  l e ss  than  

.01  (1%) in  model  3  and  .05  (5%) in  model  1  and  2 .  Also ,  yea rs  of  

serv i ce  i s  cons idered  to  be  s t a t i s t i ca l l y s igni f icant  in  model  1 ,  

showing a  p-value  o f  l ess  than  .05  (5%) .  

  Cons ider ing  equat ion  2 ,  the  R square  of  .2737 (23 .37%)  i s  

shown in  a l l  models .  As  same as  p revious  two models ,  job  

sa t i s fac t ion  as  an  inde pendent  va r iab l e  has  s ta t i s t i ca l l y s igni f icant  

ef fec t  on  absenteeism  which  shows  the  larges t  va lue  o f  coeff ic i en t ,  

account ing for  -0 .7050 of  coef f ic ien t  and  -7 .62  of  t - s ta t  

respect ivel y.  In  th i s  contex t ,  therefo re ,  the  nul l  h ypothes i s  5
9
 ( Job  

Sat i s fac t ion  and  Absenteeism)  i s  r e jec ted  and  the  a l t ernat ive  

hypothes i s  i s  accepted ,  ind icat ing  that  h igher  job  sa t i s fac t ion  

resu l t s  in  less  absenteeism.  
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Table  4 .20  Resul t s  of  S imul taneous  Equat ion  Method  for  LION  

 

     Note :  Abbrevia t ions  of  var i ab l e  i s  expla ined  in  page  67 .   

     Source:  Author’ s  ca l cu la t ion  

 

4.4 .4  Summary of  each  model  and method  

Summarized  resu l t s  of  the  logi t  model ,  mul t ip le  r egress ion  

model  and  s imul taneous  equat ion  method are  s t a ted  in  tab l e  4 .19 ,  

s ta t ing wh ether  each  nul l  h ypothes i s  i s  re j ec t ed  o r  not .   

H1,  H2 ,  and  H5 s t a t ed  in  t ab le  4 .19  s t and  fo r  H ypothes i s  1
9
 

( Job  Sat i s fac t ion  and  the  Happy  Body Program ) ,  H ypothes i s  2
9
 

( Job  Sat i s fac t ion  and  the  Happy  Relax  Program )  and  H ypo thes i s  5
9
 

( Job  Sat i s fac t ion  and  Absenteeism)  respect ivel y.   
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Table  4 .21:  Summar ized  resu l t s  of  Each  Model  

The Logi t  

Combined 

n:356 

H1 H0 is rejected and H1 is accepted in models 1 and 2 

H2 H0 is rejected and H1 is accepted in models 1 and 2 

Other Age is considered to be significant in model 2 

NOK 

n:200 

H1 H0 is rejected and H1 is accepted in models 3 and 4 

H2 H0 is rejected and H1 is accepted in models 3 and 4 

 

LION 

n:156 

H1 H0 is accepted in models 5 and 6 

H2 H0 is rejected and H1 is accepted in models 5 and 6 

Other Dependent is considered to be significant in model 6 

Multiple Regression 

Combined 

   n:356 

H1 
H0 is rejected and H1 is accepted in model 1-3 and 5 

H0 is accepted in model 4 

H2 H0 is rejected and H1 is accepted in model 1-5 each 

H5 H0 is rejected and H1 is accepted in model 1-3 each 

NOK 

n:200 

H1 H0 is rejected and H1 is accepted in model 1-5 each 

H2 
H0 is rejected and H1 is accepted in model 1-3 

H0 is accepted in models 4 and 5 

H5 H0 is rejected and H1 is accepted in model 1-3 each 

LION 

n:156 

H1 H0 is accepted in model 1-5 each 

H2 H0 is rejected and H1 is accepted in model 1-5 each 

H5 H0 is rejected and H1 is accepted in model 1-3 each 

Simultaneous Equation Method 

Combined 

   n:356 

H1 
H0 is rejected and H1 is accepted in model 1-3 and 5 

H0 is accepted in model 4 

H2 H0 is rejected and H1 is accepted in model 1-5 each 

H5 H0 is rejected and H1 is accepted in model 1-3 each 

NOK 

n:200 

H1 H0 is rejected and H1 is accepted in model 1-5 each 

H2 
H0 is rejected and H1 is accepted in model 1-3 

H0 is accepted in models 4 and 5 

H5 H0 is rejected and H1 is accepted in model 1-3 each 

LION 

n:156 

H1 H0 is accepted in model 1-5 each 

H2 H0 is rejected and H1 is accepted in model 1-5 each 

H5 H0 is rejected and H1 is accepted in model 1-3 each 

Source:  Author ’s  ca lcu la t ion  
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4.5  Analys i s  of  Open -Response Quest ion  

An open- response  ques t ion  i s  asked  as  a  pa r t  o f  a  

ques t ionnai re  in  th i s  resea rch ,  co l lec t ing info rmat ion  re l a t ed  to  

Happy  Body  and  Happy Relax  a t  bo th  NOK and LION.  Compared  

wi th  a  response  ra te  for  a  mul t ip l e -choice  ques t ion ,  the  ra t e  fo r  an  

open- response  ques t ion  in  th i s  r esearch  i s  low as  same as  o ther  

t ypes  o f  r esearch  in  genera l .  However ,  emplo yees ’  answers
1 0

  to  

the  ques t ion  are  cons idered  to  be  usefu l  to  anal yse  what  employees  

th ink  of  regard ing Happy  Body  and  Happy Relax .  Al l  answers  are  

c lass i f ied  b y ca tegor y ,  cons is t ing o f  t ime res t r i c t ion ,  fac i l i t i es ,  

event  reques t ,  p rogram reques t ,  o ther  comments ,  and  appr ecia t ion .   

Almost  answers  a re  regarded  as  emplo yees ’  r eques t  and/or  

sugges t ion  re l a ted  to  Happy Body  and  Happy  Relax .   

Cons ider ing  the  case  of  NOK,  the  la rges t  number  of  

respondents  wrote  t hei r  comments  r egard ing a  t ime res t r ic t ion  such  

as  no t  enough  break  t ime,  a  program in  the  n ight  and  weekend and 

so  on .   Moreover ,  comments  r egard ing  fac i l i t i es  are  a l so  found in  

both  Happy Body  and  Happy Relax .  Almost  a l l  comments  are  

composed  of  employee ’s  r eques t  such  as  inc rease  of  spor t  

equipment ,  update  of  ka raoke s ong and  so  on .  Major  comments  

re la t ed  to  event  r eques t  inc lude a  month ly spor t  day,  annual  

compan y-sponsored  t r ip  and  so  on .  Converse l y,  in  regards  t o  

emplo yees  a t  LION,  comments  r e la t ed  to  a  t ime  res t r ic t ion  are  

cons idered  to  be  ve r y few.  Emplo yees ’  comments  re l a ted  to  

fac i l i t i es  are  s imi la r  to  those  a t  NOK such  as  r epai r  o f  a  spor t  

equipment ,  l ib rar y,  compute r  room and so  on .  Regarding p rogram 

                                                 
1 0

 A nswers  to  an  open -r e sponse  ques t ion  a re  i nc luded  in  A ppend ix  D .   
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reques t s  a t  LION,  a lmost  emplo yees  reques t s  a  va r ie t y of  program 

to  meet  a l l  genera t ion ’s  needs  f rom young to  o ld  emplo yees .  I t  i s  

un ique aspect  as  employees  a t  LION are  composed  of  twen t ies  to  

s ix t ies  though those  a t  NOK are  onl y twent ies  and  th i r t i es .  

 

Figure 4.1 Summary of answers to an open-response question at NOK 

 

Source:  Author ’s  ca lcu la t ion  

 

Figure 4.2 Summary of answers to an open-response question at LION 

 

 Source:  Author ’s  ca lcu la t ion  
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4.6  Comments  from Interview with  Management  

As a  b y-p roduct  of  th i s  resea rch ,  an  in t erv i ew wi th  

management  a t  NOK and  LION was  conducted  as  wel l .  

In te rv iewees  in  th i s  resea rc h  a re  Mr.  Surapong Supajan ya ,  Di recto r  

of  the  Human Resources  Depar tment  a t  NOK and Ms.  Kiewchai ,  

Di rector  of  the  Human Resource  Management  Sect ion  a t  LION 

respect ivel y.  They s ta te  tha t  the  Happ y Workplace  P rogram is  

regarded  a  fac to r  to  promote  menta l  and  ph ys ical  wel l -being of  

emplo yees ,  l eading to  a  r educt ion  o f  heal thcare  and  o ther  r e la ted  

cos t s .  Quant i t a t ive  anal ys i s  of  such  cos t s  i s  not  inc luded  in  

resea rch  object ives  of  th i s  s tud y.  However ,  comments  obta ined  

through an  in t erv i ew wi th  management  could  be  usefu l  in  the  rea l  

wor ld  o f  bus iness .  Moreover ,  a s  management s  are  a lways  

concerned  about  h ow to  use  compan y’s  l imi ted  resources  

ef fec t ivel y,  the i r  comments  tend  to  focus  on  cos t  r educt ion s  and  

cons idered  to  be  pos i t ive  about  the  Happy Workplace  Progra m.  

 

Table  4 .22:  Summar ized  comments  f rom an  in t erv i ew wi th  

management  a t  bo th  NOK and LION  

No. Improved Item Comments 

1 
Healthcare 

Cost 

As mental and physical well-being of employees is 

promoted by the Happy Workplace Program, 

healthcare cost at company expense is reduced. 

2 Absenteeism 
As the Happy Workplace Program leads to low  

absenteeism, the cost of absenteeism is decreased. 

3 Turnover 

As employers who provide a worksite program 

such as the Happy Workplace Program are viewed 

as having more concern for their employees and as 

a result reduce employee turnover. 

Source:  Author ’s  In terv i ew wi th  man agement  a t  NOK and LION  
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4.7  Discuss ion  

 The most  impor tan t  f inding obta ined  th rough the  foregoing  

empir i ca l  resu l t s  i n  th i s  s tud y i s  tha t  both  Happy Body (phys i cal  

exerc i se)  and  Happy Relax  ( re lax ing ac t iv i t i es )  are  s ta t i s t i ca l l y 

s igni f icant  and  p roved to  be  e f fec t ive  p rograms  to  increase  job  

sa t i s fac t ion  and  decrease  absenteeism ,  a l though wi th  minor  

except ions .  Two sample  f i rms  a re  se l ec ted  in  th i s  s tud y.  They  are  

Lion  Corporat ion  (Thai land)  Limi t ed ,  here ina f te r  r efer red  to  as  

“LION” and NOK Precis ion  Component  (Thai land)  Ltd ,  he re ina f te r  

refer red  as  “NOK” to  rep resent  both  t radi t ional  and  modern  

manufactu re rs  in  Thai land .  A sample  su rvey wi th  356  samples  was  

conducted  fo r  h ypothes i s  t es t i ng,  l eading to  s ta t i s t i ca l l y 

s igni f icant  r e la t ionship  between the  programs and emplo yee job  

sa t i s fac t ion  and  absenteeism.  The h ypo thet ica l  s igns  o f  

coeff i c ien ts  are  in  accordance wi th  theor y.  

Compared  wi th  s imi lar  works i t e  heal th  promot ion  p rograms  

in  Western  count r i es ,  which  main l y jus t  focus  on  the  reduc t ion  of  

emplo yee medical  care ,  the  Happ y Workplace  Program in  Thai land  

emphas izes  employee  happiness  and  uncondi t ional  cooperat ion  

which  would  re f lec t  an  essent i a l  peace  of  Tha i  cu l ture .  Such  

unique aspects  o f  the  program could  be  the  l ike l y fac to r  to  yi e ld  

pos i t ive  resu l t s  in  t h i s  resea rch .  

