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ABSTRACT

Engineers have the specific knowledge that can be applied the theory into
the practical. Therefore, losing engineers is the bad situation that organization would
like to deal with. This research investigated the determinants of engineer’s turnover
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the benefit of the organization. This research used the semi-structured interview
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response or to follow an answer of the interviewee. The respondents are 15 engineers
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CHAPTER I
INTRODUCTION

Engineer is one of the important positions in the organization because they
have the specific knowledge both theoretical and practical ability and profession from
the experiences. They applied the theory into the practical to improve the work
process, analyze, design, plan, control, and solve the problems. They are very valuable
to the organization because they have the ability to enhance the overall work as a big

part of the gear.

Losing engineers is the bad situation that organization would like to avoid« [Formatted: Indent: First line: 2 cm, Space After: 0 pt J

those situations because not only losing the engineers but also increasing the expense.
The cost of recruitment will be used to find new engineers to perform the work.
During this meantime, the company may face the troubles of lost productivity or the
cost of opportunity —{(Nakwilai, 2010). One more thing that many employers concern
is that engineer will work for competitors or operate his or her business then complete
with the employer—{(Sherman, 1986). Moreover, engineers who work in the public
sector are more likely to leave their job —{(Kittiruengcharn, 1997).

Engineer is an employee in the organization but has the special
characteristic, therefore, some determinants are conformed to other occupations but
some determinants are different. Engineers concern many determinants before they
make a decision and many reasons that they focus on. Job satisfaction, job security,
work qualification that fit with engineers’ performance, challenging job, salary,
organizational culture and socialization and career progress are concerned by
engineers.

To decrease the turnover intention of engineers in the organization, the
consequences of this research will make them understand the determinants then they
can release the proper organizational policy to maintain engineer and retain the benefit

of the organization.



CHAPTER I
LITERATURE REVIEW

Employees turnover intention has been widely studied for a long time in
order to understand the reasons behind those decisions and plan to reduce the turnover
rate because-of the direct and indirect cost have risen when employee intent to resign.
In Thailand, the engineers tend to resign and change the job more than the past that
bring problems into the organization because-ef the organization has to recruit for new
engineers —{(Banthaothuk & Khongsawatkiet, 2013). The professionals are more
likely to leave the public sector than non-professionals especially engineers are more

likely to leave Thai public sector jobs than others (Kittiruengcharn, 1997).

Engineer is a dissimilar occupational group because they have
characteristics of a profession, a common body of knowledge, a reasonable degree of
autonomy in the application of that knowledge - {(Baugh & Raberts, 1994) due to the
changing of economic, social and technological conditions, and the management level
are increasingly facing problems in retaining engineers. This, coupled with engineers’
orientations and expectations to be treated as professionals, has caused considerable
tensions and strains in the engineer-management relationship. This calls for changes in
engineering management styles to maintain motivation and productivity —{(Bigliardi,
Petroni & Dormio, 2005). However, engineers have they own characteristic which
measure by Myers-Briggs type indicator and the result from the study of student
success in a Canadian first year engineering program has confirmed that engineering
students are more Thinking and Judging —{(Rosati, 1993).

The impacts of the turnover are related to the cost of the firm in order to
lose manpower to serve the customers, the recruitment costs to study the work
qualifications and recruitment processes, the training costs to provide the knowledge
to the new hire (Nakwilai, 2010). The costs include the cost of opportunities, time, lost
productivity costs, and lost sales cost are counted—{(Bliss, 2015) The most important

problem when engineers decide to leave the company is that they join a competitor or
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leave to start his or her own firm which will compete with the former employee-
{(Sherman, 1986)

2.1 Determinants of turnover intention
Previous studies have identified the determinants of turnover intention as

follows.

2.1.1 Job Security

Min (2007) claimed that the job security is the most important factor that
influences employee turnover because of human need the security in life to fulfill the
safety need as the Maslow’s hierarchy of needs. When a job is no longer security,
employees tend to find the new position to avoid the unsafe feeling that can turn the
situation down. Among Thai engineers, job security does not have the effect on
turnover intention but they think it is an opportunity to get the higher income
(Kittiruengcharn, 1997).

