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Abstract- Talent management is the systematic attraction, identification, development, engagement/ retention and 

deployment of those individuals with high potential who are of particular value to an organization. 

            Management education in India is considered as professional education and hence it comes under the purview 

of AICTE which is a regulatory and quality maintenance body of Govt. of India. The guidelines for faculty recruitment 

are prescribed but their other service related benefits are not ensured by the promoters of these institutions. Moreover 

only few institutions adhere to the norms laid by government bodies and most of the institutions refrain from following 

them. These organizational conditions lead to faculty turnover intentions that cause serious damage to management 

education and its quality and credibility. 

            Faculty turnover as an education problem has received more attention recently as business schools failed to 

attract and retain talented faculty members which resulted in deteriorating the quality of business education. 

            The present research is an attempt to find the relation between Recognition and faculty retention. The study 

implies that recognition as an important human resource factor for the retention of faculty members in self-financed 

institutions offering professional education like management programme.  

 

I. INTRODUCTION 

alent management is fast gaining a top priority for organizations across the world. The various aspects of talent 

management are recruitment, selection, on-boarding, mentoring, performance management, career development, 

leadership development, replacement planning, career planning, recognition and reward (Romans and Lardner, 2006; 

Heinen and O’Neill, 2004; Scheweyer, 2004). Talent has become the key differentiator for human capital management 

and for leveraging competitive advantage. 

          Talent management is the systematic attraction, identification, development, engagement/ retention and 

deployment of those individuals with high potential who are of particular value to an organisation. 

          According to Blass (2008), talent management can be defined as “the additional management, processes and 

opportunities that are made available to people in the organization that are considered to be talented”. Industries such 

as education, consulting and other professional. 

          Talent management pertains to making an investment in people development, by identifying talented individuals 

to develop for leadership roles in the organization/ institution (Gay and Sims, 2006). Talent management is the 

systematic effort to recruit, develop and retain highly productive and promotable employees or human resource 

(Rothwell and Kazanas, 2003) Talent management pertains to making an investment in people development, by 

identifying talented individuals to develop for leadership roles in the organization/ institution (Gay and Sims, 2006). 

Talent management is the systematic effort to recruit, develop and retain highly productive and promotable employees 

or human resource (Rothwell and Kazanas, 2003) 

          Management education in India is considered as professional education and hence it comes under the purview of 

AICTE which is a regulatory and quality maintenance body of Govt. of India. The guidelines for faculty recruitment 

are prescribed but their other service related benefits are not ensured by the promoters of these institutions. Moreover 

only few institutions adhere to the norms laid by government bodies and most of the institutions refrain from following 

them. These organizational conditions lead to faculty turnover intentions that cause serious damage to management 

education and its quality and credibility. 

          Faculty turnover as an education problem has received more attention recently as business schools failed to attract 

and retain talented faculty members which resulted in deteriorating the quality of business education. 
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II. OBJECTIVES OF THE STUDY: 

1. To explore the attitude of faculty towards retention in business schools. 

2. To find out how Work Evironment is related with retention. 

 

III. HYPOTHESIS : 

 

The Work Environment is positively correlated with retention. 

 

Research Methodology_ The methodology used to achieve the desired objectives are as follows 

 Nature of Study: Field Study 

 Research Design: Correlation design 

 Sample size: sample of the study comprises of 200 faculty members employed in business schools. The data 

was collected from 25 management institutions located in and around Lucknow the capital of largest populated 

state of India. 

 

          Work Environment refers to the working conditions ,neatness, hygiene, and infrastructure.  It includes physical 

environment as well as conducive mental climate required for smooth performance of the employee. When the work 

environment is good it leads to greater job satisfaction and greater motivation leading to enhanced performance 

 “Work Environment” has been identified as second factor/ construct which represents the overall academic and social 

recognition of a faculty member working with academic institutions.  

 

IV. ATTITUDE TOWARDS RETENTION SCALE:  

          This Scale was also developed by the researcher. It assesses the attitude of faculty to remain in the job. The scale 

has four items. Cronbach alpha and item test correlation were obtained which assures its reliability and validity. The 

higher the score, the lesser the retention of faculty. 

          As per our sampling plan total of 200 responses were collected with our predesigned questionnaire and processed 

with SPSS 20 version for the purpose of checking the reliability which has yielded the results given below. 

The processed tables show the Alpha value of all the responses under work environment that were asked with faculty 

respondents has shown value, which is greater than the standard value 0.60. This outcome value shows higher reliability 

of the variable under study.  

