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ABSTRACT

This study seeks 1) to study factors affecting the motivations of employees of Chiang
Mai University of personnel at Chiang Mai University; 2) to study factors affecting tenure and
turnover rate of personnel at Chiang Mai University; 3) to analyze incentives related to the tenure
and turnover of personnel at Chiang Mai University; 4) to survey the attitude towards resignation
from Chiang Mai Univesity of university employees; and 5) to analyze supporting factors related
to their decision-making either to stay on or leave Chiang Mai University.

Sampling units for this study are employees of Chiang Mai University, who are
currently university employees (as oppose to civil servants), those who already resigned, totaling
316 persons. Data were collected by means of questionnaires. The collected data were analyzed
through statistic package program in order to find out frequency, percentage, mean, standard
deviation and multiple regression.

Results of the study are summarized as follows:

1. The factors with regards to motivation work performance of the university
employees in six aspects including responsibility, achievement, work type, social recognition, and
growth contributed to the employees’ tenure at a high level, while their career advancement was

rated as low scale.



2. The factors regarding the turnover rate the university employees in six aspects,
namely, supervision of immediate supervisor, relationship with colleagues, job security, working
condition, salary and welfare, and university policy and administration, affected employees’
decision to resign from the university at a high scale.

3. The incentives in terms of social recognition have relationship with the tenure and
turnover rates of the employees at Chiang Mai University in the same direction, while
responsibility appeared to have opposite relationship with the tenure and turnover rates.

4. The majority of employees or 59.2 percent did not want to resign from Chiang Mai
University.

5. Supporting factors in terms of salary and welfare as well as immediate superior’s
administration patterns have relationship with the tenure or turnover of the employees of Chiang
Mai University in the same direction, while relationship with colleagues had relationship in an

opposite direction.



