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vacancies and also to determine what some of the 

external factors might be in place that contribute to 

certain positions staying vacant longer than others, 

among both faculty and staff. As part of its research, 

PeopleAdmin aggregated data across hundreds of 

institutions and over hundreds of thousands of job 

postings from 2 and 4 year accredited institutions of 

all sizes. 

In higher education, few decisions are more 

important than those related to hiring. In this era of 

unprecedented scrutiny, academics spend considerable 

time debating the best hiring strategies – whether they 

are doing the hiring or hoping to be hired. From the 

selection of provosts to the recruitment of junior faculty 

members, great care is taken, and needs to be taken, 

in hiring processes across the academic landscape. 

Will an administrator have an appropriate vision for a 

department? Will faculty members nurture students 

and advance scholarship? These are just a few of the 

questions that hiring managers or search committees 

must ask. A college or university that hires well or poorly 

is sure to feel the impact for years to come. 

Positions that remain open come at a cost, however, 

both to the institution itself as well as to the 

departments or schools who have to pick up the 

slack by shifting teaching loads and/or administrative 

responsibilities to already-overburdened office staff, 

teaching assistants, graduate students, or professors.

What’s more, certain faculty and staff vacancies can 

stifle a university’s forward progression, especially if 

it’s a major voice within a department who needs 

to be replaced. If a university is looking to grow its 

business school, for example, but cannot offer certain 

economics classes to create (or meet) demand and 

drive enrollment, it won’t get the revenue necessary to 

stimulate future growth. Similarly, if you can’t offer an 

in-demand program because your department has yet 

to replace an outgoing faculty member, you run the risk 

of not being able to cater to your student market and 

keep them coming in the door. 

With all of this in mind, PeopleAdmin sought to quantify 

how long it takes colleges and universities to fill job 

Survey Findings

Faculty vs. staff: average time to fill a position
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The fact that almost a quarter 
of institutions will go an entire 
academic year without a 
professor or department head 
has a significant impact on 
student success.

Faculty

Staff

Avg. time to fill: 
137 days

Avg. time to fill: 
76 days

Why the discrepancy between faculty and staff 

hiring? Stephen Ferber, Assistant Chancellor of Human 

Resources at the University of Pittsburgh, points out 

that there is a real separation at most colleges and 

universities between faculty hiring and staff hiring. 

He explains that “when you have a faculty position 

that you’re looking to hire for, you have to conduct a 
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nationwide search to find that expertise. Staff positions, 

on the other hand, are almost always filled locally. And 

the university is often the employer of choice in the 

area. Also, academia is very structured. Faculty hiring 

processes usually involve search committees and are not 

as efficient as they should be, whereas a smaller group 

of decision makers is involved when it’s a staff hire.”  
 

Filling academic job vacancies often requires casting a 

wide net, screening and then whittling down a sizeable 

pool of applicants while simultaneously revising or 

refining the original selection criteria in light of the 

applications received — all in an effort to find the 

candidate of greatest value to the institution.  
 

“I’ve discussed the topic of academic searches with 

some of our national board members with expertise 

in this area and they said: Making a decision to fill an 

academic job vacancy is a lengthy process. A search 

committee is convened. The search committee evaluates 

applications, selects a shortlist of candidates, conducts 

preliminary interviews, contacts references, chooses a 

group of finalists to invite to campus, solicits input about 

the candidates from appropriate stakeholders, and 

determines which of the finalists are acceptable. The 

search committee often goes through hundreds of CVs 

and does multiple interviews. Then it’s up to the final 

decision maker to conduct background checks and enter 

into formal negotiations with the front-runner,” explains 

Leah Burns, Chief Development Officer of CUPA-HR 

(College & University Professional Association of Human 

Resources) in Knoxville, TN. 
 

There appears to be a great deal of variance of criteria 

within faculty job searches as well. If a search committee 

is looking to hire an Assistant Professor fresh out of a 

Ph.D. program, for example, they must weigh factors 

such as academic pedigree, recommendations, quality of 

research (cutting-edge or merely idiosyncratic?), whether 

the candidate will be a viable candidate for tenure, as 

well as whether he/she has the ability to sustain an active 

research agenda beyond the dissertation. If hiring for 

an Associate Professor or full Professor position, search 

committees will likely also have to weigh things like 

the job candidate’s reputation within their chosen field, 

ability to bring in grant money and other revenue for the 

university, as well as their participation and leadership in 

professional organizations and conferences. 
 