2.1.2 Performance

The work qualification is applied to recruit the new employee that
sometimes can link to the performance of the employee. The poor performers are more
likely to quit even after controlling for job satisfaction and turnover intentions and
good performers were slight to intend to quit after controlling for job
satisfactionsatisfaction —(Zimmerman & Darnold, 2009). The decreasing of
accounting and market performance within a company, in an average period of three
years, encouraged CEO turnovers in Indonesia_—{(Hartono, 2012). Job performance

has significant to reduce the engineer turnover -{(Baugh & Roberts, 1994).

2.1.3 Job satisfaction

Job satisfaction is one of the determinants of turnover to satisfy the
employee that match with the job position this one may include many aspects of
reasons. From the theory of Edwin A. Locke’s Range of Affect Theory (1976) is that

satisfaction is defined by a similarity between what employee wants in a job and what



employee has in a job. Therefore, some believe it is simply how content an individual
is with his or her job, in other words, whether or not they like the job or individual
aspects or facets of jobs, such as nature of work or supervision. Individual aspects of
work that lack of recognition from superiors, the misunderstand feeling, unfavorable
treatment have the effect of turnover intention_-—{(Minor, Dawson-Edwards, Wells,
Griffith & Angel, 2009). One of the most important determinants of turnover intention
among engineer is job satisfaction that can increase the degree of satisfaction_-
{(Paulsen, 2014).

2.1.4 Salary

The employees tent to continue to work not because of the job satisfaction
only but sometimes also the pay itself this means when they get high pay rate they
may continue working with the employers. This cause is studied and the results are
turn out very different. Efficiency wage theory predicts that attractive or higher
salaries will reduce voluntary turnover (Leonard, 1987). Hausknecht and Trevor
(2011) argue the relationships between pay, often measured as the average pay level,
and turnover that there is negative relationship between pay and turnover. Other
studies found that three sets of practices, recruitment and selection, compensation, and
training and development, associated with high performance work systems predicted
new hire quit rates —{(Selden, Schimmoeller & Thompson, 2013).

Organizational socialization is a process of learning and adjustment of an
individual role and needs to fit with organizational role and (Chao, O'leary-Kelly,
Wolf, Klein, & Gardner, 1994). Engineers’ perceived external career opportunities that
provides by their organization is positively associated with the levels of organizational
socialization. The organizational socialization is significantly correlated with and
consistently stronger than predictors of turnover intentions_—{(Bigliardi, Petroni &
Dormio, 2005).

21.72.1.6 Culture

There are two types of organizational culture which are consensual culture



and rational culture. The consensual culture emphasizes on people including the values
teamwork and participation where the workplace is nice to work with. Rational culture
focuses on results and getting the job done. Both have significant, positive
associations with the job satisfaction that related to turnover_—{(Park & Kim, 2009).
From the study of the effect of organizational culture types on the job satisfaction and
turnover intention, rational culture and consensual culture appear to have the greater
effect on job satisfaction than other culture types. In addition, consensual culture had
the highest impact on turnover intention than other culture types,

2-1.82.1.7 Careers progress

Engineers have the careers progress that they expect to be involved in
management and less technically —((Baugh & Roberts, 1994). The professional ability
development has a relationship with turnover intention. In contrast, career goal
progress and promotion speed have no relationship with turnover intention -
{(Karavardar, 2014). Engineers want the career paths that matched with individuals’
needs and organizational needs to retain and motivate them to continue to work -
{(Igbaria, Kassicieh, and Silver, 1999).

