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A typical higher education institute classically has all the five major constituents, i.e. current students, alumni, faculty members, employers and industrial advisory board. Expectations of the rest of the constituents are fully dependent on the faculty members, as they play a pivotal and backbone role in building up an educational institute, to a high repute. Faculty members provide the knowledge and skills necessary to students, to address market needs. Letting go of skilled, professional and enthusiastic faculty members can have a huge impact on any higher education institution’s reputation and in fulfilling the market needs. In this research, we explore the different influencing factors and criteria for retaining teaching staff at schools and higher education institutes. These criteria are then evaluated against Accreditation Board of Engineering and Technology (ABET) accredited institutes criteria data of “faculty” and “Institutional support,” to see the impact. Study shows that only very few faculty members leave the institution because of higher student-to-faculty ratio or denial of tenure. Also, most of institutions concentrate on providing reduced number of lecture hours per week to keep their faculty members happy and perform research at the institution. Out of 737 faculty members of 27 institutes included in this study, only 0.54% faculty members left ABET accredited institutions.
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1 INTRODUCTION
Faculty members of higher education institutions mainly have three major elements in their job description, i.e. teaching, administrative duties and research. Keeping a sound balance of distribution among all the three elements over an academic year, either in a semester-based system or in a yearly based system, is of utmost importance for the job satisfaction of a faculty member. All these three components need time, devotion, dedication, skills and expertise. Teaching the courses which are relevant to the expert area or the domain of the faculty members need to be considered. i.e., subjects that consume less time for preparation. Administrative tasks must be assigned in such a way that the faculty member have prior knowledge, training and know how to do the job. On the other hand, faculty members must be given proper training or instructions or manual via a workshop or a seminar before the assignment of any new task. Research work is solely expertise-based job where a researcher only digs more into the area of interest. However, all the three main tasks mentioned and explained above, needs proper planning for the distribution of a balanced and fair load in any educational institution. Providing a friendly environment wherein faculty members can polish and nurture their skills and knowledge is also considered of great importance. A continuous enhancement in skills, knowledge and experience in terms of teaching and research is a must because it will help faculty members to retain their positions because talented and productive employees have always been the center for any organization who can play a significant role in building stronger academic institutes. These institutes who always keep hunting such productive faculty members, in return must implement policies that could potentially support and maintain the retention rate which will contribute to the progress and growth of a characterized work environment, not only for the faculty itself but also for their peers. One of the most important factor for a faculty member to stay in an educational environment may be the status of job, i.e. tenure tracked, permanent, contract based, temporary, adjunct etc. Permanent employees are more relaxed and their retention is expected to be higher than others. On the other hand, contract based and adjunct faculty members usually search for better opportunities. There are several other factors such as opportunities for personal investments and social benefits, immigration policies of the country for life-time planning and children’s education. These factors may also play a significant role in retention of faculty members. Solutions to recruit, retain and maintain academic faculty members in Medical Education shows the need to consider various diversified factors (Lo et al., 2020). Specific study towards improved retention of nursing faculty from minority community shows the need to integrate various cross-cultural and peer mentoring into the academic environment (Julion et al., 2019).
The objective of this study is to investigate the criteria and impact of influencing factors on faculty retention and to find any correlation, if exists between Accreditation Board of Engineering and Technology (ABET) and retention. Note that our investigation is not meant to be a generalized framework, rather an observation that may be considered by the faculty members to support in their decision-making process for their careers.
Here we describe the hierarchy of the study. Section 2 presents literature review which is divided into two parts. In the first part, we discuss state-of-the art criteria for retaining teaching staff at educational institutions, while in the second part we will explore the relationship of professional development on teaching staff retention along with data collected from multiple sources. Section 3 presents methodology to explain, how the overall study was carried out, whereas Section 4 presents discussion of results and Section 5 concludes the overall concept.
2 LITERATURE REVIEW
Different theories for retention at different transition points exists, such as Ajzen theory (Ajzen, 1991) and transition theory (Anderson, 2011). These theories are considered for studying retention, improvement and research by education experts, researchers and administrators. Limited literature is available for employability measurement, however a study (Heijde and Heijden, 2006) shows assessing the employability of hired people is actually based on supervisor rating of on-the-job performance which is directly linked to professional development (Reynolds et al., 2002). However, it is pertinent to say that employability must be assessed through three ways, i.e. employer interview, observation of actual teaching and through the tools designed for assessing employability attributes (Espinoza et al., 2020). Approximately 20% of new teachers leave by the end of the year, while 40% leave by the end of the fifth year (Avalos, 2011). Movers (who switch job) having industrial experience, for them transferring industrial/practical experience to teaching skills is a motivator as a second-career (Mayotte, 2003). Statistical figures from two state-wise datasets, acquired from Texas and Florida in 1999, shows that movers accounted for 47% of teachers (Kersaint et al., 2007). It is interesting to note that 56% vacancies were filled by movers who have worthy experiences and only 16% by fresh graduates whereas 5–50% of teachers quit/switch their jobs in their first 5 years of career (Schaefer et al., 2012). These numbers seem provoking for many of us but we should remind ourselves that different educational institutes may have different strategies and policies to hire fire and retain faculty members with different skills, backgrounds and varying range of experiences. Here, we present some of the retention criteria from the multiple sources in educational institutes.
