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Abstract: Objective: This research studies the role of Human Resource Management (HRM) practices in higher education institutions (HEIs) in
closing the gap between the employability skills of graduating management students and those required by the current gig economy. This research
looks at the management curricula, the integrative role of adjunct faculty as industry linkers, and the impact of HRM flexible curricula on the creation
of a sustainable solution to workforce readiness.Methodology: A qualitative case study approach was adopted based on semi-structured interviews of
ten participants (adjunct faculty, full-time faculty, program coordinators, and a career counselor) from two public universities in Bahrain (the
University of Bahrain and Bahrain Polytechnic). Evidence was triangulated from the HRM curricula through a review of 350 course outlines,
institutional policy documents, and national strategic documents (including Bahrain Vision 2030). Thematic analysis along with HRM Integration
Curriculum Mapping was used to identify gaps in competencies.Key Findings: Measurable integration of self-directed and independent learning
competencies was found in both institutions, with Bahrain Polytechnic recording a higher degree of gig-related skills embedded in the curricula (75%)
compared to the University of Bahrain (65%). The adjunct faculty are the key knowledge brokers between industry and academia; however, their
participation in formal governance of the curricula is limited. Institutional inflexibility, centralization of academic policies, and inadequate alignment
of HRM systems consistently hamper the design of curricula aimed at the gig economy's needs.Conclusions: National policymakers, HRM units, and
universities should establish adjunct faculty roles in curriculum governance and flexible, competency-based learning outcomes that correspond to
freelancing and digital platform-based work, as well as formal university—industry partnerships. Universities should also embed project-based learning,
digital portfolios, and micro-credentialing as ways of improving graduate readiness for atypical employment.Recommendations: This study
frameworks unresponsive curriculum in relation to the gig economy with an empirical basis, an HRM focus, and a Gulf Cooperation Council (GCC)
scope. Tertiary education systems in other developing economies that experience similar structural shifts in the labor market will benefit from the
integrated, extended, and practical applications of this study, especially the combination of Human Capital Theory, Employability Theory, Institutional
Theory, Strategic HRM, and the curricula responsiveness of the theories.
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Introduction

The rise of the so-called "gig economy" across the
world is defined by platform-based, task-oriented
jobs and is causing a permanent global restructuring
of labor markets which disrupts the traditional
dominance of full-time jobs. In 2020, gig economy
freelancing in the U.S. generated more than $1.2
trillion, and in India, more than 30% of the
workforce and 1.25% of the national GDP engaged
in non-agricultural work in the gig economy
(Kumar, 2023). In Bahrain, ride-hailing and food
delivery, alongside other digital platforms, have
quickly integrated gig work into the emerging
Bahraini labor market (Zervas & Stiakakis, 2024).
Rapid disruption of technologies and preferences of
flexible work compel a structural shift and a critical
examination of the gaps and disconnects of existing
higher education systems, structures, and curricula,
and the preparedness of graduates for sustainable
employability.

The gig economy also requires a new,
specialized skill set. Continuous adaptability,
self-management, and digital skills and the
ability to learn independently are valued more
highly than discipline-informed knowledge,
which is lower in the hierarchy of skills, in the
context of  conventional  employment
(Friedman, 2014; Herrmann et al., 2023). As
Ashford et al. (2018) point out, gig economy
work relies mostly on the ability to thrive in
unpredictable, client-oriented environments,
and advanced skills such as the ability to think
and act and be prepared to learn and relearn
new skills. However, there is ample evidence
that higher education remains, overall,
unresponsive to the rapidly shifting and new
demands of the gig economy (Herrmann et al.,
2023; Kassim et al., 2020).

