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Employee Turnover among Academic Staff  in a Newly 
Established College in Thailand
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Abstract. This study was an inclusive assessment of the aspects of employee turnover among academic 

staff in an educational setting. This text encompasses general background and converses the enormity 

of the employee turnover quandary, such as an individual’s job dissatisfaction in a workplace. Thus, the 

screening of reasons that push many employees to quit their job would be a guide to a healthier diagnosis 

of the turnover problem in numerous organizations, in order to assist with this dilemma. The purposes 

of this study were to name and to draw attention to the reasons or motives related to employee turnover 

of the selected college and to gain indications of causes regarding employee turnover. Interviews were 

jobs in the past six months, and eight of  whom have attempted to seek jobs in other organizations. 

constructed by providing a pervasive portrayal of the setting. After the investigation, the researcher 

discusses achievable and indispensable factors that might lead to job dissatisfaction and employee 

of an improper evaluation system, inaccurate organizational structure, lack of training and coaching, 

reprioritization, lack of problem solving skills and dialogue, inadequate reward system, severe rules and 

dominance, irresponsibility, and lack of integrity; (3) Communication skills consisting of one-way

communication, and poor interaction; and (4) Feelings of bias and mistrust involved with negative

perceptions and unequal opportunities. Finally, the researcher  develops recommendations for further 

research.
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Introduction 

Working today, for some people, does more damage than good, which is why some feel apprehensive 

and nonchalant when they take a decision to disregard any commitment to their workplace.

Meanwhile, there are a plethora of theorists in the organizational behavior literature, attempting to 

theorize the links among work-related perceptions, job manners, intentions to quit, and actual

turnover (Lee & Mitchell, 1994). Therefore, it is crucial to investigate and scrutinize aspects of

employee turnover and job dissatisfaction. In other words, the dissemination of reasons that push 

many in the workforce to quit their jobs could offer a healthier diagnosis of the turnover problem in 

many organizations in order to prevail over this dilemma. Following this line of thought, it is

necessary to search for ways that might help organizations and executives in making individuals feel 

valued and wanted. 

The selected college is a part of a large public university in Thailand, with a total of 271 students, 

and 27 employees, 17 of whom are instructors, 6 administrative employees, and 4 laborers. It was 

students, and bachelors’ degrees in food engineering sciences. All these programs support the

development of both local people, and industries in Thailand. The college and all parties in the

university undertook the challenge to decrease any negative impacts on the environment, and promote 

HRD issues, with the aim of developing various aspects in the gamut of the education delivery.
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 The author studied papers on employee turnover, and job dissatisfaction among academic staff in 

an educational setting. Literature about employee turnover is concerned with the assertion of its

(Ingersoll, 2001). Ingersoll found that most investigators concluded that a low level of employee

turnover typically exists in a healthy organization. Moreover, dissatisfaction with life and with the way 

democracy is practiced stimulate self-employment (Noorderhaven, et al., 2004). As a frame of

reference, the author refers to Maslach and Schaufeli (1993), who wrote on employee burnout and job 

dissatisfaction, which might be caused by another variable, such as poor working conditions.

Ultimately, if there is a space between an individual’s needs and wants, and the individual’s

recognized levels of job satisfaction, dissatisfaction would be a consequence (Choi & Sneed, 2010).  

Purposes

The two main purposes of this study were: (1) to name and to draw attention to reasons, or motives 

associated with employee turnover at the selected college; and (2) to gain an insight into the causes 

regarding employee turnover at this college. 

Research Question

What motives drive academic staff to quit their work in a newly established college in Thailand? 

Review of Literature 

how people feel about their jobs and different 

aspects of their jobs”. He also considered it as a related assemblage of manners about diverse features 

or facets of the job. Spector believed that employees feel differently about the different aspects of their 

jobs; therefore, he was a supporter of research concerning job satisfaction. Konpoothorn (2010)

investigated and described the causes of burnout factors regarding private vocational teachers in 

categories as follows: inspiration to be a teacher; feelings about work; social environment; student

issues; perceptions of the workplace; student family issues; and activities to reduce burnout.Moreover, 

Barcenas et al. (2011) illustrated a number of factors that contribute to employee turnover:  

 The economy: in a developed economy the availability of alternative jobs plays a role in

turnover. 

