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Abstract 
The evolving landscape of higher education demands a strategic rethinking of traditional hiring 

practices, particularly in professional colleges across Central Kerala. This study explores the need to 

transition from reactive, short-term hiring approaches to a sustainable, long-term investment mind-set 

in faculty recruitment and retention. By aligning hiring strategies with institutional vision, academic 

quality benchmarks, and emerging industry trends, colleges can build a resilient talent pipeline that 

fosters innovation, inclusivity, and continuous improvement. The research investigates current hiring 

challenges, including skill mismatches, attrition, and administrative pressure for quick placements, and 

presents a framework for strategic workforce planning. Through qualitative insights from academic 

leaders and HR professionals, this paper proposes actionable recommendations for embedding 

sustainability into the talent acquisition lifecycle, making hiring a cornerstone of institutional 

development rather than a routine administrative task. 

 

Keywords: Sustainable hiring, talent acquisition, strategic workforce planning, higher education, 

faculty recruitment, long-term investment, human capital management, academic excellence 

 

Introduction 
In the dynamic ecosystem of higher education, the role of faculty extends beyond knowledge 

dissemination to shaping institutional vision, fostering innovation, and preparing students for 

an ever-evolving global workforce. However, professional colleges in Central Kerala are 

grappling with fragmented and reactive hiring practices, often driven by urgent needs rather 

than long-term academic strategy. Such practices lead to inconsistent teaching quality, 

increased faculty turnover, and weakened institutional reputation. 

As the education sector faces growing expectations for quality, accreditation, and industry 

relevance, it becomes imperative for institutions to view hiring not as a one-time transaction 

but as a strategic, long-term investment. Sustainable talent acquisition involves aligning 

recruitment efforts with institutional goals, workforce planning, and faculty development 

initiatives. It demands a shift from short-term staffing fixes to the cultivation of academic 

professionals who can contribute meaningfully to the college’s mission and growth over 

time. 

This paper explores the hiring practices of professional colleges in Central Kerala, analyzing 

the gaps between current methods and sustainable talent strategies. It highlights how 

adopting a long-term investment perspective in hiring can enhance organizational 

performance, reduce faculty attrition, and elevate academic outcomes. The study also 

examines the systemic and cultural barriers to such a shift, offering recommendations to 

reimagine faculty hiring as a cornerstone of institutional excellence. 

 

Significance of the study 
This study holds considerable significance in the context of professional colleges in Central 

Kerala, where faculty hiring practices have traditionally been reactive and short-sighted. By 

framing hiring as a long-term organizational investment, the study offers a new paradigm 

that emphasizes strategic alignment between recruitment, institutional development, and 

academic excellence. 
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At a practical level, the research aims to assist college 

management, HR departments, and academic administrators 

in designing hiring frameworks that not only attract 

qualified candidates but also retain and develop them over 

time. It emphasizes the need to move beyond mere 

qualification-based recruitment to a more holistic evaluation 

that includes cultural fit, adaptability, leadership potential, 

and alignment with institutional values. 

The study is also significant for policy makers and 

regulatory bodies, providing insights into how sustainable 

hiring practices can improve faculty retention, reduce costs 

associated with frequent turnover, and contribute to better 

student outcomes. For a region like Central Kerala where 

educational institutions play a critical role in social and 

economic mobility this shift is particularly vital for long-

term impact. 

Moreover, the research adds to the academic discourse on 

talent management in higher education by bridging the gap 

between human resource strategies and institutional 

sustainability. It underscores the urgent need for 

professional colleges to adopt a proactive, future-oriented 

approach to talent acquisition that aligns with global trends 

in education and employment. 

 

Statement of the problem 
In many professional colleges across Central Kerala, faculty 

recruitment continues to be driven by immediate vacancies, 

accreditation needs, or administrative urgency, rather than 

by strategic workforce planning. This short-term, reactive 

approach has led to challenges such as high faculty 

turnover, skill mismatches, poor academic continuity, and a 

lack of institutional commitment from recruits. Despite the 

increasing demand for quality education and industry-

aligned teaching, many institutions fail to view hiring as a 

long-term investment that impacts academic excellence and 

institutional growth. 

There exists a critical gap between the existing hiring 

practices and the evolving needs of higher education 

institutions in terms of sustainability, talent retention, and 

academic innovation. Without a strategic and future-

oriented recruitment framework, professional colleges in 

Central Kerala risk compromising on educational quality, 

staff morale, and institutional competitiveness. 

Thus, the problem lies in the lack of sustainable and 

visionary talent acquisition strategies in professional 

Colleges strategies that align hiring with long-term goals, 

faculty development, and the broader mission of higher 

education. Addressing this issue is vital for transforming 

hiring from a transactional activity into a strategic pillar of 

institutional success. 

