THE IMPACT OF COMPENSATION, COWORKER RELATIONSHIPS, AND
WORK MEANINGFULNESS ON VOLUNTARY TURNOVER INTENTION OF
INTERNAL MIGRANTS IN THE HOTEL INDUSTRY IN KOH SAMUI

Eric Norcross

This Independent Study Manuscript Presented to
The Graduate School of Bangkok University
in Partial Fulfillment
of the Requirements for the Degree
Master of Business Administration

2023



This manuscript has been approved by
the Graduate School
Bangkok University

Title: The Impact of Compensation, Coworker Relationships, and Work
Meaningfulness on Voluntary Turnover Intention of Internal Migrants in
the Hotel Industry in Koh Samui

Author:  Eric Norcross

Independent Study Committee:

Advisor Assoc. Prof. Dr. Suthinan Pomsuwan

Field Specialist Dr. Papob Puttimanoradeekul



Norcross, E. Master of Business Administration, August 2024,

Graduate School, Bangkok University.

The Impact of Compensation, Coworker Relationships, and Work Meaningfulness on
Voluntary Turnover Intention of Internal Migrants in the Hotel Industry in Koh
Samui. (65 pp.)

Advisor: Assoc. Prof. Suthinan Pomsuwan, Ph.D.

ABSTRACT

This study examines the impact of factors on internal migrant employees’
intention to stay or leave their employer within the hotel industry in Koh Samui.
Compensation, coworker relationships, and work meaningfulness were the three
independent variables used in this study to evaluate their impact on the dependent
variable of employee voluntary turnover intention. The sub-variables for
compensation were base pay, incentive pay, and fringe benefits. The sub-variables for
coworker relationships were information peer, collegial peer, and special peer. The
sub-variables for work meaningfulness were skill variety, task identity, and task
significance. Quantitative research was conducted to collect data from 204 Thai
respondents who had relocated from mainland Thailand for employment and currently
work in the hotel industry in Koh Samui. The snowball sampling method was used to
collect the survey via Google Forms for this study. The questionnaire was comprised
of multiple-choice questions for demographic data and a five-point Likert scale for
independent and dependent variables. The statistical software used for analyzing the
data included descriptive and inferential analysis. The results of the study showed that
all the hypotheses proposed were rejected. While the independent sub-variables of
fringe benefits and collegial peer relationships did have a statistically significant
effect on the dependent variable of voluntary turnover intention, the results revealed
that there was not a significant effect from the independent variables on the dependent

variable.

Keywords: Internal Migrant, Voluntary Turnover Intention, Compensation, Coworker

Relationships, Work Meaningfulness
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CHAPTER 1
INTRODUCTION

1.1  The Importance and Problem of the Study

Hotels are the primary employer within the global tourism industry, yet they
face a persistent high turnover rate per Djajasinga, Sulastri, Sudirman, Sari, and
Rihardi (2021). The negative effects of high turnover on organizational productivity
and performance are evident through work disruptions and the rise in costs related to
recruiting, selecting, and training staff according to Gan and VVoon (2021). The
situation is similar in Thailand where the hotel industry plays an important role in the
country's economy while also contending with employee retention, as highlighted by
Champatong, Sawangdee, and Poprateep (2022).

Due to the low skill and experience requirements, Huang, Fisher, Ding, and
Guo (2021) stated the hotel industry is commonly the starting point for many workers
seeking employment opportunities. Rose-Clarke et al. (2020) observed internal
migration for work is a common phenomenon in Thailand as better economic
opportunities are available in urban areas compared to rural regions. Hotels often
recruit staff from other regions to fill available positions noted Jampaklay (2020).

According to comparative studies by Glngor (2020), internal migration
stressors are similar to those encountered by international migrants, such as obstacles
faced when trying to integrate into new surroundings as studied by Johnson and Lee
(2022). The transition from rural to urban areas often brings about distinct difficulties,
including job-related stress, economic strain, and a reduced sense of community,
noted Pham, Phung, Nguyen, and Chu (2023). Due to these factors, internal migrants
are at risk of increased emotional exhaustion, and the physical distance between
migrant workers' workplaces and their home villages may increase their intentions to
leave their jobs. This research aims to help employers improve internal migrant
employee retention by addressing the impact of relevant factors on voluntary turnover
intention.

Travel restrictions during the COVID-19 pandemic had a detrimental effect on
Thailand's hotels, resulting in a layoff surge and temporary and permanent closures
Rooyen, Mission, and Beer (2021) stated. However, the increasing ease of travel in



recent years has led to an influx of tourists, which has stimulated the hospitality
industry in the country. The recovery has resulted in hotel restaffing efforts to meet
the increased demand.

1.2 Research Problems

1.1.1 Do compensation factors (base pay, incentive pay, and fringe benefits)
impact voluntary turnover intention?

1.1.2 Do coworker relationships factors (information peer, collegial peer,
and special peer) impact voluntary turnover intention?

1.1.3 Do work meaningfulness factors (skill variety, task identity, task

significance) impact voluntary turnover intention?

1.3 Objectives of the Study

1.1.4 To study the impact of compensation factors, such as base pay,
incentive pay, and fringe benefits, on voluntary turnover intention.

1.1.5 To study the impact of coworker relationships factors, such as
information peer, collegial peer, and special peer, on voluntary turnover intention.

1.1.6 To study the impact of work meaningfulness factors, such as skill
variety, task identity, and task significance, on voluntary turnover intention.



1.4 The Conceptual Framework

Figure 1.1: Conceptual Framework

Compensation

1.1 Base Pay

1.2 Incentive Pay
1.3 Fringe Benefits

Coworker Relationships

2.1 Information Peer Voluntary Turnover

\ 4

2.2 Collegial Peer Intention

2.3 Special Peer

Work Meaningfulness
3.1 Skill Variety
3.2 Task Identity
3.3 Task Significance

1.5  Method of Study

In this research, the questionnaire was designed to determine how
compensation, coworker relationships, and work meaningfulness impact internal
migrant voluntary turnover intention. The sampling technique used to collect survey
questionnaires from respondents was the snowball sampling method, a type of non-
probability sampling. The research adopted the snowball sampling method because
respondents were whoever was closest to hand, and the survey was collected
randomly through contacts within the hotel industry in Koh Samui. Quantitative



research was used to collect data due to its capacity to handle numerical data and
statistical analysis, which facilitated the generation of reliable and meaningful
outcomes.

1.6 Tools and Statistics Used

Research standard statistical software was utilized for variable analysis,
including descriptive and inferential statistics.

1.7  Scope of the Study

1.7.1 Compensation (Independent Variable)
1.1 Base Pay
1.2 Incentive Pay
1.3 Fringe Benefits

1.7.2 Coworker Relationships (Independent Variable)
2.1 Information Peer
2.2 Collegial Peer
2.3 Special Peer

1.7.3 Work Meaningfulness (Independent Variable)
3.1 Skill Variety
3.2 Task Identity
3.3 Task Significance

1.7.4 Voluntary Turnover Intention (Dependent Variable)

1.7.5 Population and Sample

This research selected Thai nationals who had relocated from mainland
Thailand for work and are currently employed in the hotel industry in Koh Samui.
According to Yamane’s table for sample size in figure 1.2, if the population being

sampled is greater than 100,000, a sample size of 204 is needed for a precision level



of +-7%. Bangkok University advisor Assoc. Prof. Dr. Suthinan Pomsuwan approved
the collection of 204 samples to illustrate the whole population in Koh Samui.

Figure 1.2: Yamane’s Table for Sample Size

Sample Size (n) for Precision (E) of:

Size of Population (N)

+3% +5% +7% +10%
500 A 222 145 83
600 A 240 152 86
700 A 255 158 88
800 A 267 163 89
900 A 207 166 90
1,000 A 286 169 91
2,000 714 333 185 95
3,000 811 353 191 97
4,000 870 364 194 98
5,000 909 370 196 98
6,000 938 375 197 98
7,000 959 378 198 99
8,000 976 381 199 99
9,000 989 383 200 99
10,000 1,000 385 200 99
15,000 1,034 390 201 99
20,000 1,053 392 204 100
25,000 1,064 394 204 100
50,000 1,087 397 204 100
100,000 1,099 398 204 100
>100,000 1,111 400 204 100

A = Assumption of normal population is poor (Yamane, 1967).

Source: Yamane, T. (1967). Statistics: An introductory analysis. New York: Harper

and row.

1.8 Benefits of the Research

Employee turnover is a prevalent issue that is frequently encountered in the
hotel industry. In Thailand, a substantial proportion of the tourism and hospitality
workforce is comprised of internal migrants. Furthermore, turnover rates tend to be
higher among this particular demographic. It is crucial for organizations to tackle this
problem in order to mitigate the additional expenses and the decrease in productivity
that are linked to employee turnover. The primary objective of this study was to



identify the factors that contribute to the voluntary turnover intention of internal
migrant employees. From this research, organizations are able to implement strategies
that enhance retention rates within this specific group.

1.9 Limitations of the Research

This research was centered on internal migrant workers employed at hotels.
The variables analyzed may have had dissimilar effects on voluntary turnover
intention in other sectors. Moreover, data collection for this study was limited to one
region of the country, indicating potential differences in results across different
geographic locations.

1.10 Definition of Terms

The following list of definitions is provided for clarification of the principal
terminology used in this study.

Base Pay

Base pay refers to the initial salary or wage that an employee receives before
any additional compensation such as bonuses, overtime pay, or benefits are included.
It is the fixed amount of money that an employee earns for performing their job
responsibilities, typically expressed as an annual or monthly figure.

Collegial Peers

Collegial peers establish relationships based on a moderate level of trust and
self-disclosure, where both individuals share a sense of openness. Collegial peers can
provide the following: career strategizing, job-related feedback, recognizing
competence/performance, and friendship.

Compensation
Compensation refers to the total amount of financial and non-financial rewards
provided to employees in exchange for their work and services rendered to an



organization. This includes wages, salaries, bonuses, benefits, and any other forms of
payment or perks received by employees for their contributions to the company.

Coworker Relationships

Coworker relationships involve the interactions, connections, and dynamics
that are present among individuals who work together within the same organization or
company.

Fringe Benefits
Fringe benefits are non-monetary perks provided by employers in addition to
an employee’s salary. These benefits can include health insurance, retirement plans,

paid time off, and other benefits such as housing and meals.

