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ABSTRACT

The aims of this study were to measure the personal factors, job factors,
organization factors and government factors that are related to safety officer turnover
intentions. The targets were safety officers who worked in the Amata Nakorn
Industrial Estate, Chonburi province. The total sample in this study were 224
respondents. The research method was a distributed questionnaire. For inferential
statistics, Chi- square, Spearmam Rank and Pearson’s Product moment correlation
coefficient were used for correlation.

The results of the study showed that job factors and organization factors
are significantly related to the turnover intentions of safety officer. When focusing on
the sub- factors of job and organization factors found that pay & fringe benefits,
opportunity for promotion, recognition, organizational engagement, supervision and
justice were negatively correlated to safety officers. On the other hand, role conflict

and workload were positively correlated to safety officer turnover intentions.
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CHAPTERI
INTRODUCTION

1.1 Principles and reasons

In the past, organizations, companies, and indudtaictories had mainly
focus on the importance of equipment, machines tawhnologies because of
modernize of equipment, machines, and technologig#s be the advantage of
business. Nowadays, world is turning to knowledgeragement economy which
manpower is the importance factor that will brimg tsuccess to organization. From
this point of view, new organization has focusimgnosanpower. “Once knowledge and
skills of manpower is increasing, they will createre value for organization so War
of Talent is coming up”, (1)

Problem of losing manpower from organization is amant and creates
direct effect to normal operation or projects thaght be delayed, dis-continuing,
stuck and will bring the stress, lack of inspiratiof employee. And some may cause
of a bias to organization which might cause of kffisiency. Any organization that is
facing the high frequency of turnover will effect the loss of sourcing cost for new
manpower that has knowledge and skills to workaotiffeness.

The problem of organization is turnover of emplgyigem the study of
Hay Group (2) and Centre for Economics and Busikessearch — CEBR found that
trend of turnover of employee increasing continlyplwend expected to be 161.7
million people in Y2014 which increased 12.9% frori2012. It was expected
turnover rate of Y2018 will be 190 million peopksian Country has a high turnover
rate; Thailand is 15% and Malaysia 16.4%. (3)
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13.90% —

8.20%

China India Indonesia Malaysia Singapore Thailand Vietnam

Figure 1.1 Ratio of Turnover rate of countries in Asia (3)

The survey of salary and welfare of Industrial Cauof Thailand and
Sripathum University, in 343 factories, the reshibwed that turnover rate is 20.33%.
The top three reasons of turnover were benefitake]f return to hometown, and
relationships among colleagues (4) which relatedthie results from several
researchers such as Stephan (5), Wehba (6), arsbiatyatt (Thailand) Co. Ltd. (7)
The 3° reason of turnover is higher benefit, further froareer path opportunity and
annual bonus that depended on personal perform@Enemployee hence the level of
wages effect to turnover significantly. From resbaof Paruchart Tantiwat (8),
Kulwadee Tesprateep (9) Saranya Kaewpinit et &) €howed that personal factor
was also related to turnover of employee.

Safety Officer, Professional Level is a positioguiated by Thai Laws at
least a safety officer must be employed and hawodlesafety activities all time.
(11)safety officer is an important personal of aigation not only regulated by Laws
but safety officer must have knowledge on safetyusty system, work safety, and
manage all activities of company to be conformedhi safety and environmental
regulations. In each category of industry, saféticer must have skill and knowledge
of safety as well as knowledge in laws and othgulagion delicately i.e. regulations

of Construction Industry, Petrochemical Industry,general industry, etc. It's quite
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difficult to find out safety office who has knowigel and experience in each type of
industry.

Nowadays, demand on safety officer from workplagestill high. The
recruitment in well-known website whether www.jobation, www.jobthai.com, and

www.jobbkk.com, found vacancies available at 115,-and 192 respectively (data as

of April 24, 2014)._Companies that needed safeficef were not the new operating

company but they were company or organization tiparates for a while, we can

assume that company purpose to increase more s#fetgr or replace vacancy of

resigned safety officer.

According the research of Hay Group about the teencgate in 2013,
Thailand had turnover rate of 13%. The engineecm@er that included safety officer
had a high turnover rate. It was the third highiagt next to Insurance and Retailing.
Safety officer was a part of engineering careet ki@ high turnover rate. Turnover
intention of engineer was studied in several stbig not safety officer.(3)

The workplace with more than 100 employees muse et least one
safety officer.(11) The number of safety profesalas very limited empowered to the
number of workplace. Amount of industrial companyTihailand and spread out in
every province, so the Industrial Estate AuthodtyThailand’s responsible on settle
and develop the industrial estate systematicalher@’re 48 industrial estates in 15
provinces. (12 ) The most populate is Amata Nakimatustrial Estate located in
Chonburi with 541 of industrial companies operated the ¥ populated estate is
Bangpoo Industrial Estate with 434 industrial comipa (13).

The Amata Nakorn Industrial Estate was establissiade 1989, firstly
named as Bangpakong 2 Industrial Estate, it coatdih by The Industrial Estate
Authority of Thailand and Developer; Amata CorpamatCo. Ltd. which the capital
was more than 84,107 million baht with grand tatBpopulation is 120,500 people
thus this is the biggest industrial estate. In t&imnvestor , Japanese company is
settling here at 60.46%, and Thailand company i86P3. For type of industrial,
automotive industry is 32.64%, metal, steel andstmaare 25.52%. These are the

reason to select subjects, safety officer in Amaktam industrial estate.
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1.2 Problem of resear ch
What is the trend of intention level and what fastorelated to the

intention of turnover of safety officer: professaditevel?

1.3 Objectives

1) To study on the intention of turnover of safetyiadf: professional
level

2) To study on personal factors that related to tieniion of turnover of
safety officer: professional level

3) To study on factors of work that related to ihiention of turnover of
safety officer; professional level.

4) To study on factors of company that relatethtintention of turnover
of safety officer: professional level.

5) To study on factors of government organizatibat related to the

intention of turnover of safety officer: professadievel.

1.4 Hypothesis of research

1) Personal factor is related to the intension of duen of safety office:
professional level.

2) Work factor is related to the intension of turnowdr safety office:
professional level.

3) Organization factor is related to the intensminturnover of safety
office: professional level.

4) Government factor is related to the intensidntuwnover of safety

office: professional level.



Fac. of Grad. Studies, Mahidol Univ. M.Sc. (Ralblealth) / 5

1.5 Scope of Research
This research is scoping on safety officer, protesd level from 514
companies in Amatanakorn industrial estate using tuestionnaire for data

collection.

1.6 Expected Outcome

1) The result of the study will show tendency to tweointention of
safety officer: professional Level.