As  s ta t ed  in  chapte r  2  ( l i t e ra tu re  rev iew) ,  there  i s  one  p i ece  

of  l i t e ra tu re  focus ing  on  the  e f fec t  o f  a  Br i t i sh  co rporate  heal th
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and  f i tness  c lub  in  a  leading Br i t i sh  food re t a i l  compan y (Daley 

1997) .  The s tud y wi th  293 sample  employees  shows  pos i t ive  

resu l t s  between works i te  program and job  sa t i s fac t ion .  It  i s  

cons is ten t  wi th  the  f indings  o f  th i s  resea rch .   

Moreover ,  the  War r -Cook-Wal l  s ca l e
1 1

 to  measure  overa l l  j ob  

sa t i s fac t ion  i s  employed for  both  s tudies .  The s tud y concluded that  

h igher  job  sa t i s fac t ion  was  shown among members  o f  the  corporate  

heal th  and  f i tness  c lub  whereas  lower  j ob  sa t i s fac t ion  was  

observed  among non -members .  Here ,  t he  f indings  in  th i s  s tudy may 

be  genera l ized  b y compar ing  them wi th  the  resu l t  f rom the  Br i t i sh  

compan y.  As  members  o f  the  f i tness  c lub  could  be  comparable  to  

sample  emplo yees  a t  NOK and LION,  who par t ic ipated  in  Happy 

Body ,  the  f indings  in  th i s  s tud y would  b e  empi r ica l  knowledge  to  

suppor t  pos i t ive  re l a t ion  between job  sa t i s fac t ion  and  a  works i te  

heal th  promot ion  program (WHPP).  

Converse l y,  empir i ca l  s tudies  done a t  an  insurance  company 

in  Oslo ,  Norway (Gronningsaet er  e t  a l  1992)  and  Montana S ta te  

Univers i t y in  the  U.S .  (Pete rson  1998)  indicat e  that  a  WHPP does  

not  s igni f i cant l y  af fec t  job  sa t i s fac t ion .  Both  s tudies  provided  

d i f ferent  r esu l t s  f rom other  s tudies  as  wel l  a s  th i s  r esea rch  in  

Thai land .  The s tud y  in  Norway concluded that  aerobic  exerc i se  

resu l t ed  in  s igni f icant  decreased  job  sa t i s fac t ion  whi l e  the  s t ress  

management  t r a in ing and  cont ro l  group  had  no  s igni f i cant  changes .  

                                                 

1 1
 T he  War r -C ook -Wal l  s ca l e s  (War r  e t  a l ,  1979 )  i s  w ide l y  v i e wed  a s  

the  mos t  co mmon  sca l e  to  measu re  o ve ra l l  j ob  sa t i s f ac t ion ,  cons i s t ing  o f  

10  ques t ions  and  each  i t e m i s  r a t ed  on  a  s e ven -po in t  L ike r t  s ca l e .   
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According  to  the  f i nding above ,  pa r t ic ipat ion  in  the  ae robic  

exerc i se  group was  recognized  as  one  o f  the  causes  of  the  increase  

in  d i ssa t i s fac t ion  wi th  work  condi t ions .  The s tud y in  the  U .S .  

concluded that  job  des ign  and  the  ps ychological  aspects  of  the  

work  envi ronment  may be  more  inf luent ia l  in  improving job  

sa t i s fac t ion .  S ince  such  var i ab les  a re  out  of  s cope  in  th i s  r esearch ,  

i t  might  be  not  meaningful  to  make a  compar i son  between th i s  

s tudy and  the  s tud y in  the  U .S .  However ,  i t  i s  obvious  that  there  i s  

p len t y o f  room fo r  fur the r  s tud y on  the  dete rminants  of  job  

sa t i s fac t ion .  

In  regard  to  empir i ca l  r esu l t s  focus ing  on  absenteeism,  

a lmost  same resu l t s  are  found in  both  th i s  and  o ther  s tudies ,  

ind icat ing  that  par t i c ipat ion  in  a  WHPP  could  l ead  to  decrease  in  

absenteeism.  A case  s tud y which  focus es  on  bank emplo yees  a t  the  

ING Bank in  Amste rdam  (Ker r  and  Vos  1993)  has  found  in teres t ing 

conclus ion .  Compared  wi th  356 sample  emplo yees  in  t h i s  r esearch ,  

152  sample  emplo yees  a t  the  ING Bank  i s  re l a t ivel y smal l .  

However ,  the  sample  emplo yees  a re  c l ass i f ied  in to  fou r  groups  on  

the  bases  o f  par t i c ipat ion  o r  non -par t ic ipat ion  in  the  f i tnes s  

program.  Such c l ass i f ica t ion  i s  cons idered  to  be  comparable  to  a  

resea rch  methodology fo r  th i s  r esea rch  in  Thai l and .  The s tudy a t  

ING Bank  indicat ed  that  par t ic ipat ion  in  the  p rogram could  lead  to  

s igni f icant  decrease  in  absenteeism.  

Al though cul tura l  a spect  under l ying the  Happ y Workplace  

Program in  Thai land  i s  unique and  d i f ferent  f rom the  one in  

Western  count r ies ,  ac t iv i t i e s  s imi la r  to  Happy Body  can  be  found 

in  o ther  WHPP in  o ther  resea rch .  They include  aerobic ,  yo ga,  
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working  out  a t  the  gym,  heal th  p romot ion  c las s ,  and  so  on  whereas  

d i f ferent  aspects  a re  a l so  found in  a  program par t ic ipat ion  pol icy.  

Happy  Relax  such  as  s inging songs  (karaoke) ,  p l aying musical  

ins t ruments ,  and  tak ing  a  nap  i s  cons idered  to  be  a  unique program 

in  Thai l and  and  the refore ,  p rograms s imi lar  to  Happy Relax  a re  not  

found in  o ther  s tudies .  As  compan y-dr iven  re lax ing act iv i t i es  a t  a  

works i t e  a re  not  widel y implemented  yet ,  empi r ica l  r esu l t s  in  th i s  

resea rch  could  se rve  as  a  usefu l  r eference  for  fu r the r  r esearch .  

  



 

 

 

CHAPTER V  

CONCLUSION  AND POLICY RECOMMENDATION  

 

5 .1  Conclus ion  

The object ive  o f  th i s  resea rch  i s  to  analyz e  the  ef fec t s  of  the  

Happ y Workplace  Program in  Thai land  on  emplo yee  absenteeism 

and job  sa t i s fac t ion .  The Happ y Workp lace  Program was  developed 

by the  Thai  Heal th  Promot ion  Foundat ion .  I t  i s  a  unique works i te  

heal th  promot ion  program in  Thai land ,  promot ing the  menta l  and  

phys i cal  wel l -being  of  emplo yees .  As  work -re la t ed  i l lnes s  and  

accidents  a re  increas ingl y v iewed as  a  socia l  i s sue  global l y,  the  

Happ y Workplace  Program is  cons idered  to  be  such  a  p rogram to  

reso lve  i t .  S ince  the  impor tance  of  measur ing the  e f fec t s  o f  these  

programs i s  growing wor ldwide ,  th i s  r esea rch  cont r ibutes  t o  the  

anal yses  o f  the  e f fec t  of  the  H app y Workplace  P rogram on  

emplo yee absenteei sm and job  sa t i s fac t ion ,  focus ing  on only two 

out  of  e ight  concept s  conta ined  wi th in  the  Happ y Workplace  

Program,  Happy Body (ph ys ical  exerc i se)  and  Happy Relax  

( re l ax ing act iv i t i es ) .   

Two f i rms  a re  se l ec ted  as  r epresenta t ive  fo r  th i s  s tud y.  Lion  

Corporat ion  (Thai land)  Li mi ted ,  here inaf te r  re fe r red  to  as  “LION” 

i s  se lec ted  to  represent  t radi t ional  f i rm  in  Thai l and  as  i t  was  

es tab l i shed  in  1969.  LION is  widel y cons idered  to  be  a  la rge  

manufactu re r  wi th  a  wide  range o f  to i l e t r y product  l ine  up  most ly 

for  a  domest ic  market .  NOK Precis ion  Component  (Thai land)  Ltd ,  

here ina f te r  r efer red  to  as  “NOK” i s  se l ec t ed  to  rep resent  modern  

f i rm in  Thai l and .  NOK was  es tab l i shed  in  2001 as  a  manufactu re r  
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o f  precis ion  component  such  as  e l ec t ronic  pa r t s  for  an  

in ternat ional  marke t .  

In  order  t o  p rove  the  e f fec t  o f  the  Happy Workplace  P rogram 

on both  f i rms ,  p r imar y data  was  co l l ec t ed  through a  ques t ionnai re  

in  the  Thai  l anguage to  a  to ta l  o f  356  sample  emplo yees .  This  

comprises  156  employees  f rom LION and 200  ones  f rom NOK 

respect ivel y.  In  th i s  s tud y,  not  onl y s imple  dat a  anal ys i s  bu t  a l so  

econometr i c  approach  i s  emplo yed,  inc lud ing  the  mul t ip le  

regress ion  and  s imul taneous  equat ion  model s  as  wel l  as  “ logi t ”  

funct ion  to  tes t  h ypotheses  of  th i s  r esearch  accordingl y.  

 The most  impor tan t  f inding obta ined  th rough th i s  s tud y i s  

tha t  both  Happy Body  and  Happy Relax  are  s ta t i s t i ca l l y 

s igni f icant l y ef fec t ive  program s in  regards  to  increased  job  

sa t i s fac t ion  and  decrease d  absenteeism.   

In  th i s  s tud y,  the  nul l  hypothes i s  1
1 2

 ( Job  Sat i s fac t ion  i s  no t  

af fec ted  b y Happy Body )  i s  r e jec ted  an d  the  a l te rnat ive  h ypothes i s  

i s  accepted  in  a l l  models ,  cons is t ing of  the  to t a l  sample  o f  both  

NOK and LION,  and  onl y NOK emplo yees .  The  resu l t s  ind icate  

that  Happy Body  i s  regarded  as  an  e f fec t ive  works i t e  p rogram to  

increase  job  sa t i s fac t ion  a t  NOK ,  rep resenta t ive  o f  a  modern  

manufactu re r  in  Thai land .  In  regard  to  Happy  Relax ,  the  nul l  

hypothes i s  2
1 0

 ( Job  Sat i s fac t ion  i s  not  a f fec ted  b y Happy Relax )  i s  

re jec ted  in  a lmost  a l l  models
1 3

 in  a l l  3  s amples :  the  combined  

sample ,  t he  s ample  f rom NOK onl y and  a t  LION onl y.  The 

hypothes i s  t es t ing l eads  to  the  conclus ion  that  Happy Relax  i s  

                                                 
1 2  N ul l  h ypo thes e s  1 -5  i n  th i s  chap te r  a r e  s t a t ed  in  chap te r  3 .3  (pag e  25 -

27 ) .  
1 3  O nl y in  mode l s  4  and  5  a t  N O K in  mu l t ip l e  r eg re s s ion  ana l ys i s  d id  

H appy  R e lax  no t  h ave  a  s ign i f i can t  e ff ec t  o n  job  sa t i s f ac t ion .   
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cons idered  to  be  an  ef fec t ive  works i t e  p rogram to  increase  job  

sa t i s fac t ion  a t  bo th  modern  and  t radi t ional  f i rms .  

Fur thermore ,  i n  t erms  of  the  re la t ionsh ip  between  job  

sa t i s fac t ion  and  absenteeism,  the  nul l  hypothes i s  5
1 0

 ( Job  

Sat i s fac t ion  i s  nega t ivel y re la t ed  to  Absenteeism)  i s  r e jec ted  in  a l l  

models  in  a l l  3  s amples  def ined  ear l i er .  This  i s  to  s ay the  h igher  

job  sa t i s fac t ion  leads  to  less  absenteei sm at  both  f i rms .  I t  i s ,  

therefo re ,  impl ied  that  in t roduct ion  of  Happy  Body  and  Happy 

Relax  would  cont r ibute  to  the  inc rease  of  emplo yee  job  sa t i s fac t ion .  