Incentive Pay

Incentive pay is a monetary reward system used by organizations to motivate
employees to achieve specific goals or objectives. It is typically tied to individual,
team, or organizational performance metrics and is designed to encourage employees
to work towards improving their performance in order to earn additional
compensation. Incentive pay can take various forms, such as bonuses, commissions,

profit-sharing, or stock options.

Information Peers

Information peers play a crucial role in providing employees with necessary
information regarding job tasks and the organization. There are four fundamental
categories of activities in which employees seek assistance from information peers:
information sharing, workplace socialization/onboarding, networking, and knowledge
management/maintenance.

Internal Migrant

An internal migrant is an individual who moves within the borders of a
country for various reasons such as employment opportunities, education, or better
living conditions. This term specifically refers to individuals who relocate from one

region to another within the same country.



Skill Variety
Skill variety is the spectrum of skills and activities essential for job
completion.

Special Peers

Special peers offer connections that involve unveiling fundamental
uncertainties and personal conflicts in work and family domains with increased self-
disclosure and self-expression. Special peers can offer the following: confirmation,
emotional support, personal feedback, and friendship.

Task Identity
Task identity gauges the level at which an individual can carry out a task or

job to its entirety.

Task Significance

Task significance examines the effects and sway of a job in terms of creating a
positive change and contributing tangible worth to colleagues, the company, or the
broader society.

Voluntary Turnover Intention
Voluntary turnover intention refers to an employee's self-reported likelihood

or willingness to leave their current job within a certain period.

Work Meaningfulness
Work meaningfulness is the extent to which individuals perceive their job to
be meaningful and their work to be valued and appreciated.



CHAPTER 2
LITERATURE REVIEW

This chapter summarizes applicable literature to this research project entitled
“The Impact of Compensation, Coworker Relationships, and Work Meaningfulness
on Voluntary Turnover Intention of Internal Migrants in the Hotel Industry in Koh
Samui”, which is divided into five elements. They are as follows:

2.1  Background of the Hotel Industry

2.2 Theories/Academic Concepts and Other Relevant Research Articles of
Voluntary Turnover Intention

2.3  Theories/Academic Concepts and Other Relevant Research Articles of
Compensation

2.4  Theories/Academic Concepts and Other Relevant Research Articles of
Coworker Relationships

2.5  Theories/Academic Concepts and Other Relevant Research Articles of

Work Meaningfulness

2.1  Background of the Hotel Industry

The hotel industry is a sector within the broader hospitality industry that
encompasses the management, operation, and provision of accommodation, food, and
other services for travelers and guests. It plays a crucial role in the tourism sector by
offering temporary lodging to individuals away from their homes. The industry is not
solely about providing a place to stay; it also involves creating experiences that cater
to the needs and desires of guests, aiming to ensure their comfort and satisfaction
during their stay.

The tourism sector in Thailand holds an important position in the nation's
economy, drawing visitors domestically and from abroad. Research by Jariyachamsit
& Techarattanased (2022) highlighted this vital contribution to the Thai economy and
underscored the importance of the hotel industry to the country.

Zhen, Mansor, Choo, and Abdullah (2021) underscored that the hotel sector
experiences significant turnover rates, where the intention to leave is shaped by
variables like job satisfaction and organizational commitment. While lannuzzi (2023)
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pointed out that the hotel sector’s characteristics, such as low entry barriers and high
turnover rates, often lead to short-term employment for many individuals. Thus, the
demanding nature of hotel work and the precarious employment conditions may
impede many from advancing to medium and long-term careers within the industry.

2.2 Theories/Academic Concepts and Other Relevant Research Articles of
Voluntary Turnover Intention

Mobley, Griffeth, Hand, and Meglino (1979) developed The Model of
Voluntary Turnover, which proposed that voluntary turnover involves an employee’s
independent choice to leave an organization. This model is valuable for understanding
employee withdrawal and its implications for organizations. This notion holds
significant value in comprehending the intricacies of employee withdrawal and its
ramifications for organizations. The model emphasizes the significance of
differentiating between satisfaction and attraction towards alternative positions, while
also considering non-work values and consequences, in order to comprehensively
examine voluntary turnover. Additionally, voluntary turnover can occur across all
performance tiers and is influenced by factors such as job satisfaction and alternative
opportunities, rather than solely on performance levels. This aligns with the
perspective that turnover rates should be carefully analyzed to separate voluntary
departures from involuntary ones, which are often organizationally initiated and may
predominantly involve lower performers

In their study, Mitchell, Holtom, Lee, Sablynski, and Erez (2001) put forth the
concept of job embeddedness as a predictor of voluntary turnover. Job embeddedness
encompasses an individual's connections, alignment with the job and organization,
and perceived sacrifices if they were to leave the job. The research highlights that job
embeddedness not only forecasts intent to leave and voluntary turnover but also
provides substantial explanatory power beyond traditional variables like job
satisfaction and organizational commitment.

Chhinzer (2020) highlighted that voluntary turnover is affected by factors such
as severance pay, job satisfaction, job performance, and family size. This study
emphasized the significance of comprehending the specific variables that contribute to

employees' voluntary departure from an organization, thereby shedding light on the
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intricate dynamics of turnover.

The research conducted by Wen, Zhou, Hu, and Zhang (2020) investigated the
intricate relationship between role stress, burnout, service climate, and turnover
intention in front-line hotel employees. The study revealed how role stress,
characterized by conflict and ambiguity, plays a significant role in influencing
burnout, which in turn impacts turnover intention.

A study conducted by Magableh, Helalat, and Nor (2023) found the
relationship between job security and turnover intention in the hospitality industry is
mediated by job satisfaction. The research underscored the crucial role of job security
and job satisfaction in mitigating turnover intention and highlighted the importance of
guaranteeing job security and fulfilling employees' satisfaction as essential factors for
retaining staff in the hotel sector.

The findings from Deri, Ragavan, Chireh, Zaazie, and Niber (2022) noted the
influence of job satisfaction on turnover intention among hotel employees. Factors
such as pay, supervision, promotion, and training have been identified as significant
determinants in this context. The study emphasized the importance of prioritizing
employee happiness by providing fair compensation and avenues for career growth,
thereby mitigating turnover rates.

The work of Codling et al. (2023) highlighted the various factors that
contribute to staff turnover within the hotel industry. Job dissatisfaction, stressful
working conditions, and the allure of superior opportunities elsewhere are all
identified as notable factors. The study stressed the importance of establishing a work
environment that prioritizes the needs of employees and implements effective
workplace practices to retain valuable staff members.

The findings of Syahruddin (2022) suggested that work conflict and work
stress are key determinants of turnover intention within the hotel sector. The research
demonstrated a significant positive relationship between work conflict, work stress,
and turnover intention. This study emphasized the importance of addressing these
issues to minimize voluntary turnover among hotel employees.

In a study conducted by Datta (2020), it was found that the organizational
climate in upscale hotels had a significant impact on employee turnover tendencies.
The research underscored the critical roles played by leadership support, job
challenges, variety, and feedback in influencing turnover intentions. It is suggested
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these insights can assist hotel management in developing strategic human resource
management practices to address turnover issues, particularly among frontline
employees, with potential implications for reducing attrition based on age and
position.

2.3 Theories/Academic Concepts and Other Relevant Research Articles of
Compensation

This part will describe three elements of Compensation: Base Pay, Incentive
Pay, and Fringe Benefits and their impact on VVoluntary Turnover Intention.

Base Pay

The concept of base pay can be linked to Maslow's (1943) hierarchy of needs
when considering employees' inclination to remain with an organization. According to
the theory, individuals are driven by a hierarchical structure of needs, where
fundamental physiological and safety needs must be fulfilled before pursuing higher-
level needs like social belonging, esteem, and self-actualization.

Recent research supports that adequate compensation through base pay
provides financial security, which reduces concerns about covering essential living
expenses according to Ihensekien and Joel (2023), making base pay essential for
meeting employees' basic physiological needs. This financial stability helps
employees feel more secure in their current positions and diminishes their motivation
to seek alternative employment, thereby increasing their intention to remain with their
current employer.

Base pay remains a critical component of compensation, profoundly
influencing how employees perceive fairness and equity in their workplace, observed
Rasheed, Jamad, Pitafi, and Igbal (2020) where employees evaluate the fairness of
their compensation by comparing their contributions with the rewards given to others
in similar roles, and when employees perceive their base pay as equitable and
competitive, it enhances their sense of value from the organization, leading to
increased commitment and a stronger intention to stay with the company.
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Base pay holds significant importance in the hotel industry as it serves as a
critical determinant of employees' intention to stay, impacting their perceptions of
fairness, satisfaction, and financial stability. According to a study conducted by
Abubakar, Abdullahi, and Abdulrahman (2021), there exists a positive relationship
between competitive base pay and employees' intention to remain with their current
hotel employer. A study by Michael and Fotiadis (2022) found employees who
perceived their base pay as fair and aligned with industry standards were more likely
to exhibit commitment to their organization and express lower turnover intentions.

Recent research underscores the crucial role of base salary in addressing
turnover issues, particularly within the hotel industry. A study by Alananzeh et al.
(2023) demonstrated that adequate base pay significantly reduced employees'
likelihood of seeking alternative employment opportunities. The study also found that
competitive base salaries were associated with greater job satisfaction and enhanced
organizational loyalty. These findings suggest that investing in competitive base pay
can be an effective strategy for hotel managers to retain skilled staff and mitigate
turnover challenges.

Incentive Pay

The Scientific Management Theory by Taylor (1911) had a primary objective
of enhancing efficiency and productivity within industrial environments. Although it
extensively explored the correlation between employee remuneration and motivation,
the study did not explicitly delve into the connection between pay and the intention to
remain employed by a particular organization.

Recent research continues to explore the influence of Taylor's theories on
employee retention, emphasizing the role of financial incentives and performance-
based pay systems. For example, Kulikowski and Sedlak (2020) found that the
emphasis on financial rewards and piece-rate systems can effectively align employee
interests with organizational goals, thereby enhancing commitment and reducing
turnover intentions.

