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ABSTRACT 

A human being is the most import~rnt resource in an organization. A company 

needs to invest in its people to develop them to fulfill the company's requirements and 

achieve the objectives. There are 2 objectives in this study: 

( 1) To find the main reason for absenteeism and frequent turnover of the 

employees from private companies in Bangkok's, Urban areas and 

Industrial estates in Thailand. 

(2) To use the result of the study as a guideline creating the motivational fo.ctors 

that lead to longer time of working. 

The researcher uses a descriptive method and questionnaires to collect 

information. The sample is limited in terms of age, education and work location, fro:a 

400 returned questionnaires of 450 distributed questionnaires. After getting the rough 

data, it is transfonned to numc:rical data, using SPSS P/C software !n calculate. The 

findings are as follows: 

(1) Most employees mostly use sick leave as the prnm:ry reason to the 

company, those would be absent when necessary and their real reason \\hen 

taking leave is sick leave, vacation and seeking new jobs respectively. The 

most important factors that are effects of their absenteeism is duties (.nd 

responsjbilities. 

(2) Most employees would consult their relatives or friends when they need to 

resign. They expect the salary increase by 10%-20% up from their current 

salary and they would choose their current jobs again if they have the 

opportunities. The m0st irnp~rtant factor.:; that effect th~ir resigning 

de-..cision from the company is sa!:.JSy and benefit. 
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I. INTRODUCTION 

1.1 Introduction /Background of the Study 

Absenteeism and Turnover of the employee in the organisation are much like 

diseases that appear whenever a company fails to inoculate itself through the use of 

sound management practices. To cure excessive absenteeism and turnover, one has to 

know the exact causes and then examine the available, workable and proven solutions to 

apply against those causes. 

Absence refers to time an employee is not on the job during scheduled working 

hours, except for granted leave of absence, holiday or vacation time. Whereas, Turnover 

refers to time that employees resign from the organization. 

Using the standard U.S. Department of Labor fonnula, the rate of absenteeism is 

calculated by dividing the number of working days lost through absence in any given 

period by the total number of available working days in that same period, as follows: 

Absenteeism Rate = Number of Jost working days due to absence I (Number of 

employees) x (Number of Workdays) x 100 

For examples: 

(a) Average number of employees in work force 

(b) Number of available workdays during period 

( c) Total number of available workdays (a x b) 

(d) Total number of lost days due to absences during 

the period 

100 

20 

2,000 

93 

(e) Absenteeism percent (d/ c) x 100 4.65% 

The impact of two moods dimensions (positive affect and negative affect) on 

employees' withdrawal behavior-specifically, on their absenteeism and turnover from 

1 



an organization. The positive affect reduced absenteeism and turnover, while negative 

affect increased absenteeism and turnover. Job satisfaction moderated the relationship 

between positive affect and absenteeism. These results point to the importance of 

considering both job attitudes and emotions in effort to predict and manage employee 

withdrawal behavior. 

In other words, employees revealed that repetitive, boring jobs coupled with 

uncaring supervisors and/or physically unpleasant workplaces led them to make up 

excuses for not coming to work, such as claiming to be sick. If your employees 

perceive that your company is indifferent to their needs, they are less likely to be 

motivated, or even to clock in at all. 

Absence and turnover are paiticularly important outcomes to examine for severa I 

reasons. One reason is their implications for organizational functioning. Jn some cases, 

absenteeism and turnover are beneficial to organizations. Absenteeism can provide 

stress-relief, making employees more efficient when they return to work. Turnover can 

rid the organization of employees who are disruptive and/or poor performers. Also, 

following employee departures, the fresh perspective of replacement employees can 

enhance innovation. More often than not, however, such withdrawal behaviors are 

undesirable to companies. Absenteeism can result in significant productivity losses and 

administrative expenditures. Also, the organizational readjustments and costs 

associated with the departure and replacement of employees can be substantial. An 

increased understanding of the impact of mood on absence and turnover may help 

companies avoid incurring such costs. 

2 



1.2 Importance of the Study 

A human being is the most important resource in an organization. A company 

needs to invest in the people to develop them to fulfill the company's requirements and 

achieve the objectives. The company has to pay for recruiting and training for the 

employees. Once the employees decide to leave or resign from the company, they must 

have reasons. What are those reasons? It may be salary increase, or conflicts in the 

organization. The result of the resignation could be the company's loss of skilled 

employees and the company has to spend time and money to recruit new employees and 

train them. It wastes time to train a new one and new employees need to adjust 

themselves to a new job. The result of this study can identify the causes of absenteeism 

and turnover and provide suggestions to prevent problems. In addition, the result can be 

beneficial as follows: 

(1) The company is able to use the resuJt as guidelines to motivate the 

employees to work with the company longer and to be more productive. 

(2) The company is able to save cost and time in recruiting and training process 

and keep the potential employees who are able to develop the new projects 

for the company. 

(3) The company is able to create or build employee's sense of belonging and 

loyalty. 

( 4) For the employees, they can gain more knowledge and are able to become 

experts in the industry because they spend more time in the same industry 

( 5) The employees can understand the reasons why their subordinates or other 

employees do not like this job so that they can aqjust themselves in their 

work place and have a chance to be promoted and get more benefits. 

(6) People do not lose time and money in finding jobs. 

3 



1.3 The Objectives of the Study 

(1) To find the main factors for absenteeism and turnover of the employees 

from private companies in Bangkok, Urban area and Industrial estate in 

Thailand. 

(2) To use the result of the study as a guideline creating the motivation factors 

that lead to longer time of working. 

1.4 Research Methodology 

This research is a descriptive study. The methodology is defined below: 

( 1) Data collection 

(a) The researcher will use the questionnaires to find the answer. 

(b) The type used is close-ended questionnaires. 

(2) Sampling Method 

(a) The researcher collects samples from the employees who work with 

private sectors in Bangkok, surrounding areas and industrial estate in 

Thailand. 

(b) Plans to collect 400 samples. 

( c) Uses random sampling. 

(3) Data Analysis 

(a) SPSS I PC software program will provided statistic and interpretation 

of data anaiysis. 

1.5 Limitation 

The researcher collects the infonnation based on the following: 

( 1) Employee: working in Bangkok, Stmounding areas and industrial Estate 

with private sectors. 

(2) Education: from High School to Ph.D. in any field. 
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(3) Age: from below 21 years to 51 years up. 

1.6 Definition of Terms 

(1) Absenteeism: Frequent absence from school or work, especially without 

good reason. 

(2) Turnover: Rate at which workers leave a factory, company, etc. and are 

replaced. 

(3) Job Resignation: To quit from the job by employees themselves. 

( 4) Employees: The people who are employed by private sector in Bangkok, 

surrounding areas and Industrial Estate. 

( 5) Private Sector: The company which is owned by businessmen, not the 

government. 

(6) Recruitment: To hire employees for available positions by using internal 

and external sources. 

(7) Random Sampling: The process of selecting a sample in such a way that all 

individuals in the defined population have an equal and independent chance 

of being selected for the sample. 

5 



II. LITERATURE REVIEW 

There are several theories that can be used to describe the human behaviour that 

cause job resignation as follows: 

2.1 Employee Turnover Theory 

Paul Pigor and Charles A. Myer ( 1973) said that "Employee Turnover" is the 

movement of the people to go in and go out from the organisation including: 

(1) Accession: to employ new employees or reemploy the old employees to 

work in the organisation. 

(2) Separation: the end of employment that can be divided 

(a) Discharge: discharging because of employee reduction and the 

employees hreak the company rules and regulations. 

(b) Resignation: the end of employment because of the decision made by 

the employees. 

(c) Retirement: the end of employment because of age (55 or 60 years old 

which is up to the company's rule). 

(d) Death 

Loenard R. Sayless and George Strauss (1977) said that "Employee Turnover" is 

the end of employment and has to recruit the new employees to work in the 

organization. Employee turnover can happen voluntarily and involuntarily. 

Mobley (1982) said that "Employee Turnover" is the end of employment 

voluntarily and the employee will receive the benefits. In this definition, it emphasizes 

voluntary resignation, not changing position or transferring. 

6 



Table 2.1. A Major Organization's Reason for Turnover Categories (Mobley 1982). 

