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ABSTRACT 

In the scenario of increasing demand for management education, number 

of B-schools have mushroomed, but unfortunately, required quality is not 

maintained, which has lead to lack of job opportunities and high 

expectations from the employers. Knowing the dearth of quality education 

and increased rate of faculty member’s attrition in the last few years with 

the increase in number of B-schools in Bangalore, the management has the 

challenge of conjoining its goals with the faculty aspirations, in order to 

successfully overcome the problem of high attrition and attracting and 

retaining the best performers. For solving the problem of attrition of 

faculty members, retention of faculty members is inevitable for the success 

of B-schools. The study is an attempt to understand and contribute to the 

scenario. To know the strategies adopted by B-schools, towards retention 

of faculty members, data is collected from the respective respondents, 

through survey method using systematically arranged questionnaire and 

information was collected from the management and faculty members of 

respective B-schools. In order to ensure quality education, there is need for 

strategies for recruiting and retaining talented faculty members. The need 

of the hour for every B-school is, motivating and retaining such faculty 

members and to think and adopt a vigorous human resource policies 

which would really give confidence about the institute in their minds. 
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Faculty members are keen about such strategic career moves which assures 

employment and satisfaction towards job security.  

 

Key Words: Retention, Strategies, Attrition, Quality, Retention 

INTRODUCTION 

Talented employees have clear expectations of their employer and 

organization. As talent becomes more elusive it will be increasingly tough 

to keep great people. The faculty member’s shortage has remained serious 

and has been growing with the rapid increase in the B-school’s intake. A 

majority of management institutes are facing a severe crunch of skilled 

faculty that are capable of converting fresh graduates into productive 

managerial manpower-the right man to the right job at the right time. 

From the data it is clear that the numbers of B-schools are more in 

Bangalore, and the opportunities are also ample, giving scope for increase 

in attrition rate of faculty members. Therefore there is need for retention of 

faculty members at B-schools. The growing trend of multinational 

companies recruiting undergraduate in the place of post graduates  for the 

jobs like (sales and marketing executives, analysts, jobs in KPO’s, auditor 

firms, equity researchers) making difficult for the management 

professionals to compete in the existing business environment. In order to 

get good results in the scrutiny of the best academic standards and foray, it 

has become obligatory to retain the talented faculty members to prepare 

students to face the challenges of globalization. 

REVIEW OF LITERATURE 

Lynn 2002 defined retention as “a sum of all those activities aimed at 

increasing organizational commitment of workforce, giving them an 

overall ambitious and myriad of opportunities so that they can grow by 

outperforming others”.  

Griffeth and Hom 2002 the decision to stay with an organization is often 

unnoticed, but the reasons for employee’s stay are not always the same as 

the reasons why employees leave. Further they are of the opinion that, 

despite vast literature on attrition of employee, which focuses on 
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identifying factors that force employees to quit, much less is known about 

the determining factors that compel employees to stay. 

Johns 2001 specifies that, faculty members may remain in their 

organization, if he or she has a good working relationship with the people 

working around. Since, superior-peer relationship and working environment are 

the key factors to make sure employee retention.  

Zineldin 2000 in his article opines that, retention has been viewed in 

literature as, “an obligation to continue to do business or exchange with a 

particular company on an ongoing basis” and retention is not a simple 

concept and there is no single method / technique for keeping employees 

in an organization.  

Stauss et al. 2001 defined the term retention as “customer identification, 

commitment, liking, readiness to recommend as emotional-cognitive 

retention constructs, trust and repurchase intentions as behavioral 

intentions”.  Nirjar 2014  conclude that, retention strategies many a time 

imply as the major factor for competitive advantage of an organization and 

that can be achieved through the retention management. Heathfield 2005[7] 

in his article opines that, usually, organization would retain their 

employees for a particular period to utilize their skills and competencies to 

complete certain projects or execute tasks. Retaining willing and desirable 

employee is beneficial to any organization in attaining competitive 

advantage. This advantage cannot easily be replaced by other competitors 

in terms of producing high morale, which consequently resulting in 

customer satisfaction, sales generating, improved organizational learning 

and smooth management succession. Employee retention refers to “the policies 

and practices used by an organization to prevent valuable employees from leaving 

their job. It also involves taking actions to promote employees to remain in the 

organization for long time”.  

Bogdanowicz and Bailey 2002 has emphasized the concept of retention and 

explained that, retention is sum of all activities aimed at enhancing 

organizational commitment and indispensable to sustain business 

operations, however it can be very well proved as a competitive advantage 

for an organization in the long run. Present satisfactory financial 

conditions, intellectual capital and knowledge management are major 
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indicators of success. In order to sustain employee’s competitive 

advantage, employees with the right skills and abilities must be retained 

by the organizations.   