A study conducted by Ghadimi, Hajibaba, and Rezaei (2020) shed light on the
significant impact of incentive pay on employee retention within the hotel industry.
The findings revealed that employees who received performance-based incentives
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were more likely to exhibit loyalty towards their current employer and display lower
turnover intentions. These incentives were perceived as rewarding and motivating,
encouraging employees to exert greater effort and contribute to the overall success of
the organization.

Recent research has investigated the connection between incentive pay and
turnover intention in the hospitality industry. For instance, Ghani et al. (2022)
examined how performance-based incentives, including sales commissions and
productivity bonuses, impact employees' intentions to leave their jobs. The findings
indicated that these incentives are associated with a reduction in turnover intentions.
Employees who had the opportunity to earn additional income through performance-
based rewards were less likely to consider leaving their current positions, as they

perceived greater financial benefits and recognition for their efforts.

Fringe Benefits

Fringe benefits, which include additional non-monetary perks beyond base
pay, can be classified as hygiene factors under the two-factor theory formed by
Herzberg, Mausner, and Snyderman (1959) While fringe benefits may not directly
contribute to job satisfaction, their presence or absence can influence employees'
overall satisfaction and motivation in the workplace. For example, comprehensive
health insurance, retirement plans, vacation days, and employee discounts are
instances of fringe benefits that address employees' basic needs and expectations.
When these fringe benefits are perceived as inadequate or lacking, employees may
experience dissatisfaction, even if they are satisfied with other aspects of their job.

The research conducted by Zhou, Huang, Ma, and Pan (2020) indicated that
fringe benefits were associated with a positive impact on employees' desire to stay in
hotels. The study highlighted that employees who considered their fringe benefits as
satisfactory and meeting their needs were more likely to exhibit loyalty to their
current employer and show decreased turnover intentions.

In research that highlighted the critical role of fringe benefits in managing
turnover issues within the hotel industry, Bairwa (2020) found that offering
competitive fringe benefits, including health and wellness programs, childcare

assistance, and flexible work arrangements, significantly enhances job satisfaction
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and organizational commitment among hotel employees, which was further supported
by the work of Wahab, Rosli, and Shahril (2020). The findings suggested that
investing in comprehensive fringe benefits can be an effective strategy for hotel
managers to retain skilled staff and address turnover challenges.

H1: Compensation has a significant impact on voluntary turnover intention.

2.4  Theories/Academic Concepts and Other Relevant Research Articles of

Coworker Relationships

This part will describe three elements of Coworker Relationships: Information

Peer, Collegial Peer, and Special Peer and their impact Voluntary Turnover Intention.

Information Peer

The theory on coworker relationships, created by Kram and Isabella (1985),
identified information peers as one of three types of relationships found in the
workplace. Information peer coworker relationships encompass various activities such
as sharing information, offering support, establishing networks, and fostering trust
among colleagues, according to Kim and Beehr (2020). Within these relationships,
colleagues engage in the exchange of pertinent information pertaining to work tasks,
projects, and organizational objectives. They also extend assistance, guidance, and
advice to one another, thereby contributing to collaborative efforts and problem-
solving endeavors in the workplace, as noted by Hassan, Rahman, Zainal, and Ali
(2020). Moreover, Liu and Lu (2021) stated colleagues cultivate professional
networks and connections, which facilitate collaboration, knowledge sharing, and
opportunities for career development.

Employees who maintain positive relationships with their peers in terms of
information sharing have been found to exhibit lower turnover intention, as indicated
by a study conducted by Zhang and Zhang (2020). The research revealed that
individuals who reported stronger connections with their information peers were less
inclined to consider leaving their current employment. This highlights the significance

of colleagues who engage in information exchange, offer support, and provide



16

guidance, as they contribute to the creation of a nurturing work environment that
fosters job satisfaction and diminishes turnover intention.

Similarly, the study conducted by Sari and Sesen (2020) demonstrated that
employees who felt a greater degree of support from their colleagues were less
inclined to contemplate quitting their present employment. Favorable engagements
with fellow coworkers play a significant role in fostering a feeling of inclusion and
loyalty to the company, thereby diminishing the probability of turnover.

Positive relationships with information peers have been linked to reduced
turnover intentions in the hotel industry. For example, Ratasuk (2020) found that hotel
employees who maintained strong relationships with their information peers were less
likely to contemplate leaving their jobs. The study highlighted that effective
information exchange, mutual assistance, and support from colleagues contribute to a
positive work environment, which enhances job satisfaction and lowers turnover
intentions

Collegial Peer

Collegial peer relationships are another classification of coworker
relationships that is recognized by Kram and Isabella (1985) where interacting with
colleagues in a collaborative manner plays a significant role in the enhancement of
personal and professional growth. Establishing connections with peers enables
individuals to gain valuable feedback, direction, and support, all of which are crucial
for honing their abilities and progressing in their respective fields, according to the
findings of Baker and Rees (2020). Additionally, collaborative relationships among
colleagues promote a feeling of inclusion and camaraderie in professional settings,
enhancing job contentment, team spirit, and general welfare as stated by Cameron and
Tapscott (2020).

Job satisfaction is positively influenced by collegial peer relationships, which
in turn impacts turnover intention. Research by Chen, Wang, and Li (2020)
highlighted the importance of cultivating positive interactions with coworkers to
create a supportive work environment, ultimately leading to higher job satisfaction
levels and reduced turnover intentions. Wu, Chen, and Zhuang (2023) suggested that

employees who cultivate strong relationships with their colleagues possess enhanced
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capabilities to handle work-related difficulties and exhibit reduced inclination towards
job turnover.

According to Kim, Lee, and Lee (2020), the quality of collegial peer
relationships plays a crucial role in shaping the job satisfaction levels of hotel
employees. Establishing positive connections with coworkers fosters a supportive
atmosphere at work, ultimately leading to increased job satisfaction and a decrease in
turnover intention. Furthermore, Wu, Liu, and Wei (2021) asserted that collegial peer
relationships play a crucial role in offering emotional support and fostering social
connectedness, which holds significant importance in the challenging and customer-
centric hotel industry. When employees perceive support from their peers, they are
more equipped to handle job-related stressors, ultimately resulting in reduced turnover
intention.

Special Peer

The third category of coworker relationships is special peer relationships,
according to the theory of Kram & Isabella (1985), which involves unique
interpersonal bonds between colleagues that go beyond standard professional
interactions, featuring elevated levels of trust, friendship, or support.

Han, Kim, and Kim (2020) pointed out the existence of special peer coworker
relationships holds great significance as it provides employees with emotional support
and facilitates social connectedness. These factors are critical in reducing turnover
intention. When individuals feel supported by their peers, they are better equipped to
manage the challenges and stressors associated with their job, resulting in a decrease
in turnover intention levels.

Establishing special peer coworker relationships is instrumental in shaping job
satisfaction within the hotel sector. Nurturing positive connections with colleagues
helps create a supportive work environment, ultimately resulting in heightened job
satisfaction and a decrease in turnover intention, asserted Lee and Choi (2020). A
study by Tews, Michel, and Stafford (2020) found that employees in the service
industry who received emotional support from their colleagues exhibited enhanced
resilience in dealing with job stressors and challenges. Consequently, these

individuals were less likely to leave the company, resulting in improved employee
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retention rates.

H2: Coworker relationships have a significant impact on voluntary turnover

intention.

2.5  Theories/Academic Concepts and Other Relevant Research Articles of
Work Meaningfulness

This part will describe the three elements of Work Meaningfulness: Skill
Variety, Task Identity, and Task Significance and their impact on VVoluntary Turnover
Intention.

Skill Variety

The presence of skill variety in the workplace has been shown to boost
intrinsic motivation as it allows employees to participate in a variety of tasks that
make use of their different skills and capabilities. According to Hackman & Oldham
(1976), jobs that offer high skill variety tend to be perceived as more engaging and
stimulating, resulting in increased feelings of competence and independence among
workers. The study by Jiang, Wang, and Weng (2022) supported the notion that the
presence of diverse skills can increase the perceived significance and meaningfulness
of tasks. When employees realize that their work entails utilizing various skills and
leads to meaningful results, they are more likely to experience a sense of purpose and
value in their jobs.

According to a study conducted by Raihan (2020), employees who are
involved in a variety of tasks that make use of their skills and abilities are more
inclined to perceive their work as interesting, challenging, and fulfilling. This
heightened job satisfaction subsequently decreases the likelihood of turnover
intention, as contented employees are less motivated to search for alternative
employment opportunities. Additionally, the level of skill variety in a job can impact
how employees perceive the meaningfulness and significance of their work.

Among hotel employees, it has been shown that skill variety has a favorable
impact on job satisfaction. The research conducted by Sharma and Bora (2020)
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demonstrated that employees who engage in diverse tasks that require the utilization
of their skills and abilities are more likely to perceive their work as interesting,
challenging, and fulfilling. This enhanced job satisfaction is associated with a
decreased intention to leave the job, as satisfied employees are less inclined to seek
alternative employment options. Furthermore, the findings of Andrade, Miller, and
Westover (2021) indicated that skill variety is a key factor in enhancing employee
engagement and commitment. This sense of dedication serves as a deterrent against
voluntary turnover, fostering loyalty towards the organization.

Task Identity

According to the theory of Hackman and Oldham (1976), the concept of task
identity relates to how much a job entails finishing a cohesive and identifiable piece
of work—a task that maintains its meaningfulness from start to finish. Hackman and
Oldham (1976) underscore how task identity plays a crucial role in boosting intrinsic
motivation among employees as it allows them to feel a sense of ownership and
accountability towards their work. When employees are able to witness the concrete
results of their hard work and connect with the tasks they have accomplished, they are
inclined to experience a greater sense of achievement and satisfaction.

The impact of task identity on job satisfaction has been highlighted in research
conducted by Vui-Yee and Paggy (2020), which revealed that employees who can
clearly see the results of their efforts and feel a connection to their completed tasks
tend to experience a greater sense of fulfillment and pride in their work. Moreover,
the contribution of task identity to employee engagement and commitment has been
established through research conducted by Ramli, Soelton, and Khotimah (2020).
Their findings highlight that employees who are engaged in tasks with clear and
identifiable outcomes are more likely to experience a sense of control over their work
processes and a greater sense of competence in their abilities. This sense of
engagement and commitment serves as a protective factor against turnover intention,
as employees are more inclined to remain loyal to their organization.