 The organizational performance: it may raise the level of impending layoffs. 

 The culture of the organization: reward systems, leadership competencies, and the organization’s 

intentions and turnover rate.  

 The job’s characteristics: a job’s attractiveness will be affected by several characteristics,

including its challenges, danger, and perceived importance.

  Unrealistic expectations: general lack of knowledge that many job applicants have about the job 

offered. 

 The person: personal factors, such as a desire to acquire new skills, changes in families’

situations, or unsolicited job offers. 

Siripak (2006) demonstrated that some of the lower levels of job satisfaction in Mahidol

University in Thailand were a consequence of the ambiguity of academic goals, the need to enhance 

academic service evaluation systems, and communication issues across all levels of the organization. 

elements that had a negative effect on job satisfaction in Mahidol University. Siripak’s study proposed 

the call for a qualitative study to augment the level of job satisfaction. Another study in Satit School in 

Thailand illustrated prevalent reasons why teachers departed (Weiwei, 2010). These were

dissatisfaction with management, communication problems and personal reasons. Although many 
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organizations classify turnover as voluntary versus involuntary, or employee versus

organization-initiated, some reasons are not evidently voluntary or involuntary, such as health

problems, retirement, or pregnancy

 (Campion, 1991). For instance, decreased job satisfaction and increased turnover may ensue from 

a desire for higher earnings, a lack of promotion, or dissatisfaction with working stipulations. 

Yiu and Saner (2008) found that the major roots for employee turnover in India were: salary, 

career advancement, relationship with supervisors, job content, and training and development

opportunities. Additionally, Blau and Boal (1989, p. 124) stated that: 

Employees with lower levels of job involvement and organizationalcommitment are in the highest risk 

category for subsequent turnover, withemployees having high job involvement and low organizational

commitment being next in terms of turnover risk. Employees with at leasthigher levels of

organizational commitment are less likely to voluntarily leave.  

Interestingly, Brum (2007) investigated what impact training has on employee commitment and 

employee turnover and proposed that committed employees remain with the organization for 

longer periods of time than those who are less committed. However, Brum argued that commitment is 

made up of investments, reciprocity, social identity and lack of alternatives. In a similar vein, 

Sumintorn and Thitiworada (2010) scrutinized the relationship of job satisfaction and organizational 

commitment of employees in a Rajabhat University in Thailand. The study revealed that job

satisfaction is a considerable predictor of organizational commitment. Another study conjectured that 

the better the compatibility, or comfort with an organization, the higher the likelihood that an

employee will feel competent and personally attached to the organization (WeiBo, Kaur & Zhi, 2010). 

Nonetheless, the analysis ofIngersoll (2001) drawn from the sociology of organizations and

understood without strictly probing the characteristics of the organization’s recruitment systems and 

also examining turnover at the organizational level.

In a large university hospital in Sweden, it was found that the main issues which have a probable 

impact on staff turnover were intrinsic values of motivation, workload, unit size, and leadership (Stina, 

et Al., 2009). Rout (2000) reported three main stress factors that were related to high levels of job 

dissatisfaction; these were job requirements, inappropriate communication systems, working

environment and career development. Additionally, Rout mentioned that time pressure is considered 

to be another essential cause of stress. Judge, Heller and Mount (2002) illustrated neuroticism, 

extraversion, openness to experience, agreeableness, and conscientiousness as important features that 

were related to job satisfaction. Besides, Lacy and Sheehan (1997) demonstrated that issues connected 

with the environment in which academics work, including university atmosphere, morale, sense of 

community, and relationships with colleagues, are the absolute forecasters of job satisfaction.  

Another study contributed to the knowledge on employee turnover by: (1) illustrating an

organizational intervention, designed to deal with the organizational effects of turnover; (2) evaluating 

quantitative changes in actual turnover rates, and organizational aspects; and (3) examining additional 

qualitative data, to enhance a better understanding of the organizational transformation, which arose 

through the intervention’s course (Strolin-Goltzman & Lawrence, 2010). Importantly, Igbaria and 

Greenhans (1992) noticed that young employees, who are inexperienced and highly educated, are 

likely to have low levels of commitment to their businesses; this unenthusiastic manner is connected 

such as contentment with the job and assurance with the organization, measured the most vital

dimensions on the staff turnover intentions. 