Bahrain is a particularly interesting case for
studying this problem. Bahrain has developed
its own national framework called Vision 2030,
which provides a plan on how to diversify the
economy and move away from Bahrain's
dependence on the hydrocarbons. Vision 2030
has brought more investment in higher
education and expansion of the digital
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infrastructure (Government of Bahrain, 2008).
However, there is little empirical research on
the ways that higher education institutions in
Bahrain align their curriculum frameworks and
Human Resource Management (HRM)
practices to the gig-based economy. Public
universities in Bahrain run the risk of creating
a skill-set mismatch to the gig economy, which
defeats the goals of Bahrain's Vision 2030.

HRM practices in higher education institutions
(HEIs) involve labor market responsive
curriculum, recruitment of faculty, and
formation of labor market linkages. They are
especially important for operationalizing labor
market responsiveness in education. Mouazen
and Hernandez-Lara (2023) and Arthur-
Mensah (2020) argue that the labor market
responsiveness of HEIs is highly dependent on
the incorporation of adjunct faculty, flexible
design of instructional systems, and
development of a  competency-based
curriculum. Faculty from adjunct ranks are very
important because they bring contemporary
practices from the workplace into the education
sector. However, the way adjunct faculty are
treated in institutions limits the degree and
impact of their contributions (Nelson et al.,
2020).

Given this context, this study seeks to answer the
following questions:

e RQ1: How do Bahrain’s public universities’
management programs prepare graduates to
enter the gig economy?

e RQ2: How do HRM practices, especially the
use of adjuncts, limit or support the inclusion
of industry relevant skills in university
curricula?

e RQ3: In what ways do non-full-time, industry-
based faculty influence the curricular design
related to the employment of graduates in the
gig economy?

This study examines the University of Bahrain
and Bahrain Polytechnic as part of a qualitative

case study design. These two institutions both
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exist within the same national regulatory
structure but have different methods regarding
curriculum  governance  and  industry
engagement. There is a  meaningful
comparative difference between the two
institutions. This difference is used to identify
lessons that can be applied to other institutions
as well as the specific constraints faced by the
two institutions regarding HRM-driven
curriculum reform. In Section 2, pertinent
theoretical and empirical literature is assessed.
Sections 3 and 4 explain the theoretical
framework and the conceptual model,
respectively.  Section 5  describes  the
methodology. Sections 6 and 7 report the
findings and offer a critical discussion,
respectively. Finally, Section 8 provides
conclusions and outlines further research.

Literature Review

The Gig Economy: Global and Regional
Dimensions

The labor markets of both developing and
developed nations have been impacted by an
economy based on temporary, task-based, and
platform-mediated employment. It is estimated
that between 15% and 30% of people in the
USA and the European Union are involved in
some type of contingent employment or
freelance work (Késsi & Lehdonvirta, 2024;
Wood et al., 2019). It has been suggested by
some researchers that, although workers in the
gig economy attain some level of autonomy and
control over the hours they work, the gig
economy causes income instability, reduces
access to social protections, and uses
algorithms to impose a type of management
that creates new types of labour precarity
(Wood et al., 2019).

At the regional level, Abdeldayem et al. (2023)
suggest that the economies of the Gulf
Cooperation Council (GCC) and particularly
Bahrain, have included gig platforms such as
Talabat and Careem, as well as many digital
service providers, in their formal strategies to
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diversify the national economy. Leading
researchers in the MENA region have
identified that the improvements in digital
infrastructure along with the government’s
entrepreneurial  policy  measures, have
increased the levels of gig employment,
particularly amongst the youth (Boustani,
2023; Elshaiekh et al., 2024). However, as
Bodescu et al. (2024) and Andino-Gonzalez et
al. (2024) indicate, the degree to which
graduates from regional institutions can
participate and work within the gig economy is
limited by the educational systems that focus on
traditional employment signals in preference to
freelance work skills.

Higher Education and the Gig Economy:
An Emerging Misalignment

There is increasing recognition of a
structural disconnect between HEI cultivated
competencies and those sought by gig-
economy employers and clients. Herrmann et
al. (2023) suggest that the education-income
paradigm, where formal schooling and
qualification culminate in stable employment
opportunities, is being disrupted by platform
work. In such work, demonstrable skills,
evidence of work through portfolios and
networks, supersede what is achieved through
formal schooling. Aucejo et al. (2024) argue
that graduates are left to meet the competing
demands of app-based work while formal
schooling and curricula are largely ineffective
in addressing this challenge.