In a study conducted by Seghobane and Kokt (2021) indicated that employees
who perceived their tasks as meaningful and identifiable tended to have a greater
sense of job satisfaction. When individuals can witness the concrete results of their
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efforts and establish a personal connection with the work they have completed, they
are more likely to experience a sense of accomplishment and pride. This heightened
job satisfaction is associated with a decreased intention to leave the job, as satisfied
employees are less inclined to seek alternative employment options. In addition, task
identity serves as a catalyst for fostering employee engagement and allegiance.
Research carried out by Ungiiren and Arslan (2021) illustrated that individuals who
are actively involved in tasks with well-defined and recognizable outcomes were
prone to exhibit greater levels of motivation and dedication towards their work. When
employees have a sense of ownership and accountability over their tasks, they are
more likely to demonstrate commitment to their organization and are less likely to
entertain thoughts of departure.

Task Significance

The theory of Hackman and Oldham (1976) claimed that the presence of task
significance is instrumental in boosting employees' intrinsic motivation as it gives
them a clear sense of purpose and significance in their job. When employees
recognize that their assigned tasks have a substantial impact on others or contribute to
essential organizational objectives, they are likely to develop a personal investment in
their work and strive to perform at their best. Furthermore, task significance is also
found to positively influence job satisfaction by fostering a feeling of accomplishment
and fulfillment. Extensive research has indicated that employees who perceive their
tasks as significant tend to experience higher levels of job satisfaction due to the
gratification derived from the meaningfulness of their work.

Research conducted by Geldenhuys, Bakker, and Demerouti (2021) has shown
that task significance has a positive impact on job satisfaction among employees.
When individuals believe that their work is meaningful and contributes to important
outcomes, they are more likely to derive satisfaction from their tasks. This increased
job satisfaction is associated with lower turnover intention, as satisfied employees are
less likely to leave their jobs.

In a study conducted by Chien, Mao, Nergui, and Chang (2020) a significant
relationship between hotel employees' job satisfaction and their perception of task
significance was revealed. The researchers discovered that when employees perceived
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their tasks as meaningful and important, they reported higher levels of job
satisfaction. Furthermore, this increased job satisfaction had a positive impact on
reducing their intention to leave the organization, based on the work of Heimerl, Haid,
Benedikt, and Scholl-Grissemann (2020). This study highlighted the importance of

recognizing the significance of tasks to enhance employee satisfaction and reduce
turnover rates in the hotel industry.

H3: Work meaningfulness has a significant impact on voluntary turnover
intention.
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CHAPTER 3
METHODOLOGY

The primary components of this chapter include descriptions of the research
design, the rationale for the research, and the methodology used in the study.
Additionally, threats to content validity and reliability test are considered for the
study. Therefore, this part describes eight elements. They are as follows:

3.1  The Type of Research and Tool

3.2  The Research Design

3.3  The Quality of the Research Tool

3.4 The Data Collection

3.5  The Population and Sample

3.6 The Sampling Technique

3.7  The Research Procedure and Timeline

3.8 The Hypotheses Test and Data Analysis

3.1  The Type of Research and Tool

This study aimed to determine whether compensation, coworker relationships,
and work meaningfulness impact voluntary turnover intention of internal migrants in
the hotel industry. The research tools used to collect data for this research were
closed-ended questions, multiple choices, and a five-point Likert scale. This study
developed a self-administered questionnaire to send to respondents via Google Forms.
The questionnaire consisted of 5 sections. 1) Demographic data (10 questions). 2)
Independent variable 1 (9 questions), 3) Independent variable 2 (9 questions), 4)
Independent variable 3 (9 questions), and 5) Dependent variable question (9
questions).

Part 1: Demographic Data (10 questions)

The first section asked about the respondent’s demographic data using
multiple choice questions, including age, gender, household, education level, income,
current department, current employment tenure, duration of time working in the hotel
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industry, and length of residency in Koh Samui.

Part 2: Compensation (9 questions)

The second section asked questions regarding the first independent variable
(Compensation). A 5-point Likert Scale, where 1 = strongly disagree and 5 = strongly
agree, was used for assessing attributes of base pay, incentive pay, and fringe benefits
impacting the employee’s voluntary turnover intention. There are a total of 9 items for
compensation-related features, and the items are as follows: (1) | believe my base pay
is fair compared to similar positions in the industry. (2) Base pay adequately
motivates me to perform well in my role. (3) | am satisfied with my current base pay.
(4) The company's incentive pay is competitive compared to industry standards. (5)
Incentive pay effectively motivates me to perform at a higher level. (6) | am satisfied
with my current incentive pay. (7) The company's fringe benefits are competitive
compared to industry standards. (8) Fringe benefits provided by the company
motivate me to perform better in my role. (9) | am satisfied with my current fringe
benefits.

Part 3: Coworker Relationships (9 questions)

The third section asked questions regarding the second independent variable
(Coworker Relationships). A 5-point Likert Scale, where 1 = strongly disagree and 5
= strongly agree, was used for assessing attributes of information peer, collegial peer,
and special peer relationships impacting the employee’s voluntary turnover intention.
There are a total of 9 items for coworker relationships-related features, and the items
are as follows: (1) I have coworkers who offer relevant knowledge and information.
(2) I can get advice or information related to work easily. (3) | am satisfied with the
information sharing regarding job tasks and the organization. (4) Professional support
and encouragement are provided when needed. (5) | enjoy social interactions with
coworkers outside of work-related activities. (6) | am satisfied with the job feedback,
recognition, professional support, and friendships at work. (7) | have coworkers who
provide emotional support during challenging times at work. (8) | have coworkers
who | can trust to keep confidential information shared between us. (9) | am satisfied
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with the emotional support and trust from close friendships at work.

Part 4: Work Meaningfulness (9 questions)

The fourth section asked questions regarding the third independent variable
(Work Meaningfulness). A 5-point Likert Scale, where 1 = strongly disagree and 5 =
strongly agree, was used for assessing attributes of skills variety, task identity, and
task significance impacting the employee’s voluntary turnover intention. There are a
total of 9 items for work meaningfulness-related features, and the items are as
follows: (1) My job requires me to use a variety of skills and abilities. (2) The tasks I
perform at work are varied and challenging. (3) | am satisfied with the variety of skills
required in my job. (4) My job provides me the chance to completely finish the work |
begin. (5) | can see the end result of the tasks | complete at work. (6) | am satisfied
with the contribution I make to a finished task. (7) My work has a meaningful impact
on the lives of others (colleagues, clients, community, etc.). (8) My work makes a
significant contribution to the organization's success. (9) | am satisfied with the
significance of my work.

Part 5: Voluntary Turnover Intention (9 questions)

The fifth section asked questions regarding the dependent variable (Voluntary
Turnover Intention). A 5-point Likert Scale, where 1 = strongly disagree and 5 =
strongly agree, was used for assessing the employee’s voluntary turnover intention.
There are a total of 9 items for voluntary turnover intention-related features, and the
items are as follows: (1) Base pay is an important factor in my decision to stay or
leave the company. (2) Incentive pay is an important factor in my decision to stay or
leave the company. (3) Fringe benefits are an important factor in my decision to stay
or leave the company. (4) Information sharing, regarding job tasks and the
organization, is an important factor in my decision to stay or leave the company. (5)
Job feedback, recognition, professional support, and friendships at work are important
factors in my decision to stay or leave the company. (6) The emotional support and
trust from close friendships at work are important factors in my decision to stay or
leave the company. (7) The variety of skills used at work is an important factor in my
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decision to stay or leave the company. (8) Being able to complete a task from start to
finish or seeing the outcomes or results of my work is an important factor in my
decision to stay or leave the company. (9) The significance of my work is an
important factor in my decision to stay or leave the company.

3.2  The Research Design

The online questionnaire will be measured as the following:
1. Part 1: the fact: nominal and ordinal scales

2. Part 2-5: the behavior: interval scale (1-5):

Scale 5 — Strongly Agree

Scale 4 — Agree

Scale 3 — Neutral

Scale 2 — Disagree

Scale 1 — Strongly Disagree

The statistics used will be two types for analyzing data:

1. Descriptive statistics consist of frequency, mean, and standard deviation.

2. Inferential statistics consists of multiple regression analysis tests.

Parts 2-5 of the questionnaire consists of a 5-point Likert scale. The statistical
mean range for the interpretation of the mean is calculated below:

Range = (Maximum - Minimum) / Scale Level

Range=(5-1)/5=0.8

Table 3.1: The Range of Mean Interpretation

Range Interpretation
1.00-1.80 Strongly Disagree
1.81-2.60 Disagree
2.61 —3.40 Neutral
3.41-4.20 Agree

4.21 -5.00 Strongly Agree
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3.3  The Quality of the Research Tool

The online questionnaire in English and Thai translation was checked for
validity and approved by the advisor Assoc. Prof. Dr. Suthinan Pomsuwan. The
reliability test was conducted with a sample group of 30 respondents. The data from
the questionnaires was analyzed by using Cronbach’s Alpha in the statistical software
with total reliability of 0.859. The required value to be accepted is 0.7 — 1.00.

Table 3.2: The Total Reliability Test Results

Cronbach’s Alpha N (number) of Items

.859 36

Table 3.3: The Reliability Test Results for Compensation

Cronbach’s Alpha N (number) of Items

825 9

Table 3.4: The Reliability Test Results for Coworker Relationships

Cronbach’s Alpha N (number) of Items

810 9

Table 3.5: The Reliability Test Results for Work Meaningfulness

Cronbach’s Alpha N (number) of Items

.838 9
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Table 3.6: The Reliability Test Results for VVoluntary Turnover Intention

Cronbach’s Alpha N (number) of Items

766 9

3.4 The Data Collection

The quantitative questionnaire was created via Google Forms in English and
Thai language. The questionnaire was sent to 204 respondents online who work in the
hotel industry in Koh Samui. The technique used in collecting data from respondents
was snowball sampling.

The utilization of online questionnaire surveys presents numerous benefits for
data collection. Primarily, the anonymity afforded by the online format reduces the
likelihood of respondents feeling compelled to alter their true sentiments or to critique
their experiences. Consequently, the authenticity of their responses is enhanced.
Additionally, the quantitative nature of tools such as Google Forms facilitates a
straightforward and time-efficient process for respondents, thereby alleviating any
potential pressure. Research indicates that individuals tend to articulate their thoughts
and emotions more effectively in low-pressure environments, which further
contributes to the accuracy of their responses. Finally, the quantitative approach
emphasizes numerical data and statistical analysis, yielding results that are both
reliable and significant.