On the contrary, Evans and Huxley (2009) who examined factors associated with the recruitment 

and retention of social workers in Wales, concluded that few higher-ranking practitioners and staff 

members with long period of service, quit or planned to leave, even supposing they were not pleased 

service for longer, if their proposals or plans were taken into consideration. Stark (2004)
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acknowledged that the most crucial lesson for business leaders is not to focus on turnover as a

superior thing or as a terrible thing. He recommended letting turnover be a consequence of the quality 

of your agency. Stark noticed that turnover is a warning sign, not a hurdle. Additionally, he

interpreted that employees give the impression to feel more involved in their organizations, when 

they feel close to their small work groups.        

Methodology

research problem, and adding an assortment of knowledge of the related literature. The focal point on 

interviews of the respondents. For the analysis task, transcribed taped interviews were conducted with 

some translations developed from Thai to English; data was arranged according to the subjects raised; 

respondents’ responses were displayed in line numbers building  up some codes from the respondents’ 

undertaken of each category or each interview session; miscellaneous data was measured  with the 

aim of producing texts into an inclusive description of the whole process; and drafting and redrafting. 

Moreover, trustworthiness and ethical considerations were deemed vital in this study. 

According to Merriam (1988), anthropologists originated the non-probability sampling methods,  

the most usual form of which is called purposive sampling, based on how to discover, understand and 

researchers to create the criteria necessary for their study. Sampling in qualitative studies is typically 

purposive rather than random, and the purpose is to decorate the research questions with 

information richness and not representativeness (Crabtree & Miller, 1992). Moreover, Merriam (1988) 

pointed out that, “the most appropriate sampling strategy for a qualitative case study is

non-probability sampling, of which there are several forms” (p. 52). Similarly, Merriam (1998)

Therefore, David (2006) concluded that the common criticism of the case study is that the sample is 

the concept of purposeful sampling 

is used in qualitative research. This means that the inquirer selects individuals and sites for study 

because they can purposefully inform an understanding of the research problem and central

phenomenon in the study”.  Therefore, the researcher in this study used the non-probability sampling, 

and 

whose ages ranged between 25 and40, seven of whom had already quit their jobs in the past six 

months, and eight of them had attempted to seek jobs in other organizations. Finally, what was

obtained from the respondents assisted the researcher in offering an analysis of the situation. 

The researcher  did not use any kind of computer programs in the data analysis, because the 

amount of training time which is hard for the researcher to achieve at the present time. Most

importantly, Crabtree and Miller (1992) noted that the computer programs facilitate the analysis 

process, because it helps in data management, data manipulation, saving time, as well as many other 

advantages. Also, May (1997) showed that some computer programs would help researchers in the 

analysis task to discover the frequency of some words used by the respondents in their contexts, and 

help to link codes to each other. In contrast, Glesne and Peshkin (1992) analyzed disadvantages in 

developing a partnership with computers. One such disadvantage is that work is often prematurely 

concluded when researchers feel comfortable with the completion of data analysis. Another

disadvantage is that the data or work can be lost. 
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Trustworthiness 

Foremost, was the need for probity and unambiguousness throughout the study, with the endeavor of 

receiving forthright, honest information in a temperament of empathy with the participants. Above and 

beyond, the researcher struggled to steer clear of common sense or personal ideas, which facilitated 

the formation of trustworthy elucidations. 

Findings

The researcher proposed four issues and their mechanisms, in interpreting the data obtained from the 

15 interviews. The researcher strove to bring together achievable and indispensable factors that might 

lead to some understanding of job dissatisfaction, and employee turnover. Thus, the researcher’s accrued 

perspective and necessary factors related to employee dissatisfaction and turnover, are presented in the 

Figure: Employee turnover motives

Ineffective System
The researcher found the most pertinent causes or motives, which precipitate  job dissatisfaction 

and employee turnover among academic staff in a newly established college  were: improper

evaluation systems, inaccurate organizational structures, lack of training and coaching,reprioritization, 

lack of problem solving skills and dialogue, inadequate reward systems, severe rules and regulations, 

noted that “I have been working here for two years, and things have become worse. The system in the 

college is ineffective, and the director only cares about the output, but he does not care about the

process”. Another respondent noticed that, “the staff are not working cohesively, job descriptions 

are not clear, and there aren’t good relationships among people in the college”. Besides, one of the 

We have to have a system, because we have our own plan and our own

budget, and everyone must be clear about his/her roles. The most

there are no morals. We do not have steps for working; we do not have asystem.  
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Further, the respondents of this study added some illuminating points, such as an improper

evaluation system, an inaccurate organizational structure, lack of training and coaching, and

reprioritization.