To participate in the gig economy,
competencies such as self-directed learning,
digital literacy, platform fluency, an
entrepreneurial mindset, self-management,
client communication, and a higher tolerance
for risk are required (Mohammed & Ozdamli,
2024). Kassim et al. (2020) studied higher
education in Malaysia and, despite a professed
commitment to enhancing employability,
found that the formal integration of these
competencies into degree programs was
inconsistent and without structure. Similar
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phenomena have been seen in Arab universities
where innovation and soft skills are taught in
isolation with no formal structures of
integration (Andino-Gonzélez et al., 2024).

HRM Practices in Higher Education: Bridging
the Skills Gap

The application of HRM frameworks in HEIs
as a means for addressing the gig economy
skills gap has been the subject of scant research.
Strategic HRM as suggested by Mouazen and
Hernéndez-Lara (2023) and Arthur-Mensah
(2020), including the management of faculty
recruitment grounded on competencies,
deliberate faculty development, management
of partnerships with the industries, and review
of the curriculum in light of faculty
performance, can be considered as an
important, but underrated, factor of
institutional responsiveness. Alignment of
HRM and curriculum design goals enables
universities to hire adjunct faculty who bring
practical experience to the classroom, and to
collaborate with tenure-track faculty, which in
turn helps to enhance the relevance of academic
curricula to the market.

Nelson et al. (2020) discuss how adjunct
faculty (the academic gig workers) are a
valuable, systematic, and largely untapped
source of gig economy knowledge. Since
adjunct faculty are gig workers, their
employment conditions are precarious. This
usually means that adjunct faculty can't
participate  in
development (the bond that curricula and
faculty development form) or in the planning

curriculum or  faculty

and development of the institution. This further
limit the knowledge faculty can transfer from
their industry. Khattri (2023) and Mishra et al.
(2019) suggest that adjunct faculty should
participate in curriculum councils and be
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adjunct faculty mentors. They believe that this
would improve the responsiveness of curricula
and would be a more effective use of resources
than a complete redesign of curricula.

Bahrain's Higher Education System and
Gig Economy Policy Context

Bahrain's Higher Education System is shaped
by the Higher Education Council and Bahrain's
Vision 2030. Developing the Knowledge
Economy and Bahrain's youth increases the
employability of Bahraini youth and provides a
formal policy justification for Human Resource
Management-Business Education curriculum
innovations. Hammad (2021) emphasizes that
Bahraini universities should strengthen their
students' sustainable participation in the gig
economy. This requires them to focus on
developing students' entrepreneurship, digital
skills, flexible mindsets, and lifelong learning.
Bahraini universities' participation in this
agenda would strengthen Bahrain's
commitment to the United Nations' Sustainable
Development Goals, particularly Goals 4 and 8.

Even with the supportive policies, Abdeldayem
et al. (2023) express concern that there are still
rigid constraints in most of Bahrain’s public
universities that limit their ability to quickly
modify their curriculums. The combination of
centralized accreditation, legacy of certain
teaching styles, and lack of resources slow
down public universities’ ability to design
curriculums that respond quickly to the needs
of the market and the gig economy. This study
aims to empirically document these constraints
and provide recommendations for institutional
and policy changes based on the evidence
gathered.