As  a  resu l t ,  i t  i s  conclude d  that  comprehens ive  works i t e  heal th  

promot ion  p rograms  such  as  Happy  Body  and  Happy Relax  are  

cons idered  to  be  e f fec t ive  organizat ional  too ls  in  decreas ing 

emplo yee absenteei sm .  

Cons ider ing  o ther  f indings  obta ined  through th i s  s tud y,  age  

and  years  o f  se rv ice  are  thought  of  as  s igni f icant  var i ab le s  in  the  

combined  sample  and  a t  LION onl y.  The f inding  regard ing  age  

indicat es  tha t  e lder  emplo yees  are  more  l ike l y to  have h igher  job  

sa t i s fac t ion  a t  LIO N.  This  could  be  expla ined  b y LION ’s  senior i t y-

based  personnel  s ys tem where  sa l ar y increases  as  the  employee  

gets  o lder .  Converse l y,  the  f inding re la ted  to  years  o f  se rv i ce  

shows a  negat ive  coeff i c ien t ,  l eading to  the  conclus ion  that  

emplo yees  wi th  fewer  ( longer)  years  of  serv i ce  a re  more  l i ke l y to  

have  h igher  ( lower)  job  sa t i s fac t ion .  One poss ib l e  r eason  i s  tha t  

emplo yees  wi th  man y years  o f  s erv i ce  a t  LION may have  job  

pos i t ion ,  desc r ip t ion ,  or  respons ib i l i t y  incons is t en t  wi th  thei r  

expecta t ions  as  they work  fo r  a  long t ime ,  l eading to  low job  

sa t i s fac t ion .  However ,  fur ther  s tud y i s  requi red  to  c l ar i f y t h i s .  
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A s imple  s t a t i s t i ca l  anal ys i s  a l so  f inds  that  f emale  emplo yees  

a t  LION who par t i c ipate  in  Happy Relax  have  lower  absenteeism  

than  those  who do  not ,  whereas  there  i s  not  a  s igni f icant  ef fec t  on  

male  emplo yees .  Fur the rmore ,  male  employees  a t  LIO N who 

par t i c ipat e  in  Happy Body  have  lower  absenteeism than  those  who  

do  not ,  whi le  a  s ign i f icant  d i f fe rence  among female  employees  a t  

LION is  not  found.  The resu l t s  for  s ingle  emplo yees  a t  LION show 

that  cer t a in  emplo yees  have h igh  job  sa t i s fac t ion  even  though  they 

do  not  par t ic ipat e  i n  Happy Body ,  cont radic tor y to  the  h ypothes i s  

s ta ted  in  th i s  paper .  However ,  for  mar r i ed  emplo yees ,  Happy Body  

pos i t ive l y af fec t s  job  sa t i s fac t ion .  

The f indings  obta ined  through a  s imple  s ta t i s t i ca l  anal ys i s  a t  

NOK are  d i f ferent  f rom ones  a t  LION.  Emplo yees  a t  NOK who 

have  low,  mid -range ,  and  h igh  sa l ar ies  and  par t i c ipat e  in  Happy  

Relax  have  lower  absenteeism than  those  who  do  not ,  r eaching  the  

conclus ion  that  r egard l ess  o f  the  sa l ary l evel ,  absenteeism i s  l ike l y 

to  be  af fec ted  b y Happy Relax .  Moreover ,  s ingle  emplo yees  who 

have  par t ic ipat ed  in  Happy Body  have  h igher  job  sa t i s fac t ion  than  

those  who do  not ,  whereas  s igni f i cant  d i f fe rence  among marr ied  

emplo yees  i s  not  found.   

In  another  combinat ion  of  the  th ree  va r i ab les ,  Happy Relax  

affect s  absenteeism for  bot h  s ingle  and  mar r ied  emplo yees .  Most  

notable  i s  tha t  no  par t ic ipat ion  c lear l y resu l t s  in  h igh  absenteeism 

for  both  and  the re fo re ,  Happy Relax  could  be  cons idered  as  a  

fac tor  in  reducing  the  absenteeism ra t e  a t  NOK.  
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5.2  Pol icy  Recommendations  

As previous l y expla ined ,  empir i ca l  f ind ings  of  se l ec t ed  f i rms ,  

LION and  NOK are  s ta t i s t i ca l l y s igni f i cant  and  therefore ,  they may 

be  genera l ized  as  pol icy recommendat ions  on  job  sa t i s fac t ion  and  

absenteeism fo r  s imi lar  bus iness  o rganizat ion .  

Pol icy recommenda t ions  based  on  the  resu l t s  in  th i s  s tud y are  

d iv ided  in to  three  subchapte rs :  a  macro -perspect ive  approach ,  a  

micro-perspect ive  approach ,  and  a  s t ra t egic  p romot ion  to  fore ign  

f i rms  in  Thai l and .       

 The  macro-perspect ive  approach  impl ies  tha t  a s  Happy Relax  

( re l ax ing act iv i t i e s )  has  p roved to  be  e f fec t ive  ac ross  a l l  models  a t  

NOK and LION,  whereas  Happy Body (phys i cal  exerc i se )  has  onl y 

proved to  be  e f fec t ive  a t  NOK.  Thus ,  Happy Relax  i s  l ike l y  to  have 

a  broader  range of  pos i t ive  impact  than  Happy Body  has .  Therefore ,  

i t  i s  reasonable  t o  recommend that  pr io r i t y be  g iven  to  develop ing 

and  p romot ing  Happy Relax  at  a  f i rm wi th  l imi ted  resources  as  

much as  poss ib l e .  Especia l l y,  i t  i s  cons idered  to  be  s t rongly 

ef fec t ive  in  modern  f i rm in  Thai l and  such  as  NOK.  

 Cons ider ing  the  mic ro-perspect ive  approach ,  ind iv idual  

var i ab les  such  as  gender ,  mar i ta l  s t a tus ,  e tc  are  cons idered  to  be  

fac tors  af fec t ing job  sa t i s fac t ion  and  absenteeism.  As  the  resu l t s  o f  

the  c ross t abs  and  chi -square  tes t  have shown,  s ingle  employees  a t  

NOK and both  s ingle  a nd  marr i ed  a t  LION  who par t ic ipate  in  

Happy  Bod y are  more  l ike l y to  have h igher  j ob  sa t i s fac t ion  than  

those  who do  not .  Therefo re ,  a l though fur the r  r esearch  might  be  

necessa r y,  i t  could  be  recommended that  f i rms  which  have  a  la rge  
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number  of  s ingle  employee s  promote  Happy  Body ra the r  t han  o ther  

t ype  o f  programs.   

 A s t ra tegi c  promot ion  to  fo re ign -capi t a l ized  f i rms  in  

Thai land  would  be  recommended.  B ased  on  the  resu l t s  of  t h i s  

resea rch ,  i t  i s  found  that  f requent  communicat ion  wi th  top  

management  could  creat e  more  unders t anding o f  the  s igni f icant  

ef fec t s  of  t he  Happy Workplace  P rogram .  Such oppor tuni t y for  top  

management  to  unders t and  the  Happ y Workp lace  Program lead s  to  

a  suppor t ive  envi ronment  and  d r ive r  to  implement  the  p rogram at  

each  f i rm.  Especia l ly ,  i n  the  case  of  Thai land ,  the re  are  a  l arge  

number  of  fore ign -capi ta l ized  f i rms  opera t ing in  Thai land  and  

therefo re ,  man y fo re igners  such  as  J apanese  o r  Weste rners  could  

be  a t  t he  execut ive  level .  Fo r  those  f i rms ,  more  s t r a tegi c  

promot ion  has  to  be  ca rr i ed  out ,  i nc luding a  seminar  and  workshop 

in  Japanese  o r  Engl i sh  and  adver t i s ement  in  those  languages .  S ince  

those  p romot ions  should  be  in  a  pro fess ional  manner  to  inc rease  

the  c redib i l i t y of  not  onl y Thai  Heal th  Promot ion  Foundat ion  but  

a l so  the  Happ y Workplace  P rogram,  a  nat ive  speaker  should  be  

c losel y involved  w i th  the  p romot ion .  As  i t  has  been  e f fec t ive  fo r  

NOK and LION,  for  example ,  i t  i s  be t t e r  to  ask  a  nat ive  Japanese  

speaker  to  prepare  t he  content  of  the  adver t i s ing  and  make the  

presenta t ion  in  the  Japanes e  language a t  the  seminar  to  top  

Japanese  management ,  l eading to  bet te r  unders tanding of  t he  

program.  

 Af te r  top  management  makes  a  decis ion  to  off i c ia l l y 

implement  the  Happy Workplace  P rogram,  what  has  to  be  made 

nex t  i s  a  pract i ca l  suppor t  s ys t em to  impl ement  i t  a t  the  ac tual  
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works i t e .  Respons ib i l i t y for  the  p rogram implementa t ion  a t  the  

works i t e  genera l l y l i es  on  emplo yees  in  the  human resources  

depar tment .  S ince  i t  i s  no t  an  eas y task  to  creat e  sus t a inab le  

corporat e  cu l ture  a t  a l l  l evels  o f  the  f i rm to  main ta in  the  works i te  

program,  a  la rge  amount  of  ef for t  has  t o  be  made to  del ega te  

implementa t ion  ac t iv i t i es  to  f ac i l i t a te  a  long te rm bas i s .  I ndeed ,  

profess ionals  f rom Thai  Heal th  Promot ion  Foundat ion  regu lar l y 

v i s i t  the  workplace  and  advise  them on how t o  implement  and  

handle  the  program,  including explanator y meet ings  to  a l l  

emplo yees  to  fac i l i t a te  unders tanding the  ra t ionale  and  advantages  

of  the  Happ y Workplace  Program.  Through such  cont inuous  

suppor t  ac t iv i t i es ,  t he  program manager ,  such  as  an  employe e in  

the  human resources  depar tment  a t  each  f i rm,  could  obta in  

pract ica l  exper ience  and  sk i l l s  to  main ta in  and  improve the  

program,  resu l t ing  in  the  max imizat ion  of  the  Happ y Workplace  

Program,  ra the r  than  the  super f ic i a l  implementa t ion  o f  i t .   

 

5 .3  Limita t ion  of  the  Study  

 Al though th i s  t hes i s  has  a t tempted  to  yi e ld  pract i ca l  r esu l t s  

to  reveal  the  ef fec t s  of  the  Happ y Workplace  Program,  severa l  

l imi ta t ions  a re  found in  i t .  The f i rs t  l imi ta t ion  i s  the  number  o f  

par t i c ipants  in  the  sample ,  cons is t ing  o f  onl y  two f i rms  wi th  356 

sample  emplo yees .  The number  may be  not  suf f ic i en t  to  make 

genera l iza t ion  of  t he  f indings  in  th i s  resea rch .  In  order  to  f ind  

more  commonl y per suas ive  resu l t s  r e la t ed  to  the  e f fec t s  of  the  

Happ y Workplace  Program,  a  great er  number  of  f i r ms  and  sample  

emplo yees  are  es sent ia l .  However ,  due  to  the  l imi ta t ion  of  t ime 
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and  resources ,  on l y NOK and LION were  t r ea t ed  as  ta rget  f i rms  in  

th i s  resea rch .   

The second cons idera t ion  i s  t he  avai lab i l i t y o f  o ther  data  

such  as  medical  expenses ,  inves tment  a mount  and  so  on .  Fi rm 

per formance would  be  a l so  key var iab l e  for  fur the r  s tud y.  In  terms  

of  the  pract i ca l  f i gu res ,  such  as  poss ib l e  f inancia l  benef i t s  f rom 

the  program l ike  ROI ( re turn  on  inves tment )  were  cons idered  

because  i t  i s  more  a t t rac t ive  to  the  man agement  a t  an y f i rm .  