From the review of the literature, previous studies described the
determinants that have the effect on turnover intention. These aspects are job security
(Min, 2007; Kittiruengcharn, 1997)refs), performance (Zimmerman & Darnold, 2009;
Hartono, 2012; Baugh & Roberts, 1994refs), job satisfaction (Minor, Dawson-
Edwards, Wells, Griffith & Angel, 2009; Paulsen, 2014¢efs), salary (Leonard, 1987;
Hausknecht & Trevor, 2011; Selden, Schimmoeller & Thompson, 2013fefs),

organizational socialization (Chao, O'leary-Kelly, Wolf, Klein, & Gardner, 1994;
Bigliardi, Petroni & Dormio, 2005¢efs), culture (Park & Kim, 2009refs), and careers
progress (Baugh & Roberts, 1994; Karavardar, 2014refs). However, the studies were

conducted from outside Thailand and various business industries such as projects case
study a Volvo car corporation in Sweden (Kryvenda, 2012), the turnover intentions for
construction engineers in Taiwan (Sun, 2011), voluntary turnover of new hires in US
state governments (Selden, Schimoler & Thompson 2013) and job satisfaction and

turnover in the Chinese retail industry (Wei &Tian, 2009). Not many studies have
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been conducted to focus on engineers in Thailand. Engineers play an importance role
in the organization due to the ability of engineers are varies to enhance the
organizational performance. The impact of turnover is cost the company in both
direct and indirect cost. This research aims to discover the determinants of turnover
intention among Thai engineers and give suggestion to maintain engineer in the

organization.




CHAPTER Il
RESEARCH METHODOLOGY

This chapter describes the research design, population and sampling, data

collection and data analysis.

3.1 Research Design

Qualitative method is a type of scientific research when the researchers
want to investigate the kind of specific information about the values, opinions,
behaviors, and social contexts_—{(Mack, Woodsong, Macqueen, Guest & Namey,
2005) The advantages of qualitative research are that it can conduct in-depth studies in
many aspects that researchers are interested in. Moreover, the qualitative research
represents an attractive the method by a large number of students and scholars who
conduct qualitative studies —{(Yin, 2011). The characteristics of the qualitative are
defined as 1.) An-an in-depth and interpreted understanding of the participants are
focused. 2.) the samples are small in scale and selected by remarkable criteria. 3.) Bata
data_and information are very detailed. 4.) the analysis is opened to produce the
detailed description and classification and 5.) the output is focusing on the
interpretation of the social meaning-—((Moriarty, 2011) The data collection techniques
are various to be used in the qualitative method_—(Hancock, Windridge & Ockleford,
2009). The primary interview data will be collected by the open-ended questions and
also specific to the participant’s comments rather than question by the theory —{(Hsieh
& Shannon, 2005) The qualitative research methods are concerned with the in-depth
understanding of a phenomenon that makes the sample size of this method smaller
than quantitative method and are often start with how and why —{(Dworkin, 2012;

Creswell, 2002). The number of participants in interview research should be 15 as



minimum to 20 participants when they are homogeneous, means a particular level in
organization or a particular type of employee (Latham, 2015).
3.2 Population and Sampling

The population of this study is the engineers who work in Thailand. The
population targets are mostly in Bangkok, Thailand but other areas are also
considered. Convenience sampling is the method to be used in this research.
Respondents of the population are selected based on the relative ease of access. It is
easily accessible and depends on the willingness to participate in a study of population
—{(Teddlie & Yu, 2006). The 15 respondents who work as the engineer are focused on
this research.

3.3 Data Collection

In-depth interviews are the common qualitative method because they are
very effective while interviewers and interviewees can share the experiences to each
other —{(Mack, Woodsong, Macqueen, Guest & Namey, 2005). The key questions of
the semi-structured base on the areas of the researcher want to cover but allow both of
them to diverge. In the semi-structured interview, the interviewer is free to probe the
interviewee to elaborate on the initial response or to follow an answer of the
interviewee —((Gill, Stewart, Treasure, & Chadwick, 2008; Hancock, Windridge &
Ockleford, 2009).

Table 3.1 List of questions to be used in the interview

Question Question
Construct
Number
Demographic 1 Gender
Demographic 2 Age
Demographic 3 Position
Demographic 4 Place of work
) ) Have you ever considered changing your Why? Or
Opening question 5
Why not?