My boss is unfair in his evaluation; he is using the evaluation as a tool to

structure, as well as put the right one in the right place. At the same time, the college should provide 

training courses, to advance the lecturers’ teaching skills. Lastly, the director wants to establish a new 

program which is called (Innovation Based Technology);however, he doesn’t think of the current

situation or the current problems.  

college. They perceived the following issues: lack of problem solving skills and dialogue, inadequate 

conceded that, “if we have a dialogue among lecturers, and administrative employees, we can solve 

many problems in the college”. Another respondent concluded that, “I’m happy with my colleagues, 

”. 

college. Second, One of the employee’s suggestions is, to make a dialogue with all employees every 

week, and let them behave appropriately towards each other. As such, they could accept each other, 

and then they will be more comfortable when working together.

Additionally, the respondents explored other critical subjects, linked with their job dissatisfaction. 

Some of which were, “some lecturers, who stay in the dormitory every night to look after the students, 

are seeking extra remuneration, because they have more responsibilities after their working hours”. 

Another point of discontent was that “In the dormitory, the instructor goes to check the students’ 

rooms too early everyday, which makes the students, unable to prepare themselves very well, and we 

do not have enough time to sleep”. In short, “We have lots of rules, which make us feel under pres-

sure”. On the other hand, one of the respondents perceived that:

Lecturers and administrative employees, do not understand the students’ needs, and, at the same 

time, the college’s policies are related to how to develop the students’ ways of thinking. Therefore, the 

college should develop people’s ways of thinking, by a regular external consultation.  

Other respondents articulated that: 
and goals must be clear 

to everyone in the college. We should let the lecturers and the administrative employees, understand 
the college’s objectives, before working on anything. At least, we have to have someone in the college, 

both lecturers and administrative employees can trust and believe in, to be able to work effectively. 

Moreover, the respondents interpreted the continuation of huge barriers in the college. They 

who argued that, “the students have not paid for the activities, at the beginning of the semester, and 

no-one knows how we can get a budget, to organize some activities”. Another comment was that, 

“special lecturers in the college, get their cash too late, and sometimes only one time per semester, 

and it should be every month”. Following this line of thought, one respondent stated that:

The lecturers do not know the college’s priorities, so that they can effectively  use the budget

provided. For instance, some lecturers might need to establish something in the college, but they 

receive a rejection of their proposals without knowing the reason. Whilst other lecturers, get approval 

to do other things, from the budget provided to the college. 

statement. Further, numerous respondents acknowledged that, “facilities and the environment in the 

college, are not suitable for a learning process or for studying”. Similarly, “the students do not have 
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enough facilities to study effectively, such as the scarcity of some tools in the workshops. Classrooms 

are scanty, and the environment is not good for studying”. Furthermore, some noted that, “We should 

recruit the right one in the right place. Some lecturers are not active, they do not know their duties, 

and they do not make any effort at work”. Likewise, one respondent expressed his opinion that, “In the 

PreBusiness Administration program, we do not have experienced lecturers, and we need to support 

our students, to continue their studies in the university”. Additionally, another respondent intimated 

that, “

different ways of thinking”. Accordingly, one respondent alleged that: 

distance between the college and the headquarters 

problems sincerely and constructively.

Behavioral Issues
The respondents of this study outlined the following: dominance, irresponsibility, and lack of 

the director of this college does not want junior 

employees, to have any relationship with senior employees, to avoid having any bad impression 

about their character”. In conjunction, “no-one in this college, knows about his/her duties, and many 

employees are irresponsible, and try to escape from any work”. But with these matters, the researcher 

was also taken aback to hear from one of the respondents who said that: 

 My boss is always irresponsible in his decisions. Whenever, he makes decisions, if something 

wrong happens, or unexpected; he will say that, it is not his mistake or his responsibility. In other 

words, he throws his mistakes on others, which makes some employees feel demoralized.