2.1 Retention Factors at Educational Institutes
A study at US schools examines why teachers leave, plan to remain or resign, and the likelihood of returning of faculty members through Ajzen theory of planned behavior (Ajzen, 1991). Family issues are termed as the most crucial factor in determining the possibility of a faculty member’s decision of whether to stay or leave a job. Family, administrative support, joy of teaching, financial support and volume of work are considered as the key stimuli for joining an institution. Firing decisions can be triggered due to less students-teachers ratio and last-minute hiring of underqualified professionals (Kersaint et al., 2007). In another study, on retention factors for local faculty members, due to their low representation in key organizations in Australia, it was found that family support is one of the main factors for any indigenous pre-service teacher (Trimmer et al., 2018).
Educational research and its inapplicability due to cultural factor is alarming. The outcome of educational research is hardly followed by practitioners because the willingness to apply the results is negligible. At the same time, a major concern in educational research is the minimal contribution of researchers to a professional knowledge base. An online discussion forum was implemented to validate the research, however it concluded that it is impractical to generalize all the experimental results conducted at school level due to variety of cultural differences that may vary based on geographical locations. Research and practice of the concluding methods to enhance the quality cannot be applicable in two different cultures (Joram et al., 2020).
An emergent ecological school model was proposed (Zavelevsky and Lishchinsky, 2020) based on an educational literature terminology of Novice teacher, which refers to the teachers with three to 5 years of experience. It was found out that the main retention factors are individual (knowledge, skills), interpersonal (relationship with other colleagues), organizational (rules and regulations), community (promoting social norms) and policy (local, state and federal).
Study of elementary teachers’ needs suggested that financial benefits, school environment to earn respect and support of students and others at work, and long holidays are some of the factors attracting faculty members to stay in the same workplace. Moral and financial appreciations of work are also considered very encouraging and motivational factors in retention (Cockburn, 2000).
A longitudinal study revealing the complex pattern of changes, over 3 years of second career/movers was performed in which attrition and retention was termed as a big concern for schools and teaching institutions. Administrative tasks, workplace conditions, schools support, mentoring (Professional development) and personal beliefs (perceptions and characteristics) were considered as factors for retention/attrition in the study (Goodwin et al., 2019).
Teaching needs adequate knowledge and skills that require a proper mechanism of supply and demand and a study was carried out by the principals to elaborate the process of maintaining the supply and demand among schools (Donitsa-Schmidt and Zuzovsky, 2014). Authors have shown that principals employed strategies like overloading the teachers, hiring under or overqualified teachers, and employing temporary teachers for long periods of time to meet the supply and demand requirements and it ended up with low retention rate.
Zhou and Volkwein (2004) studied the factors influencing the retention of all the faculty members including tenured and non-tenured. Based on National Study of Postsecondary Faculty (NSOPF-99) dataset, the study reveals that tenured faculty members are influenced by compensation, while non-tenured faculty are influenced by satisfaction with job security. Senior faculty members are expected not to shift job positions. Also, the influence of three factors such as seniority, satisfaction with job security, and satisfaction with compensation are higher than other factors.
Johnsrud and Rosser (2002) studied the reasons behind leaving of a faculty member, at varied academic or administrative positions, from an institution. Study reveals that “morale” defined as “the well-being that an individual or group is experiencing in reference to their work life” is the main cause for leaving an institution. Higher morale can be achieved through the culture in the organization, involvement of faculty members in decision making, feeling of momentum in the organization, and how much a faculty is known within the institution.
Vocational-technical faculty are influenced or attracted towards private industry (Rosser and Townsend, 2006). This study further elaborates that in public community colleges, faculty members are well satisfied with their work environment. Increasing the technical support given to faculty members, improving the library holdings and classroom facilities will improve the retention of faculty members.
