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Abstract:
The purpose of this research was to identify and explain reasons related to employee tumovers of
an electronics company in Laemchabang Industrial Estate. Qualitative research approach was used to gain

a deep understanding of the perceptions, feelings, experiences, and opinions through in-depth interviews.
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Date was collecied by m-depth interviews from thirteen monthly employess who resigned during January

2007 to May 2008,

The research results found twa impaortand themes, the weakness of former company and the

sirength of the new company. The weakness of the former company were: improper

lack of efficiency on work system management, mnproper and 1|'|su!"ﬁl:i' oy
(e

Ky words: Employes tumover, Empl ::

1985 (Wateetip, 1999), Employ-
their jobs and do not have

of the reasons concerning monthly employee
turnovers of The Electronics Company in
Laemchobang Indusirial Esinee in Thailand.

Research desipn and methods

A qualitative research approach was ap-
phied. Parteipants were 13 monthly employess
who voluntary resigmed from the company that

d welfans,

diyest supervisor. The strangth
©)

B ramstes per person. The mvestigator sent the
mvitation letter and asked permassion, disciessed,
and explained the objective of the study. The n-
vestigatar phoned o sent e=mails fo these thie-
teen employees and made appointments for in-
terviews. The inferview guide was vsed fo remind
the investigator during the interviewing, The tape
recorded from the interviews was fransertbed.
Dhata were coded wsing a qualitative approach.
Codes were categarmeed wusing a clusier fechnigue
(Lincoln & Guba, 1985). Themes were identified
ard defined.

Trustworthiness
This reseanch answered the mestworthi-

ness sugpested by Lincoldn and Greba (1985) trath
value, (ransferability, dependability, and
comformabality. The investigatos documented the
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research process and provided sufficient
evidence fo make it possible for mterested others
b unclerstand bow the mvestigates reached ke
canclesions By using tape-recorded interview,
transcrpt inferviews, field notes, process notes,
datn reduction ond ppalysis products, anabytic
novles, interpredations, and conclusions. The in-
vestigator kepta personal log throughout the study
in qualifptive research. Detailed and full descrip-
finns of the setting were provided in the fin

report fo enable readers to assess transferakbili
of the findings. The investigator proyide

respondents’ cx
EXpETience Were @i dings (Krefting,
1991). The } i regularly with fac-

r charing the propesal, data collection,

o

[ foend two iesportant thermes,
prps The weakness of former company
and the strenmib of new company.

1. The weakness of former company:

1.1 Improper salary amd welfare:

Impropriety of anmunl salory adjustrent as the
following stutements:

"I cam't wait For 3% 1o 5% increasing of
salary adjustment. 1fa fimm offer me 25% jumped,
then [will go." (Interviesr 1, L1, June 20087

\
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1.2 Low opporiunity on sareer path;
Mon = divided om position level is an unable for
proasetion s the followdng statement:
"Well. the most im

ason that |

poind of the product, . In fact there are few
people m this position." {Jnterview 1, L1, June
2008)

1.5 Lack of efficiency in the work sys-
b masagement:

The prodaction departinesst wnahle to resolve the
repeated problem in production line as following
SLALCM A"

"We did not deeply analyze the
problern, 5o that we are unable to fed the best
solution. And the situation fumn to be our crisis
now.” (Interview 1, EL, May 2008)

L.6 Improper and insufficient on
intermal comminication: Lliseles cormmunication
for misundersianding as following statemenis
shipar:



* Al the meeting, sach section receives
different information which causes the different
inderpretation, [t cin be spid that communication
is inefficient. Manogement level should revicw the
information again before commmunicate with other
departments. Some information is sensitive which
can affect the employes's viewpoint."
{Interview 1, E1, May 2008)

L7 Improper decision and behaviors
by exeoutives: Basic management is afraid to
propose opitien against fop management &2

everything sfill remnin the same. | kave o solve
these problems by mysel” {Interview 1, F1, May
2008)

2, The strengrih of new comgany:

2.1 Highes salary and welfare: Receive

better salary nnd horss 25 following siatement:

*The salary and bomes ore increased,
e tlan cne month bomes is even, The longer

and emplovees works, the more bonus he'she
will get.” (Inderview 1_ 11 June Z00R)