Importantly, the respondents of this study mentioned that the dearth of integrity in the college led 

several employees to quit or to feel dejected. Accordingly, one of the respondents best represented the 

opinions of others by saying 

 The management and the lecturers, do not want to admit that there are quite a lot of problems 

in the college. They do not want to accept the truth. In addition, the lecturers say to the students, that 

they should love each other and listen to each other, but they themselves never do this.   

Communication Skills

The data analysis indicated that, one-way communication and inadequate debates are reasons that 

The

employees are not working cohesively, and always have problems in communicating with each other”. 

In a similar way, “The lecturers in this college do not understand each other, and they do not

communicate effectively with the students”. Nonetheless, one respondent strongly accentuated that: 

The director should not talk in a bad way to the employees; he should

motivate and disseminate power to everyone. He has lots of problems in

communicating with others, whether in the college or the university;

therefore, no-one wants to co-operate with him.

Following these notions, another respondent drew attention to: 

The director’s way of talking, makes people confused, because he cannot

elucidate what he is trying to say. He makes us give up, because he does not

know how to communicate effectively; although, sometimes he has good

intentions. Instead of showing appreciation with our work, he makes us feel

unappreciated, and, therefore we give up on working hard for the college. 
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Feelings of Biases & Mistrust

perceptions and unequal opportunities. These were the underlying causes and motives that led to job 

dissatisfaction and employee turnover. Most of the respondents believed that, “the college is not my 

future. One of the reasons which makes this college ineffective is that no-one understands the

director, and the director does not understand us”. Conversely, “The good thing about this college, is 

that we have some lecturers, who are most conscientious, and have some exceptional abilities, but one 

day we will lose them because of the current management”. One of the respondents stated forcefully 

that, “

what he will be able to subvert from the budget”. Another point perceived by the respondents’

perspectives was that, “The director has negative feedback about the lecturers who have different 

points of view with him”. Moreover, there was a lot of prominence given to the existence of unequal 

opportunities in the college. As one of the respondents highlighted, “Some lecturers do a big effort 

in researching more than teaching, because they get more satisfaction from their research”. Another 

respondent  concluded that: 

The are some unfair opportunities in this college, such as, the self

assessment report (SAR) the college received a bonus last year of 1,500 baht

per person, and the director gave this bonus to only the ones  who made the

report. However, many employees worked on this report.   

Additionally, “There are unfair opportunities for the employees, such as scholarships, and 

evaluation. The director always protects the employees; he loves, in the meetings”. Also, “Some 

employees could have a laptop from the college, while others had to buy one at their own expense”. 

Nevertheless, several times, the respondents repeatedly declared that: 

The university provided a budget to develop the employee’s skills in the

college (7,000 Baht each). Though, the director gives the budget to those

who work in the Engineering program, nothing is allocated for the Business

Administration program. 

Evidence in this study indicated that, “Some lecturers started working very well, but when it

became hopeless, they gave up, and they have subsequently done nothing”. Another comment was 

that, “When the previous management went, I gave up, and lost my loyalty to this college”. Some of 

the respondents’ thoughts were that, “Whatever we do, we get nothing in return, or nothing is

appreciated in this college, even if we work hard. Therefore, we just let it go, without caring about 

anything”. Another respondent explicitly expressed his opinion, and asserted that: 

What makes this college go from bad to worse, is that the employees do not

feel loyal to the college, or faithful to the director. I’m not against the

director, but I’m not happy when working in this college, because there is

no-one who can support our work. We are learning by doing, so no-one

should blame us if our work is not good.  

aspects were discussed comprehensively. However, percentages of annual turnover are not included 

because this information was not available. 

  

Discussion and Recommendations

A recent study  by Konpoothorn (2010) found that feelings about work, student issues, and social

Thailand. Likewise, job dissatisfaction and employee turnover in the college selected for this study 

were due to the belief that regardless of what the employees strove to accomplish, no recognition or 

incentives would be received. In the meantime, the respondents of this study 
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contributions to the literature concerning employee turnover (Sumintorn & Thitiworada, 2010). It 

offered a new perspective on the relationship of job satisfaction and organizational commitment of 

employees in a Rajabhat University, and found that job satisfaction is a substantial predictor of

organizational commitment. Conversely, this study’s results may serve as an indicator that job

dissatisfaction is likely to be a predictor of low level of organizational commitment and, thus, it is 

essential to maximize the employee’s level of job satisfaction, in order to have positive feelings and 

actions toward the organization.