Summary of Previous Studies

Table 1 provides a structured synthesis of key
prior studies informing this research.
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Table 1: Summary of Key Previous Studies

Autil{(:;(:) & Context Methodology Key Findings Research Gap Identified
Herrmann et al. Global / Conceptual gﬁ;‘;ﬁiﬁﬁ;gﬁ;ﬁg&;&;ﬁ_ Lacks empirical testing in
(2023) Europe analysis HEIs slow to adapt GCC/MENA contexts
Kassim et al. Malaysia Case stud Slfrzz?(g(ﬁn'ynsé( lsussteerrrrllt;iﬁ:ded No HRM-specific analysis;
(2020) Y Y P ¥ Y non-GCC context

framework
Arthur-Mensah . Conceptual HRM integration is vital for Does not address ad.Junct
(2020) United States review closing industry—education gap faculty governance i hon-
Western settings
Nelson et al Adjunct faculty report high gig Lacks curriculum mapping;
(2020) ' United States | Survey knowledge but low institutional | does not examine GCC
influence universities
Abdeldayem et Bahrain / Gig economy expandmg n Doeslnot examine HRM
Case study GCC; HEIs insufficiently practices or curriculum
al. (2023) GCC . .
aligned governance in depth
Andino-Gonzalez | Latin Quantitative Managerial soft skills enhance NOH_GCC; docs not.
. o examine HRM-curriculum
et al. (2024) America survey graduate employability .
linkage
Elshaickh o al Knowledge economy skills Focus on knowledge
’ Oman (GCC) | Mixed methods | inadequately addressed in economy broadly; not gig-
(2024) . .
curricula specific HRM

Theoretical Framework

The study utilizes Human Capital
Theory, Employability Theory, Institutional
Theory, and Strategic Human Resource
Management (SHRM) to establish an
integrated, multi-level theoretical framework.
Competency development
individual level, while the governance of

occurs at an

institutional curricula and labor market
transformations operate at the macro level. This
framework captures the breadth of the
phenomenon being investigated.

Becker's Human Capital Theory (1964)
suggests that the time and resources devoted to
education and training produce skills that
enhance an individual’s economic productivity.
Gig economy workers do not have the same
opportunities to grow their human capital as
workers in other economies. Supplementing
formal education with self-discipline and self-
directed learning is not sufficient for gig
economy workers. Gig economy workers must
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invest in skills that endure market volatility and
can be leveraged across different projects and
platforms. If Higher Education Institutions
(HEIs) do not focus on developing such skills,
their graduates enter the gig economy with
human capital that is not useful.

Bridgstock (2009) and Yorke and Knight’s
(2007) Employability Theory adds to this
framework by examining the different types of
subject knowledge and self-management that
allow individuals to gain and maintain
satisfying  employment.  Of  particular
importance is that Bridgstock (2009) asserts
that the enhancement of career management
skills must be an intentional part of the
curriculum, as most curricula do not include
this. This framework is most pertinent to the
study's evaluation of the extent to which
Bahraini HEI programs cultivate the
competencies that enable self-regulation and
self-promotion.

DiMaggio and Powell's (1983) Institutional

Theory offers a lens to analyze why
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universities, as  organizations, remain
unchanged and unresponsive to rapid changes
in the labor market. Isomorphic forces (e.g.,
normative requirements for accreditation,
imitation of existing program structures, and
coercive adherence to national education policy
frameworks) limit the possibilities for
institutional change. This framework notably
applies to Bahrain, where path dependency on
curriculum design is caused by the centralized
governance of education and common

frameworks for accreditation.

Combined with Strategic Human Resource
Management (SHRM; Boxall & Purcell, 2011),
this theory suggests that rather than viewing
HRM as a peripheral concern, it should be
conceptualized as the positioning of the most
valuable asset of the institution, which is the
people, in this case the faculty. SHRM, when
used in the context of higher education,
indicates that the articulation of part-time
faculty, the construction of performance
frameworks and the management of
faculty/industry  linkages are integrated
elements of an institution’s capacity to offer
education that is applicable and responsive to
employment.

Conceptual Framework

Based on the theoretical constructs discussed
earlier, the current study offers an HRM-Driven
Curriculum Responsiveness Model (HDCRM)
related to gig economy employability. The model
views curriculum responsiveness as associated
with the interplay of three areas: (1) institutional
HRM practices, (2) curriculum governance, and
(3) signals from the external labor market.