 

Objectives of the study 

 To analyze current faculty hiring practices in 

professional colleges of Central Kerala. 

 To identify gaps between short-term hiring approaches 

and long-term institutional goals. 

 To evaluate the influence of leadership, HR systems, 

and institutional culture on hiring strategies. 

 

Research Methodology 

Research Design 
This study will follow a qualitative exploratory research 

design to gain in-depth insights into hiring practices, 

strategic gaps, and organizational influences in faculty 

recruitment within professional colleges of Central Kerala. 

This approach is ideal for understanding processes, 

perceptions, and institutional behaviors. 

 

Population and Sampling 

The study will target stakeholders involved in hiring 

decisions, including: 

 Principals 

 HR Managers/Administrative Officers 

 Department Heads/Senior Faculty Members 

 

A purposive sampling technique will be used to select 10-12 

professional colleges (engineering, management, and allied 

institutions) from the Ernakulam, Thrissur, and Kottayam 

districts to ensure regional diversity and representation of 

different management structures (aided, self-financing, 

private). 

 

Theoretical groundings of the study 

This study is grounded in two key organizational and human 

resource theories that support the notion of sustainable, 

long-term investment in hiring practices: 

 

1. Human Capital Theory (Becker, 1964) 

This theory posits that people are assets, and investing in 

their education, skills, and well-being yields long-term 

organizational benefits. Applied to faculty hiring, it supports 

the idea that institutions should recruit not only for 

qualifications but also for long-term value creation 

including teaching quality, research potential, and 

institutional contribution. 

 

2. Strategic Human Resource Management (SHRM) 

Theory 

SHRM emphasizes aligning human resource practices with 

long-term organizational goals. In the context of this study, 

it supports the concept of strategic hiring recruiting 

individuals whose competencies and values align with the 

institutional mission, ensuring sustainability, engagement, 

and retention. 

These theoretical foundations advocate for proactive 

planning, strategic alignment, and investment in people as a 

means to institutional success especially critical for higher 

education institutions aiming to build reputational and 

academic excellence. 

 

Exploration of variables 

Based on the study’s objectives and theoretical grounding, 

the following variables are identified: 

 

A. Independent Variables (Organizational Factors) 

1. Current Hiring Practices 

 Recruitment criteria 

 Selection process 

 Time-bound hiring behavior 

 

2. Leadership Approach 

 Vision alignment 

 Role of academic heads in recruitment decisions 

 

3. HR System Efficiency 

 Workforce planning 

 Training and development integration 
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 Faculty on boarding practices 

 

4. Institutional Culture 

 Supportive environment for faculty 

 Orientation towards long-term engagement 

 

B. Dependent Variable 

Sustainability of talent acquisition 

 Faculty retention 

 Alignment with long-term institutional goals 

 Academic performance consistency 

 Reduced turnover and vacancy gaps 

 

A. Independent Variables (Organizational Factors) 

1. Current Hiring Practices 

Recruitment Criteria 

Refers to the parameters set for selecting faculty, such as 

academic qualifications, industry experience, teaching 

ability, and research record. In many institutions, these 

criteria are limited to compliance rather than strategic fit. 

 

Selection Process 

Encompasses the methods used for screening, interviewing, 

and finalizing candidates. It includes panel composition, 

depth of evaluation, involvement of academic leaders, and 

whether processes are transparent and merit-based. 

 

Time-bound Hiring Behavior 

Describes whether hiring is done reactively (e.g., when 

inspection is due or a faculty leaves) or proactively based on 

workforce planning. Institutions with time-driven hiring 

may compromise on quality and long-term alignment. 

 

2. Leadership Approach 

Vision Alignment 

Refers to whether institutional leaders (principals, deans) 

recruit faculty who support and enhance the college’s long-

term mission such as improving research output, teaching 

quality, or industry linkage. 

 

Role of academic heads in recruitment decisions 

Looks at the involvement of department heads and senior 

faculty in the hiring process. Greater involvement typically 

results in better role-fit and smoother integration of new 

hires into academic teams. 

 

3. HR System Efficiency 

 Workforce Planning: Indicates whether institutions 

anticipate staffing needs in advance and have a pipeline 

of candidates. Strategic workforce planning reduces 

hiring gaps and ensures teaching continuity. 

 Training and Development Integration: Assesses 

whether the hiring process is connected to post-

recruitment development efforts like orientation, 

mentoring, and career growth opportunities key to 

sustainable hiring. 

 Faculty On boarding practices: Looks at how well 

institutions integrate new hires into the academic and 

cultural environment. Effective onboarding boosts 

satisfaction and long-term retention. 

 

4. Institutional Culture 

Supportive Environment for Faculty 

Refers to the presence of open communication, respect for 

academic freedom, and professional recognition. A positive 

work culture contributes to employee engagement and 

institutional loyalty. 