2) The result of the study will explain factorathelated to the intention
of turnover of safety officer: professional level

3) The result of the study will be guideline tointain the qualified safety

officer: professional level in organization.
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1.7 Conceptual Framework

1. Personal Factors

1.1 Gender

1.2 Salary

1.3 Income & Debt

1.4 Experience

1.5 Safety Officer Type
1.6 Job Role

1.7 Type of industrial
1.8 Migration

2. Job Factors Turnover intention

v

2.1 Pay & Fringe Benefit

2.2 Opportunity of Promotion
2.3 Recognition

2.4 Role Conflict

2.5 Job Stress

2.6 Workload

3. Organization Factors

3.1 Policy

3.2 Organization Engagement
3.3 Organization Relationship
3.4 Supervision

3.5 Organization Justice

3.6 Safety in workplace

4. Government Factor
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1.8 Definition

1.8.1 Safety officer: professional level meansearployee who qualified
as specified in Ministerial Regulation on the Priseg of Standard for
Administration and Management of Occupational Safétealth and Environment
B.E. 2549 (A.D.2006)

1.8.2 Personal Factor means personal qualificatiand general
information of safety officer: professional Leveleturn to hometown, work
experience, and income.

1.8.2.1 Return to hometown means returning of raqreto
motherland which is the residence of each person .

1.8.2.2 Work Experience means duration or peridd o
working or years of working in the field of safebgnitary and work environmental.

1.8.2.3 Satisfied income means income from working
whether if salary, welfare that could support aktcof living.

1.8.3 Factor of work means any factor that caused fromkwlmat effect to
satisfaction and turnover of safety officer: praiesal level.

1.8.3.1 Wages means money or income that earoed jiyb
responsibilities.

1.8.3.2 Career opportunity means any opporturotyget a
higher position in the workplace

1.8.3.3 Recognition means the act of acceptimg@rgnizing
process of someone when any person in organizetisunccess.

1.8.3.4 Conflict in working role means any cortflicat may
occur from assign responsibilities which may assitirer responsibilities further than
safety responsibilities.

1.8.3.5 Pressure means situation with pressune Wwork.

1.8.3.6 Duty means volume of assigned dutiessista

1.8.4 Organization factor means factor that cduma management level
or management system.

1.8.4.1 Policy of organization means rule that gpt by

organization to use as a pattern or direction.
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1.8.4.2 Relation with organization means relatlmetween
employee and organization.
1.8.4.3 Organization relationships mean relatignbletween
colleague, supervisor, and management team.
1.8.4.4 Supervisory means controlling, managingyd a
responsibilities of supervisor.
1.8.4.5 Justice in organization means the equality in sigari
and practicing.
1.8.4.6 Safety in work place means safe workptaelition
as required by law.
1.8.5 Factor from government mean factors thatceored on safety,
sanitary, and work environment.
1.8.6 Intension in turnover means processes thatirobefore making

decision about turnover or not during next 3 years.
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CHAPTERI I
LITERATURE REVIEW

The research is studying on the factors that effedurnover of Safety
Officer, Professional Level in manufacturer locate@dmata Nakorn Industrial Estate.
Researcher is doing research on documentationedatdd research to be a guideline
of this research which categorized as below;

2.1 Historical of Safety Officer, Professional Léve

2.2 Amata Nakorn Industrial Estate

2.3 Turnover and Theory of Turnover

2.4 Factors that effect to intension of turnover

2.5 Personal factors

2.6 Work factors

2.7 Organization factors

2.8 Government factors

2.9 Related research

Literature review is to review overall factors top&ain the characteristics
and the relations between independent variable dedendent variable then

summarize the conceptual framework of this research

2.1 Historical of Safety Officer, Professional L evel

Occupational health and safety is implemented stheeperiod of before
the Industrial Evolution B.E. 1800 until after thedustrial Evolution. Once the
manpower is replacing with machine. The new teabgies are implemented to
production process cause of a quick changing. Hucaart adapt to the change that
may cause stress, illness, and death from workerAthat, many countries have
beenfocusing on the occupational health and safetjuding Thailand, in 1972,

government had announced the safety laws, referedet Council no. 103 dated on
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March 16, 1972, stated that company must provideptrsonal on the safety function
specially or called as Safety Officer which is quimportant in controlling and
motoring safety in manufacturer.

Evolution of safety officer started in 1973, thecty of Public Health,
Mahidol University has offered a bachelor degreeocdupational health and safety
program. Ministry of Interior announced the lawattiny employer with more than
100 employees must provide at least one safetgesffin 1997, Ministry of Labour
and Welfare announced that every employer shaltelpgired to have 4 levels of
safety officer; technical officer level, superviséevel, managerial level, and
professional level. Presently, Ministry of Labouwsshannounced the regulations in
standard of management and safety, occupationalthheend environmental
management as of 2006 to appoint 5 levels of saiifiger; supervisor, managerial,
technical, advanced technical, and professionas iBhvery important of safety officer
in driving the occupational health and safety fiorctin manufacturer of industrial,
social, and country to be a potential competitivéhe world.(11)

Nowadays, the number of graduated persons in safiéiter are from
more than 13 universities and there are anothami@rsities planing to provide the
program in safety professional. There were 4,24&dgmted from university and

29,784 trainees (14) passed the training prograsafety officer: professional level.

2.2 Amata Nakorn Industrial Estate

Thailand is developing and promoting the industc@ahtinuously and has
allowed to set up factory by many foreign investoosn different countries in order to
improve the economics and reduce the unemploymehtailand. Ministry of Interior
has set up the organization to monitor and prejpaestrial estate called the Industrial
Estate Authority of Thailand, Council no. 339 in729

The Industrial Estate Authority of Thailand is th@vernment corporation
under the Ministry of Interior which is responsilda developing and settling down
the industrial estate systematically. Today, tteeee48 industrial estates located in 15

provinces. (15) The industrial estate with the bgghnumber of manufacturers is
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Amata Nakorn Industrial Estate located in Chonbutih 514 manufacturers (16) and
Bang-Poo Industrial Estate with 434 manufacturggs.(

Amata Nakorn Industrial Estate established sind@1%rstly, named as
Bangpakong 2 Industrial Estate which is cooperabegveen the Industrial Estate
Authority of Thailand and developer, Amata Corpmmat Co., Ltd., the capital
registration was more than 84,106 million baht wi#t9,500 of population. This is the
biggest industrial estate in Thailand. The rationeestor in Amata Nakorn Industrial
Estate; 60.46% is Japanese and 17.36% is Thaistnal type; 32.64% is automotive

and 25.52%. is metal, stainless and plastic.