Opening question

Could you please share with me the reasons behind
that thought?

Table 3.1 List of questions to be used in the interview (Cont.)

Construct Question Question
Number
Job security 7 Do you think that job security has the effect on

intention to resign or not? Why or why not?

Performance

Do you think that work qualification has the effect

on intention to resign or not? Why or why not?

Performance

If you know that your job qualification is not fit
with you but the company provides the training to
help you, will you be looking for a new job? Why or
Why not?

Job satisfaction

10

Do you think that job satisfaction has the effect on

intention to resign or not? Why or why not?

Salary

11

Do you think that salary has the effect on intention

to resign or not? Why or why not?

Organizational

socialization

12

Do you think that
learning and adjusting yourself to be fitted with orga
nizational role and need have the effect on intention

to resign or not? Why or why not?

Culture

13

Do you think that consensual culture has the effect

on intention to resign or not? Why or why not?

14

Do you think that rational culture has the effect on

intention to resign or not? Why or why not?

Careers progress

15

What do you think if you were promoted to
management level rather than become a technical
expert? Does this have the effect on intention to

resign or not? Why or why not?
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3.4 Data analysis

Analysis of the collected mass data from interview and present the result in
a way of common communication is the most important of the research project. The
big pictures are interesting to discover to describe the phenomenon of the interview
data —{(Hancock, Windridge & Ockleford, 2009). The directed content analysis is used
when the data are collected through interviews, open-ended questions by using a direct
approach process. The finding from analysis can support or nonsupport the evidence
for a theory which that theory will guide the discussion of findings. The descriptive
evidence and the showing codes with exemplars can be shown the evidence of the

finding and also the frequency of codes can be used - {(Hsieh & Shannon, 2005).
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CHAPTER IV
FINDING AND DISCUSSION

The findings from the interviews of 15 respondents who are working as
engineers in Thailand about their intention to find a new job are presented in this
chapter. The data were gathered from semi-structured interviews to investigate the

determinants of engineer’s turnover intention.

4.1 Demographic Data

There are 15 respondents in this research both gender. There were 11
males and 4 females responded in this research. The age of the interviewees was 24 —
42 years old. There was variety of engineering fields; survey engineer, logistic
engineer, civil engineer, industrial engineer, geomatics engineer, safety engineer, risk
engineer, mining engineer, information technology engineer, electrical engineer,
quality control engineer, and support and consult engineer; who participated in this
interview. The respondents work in Bangkok, Rayong, Chanthaburi, Chonburi, and
Phitchit.

4.2 The determinants of engineer’s turnover intention
Among 15 respondents, there were several determinants of turnover

intention. The consequences of this research are descending order below.

4.2.1 Job satisfaction
Of 15 respondents, 14 of them agreed that job satisfaction has the effect on
them in order to continue to work or find a new job. Examples of responses are

provided below.
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“If I still satisfy with my job, I continue to work but if the projects are
frequently failed not because of me, | will resign because | do what I need to do, I tell
everything that | need to tell but sometimes many people ignore my opinion then they
fail. I don't like those situations.” (Male, 28, logistic engineer)

“If I am happy with my job I will stay for sure but if I compare with others
factors and it is not worth enough to stay, I will go.” (Female, 26, support and consult
engineer)

“I think I will find a new job. | want to work happily, if the work is not ok
that means | feel uncomfortable. All the work you do is just you pour water on sand,
no benefit to work in the situation like that” (Male, 27, safety engineer)

Job satisfaction has the most effect on intention to resign even they have
other factors to resign but if they happy with the company they tend to continue their
work but if they unsatisfied with the job, they will find a new job because they don’t
like the uncomfortable feeling. This research determinant is consistent with the
previous study that if the employees do not have what they want in a job which means
they cannot fulfill their aspects in various defined so they tend to resign - {(Minor,
Dawson-Edwards, Wells, Griffith & Angel, 2009).

4.2.2 Organizational Culture

Both consensual and rational culture have the effect on intention to resign
depend on which culture do they prefer to work. 14 of respondents answered that
either consensual culture or rational culture had the effect on them. Nine respondents
preferred the rational culture which is the result oriented culture.