In the first area, institutional HRM practices —
including the recruitment and integration of
adjunct faculty, the provision of faculty
professional development, and the incorporation
of performance considerations in curriculum
reviews - serve as the primary means of
embedding industry knowledge in the formal
curriculum. The practices’ strategic quality
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affects both the breadth and currency of industry
knowledge provided to curriculum designers.

In the second area, curriculum governance
structures - such as the level of autonomy of
academic departments, the regularity and
inclusiveness of curriculum review, and formal
industry advisory structures — define the extent
to which curriculum practices and innovations are
realized.  Highly centralized governance
structures, as described within Institutional
Theory, limit the extent to which HRM practices
are translated into curriculum outcomes.

In the third area, signals from the labor market -
such as employer skill demand, gig-based work
platform requirements, and national workforce
strategies - provide benchmarks for evaluating
the relevance of the curriculum. The HDCRM
argues that the responsiveness of institutional
HRM practices and curriculum governance
structures, in relation to the signals, results in the
sustainable employability of graduates and the
appropriate educational outcomes.

The HDCRM is depicted in Figure 1 and shows
the connection between practices of HRM,
governance of curriculum, labor market signals,
and the employability of graduates. The model's
feedback loop is the iterative structure of
responsiveness of the curriculum. The outcome
of employment of graduates produces new
signals for the next cycles of HRM and
curriculum adjustments.

>>>>>>>>>>>>>> Forward Causation >>>>>>>>>>>>>>

Entrepreneurial Activity Feeders
Engagement Culture and Society
(Socketol contribution, Events) (Society vokves and norms,

Public demi
Policies Academic

Institutions &
Londering ot Education
[R———

R

Human
Capital Capital and

Entrepreneurial Activity Leaders

Talent
Availability
Markets
(Domestic and Foreign markets, Companies, Customers, Public orgonizations)
519paa4 AUARDY [eunauaidanu3l

<<<<<<<<<<<< Backward Causation (Feedback) <<<<<<<<<<<<

Figure 1: Proposed entrepreneurial ecosystem inputs
model
Source: (Mouazen & Hernandez-Lara, 2023).
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Research Methodology

Research Philosophy and Design

This research takes an interpretivist approach and
recognizes the relationship between HRM
practices, curriculum design, and graduate
employability as socially constructed and
contextually bound. This relationship is not easily
captured through a quantitative approach. A
qualitative case study design (Merriam, 2009) was
suited for this research to capture contextual details
on the interplay of institutional structures and
stakeholder perceptions on HRM practices.

The logic of replication design as described by
Yin (2018) was adopted to create a comparative
case study design that focuses on two public
universities in the same country but has
different governance and HRM structures.

Research Setting and Participants

In Bahrain, this study draws on research from both
the University of Bahrain and Bahrain Polytechnic.
Both institutions fall under the same governance
framework in higher education and offer
management programs.

In this study, purposeful sampling was used to
identify and recruit ten people from different
management and HR backgrounds involved in
the design of gig-industry ready curricula. This
sample was made up of adjunct faculty; full-
time faculty; program coordinators and an
office staff member. In this study, pseudonyms
were used, and institutional identifiers were not
used to protect respondents.

A purposive sampling strategy was employed
to identify ten key informants whose roles
positioned them as authoritative voices on
curriculum design and gig economy alignment.
The sample comprised four industry-affiliated
adjunct lecturers, three full-time faculty
members with curriculum design
responsibilities, two academic program
coordinators, and one career development
office representative. Pseudonyms were
assigned to all participants, and institutional
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identifiers were managed with discretion to
protect confidentiality.