Dissatisfaction: 
Wages-amount 
Wages -- equity 
Benefits 
Hours or shift 
Working conditions 
Supervision - technical 
Supervision - personnel 
Coworkers 
Job security 
Job meaningfulness 
Use of skills and abilities 
Career opportunities 
Policies and rules 
Others: 

~~~~~~~~ 

Living Conditions: 
Housing 
Transportation 

Child care 
Health care facilities 
Leisure activities 
Physical environment 
Social environment 
Education opportunities 

Personal: 
Spouse transferred 
To be married 
Illness or death in family 
Personal illness 
Personal injury 
Pregnancy 

7 

Al terna1ives: 
Returning to school 
Military service 
Government service 
Starting own business 
Similar job: same industry 
Similar job: other industry 
Different job: other industry 
Voluntary early retirement 
Voluntary transfer to subsidiary 
New position 

Organisation 
Position 
Location 
Earnings 

Organisation Initiated: 
Resignation in lieu of dismissal 
Violation of rules, policy 

Unsatisfactory probation period 
Attendance 
Performance 
Layoff 
Layoff: downgrade refused 
End of temporary employment 

Others: 
Transfer to: 
Leave of absence from: 
On loan to: 
Retirement 
Death 



A. H. Maslow (Maslow 1960: 122-144) set up the theory that: 

(1) Human always has needs and they are never ending. Once they can satisfy 

their needs, the new one will begin immediately. 

(2) The need that is aheady satisfied cannot motivate human being to do 

anything anymore. They will be motivated to do something by using the 

unsatisfied needs only. 

(3) Human need has a hierarchy that can be defined into 5 steps: 

I V. Se;f-Actualization needs 
r-~' 
I JV. Ego needs 

r--l .. IH~donging need~, 
r-·-·-J fI. Security needs 

I L Physiological ·needs 
j 

(a) Physiological needs: the basic needs that are required for survive i 

including food, sheiter, medicine and clothes. 

(b) Security needs: once human being can survive with the bu.sic 

needs, the next step people wi1J concern is security for their life. 

Human tends to avoid doing the job that cannot provide security. 

') 
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(c') Belonging needs: human ne~ds to be accepted by other people in 

the society. Human needs socialisation so they cannot iive alone. 

Human needs to h:we a group and absolutely needs to be a part of 

the society. 

(d) Esteern or Ege; needs: "humnn needs to be recognised by others. 

Human tries to use the irnovvledge and skins to do the job better 

than other people because they need to be an. important person in 

the society. 

( e) Self --- actualisation needs: this is the highest level need of human 

being. Human has a need to do something that can fulfil them and 

do not need any support from the society. Human has an individual 

dream t.1-iat is probab1y very different from the real life. 

2.3 Mobley Theo.ry 

Job resignation creates both positive and negative effects to the organisation, an 

individual and the society If the management is able to understand the process of job 

changing and can provide the suitable solution, the job resignation wiH be good effects 

to the organisation. 

(1) The effects to tht: nrgauisation 

(a) Good Effects 

( 1) Able to employ the m:w staff who can \Vork a.nd perform better 

than the old one. 

(2) Get new knowledge and iechnology that come with the new 

eroplovr~·::. 



problem. 

(4} Have an opportunity to promote the existing staff to the 

available position. 

(b) Bad Effects 

(1) Direct and indirect eost to the organisation. 

(2) Losing the potential employee. 

(3) Losing scn~t of belonging and loyalty because the existing 

employees will know that there is other choice for job 

progressmg. 

(4) Losing the opportunity to implement or run the new project 

because of lack of potential employee to handle the project. 

(2) The effects to an individual 

(a) Good Effects 

( 1) Higher position and benefits. 

(2) If the employees can find a better job, they will be proud and 

more confideflt. 

{3) There is more motivation factors to drive the new employees 

work hard. 

( 4) Open an opportunity to the existing employee to be promoted. 

(b) Bad Effects 

( 1) Losing the benefits that depends on the years of working. 

(2) Job resignation can create tension. If they cannot control the 

pressure or tension, it rnay have an effect to the family and other 

people. 

{3) f n the casl: of a couple, one's decision to resign may have an 

JO 



effect on the other. 
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( 4) Losing m.oney and time rn finding a job and losing the 

relationship with the old society. 

(3) The effect to the society 

(a) Good Eff eci.s 

(1) Changing a job to work with a nev·t organisation is necessary for 

economic development and higher salary can increase GDP. 

(2) When people resign from a job that creates more tension, il can 

help the society save the money using to therapy them from 

tension. 

(b) Bad Effects 

(1) Job resignation creates more cost to recruit new employee so the 

production cost and the product cos1 will be higher. 

(2) Cannot increase investment because of lack of personnel. 

Besides, Mobley, Griffeth, H. Hand and B. Meglino coll ect the results from 

many researches and theory to identify the job resignation factors. Those are: 

(1) Organization Factor including objective, value, policy, salary and benefits 

provided, job description, authority, teamwork, environment etc. 

(2) Individual Factors: can be divided into 2 grnups: 

(a) Occupation: position, expertise, status, professional . 

(b) Individuc;l: year of working, education level , personal ity, benefits, 

economic and social situation, responsib ility to family etc. 

From Figure 2.2, Mobley and team present that thr::re arc 4 factors for resignation 

(1) Job satisfaction - dissatisfaction: this is self-evai rntt ion that will connect 

with own value. The current job satisfaction is not connected with lhe fu tu re 



job satisfaction. 

(2) Expected utility of alternative internal work roles: sometimes people wdl 

not change a job even thought they have a new opp01iunity because they 

expect to get a promotion or more progress in the current organization. 

(3) Expected utility of extema'l work roles: external work role will be a choice 

for the people who need to change a job. People v.rill compare between the 

current job and a new opportunity. If the new one is better, they will resign 

from the current job. 

( 4) Non work values and contingm1cies: factors for job resignation does not 

concerning with work itself only. Most people will change jobs because of 

family situation, region, culture, health condition and society value. 
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_../ .. / .. 

...... 
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Specificity and time I 
bi)tween measur.::s. 1 

Figure 2.2. Mobley's Intennediate Linkages Model (Mobley, Griffeth, Hand, and 
Meglino 1979). 
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2.4 Herberg Theory: Two Jlactm'§ 

Herberg presents the two factors that affect the human behavior: 

(l) Hygiene Factor consists of factors that are necessary to people to survive 

and it is a must for a company to provide the empioyees. They are: 

(a) Company policy and administration 

(b) Supervision technical 

(c) Working condition 

(d) Interpersonal relation 

(e) Salary 

(f) Status 

(g) Job security 

(h) Factors in personal life 

(2) Motive Factor is a tool to motivate people to work and increase productivity 

it includes: 

(a) Achievement 

(b) Recognition 

(c) Work itself 

(d) Advancement 

(e) Responsibility 

(f) Possibility of growth 
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2.5 Career Planning and Development 

This is the deliberate process through which a person becomes aware of personal 

career-related attributes and the lifelong series of stages that contribute to his or her 

career fulfillment. As summarized in Table 2.2, the individual, the manager, and the 

organization all have roles in the individual's career development. It is the individual 

who must accept responsibility for his or her own career, assess interests, skills, and 

values; seek out career information and resources; and generally take those steps that 

must be taken to ensure a happy and fulfilling career. Within the organization the 

individual's manager plays a role, too. The manager should provide timely and 

objective performance feedback, offer development assignments and suppon, and 

participate in career development discussions, for instance. The manager acts as a 

coach, appraiser, advisor, and referral agent by listening to and clarify:ing tlw 

individual's career plans, giving foedback, generating career options, and linking the 

employee to organization resources and career option. 
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Table 2.2. Roles in Career Development (Otte and Hutcheson 1992). 

1 Individual 
·-----------···----·---, 

" Accept responsibility for your own career. 

.. Assess your interests, skills and values. 

• Seek out career information and resources. 

• Establish goals and career plans. 

• Utilize development opportunities 

• Talk with your manager about your career. 

l:_ Follow through on realistic career plans. ____ _ 

Manager 

• Provide timely performance feedback. 

1 • Provide developmental assignments and support. 

s Participate in career development discussion. 

• Support employee development plans. 

Organisation 

• Commw1icate mission, policies, and procedures. 

• Provide training and development oppoitunities. 

• Provide career information and career programs. 

I 
l 

i 
i 

·-------------~ 

I 
I 

I 

i 
I 

I I • Offer a variety of career options. 
----·-----·---------------·------·-·! 

16 



2.6 Factors That Affect Career Choices 

The first step in planning a career for yourself or someone else is to learn as much 

as possible about the person's interests, aptitudes, and skills. There are 5 stages that 

identify the person's career stage as follows: 

(1) Growth Stage: The period from birth to aged 14 during which a person 

develops a self concept by identifying with and interacting with other people 

such as family members, friends and teachers. 

(2) Exploration Stage: The period between 15 and 24 years of age during which 

a person seriously explores various occupational alternatives, attempting to 

match these alternatives with his interests and abilities. 

(3) Establishment Stage: The period, roughly from 24 to 44 years of age, that is 

the heart of most people's work lives. This stage can be divided into: 

(a) Trial Substage: The period from about 25 to 30 years of age during 

which the person determines whether or not the chosen field is 

suitable and, if it is not, attempts to change it. 

(b) Stabilization Substage: The period, roughly from 30 to 40 years of 

age, during which firm occupational goals are set and more explicit 

career planning is made to determine the sequence for accomplishing 

these goals. 

(c) Midcareer Crisis substage: The period between the mid-thirties and 

mid-forties during which people often make a major reassessment of 

their progress relative to their original career ambitions and goals. 

( 4) Maintenance Stage: The period from about 45 to 60 years of age during 

which a person secures his or her place in the world of work. 
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(5) Decline Stage: The period during which many people are faced with the 

prospect of having to accept reduced levels of power and responsibility. 

2. 7 The Price Model 

Prices define the primary detenninants of turnover as pay levels, integration, 

instrumental communication, formal communication and centralization. 

E. ____ =i__. 

~ [INTEGRATION 

OPPORTUNITY _] 

FORMAL s 
COMMUNICATION 

------
CENTRALIZATION I .__ __ r 

Figure 2.3. Price's Model of Turnover Determinants and Intervening (Mobley 1982). 

2.8 How Career Decisions Are Made: ~'ive Decision -Making Stages 

(I) Identifying problems: the needs to make a decision usually come from 

information that an individual receives. Sometimes it may be self-initiated 

or it may arise because of a sudden opportunity that an individual does not 

seek but he or she decides to consider it. 

(2) Exploring alternatives: people attempt to survey the alternatives and these 

alternatives may become the sources of the decision. 

(3) Evaluating alternatives: It is the process of weighing and companng 

alternatives. Finding the best can satisfy an individual's requiremenl. 



(4) Making a choice: People have to make a choice that is not always the best 

alternative and it may not be the one that people really want. 

(5) Making a commitment: It is a force that causes people to stick to the 

decision. When people work for the company and have a chance to do 

important tasks and to be recognized by the company, the commitment will 

happen. 

2.9 Employee Preferences for Various Benefits 

Two researchers conducted a study that provides some insight into employee 

preferences for various benefits. They mailed questionnaires listing seven possible 

benefit options to 400 employees of a midwestem public utility company. Completed 

questionnaires were received from 149 employees (about 38% of those surveyed). The 