 

Table 1: Reliability Statistics 

 

Human Resource Factors (HR Factor) Cronbach's Alpha N of Items 

Working Environmment .926 5 
 
Data analysis and interpretation:  

Table 2: Tabulated Mean, standard deviation 

 

Constructs Measurement Mean Standard 

 Items (code)  deviation 

Work Environment HWE 4.07 .65 

 HWE2 4.32 .62 

 HWE3 4.13 .51 

 HWE4 4.13 .58 

 HWE5 4.11 .63 

 

  

Retention RET1 4.32 .632 

 RET2 4.28 .626 

 RET3 4.34 .565 

 RET4 2.19 .810 
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          Table 2 shows the mean values of each item and the standard deviations has been shown which gives a glimpse 

of total responses of the factor of the study and item that is supposed better. For all of the items the maximum score that 

could be obtained by respondents was five indicative of strong agreement while the minimum score obtained could be 

one indicative of strong disagreement score of three indicates the neutral category. 

 

V. CORRELATION ANALYSIS 

          In our study correlation coefficient will explain the degree of correlation between dependent and independent 

variables which will facilitate us to draw some meaningful conclusions. 

The results are summarized in the table below. 

Pearson Correlation between major study Variables (n=200) 

Table 3: Correlation of Work Environment with Retention. 

 

  RET HWE 

RET Pearson 1  

 Correlation   

HWE Pearson .608 1 

 Correlation   

 

          The above table shows that the variable Work Environment is positively correlated with retention of faculty. The 

magnitude of most of the correlations is quite large and reaches the level of significance, that represent that faculty 

members would like to stay in the organisation if they are given proper Work Environment. They remain in the 

organisation and have high aspirations for academic contribution to the institution of management studies. Hence it is 

a matter of great concern to the higher education department in general and professional education like management 

studies in particular that the initial phase of expansion of intuitions has gone, now the quality phase of education has 

come which should be recognised by all important stake holders (students, faculty members, parents etc.) government 

and society at all. 

          The above result helps us to retain hypothesis stating “Good Workng Environment will be positively correlated 

with retention. 

  

   Analysis of Variance 

Work Environmentand retention 

 

Table 4: Work Environment and Retention 

 

ANOVA 

  

 Sum of Df Mean Square F Sig. 

 Squares     

      

Between Groups .413 3 .138 .939 .002 

      

Within Groups 31.124 212 .147   

      

Total 31.537 215    
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          From the table 4, it can be concluded that means are not equal because here p-value is .002 which is less than .05, 

the assumed level of significance. Therefore, the null hypothesis is rejected. This means that retention rate differs from 

recognition’s items i.e. I am recognized and respected because of my institute, Institute carry brand image with me, 

When I am recognized I feel proud of my job, I get preference and privileged at other institutions and my institute is 

well recognized in the state. 

 

          The above table is the output reports of an analysis of variance (ANOVA). “F-ratio” represents the ratio of the improvement in 

prediction that results from fitting the model, relative to the inaccuracy still exists in the model (Field, 2005). From the table we can see, 

F is 0.939, which is significant at p (sig.) value <.005, i.e. 0.001< 0.005. This result tells us that there is less than a 0.5% chance of F-

ratio being this large. Therefore, the regression model significantly improved our ability to predict retention (outcome, or predictor 

variable). 

 

VI. MAJOR FINDINGS 

          The major finding related with each practice is mentioned below in terms of their relative importance. 

          All the Human Resource factors and organizational factors are positively and significantly correlated with each other. 

          The variable used in the study i.e. Work Environment is positively correlated with retention of faculty. 

 

          Work Environment which is a human resource factor has also been found to be an important predictor of faculty retention 

(b=0.319).The analysis of variance suggests that means are not equal because here p-value is .002 which is less than.05, the assumed 

level of significance. This means that retention rate could differ from Work Environment items i.e. I am recognized and respected 

because of my institute, Institute carries a brand image with me, When I am recognized I feel proud of my job, I get preference and 

privileges at my institution and my institute is well recognized in the state. 

 

VII. IMPLICATIONS OF THE STUDY 

          The present research study would be useful to all the management professionals in human resources area in general and to the 

promoters and managers of educational institutions in particular. The research findings would suggest the professionals and 

administrators of educational institutions as how to manage their vital human resources i.e. the faculty members, how to get maximum 

output in the form of students satisfaction, satisfaction of faculty members and improved the academic environment. The finding of the 

study imply that the Work Environment is one of the important human resource factor for the retention of faculty members in self-

financed institutions offering professional education like management programme.  
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