Data Collection

Semi-Structured Interviews

Stakeholder perspectives were primarily
captured through semi-structured interviews.
The interviews had a protocol consisting of
three thematic areas: (a) how adequately do you
view the current curricula in responding to the
demands of the gig economy? (b) where do you
think adjunct faculty are positioned in the
governance of a curricula? (c) what do you
consider to be the main HRM-related barriers
and facilitators for the innovation of the
curricula? Each interview, which was typically
conducted in person or via a secure video-
conferencing  platform based on the
interviewee’s preference, lasted between 45 to
60 minutes. All audio recordings of the
interview sessions were done with consent and
were subsequently transcribed

Document Analysis

For secondary data, a systematic review of 350
course outlines at the two institutions was
conducted, along with other institutional
policies, strategic plans, and national
publications such as Bahrain Vision 2030.
Relevant gig economy competencies were
extracted from formal curricula as part of a
content analysis of the documents evaluated.
These gig economy competencies included
self-directed  learning,  digital
entrepreneurial orientation, and platform-based
project management

literacy,

Data Analysis

For both interview transcripts and content of
the documents, data were subjected to reflexive
thematic analysis (Braun & Clarke, 2019).
From the research questions and the theoretical
framework, the initial codebook was developed
as a deduction. From this initial codebook,
some of the themes articulated were
'curriculum responsiveness', 'adjunct faculty

integration', and '"HRM—curriculum alignment'.
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These themes were added inductively as they
emerged from the data. 20% of the transcript
corpus was coded by two researchers as a test
of inter-coder reliability. The result of the test
was an inter-coder reliability of 87%. The
discrepancies in coding were resolved through
discussion. A structured tool for assessing the
magnitude of the skill gaps was developed
through mapping of curricula, comparing
program structures against the OECD Future of
Work competency frameworks.

Validity, Reliability, and Ethical
Considerations

Methodological triangulation was key to
improving validity. This included interview
data, the analysis of other documents, and the
gathering of  institutional statistics.
Furthermore, empirical validity was achieved
through the member checking, as participants
were given the opportunity to review the
summary of findings ascribed to them, as well
as the expert review of the two academic
program coordinators and three professionals
from the field. Reliability was achieved through
the employment of a standardized interview
protocol, a clear coding framework, and
thorough audit documentation.

Ethical clearance was granted from
institutional authorities at both Universities
before data collection commenced. Participants
provided data after giving informed consent
with the knowledge that they had the right to
withdraw anytime and that it would not pose
any adverse impact. Data was stored in
encrypted devices. The data would be securely
destroyed after the completion of the project.
The research was done in compliance with the
Declaration of Helsinki and in adherence to the
national data protection laws
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Results

Curriculum Coverage of Gig Economy
Competencies

As part of the systematic curriculum mapping,
an analysis of 350 course outlines from both
institutions showed evidence of independent
learning and gig-economy-related
competencies in several courses offered by
both institutions, albeit with wide variation.
Table 2 captures the overall number of courses
reviewed per institution and per academic
discipline.

Table 2: Overview of Curriculum Document
Analysis

Total
University Courses Disciplines Covered
Reviewed
. . STEM, Business,
Unlve.rsrcy of 200 Humanities, Social
Bahrain .
Sciences

Bahrain 150 ICT, Business,
Polytechnic Engineering, Design
Total 350 —

Table 3 presents the aggregate proportion of
courses integrating identifiable independent
learning skills at each institution.

Table 3: Presence of Independent Learning Skills
in Curricula

Universit Courses with Independent
v y Learning Skills (%)
University of Bahrain 65%
Bahrain Polytechnic 75%

Bahrain Polytechnic's applied-learning model,
with an emphasis on its technical-vocational
approach and project-based assessments,
yielded higher integration rates aligning with
its model. The lower rate of the University of
Bahrain reflects its greater portfolio of
humanities and social sciences, which contain
more self-directed learning as an implicit
element in course design, Table 4 disaggregates
specific competency domains across the two
institutions.
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Table 4: Breakdown of Independent Learning
Competencies by Institution

University Bahrain

Competency Domain | of Bahrain | Polytechnic
(%) (%)
Self-Motivation 45 55
Time Management 55 60
Research Skills 50 65
Critical Thinking 40 50
Reflection and Self- 35 45
Assessment

Research skills and time management were the
most consistently integrated competencies across
the institutions examined, while competencies
oriented towards self-assessment, reflection and
entrepreneurship were the least consistently
integrated. Variations by discipline are presented
in Table 5.