However ,  a s  i t  was  l imi ted  to  onl y co l l ec t ing a  su ff i c ien t  amount  

of  dat a  to  wr i t e  academical l y appropr ia te  contents  for  th i s  s tudy;  

job  sa t i s fac t ion  and  absenteeism were  focused  on  as  dependent  

var i ab les .   

 

5.4  Recommendation  for  furt her  s tudy  

 In  order  to  p romote  a  works i te  heal th  p romot ion  p rogram 

across  the  wor ld  such  as  the  Happ y Workplace  Program in  Thai land ,  

global  s t andard izat ion  of  measurement  method s  for  such  program s 

would  be  an  essent i a l  index  fo r  not  only an  academic  envi ronment  

but  a l so  in  terms  of  bus iness .  Job  sa t i s fac t ion  and  absentee ism 

used  in  th i s  s tud y a re  v i ewed as  two  of  the  common var i ab les  in  

the  f i e ld  o f  s tud y of  a  works i te  heal th  p romot ion  p rogram.  

However ,  i t  i s  obvious  that  they are  no t  regarded  as  a  global  

s tandard .  Fur the rmore ,  as  s t a ted  in  chap ter  2  ( l i t e ra tu re  rev iew) ,  a  

wide  var i e t y o f  va r i ab les  and  methods  a re  found in  each  s tudy,  

depending on  the  purpose  of  t he  s tud y.  Al though a  t ime -consuming 

endeavour  i s  necessar y to  rea l ize  globa l  s tandard izat ion ,  s t udy and  

resea rch  based  on  indus t r ia l -academi c-governmenta l  co l laborat ion  
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has  to  be  d r iven  wor ldwide,  l eading to  a  mutual  consensus  

regard ing  the  g loba l  s tandard .  
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Ques t ionnai re  for  Effect  o f  Happ y Workplace  Program  

 

[Purpose]  

The purpose  o f  th i s  ques t ionnai re  i s  to  gather  informat ion  about  

ef fec t  of  Happ y Workplace  P rogram in  your  o rganizat ion .  This  

informat ion  wi l l  be  used  for  onl y academic  research  conducted  in  

the  Master  of  Ar ts  Program in  Labor  Economics  and  Human 

Resource  Management ,  Facul t y o f  Economics ,  Chula longkorn  

Univers i t y.  In  order  to  avoid  an y b ias ,  p lease  do  not  t a lk  to  o the rs  

about  your  answers  and  open -hear t ed l y answer  the  ques t ions .  

 

Par t  1 :  Socioeconomic Var iab les  

1 .  Gender  

 Male     Female  

 

2 .  Age _____ Years  o ld  

 

3 .  Mari ta l  S ta tus  

 Single     Marr ied  

 

4 .  Number  of  Dependent  

 1    2    3     4     Other  (     )  

 

5 .  Educat ion  

 Grade  6  o r  Lower  (Elementa r y School )   

   Grade 9  (Junior  High  Schoo l )   
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 Grade  12  (High  School )    Cert i f ica te  in  vocat ional  

educat ion   

 Technical  Dip loma     Bachelo r  Degree  o r  Higher  

 Other  (           )  

6 .  Job  Categor y  

 Product ion     Product ion  Engineer ing  Business  

Suppor t  

 Qual i ty Assurance    HR & Adminis t ra t ion    IT    

 Other  (           )  

7 .  Ti t le  

 Operator  Level    Staf f  Level    Supervisor  Level  

 Assis tan t  Manager  Level    Manager  Level   

   Other  (          )  

8 .  Income Level  (Monthly)  

 Less  than  8 ,000THB     8,000 -  8 ,999THB 

   9 ,000  -  9 ,999THB       10 ,000 -  10 ,999THB 

   11 ,000 -  11 ,999THB     12 ,000  -  12 ,999THB 

   13 ,000 -  13 ,999THB     14 ,000  -  14 ,999THB 

   15 ,000 -  15 ,999THB     16 ,000  -  16 ,999THB 

   17 ,000 -  17 ,999THB     Over  18 ,000THB  

9 .  Service  Years  

   Less  than  1 y       1 y to  l ess  than  2y   

   2 y to  l ess  th an  3y     3 y to  less  than  4 y  

  4y to  less  t han  5 y     5 y to  l ess  than  6y  

  6y to  less  t han  7 y     7 y to  l ess  than  8y  

  8y to  less  t han  9 y     Over  9 y  

Par t  2 :  Emot ion  Sca le  
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10 .  How of ten  do  you  fee l  th i s  way a t  work?  

Negat ive  Emot ion  

 Often Sometime Rarely Never 

A I feel down-hearted and blue. 1 2 3 4 

B I get tired for no reason. 1 2 3 4 

C 
I find myself restless and 

can’t keep still. 
1 2 3 4 

D I am more irritable than usual. 1 2 3 4 

 

Pos i t ive  Emot ion  

 Often Sometime Rarely Never 

E 
I find it easy to do the things 

I used to do. 
1 2 3 4 

F 
My mind is as clear as it used 

to be. 
1 2 3 4 

G 
I feel hopeful about the 

future. 
1 2 3 4 

H 
I find it easy to make 

decision. 
1 2 3 4 

I 
I still enjoy the things I used 

to.                  
1 2 3 4 

J 
I feel that I am useful and 

needed.  
1 2 3 4 

 

11 .  Based on  the  above express ion  in  10 ,  do  you th ink  you are  

read y to  work  harder?  

 Yes  

 No 
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Par t  3 :  Job  Sat i s fac t ion  Scal e  

12 .  Please  indicate  how sat i s f i ed  o r  d i ssa t i s f ied  you are  wi th  

each  o f  the  var ious  aspects  of  your  job?  P lease  r ing  a  

response  on  the  sca le .  

 
1-extreme  

dissatisfaction 

 7-extreme 

satisfaction 

A Physical working conditions 1 2 3 4 5 6 7 

B 
Freedom to choose your own 

method of working 
1 2 3 4 5 6 7 

C 
Your colleagues and fellow 

workers     
1 2 3 4 5 6 7 

D 
Recognition you get for good 

work   
1 2 3 4 5 6 7 

E 
Amount of responsibility you are 

given 
1 2 3 4 5 6 7 

F Your remuneration 1 2 3 4 5 6 7 

G Opportunity to use your abilities 1 2 3 4 5 6 7 

H Your hours of work 1 2 3 4 5 6 7 

I Amount of variety in your job                  1 2 3 4 5 6 7 

J 

Taking everything into 

consideration, how do you feel 

about your job?       

1 2 3 4 5 6 7 

 

Par t  4 :  Absenteeism Scale  

13. In the past 4 weeks, how many days did you miss an entire day of work 

because of problems with your physical or mental health? 

Ex) If you took a day off due to stomachache on Monday & Tuesday and 

headache on next Friday, your answer is “3Days”. 

 1Day  2Days  3Days  4Days  5Days  Other ( _ Days) 
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14. In the past 4 weeks, how many days did you miss an entire day of work 

because of any other reason? 

Ex) If you took a day off due to family’s wedding on Friday and 

childcare on next Tuesday, your answer is “2Days”.  

 1Day  2Days  3Days  4Days  5Days  Other ( _ Days) 

 

15. In the past 4 weeks, how many days did you miss part of a work day 

because of problems with your physical or mental health? 

Ex) If you took a morning off due to stomachache on Monday and an 

afternoon off due to headache on Friday, your answer is “2Days”.  

 1Day  2Days  3Days  4Days  5Days  Other ( _ Days) 

 

16. In the past 4 weeks, how many days did you miss part of a work day 

because of any other reason? 

Ex) If you took a morning off due to childcare on Monday and an 

afternoon off due to care for parent on Friday, your answer is “2Days”. 

 1Day  2Days  3Days  4Days  5Days  Other ( _ Days) 

 

 

Part 5: Happy Workplace Variables 

17. Do you know Happy Workplace Program in your organization? 

  Yes     No  

 

18. Have you ever participated in any activities of Happy Workplace Program 

in your organization? 

  Yes  If Yes, please go to the question 20   

 No  If No, please go to the question 19 
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19. Why you have never participated in any activities of Happy Workplace 

Program in your organization? 

          I’m not interested in it. 

  Although I’d like to participate in it, I have no time to do so.  

  Other (                  ) 

 

20. Which activity(s) of Happy Workplace Program have you ever 

participated in?  

 Happy Body (Sport Activity: Yoga, Badminton, Fitness, etc) 

 Happy Relax (Recreation Activity: Karaoke, Nap, Picnic, etc) 

 Happy Soul (Mental Activity: Lecture from Monk, Donation, etc)  

 Happy Heart (Hearty Activity: Support for pregnant employee, etc) 

 Happy Brain (Learning Activity: Knowledge Center, etc) 

 Happy Money (Financial Activity: Market Fair, etc) 

 Happy Family (Family Activity: Mother’s day, etc) 

 Happy Society (Social Activity: Donate and Charity, etc)  
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21 .  In  the  la s t  th ree  months ,  how man y t imes  d id  you par t ic ipate  

in  the  fo l lowing ac t iv i ty( s )  of  Happ y Bod y?  (P lease  t i ck  a l l  

tha t  appl y)   

  

Happ y Bod y (Spor t  Act iv i t y)  

Yoga  Fi tness  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1-3  4-6  7-9  (    )  0  1-3  4-6  7-9  (    )  

                  

Table  Tennis  Tennis  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1-3  4-6  7-9  (    )  0  1-3  4-6  7-9  (    )  

                  

Basket  Bal l  Foot  Bal l  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1-3  4-6  7-9  (    )  0  1-3  4-6  7-9  (    )  

                  

Badminton  Massage Chai r  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1-3  4-6  7-9  (    )  0  1-3  4-6  7-9  (    )  

                  

Thai  Massage  Other  (               )  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1  2  3  (    )  0  1-3  4-6  7-9  (    )  

                  

Other  (              )  Other  (               )  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1-3  4-6  7-9  (    )  0  1  2  3  (    )  
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22 .  In  the  la s t  th ree  months ,  how man y t imes  d id  you par t ic ipate  

in  the  fo l lowing ac t iv i ty( s )  of  Happ y Relax?  (P lease  t i ck  a l l  

tha t  appl y)   

 

Happ y Relax  (Recreat ion  Act iv i t y)  

Karaoke  Nap  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1-3  4-6  7-9  (    )  0  1-3  4-6  7-9  (    )  

                  

P laying  Musical  Ins t ruments  
Relax ing a t  Cente r  Poin t ,  

Walkway,  Garden  e t c  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1-3  4-6  7-9  (    )  0  1-3  4-6  7-9  (    )  

                  

In te rnet  a t  Knowledge Center  
Knowledge  Theate r  a t  

Knowledge  Center  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1-3  4-6  7-9  (    )  0  1-3  4-6  7-9  (    )  

                  

P icn ic  Karaoke Contes t  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1  2  3  (    )  0  1  2  3  (    )  

                  

New Year  Par t y  Other  (                 )  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1  2  3  (    )  0  1-3  4-6  7-9  (    )  

                  

Other  (              )  Other  (                )  

No  Low Med  High  Other  No  Low Med  High  Other  

0  1-3  4-6  7-9  (    )  0  1  2  3  (    )  
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22 .  Do you  have  an y comment  about  th e  ac t iv i t y o f  Happ y Body 

(Spor t  Act iv i t y)?  P lease  fee l  f r ee  to  wr i te  down your  comment  

in  the  space  below.   

 

23 .  Do you have an y comment  about  the  ac t iv i ty of  Happ y Relax  

(Recreat ion  Act iv i ty)?  P lease  fee l  f ree  to  wr i te  down your  

comment  in  the  space  below.   

 

24 .  Do you fee l  tha t  you  are  happ y to  work  in  your  organizat ion?  