2.3 Turnover and Theory of Turnover

There are many different meaning of word “Turnoyeré. Sayles &
Strauss given the meaning as the end of employofearty employed employee from
organization and recruit new employee to repladg. (Mobley showed that turnover
is an ending of a member of organization; ending lba occurred from 2 causes;
voluntary turnover and involuntary turnover. Safgrao at el. stated that turnover is

a turnover of labour in labour market.(18)

2.3.1 Theory and factor of Turnover

The studies of personal turnover from organizatoeamd that some factors
were effect and some were not effect to turnovg).(Many academicians provide the
idea, theory, and mention about result of reseasclollowing;

Hertzberg presented the two factors theory whichcemed with work
satisfaction ; motivation factors and hygiene feto

Motivation factor was to motivate any person tas$iid their job such as
work achievement, recognition, responsibility amdnpotion of opportunity. Hygiene
factor was the factor that indicated unsatisfiedjdb but they still work in the
organization such as policy, supervision, salanyerpersonal relationship, working

condition, job security, and possibility of pronuti
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The idea of turnover of James L. Price (19) exgdion the factors that
related to turnover by grouping to 3 groups aswglo
1) Factor that concerns with organization: level ofasa
internal communication, internal relationship, audhority centralization.
2) Factor from personal satisfaction of work
3) Factor from new work opportunity
Turnover idea of March and Simon, there were 2ofgcof turnover;
awareness of turnover and difficulty of positiotateon. Before resign, a person must
consider on personal requirement and possibilityiafover.
Price mentioned that satisfaction of work showeédlieffect to turnover,
satisfaction of income, teamwork, internal commatian and formal of

communication, and management system of organizatio

2.3.2 Situation of Turnover in Asia

Turnover or work rotation of employee from one camyp to one
company was from personal reason of each persoa.slidy of Hewitte, human
resources management consultant company foundntt2fi10, turnover rate in Asia
was increasing continuously which the main facteese salary not equal to rate of
labour market, promotion of opportunity, and peeddactor (20).

From the annual report of Hay Group, consultant cofanization
development found that countries in Asia had a hégé of turnover. Turnover rate of
Thailand was 15% and in Malaysial6.4%.

% Turnover Rate

16.40%
30 15.00%

o ]
13.50% 13.50%
12.60%

8.20%

Countries
China India d i laysi i Thailand Vietnam

Figure 2.1 Graph of Turnover Rate of countries in Asia
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2.3.3 Effect of turnover to organization

Mobley (21) explained on the effect that came frgsb rotation or
turnover of employee which caused both positive @giative result to organization,
person, and social.

The positive results of job rotation or turnovereafployee are;

1) Organization will get a higher qualified employeghanew
knowledge and technologies, reduce un-satisfiedavaeh and reduce conflict in
organization.

2) Employee will receive a new opportunity of a higher
income and also an opportunity for other employeaéw position promoted.

3) Social; turnover of any person will reduce the stref
organization and will move a personal to new orgainon.

The negative result of job rotation or turnoveeaiployee are;

1) Organization will lose a skilled employee that nadfect to
production, loss of the direct cost and indiredtcuch as sourcing expense, training
cost, unsmooth work flow, and may reduce moralpeson in organization including
incorrect method to solve the problem.

2) Rotation or turnover of one person may be a quesio
other personal who would like to know the reasortushover that might cause a
negative attitude to work, stress of both resigaed current employees.

3) Social: vacancies in labour market was high thétcefto

government sector and economics directly.

2.4 Factor that effect to turnover
There're several factors that effect to turnoverchttould summarized as

below;

2.4.1 Personal Factor
Personal Factor was a qualification of person fhathis study was

migration, work experience, and salary.
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The study’s result of Parichart Tantiwat(8) fourtt 37% of personal
factor effected to turnover of Nurse in Bangkok.IWadee Tesprateep(9) studied on
factor of turnover of employee in electronics intas company found that personal
factor was related to turnover significantly. SamanKaewpinit(10) studied on
turnover factor of employee in Thai Namthip Cogd.|-found that personal factor was

also related to turnover of employee.

2.4.2 Factor from work

Turnover rate of employee of each organization difisrent. In the past,
company will find new person to replace without ceming on a loss that may occur.
Presently, turnover of person in organization wasaen problem that may cause some
loss such as sourcing cost, training, un-smoothkvilorv. Job detail or factor from
work was one factor that will effect to turnoverpsrson such as;

2.4.2.1 Pay : Pay or Salary might be the top reasbn
turnover; employee has an opportunity to lookingdaew job with a higher salary
(5) A fairly salary means a salary that will cowar the cost of living compared with
position and responsible job (22). The study of 8watWyatt (Thailand) Ltd. (7)
found that the "8 factor that effect to turnover was a higher salaffer from other
company, further from opportunity of promotion tetgpromoted and annual bonus
from personal performance. Wehba (6) found thatlle¥ salary effected to turnover
of employee significantly.

Benefit may return in a type of welfare such asusprtost of
living, etc. which also effect to turnover of empd@s. The study of Watson Wyatt
(Thailand) Ltd. (7), human resources managemeititigaand consultant, found that
about 20% of researched company offered the ratuartype of variable bonus which
will effect from personal performance instead aflfiobnus.

The expectation of Orchid Slingshot Co., Ltd., Beba
Evaluation and Consultant Company said that in sgnoep of new generation of
employee receive a higher welfare than salary owboln the future, basic salary or
bonus might not convince employee anymore espgcialv generation of employee
will not consider on only salary or bonus but wedfavas the point. So company

should focus on the welfare that should confornthe current cost of living such as
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health insurance, long service awards. This studg also conform to Kulwadee’s
research (9) which shown that satisfaction of camyfs welfare was effect to
turnover of employee.

2.4.2.2 Opportunity of Promotion : Opportunity ebmotion is
the need of employee when success in job functlotesnational Academician indicated
that opportunity of promotion is an important factthat effect to turnover of
employee(23). Opportunity of promotion is anothearson that causes the middle level of
management to resign from one organization to bhigher position in another
organization with higher income. This problem causempany need to consider on
promotional policy in order to maintain a key persd organization(5). Arthur explained
that one reason of turnover of employee is laakppiortunity of promotion (24).

The study of Watson Wyatt that was referenced byafica(7)
reflected the suggestion of both employer and epgal@bout factors and reasons that
might effect to intention of turnover or continu@nking in organization. In the view
of employer, further from increasing of salary, t@portunity of skill development
and opportunity of promotion was th&"2eason. Among employee, thd Bason of
turnover was opportunity of promotion and tHB Mason was opportunity of skill
development. TheSland 29 reasons of turnover of employer were work pressim
salary respectively. This also conform to the stoflyAnn et al. (6) that studied on
how to maintain employee in company in China. Dgir2006 — 2007, found that
reason of turnover was lack of promotion. The eygand employee had the same
thought on a higher opportunity of improvement éimel opportunity of promotion in
other company.