seven benefit options were as follows: 

(1) A five-day workweek with shorter working days of7 hours and 35 minutes. 

(2) A four-day workweek consisting of 9 hours and 30 minutes each day. 

(3) Ten Fridays off each year with full pay. This includes ten three-day 

weekends per year in addition to any three-day weekends previously 

scheduled 

( 4) Early retirement through accumulation of ten days per year until retirement 

age. The retirement age Will be 65 minus the number of accumulated days. 

Full pay will continue until 65. 

(5) Additional vacation of two weeks per year with full pay, added to the 

present vacation. 

(6) A pension increase of $75 per month. 

(7) Family dental insurance fully paid for by the company. 

Finally, employees were also asked to show their relative preference for a pay 
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increase of 5% in addition to any general wage iflcrease negotiated. 

2.10 The Influence of Others in Career Choice 

Roe & Super (1957) state that parents play an important role in the deveiopment 

of vocational characteristics of children. Young & Friensen (1992) finds the parents' 

belief can lay a suitable groundwork for the career development of their children by 

influencing them to become responsible and capable human being. 

2.11 The Research on Job satisfaction 

Sagol Jariyavidyanont (1987), a faculty member at the National Institute of 

Development Administration (NIDA) finds no significant differences in the faculty's 

job satisfaction among gender, age, marital status, educational background and work 

expenence. 

2.12 Sampling Fundamentals 

Marketing research often involves the estimation of a characteristic of some 

population. Contacting the entire population, that is, the entire census list, simply 

would not be worthwhile from a cos-C-bene:fit viewpoint. It would be both costly and, in 

nearly all cases, unnecessary, since adequate reliability usually can be obtained from ri 

sample. Further, it often would be less accurate since non--sampling errors like non

response, cheating, and data-coding errors are some difficult to control. 

There are many ways of obtaining a sample. Some are infonnal and even casual. 

Passers-by may be queried as to their opinions of a new product. 1f the response of 

everyone in the population is uniform - they all either love it or hate it - such an 

approach may be satisfactory. If you want to detennine if the water in a swimming pool 

is too cold, it isn't necessary to take a random sample; you just have to test the water at 

any one place, because the temperature will be constant throughout. 

In most cases, however, the situation is more complex. There are several 
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questions to be answered and a wide variability in responses. It is then necessary to 

obtain a representative sample of the population consisting of more than a handful of 

units. It is possible, even necessary in some cases, to obtain a sample representative of 

the population just by using judgment and common sense. The preferred approach, 

however, is usually to use probability sampling to obtain a representative sample. rn 

probability sampling, all population members have a known probability of being in the 

sample. 

Probability sampling has several advantages over non-probability sampling. First" 

it permits the researcher to demonstrate the representativeness of the sample. Second, it 

allows an explicit statement as to how much variation is introduced because a sample is 

used instead of a census of the population. Finally, it makes possible the more explicit 

identification of possible biases. 

2.13 Selecting the Probability Sampling Methods 

There arc a variety of methods that can be used to select a probability sample. 

The simplest, conceptually, is termed "simple random sampling." It not only has 

practical value, but it is a good vehicle for gaining intuitive understanding of the logic 

and power of random sampling. 

Simple random sampling is an approach in which each population member, and 

thus each possible sample, has an equal probability of being selected. The 

implementation is straightforward. Put the name of each person in the population on a 

tag and place the tags in a large bowl. Mix the contents of the bowl thoroughly and then 

draw out the desired number for the sample. Such a method was, in fact, used to select 

the order in which men would be drafted for military service during the Vietnam War, 

using birth dates. Despite the fact that the bowl was v1ell mixed, the early drawing 

n::vealed a much higher number of December dates than January dales, ;ndi~aling that 
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the randomizing process can be more involved than it seems. The apparent reason was 

that the December tags were put in last, and the mixing was not sufficient to create a 

random draw. The solution was to randomize the order in which the dates were placed 

in the bowl. The use of a table of random numbers is usually much more practical than 

the use of a large bowl. A random-number table is a long list of numbers, each of 

which is computer generated by randomly selecting a number from 0 to 9. It has the 

property that knowledge of a string of 10 numbers gives no infom1ation about what the 

eleventh number is. The researcher can start anywhere in the random-number table, as 

long as the choice is made before looking at the numbers. It isn't fair to discard some 

numbers from the table because "they don't look random" or because they are not 

"convenient" for some reason or other. 

Systematic Sampling. Another approach involves systematically spreading the 

sample through the list of population members. Thus, if the population contained 

10,000 people and a sample size of 1000 were desired, ever tenth person would be 

selected for the sample. Although in nearly all practical examples such a procedure 

would generate a sample equivalent to a simple random sample, the researcher should 

be aware of regularities in the list. One situation in which systematic sampling is risky 

is the sampling of time periods. Suppose the task was to estimate the weekly traffic 

flow on a certain street. If every twelfth 10-minute period were selected, then the 

sampling point would be the same each day, and periods of peak travel or low usage 

easily could be missed. A common use of systematic sampling is in telephone surveys. 

A number like 17 could be obtained from a random-number table. Then the seventeenth 

name on each page of a telephone directory would be a sample member. (Actually, a 

random number of inches from the top of the page would be used, so that names vio uld 

not have to be counted.) Of course, more than one name could be selected from each 
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page if a larger sample were needed, or every other (or every third or fourth) page could 

be used if a smaller sample were desired. 

Stratified Sampling. In simple random sampling, a random sample is take from a 

list (or sampling frame) representing the population. Often some information about 

subgroups within the sample frame can be used to improve the efficiency of the sample 

plan, that is, to obtain estimates with the same reliability with a smaller sample size. 

Reliability refers to the estimate variation caused by the fact that a sample is used 

instead of a population. Suppose information on the attitudes of students toward a 

proposed new intramural athletic facility is needed. Further, suppose that there are three 

groups of students in the school --- off-campus students, dormitory dwellers, and those 

living in fraternity and sorority houses. Suppose, further, that those living in fraternities 

and sororities have very homogeneous attitudes toward the proposed facility--- the 

variation or variance in their attitudes is very small. Assume, also, that the dormito1y 

dwellers are less homogeneous and that the off-campus students vary widely in their 

opinions. In such a situation, instead of allowing the sample to come from all three 

groups randomly, it will be more sensible to take fewer members from the 

fraternity/sorority group and to draw more from the off-campus group. ·we ,,,,1ould 

separate the student body list into the three. groups and draw a simple random sample 

from each of the three groups. The sample size of the three groups will depend on two 

factors. First, it will depend on the amount of attitude variation in each f:,Tfoup. The 

larger the variation, the larger the sample. Second, the sample size will tend to be 

inversely proportional to the cost of sampling. The smaller the cost, the larger the 

sample size that can be justified. In developing a sampling plan, it is wise to look for 

natural subgroups that will be more homogeneous than the total popufation. Such 

subgroups are called "strata". 



Cluster Sampling. In cluster sampling, the population again is divided into 

subgroups, here termed clusters instead of strata. This time, however, a random 

sample of subgroups is selected and all members of the subgroups become part of the 

sample. This method is useful when subgroups can be identified that are 

representative of the whole population. Suppose a sample of high-school sophomores 

who took an English class was needed in a Midwestern city. There were 200 English 

classes, each of which contained a fairly representative sample with respect to student 

opinions on rock groups, the subject of the study. A cluster sample would select 

randomly a number of classrooms, say 15, and include all members of those classrooms 

in the sample. The big advantage of cluster sampling is lower cost. The subgroups or 

clusters are selected so that the cost of obtaining the desired information within the 

cluster is much smaller than if a simple random sample were obtained. If the average 

English classes were obtained, the cost probably would be significantly b>reater. The big 

question, of course, is whether the classes are representative of the population. If the 

classes from the upper-income areas have different opinions about rock groups than 

classes with more lower-income students, the assumption underlying the approach 

would not hold. 
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Ill. RESEARCH METHODOLOGY 

This chapter defines the research methodology, sample, data collection, data 

analysis and procedure in the study as follows: 

3.1 Research Methodology 

Descriptive method is applied to this study, involving data collection in order to 

test hypothesis or to answer the questions concerning the current status of the subject of 

the study. 

3.2 Research Sam pie 

The researcher chooses the population from the private seotor employees who 

work in Bangkok, Urban area and Industrial Estate based on the criteria stated belmv: 

( 1) The employees working in Bangkok, Surrounding area and Industrial Estate. 

(2) The employees are employed by private sectors. 

(3) The employees whose education level varies from a high school to a Ph.D. 

(4) The employees between 21 and 55 years old. 

Random sampling is selected to be a method to select the sample. This techniqu..:. 

gives an equal and independent opportunity for the population to be selected as th~ 

sample. 

3.3 Data Collection 

The close-ended questionnaire is selected in this study because it is convenient to 

collect infom1ation, easy for grouping the answers and there is no bias. 

The first part of questionnaire is designed to collect the personal data from the 

sample and also this part is used to identify the right sample. The second pmi is the 

question that is used to survey general data and ideas on absenteeism. The third pal1. is 

the question that is used to survey general data and ideas on job resignation. The fotmh 
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part is the question divided into 9 factors that are duties & responsibilities, position; 

income, relative, organization, supervisor or boss, policy, colleague and location. This 

part is used for data collection about attitudes toward absenteeism and job resignation. 

The researcher uses this part to study the relationship of factors which lead to 

absenteeism and job resignation. The guidelines for reduced absenteeism and longer 

employment will be developed and smmnarized from Part Two, Three and Four. 

The researcher distributed 450 questionnaires by hand to the private sector 

employees in business areas in Bangkok, Urban area and Industrial Estate. The 

completed questionnaires are returned to the researcher within 30 days. 

3.4 Data Analysis 

This study examines the non-probability sampling design because the 

respondent's chance of being included in the sample is unknown. According to the 

infinite population, the techniques for detennining sample size of statistical inference 

are based on the relationship among the estimated proportion of employee, the 

maximum allowance for error between the true proportion and sample proportion, and 

the confidence level which indicates the long-run probability that the confidence 

interval estimate will be correct. Thus, the formula is: 

Where, 

n 

p 

q 

= 