   Yes       No  

 

Thank you ver y much fo r  your  p recious  t ime and k ind  coopera t ion .   
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Appendix  B  

Data  Sheet  of  NOK  (No.  1 -200)  
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No 

C 

O  

M 

G 

E 

N 

A 

G  

E 

MA 

R 

DE 

P 

E 

 D 

U 

S  

A 

 L 

S 

E 

Y 

HB_ 

Full 

H 

B 

HR_ 

Full 

H 

R 

A 
B 
S 

A 
B 
S 
2 

J 
O 
S 

J 
O 
S 
2 

1 0 0 30 0 2 12 16 0 0 0 3 1 3 1 3.2 1 

2 0 1 28 0 1 16 15 3 3 1 4 1 1 0 5.4 0 

3 0 1 29 1 2 16 10 6 0 0 4 1 3 1 4.2 1 

4 0 1 22 0 2 16 8 2 4 1 10 1 0 0 6.8 0 

5 0 0 31 0 3 12 14 3 8 1 7 1 0 0 4.6 1 

6 0 1 27 0 4 16 12 8 7 1 10 1 0 0 6.9 0 

7 0 1 25 1 5 6 7 4 0 0 5 1 4.5 1 2.1 1 

8 0 1 27 0 3 16 10 5 2 1 5 1 0 0 5.9 0 

9 0 1 31 0 6 6 8 2 0 0 5 1 0 0 3.9 1 

10 0 1 28 1 5 16 12 5 1 1 6 1 2 1 4.7 1 

11 0 1 31 0 3 16 10 4 6 1 7 1 0.5 0 6.7 0 

12 0 1 29 0 2 12 7 2 0 0 0 0 2 1 4.1 1 

13 0 1 21 0 2 16 7 2 0 0 5 1 1 0 3.9 1 

14 0 1 31 0 2 16 10 0 2 1 9 1 0 0 5.9 0 

15 0 1 23 0 2 16 7 1 1 1 2 1 0 0 4.7 1 

16 0 1 21 0 1 12 9 1 0 0 0 0 2 1 3 1 

17 0 1 27 0 1 16 13 5 0 0 0 0 0 0 5.5 0 

18 0 1 24 1 3 16 12 1 0 0 0 0 1.5 1 3.1 1 

19 0 1 25 0 5 12 8 5 4 1 7 1 0 0 4.3 1 

20 0 1 28 1 4 16 11 9 6 1 6 1 0.5 0 4.2 1 

21 0 1 29 0 4 12 12 0 0 0 0 0 3.5 1 4.6 1 

22 0 1 27 0 2 12 10 1 0 0 0 0 3 1 3 1 

23 0 1 33 0 4 12 7 0 4 1 4 1 1 0 4.1 1 

24 0 1 30 0 3 16 8 0 0 0 4 1 4 1 3.8 1 

25 0 1 28 0 2 12 7 0 0 0 2 1 1 0 4 1 

26 0 1 24 0 3 9 11 2 5 1 5 1 0 0 6.3 0 

27 0 1 27 1 2 9 9 1 0 0 0 0 0 0 5.2 0 

28 0 1 34 0 2 12 7 0 5 1 4 1 1 0 4.5 1 

29 0 1 31 1 1 12 10 0 0 0 1 1 0 0 4.4 1 

30 0 1 24 0 5 16 10 2 0 0 0 0 2 1 3.9 1 

31 0 1 28 0 3 12 10 0 2 1 0 0 0 0 4.9 1 

32 0 1 29 0 2 12 10 0 0 0 0 0 2 1 4 1 

33 0 1 26 0 2 12 10 0 0 0 4 1 1 0 5.3 0 

34 0 1 33 1 2 16 10 0 0 0 1 1 0.5 0 4.5 1 

35 0 1 29 0 2 16 9 1 0 0 0 0 1 0 2.2 1 

36 0 1 24 0 1 12 7 2 2 1 4 1 0 0 5.7 0 

37 0 1 27 0 4 16 11 1 0 0 5 1 0 0 3.3 1 

38 0 1 31 1 1 9 9 2 0 0 2 1 3.5 1 2.1 1 

39 0 1 26 0 3 12 7 1 0 0 2 1 2.5 1 3.4 1 

40 0 1 24 1 3 12 10 0 0 0 0 0 1 0 4.2 1 

41 0 1 30 1 3 12 11 0 2 1 6 1 0.5 0 5.5 0 

42 0 1 23 0 1 12 11 2 13 1 12 1 0 0 6.1 0 

43 0 1 31 0 4 12 10 2 0 0 3 1 1.5 1 4.1 1 

44 0 1 28 0 5 9 10 2 1 1 7 1 2 1 5.1 0 

45 0 1 24 0 1 12 9 2 0 0 1 1 2.5 1 3.1 1 

46 0 1 39 0 4 12 10 0 0 0 0 0 0 0 6 0 

47 0 1 21 0 1 12 7 1 0 0 0 0 3 1 3.8 1 

48 0 1 29 0 5 16 18 1 2 1 6 1 0.5 0 5.1 0 

49 0 1 27 0 5 12 7 0 0 0 2 1 4 1 2.9 1 

50 0 1 26 0 3 9 8 2 0 0 3 1 0 0 4.3 1 

51 0 1 29 0 2 16 14 0 0 0 1 1 4 1 3.7 1 

52 0 1 29 0 3 16 18 0 0 0 4 1 0 0 3.9 1 

53 0 1 29 1 2 12 10 2 0 0 1 1 0 0 5.1 0 

54 0 1 27 0 2 12 13 0 0 0 0 0 4 1 3 1 

55 0 1 25 0 2 16 8 7 0 0 5 1 0 0 5.4 0 

56 0 1 24 0 2 12 11 0 0 0 3 1 3.5 1 3 1 

57 0 1 25 0 3 12 10 0 0 0 3 1 0 0 4 1 
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58 0 1 27 0 3 12 9 0 3 1 4 1 0 0 5 0 

59 0 1 25 0 3 12 7 0 0 0 2 1 0 0 5.1 0 

60 0 1 31 1 2 12 11 1 0 0 4 1 0 0 4.3 1 

61 0 1 30 0 4 12 10 1 0 0 4 1 0 0 7 0 

62 0 1 33 1 3 16 7 0 0 0 5 1 0 0 4.5 1 

63 0 1 28 0 1 12 10 1 0 0 3 1 0 0 6.2 0 

64 0 1 21 0 4 12 10 1 1 1 2 1 1 0 5.5 0 

65 0 1 24 1 1 16 10 1 0 0 2 1 0 0 6.6 0 

66 0 1 26 0 3 12 7 2 0 0 2 1 0 0 5.5 0 

67 0 1 30 1 1 12 11 2 0 0 0 0 7 1 2.3 1 

68 0 1 28 0 3 12 7 2 0 0 1 1 0 0 5.2 0 

69 0 1 30 0 4 9 10 2 0 0 0 0 1 0 6.2 0 

70 0 1 32 1 4 9 11 0 0 0 0 0 1 0 5.4 0 

71 0 1 30 0 3 12 8 0 0 0 0 0 1 0 6 0 

72 0 1 25 0 2 16 11 1 0 0 7 1 2 1 4 1 

73 0 1 20 0 3 12 7 1 0 0 3 1 2.5 1 3 1 

74 0 1 30 0 0 16 8 2 0 0 1 1 2 1 4.4 1 

75 0 1 24 1 3 12 7 0 0 0 3 1 0 0 4.8 1 

76 0 1 21 0 0 16 11 0 0 0 0 0 5 1 4.1 1 

77 0 1 30 0 2 12 11 0 0 0 0 0 2 1 4.5 1 

78 0 1 30 0 2 9 7 2 0 0 0 0 0.5 0 4 1 

79 0 1 32 1 0 12 11 0 0 0 1 1 0 0 5.3 0 

80 0 1 29 0 2 12 11 0 0 0 4 1 1.5 1 4.1 1 

81 0 1 24 1 4 12 7 1 12 1 11 1 0 0 6 0 

82 0 1 27 1 3 12 8 0 1 1 3 1 2 1 4.3 1 

83 0 1 25 0 2 12 9 1 0 0 7 1 0 0 4.3 1 

84 0 1 27 1 4 12 7 1 0 0 9 1 0 0 5 0 

85 0 1 27 1 3 12 8 1 0 0 0 0 2.5 1 4.1 1 

86 0 1 31 1 2 16 7 2 1 1 6 1 0 0 6.5 0 

87 0 1 30 1 1 16 7 7 0 0 4 1 1.5 1 4.1 1 

88 0 1 28 1 3 12 8 1 0 0 0 0 3 1 3.3 1 

89 0 1 27 0 2 12 7 1 0 0 11 1 1.5 1 3.6 1 

90 0 0 29 1 3 16 9 5 6 1 2 1 0 0 5.8 0 

91 0 0 24 0 0 16 8 1 3 1 2 1 2 1 5.4 0 

92 0 1 28 0 3 16 8 8 0 0 5 1 1.5 1 6.1 0 

93 0 1 25 0 2 16 10 0 5 1 5 1 0 0 6.1 0 

94 0 1 27 1 3 12 11 0 6 1 6 1 0 0 5.6 0 

95 0 0 30 0 2 16 18 2 11 1 3 1 0 0 6.2 0 

96 0 0 30 0 2 16 18 6 3 1 5 1 0 0 4.6 1 

97 0 1 27 0 4 16 13 6 3 1 9 1 0.5 0 5.7 0 

98 0 0 37 1 3 16 18 7 3 1 1 1 3 1 4.7 1 

99 0 1 29 1 3 16 14 8 1 1 8 1 0 0 3.7 1 

100 0 1 22 0 3 12 9 0 0 0 0 0 2 1 4.5 1 

101 0 1 28 0 4 16 11 3 0 0 0 0 3 1 2 1 

102 0 1 27 1 3 12 11 7 0 0 0 0 3.5 1 3 1 

103 0 1 28 1 5 12 7 8 2 1 8 1 0 0 4.8 1 

104 0 1 22 1 4 12 11 3 0 0 9 1 1.5 1 3.8 1 

105 0 1 27 0 3 16 7 0 0 0 5 1 1 0 4.5 1 

106 0 1 24 0 3 16 10 1 2 1 2 1 0.5 0 6.5 0 

107 0 1 30 1 4 12 14 8 2 1 8 1 0 0 4.2 1 

108 0 1 30 0 6 16 17 6 2 1 5 1 0 0 4.3 1 

109 0 1 25 0 3 16 10 0 0 0 3 1 0 0 4.9 1 

110 0 1 28 0 3 12 8 1 4 1 3 1 2.5 1 3.6 1 

111 0 1 23 0 2 12 9 4 2 1 4 1 0 0 4.2 1 

112 0 1 21 0 0 12 8 1 3 1 4 1 4 1 3.3 1 

113 0 1 28 1 1 12 11 0 0 0 1 1 0 0 5.8 0 

114 0 1 27 0 1 12 11 5 0 0 2 1 0 0 6.6 0 
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115 0 1 25 0 3 12 10 3 0 0 0 0 4.5 1 3.5 1 