2.4.2.3 Recognition : Recognition means feelingmployee
on the value of himself, colleague and supervisara on the importance and accepts
that person. Recognition is another factor thatuerft to a satisfaction of employee.
Herburg (25) stated in the Two Factors Theory thwdwether recognition from
supervisor, colleague, or other person in orgammatould be a reason of staying or
leaving from organization, recognition from supsori and colleague is a factor that
will create the satisfaction and proud that wouddhd to a creative thinking for

organization.
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Recognition is one of strategic that many orgaionst
implement to management system to maintain theevataployee for organization. In
some organization, providing more compensation wheg achieved the organization
target. The organization must communicate to eng@syfor the same understanding
(17). The study of Ruth and Dermand (18)found #rat organization didn’t accept
the success of employee. This may cause un-saiisfaand will be a factor of
turnover finally.

Korkiat Supso (26) studied on satisfaction of goveent
officer, teacher, to the good Governance managetioemd that the highest effect
factor was recognition, responsibility, and oppoity of promotion respectively.
Patcharawan and Siriluck (27) studied on the fatttat related to stress of nurse was
recognition from patient, colleague, and supervsignificantly. Some research ers
mentioned on reasons of leaving organization. Miese unsuitable salary, too many
responsibilities, job requirement, and not receaegnition from supervisor (28).

2.4.2.4 Role Conflict : Conflict in role or resgspility may
occur in many positions even the management legshecially safety officer:
professional level. In some small to medium manufac assign the human resource
functions to safety officer which causes additiohalctions so couldn’t focus and
monitor the direct function on monitoring on safeBole conflict will cause the
decreasing of effectiveness, output quantity, amuteiase of stress to employee. This
reason will cause the higher turnover (29) whichdaform to the study of Knight &
Leimer. (30) They found that role conflict was efféo stress and boring of work and
the study of Nazim (31) found that role conflictsaetfect to turnover directly.

2.4.2.5 Stress from work : Stress is a Latin wogdringere”
means pressure, stress. Some researcher had ietentife meaning of stress
differently, i.e. Supanee Saritwanit (32) explainbdt stress is a condition under
pressure due to some problem, anxious, disappointetable condition.

Stress from work is a negative from working whichyntause
from unsatisfied of personal capacity, improper kvocondition, over-load
responsibility, pressure from supervisor, lack onfidence, lack of motivation which

finally leading to turnover from organization.
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Stress from work is a factor that effect to jobisattion and
turnover intention of employee. The study of AmencPsychological Association:
APA in 2009, compared among several countries.ali found that stress was related
to turnover of American employee (33). Stress amgblogic fatigue were important
factors of higher turnover rate. (30)

Shahzad at el. studied on working style and stvétis the
turnover of call center in Pakistan, it was foumttworking was not related to
turnover but stress was a significant factor ohdwer.

2.4.3 Organization Factor

Organization factor is a factor that set by managentevel and effect to
satisfaction and trend of turnover as following;

2.4.3.1 Organization Policy : Organization poligg a
description, direction, and regulation that issdieraanalyzing both internal and
external factors, policy would effect to targetrfpemance, and profit of organization.
The policy will be regulated by top management llélien will be implemented to
reach the goal. Many researchers found that polias effect to turnover of
employees. Akkarat studied on factor that woul@@fto process flow and intention
of turnover of Thai Metal Co., Ltd. (34), in safetpccupational health, and
environmental function, organization policy was thest important to indicate the
success of safety management of organization.
2.4.3.2 Organization Engagement : Most organinatti@d to

create the engagement to employee, many orgamzabmducted survey on the
attitude and feeling of employee before creatirggditection to make an engagement.
Many researchers specified that engagement of gmploreated the positive results
to organization such as increasing of productionigher efficiency, reducing of
conflict, etc. Gallup (65) studied on engagemertiveen American employee and
organization in 2008 found that engagement of eggaavas 67% in the top company
but the average result for overall company in Agegewas only 33%. This meant that

Top Company emphasized on the important of emplbgseshowed in Figures 2.2
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World-Class Average

3%

67
Engagad
4005 Mot Engagad
B Actively Disengaged
260
8.571 1.83:1

Ratio of Engaged to Actively Disengaged

Figures 2.2 World Organization engageme(@bs)

In 2010, Gallup Consulting (65) studied on engagencd
employee in 120 countries. It found only 11% of éype engaged with the
organization and would like to work creatively togrove the organization. There was
62% definitely not engage to organization and 27%roployee feel not engage to

organization and always negative thinking and tytmdiscredit organization.

Overall Engagement Among 47,361
Employees in 120 Countries

11%
B Engaged
] Mot engaged
Actively disengaged
27%
_ e

Figure 2.3 Overall Engagement Among 47,361 Employee in 120n@ees (65)
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The study of Mary L. Berry (35) predicted that aorgation
engagement was a significant factor of turnoverctwhtonformed to the study of
Micheal (36). It showed that engagement was a fia&itor of turnover.

2.4.3.3 Organization Relationship : Organization Relatiopsh
means arts and practice of using knowledge of hubsdmravior to communicate and
achieve the personal and community purpose (37maturelationship is not difficult
and once complete it will offer the benefit in hg and working. Organization
relationship is important whether if relationshim@ng colleague, confidence, take
care and adaptation. Relationship with higher super or under supervise is also
important which will lead to success of work ditgct

Relationship among colleague, higher supervisordeun
supervisor, or management level is important toetgafofficer due to all
responsibilities about safety, occupational headthg environmental. It needs all
cooperation of all member of organization.

2.4.3.4 Supervision : Supervision is a basic skill and
knowledge of supervisor and management level tal, leapervise, control, and
monitor team. Supervisor must have skill and knogyée understand personal role,
and could monitor properly and fairly. (38)

The study of Jureeporn (39) which studied on fattiat effect
to turnover of government officer in Mahidol Unigédy. It found that satisfaction of
supervision was concerned to turnover trend of gowent officer.

2.4.3.5 Organization Justice : Justice or equality
organization is the *Lvirtue that all organization must concern. Justiceans to
acknowledge of person to act equally and do evergthase on reason. The most
important justice of organization is sharing andaticing. Suanders and Thorhill (40)
suggested that justice in organization lead totiingt of organization. This will bring
the positive result to organization, satisfactidnmembers and a good behavior of
members. In the opposite way, if any organizatiacklof justice will bring the
negative result, conflict, un-satisfaction which ynezause of turnover and loss to
organization (41).