n Z2 pq 

Sample size 

Population proportion that has the required characteristics 

(1-p) estimated proportion of the non-employee to oven:.ll 

population. 
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= 

= 

Confidence Level 

Allowed errors between the true and sample population 

Square of the confidence level in standard error units 

We will apply the 95% confidence level so that the maximum allowance for error 

between the true and sample proportion is 5% or 0.0:5. 

Standardized Normal Distribution 

A probability distribution that reflects a specific normal curve for the standardized 

value, z score, in accordance with the specific confidence level is 1.96. 

Estimated Proportion of Employee 

As we do not have the characteristics of the population, we divide the proportion 

of population equally. The result of pis equal to 0.5 and then q is equal to 0.5. So, we 

substitute these values into the fonnula, 

n (1.96)2 (0.5)(0.5) 

(0.05)2 

384 or about 400 respondents 

Therefore, the sample size for this research is 400 units. 

3.5 Procedure in the Study 

("I) The researcher decides to select 9 factors to study. There are duties & 

responsibilities, position, income, relative, organization, supervisor or boss, 

policy, colleague and location position. The factors are selected referring to 

Moslow Theory, Herberg Theory, Mobley Study and the researcher's 

experience. 

27 



(2) Close-ended questionnaire is selected to be used in this study because the 

researcher needs to control the answer or the results but the researcher also 

gives opportunity to the samples to express their comments. 450 

questionnaires are distributed by hand to the private sector employees in 

business areas, urban areas and industrial estates in Thailand. There is no 

bias for questionnaire distribution because the researcher uses random 

sampling. The researcher collects the questionnaire back by hand within I 

month after distribution. The researcher gets 400 returned questionnaires. 

(3) After the researcher gets the questionnaire back, the researcher transforms 

the text data into nume1ic data. All numeric data are put into SPSS/PC 

program for calculation, analysis and interpretation of the data. The results 

are represented in percentages to find the relationship. 

3.6 Statistical Analysis Methodology 

The data will be analyzed by using statistical formula by SPSS I PC softw::m:: 

program. Each factor is shown in numeric form that can be calculated in softv1arc 

program. When questionnaire> are distributed and collected, the analysis will be 

the next significant step. Statistical analysis is a process of transforming data 

into meaningful information that reveals patterns of relationships among data. To 

that end, SPSS (the Statistical Package for Social Sciences) version 10.0 for window, 

was used to analyze and deliver the data on this survey. Frequency distribu1ions 

were used on all items from the survey to the final datu. The result of SPSS analysis 

is in the form of tables and charts in the an&,lysis and Appendix part. 
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IV. ANALYSIS AND PRESENTATION Olr THE FINDINGS 

4.1 Analysis 

This chapter presents th~ findings of study with frequencies table. The data 

from returned questionnaires could be defined as follows: 

( l) Most of the respondents are female ( 66.5% ). See Figure 4.l. 

Geuder· 
-------:====-----------i 

' O Female O Mak , 
L _________________ --· I 

~~--~------------------------------ I 
.··''i"' .. '""' "" ........... , ....... . 

70.0% -

I 
30.0% 

20.0% 

10.0% 

0.0% 

::·.: ... \·;.:,:::.:::·f~-:··: ...-----

-~-·'-"-'--'--'-'-='--"'-'--'-'· ~- - - ~.'.::_:: >•;;:.,;!:ff,<:;;': ''~•L_. '. -_--i::L:.:::·.:.i:~~~~ .:..c...:..:_,~~-/ 
. ;,"i<; I 

Femak Male 

'--~~~~~~~~~~-~~~-~---J 

Figure 4.1. Gender. 

<2') M f th ~ ost o e respondents are between 21-30 years old (71.8%). See Figure 

4.2. 

·------------------------
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~-\ 
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Figure 4.2. Agt. 
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(3) Most of the respondents have a bachelor degree (57%). See Figure 4.3. 

Education 

60.0% 1 !-~-·----~-----··---
! /'' •. 500%r ~ .•. ... . . . . 
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I 0 0., ,, .. . I•' t . YD ,;.p , ,_ , ,;~ • 
.. 1• •• ,.. ~-· 

0.0% '--~-·~"'.:.-..'.._,.'.c.;_.'.'....--~~ ~ ______ -::~:~~-.- .. -- .-=-.:~ ' .. --~~ . , l High School Diploma Huchdor i\faster PhD 

----·---------·----

Figure 4.3. Education. 

(4) Most of the respondents have bi:;iwecn 10,001 --- 20,000 bahts per month 

income (36.8%). See Figure 4.4. 
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Figw·e 4.4. Income. 
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( 5) Most of the respondents work in manufactming industry in industrial est;:;te 

I 
I 
I 

(47%). See Figure 4.5. 
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Figure 4.5. Location. 
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_i 

(6) Most of the respondents absent 1 time per month (42.3%). See Figure 4.6. 

r· Awrag• N":,,,::-.r AWontool•m (« Mo•I;--------------1 
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L ___ _ None I time Mor<! thim i time 

Figure 4.6. Number of Absent per :Month. 
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(7) Most of the respondents resign from a job more than 1 time (39%). See 

Figure 4.7. 

'----------------··------- - -----------·---

Figure 4.7. Nmnber of Job f-tesignation. 

(8) Most of the respondi;nb have 3 -·· 5 years work experience (31.5%). S<~t'. 

Figure 4.8. 

Figure 4.8. Working Experience. 



(9) Most of the respondents are employed as officers (69%). See Figure 4.9. 
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Figure 4.9. Position. 

In conclusion, most of th~ respondents are fomaie aged between 21-30 years old. 

They have a bachelor degree, and earned b1:;tween .10,001 -- 20,000 bahls per monLh wiih 

3-5 years of work experience. They a1e employed as officers, working in 

manufacturing indust1y in industrial estc1te, those of them would be mostly absent at 

time per month and have resigned from their jobs more than one tirne in their career. 



( l O) The reason that employees are rnostly used when taking leaves with the 

company. 

-------- ---- -------·--- ---- ---------·--·--·------- -------- ··---------- ·----1- -- 'l'he rcmmn «mt moo"ily used when taking leave with the company 
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fjgure 4.10. Reason That Mostly Used When Taking Le<1ves. 

From the sample, there are 56% of the employees who would give the 

reason as sick leave to the company when faey are taking leave, there are 42.5<;,(i 

who would give the reason of vacation and 1.5% would leave due to assignment 

by the company. 
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( 11) The real reasons that employees feel when taking leave. 
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Figure 4.11. Real Reasons That Employee Feels \Ji/hen Taking Leave. 

From the sample, the real reasons of\vorker absenteejsm are ranking below: 

(a) Sick Leave - 79.3% 

(b) Vacation- 63.3% 

( c) Seeking New Jobs·-· 28. 8% 

( d) Laziness - 18. 5% 

( e) Don't I ike Boss or Supervisor -- 1 0. 8% 

(f) Bad attitude toward the company policy -- 8.5% 

(g) Bad attitude toward the Job responsibilities·-- 6.5% 

(h) Don't like colleague - 6.3% 

(i) Assignment by the Company-5.3% 

(j) Never -- 4% 
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( 12) Absent when necessary 

Absent wh6fl Necessary 

I 
I 
1 Yes No 

r· - -

/o%i; 
1.--------·· __ _,; 

'-----------·----------·-·------·------·-·---·--·------ -·· -- -·---- -- -··--- --

Figure 4.12. Absent When Necessary. 

From the sample, there are 79.3% of the employees who would be absent only 

when they have necessaiy reason, there are on 20.3% who would be absent with 

unnecessary reasons. 
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( 13) Priority of Absenteeism factor. 

r -· 
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Figure 4.13. Priority of Absenteeism Factor. 

(a) Duties and responsibilities is ranked as the first pnority from most 

respondents at the rate of36.3% while Relative and Salary and Benefit 

are ranked as the first priority from most respondents at the rate of 

16.8%. 

(b) Supervisor or Boss is ranked as the second primity from most 

respondents at the rate of 16.8% while Position is ranked as the first 

priority from most respondents at the rate of 15%, and Colleague is 

ranked as the second priority at the rate of 10. 8%. 

( c) Supervisor or Boss are ranked as the third priority from most 

respondents at the rate of 20% while position is ranked as the tlmd 

. "t r. f d t I I' 1 , {)' d . .,, 11 pnon y J.Tom mos~ respon ents a tne rate u o/n an Co,u~agut:, 
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Salruy and Bew~~fit and Duties 8.nd Responsibilities are ranked as the 

third priority at the rate of 10%. 

(d) Position is ranked as the fourth priority from most respondents at the 

rate of 13.3% while Duties and Responsibility and Policy are ranked 

as the fourth priority from most respondents at the rate of 10% and 

colleague is ranked at the fourth priority from most respondents at the 

rate of 9.8%. 

( e) Colleague is ranked as the fifth priority from most respondents at the 

rate of 16% while Position is ranked as the fifth priority from most 

respondents at the rate of 12.3% and Location is ranked as the fifth 

priority from most respondents at the rate of 10.3%. 

( 14) Consulting with friends or fa mi Iy when need to resign 

Consulting with Friends or Family 

Yes No 

:oYv: 
'.ONo 

-------·--·---~------------------ -----~-- --

Figure 4.14. Consulting with Friends or Family. 
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From the sample, there are 59% of the employees who have to consult with friend 

or relatives before resignation but 41 % do not. 

(15) Would the employee choose the job again if have the opportunity. 

1----------------------------·--------------------------------·--
! 

70.0%1 

60.0% 

50.0%-

,.-

Opportunity to choose the job again 

/.-~ ............ ~..:.~ .................................................... ""'-'- ... _....,~,_._~. ,__~-·-----------'-····--·------·· 

Yes No 

._ - - ----------- ------------- - - - - - + ·--·--··---· -·· ----·---- --·--- -·----· 

Figure 4.15. Will You Choose This Job Again? 

D 0/ 1; 
10 . ~ 

i) 

From the sample, there are 63% of the employees who will choose the same job 

again but 37% will not. 
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( 16) The percentage up from the current salary 

------------ --i---~----

I &pected Salary lilc1·easing (%) 

I 
I 

i0%. 

60.0% 

/' 
50.0% / 

40.0% .' 
/ 

, Less than 10% 10-20% 21 % up Other 

( _____________________________________________________________________ -- ------------------

Figure 4.16. The Percentage Up from the Current Salary. 

From the sample, the required p.;rcentage of salaiy increase per year by the 

sample group can be divided as follows: 

(a) Less than 10% -- 4.8% 

(b) 10%- 20% -- 51% 

(c) 21%up-34.8% 

(d) others-9.5% 
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( 17) Priority of Resignation factor. 

Priority of Job Resignmion 

\Duties and Responsibilities 
I _,c:.. _ _,:;___-T--~--·-r-~~+--·-·~.:-.. -.-i-::.': _________ ~ 
I 

i 
I 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% I 00% 

L------------

Figure 4. 17. Priority of Resignation Factor. 

From the sample, the priority of job resignation of the sample group can be ranked 

as follows: 

(a) Salary and benefit are ranked as the most important factor fr;r job 

resignation from most respondents at the rate of 45%, while duties ;:1nd 

responsibilities are rankei:I as the most important factor for job resignation 

from the most respondi::nts at the rate of 24.8%> and position is ranked as the 

most important factor for job resignation from most respondents at the rnte 

of 10%. 

(b) Position is ranked as the second important factor for job resignation from 

most respondents at the rate of 29.3%, while Salary and Benefit are ranked 

as the second important factor for job resignation from the second 
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respondents at the rate of 24.3% and Duties and Responsibilities are ranked 

as the second important factc1r for job resignation from most respondents at 

the rate of 15%. 

( c) Duties and responsibilities as the third important factor for job resignation 

from most respondents at the rate of 20.8% whjJe Location is ranked as the 

third important factor for job resignation from most respondents at the rate 

of 18.8% and Salary and Benefit are ranked as the third important factor for 

job resignation from most respondents at the rate of 14.3%. 

( d) Location is ranked as the fourth important factor for job resignation from 

most respondents at the rate of 19% while Organization is ranked as the 

fourth important factor for job resignation from the most respondents at the 

rate of 17.8% and Supervisor or Boss are ranked as the fourt..l-i important 

factor for job resignation from most respondents at the rate of l S. 5 %. 