116 0 1 22 0 0 16 7 0 0 0 1 1 1.5 1 4.3 1 

117 0 1 30 1 1 12 11 1 0 0 0 0 4.5 1 3.5 1 

118 0 1 29 0 2 16 10 0 0 0 2 1 0 0 4.9 1 

119 0 1 30 0 3 12 10 0 0 0 2 1 2 1 3.3 1 

120 0 1 23 1 0 16 10 0 0 0 4 1 0 0 5.6 0 

121 0 1 32 1 3 16 13 8 2 1 4 1 1 0 4.8 1 

122 0 1 24 0 1 12 9 1 0 0 7 1 1.5 1 4.3 1 

123 0 1 29 1 2 12 7 8 3 1 9 1 0 0 5.1 0 

124 0 1 30 1 3 16 7 0 0 0 0 0 3 1 3.8 1 

125 0 1 34 0 2 9 8 0 0 0 3 1 0 0 6.3 0 

126 0 1 30 1 2 12 10 5 3 1 3 1 0 0 5.1 0 

127 0 1 29 0 3 12 11 0 0 0 2 1 0 0 5.9 0 

128 0 1 28 0 3 16 12 9 3 1 8 1 1.5 1 3.6 1 

129 0 0 25 0 2 12 10 0 1 1 11 1 0 0 6.8 0 

130 0 1 29 0 2 12 7 0 0 0 0 0 3.5 1 3.5 1 

131 0 1 32 1 2 16 13 6 0 0 4 1 0 0 6.8 0 

132 0 0 34 0 3 16 18 0 0 0 1 1 1 0 4.7 1 

133 0 0 30 0 3 12 8 6 1 1 5 1 2 1 2.8 1 

134 0 1 26 0 2 16 7 1 7 1 10 1 0 0 6.8 0 

135 0 1 22 0 3 16 10 2 7 1 1 1 0 0 6.5 0 

136 0 0 26 0 2 16 12 4 0 0 4 1 0 0 5.3 0 

137 0 0 32 0 3 12 7 6 5 1 6 1 1 0 4.8 1 

138 0 0 23 0 2 16 7 0 4 1 6 1 1 0 5.3 0 

139 0 1 31 0 3 16 18 0 2 1 4 1 0 0 4.3 1 

140 0 0 36 1 3 16 18 5 5 1 1 1 0.5 0 3.5 1 

141 0 0 29 0 1 16 18 5 8 1 2 1 0.5 0 3.8 1 

142 0 1 30 1 3 12 10 1 0 0 2 1 0 0 5 0 

143 0 1 19 0 2 12 9 0 2 1 2 1 1.5 1 4.9 1 

144 0 1 25 1 4 12 7 2 0 0 4 1 0 0 3.9 1 

145 0 1 31 1 3 12 8 1 0 0 4 1 1.5 1 3.5 1 

146 0 1 25 0 3 9 7 4 0 0 7 1 0 0 5.8 0 

147 0 1 23 0 2 12 7 2 7 1 2 1 0.5 0 6 0 

148 0 1 28 0 2 16 10 2 0 0 5 1 0 0 6.2 0 

149 0 1 24 0 5 12 8 1 0 0 0 0 2.5 1 5 0 

150 0 1 29 0 2 16 9 2 1 1 4 1 0 0 4.5 1 

151 0 1 31 0 2 12 10 4 0 0 1 1 1.5 1 5.4 0 

152 0 1 28 0 3 6 12 7 0 0 6 1 0 0 4 1 

153 0 1 22 0 2 12 11 0 0 0 3 1 3 1 3.9 1 

154 0 1 29 0 2 12 12 8 0 0 3 1 1.5 1 6 0 

155 0 1 26 0 2 12 10 7 0 0 5 1 1 0 4.8 1 

156 0 1 33 0 3 12 7 3 0 0 2 1 1.5 1 3.6 1 

157 0 1 32 0 3 12 9 3 1 1 0 0 0 0 5.4 0 

158 0 0 28 0 3 16 11 0 1 1 6 1 0 0 5.8 0 

159 0 1 32 0 3 16 13 6 0 0 8 1 0 0 3.9 1 

160 0 0 28 1 3 12 7 0 1 1 0 0 2 1 5.8 0 

161 0 0 38 0 1 16 18 9 0 0 6 1 1.5 1 3.5 1 

162 0 0 28 0 2 12 13 4 0 0 1 1 1 0 2.1 1 

163 0 0 26 0 2 16 7 0 2 1 3 1 4 1 4.2 1 

164 0 0 26 0 1 12 7 5 0 0 0 0 2.5 1 5.2 0 

165 0 0 30 1 1 12 7 1 4 1 3 1 1.5 1 3.9 1 

166 0 1 28 1 2 16 7 1 2 1 4 1 0 0 4.6 1 

167 0 1 20 0 3 6 10 0 1 1 4 1 0 0 4.7 1 

168 0 1 30 0 2 12 10 2 1 1 5 1 1.5 1 5.8 0 

169 0 1 24 0 2 12 8 1 6 1 4 1 0 0 5.1 0 

170 0 1 26 0 3 12 9 3 0 0 3 1 1.5 1 3.6 1 

171 0 1 26 0 4 12 7 6 3 1 5 1 0 0 5.6 0 
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172 0 1 30 0 3 12 7 6 1 1 7 1 0 0 5.9 0 

173 0 1 26 1 3 9 9 2 0 0 6 1 2 1 3.9 1 

174 0 1 28 0 4 16 12 6 0 0 2 1 2 1 3.9 1 

175 0 1 25 0 1 9 7 1 0 0 3 1 1.5 1 3.1 1 

176 0 1 29 0 3 16 7 4 0 0 6 1 2.5 1 5.2 0 

177 0 1 28 1 1 12 9 3 3 1 3 1 0 0 3.5 1 

178 0 1 32 0 1 12 9 1 0 0 0 0 1 0 3.5 1 

179 0 0 25 0 4 12 8 0 0 0 0 0 3 1 6.2 0 

180 0 1 21 0 2 9 9 1 0 0 3 1 2.5 1 3.8 1 

181 0 1 20 0 3 12 7 0 0 0 4 1 0 0 6.2 0 

182 0 1 24 1 3 16 10 4 0 0 3 1 0 0 4.8 1 

183 0 1 32 1 4 12 11 8 0 0 0 0 3 1 4.7 1 

184 0 1 28 0 2 12 9 1 2 1 6 1 0 0 6 0 

185 0 1 25 1 4 12 9 1 1 1 5 1 1 0 6.3 0 

186 0 1 24 0 3 16 8 1 4 1 3 1 0 0 4.5 1 

187 0 1 25 0 4 12 10 1 0 0 7 1 1 0 5.2 0 

188 0 1 23 0 2 12 8 0 1 1 4 1 0 0 5.8 0 

189 0 1 25 1 3 12 8 1 0 0 0 0 2.5 1 3 1 

190 0 1 25 0 0 12 8 1 0 0 3 1 0 0 4.8 1 

191 0 1 28 1 3 12 10 1 0 0 4 1 0 0 6 0 

192 0 1 31 1 1 12 8 2 0 0 3 1 0 0 6 0 

193 0 1 28 1 2 12 9 1 2 1 7 1 0 0 6.2 0 

194 0 1 25 1 2 12 9 1 0 0 9 1 1 0 6.7 0 

195 0 0 29 0 4 16 14 6 9 1 10 1 0.5 0 5 0 

196 0 1 28 1 3 12 7 1 0 0 2 1 2 1 4 1 

197 0 1 29 1 2 16 9 3 0 0 2 1 4.5 1 2.9 1 

198 0 1 25 1 4 9 9 0 0 0 7 1 1 0 5.5 0 

199 0 1 29 1 3 16 10 7 1 1 10 1 1.5 1 4.2 1 

200 0 0 30 0 3 16 14 7 3 1 8 1 0 0 3.9 1 
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201 1 1 57 0 4 16 18 9 1 1 7 1 1 0 4.1 1 

202 1 1 36 1 0 16 15 6 0 0 6 1 0 0 4.5 1 

203 1 1 49 1 1 16 18 0 1 1 2 1 1.5 1 3.8 1 

204 1 1 60 0 0 16 18 9 3 1 4 1 0 0 4.3 1 

205 1 1 39 1 4 16 18 9 0 0 2 1 0 0 4.7 1 

206 1 1 25 0 4 16 11 1 3 1 4 1 0 0 3.7 1 

207 1 1 42 1 6 16 18 9 2 1 5 1 1.5 1 4.8 1 

208 1 1 43 0 2 16 18 9 4 1 6 1 1 0 5.1 0 

209 1 1 39 1 3 16 18 9 0 0 4 1 1 0 6 0 

210 1 1 33 0 3 16 18 1 0 0 6 1 1.5 1 5.6 0 

211 1 1 31 0 0 16 10 3 0 0 2 1 1 0 3 1 

212 1 1 46 0 1 16 18 9 0 0 5 1 0 0 3.3 1 

213 1 1 24 0 2 16 9 1 0 0 4 1 2 1 4.7 1 

214 1 0 34 0 0 16 18 0 1 1 3 1 0 0 3.4 1 

215 1 1 41 0 4 16 18 9 0 0 3 1 1 0 3.4 1 

216 1 1 48 0 2 16 18 9 0 0 7 1 1 0 4.6 1 

217 1 1 43 0 2 16 18 9 0 0 0 0 3.5 1 3.3 1 

218 1 1 48 1 4 16 18 9 4 1 7 1 1 0 3.8 1 

219 1 1 42 1 2 16 18 9 0 0 5 1 0 0 4.2 1 

220 1 1 50 0 3 12 18 9 0 0 6 1 0 0 5.1 0 

221 1 1 46 1 2 16 18 9 0 0 4 1 0 0 5.5 0 

222 1 1 37 0 3 16 18 9 0 0 4 1 0.5 0 6.3 0 

223 1 0 30 0 0 16 14 4 6 1 0 0 0 0 3.6 1 

224 1 1 40 1 4 16 18 9 3 1 6 1 2 1 1.9 1 

225 1 1 38 0 3 16 18 9 3 1 0 0 0 0 4.1 1 

226 1 1 49 1 5 16 18 9 1 1 8 1 0 0 5.9 0 

227 1 1 53 1 5 16 18 9 3 1 5 1 0 0 6.4 0 

228 1 1 26 1 0 16 12 3 1 1 2 1 0 0 4.8 1 

229 1 0 30 1 0 16 18 5 5 1 0 0 1.5 1 4.3 1 

230 1 0 42 0 0 16 18 9 1 1 0 0 1.5 1 4 1 

231 1 1 50 1 3 12 18 9 2 1 2 1 0 0 6.1 0 

232 1 0 34 0 0 16 16 0 5 1 4 1 0 0 6.3 0 

233 1 0 44 0 1 16 18 9 6 1 0 0 0 0 4.9 1 

234 1 0 55 1 3 16 18 9 0 0 0 0 3 1 4 1 

235 1 0 28 0 2 16 14 3 3 1 0 0 0 0 5.1 0 

236 1 1 30 0 1 16 18 6 3 1 5 1 1 0 5 0 

237 1 1 32 0 4 16 18 6 2 1 12 1 0 0 6.2 0 

238 1 1 35 0 2 16 16 9 0 0 0 0 5 1 3 1 

239 1 0 35 0 2 12 16 6 0 0 1 1 2 1 3.3 1 

240 1 1 41 1 2 16 18 9 2 1 3 1 1 0 5.8 0 

241 1 1 35 1 2 16 18 9 2 1 3 1 0 0 5.8 0 

242 1 0 40 1 2 16 14 9 2 1 0 0 0 0 4.4 1 

243 1 0 49 1 2 16 17 9 3 1 6 1 0 0 5.3 0 

244 1 0 53 1 2 16 18 9 3 1 9 1 2 1 4.2 1 

245 1 1 47 0 0 16 18 9 0 0 2 1 0 0 6.1 0 

246 1 0 29 0 5 16 10 9 3 1 10 1 1.5 1 2.9 1 

247 1 0 48 0 4 16 18 9 4 1 4 1 0 0 5.4 0 

248 1 1 31 0 2 16 18 8 7 1 9 1 0 0 5.8 0 

249 1 1 34 1 2 6 18 9 0 0 4 1 1 0 3.9 1 

250 1 0 42 1 4 16 18 9 8 1 9 1 0 0 6.7 0 

251 1 0 48 1 4 16 18 9 3 1 15 1 1 0 6.8 0 

252 1 1 34 0 3 16 18 9 12 1 16 1 0 0 6.6 0 

253 1 1 22 0 0 16 14 0 0 0 6 1 1 0 4 1 

254 1 0 24 0 3 16 15 0 4 1 8 1 1.5 1 6 0 

255 1 0 25 0 2 16 15 0 3 1 7 1 2.5 1 4.1 1 

256 1 0 26 1 1 16 8 1 0 0 4 1 2 1 5.4 0 

257 1 1 23 0 4 16 14 0 0 0 3 1 0 0 6.1 0 
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258 1 0 30 0 0 16 14 9 0 0 2 1 1 0 3 1 

