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The objective of this independent study was to investigate on the behaviors before 

resigning from work and the cause of those behaviors in relation to the individual and the 

organization.  In the analysis of the causes of resigning, 3 aspects of behaviors namely lateness to 

work, resigning and absence from work were considered, as well as 5 aspects of attitudes, namely 

enthusiasm at work, attitudes towards co-workers, work goals, work itself, and stress and pressure 

at work.     

  The samples for this study were 385 workers registered with the Office of Social 

Security in Chiang Mai Province. The data was collected by using questionnaire which comprised 

of 5 parts namely for personal information, opinions towards behaviors, attitudes towards 

resigning, factors affecting voluntary resigning in terms of the individual and in terms of the 

organization. 

  The study focused on comparing the behaviors and attitudes before resigning 

between self and others.   Paired-samples t-test and variable level were adapted and used in the 

analysis to help identify the variables which could be useful in forecasting behaviors of 

employees in order to prevent and solve the problem of high turnover.  

  In the comparison of behaviors and attitudes before resigning between self and 

others, 2 differences were found; the respondents thought that they themselves took  more days 

off than others, but thought that others were absent from work without advance notice more than 

themselves.  Besides, they thought that their co-workers had lower interest in goals and 
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cooperation with others. 

  The factors that caused resigning were found to be as follows.  The individual 

factors that caused resigning were work satisfaction (did not like their work), loyalty (did not 

want to continue working in the organization, their values were different from those of the 

organization, and no difference between continuing working and resigning), work stress (work 

overload, stress from assigned work, fatigue from work), and employees’ expectation of the 

organization (work assessment, work objectives not related to position, weak and unclear work 

standard, unjust remuneration, and not receiving cooperation from co-workers).   

  The organizational factors that caused resigning were shifting of roles between 

supervisors and subordinates (supervisor’s administrative ability and bad relationship with 

supervisor), assigning people for the right position (work was not challenging nor interesting), 

support from organization (unjust positioning, supervisor did not understand the problems, not 

receiving trust, and not having training for the position), and remuneration (unjust promotion and 

benefits not responding to their needs).  

  