3.5  The Population and Sample

This study aims to understand which factors affect hotel industry employees’
voluntary turnover intention associating with compensation, coworker relationships,
and work meaningfulness. The researcher selected Thai nationals who are currently
working in the hotel industry in Koh Samui as a sample to illustrate the whole
population to study the voluntary turnover intention in the hotel industry in Koh
Samui.

According to Yamane’s table for sample size in figure 1.2, if the population

being sampled is greater than 100,000, a sample size of 204 is needed for a precision
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level of +-7%. Bangkok University advisor Assoc. Prof. Dr. Suthinan Pomsuwan
approved the collection of 204 samples to illustrate the whole population in Koh
Samui.

3.6 The Sampling Technique

This survey adopted a snowball sampling methodology to collect data from
respondents, as it provides a more efficient and accessible means of reaching more

participants by utilizing the networks of those already involved.

3.7 The Research Procedure and Timeline

The research procedure for this study comprised four distinct stages. Initially,
a systematic examination was conducted through secondary research in from May to
June 2024, which included the analysis of relevant theories, concepts, and research
articles pertaining to the topics of compensation, coworker relationships, and work
meaningfulness, as well as their influence on voluntary turnover intention.

In addition, this research established concepts regarding all the variables
included in the study. By July 2024, the writing of the Introduction, Literature
Review, Methodology, and research Questionnaires was finalized and presented to the
advisor, Assoc. Prof. Dr. Suthinan Pomsuwan. The questionnaire was designed based
on prior research and structured into five sections, which encompass personal
demographic information, compensation factors, coworker relationships factors, and
work meaningfulness factors that influence voluntary turnover intention within the
hotel industry.

Furthermore, the reliability of the instrument was assessed through Cronbach’s
Alpha and a pilot test conducted with 30 samples. Subsequently, the questionnaire
was distributed to 204 respondents via an online platform in July 2024. For screening
purposes, participants were asked to participate in the study if they had moved to Koh
Samui for work and were currently working in the hotel industry on the island.
Thereafter, they were instructed to complete all five sections of the previously
mentioned questionnaire.

In August 2024, the manuscript encompassing the Analysis and Findings,
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Summary, Conclusion, and Discussion was completed and subsequently submitted to
the Graduate School.

3.8 The Hypotheses Test and Data Analysis

H1: Compensation (base pay, incentive pay, fringe benefits) has a significant
impact on voluntary turnover intention.

H2: Coworker relationships (information peer, collegial peer, special peer)
have a significant impact on voluntary turnover intention.

H3: Work meaningfulness (skill variety, task identity, task significance) has a
significant impact on voluntary turnover intention.

The followings are the statistical tools used for data analysis:

Descriptive Statistics: These statistics facilitated the analysis of the
respondents’ demographic data, which included aspects such as age, gender,
education, and other relevant factors. Descriptive statistics were utilized to summarize
and analyze the characteristics and observations inherent in the data, ultimately
presenting the results as percentages.

Inferential Statistics: These statistics are used to interpret the meaning of the
data, and the relationship between the variables. Multiple Regression Analysis was
used to test the hypotheses and to study the relationship between the independent
variables.
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This chapter presents the research findings from the data analyzed using SPSS

statistical software. Two hundred four responses were collected and analyzed to test

the hypotheses. The data analyzed are presented in six parts as follows:

4.1
4.2
4.3
4.4
4.5
4.6

Work Meaningfulness on Voluntary Turnover Intention

Analysis of Demographic Data
Analysis of Compensation Factors

Analysis of Coworker Relationships Factors
Analysis of Work Meaningfulness Factors
Analysis of Voluntary Turnover Intention

Analysis of the Impact of Compensation, Coworker Relationships, and

4.1  Analysis of Demographic Data

The following tables illustrate the demographic data of the 204 respondents,

including age, gender, marital status, who the respondents lived with, education level,

income level, work department, duration at current employer, duration working in the

hotel industry, and duration living in Koh Samui. The values for the demographic data

are presented in frequency and percentage (%).

Table 4.1: Demographics Data of 204 Respondents

Demographic Data Frequency Percentage (%)
1. Age

Less than 25 28 13.7
25-34 94 46.1
35-44 61 29.9
45-54 21 10.3
Total 204 100




Table 4.1 (continued): Demographics Data of 204 respondents

Demographic Data Frequency Percentage (%)
2. Gender

Female 94 46.1
Male 104 51
Prefer not to say / Other 6 2.9

Total 204 100

3. Marital Status

Divorced / Widowed 7 3.4
Married or domestic partnership 68 33.3
Single / Never married 109 53.4
Prefer not to say 20 9.8
Total 204 100

4. Who do you currently live with?

Alone 48 23.5
Family (parents or siblings) 7 3.4
Family (spouse / partner / children) 95 46.6
Roommates / Flatmates 54 26.5
Total 204 100

5. Education Level

High school 42 20.6
Bachelor’s degree 133 65.2
Master’s degree or above 29 14.2

Total 204 100




Table 4.1 (continued): Demographics Data of 204 respondents

Demographic Data Frequency Percentage (%)

6. Monthly Income (Thai Baht)

Less than 15,000 48 23.5
15,000-25,000 88 43.1
25,001-35,000 40 19.6
35,001-45,000 14 6.9
45,001-55,000 14 6.9
Total 204 100

7. Department

Engineering / Maintenance 20 9.8
Finance 6 2.9
Food and Beverage 34 16.7
Front Office 75 36.8
Housekeeping 28 13.7
Human Resources 6 2.9
Information Technology 14 6.9
Security 21 10.3

Total 204 100




Table 4.1 (continued): Demographics Data of 204 respondents

Demographic Data Frequency Percentage (%)

8. How long have you worked for your current employer?

Less than 1 year 41 20.1
1-3 years 70 34.3
4-6 years 54 26.5
7-9 years 20 9.8
10 years or more 41 20.1
Total 204 100

9. How long have you worked in the hotel industry?

Less than 1 year 34 16.7
1-3 years 42 20.6
4-6 years 81 39.7
7-9 years 14 6.9
10 years or more 33 16.2
Total 204 100

10. How long have you lived in Koh Samui?

Less than 1 year 34 16.7
1-3 years 42 20.6
4-6 years 54 26.5
7-9 years 34 16.7
10 years or more 40 19.6
Total 204 100

Table 4.1 summarizes the demographic data of 204 respondents. The table



shows that most respondents are aged 25 to 34 years old (46.1%). Male respondents
were slightly more (51%). A majority of respondents were single (53.4%). Most
respondents lived with a spouse, partner, or children (46.6%). For most respondents,
the highest education achieved was a bachelor’s degree (65.2%). The income for most
respondents was between 15,000 and 25,000 Thai Baht per month (43.1%). In the
front office is the department where most respondents worked (36.8%). Most had
been with their current employer for 1-3 years (34.3%), had worked in the hotel
industry for 4-6 years (39.7%), and had lived in Koh Samui for 4-6 years (26.5%).

4.2  Analysis of Compensation Factors

The following table presents the analysis of compensation factors. Table 4.2
illustrates the mean, standard deviation, and interpretation of the mean for three sub-
variables of compensation, as shown below.

1. Base Pay

2. Incentive Pay

3. Fringe Benefits

Table 4.2: Mean and Standard Deviation of Compensation Factors

Sub-variables Mean Std. Deviation Interpretation
1.1 Base Pay 4.21 134 Strongly Agree
1.2 Incentive Pay 4.14 736 Agree

1.3 Fringe Benefits 4.27 726 Strongly Agree
Total 4.21 662 Strongly Agree

Table 4.2 shows that most of the respondents strongly agreed on base pay (x =
4.21, S.D. = .734) and fringe benefits (x = 4.27, S.D. = .726), and they agreed on
incentive pay (x = 4.14, S.D. = .736). Overall, the mean of the compensation factors
is 4.21 (strongly agree), and the standard deviation is .662.
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4.3  Analysis of Coworker Relationships Factors

The following table presents the analysis of coworker relationships factors.
Table 4.3 illustrates the mean, standard deviation, and interpretation of the mean for
three sub-variables of coworker relationships, as shown below.

1. Information Peer

2. Collegial Peer

3. Special Peer

Table 4.3: Mean and Standard Deviation of Coworker Relationships Factors

Sub-variables Mean Std. Deviation Interpretation
2.1 Information Peer 4.10 .769 Agree
2.2 Collegial Peer 4.00 794 Agree
2.3 Special Peer 4.15 716 Agree
Total 4.08 671 Agree

Table 4.3 shows that most of the respondents agreed on information peer (x =
4.10, S.D. =.769), collegial peer (x = 4.00, S.D. = .794), and special peer (x = 4.15,
S.D. =.716). Overall, the mean of the coworker relationships factors is 4.08 (agree),
and the standard deviation is .671.

4.4  Analysis of Work Meaningfulness Factors

The following table presents the analysis of work meaningfulness factors.
Table 4.4 illustrates the mean, standard deviation, and interpretation of the mean for
three sub-variables of work meaningfulness, as shown below.

1. Skill Variety

2. Task Identity

3. Task Significance
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Table 4.4: Mean and Standard Deviation of Work Meaningfulness Factors

Sub-variables Mean Std. Deviation Interpretation
3.1 Skill Variety 3.82 .830 Agree
3.2 Task Identity 3.80 794 Agree
3.3 Task Significance 3.85 .808 Agree
Total 3.82 .685 Agree

Table 4.4 shows that most of the respondents agreed on skill variety (x = 3.82,
.830), task identity (x = 3.80, S.D. =.794), and task significance (x = 3.85,
.808). Overall, the mean of the work meaningfulness factors is 3.82 (agree),

S.D.
S.D.
and the standard deviation is .685.

45  Analysis of Voluntary Turnover Intention

The following table represents the respondents’ attitude towards voluntary

turnover intention.

Table 4.5: Mean and Standard Deviation of VVoluntary Turnover Intention

Dependent Variable Mean Std. Deviation  Interpretation

Voluntary Turnover Intention 4.03 399 Agree

The table shows the data on the dependent variable, voluntary turnover
intention. It highlights respondents in this research agreed with their voluntary
turnover intention (x = 4.03, S.D. = .399).