Voke 2002  and Lehman 2004 opines that, faculty job satisfaction is often 

cited and rendered important in both research on faculty attrition and 

faculty retention. Thus it is essential to manage talents and make them feel 

belonging and valuable towards institution.  

Gale Group 2006 studies suggests that, through retention strategies, 

organizational change can be more effectively adopted which satisfy the 

needs of all employees as a result enhances the ability of organizations. 

Ahlrichs 2000 retaining knowledgeable people is as important as hiring for 

the job by an employer, because employers are underestimating costs 

associated with turnover of key employees.   

Lew 2009 opines that, the emphasis on employee retention practices forces 

managements to focus more on such practices because of continuing global 

ranking for upgrading their institution.  

Agrela et. al. 2008 states the need to focus on the factors that affects 

retention of employees leading to growth and success of organizations. 

Jolliffe and Farnsworth 2003 state that, an organization’s success and 

survivability greatly dependent on employee evaluations, whereby “the 

organization have to put effort in retaining and satisfying their employees as the 

relationship between employee and employer’s satisfaction are significant”. 

Millmore et al. 2002 suggest that, the challenges of attrition of faculty could 

be addressed by introducing retention strategies that would help the 

organization keep the employees for long term.  Thomas 2000[16] says that, 

one of the key factor for long term stay of the employees in an 

organization, is due to incorporation of retention strategies. Retention 

factors incorporated enhances the needs and desires of employees at any 

age, and increase the employee job satisfaction, fidelity, and dedication.  

Griffeth et. al. 2000  states that, “an emphasis has to be is placed on 

retention factors while analyzing employees’ versions for why they stay, 

along with variables related to employee retention and turnover”.  
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Stovel  and Notis (2002)  a lot of effort has to be ensured by  employers in 

minimizing employee turnover, as employers are gaining increasing 

awareness as, employees are critical to organization since their values to 

the organization are not easily replicated.  

Porter et. al. 1974 stressed that, faculty motivation is important for faculty 

self satisfaction and accomplishments, because motivated teachers 

probably work more for educational reforms. Motivated teachers assures 

job satisfaction and decreased institutional absenteeism and turnover.   

Fuhrmann 2006 observed that, non-monetary benefits such as 

empowerment, recognition and feedback, are comparatively more 

influential than the monetary benefits. They are primary motivators for the 

workers inspiration to perform effectively.  

STATEMENT OF THE PROBLEM 

Faculty members leave an institution when there is a disparity between 

his/her desired career path and the path provided by an institution. There 

need to be a match and alignment between them. Facing the brunt of the 

high attrition rates and instability of the employees, management of B-

schools has been forced to look beyond the traditional ways and tools of 

motivating faculty members and performance management. Retention of 

faculty members is a greatest challenge before the B-schools. Therefore, 

retention of faculty members should not be the policy, it should be the 

strategy.  

Hence, a study on Relationship between Retention Strategies and Intention 

to Stay of the faculty members at B-schools in Bangalore-the present status 

and future directions is an attempt to provide with a solution to this 

ongoing problem and help management as well as individuals in reducing 

the attrition rate and developing career respectively.  

Hence this is a burning issue and the study is taken up to find out the 

possible solutions and also to understand the various driving forces, 

(controllable and non-controllable factor) which are resulting into faculty 

member’s attrition.  
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Objective of the study 

1. To understand the relationship between retention strategy and 

intention to stay at B-schools. 

Sources of data: The data for the study is gathered mainly from the 

primary and secondary sources.  

Primary data: The primary data was collected from teaching and 

supporting staff and other stake holders to gather their opinions by 

administering a questionnaire specifically designed for the purpose of this 

study. 

Secondary data: Secondary data was collected from research reports, 

magazines, Articles, internet, journals, related books, AICTE handbook, 

and KEA website and so on to find out the background for this study. 

The questionnaire was designed using the variables generated from the 

personal interviews and the reviews of literature. Researcher had used 12 

major variables/dimensions as given in the conceptual framework to 

address the research questions set out for 27 questions for faculty members 

and 23 questions   for the management of B-schools in Bangalore. 

Personal interviews 

Personal Interviews (informal conversations) were also more convenient 

for the faculty members as the interviews could be conducted when and 

where the faculty members wanted. Personal interviews were conducted 

in the preliminary research phase allowing the researcher to lead informal 

conversation. 