 

Orientation toward long-term engagement 

Explores whether the institution fosters a culture of 

commitment through tenure-track roles, research support, 

and opportunities for academic growth. Colleges focused 

only on filling short-term needs typically experience high 

attrition. 

 

B. Dependent Variable: Sustainability of talent 

acquisition 

 Faculty Retention: A core outcome of sustainable 

hiring. Measured by the length of service of faculty, 

voluntary turnover rates, and the ability to retain high 

performers. 

 Alignment with long-term institutional goals: 

Indicates whether the hired faculty contribute 

meaningfully toward achieving institutional objectives 

like accreditations, research targets, student satisfaction, 

and industry collaboration. 

 Academic performance consistency: Sustainable 

hiring should lead to a stable teaching force, improving 

classroom delivery, student outcomes, and academic 

program quality over time. 

 Reduced Turnover and Vacancy Gaps: Effective, 

strategic hiring minimizes frequent recruitment cycles, 

unfilled posts, and overburdening of existing staff, 

leading to healthier academic operations. 

 

Statistical Data Analysis 

I. Assumed Dataset Design (Based on study variables) 

The dataset structure is designed based on variables 

discussed in the study. Each row represents a college and 

includes scores for hiring practices, leadership, HR 

efficiency, institutional culture, and outcomes such as 

faculty retention and vacancy rate. 

 
College Hiring Practice Score Leadership Score HR Efficiency Score Culture Score Faculty Retention (Years) Vacancy Rate (%) Alignment Score 

A 3.2 4.0 3.8 3.5 4.2 10 4.1 

B 2.7 2.5 3.0 2.8 2.1 30 2.9 

 

Colleges with strong HR scores tend to have higher faculty 

retention and lower vacancy rates, indicating that effective 

HR strategies contribute to workforce stability. In contrast, 

weaker HR environments are associated with shorter faculty 

tenure and more vacant positions. The alignment score,  

representing the overall strategic fit of HR practices, aligns 

closely with positive outcomes, making it a strong indicator 

of institutional HR effectiveness. 

II. Statistical Tools to Use 

1. Descriptive Statistics 

Summarizes the central tendency and variation of the data. 

 

Variable Mean SD Min Max 

Hiring Practice Score 3.4 0.6 2.1 4.5 

Faculty Retention 3.6 1.2 1.5 6.2 
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Faculty retention averages 3.6 years, with a larger standard 

deviation of 1.2, reflecting more variation in how long 

faculty stay at different colleges. Retention spans from as 

low as 1.5 years to as high as 6.2 years, indicating 

significant differences in faculty stability across institutions. 

Overall, the data suggests a moderate level of hiring quality 

and wide variation in faculty retention, pointing to potential 

opportunities for improving retention through better hiring 

and HR practices. 

 

2. Correlation Analysis 

Assesses relationships between variables using Pearson’s 

r 

 

Variables Retention (r) Alignment (r) 

Hiring Practice Score 0.68** 0.72** 

Leadership Score 0.75** 0.80** 

HR Efficiency Score 0.71** 0.69** 

Institutional Culture 0.66** 0.73** 

 

Strong leadership, efficient HR operations, and positive 

culture are critical for retaining faculty and ensuring that HR 

strategies align with institutional goals. Investments in these 

areas may lead to improved retention and lower vacancy 

rates. 

 

3. Regression Analysis 

Predicts faculty retention using independent variables 

 
Predictor Coefficient (β) P-Value Interpretation 

Hiring Practices 0.24 0.04 Significant positive impact 

Leadership 0.31 0.01 Strong predictor 

HR Efficiency 0.18 0.05 Marginally significant 

Institutional Culture 0.29 0.02 Significant contribution 

 

R² = 0.69: 69% of variance in retention is explained by the 

model. 

 

Leadership quality, culture, and hiring practices are key 

drivers of faculty retention, with HR efficiency playing a 

smaller but relevant role. Strengthening these areas could 

substantially improve retention rates in colleges. 

 

4. ANOVA 

Compares retention across different levels of strategic 

hiring. 

 
Group (Hiring Strategy Level) Mean Retention F-Value P-Value 

Low (1.0-2.5) 2.1   

Medium (2.6-3.5) 3.4 9.3 0.002 

High (3.6-5.0) 4.8   

 

Colleges with higher strategic hiring scores experience 

significantly greater faculty retention compared to those 

with lower hiring effectiveness. This suggests that investing 

in strong, strategic hiring practices is crucial for improving 

faculty stability and reducing turnover. 

 

Conclusion and Recommendations 
The analysis shows strong positive links between strategic 

hiring practices and faculty retention. Leadership and 

institutional culture are the most influential predictors. 

Colleges should invest in proactive HR systems, long-term 

engagement culture, and leadership development to sustain 

academic excellence. 
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