259 1 1 30 0 2 16 18 9 0 0 5 1 0 0 5.1 0 

260 1 1 34 1 4 16 18 9 6 1 7 1 0 0 4.6 1 

261 1 1 32 0 1 16 18 9 3 1 8 1 2.5 1 2.6 1 

262 1 1 42 0 3 16 18 9 1 1 2 1 0 0 6.2 0 

263 1 1 42 1 3 16 18 9 0 0 4 1 0 0 6.2 0 

264 1 1 33 0 3 16 18 9 5 1 4 1 1 0 5.2 0 

265 1 1 31 1 1 16 18 9 4 1 3 1 0 0 4.5 1 

266 1 1 35 1 3 16 18 9 7 1 5 1 1 0 4 1 

267 1 1 33 0 3 16 15 8 3 1 3 1 2.5 1 3.5 1 

268 1 1 44 1 3 16 18 9 2 1 7 1 0 0 3.3 1 

269 1 0 40 0 0 16 18 9 1 1 4 1 0.5 0 3 1 

270 1 0 55 1 4 16 18 9 0 0 1 1 1.5 1 6.1 0 

271 1 1 30 0 0 16 14 5 2 1 4 1 2.5 1 3.1 1 

272 1 1 36 0 4 16 18 9 0 0 2 1 0 0 6.5 0 

273 1 1 52 0 1 16 18 9 0 0 2 1 0 0 6.3 0 

274 1 1 40 0 5 16 18 9 0 0 1 1 0 0 6.1 0 

275 1 1 27 0 5 16 12 3 7 1 8 1 0 0 5.5 0 

276 1 1 44 1 2 12 18 9 10 1 11 1 0 0 6.4 0 

277 1 0 52 1 2 16 18 9 9 1 8 1 0 0 6 0 

278 1 1 31 1 4 16 17 9 0 0 0 0 3.5 1 3 1 

279 1 1 35 0 0 16 18 9 0 0 10 1 0.5 0 6.2 0 

280 1 1 37 1 3 16 18 9 4 1 8 1 0 0 5 0 

281 1 0 42 1 3 16 18 9 0 0 3 1 0 0 6.1 0 

282 1 0 42 1 6 16 18 9 1 1 5 1 0 0 4.3 1 

283 1 0 49 1 4 9 18 9 0 0 0 0 1.5 1 5 0 

284 1 0 22 1 4 16 11 4 2 1 0 0 1 0 3.9 1 

285 1 0 60 0 2 16 18 9 1 1 0 0 0 0 3.7 1 

286 1 0 30 1 2 16 17 6 0 0 0 0 2.5 1 5.2 0 

287 1 0 52 1 2 12 18 9 2 1 10 1 0 0 6.1 0 

288 1 1 50 1 2 16 18 9 0 0 5 1 1 0 5.4 0 

289 1 0 27 0 3 16 9 3 0 0 5 1 0 0 5.5 0 

290 1 1 45 0 0 9 18 9 0 0 3 1 1 0 4.8 1 

291 1 0 37 1 3 16 16 9 0 0 6 1 3 1 5.1 0 

292 1 0 39 1 4 6 7 2 11 1 5 1 0 0 5.6 0 

293 1 0 57 1 2 9 18 9 3 1 10 1 0 0 6.1 0 

294 1 0 28 0 3 16 13 6 9 1 6 1 1 0 4.8 1 

295 1 0 48 1 4 12 18 9 3 1 1 1 1.5 1 3.8 1 

296 1 0 46 1 3 16 18 9 0 0 0 0 3.5 1 2 1 

297 1 0 27 1 1 16 17 6 1 1 6 1 2.5 1 3.7 1 

298 1 1 33 0 3 16 18 9 0 0 5 1 1 0 5.1 0 

299 1 0 30 0 0 16 18 6 0 0 0 0 5 1 2 1 

300 1 0 50 1 2 12 18 9 0 0 8 1 0 0 5.5 0 

301 1 0 25 0 3 16 17 3 3 1 5 1 1.5 1 3.6 1 

302 1 0 25 0 2 16 15 2 8 1 5 1 0 0 4.1 1 

303 1 1 34 1 2 16 18 9 6 1 6 1 0 0 4.5 1 

304 1 1 26 0 2 16 13 0 1 1 7 1 0 0 4.3 1 

305 1 0 43 1 1 16 18 9 0 0 0 0 4 1 3 1 

306 1 0 38 1 3 16 18 9 0 0 10 1 0 0 6.8 0 

307 1 0 29 0 1 16 17 8 0 0 3 1 2 1 2.7 1 

308 1 0 39 1 6 16 18 9 0 0 7 1 3 1 4.1 1 

309 1 0 29 0 2 16 11 5 1 1 5 1 2.5 1 4.2 1 

310 1 0 26 0 0 16 8 0 0 0 6 1 3 1 3 1 

311 1 0 25 0 4 16 10 4 5 1 7 1 0 0 3.8 1 

312 1 1 33 1 4 12 16 9 0 0 11 1 0.5 0 5.6 0 

313 1 1 53 1 4 6 18 9 0 0 6 1 1.5 1 5.6 0 

314 1 0 32 1 2 16 12 5 0 0 3 1 1 0 5 0 
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315 1 1 55 1 2 6 18 9 2 1 5 1 0 0 5.6 0 

316 1 1 32 0 1 9 9 9 3 1 9 1 1 0 4 1 

317 1 0 35 1 2 16 18 9 3 1 4 1 0 0 5.6 0 

318 1 1 43 1 2 16 18 9 0 0 5 1 3 1 3.3 1 

319 1 1 39 1 2 16 18 9 0 0 7 1 4.5 1 3.2 1 

320 1 0 56 1 4 16 18 9 1 1 4 1 0 0 4.6 1 

321 1 0 39 1 2 16 18 9 0 0 2 1 1.5 1 4 1 

322 1 1 35 1 4 12 9 9 1 1 6 1 0 0 3.8 1 

323 1 1 33 1 3 12 16 9 0 0 0 0 4.5 1 3 1 

324 1 1 59 0 0 6 18 9 0 0 5 1 5 1 3.7 1 

325 1 1 34 1 2 6 9 9 0 0 3 1 1.5 1 5 0 

326 1 1 18 0 0 9 8 0 4 1 10 1 0 0 4.7 1 

327 1 1 45 1 4 16 18 9 0 0 10 1 1.5 1 4.6 1 

328 1 0 41 1 1 16 18 9 0 0 6 1 0 0 4.1 1 

329 1 0 36 0 0 16 18 9 0 0 0 0 3.5 1 3 1 

330 1 1 33 1 1 16 18 8 0 0 0 0 4.5 1 4.1 1 

331 1 1 32 0 2 16 18 7 0 0 0 0 5 1 3.9 1 

332 1 1 43 0 3 16 18 9 0 0 5 1 1.5 1 3.9 1 

333 1 0 38 1 3 16 18 4 7 1 8 1 0 0 5.8 0 

334 1 1 28 0 2 16 18 7 7 1 9 1 1 0 6.7 0 

335 1 1 29 0 1 16 18 2 0 0 0 0 6 1 5.9 0 

336 1 1 29 0 3 16 18 6 4 1 4 1 0 0 4.7 1 

337 1 1 35 1 3 16 18 9 1 1 6 1 0 0 4.8 1 

338 1 1 27 0 1 16 18 4 0 0 0 0 6 1 4.1 1 

339 1 0 24 0 0 16 14 1 1 1 1 1 0 0 3.8 1 

340 1 1 30 0 2 16 18 7 0 0 2 1 7.5 1 2.5 1 

341 1 1 39 0 3 16 18 9 1 1 5 1 2.5 1 3.6 1 

342 1 0 49 1 4 16 18 9 5 1 5 1 0 0 5.7 0 

343 1 0 34 0 0 16 11 2 0 0 3 1 0 0 4.5 1 

344 1 1 51 1 3 6 18 9 0 0 8 1 0 0 5.2 0 

345 1 1 40 1 1 6 18 9 0 0 7 1 0 0 4.6 1 

346 1 1 35 0 2 16 18 9 1 1 8 1 3 1 4.5 1 

347 1 1 31 1 1 16 18 9 4 1 8 1 0.5 0 5.2 0 

348 1 0 26 0 4 16 17 2 0 0 3 1 3 1 5.1 0 

349 1 1 31 1 1 16 18 7 0 0 0 0 4.5 1 3 1 

350 1 0 28 1 6 6 18 5 0 0 0 0 5 1 2.1 1 

351 1 1 43 1 2 16 18 9 2 1 7 1 1.5 1 4.3 1 

352 1 1 45 0 5 16 18 9 4 1 6 1 0 0 5.1 0 

353 1 1 34 0 3 16 18 9 0 0 12 1 0 0 4.6 1 

354 1 1 41 1 2 16 18 9 2 1 8 1 1.5 1 6.3 0 

355 1 1 34 0 2 16 18 9 1 1 8 1 0 0 5.9 0 

356 1 1 24 0 2 16 13 4 4 1 7 1 0.5 0 5.3 0 
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Appendix  D 

Emplo yee’s  answers  to  an  Open -Response  Ques t ion   

(NOK and LION)  
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NOK 

Happy Body 

Time Restriction 

1 Employees in production department don't have time to participate in it.  

2 No time to participate in the program. 

3 
Since brake is very short and sport center is in high level, once I get there brake 

is over. 

4 
Brake is 30 minutes which only enough for having meal so no more time for 

other activities. (From building No.3) 

5 
Since brake is very limited, I just have a few chance to participate in Happy 

Body programs 

6 Should have aerobics in the evening after work. 

7 
Employees have very limited break time. They should have more time so they 

can enjoy their activities. 

8 Brake is very short, just going there brake is over. 

9 Not enough time 

10 
Should open sport facility during weekend because on weekday employees have 

to travelling back home, so there is not enough time. 

11 
Should extend brake time to 1 hour because activity and having meal are 

currently the same time so employees have to decide to join or to have meal.  

12 Work in night shift. 

13 
Good but I don't have time if the company expects employees to join in 

activities, they should extend brake.  

14 Not enough time. 

15 Good but no time 

16 No time. 

17 
Every week, the company should arrange 1 hour of exercise because in normal, 

just 30 minutes of brake is not enough for exercise 

18 Good but no time 

19 Everything is good. I just don't have time. 

Facilities 

1 Should have more sport equipment. 

2 Employees don't clean football pitch after using. 

3 They are hold far from work place so they should be arranged between buildings.  

4 Should have Happy Body programs in each building. 

5 Should have fitness center, yoga and sport equipment in building No.3. 

6 
Please arrange sport activities in building No.3 or at ground floor, not enough 

time to go upper floor. 

7 Fitness room should be accessible for employees in production department.  

Event Request 

1 
should have health promotion day so employees can be healthy e.g. sport 

competition 

2 hold event that employees can participate in e.g. sport competitions 
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Happy Body 

3 The company should hold sport day so employees can be healthy and relaxed.  

4 Sport day 

5 Should hold sport day to promote harmony within organization. 

6 
If the company wants employees to exercise, they must hold a sport event 

because in normal time employees have to work. 

7 The company should arrange Happy Body time once a month. 

8 Should hold Happy Body activities before holiday e.g. New Year.  

9 Should have sport festival because in normal situation. 

Program Request 

1 The company should hold craft or sewing class 

Other Comments 

1 
The company has several Happy Body programs, some of them I haven't an 

opportunity to try. 