( e) Organization is ranked as the fifth important fa.ctor for job resignation from 

most respondents at the rate of 22.5% while Supervisor or Boss are ranked 

as the fifth important factor for job resignation from most respondents at the 

rate of 17.8% and Location is ranked as the most important factor for job 

resignation from most respondents ~it the rate n.f 15%. 
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( 18) Duties and Responsibilities 

tlLess ' : 
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Figure 4. l8. Duties & Responsibilities. 

(a) Most respondents are happy at the average level with their current 

duties and responsibilities at the rate of 54%. 

(b) Most respondents would like to receive the main important functions 

at the average level concerning duties and responsibilities of the 

company at the rate of 39.5%. 

( c) Most respondents thought that the duties and responsibilities are 

important factors for their promotion at the rate of 45.5%. 

(d) Most respondents thought that duties and responsibilities are 

important factors for persuading them to come to work at the rate of 

42%. 

(e) Most respondents would most likely be absent or resign from the 
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company at the average level if they were reduced their duties and 

responsibilities at the rate of 35 .3%. 

( 19) Position 

r-------
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Figure 4.19. Position. 

(a) Most respondents are happy at the average level with their current 

position at the rate of 45%. 

(b) Average level of most respondents would like to be promoted at the 

rate of 38.8%. 

(c) Most respondents have a chance at the average level to be promoted at 

the rate of 39.8%. 

(d) Most respondents thought at the average level that they should be 

promoted at the rate of 47.5%. 

( e} Ivfost respondents would be concerned very less to take more leave or 
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resign from the company if they were not promoted at the rate of 

31.8%. 

(20) Salary 

--------·------ --------- ---- --~--------- -- -~---- -------i-=:-----------..,-.-------- -------- -
I IJ v •ry ,.,.. Cit .. , j 
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0Avor.ogo 0 lmponant 

IJMost~----

Salary 
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Figure 4.20. Salary. 

(a) Most respondents are happy at the average level with their current 

salary at the rate of 50.3%. 

(b) Most respondents have enough salaiy at the average level for living at 

the rate of 50.5% 

(c) Most respondents might absent or resign from the company at the 

average level if their salary do not increase at the rate of 30%. 

( d) Most respondents are unhappy as the average level to talk about their 

salary with their friends at the rate of 44%. 

(e) Most respondents expected at the average level to get lO~/(} salary 
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increase each year at the rate of 26.8%. 

(21) Relatives 

1-

I 

L 

--------~------ -- ~--- - -

Relative 

1. Crusuhing with ~J.ativ~ 18.3% 31.3% 22.0% 13.3%. 
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Figure 4.21. Relatives. 

(a) Most respondents have to consult parents or relatives at the average 

level when they do not feel comfortable with their current jobs at the 

rate of31.3%. 

(b) Most respondents will not take more leave or \Nill resign at the 

average level if their relatives do not agree with them at the rate of 

34.5%. 

(c) Most respondents would be concerned ve1y less important factor in 

getting recommended for a new job for them at the rate of 44.3%. 

(d) Most respondents need relative's comments at the average level about 

their job at the rate of 36% .. 

46 



(e) Most respondents would be concerned very less to feel unhappy if 

their relatives do not like their job at the rate of 33.3%. 

(22) Organization 

I ------------Organi~ation _____________ llio~:;: g ::."';oru.n, ' 

0 Mo~t lmportoml 
·----·- ----------·--------- ---
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I 3. UoJi;,ppyif='t bo6"'<11'm•mbor l~~J...;..;;r,..;..;..,....~-.....-r--:--n--:--.....,.-:---.,......-"""T_-:-r-_...-r__,-

1>-•--~•- \l' ;;;~4~"""'.~IT"":"-:-..;,...-:-~-:--+--.,.~--,---r~"ll--"' 
I I .Jnwmatiooal Coml""Y ((,;.,;;::~~:~:: ..... ;;.. ... ..:./J.._,,_,...,,,-... -.. .;..,/..:. .. .-~.-~.--~..i.../_,..'._,_: __ -__ -.,..._-/'T ... ~ ... ~--~'."."'..9.lll'.'.'",;,-__ -:--.T.-C:.r __ -_-: __ +-,,_·-:-r .. i_.1~:--:· .. -,_::_-,-:_r'-' __ -_-.· --, 
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Figure 4.22. Organization. 

(a) Most respondents are concerned at the average level to choose to 

apply for a job with an international firm only at the rate of 391'.10. 

(b) Most respondents are concerned at the average level to be a group 

member in the organization at the rate of 40.5%. 

(c) Most respondents feel unhappy at the average level if they cannot be 

group members at the rate of 43%. 

( d) Most respondents are concerned in trying to avoid the conflict in the 

organization as an important factor at the rate of 3 7. 8%. 

(ej Most respondents are concerned about the size of organization al !he 
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average level in making decisions for job offering at the rate of 40%. 

(23) Supervisor or Boss 

I. Difforent io\eol wilh ~r j~~;;;;;;.~;;;.;,;;;J.,..._..;;....,._...;;;;;;.,;._.,.-__ '.':"'1""~-:-"1""'.:""'"~~--,--:--"-:"'f'""--
~}:·;.1·w ... ,. .. ,.,. .. ,. '/ · ,, ........ -.... ,. -'--"-,:~~~~~:~··~·;._:_. ___ _:_/-.---~--~L~.--, 

0% !0% 20% 40% 50% 60% 70% 80% 90% 100% 

L 

Fi!,111re 4.23. Supervisor or Boss. 

(a) Most respondents are concerned as less important factor in having 

different ideas from their supervisor or boss at the rate of 33. 8%. 

(b) Most respondents are concerned that supervisor or boss is the most 

important factor in making their works more effective and efficient at 

the rate of 37.8%. 

(c) It is important for most respondents to have a good relationship with 

their boss at the rate of 45. 8%. 

(d) Most respondents don't want to come to work at the average level if 

they have conflict with their boss or supervisor at the rate of 40%. 

(e) Most respondents will decide to resign frorn the company at ibe 
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average level if they have any conflict with their boss or supervisor at 

the rate of 32%. 

(24) Policy 

Company Policy 
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Figure 4.24. Policy. 

(a) Most respondents are concerned at the average level that company 

should have the policy that they desired at the rate of 49.3%. 

(b) Most respondents are concerned at the average level that they can 

adapt themselves to the company policy at the rate of 42.3%. 

(c) Most respondents are concerned at the average level that human 

resource policy of the company should be the most beneficial for all 

employees in the organization at the rate of 39.3%. 

(d) Most respondents are concerned at the average level that they don't 

want to come to work if they have different ideas with the company 
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policy at the rate of 41.8%. 

( e) Most respondents are concerned at the average level that they would 

resign if they have conflicting idea with the company policy at the rate 

of 41.5%. 

(25) Colleague 

-------------------------~ueag:~- - -- - l~;L ~_: ___ -_·-_. ]\ 
30.5% 

4.Doo~"""""''°"'wait,coullict \-I ffitm~~~F~~;;~7::y====;,;~==~f~~~~ 
wilt.~ 

0% 10% 20% 30% 4{)% 50% 60% 70% 80% 90% !00% 

l ____________________ . ____________ --------------------~- -·---· 
Figure 4.25. Colleague. 

(a) Most respondents are concerned as important factor that colleague is 

the important factor in making their works more effrcrive and efficient 

at the rate of 43.3%. 

(b) Most respondents are concerned as important factor to have a good 

relationship with their colleague at the rate of 46%. 

( c) Most respondents are concerned as less important factor if they have 

different id~as with their colleague at the rate of 37.3%. 
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(d) Most responder ts are concerned as average important factor about the 

willingness to come to work if they have conflict with their colleague 

at the rate of 34.3%. 

( e) Most respondents are concerned as average important factor that they 

will decide to resign from the company if they have conflict with thei r 

colleague at the rate of 30.5%. 

(26) Location 

L- ·· ·--- -··-----------·- - ----·-· ··-·- ------------···--···---·--· ··- -·-··-··-·• -

Figure 4.26. Location. 

(a) Most respondents thought first about location at t.fJe average JeveJ 

before applying for the job at the rate of 39.5%. 

(b) Most respondents will accept the job at the average level if they have 

to travel more than 1 hour at the rate of 36.5%. 

(c) Most respondents are happy at the average level to 1rave l !"or work at 
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the rate of 37.8%. 

(d) Most respondents preferred at the average level to work in office at 

the rate of 46.8%. 

(e) Most respondents wiH resign from the job at the average fovel if the 

company moves far from their home at the rate of 41 '%. 

(f) Most respondents are mostly absent at the average level if the working 

location is far away from their home at the rate of 33.5%. 
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V. CONCLUSIONS AND RECOMMENDATIONS 

5.1 Conclusions 

( 1) The Purpose of the Study 

(a) The primary purpose of the study is to find the main reasons of worker 

absenteeism and turnover of the employees from private companies in 

Bangkok, surrounding areas and industrial estates in Thai.land. 

(b) The second purpose is to use the result of the study a~~ a guideline 

creating the motivational factors that lead to reduce absenteeism and 

longer working time. 

(2) Research Design 

This research is a desciiptive study in vvhich a survey research is 

conducted by gatheris1g personal data and oth~r bc(ckground for analysis. 

Sets of questionnaires both in Thai and Eng!ish version are presented in 

Appendix B. 

(3) Sampling Procedu1e 

The random sampling technique is used for this study. The samples 

are the employees who are employed by private sectors in Bangkok, 

surrounding areas and industrial estates. The questionnaires are distTibuted 

by hand in the period of January 2002. A total number of 400 completed 

questionnaires are returned. 

( 4) Research Summary 

The results from the statistical analysis of the survey presented in 

Chapter IV are summarized as follows: 

(a) Mo:i;t respondents are female employees betvvccn 21--30 years old 

graduated bachelor degree with income betwei::.n l 0. 00 1 ._ .20,00~) 

53 



bahts. Most of them arc officers 'wilo vvork in manufacturing industry 

in industrial estate and other provinces with 3-5 years of experience. 

They are ml stly absent l time per month and have ever resigned from 

the job more than 1 time. 

(b) Most respondents mostly use sick leave as the primary reason to the 

company, those of them would be absent when necessr.ry and their 

real reasons that they are when taking leave is also sick leave, vacation 

and seeking new jobs respectively. The most important factors that 

affect their absenteeism are duties and responsibilities. 

(c) Most respondents would consult the relative or friend when they need 

to resign. They expect the salary increctse by 10%-20% up from their 

current salary and if they would choose their current job'.; again if they 

have the opportunities. The most important factors that effec.t their 

resigning decisicn from the company is salary and benefit 

S.2 Recommendations 

The researcher would like to provide the l'l;)t:ommenda!ior;s ar;d gui<k ii lie~~ 'lh.~J can 

be used to reduce worker absenteeism and increase longet tcrff; c>f c:mploymem. Most 

employees need some motivators to persuade them to work ·with full capacity and with 

the organization for a longer time. Below are the summarized factors affecting 

employees: 

(1) A total number of 204 of 400 are mostly concerned \vith salaiy an<l benefits. 

From the study, the sample group needs l 0 -- 20% salary increases per year. 

(2) 59% of the sample emp!oyecs consult with their friends or relatives before 

resigning from the jobs. Female employees (65.5% of the whole sample) 

need their friends or relatives' advice while 34.5% of mak employees ar~ 

54 



not concerned with the friends or relatives' advice. Rcforring to Thai 

culture, males are family leaders an.d females are foHowers. Females are 

taught to be followers und th•~y need to consult with their parents and 

cousins before doing anything. If the company needs to recruit fomak 

employees into the organization, the compa...11y has to clarify the job 

description and specification that are suitable for fernale enrpbyee'.~. On the 

other hand, female employees should think more about their families before 

accepting any job. Sometimes, female employees need to accept the jobs. It 

Vlljll be better if the company can build a good relationship with tlw 

employee's family by arranging staff and family meetings because they can 