“I prefer rational culture because the final result is the supporting
reasons. ” (Female, 29, survey engineer)

“I like rational culture because you can judge what is right what is wrong
then you can improve for the future.” (Female, 26, support and consult engineer)

“It is cleared by itself from the beginning whether it right or wrong. You
can eliminate the difficulty problem when execute the work.” (Male, 24, IT engineer)

“If we do not talk by the reason, we will fail to perform our work because
you do not know how to solve the problem with the best solution. | cannot work with

unreasonable people.” (Male, 28, survey engineer)
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While six respondents who preferred consensual culture as the following.

“If you do not follow them you will work under pressure. You will lose
your friend.” (Male, 28, survey engineer)

“You have to work with many people in the organization anyway, thus you
should follow them.” (Male, 28, logistic engineer)

“I prefer consensual culture because in the end you have to work as a
team.” (Male, 42, Industrial engineer)

“You have to work as a team. If you say something that others do not like
it, you will face a problem with your team.” (Female, 26, mining engineer)

Both consensual culture and rational culture were mixed in the interview
result but more respondents preferred the rational culture to consensual culture. The
consensual culture was preferred when they have to work with many people. For those
who preferred the rational culture because they believed in the final result should have
the proper reasons to support so they can improve thing in the future. Harmoniously,

both cultures can influence the turnover intention —{(Park & Kim, 2009).

4.2.3 Salary

12 of 15 of the respondents answered in the same direction that salary was
important to them as the following example.

“Of course, I work for money. | want money to survive but not that much
just only reasonable wage when compare with market and my ability. If | get lower
wage, why should | stay?” (Male, 27, Safety engineer)

“The salary wage must be reasonable with work load. If I work hard, the
wage should be paid at some level. If I think that it is not reasonable, | will find a new
Jjob.” (Female, 26, mining engineer)

“The potential and the salary should be paralleled especially the specific
applications.” (Male, 24, 1T engineer)

“It should be at the acceptable rate; | do not need much money but
somehow if I were offered the very higher rate, I will go.” (Male, 28, electrical
engineer)

The reasonable salary was concerned by 12 respondents. They work hard

means they need the acceptable wage rate. The salary had the relationship with
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turnover intention by accepting the reasonable rate (Hausknecht and Trevor, 2011).
Otherwise, they will look for a new job which pays higher rate to them (Leonard,
1987).

4.2.4 Performance

12 respondents answered that if they were the high flyer means their
performance is higher than the work qualification, they will be looking for a new job
that fit with their performance while if they were the poor performer means work
qualification is higher than their performance, they will continue to work even the
training is provide or not as the below example.

“I prefer a challenge job that means if my performance is higher than
work qualification, there is nothing challenge me. | want to learn something new even
I have no experience about it.” (Male, 42, Industrial engineer)

“If the work qualification is higher than my performance, I will continue
to work because it is a good opportunity to learn challenging job and I would
appreciate if the company provides the proper training to me.” (Male, 27, safety
engineer)

“I know that my performance is higher than work qualification I will look
for new job that fits to me rather than work stay with this company except the company
promote me with the fitted position.” (Female, 27, risk engineer)

“I want to be recognized that I have a good performance. If my
performance is higher but I don’t have a chance to show how good I am” (Female, 29,
survey engineer)

Only three interviewees disagreed from above. For instance, one of them
will find new job if their performance was lower than work qualification but they will
continue to work if the company provides the training to them as the below example.

“Stressful, if [ work in that situation but if the company tries to help me, I
will try my best.” (Male, 28, Survey engineer)

12 engineers who had high performance tend to find a new job if the work
qualification was lower than their performance while if their performance was lower
than work qualification they will continue to work because they think that it is a

challenge that they have to complete. And they agreed that if the company provides
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the training all of them will work with the company. This determinant opposes the
previous study that the poor performers are more likely to quit even after controlling
for job (Zimmerman & Darnold, 2009).