Once an offer has been made, would-be faculty hires 

weigh a variety of factors, including: salary, course load, 

research funds, access to a research assistant, ability to 

dictate schedule, start-up funds for laboratory and tenure 

guidelines, not to mention moving expenses, spousal 

hires and childcare support (to name a few!). 
 

PeopleAdmin’s survey results also suggest that the 

more senior the role, the longer it takes to fill. This is 

undoubtedly due to the skill-set and level of expertise 

needed, and the processes that must be in place for 

finding the ideal candidate. 

Average time to fill a position, in days
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Professors (180) 

Programmers (117) 

Web Developers (109) 
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Cashiers (68) 

Carpenters (60)
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$1,875,000 
in lost productivity in a given year  

due to unfulfilled job postings

It’s difficult to overestimate the negative impact that 

such faculty, administration and critical staff vacancies 

can have on a college or university. In the corporate 

world, the cost of not filling a position is more easily 

measured in hard dollars. Things like lost sales, lost 

service revenue and/or lost productivity are much easier 

to calculate and quantify. If we were to apply the same 
ROI principles in an academic setting, the results 
would be inconclusive but nonetheless startling: 

$

50 
new faculty  

hires to make

6 months 
avg. time to fill 
each position

$6,250 
avg. monthly  

salary per position

x x

= More administrative work on an already 
burdened team

Lost research hours

Less classroom hours (or hours filled by adjuncts)

Minimal office hours

More hours of committee and service work 
for faculty due to a smaller pool of members to 
choose from

Reduction in grant submissions$

In looking at the survey participants’ total volume 
of job postings nationwide, there was/is little-to-no 
discrepancy between most of the regions, with the 
exception of the West Coast. 

Job vacancies by region
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Of course, in Academic world, a variety of additional 

factors come into play, beyond just financial. There is so 

much more at stake. How do you measure the impact 

of a crucial staff position that remains vacant, in terms 

of lost productivity, contributions to mission or serve 

levels to other internal customers? The implications of 
not filling a position are: 

7% Private Universities 
increase in job postings

5% Public Universities (both 2 & 4 year)
increase in job postings

Private vs. public job vacancies,  
July 2012 through July 2014 

vs. 
July 2013 through July 2014,  

year over year

2013 2014



5PeopleAdmin TalentIndex™ Report www.peopleadmin.com

The amount of time required to fill faculty positions 

also appears to vary, depending on the size and type of 

school in PeopleAdmin’s research. 

This lag time in hiring faculty is especially problematic 

for the smaller schools, given the impact that even one 

missing professor can have on an institution with only 

200 faculty, versus one with 2,000. Small schools are also 

less likely to have strong support systems in place to 

continue operating as usual.

Conclusion
For all stakeholders – administration, faculty, staff and 

students – the academic experience should be one 

of abundance, not of scarcity. For higher education 

institutions to truly meet their calling and approach 

operating at full capacity, search committees, human 

resources departments and hiring managers would do 

well to explore efficiencies in creating, approving and 

posting job openings as well as in the recruitment of 

faculty, administration and staff. Failure to do so will 

continue to cost the institution time and money, not 

to mention lost future revenue, diminished academic 

reputation, and the like.

Faculty time to fill,
Colleges & Universities
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ABOUT 

PeopleAdmin is the leading provider of cloud-based 

talent management solutions for higher education 

and government. PeopleAdmin’s software enables 

more than 700 clients to streamline the hiring 

process; onboard new employees; efficiently manage 

positions and employee performance; develop 

compliant, defensible audit trails; and utilize industry-

leading reporting and metrics. Their integrated talent 

management suite, SelectSuite®, includes applicant 

tracking, faculty search committee management, 

position management, onboarding, and performance 

management. PeopleAdmin solutions are rapidly 

deployed, easy to use, and supported through a 

world-class customer service organization.

For a demo please visit:   
www.peopleadmin.com/demo