help the family to understand and support the employees. 

(3) To cure excessive absenteeism, one has to knovv the exact causes and then 

examine the available, workabie and proven solutions to apply against those 

causes. Organizations should review their present absenteeism policy. 

Absenteeism policies vary in effoctivenesB. Most ine:ffr:ctive policies have a 

common dominator: They allow "excused" absences, whertns those that do 

work are "no fault" policies. From studies, we can conclude that under 

trained supervisors is one of the main causes of absenteeism. Therefore, any 

company experiencing absenteeism of greatc.;r th:.trt :-; perceilt should 

conside.r supervisors as a potential contributor to the problem. The 

responses from surveys have revealed results: low pay, poor benefits and 

high workloads were not major causes, nor was actual sickness. [nstead 

absenteeism generally was found to be a symptom of low job satisfaction, 

sub~standard working conditions and consistent negative and unfair 

trcatmem received by first-line supervisor. 
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(4) To manage turnover, organization !>hould focus both short-term and long

tenn turnover. Commitment had the strongest influence on desire to stay. 

When employees were proud of company and shared its ideals and values, 

they wanted to stay. With long-term prospect, provided employees see their 

future with the company. Job satisfaction is placed the third, concentrated 

whether our employees are enthusiastic to come to work each day. Stress; 

while high stress has become a legal issue in the workplace, lower levels of 

stress can cause oeople to quit. And the most common reason given for 

quitting is the prospect for more money. If company pays below industry 

averages, people may quit for money. 



APPENDIX A 

CHART AND TABLS OF WORK.ER ATTCl'UDE 
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Ta.ble. /\ .. 1. Gender. 

Table A.2.. Age. 

Age 

-~--~-

.,... __ 
.,--·-~-~··-·~---· 

Frtqucncy Pcrcenl Vnlid Pi.;rc;~ Cumulnfo'~ Pcrculll 

V&lid Below 21 1.3 

I 
1.3 l.3 

21-30 287 71.S 71.S 73.D I ll-40 I !Oil 25 () ! :•5.0 I 98.0 

41-50 I 1.0 
I I 1.0 l 99.0 

51. up I 4 '" J 
u, 

l _j 400 100.0 Total ... __ 100.0 -

Table A.3. Education. 

.EducuHon 

F 
Frequency ·--Pc_rc_e_n_t ---1--V-u.li~·d-i'crceut .l~:~~lativo l'orecnt 

Vahd lligh School :J5 13.8 13.8 I 13.8 

Diploma 66 16.5 iG 5 30 3 

I lhohc!r.r 128 5 l.0 I 57.0 <17 3 

. M .. •tor ·'~ 12 31 2 j .. I .3 99.5 

! l'h.D ! i .5 ,;; !IJO.O I 
l~.-....=. .. , __ 1_4_~.~..:.~L.....!::.~~ .. L____ JU<;~ I ! ~.._-.... ~~-....... .............. _ ....... 
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Table A.4. Income. 

Income 

--·- Frequency Percent Valid Percent Cumulative Pl.':rcenl 

V&lid L••• than 10,000 133 33.3 33.3 33.3 

l0,001·20,000 147 36.8 36.8 '10.0 

20.UO 1-30,UOO 70 i 7.5 17.5 S'/.5 

30,00HO,OOO 26 6.5 6.5 

Mow U1•n 40,001 24 6.0 6 0 JOO 0 
"" j 

'lotal 400 100.0 100.0 
-----~·-~----.,........-~..,~·----.. 

Table A.5. Work Location. 

\Vurk Loc~tlon -,--Frequency Pcoccut Va.lid P1;n:i:nt. 

·-----;~- -~~;1-----··;~~;-

~8 12.V !2 V 

J
I 189 47.3 I ·\73 

- 400 lOU.0 I 100.0 

valid Bangkok 

Table A.6. Number of Absenteeism per Month. 

No. of Ab~ut/moulJ1 

Frequency Percent Valid Jlcrcent 

Valid None 124 31.Il 3].() 

I timo 169 42.3 ·12.3 

Mon~ cban t time !07 26.8 l6.8 

L Total 400 100.1! llHJ.O - ~ 

Table A.7. Number of Times in Resigning Jobs. 

No. ofrcslgnotion 

--~ - --Fn:qucncy Percclll Valid Percent 

Valid None 103 25.8 25.8 

ltimr: 141 I 35-3 35.J 

More 1him I time 39.0 

c::ulativo P:;~~1 

::·: ,,,, 

HHJ.U ' 

l 
......... ...,a 

Cumulutivc 1 ---::-~Ill --
31.0 

7J.3 

!00.0 J 

_..J 

Cumulative Pt:rceut 

25.8 

61.li 

100.U I l_ TnW 

~ 39.0 

__i__ -~ 100.0 ,.J 



Table A.8. Experience. 

E.xperienct 

-·- -~-·----~~--i~~----1 r-~ Frequency ~ercem L Vaii<l Porocm J Camu!illiw Poiccnl j 
~·--"-----~1-05-1----2-6--3-, -·--2<;.3 ---~ 

31.s I 3 l.5 ns 3-5 

·------~~ l 
22.8 I 
16.8 ! 16.8 I 
2.8 2.S I 100.!J 

100.0.l_ __ ~----' 

6-9 91 

i 
67 I 
]\ ' 
~J 

22.8 30.5 

97-3 

Table A.9. Position. 

Po.dtlon 

~-

Frequency Percent Va lid Percent Cumu!ativc Ptjrceut 

Valid Officer 276 69.0 69.0 69.!I 

~n!orOffice1 Sf1 20.0 20.0 89.ll I MJddle Managi;mc.c.t 41 10.3 10.3 99.~ 

Top Monogemcnl 3 

100_: ! 
.8 

I 
IOO(J 

TolJ!I 400 100.G ----· ~ . -.. 

Table A.10. Reason That Mostly U2ed When Taking Leaves with the Company. 

Abr;~nte~him Rcasun 

Table A.11. The Rea! Reasons the En:1ployee Feel When Taking Leave: Sick leave. 

Slcklouvo 
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Table A.12. The Real Reasons the Employee Feel When Taking Leave: Vacation. 

Vncutton 

Freqt1(:11cy Perce:----·1
1

~~id-Pc-'fc-•cn-t--i~c-_~u-m~utive Pe;1::-
~Val_i_J __ N_o __ i-' ___ J~4·7- --~~-;:-

36.8 

Ye. 2.SJ (13.3 l 63.3 

.._ ___ r_o:a_i _ _.. ___ ·~-~ I IOG.O L ___ __. 
!00.0 

Table A.13. The Real Reasons the Employee Feel When Taking Leav.::: Assignment by 
Company. 

A.sstgnme1tt by company 

Frequency Percent Valid Pcn:cnt J Cwnuiutivc Percent 

Valid No 379 94.8 94.8 I 94.8 

Yes 21 5.3

1 
5.3 L I00.0 

Tow 400 J - .lOO.O ....J...__~ . -

Table A.14. The Real Reasons the Employee Feel When Taking Leave: Laziness. 

--- ·--· 
Frequency Percent Valid Porccnl Cumulativi.: Percent 

Valid No 326 81.5 8).5 8).5 

Ya• 74 18.5 18.5 100.0 

Tollll 400 100.0 100.0 
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Table A.15. The Real I~~easons the Employee Feel When Taking Leave: Don't Like the 
Boss. 

Dou't like the boss 

-· .... ._ ... ._. 

Frcqu1;ncy Percent Vaiid Percent Cuimtlativ~ Percent 

Valid No 357 89.3 89.J ~9.3 

Yes 43 10.8 10.8 100.0 

Total 400 100.0 100.0 

Table A.16. The Real Reasons the Employee Feel When Taking Leave: Don't Like 
Colleague. 

Don't like colleuguc 

Frequency Percent Valid Pcrconl Cumulative Percent -Valid lfo 375 93.8 93.8 93.8 

Vos 25 li.3 li.3 J00.0 

Tollll 400 ]00.0 !00.0 - .... ·-

Table A.17. The Real Reasons the Employee Feel When Taking Leave: Bad Attitude 
toward Job Work. 

Bnd Hltitude of job 

E 
Frequency Percent \'ulid P\.:fCcnt Cumulaliv~ PllfC1.~n! 

No 374 93.5 93.5 93.5 

Yo• 26 6.5 6.5L wo.o 
·oral 400 100.0 100.0 ·-
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Table A.18. The Real Reasons the Employee Feel When Taking Leave: Bad Attitude 
toward Company Policy. 

Bud altitude ot'policy --
Frequency Percent V:iliJ Percent Cumulative Percent 

Valid No 366 91.5 9].5 91.5 

YJJs 34 8.5 8.5 JOO.ll 

Tol<ll 400 JOO.O JOO.O -- -

Table A.19. The Real Reasons the Employee Feel When Taking Leave: Seeking New 
Jobs. 

Seek new joh 

Frequency Pcrcl."Itt Valid Percent Cumulative P~rc~nl -- -
Valid No 285 71.3 71.3 71..l 

YctJ 115 28.8 2S.S lll0.0 

ToW .100 l~-~-,-~~-·J ~- ., 

Table A.20. The Real Reasons the Employee Feel When Taking Leave: Never Taking 
Leave. 

Never 

Frequency Pcrecnl Valid Pr.rccnt Cwnulativc }lorccnl 

Valid No 384 96.0 96.0 96.0 

Yes 16 4.0 'l.O lOO.O 

ToW 400 I00.0 100.0 

Table A.21. Taking Leaves with Very Necessary Reasons. 

Ab,ent when necessary 

Fn:qucncy Porccut Valid Percent CumuJ.11.tivc Percent 

Valid Yer 368 92.0 92.0 92.0 

No 32 8.11 8.0 100.0 

Tow ·fOO !00.0 !00.0 - ~--



Table A.22. Priority That Effect Absenteeism: Duties and Responsibilities. 

Dulles und re•ponslblllli•• 

Frequency Percent Valid l'erccnt Cumulative Percent 

Valid Not answer 88 22.0 22.0 22.0 

Ranking no. I 145 36.3 36.3 58.3 

Ranking no.2 52 13.0 13.0 71.3 

R&tl:ing uo.3 40 10.0 10.0 81.3 

Ranking no.4 40 10.0 LO.O 91.3 

R•nking no.S 35 8.8 8.8 100.0 

Total 'iOO LOO.O 100.0 

Table A.23. Priority That Effect Absenteeism: Location .. 

Location 

Frequency Percent Valid Pc1ccnt Cumulative Percent 

Valid Notanawcr 246 61.5 61.5 61.5 

Ranlcing no. I 13 3.3 3.3 64.8 

Ranking no.2 41 I0.3 I0.3 7S.0 

P-..nking :ia.3 29 7.3 7.3 82.3 

Ranlcing no.4 30 7.5 7.5 89.8 

Ranking no.5 41 10.3 10.3 100.0 

ToUIJ 400 100.0 100.0 

Table A.24. Priority That Effect Absenteeism: Salary and Benefit. 

Snl11ry und Benefit 

Frequency Percent V wid Porccul Cwnulat.i\·c Pl;rot:nl 

Valid Not111&wcr 182 45.5 45.5 45.5 

lUnkingno.! 6'1 16.8 16.8 62.3 

!Unkiug no.2 39 9.8 9.8 72.0 

fuuiling no.3 40 10.0 10.0 82.0 

!Unking uo.4 33 8.3 8.3 91J.3 

lUuking no.5 39 9.8 9.8 lOO.O 

Total 400 100.0 LOO.O 
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Table A.25. Priority That Effect Absenteeism: Position. 

Position 

--
Frcquecoy Pemeut Valid Percent Cwnulative Pcrccnl 

Valid Not answer 166 41.5 41.5 41.5 

Rmking uo.I 8 2.0 2.0 43.5 

Ranking no .2 60 15.0 15.0 58.5 

Ranking no.3 64 16.0 16.0 74.5 

P.iuiki.r.gno.4 53 13.3 J:l.3 87.8 

Ranking uo.5 49 12.3 12.3 100.0 

l'ot>l 400 100.0 100.0 

Table A.26. Priority That Effect Absenteeism: Duties and Responsibilities. 

Orgauiz1dion 

Frequency Perc.:nt Valid Percent Cumulative Percent .. . 
Valid Not iuu.wcr 239 59.8 59.8 59.8 

Ranking no. I 22 5.5 5.5 65.3 

Ranking no.2 13 :<.3 J.3 68.5 

Rutl:ing no.3 2J 5.8 5.8 74.3 

Ranking no.4 55 13.8 13.8 88.0 

Ranking no.5 48 12.0 12.0 100.0 

Totol 400 100.0 JOO.O --

Table A.27. Priority That Effect Absenteeism: Supervisor or Boss. 

Supervi'lor or Boss 

Frequency Percent Valid Percent Cumulative P~rcent 

Valid Not:mswr.r 133 33.3 33.3 33.3 

Ranking no. I 28 7.0 7.0 40.J 

!Wiling no.2 67 16.8 16.8 57.0 

Rmkingno.3 80 20.0 20.0 77.0 

!Unl.iug oo.-1 52 13.0 13.0 90.0 

IUoldng no.S 40 10.0 IO.O IOO,O 

Toi.al 400 100.0 IOO.O 
~ 
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Table A.28. Priority That Effect Absenteeism: Company Policy. 

Compuny Policy 

Frequency Percent Valid Percent Cumulative Percent 

Valid Not answer 247 61.8 61.8 61.8 

Ranl.:ing no.! 12 3.0 3.0 64.8 

!Unldng no.2 28 7.0 7.0 71.8 

RA!iling no.3 38 9.5 9.5 81.3 

Rlmking no.4 40 10.0 10.0 91.3 

Rlmking no.5 35 8.8 8.8 100.0 

Tola! 400 IG0.0 100.0 

Table A.29. Priority That Effect Absenteeism: Colleague. 

Colleogue 

Frequency Pcrcl.lnt Valid Percent Cumulative Pcrc~nt 
~ 

Valid Not answer 204 51.0 51.0 51.0 

IW>lcing no. I JO 2.5 2.5 53.5 

R.tnlcing no.2 43 10.8 10.8 64.3 

RJml.:ing no.3 40 10.0 10.0 74.3 

R.:i.nking no.4 39 9.8 9.8 s,rn 

nanlcing no.5 64 16.0 16.0 100.0 

Total 400 100.0 100.0 

Table A.30. Priority That Effect Absenteeism: Relative. 

Relullve 

Frequency Percent Valid Percent Cumulative Percent 

Valid Not..,.wcr 253 63.3 63.3 63.3 . 
!Unldng no. I 67 16.8 16.8 80.0 

!Wiling uo.2 28 7.0 7.0 87.0 

Ranking no.3 IO 2.5 2.5 89.5 

Ri.nling uo.4 25 6.3 6.3 95.8 

lUnldng no.5 17 4.3 4.3 !00.0 

Total 400 100.0 100.0 
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Table A.31. Consulting with Friends or Family \Vhen Need to Re~ign. 

Consulting 

--
Fn.-qucncy Percent V<lid l'crccnt CumulAtivc P..:rccot 

Valid Yes 236 59.0 5Y.0 59.0 

No 164 41.0 41.0 100.0 

Total 400 100.0 100.0 

Table A.32. The Opportunity to Choose Current Job Would Choose This Job Again. 

Opportunity 

Frequency Percent Valid Percent Cuntulativc P~rccnt 

Valid yes 252 63.0 63.0 63.0 

no 148 37.0 37.0 100.0 

Tot41 400 100.0 100.0 

Table A.33. The Percentage Up from Current Salary Would Like to Get for Next Job. 

Percentage 

Frequency Percent Valid Percent Cumulative Percent 

Volid Loss than 10% 19 4.8 4.8 ~.8 

10-20% 204 51.0 51.0 55.8 

21%up l3Y 34.8 34.8 90.5 

Other 38 9.5 9.5 100.0 

Total 400 100.0 IOO.O 
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St. Gabriel's Library, Au 

Table A.34. Priority That Effect Leaving Decision from the Company: Duties and 
Responsibilities. 

Duties and rcspon.sibiliU..-s 

Frequency Percent Valid Percent Cumulative Percent 

Valid Not answer 70 17.5 17.5 17.5 

Ranking no. I 99 24.8 24.8 42.3 

Raulang no.2 60 15.0 15.0 57.3 

Ranking no.3 83 20.8 20.8 78.0 

Ranlciug no.4 53 13.3 13.3 91.3 

Ranking no.5 35 8.8 8.8 100.(1 

Tolal 400 lllO.O IOO.O 

Table A.35. Priority That Effect Leaving Decision from the Company: Location. 

Locution 

Frequency Percent Valid Percent Cumulative Percent 

Valid Not answer 116 29.0 29.0 29.0 

Ranking no. I 15 3.8 3.8 32.8 

Ranking no.2 58 14.5 14.5 47.3 

Ranlcingno.3 75 18.8 18.8 66.0 

Ranling no.4 76 19.0 19.0 85.0 

Ranling no.5 60 15.0 15 .0 100.0 

To~ 400 100.U IOU.Cl 

Table A.36. Priority That Effect Leaving Decision from the Company: Sa la ry and 
Benefits. 

Snlnry und benefit 

Fn:qucncy Percent Valid Porconl Cumulative Pcrcenl 

Valid Not &nBwcr 24 6.0 6.0 6.0 

Ranking no. I 180 45.0 45.0 51.0 

Ranling no.2 97 24.3 24.3 75.3 

R.anJ.:iug no.3 51 14.3 14.3 89.5 

!Wiling no.4 2·1 6.0 6.0 95.5 

Ranking no.5 18 4.5 4.5 l00.0 

To~ 400 100.0 100.U __..._._ 
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Table A.37. Priority That Effect Leaving Decision from the Company: Position. 

Position 

Frequency Percent Valid Percent Cumulative Peret.mt 

Valid Not answer 80 20.0 20.0 20.0 

&itldng uo.I 40 IO.O J<l.O 30.0 

!Unking no.2 117 29.3 29.3 59.3 

Ranking no.3 64 16.0 16.0 75.3 

Ranking no.4 61 15.3 15.3 90.5 

Ranking no.5 38 9.5 9.5 100.0 

TolAI 400 100.0 IOO.O 

Table A.38. Priority That Effect Leaving Decision from the Company: Organization. 

Organization 

Frequency Percent Valid Percent Cumulative Percent 

Valid Not answer 150 37.5 37.5 37.5 

