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ABSTRACT 
 

This research paper investigates the interconnected roles of talent management, employee satisfaction, 
and faculty retention within the context of private universities in India. As higher education institutions 
face rising faculty attrition, particularly in the private sector, there is an urgent need to develop 
sustainable human resource strategies that go beyond traditional retention mechanisms. Drawing on 
empirical data collected from 285 teaching professionals across 12 private universities, this study 
constructs a comprehensive framework that demonstrates how subjective talent management 
practices—such as recognition, leadership support, professional development, and transparent 
communication—affect employee satisfaction and, consequently, the intention to stay. A mixed-method 
approach was employed, incorporating quantitative survey data and thematic insights from open-ended 
responses. Statistical analyses including correlation and factor analysis validated the mediating role of 
employee satisfaction between talent management practices and retention outcomes. The findings reveal 
that when faculty members perceive a strong alignment between their professional goals and institutional 
HR policies, their commitment and retention likelihood significantly improve. The proposed framework 
emphasizes the need for academic institutions to adopt a holistic, data-informed, and people-centric HR 
approach. This includes investing in leadership engagement, sustained employee development, real-time 
feedback mechanisms, and strategic alignment between organizational objectives and employee 
expectations. This study not only contributes to academic discourse on talent retention in higher 
education but also provides practical recommendations for policymakers and HR professionals seeking 
to build long-term institutional capacity through human capital sustainability. By placing employee 
satisfaction at the core of talent strategies, private universities can foster an inclusive, stable, and high-
performing academic workforce.  
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Introduction 

The landscape of higher education in India has witnessed unprecedented growth in recent 
decades, marked by the rapid expansion of private universities. While this growth has contributed to 
increased access and diversity in academic offerings, it has also introduced complex challenges, 
particularly in human resource management. Among the most pressing concerns is the difficulty in 
retaining qualified and committed faculty members, which directly impacts institutional stability, teaching 
quality, and student outcomes. 
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Faculty retention is increasingly being recognized not merely as an operational issue but as a 
strategic imperative for educational institutions. In this dynamic environment, traditional approaches to 
employee retention, such as salary increments and promotions, are proving insufficient. A growing body 
of evidence points to the critical role of subjective talent management practices—those that address 
faculty members' psychological, professional, and developmental needs—in influencing their satisfaction 
and long-term association with the institution. 

 In private universities, where market-driven pressures are higher and job security can be 
comparatively lower, the need to focus on faculty satisfaction as a retention strategy becomes even more 
urgent. Practices such as effective leadership, recognition, transparent communication, professional 
development, and career planning contribute significantly to how faculty perceive their work environment. 
When such elements are systematically incorporated into human resource strategies, they can enhance 
faculty loyalty, reduce attrition, and create a culture of engagement and academic excellence. 

 Despite the increasing recognition of these factors, there is limited empirical research in the 
Indian context that integrates talent management, employee satisfaction, and retention in a unified 
framework—particularly within the higher education sector. This study aims to fill that gap by examining 
how talent management practices influence faculty satisfaction and, in turn, their decision to remain with 
the institution. 

 Through an empirical investigation involving 285 faculty members across 12 private universities 
in India, this paper proposes a holistic framework that links talent management, employee satisfaction, 
and retention. The study also highlights the mediating role of satisfaction and presents practical insights 
for academic leaders and HR professionals striving to develop sustainable, people-centered HR 
strategies in the higher education sector. 

 

Literature Review 

 Employee retention has been a subject of growing academic and organizational interest due to 
its direct impact on institutional performance, continuity, and employee satisfaction. In the context of 
higher education, particularly within private universities, the challenge of retaining qualified faculty is 
becoming increasingly complex due to rapid changes in employee expectations, competitive 
environments, and evolving talent management practices. 

 Recent research underscores the importance of subjective talent management practices—such 
as leadership support, recognition, fair performance appraisal, and opportunities for growth—as powerful 
predictors of retention (Verma & Bains, 2024; Krishnan et al., 2023). These practices not only address 
the external motivators such as compensation and benefits, but also cater to intrinsic needs like respect, 
purpose, and professional identity. The mediating role of employee satisfaction in the relationship 
between talent management and retention has also gained attention (Bag, 2022; Bhatia & Williams, 
2023). Satisfied employees are more likely to be engaged, committed, and willing to stay even when 
external opportunities arise. 
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 Studies in the Indian context reveal that institutional climate, managerial support, and 
recognition significantly impact faculty members’ intention to stay (Kavidayal& Bhatt, 2021; Choudhari 
&Ikharkar, 2022). Bala (2021) emphasizes that faculty in private universities often experience ambiguity 
in roles and lack of clear growth paths, contributing to high turnover. Similarly, Vas and Mohan (2022) 
point out that sustained engagement strategies are essential for maintaining employee loyalty. 

 The literature also introduces the technological perspective, especially with the growing role of 
AI in talent analytics. Researchers like Qin, Zhang, and Cheng (2023) and Nosratabadi et al. (2022) 
review how predictive models and employee lifecycle data can help forecast attrition risks and inform 
proactive HR strategies. These innovations offer private universities the ability to strategically manage 
their academic workforce. 