2 
Should arrange 10-15 minutes exercise before work or after brake so employees 

can feel fresh. 

3 The company should have healthy food in menu. 

4 Don't know detail of each program. 

Appreciation 

1 Everything is good.  

2 
It is good that the company gives priority to exercise. I hope the company can 

maintain they good work like this forever. 

3 Everything is good. 

 

Happy Relax 

Time Restriction 

1 Good although not enough time. 

2 Should arrange relaxed time 10 minutes in every 2 hours. 

3 
Should provide more time for employees to participate in each activity so they 

can be relaxed and happy. 

4 Should add more time for activities 

5 Work in Night Shift 

6 Extend brake to 1 hour.  

7 Want to be opened during weekend. 

8 Work in night shift. 

9 Good but no time 

10 Not enough time. 

11 Should have longer brake.  

12 Just having meal, brake is over. 

13 Brake time is just enough for eating. No time for something else.  

14 Relaxed time is very limited. 

Facilities 

1 
Songs in karaoke room are dated. The machine frequently breakdown and always 

crowded. 
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Happy Relax 

2 Should update songs in karaoke room 

3 Should add more computers that can access to the internet in Knowledge Center.  

4 
Should increase PC with internet access in knowledge center or allow employees 

to use them after work because they are unavailable in day time. 

5 
Don't have my favorite book and should have instruction for equipment. e.g. 

how to search. 

6 
The company shouldn't block G-mail and Facebook, at least unlock in brake time 

and count it as one kind of relaxation. 

7 Should improve to maximum capacity. 

8 Should provide napping room for night shift. 

9 Should arrange space where employees can be relaxed. 

10 Thai massage, movie theater during brake, nap rooms in every building.  

11 Should have karaoke in building No.3 so employees can be relaxed. 

12 Activities should be around canteen or on ground floor. 

Event Request 

1 Should have sport day or company-sponsored trip. 

2 Should have picnic activity every year. 

3 
Should bring employees to picnic because usually they work 6 days a week thus 

they don't have much time. 

4 Want the company to bring employees to temple or to sea or Khao Yai.  

5 
Should promote events for special occasions e.g. New Year and give presents to 

every employee. 

Program Request 

1 
The company should bring employees to temple to make merit or bring them to 

zoo or natural park in order to encourage preservation mentality.  

Other Comments 

1 Should arrange 10-15min exercise before work so employees can feel fresh. 

2 Should have relaxed activity during work all over the company at the same time. 

3 Should play music softly during brake so employees can be relaxed 

4 Don't know detail of each program. 

Appreciation 

1 Already good 

2 Good 

3 Satisfied with everything 

4 Already good. 

5 Everything is fine. 

 

LION 

Happy Body 

Time Restriction 
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Happy Body 

1 Employees on some shifts cannot participate 

2 Should have indoor gymnasium for many kinds of sport and open to 9.00 pm.  

Facilities 

1 Should have indoor gymnasium for many kinds of sport and open to 9.00 pm.  

2 Should improve sport facilities to appropriate standard. 

3 
Should conduct an examination in each equipment e.g. chairs, desks and 

computers for safety of employees. 

4 Should have sport complex. 

5 Should have sport fields with attendance seats for every kinds of sport.  

6 No place to exercise. 

7 Should improve and repair equipment in a fitness center. 

8 Should improve fitness center. 

9 
Should support sport activities seriously by providing equipments, arranging 

places and holding activities continuously.  

Event Request 

1 Should have activities every week. 

Program  Request 

1 Should have more variety of activities to fit all age. 

2 Should have a kind of sport for the elderly. 

3 Activities should be expanded for all kind and level of employees.  

4 Should support many kinds of sport and continuously. 

5 Should have more varieties of sport and should have more facilities.  

6 Should arrange Thai and Western dance class. 

7 Should hold an activity to teach about health  

Other comments 

1 
Should have a committee to motivate employees to attend these activities at least 

3 times a week. 

2 Should ask employees about their opinions and their will to join in each activity.  

3 Already suggested but no respond. 

4 Should sell healthy food. 

5 It should be better advertised. 

6 
After annual health examination, doctors should give advice for employees with 

health problem. 

7 Should force employees to exercise for benefit of their health.  

8 Should follow the result of annual health check through a year. 

Appreciation 

1 Already good 

2 Excellent  

3 Excellent  

4 Good 
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Happy Relax 

Time Restriction 

1 Should have enough time and place. 

2 Should find a time before asking this question. 

Facilities 

1 Should turn conference room no.5 into a movie room in lunchtime.  

2 Book corner should be peaceful and cozy. 

3 Should have enough chairs for employees so they can sit and relax.  

4 Should have karaoke rooms or boxes in canteen. 

5 Library and karaoke room should be improved. 

6 
Everything is already good, but if there is indoor gymnasium, employees will be 

more relax. 

7 Should have public library. 

Event Request 

1 Should arrange making merit trip with family.  

2 

Should hold a petanque competition between departments to improve relations 

and this kind of sport is appropriate because it  can be played by both sexes and 

all age. 

3 Should have sport day in Sunday so every can participate.  

4 
New year party should be held long before the actual New year day so employees 

who live in other area can attend.  

5 Should have relaxing activities in every month. 

Program Request 

1 Should have more variety of activity.  

2 
The kind of relax activities can be more than those in example, it depends on 

each person 

3 Should have music therapy program periodically around 4-5 songs a day. 

4 Should have more variety of acitivities to fit all age. 

5 Activities should more cover on operator level. 

Other comments 

1 
Should have a committee to motivate employees to attend these acitivities at 

least 3 times a week. 

2 Should ask employees about their opinions and their will to join in each activity. 

3 
Employees should be allowed to change their workplaces but need to submit 

their works on time. 

4 
Should conduct a survey about how employees can be relax so activities can fit 

their needs. 

5 It should be better advertised. 

6 
Employees should participate more. Besides, the company should have more 

readiness. 

7 Should have employees club so they can exercise or getting together after work.  

Appreciation 

1 Already good 

2 Excellent 

3 Excellent 
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Appendix E 

Company Information and Total Employees’ Distribution at NOK 
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Company Name:  NOK Precision Component (Thailand) Ltd 

Establishment Date:  March 27th, 2001 

Implementation Data of the 

HPW:  
July 2006 

Number of Employee:  1,845 Persons (as of 1st February 2011) 

Location:  Bangpa-in Industrial Estate, Ayutthaya  

Land Area: 46,400 ㎡ (29Rai) 

Capital Registered:  360 Million Baht 

Share Holder:  100% by NOK Corporation 

Main Products:  Hard disk drive component and Electronic parts 

Company Website: http://www.nokpoct.com 

 

Variables (as of 1
st

 February 2011) 
NOK 

N % 

Gender 

Male 217 11.3% 

Female 1703 88.7% 

Total 1920   

Age 

18-22 247 12.9% 

23-27 685 35.7% 

28-32 760 39.6% 

33-37 181 9.4% 

38-42 23 1.2% 

43-47 12 0.6% 

48-52 12 0.6% 

53-57 0 0.0% 

58-62 0 0.0% 

63- 0 0.0% 

Total 1920   

Years of 

Service 

Less than 1y 548 29.7% 

1y to less than 2y 476 25.8% 

2y to less than 3y 268 14.5% 

3y to less than 4y 77 4.2% 

4y to less than 5y 86 4.7% 

5y to less than 6y 100 5.4% 

6y to less than 7y 89 4.8% 

7y to less than 8y 79 4.3% 

8y to less than 9y 88 4.8% 

Over 9y 34 1.8% 

Total 1845*  

Education 

Elementary (6y) 9 0% 

Lower secondary (9y) 332 17% 

Upper secondary general (12y) 858 45% 

Upper secondary vocational (12y) 233 12% 

Technical diploma (16y) 288 15% 

http://www.nokpoct.com/
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Bachelor or higher (16y) 181 9% 

Others 19 1% 

Total 1920   

Pregnancy 

Normal 1644 97% 

Maternity Leave 16 1% 

Pregnancy 43 3% 

Total 1703   

Salary Average 10,375  

Source: Human Resource Department at NOK 

 

               Amount of Sales (Million Baht) at NOK 

 

                   Source: Human Resource Department at NOK 
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Appendix F 

Company Information and Total Employees’ Distribution at LION 
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Company Name:  Lion Corporation (Thailand) Limited. 

Establishment Date:  March 5th, 1969 

Implementation Data of 

HPW:  
July 2003 

Number of Employee:  1,025 Persons (as of 1st February 2011) 

Location:  Bangkok and Sriracha 

Capital Registered: 300 Million Baht (1999) 

Share Holder:  
Shahapattanapiboon Co., Ltd. and Lion Fat and Oil 

Co. Ltd. 

Main Products:  Powder Shampoo and Detergent 

Company Website: http://www.lion.co.th/index.html 

 

Variables (as of 1
st

 February 2011) 
LION 

N % 

Gender 

Male 478  46.6% 

Female 547  53.4% 

Total 1,025    

Age 

18-22 14  1.4% 

23-27 121  11.8% 

28-32 194  18.9% 

33-37 224  21.9% 

38-42 155  15.1% 

43-47 117  11.4% 

48-52 99  9.7% 

53-57 79  7.7% 

58-62 17  1.7% 

63- 5  0.5% 

Total 1,025    

Years of 

Service 

Less than 1y 231  22.5% 

1y to less than 2y 136  13.2% 

2y to less than 3y 58  5.7% 

3y to less than 4y 63  6.1% 

4y to less than 5y 36  3.5% 

5y to less than 6y 28  2.7% 

6y to less than 7y 29  2.8% 

7y to less than 8y 14  1.3% 

8y to less than 9y 18  1.8% 

9y to less than 10y 3  0.3% 

10y to less than 11y 37  3.6% 

11y to less than 12y 28  2.7% 

12y to less than 13y 13  1.3% 

13y to less than 14y 38  3.8% 

14y to less than 15y 64  6.3% 

15y to less than 16y 35  3.4% 

16y to less than 17y 17  1.6% 

17y to less than 18y 14  1.3% 

18y to less than 19y 13  1.2% 

http://www.lion.co.th/index.html
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19y to less than 20y 14  1.3% 

20y to less than 21y 12  1.2% 

21y to less than 22y 10  1.0% 

22y to less than 23y 10  1.0% 

23y to less than 24y 5  0.5% 

24y to less than 25y 5  0.4% 

25y to less than 26y 3  0.3% 

26y to less than 27y 3  0.3% 

27y to less than 28y 5  0.4% 

28y to less than 29y 3  0.3% 

29y to less than 30y 7  0.7% 

Over 30y 74  7.2% 

Total 1,025
1 4

   

Education 

Elementary (6y) 177  17.3% 

Lower secondary (9y) 108  10.5% 

Upper secondary general (12y) 52  5.1% 

Upper secondary vocational (12y) 76  7.4% 

Technical diploma (16y) 203  19.8% 

Bachelor or higher (16y) 299  29.2% 

Others 110  10.7% 

Total 1,025    

Pregnancy 

Normal 1,009  98.4% 

Maternity Leave 9  0.9% 

Pregnancy 7  0.7% 

Total 1,025    

Salary Average 24,900    

  

                            Amount of Sales (Million Baht) at LION 

 

Source: Human Resource Department at LION 

                                                 
1 4  T h e  n u m b e r  i s  c a l c u l a t e d  b a s e d  o n  t h e  p r o p o r t i o n  o f  n u m b e r s  r e p r e s e n t i n g  t o t a l  

e m p l o y e e s  i n c l u d i n g  p e r m a n e n t  a n d  p a r t - t i m e  w h i c h  i s  p r o v i d e d  b y  H R  d e p a r t m e n t  

a t  L I O N .  
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