Rllllking no. I 17 -1.3 4.3 41.8 

Ranking oo.2 26 6.5 6.5 48.3 

Ranking no.3 46 11.5 11.5 59.8 

R...nlcing no.4 71 17.8 17.S 77.5 

Ranking no.!i 90 22.5 22.J 100.0 

Total 400 100.0 100.0 

Table A.39. Priority That Effect Leaving Decision from the Company: Supervisor or 
Boss. 

Supervilior or Boss 

Frequency Percent Valid }Jcrcent Cumulative Percent 

Valid Not illlSl\o'cr 177 44.3 44.3 44.3 

Ranking no. J 21 5.3 5.3 49.5 

Ranking no.2 27 6.8 6.8 56.3 

Ranking no.3 42 10.5 10.5 66.8 

Ranking no.4 62 15.5 15.5 82.3 

Ranking no.5 71 17.8 l 7.8 100.0 

Total 400 100.0 100.0 
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Table A.40. Priority That Effect Leaving Decision from the Company: Policy. 

Polley 

Frequency Perccut Valid Percent Cumulative Percent 

Valid Not answer 330 82.S 82.S 82.5 

Ranking no. I 11 2.8 2.8 85.3 

IWlking no.2 2 .5 .5 85.8 

Ranking no.3 14 3.5 3.5 89.3 

Ranking no.4 19 4.& 4.8 94.0 

Ranking no.5 24 6.0 6.0 100.0 

ToUI 400 100.0 100.0 

Table A.41. Priority That Effect Leaving Decision from the Company: Colleague. 

Colleugue 

Frequency Percent Va1id Percent Cumulative Percent 

Valid Not answer 307 76.8 76.8 76.8 

Ranking no. I 13 3.3 3.J 80.0 

Ranking no.2 4 I.O l.0 81.0 

Ranking no.3 12 3.0 3.0 84.0 

Ranking no.4 20 5.0 5.0 89.0 

Ranking no.S 44 11.0 11.0 100.0 

Total 400 100.0 100.0 

Table A.42. Priority That Effect Leaving Decision from the Company: Relative. 

Relnllvo 

Frequency Percent Valid Porccut Cumulative Percent 

Valid Not answer 377 94.3 94.3 94.3 . 
R.tnlcing no. I 2 .5 .5 94.8 

Ranking no.2 4 I.a 1.0 95.8 

IWWngno.3 3 .8 .8 96.5 

Ranking no.4 3 .8 .8 97.3 

Ranking no.S ll 2.8 2.8 IOO.O 

Total 400 100.0 100.0 
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Table A.43. Duties and Responsibilities: You Are Happy with Your Current Duties and 
Responsibilities. 

Duties & ResponslbillUes 

Frequency Percent V a1id Percent Cumulslivc Percent 

Valid Vetyle58 22 5.5 5.5 5.5 

Less 36 9.0 9.0 14.5 

Aver4ge 216 54.0 54.0 68.5 

Important 94 23.5 23.5 92.0 

MostimporlA.nt 32 8.0 8.0 100.0 

ToW 400 100.0 100.0 

Table A.44. Duties and Responsibilities: You Would Like to Receive the Main Important 
Functions of Duties and Responsibilities of the Company. 

DuU•• & Respollllbillties 

Frequency Percent Valid Percent Cumulative Percent 

Valid Vetyleas 21 5.3 5.3 5.3 

Les.!I 23 5.8 5.8 11.0 

Average 158 39.5 39.5 50.5 

Important 120 30.0 30.0 80.5 

Most important 78 19.5 19.5 100.0 

Total 400 100.0 100.0 

Table A.45. Duties and Responsibilities: You Think That the Duties and Responsibilities 
Is the Most Important Thing for Promotion. 

Dulles & Responslbllltles 

Frequc..'tlcy Percent Valid P.,;ro~nt Cumulative Percent 

Valid Vctyle5' 7 1.8 1.8 1.8 

L..., 30 7.5 7.5 9.3 

A\-·cNgc 65 16.3 16.3 25.5 

Important 178 44.5 44.5 70.0 

Most important 120 30.0 30.0 100.0 

Total 400 100.0 100.0 
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Table A.46. Duties and Responsibilities: You Think That Duties and Responsibilities Are 
The Most Important Things for You to Come to Work. 

Dulle• & ResporuilhJlilles 

Frequency Perccr.t Valid Percent Cumulative Percent 

Valid Very leas 12 3.0 3.0 3.0 

Less 14 3.5 3.5 6.5 

Average 88 22.0 22.0 28.5 

Important 168 42.0 42.0 70.5 

Moat important 118 29.5 29.5 100.0 

Total 400 100.0 100.0 

Table A.47. Duties and Responsibilities: You Will Most Likely to Absent or Resign from 
The Company If You Were Reduced Your Duties and Responsibilities. 

Duties & Respoll>ilillill•s 

Frequency Percent Valid Percent Cumulutive Percent 

Valid Not Answer 2 .5 .5 .5 

Vory less 36 9.0 9,0 9.5 

Leu 76 19.0 ]9.0 28.5 

Average 141 35.3 35.3 63.8 

Important 68 17.0 17.0 80.8 

Most important 77 19.3 19.3 I00.0 

Total 400 100.0 IOO.O 

Table A.48. Position: You Are Happy with Your Current Position. 

i'o&illon 

Frequency Percent Valid Percent Cumulative P\:rcc.nl 

Valid Very less 24 6.0 6.0 6.0 

Less 67 16.8 16.8 22.8 

A\'Crago 180 ·15.0 •15.0 67.8 

Important 107 26.8 26.8 94.5 

Most import.ant 22 5.5 5.5 I00.0 

Total ·100 IOO.O 100.0 

72 



Table A.49. Position: You Would Like to Be Promoted. 

Position 

Frequency Perecut Val id Percent Cwnulative Percent 

Valid Vel}' less 9 2.3 2.3 2.3 

Less 22 5.5 5.5 7.8 

Average 154 38.5 38.5 46.3 

Important 124 31.0 31.0 77.3 

Most important 91 22.8 22.8 100.0 

Total 400 100.0 100.0 

Table A.50. Position: There ls a Chance for You to Be Promoted. 

Po&!tion 

Frequency Percent Valid Percent Cumulative Percent 

Valid VCl}'leso 62 15.5 15.5 15.5 

Less 88 22.0 22.0 37.5 

Awnge 159 39.8 39.8 71.3 

lwportant 67 16.8 16.8 94.0 

Most imponant 24 6.0 6.0 100.0 

Total 400 100.0 lOC.O 

Table A.51. Position: You Think You Should Be Promoted. 

Poslllon 

Frequcnoy Percent Valid Percent Cumulative Percent 

Valid Nol Answer 2 .5 .5 .5 

Veiyloss 23 5.8 5.8 6.3 

Len 60 15.0 15.0 21.3 

Average 190 47.5 47.5 68.8 

Important 92 23.0 23.0 91.8 

Most important 33 8.3 8.3 100.0 

Total 400 100.0 100.0 
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Table A.52. Position: You Would Take More Leave or Resign from the Company If You 
Were Not Promoted. 

Position 

Frequency Percent Valid Percent Cumulative Percent 

Valid Very less 127 31.8 31.8 31.8 

Less !05 26.3 26.3 58.D 

Avorage 116 29.0 29.0 87.0 

Important 32 8.0 8.0 95.0 

Most important 20 5.0 5.0 100.0 

ToW 400 100.0 100.0 

Table A.53. Salary: You Are Happy with Your Current Salary. 

Salary 

Frequency Percent Valid Percent Cwnulative Percent 

Valid Vcrylcos 60 15.0 15.0 15.0 

Lm 78 19.5 19.5 34.5 

AHra.ge 201 50.3 50.3 84.8 

Important 54 13.5 13.5 98.3 

Most important 7 1.8 l.8 IOO.O 

Total 400 100.0 100.0 

Table A.54. Salary: Your Salary Is Enough for Living. 

Salury 

Frequency Percent Va lid Percent Cun1ulativ~ Percent 

Valid Very less 51 12.8 12.8 12.8 

tl.!ss 87 21.8 21.8 J4.5 

Average 202 50.5 50.5 85.0 

Important 48 12.0 12.0 97.0 

lllost important 12 3.0 3.0 100.0 

Total 400 100.0 100.0 
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Table A.55. Salary: You Might Absent or Resign from the Company If Your Salary 
Does Not Increase. 

Salary 

Frcqu~ncy Percent Valid Percent Cumulative Percent 

Valid Very leso 99 24.8 24.8 24.8 

Less JI I 27.8 27.8 52.5 

Average 120 30.0 30.0 82.5 

Important 46 I I.S 11.5 9,1,0 

Most intportanr 24 6.0 6.0 100.0 

Tota.I 400 100.0 l00.0 

Table A.56. Salary: You Are Unhappy to Talk about Your Salary with Your Friends. 

Sulary 

Frcquuncy Percent Valid Percent Cumulali vc Percent 

Valid Voryle"5 56 14.0 14.0 14.0 

Lr.ss 67 16.8 16.8 30.8 

A\'crage 176 4.1.0 44.0 7°1.8 

Important 54 13.5 13.5 88.3 

Most important 47 11.8 11.8 ICO.O 

Tola! 400 100.0 !00.0 

Table A.57. Salary: It Is Important to You to Get 10% Salary Increase Each Year. 

Swary 

Frequency Percent Valid Percent Cumulative Percent 

Valid Vory!e" 70 17.5 17.5 11.5 

Less 65 16.3 16.3 33.8 

Average 107 26.8 26.8 60.5 

Important 80 20.0 20.0 80.5 

Most important 78 19.5 19.5 100.0 

Tola! 400 100.0 !00.0 
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Table A.58. Relatives: You Have to Consult with Parents or Relatives When You Feel 
Not Comfortable with Your Current Jobs. 

Relut!vcs 

Frequency Percent Valid Percent Cumulative Percent 

Valid Very leBB 61 15.3 15.3 15.3 

Less 73 18.3 18.3 33.5 

Average 125 31.3 31.3 64.8 

Important 88 22.0 22.0 86.8 

Most important 53 13.3 13.3 100.0 

Toual 400 100.0 100.0 

Table A.59. Relatives: You Will Not Take More Leave or Will Resit,111 If Your Relatives 
Do Not Agree with You. 

Relatives 

Frequency Percent Valid Percent Cumulative Percent 

Valid VCl)'lesa 99 24.8 24.8 24.8 

Lesa 122 30.5 30.5 55.3 

Avcrag~ 138 34.5 34.5 89.8 

lmpor!Ant 33 8.3 8.3 98.0 

Most imporlant 8 2.0 2.0 !00.0 

Total 400 100.0 100.0 

Table A.60. Relatives: Your Relatives Always Recommend a New Job for You. 

Relutlve> 

Frequency Percent Valid Percent Cumulative Pcrci.;nt 

Valid VOi)' less 117 44.3 44.3 44.3 

Less 104 26.0 26.0 70.3 

Average G4 16.0 16.0 86.3 

Important 44 11.0 11.0 97.3 

Moat important 11 2.8 2.8 100.0 

Toi.II 400 100.0 IOO.O 
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Table A.6 t. Relatives: You Need Comments from Your Rclativ<:s about Your Job. 

Relotlves 

Frequency Percent Valid Percent Cumulative Percent 

Valid Very loss 103 25.8 25.8 25.8 

Less 94 23.5 23.5 49.3 

Average 144 36.0 36.0 85.3 

Important 42 10.5 10.5 95.8 

Most important 17 4.3 4.3 100.0 

To141 400 100.0 100.0 

Table A.62. Relatives: You Feel Unhappy If Your Relatives Do Not Like Your Job. 

Relative• 

Frequency Percent Valid Percent Cumulative Percent 

Valid Very less 133 33.3 33.3 33.3 

L~BB 106 26.5 26.5 59.8 

Avcrag..:: 118 29.5 29.5 89.3 

Important 21 5.3 5.3 94.5 

Most important 22 5.5 5.5 100.0 

To141 400 100.0 100.0 

Table A.63. Organization: You Choose to Apply for a Job with an International Firm 
Only. 

Orgontc•llon 

Frequency Percent Valid Percent Cumulative J>crcent 

Valid Vo1y leas 83 20.8 20.8 20.8 

Less 75 18.8 18.8 39.5 

Average 156 39.0 39.0 78.5 

Important 58 14.5 14.S 93.0 

Most important 28 7.0 7.0 100.0 

To141 400 100.0 100.0 
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Table A.64. Organization: It Is Important to You to Be a Group Member in Your 
Organization. 

Organization 

Frequency Percent Valid Percent Cumulative Percent 

Valid Veiyless 21 5.3 5.3 5.3 

L""s 21 6.8 6.8 12.0 

Avenge 162 40.5 40.5 52.5 

Important 132 33.0 33.0 85.5 

Most important 58 14.5 14.5 100.0 

Totul 400 100.0 100.0 

Table A.65. Organization: You Feel Unhappy If You Cannot Be a Group Member. 

Organlzatton 

Frequency Peroont Valid Percent CumuJativc Percent 

Valid Veiyt ... 30 7.5 7.5 7.5 

Less :n 14.3 14.3 21.8 

Avcn.gc 172 43.0 43.0 64.8 

Important 96 24.0 24.0 88.8 

Most important 45 11.3 11.3 100.0 

Total 400 100.0 100.0 

Table A.66. Organization: You Try to Avoid the Conflict in the Organization. 

Organization 

Frequency Percent Valid Percent Cumulative Percent 

Valid Veiy less 26 6.5 6.5 6.5 

L= 31 7.8 7.8 14.3 

Average 113 28.3 28.3 42.5 

lmpor1ant 151 37.8 37.8 80.3 

Most important 79 19.8 19.8 100.0 

Total 400 100.0 100.0 
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Table A.67. Organization: The Size of Organization ls the Most Important Factor in 
Making Decision for Job Offering. 

OrgonlzuUon 

Frequency Percent Valid Percent Cumutativ~ Percent 

Valid Very less 18 4.5 4.5 4.5 

I.cu 26 6.5 6.5 I J.O 

Average 160 40.0 40.0 51.0 

Important 132 33.0 33.0 84.0 

Most important 64 16.0 16.0 100.0 

TolAI 400 100.0 100.0 

Table A.68. Boss or Supervisor: You Always Have the Different Ideas from Your 
Supervisor or Boss. 

Boss or Supenisor 

Frequency Percent Valid Percent Cumulative Percent 

Valid VCJ}'lcss 85 21.3 21.3 21.3 

Less 135 33.8 33.8 55.0 

Average 127 31.8 31.8 86.8 

Important 30 7.5 7.5 94.3 

Mosl important 23 5.8 5.8 100.0 

TolAI 400 100.0 100.0 

Table A.69. Boss or Supervisor: Supervisor or Boss Is the Important Factor in Making 
Your Works More Effectively and Efficiently. 

Boss or Supervisor 

Frequency Percent Valid Percent Cumulative Percent 

Valid Very less 20 5.0 5.0 5.0 

Loss 15 3.8 3.8 8.8 

Average 76 19.0 19.0 27.8 

Important 138 34.5 34.5 62.3 

Most important 151 31.8 37.8 100.0 

Total 400 100.0 100.0 
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Table A.70. Boss or Supervisor: It Is Important to You to Have a Good Relationship with 
Your Boss. 

Bo .. or Supervisor 

Frequency Percent Valid Percent Cumulative Percent 

Valid Verylesa 4 1.0 l.O l.0 

Less 16 4.0 4.0 5.0 

Average 124 31.0 31.0 36.0 

Important 183 45.8 45.8 81.8 

Mo•t important 73 18.3 18.3 100.0 

Total 400 100.0 100.0 

Table A.71. Boss or Supervisor: You Don't Want to Come to Work If You Have 
Conflict with Your Boss or Supervisor. 

Bou or SupervJ.sor 

Frequency Percent Valid Percent Cumulative l)crccnl 

Valid Very Jess 46 IJ.5 ll.5 J 1.5 

Less 64 16.0 16.0 27.5 

Avcrage 160 40.0 40.0 67.5 

Important 73 18.3 18.3 85.8 

Most important 51 14.3 14.3 100.0 

Total 400 100.0 100.0 

Table A.72. Boss or Supervise": You Will Decide to Resign from the Company If You 
Have Any Conflict with Your Boss or Supervisor. 

Boss or Supervisor 

Frequency Percent Valid Percent Cumulative Percent 

Vli!id Very less 78 19.5 19.5 19.5 

Less 97 24.3 24.3 43.8 

Aver.ige 128 32.0 32.0 75.8 

Important 60 15.0 15.0 90.8 

Moot important 37 9.3 9.3 100.0 

Tow 400 100.0 100.0 
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Table A. 73. Policy: The Company Should Have the Policy That You Desired. 

Polley 

Frequency P~rccnt Volid Percent Cumulotivc Percent 

Valid Very less 34 8.5 8.5 8.5 

Less 36 9.0 9.0 11.5 

A\'crage 19'1 49.3 49.3 66.8 

Important 8.5 21.3 21.3 88.0 

Most import.ant 48 12.0 12.0 100.0 

Toi& 400 100.0 100.0 

Table A.74. Policy: You Think That You Can Adapt Yourself to the Company Policy. 

Polley 

Frequency Percent Valid Percent Cumulative Percent 

Valid Very less 9 2.3 2.3 2.3 

Less 24 6.0 6.0 8.3 

Average 169 •12.3 42.3 50.5 

Important 15'1 39.3 39.3 89.8 

Most important 41 10.3 10.3 100.0 

TolAI 400 100.0 100.0 

Table A.75. Policy: You Think That the Human Resource Policy of the Company Should 
Be the Most Benefit for All Employees in the Organization. 

Polley 

