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Abstract

The study entitled “Working Incentives of Lecturers in the Kamphaeng fhet Rajabhat
Institute™ hag the following objectives:

1. To study various factors which are incentives of lecturers of the Kampaeng Phet
Rajabhat Institute, Amphoe Mueang, Changwat Kamphaeng Phet.

2. To study degree of working incentives of lecturers of the Kamphaeng Phet
Rajabhat Institute, Amphoe Mueang, Changwat Kamphaeng Phet.

3. To find out about measures or means to create working incentives of lecturers of
the Kamphaeng Phet Rajabhat Institute, Amphoe Mueang, Changwat Kamphaeﬁg Phet.

The study is based on the hypothesis that the working incentives of lecturers of the
Kamphaeng Phet Rajabhat Institute, Amphoe Mueang, Changwat Kamphaeng Phet varied according to
individual backgrounds as follows:

1. The lecturers who felt that they had got opportunities to make progress had more
trend and incentives than those who felt that they could achieve less progress.

2. Welfare service which provided to the faculty staffs of each faculty has an
important consequence to duty performances of those faculty staffs at variable scale, in which the
lecturers who had been provided with a better welfare have more incentives.

3. The lecturers who received the work supports from their boss have more working
incentives than those who were not given any support by their boss.

4. The lecturers who received scholarships and research funds have more working

incentives than those who were not given such supports.



This study is made possible through data collection by sending 195 sets of
questionnaire to the faculty staffs of 5 faculties in the Kamphaeng Phet Rajaabhat Institute. OQut of the
total figure forwarded, 171 or 87.69 percent had been returned back. Results of data analysis turned out
as follows:

In average, lecturers of the Kamphaeng Phet Rajabhat Institute agreed upon the
incentives like organization factors at middle scale. Among all such incentives, the most important one
includes the boss’s work supports and possibility of progress in their career. And the important factors
that followed are ascribed to welfare service and scholarships or research grants.

As regards their work satisfaction, generally the lecturers are satisfied with their work
at high scale, for which their satisfaction ranks respectively downwards from the top, namely,
cooperation in organization development, sacrifice for their responsibility, ldyalty to organization and
enthusiasm in duty performance.

Results of the hypothesis test proved to be consistent with each of the four hypotheses
set forth above. Additionally, from this study we have learned that the boss’s support is the most
important working incentive of lecturers of the Kamphaeng Phet Rajabhat Institute for efficiency of
their duty performance. It is followed by the opportunity to make progress in their career, scholarships
and research funds, and welfare service, respectively. In addition, the institute administrative staff has
come to realize that by this merit the lecturers give much weight to cooperation in the organization

development, sacrifice for their work, loyalty to the institute and enthusiasm in duty performance.