2.4.3.6 Safety Workplace : Workplace is another important

factor to maintaining or leaving of employee. Wddqe may effect to employee in
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terms of capacity, motivation, health, and efficgmf work. Working under the un-
suitable condition may cause un-satisfaction inkiwgy and finally resign from work
such as temperature, light, noise, dust, and coenea of workplace (42). This factor
is another reason of turnover of employee due p@raon purpose to work under a
suitable condition (5). Eric and team studied artdaof turnover of American people.
It was found that workplace was an important fa¢tat effected to satisfaction of

working and turnover of employee (43).

2.4.4 Government Factor

Safety Officer is the position regulated by lawsrésponsible on safety,
occupational health, and environmental managenm®ht [This responsibility, safety
officer will control and monitor by related laws ath must submit report and
government officer or labour inspector may visidanspect randomly (45). This
might cause stress and pressure especially in @yanization that management level
didn’t focus on safety management function. Thisspure and stress will be handling
by safety officer and may decide to resign for eidverganization.

2.5 Related Resear ch

Kannika studied on work satisfaction and turnovieAdvance Agro Co.,
Ltd. and small entrepreneurs in paper businesgsast found that the main factor that
cause employee to resign was human resources nmeageolicy, workplace, and
management policy. And factor that caused emplageenaintain working was
Relationship with colleague, supervisor, and resfimiity (46).

Parichart Tantiwat studied on personal factor \satisfaction of work that
concerned with turnover of nurse in Bangkok, Deparit of Medical Services,
Ministry of Public Health (8), found that factorathuse to predict the turnover of nurse
are opportunity of promotion, job description, aggerk condition, salary and welfare,
and stability of occupation.

3 Factors that related to satisfaction, relatigmshand turnover are
personal factor; qualification such as work expee gender, age, etc., factors in the

job such as job description, skill, professional@tion, etc., and Factors controllable
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by Management such as employment security, incobemefit, opportunity of
promotion, respect to management.

Saranya Kaewpinit at el. (10) studied on turnoekeSales Department
and Distribution Department of Thai Namthip Cod.Lk was found that main factors
were personal factor whether age, work age, stathddren, salary, family
responsibility, etc. and other reasonable factorewampensation, colleagues, job
description, organization justice, importance ofp&yee, opportunity of promotion,

and management supervision.
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CHAPTER 111
MATERIALSAND METHODS

3.1 Study Design

This study evaluates the survey by questionnaireleatify the factors
related turnover intention of safety officer in Ata Industiral Estate Chonburi
province. The study design and methodology are chase quantitative description

survey.

3.2 Population and Sample groups

The study population is safety officer: professioleael who works in
Amatanakorn Industrial Estate. There are 514ofset and assumed to have 514
safety professional as a minimum required by lahe $ample size is calculated by
Krejcie and Morgan (47, 48)

7 Np(l-p)

’!‘: . 2
e (N=-1)+x p(l-p)

n =required sample size.

x* = the table value of chi-square for 1 degree eédlom at the desired
confidence level (3.841).

N = the population size.

P = the population proportion (assumed to be is€eshis would provide
the maximum sample size).

e =the degree of accuracy expressed as a prop@!®o).
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Substitute in the equation;

n = 3.481*514*0.5%(1-0.5)

[0.08 *(514-1)]+[3.84170.5(1-0.5)]
493.5685 / 2.24275

= 221

>
I

Sample size was adjusted to 221 respondents, 43podation

According to (49) the survey research response3a%, therefore, 33%
return rate would not result in complete surveyumang to describe parametric
assumptions based on inferential statistic calmratSo the questionnaire is

distributed to whole population without random séngp

3.3 Instrument
The instrument for data collection is the questare applied from
original author. The content of questionnaire \gdid in six parts as follow;

Part 1 : Demographics of respondent. This parttaioes
guestions regarding general characteristic of ned@ot as gender, age, marriage and
educational level.

Part 2 : Personal factors. This part contains tiues
regarding about internal migration, experiencearsaincome, role and type of current
workplace.

Part 3 : Job factors. This part contains questiegarding job

characteristics that assume related turnover ilmteris follow;

Table 3.1 Job Factors and Reference Resource

No. of Question Reference Sour ce
Wages & Fringe Benefit 5 Chompern K. (12)
Opportunity of Promotion 4 Chompern K. (12)

Recognition 5 Wanrudee T.(50)
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Table 3.1 Job Factors and Reference Resolcoat.)

Question Topic No. of Question Reference Sour ce
Role Conflict 8 Wannarak P.(44)
Stress from work 6 Kitti C.(51)
Workload 7 Wannarak P.(44)

Part 4 : Organization Factors. This part contagugstions
regarding to organization characteristics thatfotors are related turnover intention

of safety officer as follow;

Table 3.2 Organization Factors and Reference Resource

Question Topic No. of Question Reference Sour ce
Organization Policy 4 Noy S. (52)
Organization Engagement 18 Wannrak P. (44)
Organization Relationship 13 Amornrat S. (42)
Supervision 12 Amornrat S. (42)
Organization Justice 22 Siriporn C. (53)
Safety Workplace 6 Chatchai C.(54)

Part 5: Government Factors. This part containguéstions

regarding to government enforcing safety law .

Part 6 : Turnover Intention. This part is the lgsrt of
guestionnaire that contains 5 questions regartlingover intention in advance 3

years.

The Likert’'s Scale was used in the questionnaieg tdonsist 5 scales to
evaluated level of attitude to all factors relatadhover intention. The scales were

transformed to score as follow;
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Table 3.3 The scaling of attitude for evaluation

Score
Scale _ :
Positive Negative

Strongly Agree 5 1
Agree 4 2
Neutral 3 3
Disagree 2 4
Strongly Disagree 1 5

The average score of each question were interptstadnge. The range

was calculated from :
Interval of Range = (Max Score — Min Score)/ Nb.range
=(5-1)/5
=0.8

Criteria for interpretation of this study as follmg ;

Table 3.4 Criteria for interpretation of this study

Interpretation The mean range
Lowest 1.00 - 1.80
Low 1.81 - 2.60
Moderate 2.61-3.40
High 3.41-4.20

Highest 4.21 -5.00
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3.4 Validity and Reliability

The researcher applies the questionnaire from quevistudy. They

consists validity and reliability as the originakearch.

3.5 Data Collection
Prior to conducting this study, approval by EthiBaview Committee for

Human Research of Mahidol University was obtairiédeen the data were collected as
steps as following;

1) Submit questionnaire link to population.