Importance of campus life on faculty retention is a well-studied and reported topic (Anderman et al., 1991; Darling-Hammond, 2003; Dee, 2004; Gardner, 2012a; Piercy et al., 2005). Anderman et al. (1991) suggests the importance of supportive and conducive environment for maintaining satisfaction among faculty members. Time commitment (Barnes et al., 1998) along with the knowledge of the faculty about their institution do affect the intention to leave. Therefore, authors have suggested giving emphasis on schedule-based rewards and providing an environment with appropriate stimulus. Recent study has shown the importance of organizational rewards to retain star faculty (Desselle et al., 2021). Borman and Dowling (2008) studied the problem further and suggested that along with work environments, mentoring programs also play an important role for faculty retention. Authors have also suggested a need for an extensive randomized experiments or well-crafted quasi-experiments to have a convincing evaluation. Furthermore, Ponjuan et al. (2011) showed that understanding the feasibility of tenure process encourages the collegial relationships among faculty members. Dissatisfaction about the environment has caused many woman faculty members to leave the institution (Gardner, 2012a). A recent study (Tawafak et al., 2020) has invested the importance of using IT governance towards enhancing academic performance. Factors like graduates’ attributes, teaching and assessment methods are to be improved through e-learning systems.
Changes in curriculum, governance and faculty development are common. But these changes should be made in such a way to be attractive towards faculty members (Dee, 2004). Selection of candidates for teaching jobs is influenced by grade scores and interviews. A study (Bowles et al., 2014) suggests the consideration of previous achievements, reasoning skills and social interaction skills as important factors for selection.
Based on all the above factors some are extracted that can potentially affect the retention rate. Some of the factors that can potentially effect the retention are financial benefits, academic reputation of the institution, good working environment, long holidays/time off, work family balance and teaching load. These retention factors are not exhaustive as it is evident from literature that it is very subjective matter and decision making of a faculty member to quit or remain in the job depends on variety of influential reasons and some of them are shown in Figure 1. There may be several other factors that could possibly affect the retention rate.
[image: Figure 1]FIGURE 1 | High retention factors.
2.2 Retention and Professional Development
Huge investment (millions of dollars) is made for professional development in teaching institutions, to engage teachers in professional development activities and retention (Avalos, 2011). NTE (National teacher examination) scores of PDS (professional development schools) and non-PDS (non-professional development schools) suggest no significant difference (Long and Morrow, 1995). A comparison of professional development schools (PDS) and non-professional development (non-PDS) schools indicates that professional development has no link to retention of teachers, however it is solely dependent on individual effectiveness (Reynolds et al., 2002). Usually the PD (Professional development) members chosen for professional development training and courses, are the talented faculty. The only edge of PDs over non-PDS is that PDS are more effective in teaching and as observed are rated high by their directors (Reynolds et al., 2002). The effect of professional development is very limited, as its focus is usually not on multiple but on single subject area, intended for small group and a minor part of teaching practice. Appraisal and recognition of work are important factors seen by teachers for their retention (Gore et al., 2017).
The effect of professional development on teacher’s career was observed to have good impact on student outcomes but with lesser retention dependability. Teachers see themselves likely to maintain their position progressively when the organization engage them in professional development programs. Professional development is usually for promotion and/or leadership skills enhancement (Coldwell, 2017). Relationship among three factors i.e. distributed leadership, professional collaboration and job satisfaction for school teachers shows that distributed leadership is directly associated with job satisfaction of teachers. Professional collaboration was defined as joint team lecturing, observing other teachers and collaborative professional development, and it was noted that professional development has a direct link with job retention (García Torres, 2019). Teachers training for retention was investigated in three Chilean universities, considering the socio-economic factor. Study shows that classroom management was considered a top employability factor for hiring of individuals in lower income places, while in higher income places academic knowledge of individuals was a priority influencer. For retention at any place, family was considered as one of the most important factors. Hiring alumni is considered as an aspect to assess the program’s success in Chilean universities (Espinoza et al., 2020). A summary of faculty retention factors at different educational institutes is presented in Table 1.
TABLE 1 | Faculty retention factors at different educational institutes.
[image: Table 1]3 METHODOLOGY
Retaining qualified professionals for any educational institute is of utmost importance and faculty also considers the available facilities arranged by the institutes in addition to other benefits and resources such as lab equipment and technical resources, supply and demand of their professional needs, official resources, opportunities and arrangement for professional trainings. Institutes following various academic accreditation standards adhere to planning, management and delivery of assessment results in terms of learning outcomes. Focus of accreditation on technology enhancement, student learning outcomes and faculty technology experience is reported (Tawafak et al., 2018).
Such facilities are readily available in most of the well reputed institutes but an institution with ABET accreditation must ensure the availability of all possible required resources for their faculty and students as well because it is a matter of high prestige for the institution, and they try their best efforts to retain the high profile faculty and it plays a role of stimulating factor for faculty to decide either to remain in the position or to quit the job. In other words, both the institution and faculty may be considered necessary and sufficient conditions for each other. It is generally assumed that any institution applying for ABET accreditation must fulfil all the criteria required for the accreditation purpose. We are only interested in two of them i.e., criterion 6, “Faculty” and criterion 8. “Institutional Support.”