The researcher had informal conversations with the selected students of 

the respective institutions, faculty, principal, management and also with 

the faculty who left the institution very recently to know the different facts 

of strategic issues and subsequently to understand the practices of faculty 

retention management in their institutions. 
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Conceptual framework for study (Working Model) 
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Sample Size: The selected faculty members constitute a sample. For the 

study the sample size is 455 (for a population of 1500 at 95% confidence 

level, at ±1.96 confidence interval and with a standard deviation of 2.49. 

After due justification considering faculty distribution from each strata (B-

school categories), samples is justified. 

 

The study is based on sample survey. The total number of samples 

considered for this study is 407 faculty members from VTU and BU 

affiliated B-schools and 48 management faculty members from the same 

VTU and BU affiliated B-schools. 

 

Table 2: Number of samples for the study 

 

Faculty  

Members 

B - Schools 

Affiliated To 

Number Of 

Institutions 
Sample Size 

MANAGEMENT 

 

VTU 56 23 

BU 62 25 

 

FACULTY 

 

VTU 56 203 

BU 62 204 

TOTAL -- -- 455 
 

 

 

Co relational Analysis 

1. To understand the relationship between retention strategies and 

intention to stay among the B-school faculty members. 

Hypothesis  

Ho  : There is a relationship between retention strategies and 

Intention to stay among the B-school faculty members. 

Ha  : There is no relationship between retention strategies and 

Intention to among the B-school faculty members. 
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In this study, 12 different variables have been reduced to 3 

important factors/ variables which influence faculty member’s 

intention to stay. 

 

Table 1: Relationship between retention strategies and intention to stay 

among the B-school faculty members 

 

 

Retention strategies of the 

Institution 
 

Intention to stay 

F1:  Relationship 

Person Correlation 0.632** 

Sig. (1-tailed) 0.00 

N 407 

F2:  Career development 

Parson Correlation 0.410** 

Sig. (1-tailed) 0.00 

N 407 

F3: Compensation and 

benefits 

Parson Correlation 0.489** 

Sig. (1-tailed) 0.00 

N 407 

*. Correlation is significant at the 0.05 level  

(1-tailed).  

**. Correlation is significant at the 0.01 level 

 (1-tailed).  
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Theoretical frame 

 

 

 

 

 

 

Relationship between retention strategies and intention to stay among the 

B-school faculty members 

INTERPRETATION 

The above table shows the correlation between Intention to stay, 

relationship, career development and compensation and benefits. The 

correlation value between relationship and the intention to stay is 0.632 

and is significant at 1% level. Correlation between Career development 

and intention to stay is 0.410. For Compensation and Benefits and Intention 

to stay is 0.489, all the Intention to stay is significant at 1% level. Hence it is 

understood that, relationship has good correlation with intention to stay. 

Hence null hypothesis is acknowledged. 

Inference 

More number of faculty members agrees that, a good relationship with the 

superiors, peers and students increases faculty members’ intention to stay.  

FINDINGS OF THE STUDY 

1. Most of the faculty members agree that, quality of students is also a 

criterion which influences their decision to stay in the organization. 

 

0.632** 

F1: Relationship 

F2: Career 

Development Intention to stay 
0.410** 

0.489** 

F3: Compensation 

and Benefits 
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2. Majority of the faculty members agreed that, continuously 

nurturing competence and talents of faculty members have an 

impact on their continuity in the institution.  

3. All the faculty members agree that, there is need for adoption of 

retention strategies. 
 

4. The management members said that, they are following best 

retention strategies, but, the faculty members are contradictory to 

the statement of management members and the responses differ 

largely, and there is wide gap.  

5. All the management and faculty members agree that, the retention 

strategies are essential for the growth of an organization.  

6. Retention of employees is the sum of all the activities oriented 

towards increasing organizational commitment of workforce, giving 

them ample of opportunities which help them to grow by 

outperforming others. 
 

7. All the faculty members strongly agree that, the compensation 

component has a larger control on attrition among B-school faculty 

members compared to career development and relationship 

respectively.  

8. The reasons for employee’s stay are not all the time the same as the 

reasons why employees leave. Despite immense literature on 

employee turnover, which focus on identifying factors that force 

employees to leave. Only few literatures speak about the 

determining factors that force employees to stay. 

 

9. Superior-peer relationship and working environment are the key to 

make sure employee retention. 

The findings based on primary and secondary data disclose that, there is 

uniformity in the findings with respect to attrition of faculty members, and 

different human resource practices, which (acts as motivational factors) 

followed by B-schools and need for retention practices, that improves the 

quality of education in B-schools.   