4.2.5 Challenging Job

11 respondents mentioned at the very beginning of the interview that they
tend to find new job because of there was no challenge anymore are below.

“When I know everything, nothing challenges me, | want to find something
new that challenge me.” (Male, 28, survey engineer)

“You earn most of the experience in the company then nothing that you
can learn, you should go in order to keep yourself have the high value.” (Male, 28,
survey engineer)

“I do not like routine job, I prefer something exciting.” (Male, 27, safety
engineer)

“I want new experience, I want new motivation and I want challenging job
because I want to improve myself all the time.” (Female, 28, risk engineer)

“It is boring job; you do it as same as yesterday. Nothing new, nothing
challenges you. You cannot develop your potential.”” (Male, 24, IT engineer)

“The work should be challenging because I will get boring if I have to do
the duplicated work and it is not good for the future. ” (Male, 28, electrical engineer)

They preferred the challenging job. If they work as a routine or duplicated
job, they tend to find the new challenging job because they do not like the boring job
that their ability is not improved. The challenging jobs is one component of the
characteristics that increase the productivity —((Oldham & Cummings, 1996). This
finding supports those of previous research that challenging job has the significant on

intention turnover —{(Samuel & Chipunza, 2009).

4.2.6 Job security

11 respondents agreed that job security was one of the important factors
for them to make a decision because of the long term perspective and they wanted
avoid the unsecure situation that may bring the problems to them. Some of

respondents mentioned as below example.
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“I think secured job is the good back up of life, I do not want to change the
job but I want to work with one company as long as I can” (Male, 24, IT Engineer)

“If the company get loss, I will find a new job for sure. The company is not
reliable, so who wants to work for them.” (Male, 27, Survey Engineer)

“I do not like the feeling that I am going to lose my job. I have many
expenses that money is needed to be paid. Therefore, if | know that | will looking for a
new job for sure.” (Male, 29, Geomatic engineer)

But four engineers thought that job security was less important to them as
the following.

“I believe in my potential that if I lose my job today, | can find another job
very soon” (Female, 29, survey engineer)

“It does not matter to me. I am working as a yearly contractor that mean 1
do not care much about the job security but | prefer the knowledge that | can learn
from here.” (Male, 28, QC engineer)

Job security was one of the basic determinates that has the effect on
intention because they concern the long term perspective and the problem that may
come when they lose their job but some engineers like to take risk and believe in their
potential rather than losing a job. This factor has the effect on turnover intention as it
influence employee to resign -—((Min, 2007).

4.2.7 Career path

There were two kinds of findings in this factor. First, 10 engineers wanted
to be involved in the management.

“I have to look around that how many specialists in the field if there are
only few number | can be a specialist but if there are many specialists in the field, |
prefer to be involved in management.” (Male, 28, survey engineer)

“I think if I have a chance I can continue manage the engineering work as
I have experience in engineering, so | know the basis knowledge just need a chance to
be involved in management level.” (Male, 27, safety engineer)

“I want to be involved in management because | look forward to seeing

the future that one day I can operate my own business.” (Female, 27, risk engineer)
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“I prefer to be involved in management because I can learn many things
from that role. If | were promoted to be an expert, | wil/ resign at some point.”
(Female, 29, survey engineer)

Second, five engineers preferred to be a technical expert in their filed as
following:

“I do not like management because I do not want to work with many
people.” (Male, 28, survey engineer)

“I do not care about the management position because | am happy with
this position as a technical at this moment.” (Male, 28, survey engineer)

“I want to be a technical expert rather than to be involved in management
because management position is unsecure due to the politic in the organization
especially in Thailand.” (Male, 29, geomatic engineer)

Career path among respondents was blended. 10 of them preferred to be
involved in management while some of them wanted to work as a technical expert.
The engineers who wanted to be involved in the management thought about the whole
work that they could perform once they had enough technical knowledge while the
engineers who wanted to be a technical expert mentioned that they did not like to work
with many people and do not want to face many problems. This is not totally agreeing
with the previous research that the engineers aim to be involved in management
(Baugh & Roberts, 1994).