Criteria 6 states that “Each faculty member teaching in the program must have expertise and educational background consistent with the contributions to the program expected from the faculty member. The competence of faculty members must be demonstrated by such factors as education, professional credentials and certifications, professional experience, ongoing professional development, contributions to the discipline, teaching effectiveness, and communication skills. Collectively, the faculty must have the breadth and depth to cover all curricular areas of the program1.”
Criteria 8 states that “Resources including institutional services, financial support, and staff (both administrative and technical) provided to the program must be adequate to meet program needs. The resources available to the program must be sufficient to attract, retain, and provide for the continued professional development of a qualified faculty. The resources available to the program must be sufficient to acquire, maintain, and operate infrastructures, facilities and equipment appropriate for the program, and to provide an environment in which student outcomes can be attained2.”
It is self-explanatory by the statements of both criteria that there are strong requirements to be ensured and maintained by the ABET accredited institutes which are needed for retention of faculty members. Such institutes are supposed to demonstrate their best efforts to make sure the presence of retention factors and to avoid those factors that may have negative impact on retention. Hence, we assume that ABET accredited institutes may have high retention rates. This has been the basis of our hypotheses of the study.
Like individual interview, group interview and nominal group technique (NGT), document analysis is a traditional technique of requirement engineering whereby the organization’s business documents i.e. written work procedures, forms, reports and existing information systems are given for the requirement gathering purpose. In this research, we have followed document analysis approach for data acquisition which is one of the traditional techniques for requirement engineering to validate our research hypotheses in context with both criteria 6 and 8 i.e. whether the requirements of criteria 6 and 8 have any effect on faculty retention in ABET accredited institutes or not? One obvious reason to use document analysis is that it was the only source of information available to us due to insufficient resources for the conduction of the study. If we had other sources of information, we would surely have utilized them and validated our results.
There may be variety of document available such as “Faculty Profiles” in an educational institution that could provide data about their faculty members, but we decided to extract such data from a document called “Self-Study Reports”3 (SSR) due to provision of base-line requirements availability and also because the data is well-structured and well organized. Note that completion of SSR document is a fundamental requirement for an institution when it applies for an ABET accreditation, therefore, document analysis of 27 different Self-Study Reports (for ABET accreditation) was performed for the data collection of faculty size, faculty professional development programs, ratio (instructor-students) and workload of the faculty members.
Our approach depicted in Figure 2 suggests that documents available in elementary schools, secondary schools and higher education institutes are analysed and assessment of retention and exit factors is performed. Our scope of study was only confined to those higher educational institutes which have acquired ABET accreditation because we can validate the extracted data from the literature against the data available in SSR and also can effectively compare among them. We can see that the factors of retention at schools and higher education were studied and these factors were then listed in the form of table as shown in Table 1, refer to the last column. Comparing these factors against the requirements of criteria 6 and 8, it will be well understood that the institutions with ABET accreditation, ensure by all means, all the factors needed for retention. Therefore, we expect high retention rate in such institutions.
[image: Figure 2]FIGURE 2 | Architectural diagram for checking the factors of retention.
4 RESULTS AND DISCUSSIONS
The document analysis technique was conducted to have a dataset from the institutional support and faculty criteria from the SSRs of different ABET accredited institutes as depicted in Table 2. As it can be seen from Table 2, out of 737 faculty members of 27 institutes, only 4 (0.54%) faculty members left ABET accredited institutions. Based on the SSR’s analysis, we could conclude that faculty retention is good in all these universities. This might be because they are institutions procuring ABET accreditation and thus might be following some standards to maintain their academic performance. Two cases out of 27 SSRs reveal that faculty members leave the academic institution either due to denial of tenure or probably due to higher student-to-faculty ratio. Further analysis reveal that average number of courses taught by a faculty in one semester is two to three.
TABLE 2 | Document analysis (SSR) of 27 ABET accredited institutes for retention factors.
[image: Table 2]5 CONCLUSION AND FUTURE WORK
In this research, we have explored the different influencing factors and criteria for retaining teaching staff at higher education institutes. These criteria are then evaluated against ABET (Accreditation Board of Engineering and Technology) accredited institutes criteria data of “faculty” and “Institutional support,” to see the impact. Study shows that only very few faculty members leave the institution because of higher student-to-faculty ratio and/or denial of tenure.
Note that our investigation is not meant to be a generalized framework, rather an observation that may be considered by the faculty members to support in their decision-making process for their careers.
Since institutions applying for ABET accreditations, usually see themselves fulfilling the criteria and that’s the reason for them applying for it. In the SSR usually the formal system is portrayed through procedural documents, however as informal systems (the way the system actually works) can be better judged through institutional visits, interview and observation techniques. In future we will investigate institutions which are relatively new, private and not accredited, to cross check the findings of the literature review.
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