 Classic theories continue to offer valuable insights. Herzberg’s Two-Factor Theory (1959) 
identifies hygiene and motivator factors as central to satisfaction and retention, while Eisenberger et al. 
(1990) underscore the significance of perceived organizational support in building loyalty. Allen and 
Meyer (1990) distinguish affective, continuance, and normative commitment, providing a psychological 
lens to understand faculty decisions to remain in institutions. 

 International research also contributes useful comparisons. For example, Yamamoto (2011) in 
Japan and Ng’ethe et al. (2012) in Kenya identified performance support, clear job roles, and institutional 
alignment as critical to academic staff retention. Furthermore, studies by Allen et al. (2010) and Oladapo 
(2014) demonstrate that organizations with robust talent management systems can significantly reduce 
turnover by aligning career aspirations with institutional goals. 

 Overall, the literature supports a comprehensive view that integrates subjective talent 
management practices with employee satisfaction as a mediating mechanism. This relationship is 
influenced by multiple institutional, technological, and personal factors that shape the modern academic 
environment. These insights collectively suggest that sustainable academic human resource strategies 
should prioritize individualized career development, inclusive decision-making, and consistent leadership 
engagement. In summary, building faculty-centric organizational cultures that are adaptable, supportive, 
and strategically aligned with retention goals is not only desirable but essential for the long-term success 
of private higher education institutions. 

 The literature indicates a strong correlation between employee satisfaction and retention 
(Herzberg, 1959; Hom & Griffeth, 1995). Recent studies also emphasize the role of subjective talent 
management practices—such as autonomy, recognition, leadership, and development opportunities—in 
enhancing faculty engagement (Christeen, 2015; Monga & Monga, 2018). Employee satisfaction is 
increasingly understood not just as a standalone outcome but as a mediating factor that channels the 
impact of institutional policies into long-term employee commitment. 

Conceptual Framework Overview 

 This framework is based on the idea that Subjective Talent Management Practices directly 
impact Employee Satisfaction, which in turn mediates their influence on Faculty Retention. The 
relationship is reinforced by institutional factors such as leadership support, recognition systems, and 
development opportunities. 

Core Constructs and Relationships 

Construct Definition Role in 
Framework 

Talent Management 
Practices 

Subjective practices like recognition, leadership 
involvement, career advancement, autonomy 

Independent 
Variable 

Employee Satisfaction Faculty’s emotional and cognitive evaluation of their 
work environment and HR policies 

Mediating Variable 

Faculty Retention The faculty’s intent and behavior to remain with the 
institution long-term 

Dependent 
Variable 

 

Hypothesized Relationships 

H1:  Talent management practices positively influence employee satisfaction. 

H2:  Employee satisfaction positively influences faculty retention. 

H3:  Employee satisfaction mediates the relationship between talent management and faculty 
retention. 



150 International Journal of Advanced Research in Commerce, Management & Social Science (IJARCMSS) - October-December, 2025 

Objective of the Study 

• To examine the impact of subjective talent management practices on employee satisfaction. 

• To investigate the role of employee satisfaction in influencing faculty retention. 

• To develop a strategic HR framework linking talent management, satisfaction, and retention. 

Methodology 

• Approach: Mixed-method 

• Sample: 285 teaching employees from 12 private universities in India 

• Data Collection Tool: Structured questionnaire with Likert-scale and open-ended questions 

• Statistical Tests Used: Descriptive statistics, correlation analysis, reliability testing (Cronbach’s 
Alpha), and exploratory factor analysis (EFA) 

Data Analysis 

 The analysis revealed strong positive correlations between talent management dimensions 
(recognition, leadership, career growth) and employee satisfaction. Satisfaction showed a significant 
positive correlation with faculty retention intentions (r > 0.6, p < 0.01). Factor analysis identified key 
dimensions such as "Supportive Leadership," "Recognition and Reward Systems," and "Developmental 
Opportunities". These formed the basis of the proposed framework. 

Proposed Framework: Sustainable Academic HR Practices 

The framework integrates three core pillars: 

• Talent Management: Encompassing recruitment, support systems, and non-monetary rewards 

• Employee Satisfaction: As a mediating and dynamic process influenced by HR practices 

• Faculty Retention: As an outcome linked to institutional stability and academic quality 

 

Discussion 

 Institutions must recognize that retention is not merely a function of salary or job security but a 
broader outcome of how employees perceive value, respect, and purpose. By embedding talent 
management in daily HR operations and aligning it with faculty expectations, universities can foster long-
term engagement. 
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Recommendations 

• Implement regular feedback and recognition programs 

• Design personalized faculty development pathways 

• Ensure transparent career progression structures 

• Invest in supportive academic leadership 

Conclusion 

 This study concludes that the integration of talent management practices and employee 
satisfaction is not only critical but foundational for fostering sustainable faculty retention in private 
universities. The evidence from this research strongly indicates that subjective talent management 
elements—such as transparent communication, personalized career development, consistent leadership 
support, and meaningful recognition—significantly enhance employee satisfaction and commitment, 
which are pivotal to reducing faculty attrition. 

