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Abstract

This research was designed to study the various factors affecting PSU's
teaching staff's decision to remain, or leave their employment with the university.
It also aimed to quantify the level of intention of these staff who want to leave the
university and the factors which facilitate them to remain and work. The study was
carried out by means of questionaires sent to 1,242 teaching staff on duty between
September and November 1992. Out of 1,242 questionaires sent, 567 were returned
for a percentage of 45.65. Independent variables in this study are campus, faculty,
sex, age, hometown, marital status, education, academic rank, administrative title,
position classification and years of work. Dependent variables are the attitudes of
teaching staff towards the factors which influence them to stay or leave the
university, their level of intention toward leaving the university, indicated in
percentage, and their opinions on the available facilitating factors received. Data
analysis was carried out using SPSS/PC+. Statistics used included percentage,
arithmetic mean, standard deviation and ranking of the factors studied.

The study showed that :

1. Out of 40 factors, grouped in 6 areas, which influence the staff's
decision to remain with the university, the most important factors are: autonomy in
work, affection toward the teaching profession and the opportunity to exercise
one's abilities to the fullest. Factors which ranked next are the opportunity for
professional growth, the opportunity to be with one's family, housing and living
facilities in the university and contractual commitment with the university.

2. Out of 38 factors, grouped in 6 areas, which influence the staff's
decision to leave the university, the most important factor is the opportunity to eam

more salary, followed by the need to stay with one's family, lack of opportunity to



perform to one's potential, lack of autonomy in work, attitudes and behavior of
high-level administrators, lack of opportunity for professional growth, unsafe working
environment, the need to take care of one's parents and the attitudes and behavior of
the department head.

3. Of all the staff who retumed the questionaires, 44.27% indicated some
degree of intention to leave the university and 29.80% indicated the chance of
leaving is better than 50%. For the Hat Yai campus, the figures were 44.95% and
29.04% respectively and for the Pattani campus, the figures were~44.90% and
33.33% respectively.

4. Out of the 11 facilitating factors, 3 were rated relatively high by the staff
when asked to evaluate them in terms what they feel they have received. They feel
they are loved and accepted by their colleagues, they have the opportunity to work up
to their level of competency and participate in departmental decision making. The
other 8 factors were rated relatively low. In order from the bottom are: availability
of nice and varied relaxing places, availability of scholarships for further study or
training, participation in decision making beyond the departmental level, opportunities
for meeting and exchanging ideas with colleagues, a reasonable workload in the
department, sufficient research funding, adequate time to do research or academic

work and finally, a good working environment and well-equipped offices.