4.2.8 Colleague

Nine respondents mentioned that colleague is one of the determinants of
intention turnover as below.

“Good colleagues help me a lot in order to work in the stressful situation.
Without good co-workers | cannot perform my duty. In the other hand, if my
colleagues are scrambled | will no longer work with them.” (Male, 28, survey
engineer)

“If colleagues are not ok, I will resign because it is hard to work with them
because your performance will be dropped and your profile will look very bad.”

(Male, 28, logistic engineer)
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“In the company, there are many employees who come from the
differences background. If we cannot work together, I should to resign because | will
get headache every single day but if they kind to me and tend to help me | am very
happy with that.” (Male, 29, geomatic engineer)

“I work with many departments so | need all the support from them but

sometimes they just ignored it. It is hard to work with those kind of co-workers.’
(Male, 27, safety engineer)

The colleague has the effect on intention turnover because they were the
one who engineers have to work with. If bad colleague is more than good colleague in
the company, they tend to find a new job but if most of colleagues are good, they
tended to stay even the other factors may be raised. This is consistent with the
previous research that the employees who work with high quality colleagues are less
likely to resign, and those who work with low quality colleagues are more likely to
resign —{(Cotton & Tuttle, 1986).

4.2.9 Organizational socialization

This determinant has the effect on engineer’s turnover intention by seven
of respondents reflected in the interviews. There were two directions of this
determinant. First, eight engineers thought that they were easy to adapt themselves to
fit with the organization role and needs as mentioned below.

“I have no problems with this factor because I have a good interpersonal
skill that make me easy to assume an organizational role and needs.” (Female, 29,

survey engineer)

“No affect at all, no problem on that because I can adapt myself to match

with the role and needs of the organization” (Male, 42, industrial engineer)

Second, six engineers thought that if they were not suitable with the

organizational role and needs they intend to resign.

“We have to thinking of ourselves, other selves that can correlate with
each other or not. If we are not correlated, | select to go rather than be patient in the

company.” (Male, 28, survey engineer)
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“If I cannot adapt myself to fit with company it will bring the
uncomfortable feeling to me then I will find a new company that suit with me. I prefer
to be myself.” (Male, 28, survey engineer)

“It is possible to find a new job if I have tried enough to adapt myself to fit
with company role and needs but it does not work. Find a new job is a way.” (Male,
28, Electrical engineer)

The organizational socialization has the effect on intention to find a new
job. Engineer who were unable to learn and adapt themselves to fit the organizational
role and needs intent to resign. This finding is consistent with the previous research
that pointed out that the organizational socialization has a significant on turnover
intentions —{(Bigliardi, Petroni & Dormio, 2005).

4.2.10 Bias work evaluation

The bias evaluation makes three of respondents felt unhappy to work and
intended to resign because of this issue as the below.

“I think it is not fair when the evaluation result is released and it shown
that those who work hard but the result is very low performance.” (Male, 27, safety
engineer)

“The non-standard evaluation in the company makes me upset because |
work very hard but the company does not have the tools to evaluate my performance.
The result is based on what?” (Male, 28, logistic engineer)

The standardize work evaluation should be applied because they accept the
honestly evaluation. If they know that result of the evaluation is bias, they tend to find
a new job. Employee who feels against the outcome may quit. This finding is
consistent with that of research of Javed, Saif, Rehman, Qureshi, Imran and Khan

(2013) that performance appraisal has the positive relation to turnover intention.

4.2.11 Distance between work place and house

Two engineers mentioned that they want to work closely with their house
because they wanted times to stay with their family as the following.

“I changed my job because | want to take care of my parents which mean |

have to find a job where it close to my house.” (Female, 27, risk engineer)
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“The traffic in Bangkok is terrible. I spend 2-3 hours for travelling to work
and back home. If there are any workplace close to my house, | will work there
because | want to spend time with my family ” (Male, 29, geomatic engineer)

Distance between work place and house has the effect on two engineers
because they want more time to spend with their family. This cause is new for

engineer turnover intention in Thailand.