Another strong indicator of risk for job turnover is a low level of job involvement and

commitment (WeiBo, Kaur & Zhi, 2010; Blau & Boal, 1989).  The imprecision of academic goals, 

satisfaction at Mahidol University (Siripak, 2006). It is generally accepted by the respondents of the 

current study that there is a need for regular consultations about the college’s policies and goals before 

assigning work on a particular task. The respondents of this study repeatedly mentioned that the

budget was not effectively used, because the employees did not recognize the college’s 

priorities. Others complained about the improper evaluation system. In other words, the researcher 

and the respondents of this study emphasized the importance of educating the employees about their 

options and resources, with the aim of making proper decisions. 

reasons for teachers’ turnover are dissatisfaction with management, and communication problems 

(Weiwei, 2010). It is apparent that the researcher throughout this study divulged the discontentment of 

the employees from the organization’s management philosophy, and the set of principles or rules that 

helped them make all types of decisions. Additionally, the current study demonstrated repeatedly that 

emphasis should be placed on providing effective communications that offer the employees the care 

employees in the chosen setting to leave their jobs. Some of these were the ineffectiveness of the

system, the inexistence of team building strategies, the incomprehensible job descriptions, the

unhealthy relationships among people in the college, the inadequacy of the reward system, the

Empirical research supporting these ideas includes evidence that the performance of the organization 

and the organizational culture, such as reward systems, the organization’s capability to develop good 

relationships among people, the job’s characteristics, including its challenges, and the personal factors, 

such as the desire to gain new skills, contribute to employee turnover (Barcenas et al., 2011).

involuntary, such as health problems, retirement, or pregnancy; however, these factors never surfaced 

in the current study as reasons for employee turnover in the college.  

Furthermore, this study showed what pressures affect a workforce in an educational setting to quit 

their work. It  found four broad concepts that led to job dissatisfaction, and employee turnover: an 

ineffective system, communication skills, behavioral issues, and feelings of bias and mistrust. Each of 

these four factors has attracted and inspired a large number of scholars and practitioners to

examine constructive and depressing matters that shape and direct our personal and work lives.

Besides a discussion of what has been found related, or was unrelated to previous studies, the

researcher sheds light on some derogatory things mentioned by the respondents of this study.Previous 

studies, such as Rout (2000), construed that improper communication systems, is one of the prime 

reasons of job dissatisfaction. Similarly, the current study found that one-way communication and

researcher views that debates require a great understanding of the topic, usually involving government 

policies, rules and regulations, and such arguments should be supported by evidence from experts. 
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Thus, a large number of employees in the selected college, who were juniors, were likely to be unable 

to converse, or debate effectively, due to their limited backgrounds, or experiences. Besides, several 

respondents in the college stated that one-way communicationI was another contentious issue. They 

added to previous studies, that communication is a lot more than information transfer. Rather, feelings 

need to be considered. 

According to Ivancevich, Konopaske and Matteson (2008, p. 350), “serious problems arise when 

directives are misunderstood, when casual kidding in a work group leads to anger”. Therefore, they 

noticed that the question is not whether managers engage in communication. Rather, the pertinent 

question is whether managers will communicate well or poorly. Additionally, the researcher found that 

communication that is assertive, direct and powerful might send a wrong signal to Thai people, due 

to cultural dimensions. The respondents of the current study stated that their superiors made them feel 

unappreciated and, therefore, they gave up on working hard. Thus, the researcher interpreted these 

decision makers, to increase their employees’ productivity.  Another critical argument found in Rout’s 

(2000) study was that an effective working atmosphere and employees’ career path  must be taken 

into account, in order to retain the workforce. Speaking of the working environment, the respondents 

of this study explicitly illustrated a plethora of factors that weaken an effective working environment, 

such as poor evaluation systems, inaccurate organizational structures, the absence of training courses 

Nevertheless, the researcher should acknowledge that a perfect working environment means

different things to different people. Hence, only sub-theories, rather than theories, would be

appropriate to compile possible factors that contribute to an amiable environment in the workplace. 