4.6  Analysis of the Impact of Compensation, Coworker Relationships, and
Work Meaningfulness on Voluntary Turnover Intention

This part of the study represents the analysis of the relationship between
independent variables (Compensation, Coworker Relationships, and Work
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Meaningfulness) and dependent variable (Voluntary Turnover Intention).

The type of statistics used in this part is inferential statistics, and the statistical
analysis used to determine the data was Multiple Linear Regression.

The data are presented in three parts:

1) Analysis of the impact of compensation on voluntary turnover intention.

2) Analysis of the impact of coworker relationships on voluntary turnover

intention.

3) Analysis of the impact of work meaningfulness on voluntary turnover

intention.

The theory of the p-value was first articulated by Fisher (1925), who also
outlined the procedure for its computation. He asserted that a significant association
between independent and dependent variables is present if the p-value is less than the
significance level of a. = 0.05. In contrast, a p-value greater than this level suggests
that no significant relationship exists between the two variables (Biau et al., 2009).

Table 4.6: Analysis of the Impact of Compensation on Voluntary Turnover Intention

Compensation

ST R Beta t Sig Interpretation
1.1 Base Pay .043 .079 .801 424 Rejected
1.2 Incentive Pay .087 161 1.562 120 Rejected
1.3 Fringe Benefits 143 .260 2.563  .011* Accepted

Adjusted R-square = .197, F = 17.607 *P<0.05
Independent variable = Compensation
Dependent variable = VVoluntary Turnover Intention

Table 4.6 displays the statistical analysis of the relationship between
compensation factors and voluntary turnover intention. The research findings do not
support the hypothesis proposed that compensation (base pay, incentive pay, fringe
benefits) has a significant impact on voluntary turnover intention. The table shows
that two sub-variables are rejected: Base Pay (Sig = .424) and Incentive Pay (Sig =
.120), but Fringe Benefits is accepted (Sig = .011). Moreover, the Adjusted R Square
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for compensation factors is .197, indicating that compensation factors can classify the
change in voluntary turnover intention level in the hotel industry with 19.7%. Lastly,
among the three sub-variables, the Beta value for “Fringe Benefits” is 26%, which
shows the highest effect on voluntary turnover intention. However, H1 is rejected.

Table 4.7: Analysis of Impact of Coworker Relationships on Voluntary Turnover

Intention
Coworker
Relationships Sub- b Beta t Sig Interpretation
Variables
2.1 Information Peer .010 .019 212 .833 Rejected
2.2 Collegial Peer .145 .288 2.709 .007* Accepted
2.3 Special Peer .032 .057 .565 573 Rejected

Adjusted R-square =.119, F =9.025, *P<0.05
Independent variable = Coworker Relationships
Dependent variable = VVoluntary Turnover Intention

Table 4.7 displays the statistical analysis of the relationship between coworker
relationships factors and voluntary turnover intention. The research findings do not
support the hypothesis proposed that coworker relationships (information peer,
collegial peer, special peer) have a significant impact on voluntary turnover intention.
The table shows that two sub-variables are rejected: Information Peer (Sig = .833)
and Special Peer (Sig = .573), but Collegial Peer is accepted (Sig = .007). Moreover,
the Adjusted R Square for coworker relationships factors is .119, indicating that
coworker relationships factors can classify the change in voluntary turnover intention
level in the hotel industry with 11.9%. Lastly, among the three sub-variables, the Beta
value for “Collegial Peer” is 28.8%, which shows the highest effect on voluntary

turnover intention. However, H2 is rejected.



39

Table 4.8: Analysis of the Impact of Work Meaningfulness on Voluntary Turnover

Intention

Work Meaningfulness

Sl e b Beta t Sig Interpretation
3.1 Skill Variety .068 141 1598 112 Rejected
3.2 Task Identity .069 138 1.646 .101 Rejected
3.3 Task Significance 079 159 1828 .069 Rejected

Adjusted R-square = .137, F = 10.59, *P<0.05
Independent variable = Work Meaningfulness
Dependent variable = Voluntary Turnover Intention

Table 4.8 displays the statistical analysis of the relationship between work

meaningfulness factors and voluntary turnover intention. The research findings do not

support the hypothesis proposed that work meaningfulness (skill variety, task

identity, task significance) has a significant impact on voluntary turnover intention.

The table shows that all three sub-variables are rejected: Skill Variety (Sig =.112),
Task Identity (Sig = .101), and Task Significance (Sig = .069). Moreover, the

Adjusted R Square for coworker relationships factors is .137, indicating that

coworker relationships factors can classify the change in voluntary turnover intention

level in the hotel industry with 13.7%. However, H3 is rejected

Table 4.9: Summary of the Hypotheses Testing

Hypothesis Result
1. Compensation has a significant impact on )
) ) Rejected
voluntary turnover intention.
1.1 Base Pay Rejected
1.2 Incentive Pay Rejected
1.3 Fringe Benefits Accepted




Table 4.9 (continued): Summary of the Hypotheses Testing

2. Coworker relationships have a significant impact

) ) Rejected

on voluntary turnover intention.
2.1 Information Peer Rejected
2.2 Collegial Peer Accepted
2.3 Special Peer Rejected
3. Work meaningfulness has a significant impact on )

) ) Rejected
voluntary turnover intention.
3.1 Skill Variety Rejected
3.2 Task Variety Rejected
3.3 Task Significance Rejected

Table 4.9 represents a summary of the hypothesis results. As shown in the
table, all three hypotheses were rejected. However, sub-variables fringe benefits and

collegial peer relationships were accepted.
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CHAPTER 5
SUMMARY, CONCLUSION, AND DISCUSSION

This part covers three elements: summary and conclusion, discussion and
recommendations for implications, and recommendations for future research. They
are as follows:

5.1  Summary and Conclusion

5.2  Discussion and Recommendations for Implications

53 Recommendations for Future Research

5.1  Summary and Conclusion

This study focused on the factors influencing internal migrant employees’
voluntary turnover intention within the hotel industry in Koh Samui. The three
primary goals of the study were:

1) To examine the effect of compensation on voluntary turnover intention.

2) To examine the effect of coworker relationships on voluntary turnover

intention.

3) To examine the effect of work meaningfulness on voluntary turnover

intention.

The study employed quantitative research methodology, with the research
design incorporating Google Forms. The questionnaire included items related to
demographic information, as well as questions pertaining to independent and
dependent variables, utilizing multiple-choice formats and a five-point Likert scale
ranging from 1 to 5. Following the finalization of the research instrument, the
questionnaire was distributed to 204 participants via an online snowball sampling
technique. Subsequent to data collection, analytical software was utilized to conduct
the data analysis. The findings revealed that compensation, coworker relationships,
and work meaningfulness did not have significant impact on employees' voluntary

turnover intentions within the hotel industry in Koh Samui.
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5.1.1 Demographic Data

Most respondents are aged 25 to 34 years old. Male respondents were slightly
more thank female. A majority of respondents were single. Most respondents lived
with a spouse, partner, or children. For most respondents, the highest education
achieved was a bachelor’s degree. The income for most respondents was between
15,000 and 25,000 Thai Baht per month. The front office is the department where
most respondents worked. Most had been with their current employer for 1-3 years,
had worked in the hotel industry for 4-6 years, and had lived in Koh Samui for 4-6
years.

5.1.2 Attitudes Towards Variables

The attitude towards the variables is presented in three parts:

1) Independent Variable 1: Compensation Factors

Most of the respondents strongly agreed on base pay and fringe benefits, and
they agreed on incentive pay. Overall, respondents strongly agreed on compensation
factors.

2) Independent Variable 2: Coworker Relationships Factors
Most of the respondents agreed on information peer, collegial peer, and
special peer. Overall, respondents agreed on coworker relationships factors.

3) Independent Variable 3: Work Meaningfulness Factors
Most of the respondents agreed on skill variety, task identity, and task

significance. Overall, respondents agreed on work meaningfulness factors.
5.1.3 Hypotheses Results
There were three hypotheses proposed in this study:

H1: Compensation (base pay, incentive pay, and fringe benefits) has a

significant impact on voluntary turnover intention.



H2: Coworker relationships (information peer, collegial peer, and special peer)
have a significant impact on voluntary turnover intention.

H3: Work meaningfulness (skill variety, task identity, and task significance)
has a significant impact on voluntary turnover intention.

The analysis of the results showed that all the hypotheses were statistically
insignificant. Compensation, coworker relationships, and work meaningfulness do not

have a significant impact on employees’ voluntary turnover intention.

5.2  Discussion and Recommendations for Implications

This study explored the impact of compensation, coworker relationships, and
work meaningfulness on voluntary turnover intention among internal migrants
working in the hotel industry in Koh Samui. The overall hypotheses related to these
main variables were rejected, although specific sub-variables—fringe benefits and
collegial peer relationships—showed significant effects. This nuanced result requires
a detailed interpretation and consideration of future implications.

While the general hypothesis on compensation was rejected, the significant
impact of fringe benefits suggests that for internal migrants, non-monetary benefits
like housing assistance or relocation support are critical. Internal migrants might
prioritize fringe benefits that address their specific needs related to their relocation
and adaptation process, making these benefits more significant than base or incentive
pay. This aligns with research from Cyriac and Baskaran (2020) that indicated non-
monetary benefits can be crucial in employee retention. The lack of significance for
base pay and incentive pay in this study might reflect a more pronounced role of
fringe benefits, such as health insurance or housing, in influencing employees'
turnover intentions in the Koh Samui hotel industry.

The overall hypothesis for coworker relationships was rejected; however,
collegial peer relationships were found to have a significant impact. This finding
supports the notion that positive, supportive relationships with colleagues, particularly
those considered peers, are crucial for reducing turnover intentions, as supported by
the work of Abugre and Acquaah (2022). The acceptance of collegial peer
relationships indicates that positive interactions with peers are crucial for internal
migrants, who might be adjusting to a new social environment. Strong collegial bonds



can provide emotional support and ease the transition for internal migrants, thereby
reducing their turnover intentions. The lack of impact from information peer and
special peer relationships might suggest that general peer support is more crucial than
specific types of interactions.