2) Call to respondent to explain objective of thisdstu

3) The first page contains the description, reasoncamsent
form.

4) If response rate is not enough for the sample tead

calculated, questionnaire forms will be sent toydation again.

3.6 Statistical Analysis
.6.1 Descriptive Statistics
The descriptive statistics were used to summargzegmal data of sample
group, which included percentage, mean and starcavidtion.
3.6.2 Interferential Statistics
The Pearson’s Correlation and Spearman Rank Cbaorelevere used to
test research hypothesis as follow;
1) To analyze relationship between personal fachod
turnover intention of safety office: professionavél.
2) To analyze relationship between work factor &mthover
intention of safety office: professional level.
3) To analyze relationship between organizationofa@and

turnover intention of safety office: professionavél.
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4) To analyze relationship between government faeiad

turnover intention of safety office: professionavél.
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CHAPTER IV
RESULTS

The results of this study are presented in thigpthadivided in to seven
parts as;

4.1 The characteristics of sample group

4.2 Personal Factors

4.3 Job Factors

4.4 Organization Factors

4.5 Government Factors

4.6 Turnover Intention

4.7 Testing of hypothesis

4.1 Thecharacteristics of sample group

This study is conducted from safety officer who kvam Amata Nakorn
Industrial Estate, Chonburi Province where is tlyggést industrial estate of Thailand
with 514 manufacturers. Personal characteristic22df safety officers show in Table
4.1

Table 4.1 Descriptive Statistic of Samples Characteristics(RR4)

o Subject (n=224)
Personal characteristics

Frequencies Percent (%)

Gender
Male 86 38.4

Female 138 61.6
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Table 4.1 Descriptive Statistic of Samples Characteristics=(RR4) (cont.)

o Subject (n=224)
Personal characteristics

Frequencies Percent (%)

Age (year)

20-30 103 46.0

31-40 105 46.9

>40 14 6.3

Missing 2 0.9
Marital Status

Single 143 63.8

Married 72 321

Divorced 9 4.0
Education Level

High School or Diploma 5 2.2

Bachelor Degree 207 924

Higher than bachelor degree 12 5.4

4.2 Personal Factors

The personal factors surveyed from 224 safety @fic It shows that
35.7% have work experience 3-5 years, 37.5% halayseange 20,000 — 30,000
baht, 56.3% plan migrate to birthplace, 55.8% medcsufficiently for living, 77.7%
no debt and 76.8% are safety officer who had baclddgree in occupational health

and safety. The results are summarized in Tabte 4.2
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Result / 30

Per sonal Factors

Subject (n=224)

Frequencies Percent (%)

Work Experience (year)

<1 20 8.9

1-2 35 15.6

3-5 80 35.7
Work Experience (year)

5-10 61 27.2

>10 25 11.2

Missing 3 1.3
Current Salary (Thai Baht)

15,000 - 20,000 44 19.6

20,001 — 30,000 84 37.5

30,001 — 50,000 80 35.7

>50,000 15 6.7

Missing 1 0.4
Internal Migration

Chonburi’s people 47 21.0

Plan migrate to birthplace 126 56.3

Plan to settle at Chonburi 49 21.9

Missing 2 0.9
Sufficient Income

Sufficient 120 55.8

Sufficient some month 83 38.6

Insufficient 11 5.1

Missing 1 0.5

Debt
Yes 50 22.3
No 174 7.7
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Table 4.2 Descriptive Statistics of Personal Factors (N =)224

Subject (n=224)
Per sonal Factors

Frequencies Percent (%)
Bachelor degree in Occupational
Health and Safety Lre 768
Training in safety officer course 47 21.0
Missing 5 2.2
Role of safety officer in current
Work only safety role 135 60.3
Work with other role 85 37.9
Missing 4 1.8
Industrial Type
Metal, Plastic 69 30.8
Automotive 69 30.8
Electronics 31 13.8
Printing 20 8.9
Food and Beverage 3 1.3
Services, Warehouse, Logistics
and Development 3 L3
Chemical 16 7.1
Other 7 3.1
Missing 6 2.7

4.3 Job Factors

Results of Job Factors are shown in Table 4.3aritlie interpreted that the
level of all sub factors were moderate. These factoad effect to leave the
organization with moderate level. These factorsnoarmpredicate turnover of safety

officer in the future.
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Table 4.3 Mean, standard deviation, the level of Job Factar 224).

Job Factors M ean S.D. Level
JFs
Pay and Fringe Benefit 3.19 0.89 Moderate
Opportunity of Promotion 3.35 1.16 Moderate
Recognition 3.11 0.63 Moderate
Role Conflict 3.20 0.68 Moderate
Stress from work 3.48 0.62 Moderate
Workload 3.13 0.53 Moderate

4.4 Organization Factors

Table 4.4 shows that the results of the organimdteotors. Four of six sub

factors were moderate, it can be interpreted tlmgarozation policy, organization

engagement, supervision and justice had effecedwd decision in moderate. These

factors cannot predicate turnover of safety officethe future.. Whereas Organization

relationship and safety in workplace were high. Sehéactors had effect to leave

decision. These can be predicated the negativeorel@ organization and unsafety in

workplace, safety officer will leave from organimat.

Table 4.4 Mean, Standard Deviation, and Level of Organizakantors (n = 224).

Organization Factors Mean S.D. L evel

OFs
Organization Policy 3.35 1.05 Moderate
Organization Engagement 3.19 0.39 Moderate
Organization Relationship 3.87 0.56 High
Supervision 3.35 0.74 Moderate
Organization Justice 3.16 0.71 Moderate
Safety Workplace 3.74 0.53 High
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4.5 Government Factors
The mean score of the government factors is 2.64. (§0.81) It can be
interpreted that the attitude level of governmeattdrs is moderatdt can interpret

that enforcing from government is moder&evernment factor is shown in Table 4.5

Table 4.5 Mean, Standard Deviation, and Level of governmaatdr and turnover

intention Factors (n = 224).

Factors M ean S.D. Level
Government Factor 2.64 0.81 moderate
Turnover Intention 3.53 1.11 Moderate

4.6 Turnover I ntention

The mean score of Turnover intention is 3.53 (SzD1.11). It can be
indicated that the level of attitude of safety cdfi to turnover is moderate. It can
interpret that turnover trend of safety officem®derateTurnover Intention is shown
in Table 4.5

4.7 Testing of Hypothesis

The Spearman Rank Correlation Coefficient and QGhia®e were testing
the hypothesis of personal factors in nominal sealé ordinal scale. The Pearson’s
correlation coefficient analysis was testing thedthesis of interval scale such as job
factor, organization factor and government factofadiow;

Hypothesis 1Personal factors were related to turnover intensiosafety
officer: professional level.