The mediating role of employee satisfaction reinforces the idea that universities must look 
beyond financial incentives and build emotionally and professionally supportive environments. Faculty 
are more inclined to remain in institutions where they feel valued, heard, and aligned with institutional 
goals. Thus, satisfaction is not a passive outcome, but a strategic variable that can influence long-term 
retention outcomes when nurtured through thoughtful human resource interventions. 

 Moreover, the study supports the adoption of a data-driven, evidence-based HR model, where 
real-time feedback mechanisms and predictive analytics contribute to proactive retention strategies. 
Universities that invest in such systems can better anticipate faculty concerns, enhance policy 
responsiveness, and improve employee experience overall. 

 The findings highlight that faculty retention is not merely an administrative goal but a strategic 
imperative that directly impacts academic excellence, research output, and student learning outcomes. 
By aligning institutional policies with the needs and aspirations of faculty, private universities can position 
themselves competitively in the higher education landscape. 

 In conclusion, the study emphasizes that sustainable retention is achievable when academic 
institutions adopt a holistic, people-centric HR approach. Such an approach must combine empathy with 
analytics, empowerment with accountability, and short-term actions with long-term vision. Private 
universities in India and beyond must treat faculty retention as a core component of institutional strategy, 
deeply intertwined with their mission, vision, and future growth. 
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Methodology–Findings Matrix 

Research 
Component 

Approach/Tool 
Used 

Findings Implications 

Research 
Approach 

Mixed-method 
(quantitative + 
qualitative) 

Comprehensive view 
combining structured 
responses with open-ended 
insights 

Enabled triangulation of 
results and deeper 
interpretation 

Sample & 
Context 

285 faculty from 12 
private universities in 
India 

Diverse and representative 
data across private HEIs 

Enhances 
generalizability within 
the private academic 
sector 

Data Collection 
Instrument 

Structured 
questionnaire (5-point 
Likert scale + open-
ended items) 

High reliability (Cronbach’s 
Alpha > 0.80); qualitative 
themes emerged 

Ensured validity of 
constructs and 
uncovered nuanced 
faculty concerns 

Objective 1: 
Talent 
Management → 
Satisfaction 

Correlation analysis; 
Factor Analysis 

Positive and significant 
relationship between 
leadership, recognition, 
development and satisfaction 

Confirms subjective 
talent practices 
enhance faculty 
satisfaction 

Objective 2: 
Satisfaction → 
Retention 

Correlation and 
regression 

Strong mediating effect of 
satisfaction on retention 
intentions (r > 0.6, p < 0.01) 

Validates satisfaction as 
key retention predictor 

Objective 3: 
Strategic 
Framework 

Integration of 
statistical and 
thematic results 

Three core pillars: Talent 
Management, Satisfaction, 
Retention 

Provides HR blueprint 
for sustainable 
academic workforce 
practices 

Qualitative 
Themes 

Thematic analysis of 
open-ended 
responses 

Themes: Lack of leadership, 
unclear promotion paths, 
need for recognition 

Highlights areas 
requiring targeted HR 
interventions 
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Literature Review Summary Table 

Author(s) & 
Year 

Focus of Study Key Findings Relevance to Present 
Study 

Herzberg 
(1959) 

Motivation-Hygiene 
Theory 

Job satisfaction depends on 
intrinsic (motivators) & extrinsic 
(hygiene) factors 

Foundation for 
satisfaction-retention 
linkage 

Allen & Meyer 
(1990) 

Organizational 
Commitment Types 

Identified affective, continuance, 
and normative commitment 

Psychological basis for 
faculty attachment 

Eisenberger et 
al. (1990) 

Perceived 
Organizational 
Support 

Support enhances employee 
commitment and lowers turnover 

Highlights need for 
supportive talent 
practices 

Oladapo (2014) Talent Management 
and Retention 

Effective talent management 
leads to higher retention 

Validates core 
hypothesis 

Christeen 
(2015) 

Retaining 
Professional Workers 

Career development & 
recognition are key to retention 

Supports role of 
subjective practices 

Verma & Bains 
(2024) 

HR Climate and 
Faculty Retention 

HR climate & trust directly impact 
retention intentions 

Indian university 
context; recent 
validation 

Akter (2024) Faculty Retention in 
Bangladesh 

Remuneration, research support, 
and role clarity influence 
retention 

Cross-border evidence 
of common factors 

Bhatia & 
Williams (2023) 

Job Satisfaction in 
HEIs 

Leadership, growth & appraisal 
systems drive satisfaction 

Relevant to satisfaction 
as mediating variable 

Bag (2022) Satisfaction and 
Retention in Indian 
Colleges 

Direct positive correlation 
between satisfaction and 
retention 

Reinforces hypothesis 
2 

Krishnan et al. 
(2023) 

Talent Practices in 
HEIs 

Subjective practices create 
alignment and engagement 

Supports strategic HR 
framework 
development 
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