The overall hypothesis regarding work meaningfulness was rejected,
indicating that skill variety, task identity, and task significance do not significantly
impact voluntary turnover intention among employees in this setting. This finding
contrasts with literature presented in this paper that highlighted the importance of
meaningful work in employee retention. The rejection of the hypothesis related to
work meaningfulness implies these factors may be less relevant for internal migrants’
turnover intentions in this context. This could be due to the primary concerns of
internal migrants being related to adaptation and integration rather than job design
elements, which might become more relevant once they are settled, as noted by Sun,
Ling, and Huang (2020). The rejection of these sub-variables suggests that, in this
context, work design factors may not be as critical to turnover intentions as other
variables.

The findings partially align with existing research on compensation and
coworker relationships, but the overall rejections for the main variables contrast with
some studies presented in this paper. The acceptance of fringe benefits and collegial
peer relationships suggests that these specific aspects might play a more critical role
in this particular context. This could be due to unique local factors or cultural nuances
influencing employee perceptions and priorities. The findings contribute to the
literature by highlighting how internal migration affects the significance of different
turnover predictors. Research by Mai and Wang (2022) emphasized that internal
migrants may face different challenges compared to local employees, which could
influence their turnover intentions.

For internal migrants, practical support through fringe benefits and the
establishment of supportive collegial relationships are paramount. This suggests that
hotels in Koh Samui should focus on enhancing these areas to improve retention.
Understanding that internal migrants may have different needs compared to local
employees can help tailor retention strategies more effectively. Given that work
meaningfulness did not significantly impact turnover intentions, it may be less critical
to address work design factors compared to improving benefits and peer interactions.



Policymakers and industry leaders should develop policies that enhance fringe
benefits and support the development of positive peer relationships within the
workplace. These measures may be more impactful in reducing turnover rates and
improving employee satisfaction in the hotel industry.

Other factors not examined in this study, such as job security, career
advancement opportunities, or organizational culture, might also significantly
influence turnover intentions. Exploring these additional variables could provide a
more comprehensive understanding of what drives turnover in the hotel industry.

53 Recommendations for Future Research

Future research should investigate additional factors such as job security,
career development, and organizational culture to better understand their impact on
turnover intentions. Longitudinal studies could provide insights into how these factors
evolve over time and their influence on internal migrant employee retention.

To improve the robustness of findings, future studies should consider larger
and more diverse samples, and use mixed-methods approaches to capture a broader
range of employee experiences and perceptions.

Incorporating qualitative research methods, such as in-depth interviews or
focus groups, could gain deeper insights into the experiences of internal migrants.
This approach can uncover the nuanced reasons behind their turnover intentions and
provide richer data for designing effective retention strategies.

The findings suggest a need to refine existing theories on employee turnover.
Future research should explore whether alternative frameworks or models better
account for the specific dynamics of employee retention in contexts similar to Koh
Samui

Given the significant impact of fringe benefits observed in this study, future
research should analyze the effectiveness of different types of fringe benefits.
Research could categorize benefits into various types (e.g., health-related, retirement
plans, family support) and assess which categories have the most substantial impact
on turnover intention. Understanding which benefits are most valued by employees
can help organizations tailor their benefit packages more effectively.

By addressing these recommendations, future research can build on the current
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study’s findings, offering a deeper understanding of the turnover intentions of internal
migrants and helping organizations create more effective retention strategies tailored
to this unique group of employees.
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ONLINE QUESTIONNAIRE
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The Impact of Compensation, Coworker Relationships, and Work Meaningfulness on
Voluntary Turnover Intention of Internal Migrants in the Hotel Industry in Koh Samui
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This questionnaire is part of a research project for MBA course BA715: Independent
Study at Bangkok University. Responses are confidential and solely used for
academic purposes. The objective of this study is to understand factors that impact
internal migrant employees’ turnover intention within the hotel industry in Koh
Samui. There are five sections to this questionnaire: Demographic, Compensation,
Coworker Relationships, Work Meaningfulness, and Voluntary Turnover Intention.
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Directions: Please select the answer that matches your information. (v)

o o u A o = o 9
AUUS UL, NTUNADNAIADUNATINVVDYAVDINM (\/)

Screening Question | mawdanses

Are you a Thai national who moved to Koh Samui for work and are currently
employed in the hotel industry on the island?

T v v
audluau Insndelihihauimezayorazfiniumhaulugamunssu Tsausuwmeilnionlar?
[ Yes (Proceed) | 1% (sihwuuasuniuse)

3 No (Do not proceed) | li (Tifeaimunaenaude)



Demographic Questions | smawdeiivszans

1.

Age: | o1y
[ Less than 25 | ffeuni 25

O 25-34
O 35-44
O 45-54
@ 55 and up | 55 iy

Gender: | ma:

[ Male | xe

d Female | ndjs

O Prefer not to say | liazaniiazaoy

Marital Status: | aaugmsausa:

[ Single, never married | Taa himnoausa

[ Married or domestic partnership | ausawiosgswiuilugiia
[d Divorced / Widowed | wéha [ wihe

O Prefer not to say | lsiszanfiezaay

Who do you currently live with? | ameduediulasluneuii?

[ Alone | auden

 Family (spouse/partner and/or children) | aseun$a (fansal/gsia uaz/vioyns)
Q Family (parents and/or siblings) | aseunsa (Wemiuaz/v3edife)
 Roommates / Flatmates | ritousauos / ritousaumo

Education Level: | szdumsdnu:

@ Below high school | dniduiiseniinu

[ High school | sdseufinn

[ Bachelor’s degree | 15amnes

O Master’s degree and above | U3ayanInily
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6. Monthly Income (Thai Baht): | s7e1disesudon (vam):

a

I Iy I Iy Oy

Below 15,000 | & 15,000

15,000 - 25,000
25,001 — 35,000
35,001 — 45,000
45,001 — 55,000
55,001 - 65,000
65,001 and above | 65,001 'l

7. Department: | uwun:

[ Front Office | unundousudumnih

a
a
]
a
a
a
a
]

Housekeeping | vimshanuazein

Food and Beverage | enmsuazinioshn

Sales and Marketing | mswesuazmsaaia

Finance | msidu

Human Resources | ninwonsiynna

Engineering / Maintenance | 3ennssu / msigasnm
Security | avunlasasiy

Information Technology | maluladasauma

8. How long have you worked for your current employer? |

o Y o Y @ Ilil Y ’)
ﬂiLl‘1/IN11!114ﬂﬂu1ﬂﬁ]1ﬂﬂﬂi}ﬂuﬂ1lﬂuuﬂ L ¢

a
a
a
a
a

Less than 1 year | fosnin 1 7
1-3years | 1-31
4-6 years | 46 1
7-9 years | 7-91

10 years or more | 10 'l

9. How long have you worked in the hotel industry? |

aahalugaanssuTsasmnuues lnunds?

58



59

[ Less than 1 year | wesnd1 17
d 1-3years|1-37
d 4-6years|4-67
 7-9vyears|7-91
3 10 years or more | 10 il
10. How long have you lived in Koh Samui? | queideeglumzaysuualnunds?
[d Less than 1 year | #eoni1 17
d 1-3years|1-37
d 4-6years|4-67
[ 7-9vyears|7-97

3 10 years or more | 10 il

Directions: Please indicate your degree of agreement with the following statements
by selecting the appropriate response for each item using the following scale (V):
AUz

o < o ' -t o { o w1 ' .
njaNsEYsEAUANUTUAIBvRInui TR Re 11l Tasmsidendineuimng audmiuudaz siems Taslduasidiuse

i (V):
1 2 3 4 5
Strongly Disagree Disagree Neutral Agree Strongly Agree
Naiifudengnad Timiudne AA199) WU iHudoed1aoa

Compensation Questions

mouNefumMne LN

Note: The following 3 questions are about base pay. Base pay refers to the initial
salary or wage that an employee receives. It does not include additional
compensation such as bonuses, commissions, overtime pay, or other benefits. It is
the fixed amount of money that an employee earns for performing their job

responsibilities, typically expressed as an annual or monthly figure.
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. o F Y 1 R a A

U . MO 3 mama'lﬂmﬂmﬂugmmumau

A A =2 a A A4 1y A g A o Yo A Y A a o a 4
ﬁ11!N‘L!LﬂﬂLW”J1ﬂﬂi!iu!ﬂ@uﬂiﬂﬂ']ﬂNLﬁll(ﬂ‘LWlWuﬂ\?']uhlﬂi'ﬂV]hlﬂqﬂi'lilﬂ']ﬁ@'llLLﬂuLWNmN [S32] Tuuﬁ ANNDNN VYU
(Rl A o A A
ANWLINT UIVAITANITOU )

A A A o A A Y Yo o o o 9
gmmumauﬂamu:lummLmuaumwumm'lmummumi‘nmumimmmmmu

a 3 o a 5
Tasdndvzuaaadusuitusalviosanou

11. I believe my base pay is fair compared to similar positions in
the industry.

o A A A o A & = o o - 2 o
ﬂuﬂfﬂ'ﬂi']uNuLﬂ@u"U@QﬂuqﬂﬁiﬁillilﬂLlr%fJ°L|!ﬂﬂﬂﬂuﬁ']uﬂuﬁﬂﬂa‘]ﬂﬂﬁﬁﬂu

Tugaamnssu@gIny

12. Base pay adequately motivates me to perform well in my
role.

A A P = Y 9 Yo o o Yt
gmmmﬂaumewa“nﬂ:niz@;u"lwaummu“luuﬂmmmmm'lﬂﬂ

13. I am satisfied with my current base pay.

(2 2 = =) Ca (2
ﬂu‘we%nugmuumauiuﬂnuum@mu

Note: The following 3 questions are about incentive pay. Incentive pay is a monetary
reward system used by organizations to motivate employees to achieve specific
goals or objectives. It can take various forms, such as bonuses, commissions, profit-
sharing, or stock options.