Personal factor was divided into 8 sub factors gendalary, sufficient
income, debt, experience, current role, industypke and migration. According the
hypothesis testing by Spearman correlation andSghare correlation, there were not
significant associations to turnover intention. Hetail shown in Table 4.6
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Hypothesis 2:Job factors were related to turnover intension afiety
officer: professional level.

Job factor was divided to six sub factors, theywsbthat five of six sub
factors were related to turnover intention sigmifity which are pay & fringe benefit,
opportunity of promotion, recognition, role confliand workload. The result of
correlation shown in Table 4.7

Hypothesis 3:0rganization factors were related to turnover istem of
safety officer: professional level.

Organization factors was divided into six sub fagtdour-sixth of sub
factors were significant related to turnover intemt of safety officer such as
Organization Engagement, Organization Relations8ipervision and Organization
Justice. The result of correlation shown in Tab& 4

Hypothesis 4 Government factor was related to turnover intensidn
safety offices: professional level.

Government factor was not significantly relatedtuonover intention of
safety officer: professional level. The result ofrelation shown in Table 4.9

Table 4.6 Correlation between Turnover intention and PersBaators

Factors Corrélation
Gender v* = 8.366
Salary rs=-0.091
Sufficient Income 4=-0.079
Debt v* = 0.949
Experience J4=-0.109
Safety Officer Type v* = 43.321
Job Role v*= 0.836
Type of industrial 4= 0.021
Migration k= 0.025

¥2 . Chi Square Correlation
r°. Spearman Rank Correlation
**_Correlation is significant at 0.01 (2-tailed).

*. Correlation is significant at 0.05 (2-tailed).
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Table4.7 The correlation between Turnover Intention andfaabors

Job Factors Correélation
Pay and Fringe Benefit r=0.215
Opportunity of Promotion r=-0.181"
Recognition r=-0.167
Role Conflict r= 0.225
Stress from work r=0.043
Workload r= 0.178

**_Correlation is significant at 0.01 (2-tailed).

*. Correlation is significant at 0.05 (2-tailed).

Table 4.8 The Correlation between Turnover intention and @izgtion Factors

Job Factors Correlation
Organization Policy r=-0.035
Organization Engagement r=0.167
Organization Relationship r=0.192"
Supervision r=-0.176
Organization Justice r=-0.244"
Safety Workplace r=0.115

**_Correlation is significant at 0.01 (2-tailed).

*. Correlation is significant at 0.05 (2-tailed).

Table 4.9 The Correlation between Turnover intention and Gowvent Factors

Job Factors Corrédation

Government Enforcement r 0. 049

** Correlation is significant at 0.01 (2-tailed).

*, Correlation is significant at 0.05 (2-tailed).
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CHAPTER V
DISCUSSION

5.1 Characteristics of sample

The samples of this study were 224 Safety Officers who worked in
AmataNakorn Industrial Estate. It found that most of them were female (61.6%) with
the most of age 31-40 years old (46.9%) More than half of them were single (63.8%)
and earneda university degree (92.4%). Most of them have experiences in a safety role
for 3-5 years (35.7%). The salary of safety officers were 20,001-30,000 baht (37.5%)
and 30,001 — 40,000 baht (35.7%). More than half of them planned to move to
birthplace (56.3%). The income was enough for living (54.4%). There was a debt
more than half of them (77.7%). The types of safety officers were bachelor degree in
Occupational Health and Safety (76.8%). The function of safety officer was only a
safety role (60.3%). The number of workplace that safety officer used to work were
two workplaces (34.8%), one workplace (27.7%) and three workplaces (23.5%). This
survey found that the most responder was from Metal & Plastic industry (30.8%),
same as Automotive industry (30.8%), Electronics (31.0%), Printing (20.0%) and

Chemical industry in descending.

5.2 Personal Factors

Personal factors such as gender, salary, sufficient income, debt,
experience, job role and industrial type were not related to safety officer turnover
intention significantly. It could be interpreted that personal factors had not influencing
to safety officer leaving from organization. Although almost of previous study

identified that some of personal factors had related to resign decision.
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5.3 Job Factors

Job factors were pay & fringe benefit, opportunity of promotion,
recognition, role conflict, job stress and work load. This study found that five-sixth of
factors were significant related to turnover intention such as pay & fringe benefit,
opportunity of promotion, recognition, role conflict and workload. There was only a
stress from work factor that was not related to safety officer turnover intention
significantly.

Pay and fringe benefit was the first factor that influencing people to quit
from organization. This study found that pay and fringe benefit had negative relation
to turnover intention of safety officer significantly. It can be interpreted that low pay
and fringe benefit had influencing safety officer decided to leave organization. It
conformed to Stephen R.(5), a fairly salary mean a salary that will cover on the cost of
living compared with position and responsible job (22). Therefore, organizations had
to consider an appropriate to pay as job as safety officer does. Higher pay and more
fringe benefits could reduce turnover rate of safety officer in organization.

Opportunity of promotion was a factor that effected to employee in the
organization including safety officer. This study found that opportunity of promotion
has negative relation to turnover intention of safety officer. It can be identified that
low of promotion opportunities in career was a cause of resignation. Therefore, the
organization should focus on this factor. People who worked in organization needed to
promote to higher position and earn more salary. If lack of promotion in their career,
they will looking for new job that offer more opportunities. It conformed to previous
study, Labi& Julia (55) found that job opportunities were significantly related to
voluntary turnover of internal auditors and Ali Mohammad (56) found that more than
35% of nurses were consider leaving the hospital, if they could find another job
opportunity.

Recognition was the most important factor for safety officer. Due to safety
officer had to take several roles in the organization such as trainer and consultant. This
study found that recognition has a negative related to turnover intention of safety
officer. It can be interpreted that low of recognition level from colleague was

influencing to turnover intention then decided to leave from organization. The



KannChatborwornwich Discussion /38

organization should be awared to this factor. When some people accomplished their
task, organization should give admirable or rewards as well. Employee recognition can
reduced voluntary turnover as much. It conformed to Ruth andDermand(18). The
organization didn’t place important to employee’s achievement, finally they quit from
organization.

Role conflict was a factor that showedpositive relation to turnover
intention of safety officer significantly. It can be interpreted that high conflict in role
was influencing to leave and also conform to Knight &Leimer(30) which found that
role conflict was effect to stress and boring of work and from the study of Nazim(31)
found that role conflict is effect to turnover directly. Organization has to consider to
this factor, role conflict was a key to determine to leave organization(57), especially
safety officer.