Frequency Percent Valid Percent Cwnulative Pcrct;nl 

Valid Not Answer 2 .s .5 .5 

Very less II 2.8 2.8 3.:< 

Less IS 3.8 3.8 7.0 

Average 96 24.0 24.0 31.0 

Important 157 39.3 39.3 70.3 

Most important 119 29.8 29.8 100.0 

Toll! 400 100.0 100.0 
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Table A.76. Policy: You Don't Want to Corne to Work If You have Different ldeas with 
the Company Policy. 

Policy 

Frequency Perocnt Valid Percent Cumulative Percent 

Valid Veiy less 62 15.5 15.5 15.S 

Less lOO 25.0 25.0 40.5 

Average 167 <11.8 41.8 82.3 

!mpo114nl 50 12.5 12.5 94.8 

Most important 21 5.3 5.3 100.0 

Total 400 100.0 100.0 

Table A.77. Policy: You Would Resign If You Have Conflict Idea with the Company 
Policy. 

Polley 

Frequency Percent Valid Percent Cumulative Percent 

Valid Voiy (CS! 72 18.0 18.0 18.0 

Less 108 27.0 27.0 45.0 

Average 166 41.5 41.5 86.5 

Important 37 9.3 9.3 95.8 

Most imporumt 17 4.3 4.3 100.0 

Tota.I 400 100.0 100.0 

Table A.78. Colleague: Colleague Is the Important Factor in Making Your Works More 
Effectively and Efficiently. 

Cullcugue 

Frequency Pen:tnt \'idid Pl;rccnt Cumuhstivc P~ccenl 

Valid Very less 9 2.3 2.3 2.3 

LOSI 22 5.5 5.5 7.8 

Average 69 17.3 17.3 Z5.0 

Inlportant m 43.3 43.3 68.3 

Mostimpo!llUll 127 31.8 31.8 100.0 

Total 400 100.0 100.0 
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Table A.79. Colleague: [t Is Important for You to Have a Good Relationship with Your 
Colleague. 

Colleague 

Frequency Percent Valid Percent Cumu]ative Percent 

Valid Very less 7 1.8 1.8 1.8 

tess ll 2.8 2.8 4.5 

Avt:rage 51 12.8 12.8 17.3 

Important 184 46.0 46.0 63.3 

Most important 147 36.8 36.8 100.0 

Total 400 100.0 100.0 

Table A.80. Colleague: You Always Have the Different Ideas with Your Colleague. 

Coll•nguo 

Frequency Percent Val id Percent Cumulative Percent 

Valid Very leas 93 23.3 23.3 23.3 

L"" 149 37.3 37.3 60.5 

Average l26 2·1.5 31.5 92.0 

lmpor!Jlnt IB 4.5 4.5 96.5 

Mooimportllllt 14 3.5 3.5 100.0 

Total 400 100.0 100.0 

Table A.81. Colleague: You Don't Want to Come to Work If You have Conflict with 
Your Colleague. 

Colleague 

Frequency Percent Va lid Percent Cumulative Percent 

Valid Very less 15 18.8 18.8 J8.8 . 
Les. 110 27.5 27.5 46.J 

Avoragc 137 34.3 34.J 80.5 

lmporwu 55 13.8 13.8 94.3 

Moat important 23 l.8 5.8 100.0 

Tola! 400 100.0 100.0 
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Table A.82. Colleague: You Will Decide to Resign from the Company If You Have Any 
Conflict with Your Colleague. 

Cullenguo 

Frequency Percent Valid Percent Cumulative Percl!:nt 

Valid Veiyless 141 35.3 35.3 35.3 

Less 99 24.8 24.8 60.0 

Avcnsgc 122 30.5 30.5 90.5 

Important 25 6.3 6.3 96.8 

Most important 13 3.3 3.3 100.0 

Total 400 100.0 100.0 

Table A.83. Location: You Think First about Location before Applying for a Job. 

Locotlon 

Frequency Percent Valid Percent Cumulative Percent 

Valid Veiyless 24 6.0 6.0 6.0 

Leas 37 9.3 9.3 15.3 

Avcra.gc 156' 39.5 39.5 54.8 

Important 108 27.0 27.0 81.8 

Most important 73 18.3 18.3 100.0 

Toi.J 400 100.0 I00.0 

Table A 84. Location: You Will Accept the Job If You Have to Travel More Than I 
Hour. 

Locotlon 

Frequency Percent Valid Percent Cumulative Pcrctnt 

Valid Very Jess lll 27.8 27.8 27.8 . 
Leu 91 22.8 22.8 50.5 

Avmgo 146 36,5 36.5 87.0 

lmpcrtant 41 10.3 10.3 97 3 

MMI importmt 11 2.8 2.8 100.0 

Toi.J 400 100.0 100.0 
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Table A.85. Location: You Are Happy to Travel for Work. 

Loco lion 

Frequency Percent Valid Percent Cumulative Percent 

Valid Not Answer 2 .5 .5 .5 

Very less 86 21.5 21.5 22.0 

Lest 75 18.8 18.8 40.8 

Average !SI 37.8 37.8 73.5 

Important jj 13.8 13.8 92.3 

Most important 31 7.8 7.8 100.0 

Total 4-00 100.0 100.0 

Table A.86. Location: You Prefer to Work in Office. 

Locution 

Frequency Perci:nt Valid PerCl."llt Cumulative I>crceut 

Valid Very less 39 9.8 9.8 9.8 

Leu 60 15.0 15.0 24.8 

Average: 187 46.8 46.8 71.5 

IInpoIUnt 63 15.8 15.8 87.3 

Most important 51 12.8 12.8 100.0 

TolAI 400 100.0 100.0 

Table A.87. Location: You Will Resign from the Job If the Company Moves Far from 
Your Home. 

Loculion 

Fruquenoy Percent Valid Percent Cumulative Percent 

Valid Very Jc., 56 14.0 14.0 14.0 . 
1. .... 79 19.8 19.8 33.8 

A\'<fllgc 164 41.0 41.0 74.8 

Important 70 11.S l'J.5 92.3 

Mui.I impollo1!lt 31 7.8 7.8 !00.0 

Tola! 400 100.0 100.0 
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Table A.88. Location: You Are Mostly Absent ff the Working Location Is Far Away 
from Your Home. 

Location 

Frequency Percent Valid Percent Cumulative Percent 

Valid Votyloss 90 22.5 22.5 22.5 

Less 105 26.3 26.3 ·18.8 

Average 134 33.5 33.5 82.3 

Important 50 12.5 12.5 94.8 

Most important 21 5.3 5.3 100.0 

Total 400 100.0 100.0 
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APPENDIX B 

QUESTIONNAIRE IN ENGLISH AND THAI 
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Questionnaire 

A Master's degree student, majoring in Computer & Engineering Management designs this 

questionnaire as a part of project required for completion of the study. The researcher would like to 

study the factors causing worker absenteeism and turnover for private sector employees of 

manufacturing companies in Urban areas and Industrial Estate. The result can help us to motivate the 

employee and build sense of belonging and loyalty. 

Thank you for your cooperation. 

Part I : Personal Data 

1. Gender 

... Male 

••• Female 

2. Age 

... Below21 

••• 21-30 years 

••• 31-40 years 

.. • 41-50 years 

• • • 51 years old and up 

3. Education 

••• High School 

••• Diploma (please specify) ___ _ 

••• Bachelor's Degree (please specify) ___ ·--·---·-·-----·-------- .. -------------- .... ·----·-·--· .. -

••• Master's Degree (please specify) __ _ 

••• Ph.D. (please specify) _________ . ____ _ 

4. Income 

••• Less than 10,000 Thai baht per month 

... 10,001 -20,000 Thai baht per month 

••• 20 ,001 - 30,000 Thai baht per month 

••• 30,001 - 40,000 Thai baht per month 

••• more than 40,001 Thai baht per month 

5. Work Location 

••• Bangkok 

• • • Urban areas (please specify) _ 
-···----------------------- ---

.•• Others "(please specify) ___ _ 
--------·--------------------· ---· 
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6. Number of absenteeism times per montt1 

... None 

••• 1 time 

• • • More than 1 time (please specify) 

7. Number of times in resigning jobs 

... None 

••• 1 time 

••• More than 1 time (please specify)--------------------

8. Working experience 

... 1-2 years 

••• 3-5 years 

••• 6-9 years 

•.. 10 years up 

••• Other (please specify) 

9. Position 

.•• Officer 

• • • Senior officer 

••• Middle Management 

.•• Top Management 

••. Other (please specify)----·---------------·-·-·--------·--· 

Part 2 

1. Please specify the reason that you mostly used when you take leave wit11 the company . 

• • • Sick leave 

••• Vacation 

• . • Assignment by company 

2. Please specify the real reasons that you feel when taking leave. (can answer more t11an one) . 

• • • Sick !eave 

••• Vacation 

••• Assignment by company 

Laziness 

Don't like the Boss 

••• Don't like colleague 

. • • Bad attitude toward job work 
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• • • Bad attitude toward company policy 

• • • Seeking new jobs 

• • • Never taking leave 

3. You're mostly taking leave with very necessary reasons . 

... Yes 

• :. No 

4. Please indicate priority ot the FIVE most important factors that effect your 9bsenteeism. ( 1 being 

less important, 6 being most important) 

• • • Duties and Responsibilities 

••• Location 

• • • Salary and benefits 

• • • Higher Position 

• • • Organization 

••• Supervisor 

• • • Company Policy 

••• Colleague 

••• Relatives 

Part 3 

1. Do you have to consult with your friends or family when you need to resign? 

... Yes 

••• No 

2. If you have the opportunity to choose your job, do you choose this job again? 

... Yes 

••• No 

3. What is the percentage up from your current sala1y would you like to get for the next job? 

Less than 10% 

10-20% 

... 21 % up 

••• Other (please specify). ___ _ 

4. Please indicate priority of the FIVE most important factors that effect your leaving_,@_r;j~ion from the 

company. (1 being less important, 6 being most important) 

• • • Duties and Responsibilities 
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St. Gabriel's Library, Au 

Location 

Salary ar:Li benerits 

Higt1er rosi tior 1 

Org8nization 

Company Pc licy 

Coll0ague 

, .,..;;;;a.,.-•·~-· ,...,____,, ______ . ...,. __ ..,_..._. _ _,,_. . ........_, __ UM_,._. ,,._,~.,,_., .. ~,v .... -. • ..,.....,.. .. ,,,. ... .,._..,. __ ,~,, ... .,. • .._,._ ... ,.._..... _,.._.,.,..., ._~-· 

Part 4 

This is part 4 oi' tj1e Ql'8S!io:-inaim. Than:: is a short quesiion, please answer the question t.iy givin~~ the 

rate fmm i lo 5 ( 1 =very Less , :2 = iess, 3 = average, 4 ==-- impor~ant , 5 :.:: most important) 

1. Duties and Responsibilities 

1==~:=~=-=~-==--- ~~~~~-~~~-~~=~=~-=~=~~:~=---=~~~1~~-- ;,--l~={~---T---~~~~:~~~~~-~I 
! l. You are happy with your current duties and I · I i 

h-.---~::0,:~:l~i~::!~~~:eccive the .main imp~~ru1i ____ -----r---+---- ------1-----+-----1 
\ fonctions of duties and responsibilities of the \ I I ) i 

~-;~~,;;;;;-,;;;;J.;;,es ~~-,~;~;n,;bilities -;~ fuei-- J -----1-----··1--------1----··--1 
~--- --_!E.9_!.'.t important thi ~~_for prorno~on : _____________ __J____ ---+-----ti ·-·---·1-----·-J 
I 4. You think that the duties and responsibilities are the I I i 1 I 
i-- ---IQ9~ impo1tan~~_!!gs for you to cor~£!Q... wor~----- I _______ I· ____ j _____ __!_· ----~-------1 
j s. You ~i. !I :.nost likely to abst:>nt or resigr.i from the l · / I I j: 

· cor,_"Pan.y !~ ~ou were reduced your dui1es and I , i , 
\ res.P!?ns1b1ht1es. l 1 1 : I 
------ -- -- ------------ -----------··-··---·-·-·- - --·--·- ________ _L ______ J__ ·-·-··- ·---"--··- ·· ______ , 

2. Po$ition 
,------ -------------- ------------------ ----· -----------··r-···-·-··--1----- ---·-; ---····--·--··,··--- ------·-·1-·-··---- -, 
1 Pw~-~tis>Jl<i ! 1. i 2 1 -~ / <t. ! ~ i 

L.C:-5 r.~t~~~~~~:~;;.~0:~~~~r ~:~L:re~1~,;~i-i~~n-~-~--~~-~~C~ _ --~ ~-1~---~-~-~ --_r-~·_: ___ ~ f _ -._~ -~-:] ___ -~--~- _-_: 
I ... 'f l ' 1·· .. d I I I ., : I "'· l (\ll wou a J.Kt t.:l cc promote . I I 1 i 

j2: ;i;;;~-;,~i.,~ce ~;,-yo_~to_;; ~~~~~~•--:=~- -l:::l~•=c=:]-=::r=:•:! 
i 4. i m: duns: you shou.!d be proo~okd. / I i l i i 
t _,, ________ ___ ---- --··-·----··-- ·- -----··-··- - ----····---- - -····-·-- --r--··-·· -··· -·-_[. ______ ! __ __ __ ____ . ---~ ------·- . ~-- - ·----- _; 
I ,. '! 11 , .. 1. l . ... ' I I : ' ' I ::i. - ou wou 1,, ,i.u(c mw<'. .~vc (ff res;gn rrnm rhe: i 1 ' ! 
1_ ______ _:.:Q_::~11 a..::!l'_U~.Y~~:-~~~ ~'.;:l_P_1~2'~~'.'._t_"._~'. _______ __________ . ____ __ : _________ _J ____ ..... ___ L_ ____ __ , _______ ___ _____ __ _ 

(' 
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4. Relatives 

=:;;:i~::;::: .. ts or-;.~;;v~;~h.~ ----~--1 _2_+ 3 

...• • 

4 ~ r~- .. -=1 
_ _you feel not comfortable with _y~mr currer~jQ.Q~---- I i \ I 
2. You will not take more leave or will resign if your ·-------i----1·----- ------r·------ -\ 

relatives do not agree with yo~------- ------J--·-+-----l-----1------i 
~ Your relatives always recommcud " oew job for I ! i I j 

L~ £~ ••ed com::'· fr~m yo•:'~:.iv.:~1~~~~~~t~t uul~--~----_11 j - i 
l 5. ~~'.1 ~~~~nhappy-ifyou~relatives do n~t lik:~::~l ___ J ______ , _________ j __ l ____ , 

5. Organization -----------r-----T---r- ----T------1------1 
__ Q_uetlllms ----------------+--'.--_1 ___ ~---J _ -~~- __ ;__ ___ 4 __ -~-}: ___ I 

1. You choose to apply for a job with an international I j I I l 
2. :r: i~~~rtant to you to be a group member in y~:r-1----- ----+' --------1------1--- -----1 

orgamzat1on. ~ 1 

3. You feel unhappy if you cannotb~ a group m~; ---- --- ---· J- ---- ------- -- --1 

4. You try t~ avoid the conflict in the org~nization. _ ~~- - _

1
-r -~~J--~_J1==~ 1

1

11

; 

L 5. The size of organization is the most important factor -r- l 
in making decision for job offering. ______ _ ___ t ____ j ______ J__ _____ j 

G. Supervisor 



7. Policy 

r i I , 

~~ ~=k:~~1~!~m~e::~ ~ii of,., l----r---1---+------Tt--------11. 
employees m the orgamzat1on. _______ ---1--- ---- -- -------

1 

4. Youdon'twanttocometoworkifyouhave 1 __ j' 
different ideas with the company policy. -------4------1---+--

5. You would resign if you have conf1ict idea with the 
L_ company poli£L._ _______ _ __l __ 

I 

_J ___ J 

9. Location 
,----- QlwtiOl,lli ---~----···----! -+-- ;>, ---r--;--·r-;-1~--1 

~- - -----L- -1---1------rl -____ _J 

l·_, . -~~~think firs~~~~ut to~:~~-~~:~~e applying for~------- I _____ J _____ J_____ _ ______ ] 
~· ~: ;'"~~:"ept the job if you ;ave10 !i.vel mo<e [ l I l [ j 

1 
:: ~:: :~~~~y::,::;~:~=~==----1---~t-=-+~F:·r- ~ 
E Yo~ will re~gn from the job if the company mov~~--- ----r---t----~---·--1-----1 
t_ far from your home. . 1 _j- : : 
1

1 

6. You are mostly absent ifthe working locatio~ is f~-t-------r--- _---T-------1------1 
'---~y.ray from your home. ' I I I I ----·------'----___.L..-·-·-· ----··-- ~---.J-..---- ----'-~----·--_! 
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