Table 5: Field-Specific Independent Learning Skill
Integration

exercises

Discipline University of Bahrain
P Bahrain Polytechnic
STEM / Resea_rch-focused, Prac.tlcal.problem-
Eneineerin self-directed solving; industry
gineering laboratory tasks simulation projects
. Case-s_tu. dy Industry-sponsored
Business / analysis; time . .
projects; client-
Management management

facing assessment

Reflective essays;

Creative project

Humanities / . i management,
. thematic critical .

Design - portfolio

analysis

development
. Advanced
ICT/ Basic research and | . .
. . independent project

Information literature

. . work; platform-
Systems integration

based assessment

The Role of Adjunct Faculty in Curriculum
Knowledge Transfer

All ten participants recognized that adjunct faculty
have valuable industry-based experience. Faculty
Coordinator A (University of Bahrain) stated:

"Tenured faculty cannot create client links or
discover platforms that are recruiting because
adjunct lecturers do. They are great translators,
but unfortunately, they are offered no position
when we create the courses they teach."

ANUJR-B. Vol. xx (x), xxxx

It illustrates a structural contradiction
recognized across both case universities, where
adjunct faculty have greater industry

engagement but little authority to influence
governance. The lack of any formal process, for
instance, curriculum councils with adjunct
faculty representation, knowledge-sharing
forums, or co-creation workshops, blocks
industry insights at the teaching level,
inhibiting the incorporation of knowledge into
the curriculum design.

Institutional Constraints on HRM-Curriculum
Alignment. Institutional governance structures
were mentioned most often by interviewees as a
constraining factor. Program Coordinator B
(Bahrain Polytechnic) explained, "We know what
the gig economy demands. Our part-time
faculty live it. But from that knowledge to the
actual change of a module, that could take two
academic years. The approval systems have no
design for the changes we are challenged with."

This finding was similar across the two
institutions, proving the Institutional Theory
prediction, of centralized accreditation and
approval systems, creating path dependencies
that  reduce  responsiveness.  Bahrain
Polytechnic showed a little more internal
responsiveness, likely due to the focus of its
technical-vocational provision and its more
developed industry advisory systems. The
University of Bahrain's system-wide control of
the program review process created even longer

response times.

Discussion

Interpretation of Findings in Relation to
Prior Literature

The results of this study largely agree with the
existing literature that HEIs in the MENA region
like in other emerging economies, have a structural
gap in the alignment of their curriculum design with
gig economy competency demands (Herrmann et
al., 2023; Kassim et al., 2020). From an empirical
point of view, Bahrain adds to this literature by
showing that the gap is not merely a consequence of
neglecting the curriculum, but of governance
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structures that systemically exclude adjunct faculty
who have the potential to resolve the gap.

The discovery that adjunct faculty act as
knowledge brokers without governance
authority relates to Nelson et al.'s (2020) U.S.
higher education survey and translates their
findings to the Gulf Cooperation Council while
incorporating an institutional dimension. The
systemic marginalization of adjunct faculty
represents an 'HRM paradox' in higher
education. Institutions employ gig workers to
teach but construct governance frameworks
that exclude those gig workers from
participating in curriculum decisions where
their knowledge and experience would be most
helpful.

Theoretical Implications

The findings from this research offer evidence
for the core assumption of the HDCRM,
specifically that the responsiveness of curricula
is a function of the quality of HRM practices
and the degree of openness of curricular
governance structures. The divergence between
Bahrain Polytechnic and the University of
Bahrain with respect to the rate of integration
of competencies and the flexibility of
governance structures is most likely due to
Bahrain Polytechnic’s relatively superior HRM
practices, specifically the Polytechnic’s
enhanced governance flexibility and Industry
Advisory Committee.

