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ABSTRACT

The objective of this independent study was to study factors that affected retention of
operational-level employees at Government Saving Bank in Chiang Mai. The study compared
general information, work satisfaction, organization commitment and organization loyalty
between 2 groups of employees: employees who did not think about resigning and employees
who thought about resigning.

The samples for this study were 270 employees from the 31 branches of Government
Saving Bank in Chiang Mai. The tool for collecting data was questionnaire which was divided
into 4 parts, namely questionnaire for general information and employee’s resigning plan,
questionnaire for job satisfaction based on Hackman’s and Oldham’s Organization Commitment
Questionnaire, questionnaire for organization commitment based onMowday’s, Steers’s and
Porter’s Organization Commitment Questionnaire (OCQ), and questionnaire for organization
loyalty based on the theory by Mitchell et al.

The factors that affected retention of Government Saving Bank’s employees in Chiang
Mai were Government Saving Bank valued their employees, relationship with
long-termed customers, compatibility with organization, feeling of no loss in resigning, social
acceptance, and acceptance from co-workers. The results of the study also showed that marital
status, income from Government Saving Bank, and income from other sources affected retention

of employees.



It was found from the study that Government Saving Bank employees’ overall job
satisfaction, organization commitment, and organization loyalty were ranked at the high level.
When comparing between the 2 groups using t-test, it was found that operational employees who
did not think about resigning showed significantly more job satisfaction, organization
commitment, and organization loyalty than those who thought about resigning. When analyzing
the relation between job satisfaction and organization commitment with organization loyalty as
controlling factor, it was found that job satisfaction and organization commitment had positive
relation with the rate of retention.

The 6 organization loyalty factors with higher value in the group that did not think about
resigning than in the group that thought about resigning, analyzed with t-test were as follows.

1. Organization Belonging: liking their co-workers, opportunity to use their skills and
ability to the fullest, opportunity to service customers of all social status, having authority and
responsibility in administration, and Government Saving Bank recognizing their employees.

2. Community Belonging: belonging to their community, liking the family-like
environment, affection for the place they lived, the feeling that their community was their home,
and availability of favorite past-time activities in their community.

3. Organization Commitment: being member of the bank’s work committees or
administration committees, having some co-workers depending on them, and relationship
between long-termed customers with loans.

4. Community Commitment: having family and relatives in the community, having
permanently settled into their community, having close friends in their community, and having
the same political standing as the community.

5. Organizational Sacrifices: stability from being with the bank, appropriate
remuneration, feeling of loss if resigning, good chance for promotion, freedom in choosing ways
to reach work goals, more social acceptance than working at private financial institutions, respect
from co-workers, necessary facilities in the community for employee and family, and feeling of
loss for current work benefits.

6. Community Sacrifices: current community was safe, no pollution in the current

community, and respect from people in the community.