. o 2 ] A4 o oA
U MO 3 ﬂmma'lﬂummnumﬁmﬂmugﬂﬂ
a < o A 4 ¢ y A Y 99 o A o s o v
Nu@ﬂmﬂui&"lJiJiTQlﬁ“VINfﬂiNuﬂ@ﬁﬂﬂﬂﬂfm@ﬂi%‘ziﬂuiﬁwuﬂﬂuﬂiiqtﬁTﬁMWﬁﬁ@lﬂqﬂigﬁﬂﬂﬂﬂ1ﬂuﬂ‘1’l

= < . o A g ' o &
Hydunviivainwate 1wy Tude aneniiady msmiafurahls wSemadenlumsieiu

14. The company's incentive pay is competitive compared to
industry standards.

[AugalavessiniianuannsalumsusiuienSouisufuinasgi

Tugaannysy

15. Incentive pay effectively motivates me to perform at a higher
level.

a o q Yo A v o Yt A a 2
Augdlvnlrauinsansequlumanhaulanlseansamunnau

16. I am satisfied with my current incentive pay.
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dunelanuugalenldsuludapiv

Note: The following 3 questions are about fringe benefits. Fringe benefits are non-
monetary perks provided by employers in addition to an employee’s salary. These
benefits can include health insurance, retirement plans, paid time off, and other

benefits such as housing and meals.

v Y o ]
winoig: mawne 3 dede lliliReadunaiss Temdiiuay

A A o sy 19 1a A v Y o A A A o
wa‘ﬂiﬂﬂ%umummﬂuwaﬂiﬂﬂ@ﬁu‘ﬂ"luimuwuwmmaulewummuaﬂmuamﬂmumaummwumm

¢ & = o = o Ay Yo 1w P .
Wﬁﬂ535Iﬂ%ulﬂa1uﬂﬁ]i'«]ﬂﬂ\ﬂ]izﬂuq’sﬂﬂTW UAUNIIINBIUDY 'Juﬁi.lﬂ‘ﬂllﬂiﬂﬂﬁnﬂ Llagp\lﬁﬂiziﬂ"ﬁuﬂu q ¥U

o

a
NANLATDINTT

17. The company's fringe benefits are competitive compared to
industry standards.

A A A o "o 4 o
waﬂ‘sﬂﬂwmummmmy“ﬂmmmmeu"lﬁ}gﬁﬂgﬁwﬂummgmqmmwmm

18. Fringe benefits provided by the company motivate me to
perform better in my role.

¢ a4 oao P} Y 9y o v X v
wasg Tewimmaunus dnueulivznsgquldsusiau ldasuluunumyesiu

19. I am satisfied with my current fringe benefits.

suwelaiuwase Tomiuanvessuludagiiu

Coworker Relationships Questions

o @ v o ¢ 4
MmaupeItuaNNFITHE Iz AU I

20. | have coworkers who offer relevant knowledge and
information.

o oA A ' g ¥ v D) a4 9
ﬂ‘LlZJLW’O‘LISOZNW‘L!‘I/]Gh’iﬂDWNgLLﬁ%*UBiJ“ﬁV]LﬂEJTU’EN

21. | can get advice or information related to work easily.

o o o . A g A4 9 o Y 1
au’mmmmamuuzmmmayamnfmmqnmm"lﬂamwmmﬂ

22. 1 am always satisfied with the information sharing regarding
job tasks and the organization.

o =

Y o ' 9 A4 o e
ugﬁﬂ‘WﬂﬁlﬁJﬂ‘U mmmﬁuﬁum&mﬂﬂmmmuazmﬂﬂimua

23. Professional support and encouragement are provided when
needed.

= o Yo o oA a A o g
aniﬁu‘ﬂﬁHumeiWﬂWﬁﬂiﬂﬂU1ﬂﬂﬂﬂ1“]1WL3J'E)§]1L1JU
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24

. I enjoy social interactions with coworkers outside of work-
related activities.

o a o o d o o 4 1 a { A o
ﬂu‘lﬁﬂ‘Uﬂﬁﬁﬂ;]’CTIJWH'E‘VIN?NﬂiJﬂ']JLﬁf’J‘L!i’JiJﬂuuﬂﬂL‘Viﬁﬂﬂ1ﬂﬂﬂﬂi§uﬁ!ﬁﬂ’3%ﬂﬁﬂﬂﬂu

25.

| am always satisfied with the job feedback, recognition,
professional support, and friendships at work.

o =

uidnnelviudeiauenuzuuuny msvensy mymivayunaInn

waziasnMANATINwaNe

26.

| have coworkers who provide emotional support during
challenging times at work.

o o A ' = o o ' = o o
ﬂumﬁ'ﬂutﬂuﬂ‘L!‘I/]Glﬁ’ﬂﬁﬁu‘lJﬁ‘lg‘wV]"lQ’t’)ﬁﬂﬂﬂu“B]QL’J@"I"V]EﬂﬂﬁTLHﬂ‘VWINTu

217.

| have coworkers who | can trust to keep confidential
information shared between us.

o

a A ' Ao Y -] A g o A s ow Y
umwauiammwﬂummia"hawGlﬂmﬂﬂma33mqLﬂummaum%i:mwnu%

28.

| am always satisfied with the emotional support and trust
from close friendships at work.

1Y =

£ o @ o 9 a = ya A o
ugaﬂwahﬂu miﬁuumguwNaﬁumuaxmm'lnn%mnnmmwm“lnmw‘vmm

Lque

Work Meaningfulness Questions

monuneIduaNunalumsiau

29.

My job requires me to use a variety of skills and abilities.

Auvesudesms s ulFinyzuazaANuITaRNaAae

30.

The tasks | perform at work are varied and challenging.

Nuimwhanhadianurainraguazinme

31.

| am always satisfied with the variety of skills required in my
job.

o =

o o {o o o
uiﬁﬂ‘Wﬂﬁlﬂﬂﬂﬂ31ﬂﬁﬁ1ﬂﬁﬁ1ﬂﬂlﬂﬂ‘ﬂ ﬂmﬁmgﬂuﬁlmmmamumm

32.

My job provides me the chance to completely finish the work
| begin.

Y 9! o a4 v v 3 S 3 A
eyl TemalumshaunGuduliedsauysalodiunun

33

. | can see the results of the tasks | complete at work.
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o < v Ao o Ao v
nuﬁmm:]muwaawmawm‘vmuvnm/mm"lﬂ

34.

| am always satisfied with the contribution | make to a
finished task.

o

y= o o v Ao o a4 3 b3
ugaﬂwaiﬂﬂummmuimmﬂumimmmmﬂany’smmm

35.

My work has a meaningful impact on the lives of others
(colleagues, clients, community, etc.).

o A Sa " Aa P2y A v
VUVDIRUNUNANTENUNNANNHTNIYADYIAVDIHOU (LW’E)UE’HJ\N'L! Qnal YNYU "Iﬁ"l)

36.

My work makes a significant contribution to the
organization's success.

o . o o 1 o &
ﬂummauﬁmumﬂmmmmamwmmﬁns

37.

| am always satisfied with the significance of my work.

1Y =

widnwe laiuanudiAguesiuiiiuaue

Voluntary Turnover Intention Questions

. 4w g o
monetuaNuaslalumsaesnlaeadinsle

38.

Base pay is an important factor in my decision to stay or
leave the company.

a | v o W v a L ] a o
grusudewilulviediaglumsdadulevesiuinnzegnsosonainuitm

39.

Incentive pay is an important factor in my decision to stay or
leave the company.

U a <3| v o W v a @ 1 U a o
msneugaladuifidsddglunmsdadulvvesiuinzegrsooansiniiim

40.

Fringe benefits are an important factor in my decision to stay
or leave the company.

s A a g v o W v a o A A A o
wailse Teaiimnuauiluifteddglunmsdadulavesdunazegniesanainiszm

41.

Information sharing, regarding job tasks and the
organization, is an important factor in my decision to stay or
leave the company.

' 9 A ) s o v o W o a o '
mautiifudeyansnuaurazesanailuldsdag lumsdadulovesduiinzegde

W3e08nNUTHM

42.

Job feedback, recognition, professional support, and
friendships at work are important factors in my decision to




stay or leave the company.

Forauouuzuuuan Mmssui msaivayumadndn uazdasnmiihau

3 v o W v a o ' 1A a o
dAuiladedagylumsdedulavesiuinnzegniooonanuitm

43.

The emotional support and trust from close friendships at
work are important factors in my decision to stay or leave the
company.

o b3 % a = ya A o 3 v oo o
ﬂﬁﬁu'ﬂfT‘l&!uV]N’t)ﬁiJil!Lm$ﬂ'J"IiJI‘l'J’JNGlﬂﬂ1ﬂ3JG]5ﬂTW‘V]1ﬂﬁ%ﬂ1uﬂﬂ101utﬂuﬂi}ﬂﬂﬁ1ﬂﬂg

TumsdadulivesnuiazegaorsonananusEm

44,

The variety of skills used at work is an important factor in
my decision to stay or leave the company.

o = o < v o o o a o |
ﬂ313J“VianWiaWEJle’EN‘V]ﬂ‘le%1/]imuﬂﬁﬂWﬂuLﬂ‘L!‘ﬂﬂﬁ]EJﬁWﬂfy]Gluﬂ"lﬁﬂﬂﬁui%ﬂlﬂﬂﬂu?ﬂﬁ]%ﬂg

H3900AAUTEN

45.

Being able to complete a task from start to finish or seeing
the outcomes or results of my work is an important factor in
my decision to stay or leave the company.

o 2 < s o
ﬂ15ﬁ‘niﬂiﬂw1i1u1ﬁlﬁiﬂﬁillﬂﬁuﬂuﬂﬂ w%mimuwaammmmmmmzaa

o v oo o o o o ' a o
L‘ﬂuﬂﬂi]ﬂﬁ1ﬂilﬂuﬂ']i¢lﬂﬁucl"l)‘llﬁ]\ﬁlu31ﬂ$ﬂgﬁﬂﬁfiﬂﬂﬂﬂ%1ﬂ‘ﬂi}lﬂ

46.

The significance of my work is an important factor in my
decision to stay or leave the company.

o o o Ao o o A o '
ﬂ’JHJ’c’ﬂﬂiyﬂlﬂNTu“ll’e]Qﬂul‘ﬂuﬂi]i]ﬂﬁfﬂﬂiLﬂuﬂﬁ@]ﬂﬁuiﬂﬂlﬂQﬂuﬂﬂzﬂgﬂﬂﬂ%@ﬂﬂﬂmﬂ

U3HN

Thank you for completing the questionnaire.

VOUAUNTINABULUDABUDIY
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