 Moreover, the current study demonstrated, as did previous ones, that the disregard of the

employee’s career paths would result in worker alienation, lack of commitment and loyalty, and

eventually resignation from the job. Although it is commonly believed that a leader’s primary role is 

organization’s culture involves minimum autonomy and maximum restrictions on either the employee, 

or the employer; a limited budget, or facilities, are further reasons which may reduce a leader’s

capability to contribute to the career development of others. Additionally, Hunsaker and Hunsaker 

responsibility in managing their own careers, before receiving any support to add to their

competencies.  

Lacy and Sheehan (1997) added more aspects of work satisfaction, such as sense of community 

and strong relationships among people, whereas the current study showed that one of the motives that 

pushed many employees to quit, was that building relationships between junior and senior employees 

was prohibited, or almost banned to avoid receiving negative feedback, or poor impressions of seniors. 

Collaboration and building relationships among people are the basis of working, and are strongly 

connected with the success and the development of a workplace. Nonetheless, an authoritative feature 

and engagement inherent in human nature. Meanwhile, being too authoritative, or too friendly, may be 

dangerous depending on the people’s personalities, the degree of relationships among them, and the 

other, share some views and emotions, and engage in activities together. Therefore, building

workplace.    

Employees have a sense of loyalty toward their organizations, as they become an important part 

of their small work groups (Stark, 2004). The respondents of the current study expressed almost the 

same opinion as Stark, when they noticed that, “what makes the college go from bad to worse, is 

that the employees do not feel loyal to the college”. The issue of loyalty in organizations has been

debated for several decades, to increase productivity, save resources, enhance reputation, etc.However, 
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is culture. Many believe that organizations’ cultures impact on the degree of employee loyalty, which 

in turn leads to a positive working performance, and long-term working commitment. Moving to

irresponsible at work, and that they are lacking adequate information, or knowledge about their duties. 

As such, the researcher concluded that employees who have information would automatically become 

responsible and those who have information and do not take the responsibility are considered

exceptions. Accordingly, the organization’s training and career development programs can build

employees’ knowledge, skills, and capabilities which, by extension, contribute to a high level of

performance. 

 Further, unconstructive perceptions and imbalanced opportunities in the current study were 

powerful reasons that led to job dissatisfaction. Interestingly, and on the contrary, Nelson and Quick 

behavior, which goes beyond the call of duty. In addition to that, Nelson and Quick referred to some 

factors that have an effect on job satisfaction, such as an exigent work, cherished compensations, 

opportunities for development, skilled management and supportive co-workers. Similarly, Lacy and 

Sheehan (1997) showed that themes connected with an effective pedagogic setting, engaged in the 

whole. Ultimately, the researcher recommends the following questions to be investigated in further 

studies: 

 What are the strategies needed to reduce the power vacuum between superiors and subordinates 

with regard to the Thai culture and beliefs? 

 How can we change the perception that administrative employees are less important than

academics in an educational setting in Thailand? 

 What are the strategies that could make employees behave as business partners in their

workplace? 

The researcher selected the qualitative approach for this study, in order to establish insight,

believability and trustworthiness. On the other hand, there has been an extraordinary amount of work 

on this topic, using the quantitative approach, and little has been done qualitatively. Thus, the re-

searcher recommends the substantial use of the qualitative approach in further studies related to

employee turnover, as it is concerned with people’s assumptions, feelings, and practices. Yiu and 

Saner (2008) alleged that the future young leaders with their limited skills of emotional intelligence 

in managing an increasingly demanding workforce could lead to more turnover, since their leadership 

style might be ineffective and unproductive causing their staff to leave the organization. Therefore, it 

would be helpful in further studies to use a grounded theory strategy, which might facilitate the

creation of a new theory, to recognize all feasible factors concerned with employee turnover in

organizations. According to Sakulkoo (2009, p. 87), grounded theory interviewing is quite different 

from in-depth interviewing:

An interviewer assumes more direct control over the construction of data

than most other methods, such as ethnography or textual analysis.

Grounded theory methods require that researchers take control of their

data collection and analysis, and in turn these methods give researchers

more analytical control over their material.

Concisely, in responding to the research question of this study, the motives that drove the

academic staff to quit their work, from the respondents’ view, were divided into four categories that 

have emerged as follows: (1) Ineffective system; (2) Behavioral issues; (3) Communication skills; and 

(4) Feelings of bias and mistrust. 
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