Furthermore, the research extends the
application of Institutional Theory within
higher education by showing that asymmetric
isomorphic pressures operate across different
institution types. Within higher education,
comprehensive universities are characterized
by a stronger mimetic and normative
isomorphism (adherence to the conventional
standards of the university) while technical-
vocational institutions are dominated by
coercive isomorphism, reflecting stronger
pressures from the labor market. This
isomorphic asymmetry has the potential to
influence reform, indicating that

ANUJR-B. Vol. xx (x), xxxx

comprehensive universities may require more
explicit external pressures to change their HRM
and curricular governance practices.

Practical and HRM Implications

The practical implications of this research are
organised across three levels: institutional,
policy, and individual. At the institutional level,
universities are encouraged to formalize the role of
adjunct faculty within curriculum governance
structures by establishing permanent governance
advisory committees, creating formal mechanisms
of governance and knowledge exchange between
adjunct and permanent faculty, and developing and
implementing frameworks for formal partnerships
with industry. There should be a focus on
competency mapping based on internationally
endorsed frameworks in curricular redesign.

The Higher Education Council in Bahrain
could change their evaluation methods to
encourage incorporate
management skills relevant to the gig economy
in their curriculums. This could include

universities  to

freelance management skills and advanced
digital skills such as digital portfolio creation
and platform literacy. Offering government
scholarships to gig economy companies to hire
foreign faculty members would help keep
curriculum updated.

Students should be encouraged to seek online
micro credential programs while pursuing their
degrees. Universities should recognize these as
part of the students' official academic record.

Sustainability and SDG Alignment

The proposed changes would have a positive
impact on SDG 4 (Quality Education) and SDG
8 (Decent Work and Economic Growth) of the
Sustainable Development Goals. The changes
would improve the chance of employment of
new graduates and help diversify the economy
of Bahrain while supporting the regional goals
of the other nations in the Gulf Cooperation
Council (GCC)
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Conclusion

This study has investigated the influence of
HRM practices at two public universities in
Bahrain, the University of Bahrain and Bahrain
Polytechnic on how management curricula help
graduates develop the skills required for
sustainable careers in the gig economy. Using
qualitative case-studies that incorporate semi-
structured  stakeholder  interviews  and
systematic curriculum mapping for 350 course
outlines, three key findings were identified.

First, both universities exhibit significant but
inconsistent embedding of gig economy skills,
with an applied-learning model in Bahrain
Polytechnic resulting in higher rates of
embedding independent learning  skills.
Second, adjunct faculty are an underused
epistemic asset. Unlike full-time faculty whose
industry expertise is incorporated within the
structures of and governs the curriculum,
adjunct faculty are subject to structural, but not
necessarily intentional, exclusion. Third, a
stratified, centralized model of institutional
governance and isomorphic pressures are the
main barriers to the responsiveness of curricula.
These factors severely limit HRM practices and
their ability to embed industry insights and
educational innovations.

The study presents the HRM-Driven
Curriculum Responsiveness model (HDCRM)
which adds to the theory of and phenomena
regarding the dynamics of responsiveness and
provides a framework for the adaptation of
systems and governance structures. Sustainable
employability of graduates is the result of
strategic HRM practices, inclusive governance
of the curriculum, and a dynamic labor market.
HDCRM provides a basis for the self-
evaluation and focused improvement of an
institution.

This research has its limitations. The
qualitative, case-study approach restricts
statistical generalizations to the two focused
institutions, although this design fits the
research aims. Though the sample of ten key
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informants was intentionally selected for their
expertise, it does not include students, a group
whose self-evaluated readiness for gig work is
a valuable additional data source. Research of
this kind should incorporate extensive surveys
of students, assessments of employer-side
competencies, and graduate employment
outcome studies to offer a fuller justification for
HRM-based curriculum reform in higher
education across the region of the GCC.
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