Therefore the consistency may increase the validity of research which 

focuses on adoption of retention strategies in B-schools in Bangalore. 
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This research work has attempted to offer insights from the external and 

internal environment that could provide the government/respective 

universities, managements of institutions, departments and faculty 

members with suggestions on quality improvement in B-schools. 

SUGGESTONS 

1. Retention strategies through innovative practices like, Professional 

opportunities such as training, interaction with senior management 

and industry experts, increase in scale and scope of work and fast 

track promotions for the HIPOS (high potential employees) may be 

given to the employees.  

2. The practices like, fearless culture and an institutional direction 

where faculty members can remark honestly about the status quo, 

and can even  challenge it without fear of retribution develops a 

sense of ownership which reduces attrition. 

3. B-schools are recommended to offer team building opportunities, 

and can take care of faculty member’s personal feelings toward the 

job and satisfaction levels from their working conditions, superiors 

and peers, since these are the keys to make sure employee retention.  

4. B-schools should take measures to maintain good superior-

subordinate relationship. 

5. There is vast growth in the number of institutions, but adequate 

care must be taken to maintain quality standards. 

6. Associations of employees should be encouraged in B-schools. 

7. B-schools must go for formal exit interviews, as it will help in 

knowing the correct reason for attrition of an employee. 

8. If the internal environment and policies of an organization are not 

sound enough to attract and retain competent people, the structure 

of the institution gets weakened. Thus there is pressing need for 

creating HR department in B-schools, to avoid pay discrepancies 

and job security can be ensured.  

9. B-schools must implement attractive pay structure on par with the 

job market. 

10. Facilities like access to e-journals through digital libraries and 

connecting institutions to corporate should be provided by the B-

schools so that, faculty members will have job satisfaction which 

reduces attrition.  
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11. Intensives should be extended for good performers. 

12. Faculty members should develop a sense of belongingness and 

contribute towards team cohesiveness at the departmental level; this 

would bring overall growth of the institution. 

13. Faculty members should be the role model to the students in terms 

of knowledge, discipline and learning and make the management 

programme industry oriented. 

CONCLUSION 

Retention of faculty members can be a source of advantage for an 

institution only when it is administered in a proper way in order to make 

faculty members feel committed. Though an organization has recruited 

right employees, this is not enough, since there may be a difference 

between how employers try to retain employees regarding to how 

employees actually would prefer to be retained. An important factor is to 

make employees stay and reduce the turnover rate. The study has 

considered the target area, the higher educational sector, specially the b-

schools of Bangalore, an area where expertise is of absolute importance, 

and a long-term commitment of the right faculty member is important to 

the institution’s functionality, development and credibility as the process 

of replacing an employee is costly. From the, it can be depicted that, 

intension to stay by the faculty members is largely influenced by the 

relationship between, the management, faculty members. In order to 

ensure quality education, there is need for strategies for recruiting and 

retaining talented faculty members. The need of the hour for every B-

schools is motivating and retaining such faculty members and to think and 

adopt a vigorous human resource policies which would really give 

confidence about the institute in their minds. Retaining faculty members 

with knowledge, attitudes and skills, will benefit the management. Time 

flexibility is a significant causative factor for faculty member’s decision to 

leave. Hence, academic staff may be offered flexible working hours in 

terms of where and when to perform given task, accordingly they can 

balance their lifestyles, and also they may be offered non-financial rewards 

through recognition of their contribution towards career and institutional 

growth. Retention process can be congruently managed by some key 

factors, they are communication, organizational culture, compensation and 

benefits, strategy, career development policies and flexible work schedule. 
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Faculty members are keen about such strategic career moves which assures 

employment and satisfaction towards job security.  

Implications for theory and Practice 

Area of research carried out by the researcher is a promising opportunity 

for further study. An elaborate survey may be conducted and suggestions 

can be implemented. Research can be taken in other institutions like global 

institutions, which are coming to India, because of prime minister’s scheme 

for introducing foreign education system in coming years. In the present 

study, only a few parameters have been considered, towards retention of 

faculty members. In future, more innovative strategies can be 

recommended towards retention of faculty members. 

Limitations of the study 

 The study is limited only to VTU and BU affiliated colleges in 

Bangalore. 

 Since attrition is a sensitive issue, both employer and employee may 

hesitate to respond. 

 The variables taken for the study are limited to the significant 

variables in the pilot study. 

 The study period was restricted for a period of 4 years (i.e., from 

2012 to 2016). 
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