*My new company 5 doing a business
en autommeotive which is neow growing up and stable
mare than the former company. So, think | can
receive higher salary.” {Interview 1, EI, May
008}
2.5 New company located near their

familizz: A participamt had opinkon s below;

“Iwill go back to live near my fandly."
{Interview 1, D, May 2008)

Discussions of the findings

Salary and welfare involved the feeling
of employeas. The first issue is that employses
expect to hove higher salaries in order to meet
their needs as the standard of living changes. 1f
employee unsatisfied with the salary and welfire,




it may imvolve the Push-Pull Factors Theary
{Shikiar & Freudenberg, 1981). They aizo
menticnsd two fisgtors that mades employees
rasign. First, Pudh Factors means intesmal factor
in organization which effect the person who
unsatisfed an their work which is the faceor that
miake them resign from the company, such as
ursatisfied on wage. Second, Pull Factors means
extemal factor of the organdzation which & the
factor that atiract employes o mave or ms

from former organizatbon bo new organiza

such a5 higher salary, i:l:rrnptnsal relation with satisfaction in
25

present research found that em

unsaiisfied with salary and former
company and Pull F, plovess
from the new

EL:

% of employees to resign
5izue of ppertanity on carcer path. The

The present research found the unfair
performance evaluation and supervisor did not
support emphoyess, The low chance competition
for promotion was the reason some employees
resigned. This was the reason that made employes
reafpn. It can be axplained by the Expectancy
Theory of Vroom (Cited in Sirinoot, 1997}

Expactancy, in relation to wodk perfonmnance
means fhe persons who incrense their effort o
cvaluation based

i thetr

wiork baed will expoct 1o gat
e their effad, 171 15 mop

rand a5 the resulis of
1 the present sbudy, Unelsar

varinhle dirsctly fo resi
Impmpe flicient ntermal

study explained the primary decision fo resign
of employees that was vaddable accosding fo
unanimity of employes or relation bebween
ernployess withm organiztion, The commwuniza-
tion gysteos oy this sbudy are related to engloyes
satisfaetion and resignation.

Improper decision and behaviers by
executives found that the emploves resigned
die 1o their being unsatisfied with executive
management., Inappropriate executive manages-
meni effect on employves relates 1o the idea of
haslow (Cited in Sirincat, 1997) who said that a
buman needs safety and security in their work,
Thas erplovess wha work 0 organization meed
ta be secare intheir work.

The msue of lack of leadership from
direct supervisor found that & manager lacked



lesader qualification. This is & Push Factors which
means a factor within an organizstion that affect
the employee satisfaction in their work, such as
redation batween persons within the organdzation,
which can be the fsolor that fsally make & person
TesiEn,

Fegarding the e of chanee to work
that matches their needs. The nvestigator found
that & new campany which chalbenges the ability
to the employee more ihan the mmer compa

' ; @ nli
i th > esinn. As @ resul, ranapse
d give o chance for em .
will affisct their resignation, this ﬁlﬂ.d&tmﬂﬁuu@“dpﬂe and put forward about deté ;

tion theory of Herzberg (1959) whe

factor on work direcily.

The issus of

rezignation. This issug is similar fo the siudy of
Ronttanamit { W05) whach found that an enployee
who sizeds 1o work closs to ther fanuly (o take
core of their childeen affects that smployee
decision to resign (Shikiar & Freudenberg, 1982),
Pull Faclors are sxternal fucter which attracts an

pmploves to mave of resign from former

Recommendations and Applications
For tfe fop managemir
T shady management e

research fonnd thas co

2] %
':i.T waork syslem

resolutions for problems. These can get useful
inforrmation to develop company in the Tuhire.

Regarding the issue of annual perfor-
manee evalulioo, the peesent research found that
if the supervisor departmeand has refstion closer to
the top management, that department will have a
hetier chanas to progress than other departments.
Therefore, top management should manage theis
opseration i justics and awane 10 ged closer o amy
group o make enployees feel that top manage-
ment was in fhe middie.