4.2.12 Job Offered

Job offered is one of the intention to resign as the following 2 respondents
mentioned.

“My ex-superior asked me to follow him to new company and | did not
hesitate to resign at that time.” (Male, 42, industrial engineer)

“If a new interest job was offered to me, I think I will go.” (Male, 29,
geomatic engineer)

When job is offered that match with their wants they will go for it right
away such as the ex-superior asked them to work together again or they are interested
in new job. This finding aligns with previous research of Zenger (1992) which found
that the engineers will decide to leave when the external contract is greater reward

than the internal contract.

According to the determinants of engineer intention turnover, some
findings reconfirm but some are different from those of the previous research.
However, more or less those determinants have the effect on intention turnover among

15 engineers in this research.

Table 4.1 The rank of determinants and frequency

Number Determinants Frequency




1 Job satisfaction 14
2 Organizational Culture 14
3 Performance 12
4 Salary 12
5 Job security 11
6 Challenging Job 11
7 Career path 10
8 Colleague 9
9 Organizational socialization 7
10 Bias work evaluation 3
11 Distance to workplace 2
12 Job Offered 2
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From the above determinants of intention turnover among 15 respondents

who work as an engineer showed that the important determinants are job satisfaction,

organizational culture, performance, salary, job security, and challenging job.

CHAPTER V
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RECOMMENDATIONS AND LIMITATIONS OF THE STUDY

5.1 Practical Implication

To retain the turnover rate is not easy especially the engineers who play
the important role to the organization. To retain the engineers in the organization, the
influence turnover intentions have to be reduced. The organization should create the
proper policy according to the findings of this research.

First, to satisfy engineer in the organization, company has to understand
the engineers’ wants in a job to make sure that their aspects both individual and
organization are fulfilled such as treat them with the reasonable action, ensure that
proper recognition to employees is applied, try to understand what they want in a job
then serve them with those aspects both individual and organization.

Second, salary rate should be reasonable with the average rate of the
market and the individual potential. The organization should survey the proper salary
among the industry because in this section, the wage is various and the engineers can
find job easily.

Third, challenging jobs should be assigned to engineer in order to
challenge their performance because they will bore when they do the routine job.
Engineers want to prove that they want to learn more and they can do the better job. In
order to maintain the high performers, the work should be able to enhance their
performance.

Fourth, firms have to have the strong financial and reputation position to
encourage the security feeling of engineers because they do not like the insecure
situation.

Fifth, to fulfill the career path, the organization should be careful of
promoting the engineers because they have their own way to grow. Not only involve
in the management but they also concern the technical expert.

Sixth, the organizational culture has to be balanced between rational and
consensual because both are concerned by engineers. Then create the manner and team

of the colleague in the organization to enhance the good work environment.
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Seventh, the engineers’ roles and needs should be harmonious with
organization roles and needs but it does not mean that all engineers are hard to adjust

themselves to fit with the organization.

And eighth, work evaluation has to be justice; the organization should

evaluate without any bias or politic because engineers prefer honestly evaluation.

The recommendations for the organization as mentioned above should be
applied to maintain engineers to continue to work and retain the benefit to the
organization. Therefore, the organization should apply the proper policies that suit

with the engineers in the organization.

5.2 Limitations of the Study and Suggestions for Future Research

There are there potential limitations of this research. First, the sample size
is small in using an interview (15 interviewees). These 15 engineers cannot represent
all of the engineers in Thailand. The future research should investigate more
respondents because more respondents can lead to more satisfy with the
circumstances. Second, there are many types of engineer and this research did not
cover all kinds of the engineer. The future research should select one kind of engineer
to investigate the turnover intention because each type of engineer has the different
characteristic. Third, limited the age group between 24-42 years. Fourth, the range of
age of respondents in this research did not represent all engineers’ opinion. The future
research should cover the wide range of age and divide the result into the range of age

because the different generation may refer the different turnover intention.
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