Work Load was a factor that showed positive association to resign from
organization. There were several studies that identified heavy workload influence to
leave. This study found that workload also related to safety officer turnover intention
significantly. It demonstrated that work overload had effect in increasing turnover
intention of safety officer. It conformed the previous studied of Imran et al.(58) and
Ali Gail Suzette (59)

5.4 Organization Factors

Organization factors were organization policy, organization engagement,
organization relationship, supervision, organization justices and safety in workplace.
The study found that four-sixth of all factors shown moderate level of attitude of
safety officer and two factors, organization relationship and safety in workplace,
shown high level. When focus on hypothesis, it found that four-sixth of organization
factors related to safety officer turnover intention significantly. There were
organization engagement, organization relationship, supervision, and organization
justices.

Organization engagement factor showed a negative relateion to safety
officer turnover intention significantly. It showed that the level of engagement to
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organization was low, turnover intention was high. Engagement was the big matter in
organization. The studied of Hay Group found that firms with high level of
engagement shown employee turnover rate lower than companies with low level of
engagement. It conformed to Micheal(60)study that the level of engagement has effect
to turnover intention rate, Ndayiziveyi et al. (61) and Mary L.(35)

Organization relationship factor was positive related to safety officer
turnover Intention significantly. it may irregular with another previous study. In
occupational health and safety field, safety officer had many roles on duty such
trainer, co-operation, consulting and etc. they had to made relation with all staff. It was
not unusual to have good relationship with co-worker. When focusing in another
factor found many factors more influence to safety officer turnover Intention such as
supervision, justice and role conflict.

Supervision was an organization factors that shown a negative relation to
safety officer turnover intention significantly. It can be interpreted that supervision
factor level has an influence to safety officer turnover intention inversely. In other
word, satisfy level of supervision low affected to more turnover intention. It was also
conform to Jureeporn(39) which studied on factor that effect to turnover of
government officer in Mahidol University, it was found that satisfaction of supervision
was concerned to turnover trend of government officer.

Organization justice was the employee’s perception of fairness in a
company. In this study, organization justice had a significant negative related to
turnover intention of safety officer. It can be described that justice influencing to
turnover intention inversely. If the organization had no justice or not fair, influencing
to employee to leave. It also consistent with the finding of Aryee and Chay(62),
PrincyThomas(63) and Salleh M. Radzi et al. (64). They found that the justice was a
stronger predictor of turnover intention more than pay satisfaction or organization
commitment. Therefore, the organization that lacked of justices, increasing turnover

intention significantly.
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5.5 Government Factors

Government Factor was a factor that affected to safety office directly.
Because of safety officer was a person required by law. They were controlled and
enforced by government office via submission the report, plant auditing etc. The mean
score of the government factors was 2.64 (S.D. = 0.81) It can be interpreted that the
attitude level of government factors was moderate. When testing the correlation with
turnover intention, found no significant related to turnover. It can be interpreted that
the enforcement from government not influencing to turnover intention of safety
officer.
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CHAPTER VI
CONCLUSION AND RECOMMENDATION

6.1 Conclusion

The aim of this study was to find the related festof turnover intention
of safety officer who work at Amatanakorn Indudt&zstate, Chonburi province. This
study was conducted by using questionnaire. Thestagunnaire was divided into 5
parts, 1) Personal data, 2) Job Factors, 3) OrghoizFactors, 4) Government Factors
and 5) Turnover Intention. For each section of opsaire, researcher selected from
former research that were tested for content vidida These Questionnaires were
distributed to all industry located in Amatanakadnalustrial Estate and recalled in 2
months after. Descriptive statistic was used tocules the sample characteristics,
Spearman Rank Correlation was used to test refdtiprof the data that be ordinal
scale and Pearson’s product correlation was usddstorelationship. Some finding
support hypothesis were organization factor ancegawent factor. When focusing in
sub-factor of each group factor found that someuli-factor was related to turnover
intention of safety officer significantly; which we sufficient income, role conflict,
workload, supervision and organization justice.

Sufficient income, role conflict and workload wegesitive correlation to
turnover intention. These factors were describedigis insufficient, high conflict in
role and high workload could be influencing to safefficer leaving.

Supervision and organization justice were negativeelation to turnover
intention. It could be indicated that low supervisand justice in organization were

influencing to safety officer resignation from ongzation.
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6.2 Recommendations

1) Payment related to turnover significantly. Orgah@ashould consider
to pay and fringe benefit to suitable for livingaarrent economic.

2) The organization should not assign other role tbaflict in safety role
of safety officer. Any conflict that may occur froassign responsibilities which may
assigned with other responsibilities further fraafiesy responsibilities.

3) Safety officer was required by law who has to tedsponsibilities with
safety role in organization. They have heavy waklsuch as pushing workplace to
be safely and contacting outside parties. If thganization assigned more role to
them, finally they may resign from organization.

4) Organization should focus on supervision becaubkasta direct effect
to resignation of employee. Refer to many studmethe past to identify the cause of
resignation was supervision.

5) Justice is the basis of community, if any organdzatiack of justice
will bring the negative result, conflict, un-sasistion which may cause of turnover

and loss to organization.

6.3 Suggestion for Future Research

1) This survey should be interview process, becaus@eofjuestionnaire
has many questions and cannot get true data.

2) Population of next study should be all safety eifs; due to the
turnover intention rate of each area may different.

3) The next study should find the root cause of ineigifit of safety

officer, in spite of safety officer graduated framiversity.
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APPENDIX B
CERTIFICATE OF APPROVAL ETHICAL

Certificate of Approval
Ethical Review Committee for Human Research
Faculty of Public Health, Mahidol University

COAL Mo, MUPH 2012-117

Protocol Title - FACTORS BELATED TC TURNOVER INTENTION OF SAFETY OFFICER IN AMATARNAKIRN
IMCLSTRIAL ESTATE, CHOMBURI FROVINCE

Frotocol Mo, @ 3&/2R5T
Principal investigator : Kiss Kann Chatborwsornwech
Affillation Master af Science Program in Oocupational Health and Safety

Faculty of Public Haalth, Mahidol University

Approval Includes : 1. Project proposal
2. Information shest
% Irformed consent form

4, Data collection |’<_:ﬂ1|,l'|'-'r{||§r.‘1r'1 ar Actiity plar
Date of Approval - T hay 2014

Date of Expiration & May 2015

The atorementioned project have been neviewsd and appraved according to the Declaration of

Helsinki by Ethical Fewiew Committes for Human Research, Faculty of Public Health, Mahidal Liniversity

(Azsoe. Prof. Or. Sutham Nantharmangkoichal)
Chairman of Ethical Review Committee for Human Research

(Azsne, Praf Or. Phitaya Charupoonphodl
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