The issoe of intemil commaunication,
research results found that there were
inappropriate sommunications from top
manegement. The top menagement should
represent company, 80 they should review their
i foration, adiust the words that are suiiable for
comsrsEcation o employees and sereen or lxmit



somni information b some emplovecs, becanss
misunderstood interpret action will affect the
compay image,

For thae basic management

Bzgarding evalustion of basic manage-
iment pesformance, the nvestigator found that
employess are unsatisfied with the unfair
performance evalusiion, supervisor favoritism,

and consider lengrih of employment, nod ability, '

Thermefore, basic management should be fais

subordinates equally by using 360 deg @v e,
performance wﬂwm-ﬂnewmw bonus payment annaally 3

be made by superviser, co-worken and se

ter thie same target and wsed favoritism and that

basic mansgement was afraid to propose
epiniens against fop management. Therefore,
basic management should sk subordimates inthe
departmenis in work the same target acooeding
tor the purpose of company, Basic management
has the management skill that muse predice
company aiuation both shon and long term. Thas,

basic managzment should be zble o present their

opindea even if it differs from other mansgement

appropriately for compan; lementation

efficaenesy,
For tia 8 persaHie
aln 4 WHE an IJ'I'IPCI:I"I.H.I:IT

---{\
emip um&us on their salary

cipsalary and welfare, The company should be
competitive with e markel. The HRF should
make the company know the trends on wags
adjustment annually for employees. Company
should be able to compare salary payment with
the title, experiences. and ottver welfare, The com-
pany shonld specify their payment by providing
suitable salary structure, as well as the company
shiould adjust the zalary reasonable. They will be
sasied and will not resign from the company
due to company unable to pay their salary and
welfare to themn,

Beparding the issue of opporfunity on
caresr path, the employes comment that il was
difficult for employvees to progress because a lack
of divisions or sieps within position level means
thera is no opportunity for premiotion. The HEP,

who are responsible for Human Resource



Development, should provide 8 carser path to
employess in appropriate time. They could add
level of skill fo the job description and provide
emplavess with competition, or review their
potential e select employee who has appropriate
qualification for promation te the higher position.
Promotion should consider the employee

krowledge, ability, experiences, parfoomance, anxd

determine a career development plan for the 9 :

emploves clearly in each position. This is
encure that they have an opportunity (o progress
o thelr carcer and opersde in organizati
fgiving them mone responsibility on theic

Regardi
evaluntion of t in this stady, the

i employees fiel that the

ndice to supervisor and employes
in every departmenl. This will affect the progress
on their wark and compensation for employes
work righteously and the supervisor can give
feedhack to the employee to meresse understand-
ing, The HREP helps infroduce tse scoring system
linked 1 the result on adjustment of salary
anrsally, which will result in  just and fair salary
structure.

Regarding the issue of supervisor who
has duty on performance evaluation of subordi-

mate, the research study found the fack of
Leadership from superyis the HRP
wio are responsib nn Resources

Regnrding the Bsve of a chance to work
which matches their nesds, the investigatos found
that the type of work in & new company
challenges the ability, and allows more free time
and chance to work abroad. The HRF who
provide ordentation to new employees should
explain employees about their oppostunity from
this company, such as support employess fo use
their potential in erder to increase their
responsibility by usimg any technical skills. Alsa,
the HRP should allow employee participate to
determine policy, development f& Suppor
employee effectively, value to organization, and
help them to create their performance such as
extend their work to increase operation both idea
and responsibility. Job rotation gives employees a
chance fo switch duty, and to challenge their
ahility by making therm feel not bored on the job



and leam new things. The HRP might select
cfficient employess to go abroad and show their
ability or their needs to support the suitable
position and relate toemployes neads.
Regarding the issae of company and
indusiry reputation, the Investigator foand that
employees move to the new company because
the type of business comesponded with their nseds,
In pard, the HEP is responsible for recruibmendt
MHWMHMMENWMWw

emiployees by interviewing in-dopth &
itterest in the busmess and type of ]
find

inrlepdiice or live with their family, This idea will
help reduce employes resignations due to famaly
probles,

Recommendation for future research

The research result found cne case in
whick the participant resigned from former com-
pany to new company, and gave the reason that
b was imterested in the business of the new com-

pany. The participant mentioned that busivess of
the new company, which was the same business
as the former company. It makes the investigaior
d toy business
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