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Chapter 1- Introduction 

Background 

All over the globe, there has been a growing momentum towards professionalizing the conduct 

of the faculty development. Scholars have been exploring new strategies for faculty development 

(Camblin & Steger, 2000). In particular, Minter (2009) explored the weakness in university faculty 

development efforts as compared to corporate professional development practices. He opined that 

faculty development should be treated as a process rather than as isolated development activities. 

He argued that organizational change cannot be successful without having an effective process 

for professional development, training and succession planning.   Furthermore, he explained that: 

As universities move into the twenty-first century, they will be finding more 

accountabilities placed upon them by the public, students, accreditation agencies 

and employers to justify the cost of higher education and quality of education being 

delivered.  Consequently, strategic planning for faculty development, effective 

implementation and outcomes assessment of the development process are 

extremely important for universities to demonstrate and be accountable for best 

practices. (Minter, 2009, p.65) 

He also argued that institutions of higher education need to establish faculty development 

processes to equal or surpass the model used by corporations who have been successful in human 

resource management. “The professional development of faculty is key to building successful 

academic experiences for students, faculty and for the university in developing its competitive edge 

and uniqueness in the marketplace of higher education” (Minter, 2009, p.70). 

In the Philippines, there has been increasingly a positive pressure on institutions of higher education 

to continuously improve the different aspects of their operations due to the accreditation process 

which most of these institutions, especially those in the upper echelon of the industry are expected 

to undergo. 

Accreditation is a process of self-regulation that focuses on self-study and evaluation, and on the 

continuing improvement of educational quality.  It is both a process and a result. As a process, it 

involves peer review where an association of schools and colleges establishes criteria and procedures 

that promote the maintenance of high standards of education among its members. As a result, it 

requires certification granted by a recognized and authorized accrediting agency to an educational 

program or to an educational institution, certifying that it possesses certain standards of quality 

which exceed those prescribed as minimum requirements for government recognition.  Accreditation 

is based on an analysis of the merits of educational operations in the context of the institution's 

philosophy and objectives. (Philippine Association of Colleges and Universities Commission on 

Accreditation, n.d.-a). 

The Philippine Association of Colleges and Universities Commission on Accreditation 

(PACUCOA) is a private accrediting agency in the Philippines which gives formal recognition to 
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an educational institution by attesting that its academic program maintains excellent standards in 

its educational operations, in the context of its aims and objectives. Membership to PACUCOA is 

open to all schools that are able to meet the standards and requirements of the agency. 

PACUCOA has the following goals: to identify schools whose competence and performance in a 

particular field provide reasonable ground for public and professional recognition; to aid students 

in their choice of quality schools that will address their individual needs; to help institutions of 

learning attain maximum educational effectiveness through self-evaluation and self-discipline; and 

to engage the cooperation of institutions of learning and professional associations in the mission of 

advancing the interest of education. (PACUCOA, n.d.-b) 

Accreditation has a positive impact on society. The more number of accredited schools, the more 

benefits to society. The accreditation process covers nine (9) areas for assessment or evaluation.  It 

starts with the broad area of philosophy, vision and mission, in the context of which, the other 

aspects of operations of a school are evaluated such as faculty, instruction, library, laboratories, 

physical plant and facilities, student personnel services, social orientation and community 

involvement, and organization and administration. (PACUCOA, n.d.-c). 

Out of the nine (9) areas assessed by PACUCOA, two (2) are directly linked to faculty development: 

faculty and instruction. Furthermore, faculty development is critical for accreditation because it is 

a key area for strategic management intervention due to its impact on operations and its pivotal 

role in the achievement of institutional goals (Bland & Schmitz, 1990, cited in Millis, 1994; 

Boucher et al, 2006; McShannon et al, 2006). 
 

Objectives 
 

This paper attempted to conduct a case study research on faculty development in the 

University of Asia and the Pacific (UA&P). UA&P has a student population of around 2,000 as of 

SY 2014-2015.   It is a relatively young university, with less than 30 years in operation as a 

university.   Despite its relatively young age and limited course offerings, it has earned its reputation 

as one of the more prominent universities in the country. Part of its long-term goals is to achieve 

Level IV accreditation status with the PACUCOA.   Level IV is granted to “institutions/programs 

which are highly respected for having maintained very high educational standards and with prestige 

and quality comparable to similar programs in excellent foreign institutions/programs” 

(PACUCOA, n.d.-c).  Furthermore, a Level IV accreditation confers on the university autonomy 

status, and grants it the authority to offer new graduate programs allied to existing Level IV courses, 

as well as open learning/distance education and extension classes without need for prior approval 

by CHED. (PACUCOA, n.d.-a). Specifically, this paper tried to study how the University of Asia 

and the Pacific (UA&P) has been undertaking its faculty development program. First, it aimed to 

uncover the best practices in UA&P in relation to faculty development.  Second, it attempted to 

identify the possible areas for improvement.  Third, it looked into the possible hurdles to an 

effective and efficient faculty development, and how they can be overcome. 

 

Theoretical Framework and Hypotheses 
This paper made use of the theoretical framework introduced by Minter (2009) where he discussed 

two professional development models: the Organization Centered Process Model (OCPM) 

generally adopted by corporations, and the Ego-Centric Model (ECM) characteristic of universities. 
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Minter (2009) argued that there are different approaches to faculty development, and these 

approaches can be seen as a continuum (see Figure 1). At one end of the continuum is the OCPM 

which represents “an ideal form of planned, well organized, and fiscally supported professional 

development processes that nurture positive outcomes for both the human capital and health of the 

university” (p. 66).   On the other end of the continuum is the ECM where the faculty member is 

left on his own and takes full responsibility to pursue his personal intellectual and professional 

growth, with little relationship to the strategic plan of the university, and with meager budget 

support from the university. He strongly espoused a shift of universities to OCPM since the 

professional development of faculty is key to building successful academic experience for students 

and building competitive edge for the institution. 

 

Figure 1. University approaches to faculty development based on Minter (2009, p. 66) 
 

 

 

 

Echoing Minter’s advocacy for a more professional approach to faculty and staff 

development, Loeser (2008) wrote an essay underscoring the need to veer away from what he calls 

“traditional staff development”, usually characterized by one-size-fits-all, one-day workshops, and 

topics determined by central administrators. He explained that the ideology behind traditional staff 

development opportunities seems rational and seems to yield positive results for teachers and 

students, but in reality, many teachers find these workshops to be a waste of time because of the 

lack of correlation between their perceived needs as professionals and what is actually offered 

through staff development opportunities. 

While there is reason to believe that faculty development can and should be carried out in a more 

systematic, proactive and strategic manner, there is also sufficient basis to say that such an endeavor 

has to be undertaken with a lot of prudence so that it can be truly effective. 

Holmes & McElwee (1995) warned that that total quality management (TQM) in higher education 

institutions, and the development of a “managerialist ideology”, has inevitably led to the adoption 

of an approach to human resource management which is “functionalist”. They asserted that TQM 

is not only inappropriate in higher education, but that it also limits the productive activity of 

individuals. They espoused instead a "soft HRM", individualistic and user- focused school culture 

that will provide sufficient conditions for total quality enhancement to become a reality.  They 

explained that an imposed system for quality will not succeed in institutions of higher education 

due to two reasons: first, those who work in these institutions have a reputation for liberalism and 
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non-conformism; and second, the organizational and management styles, and the culture associated 

with these institutions are historically different from those practiced in commercial institutions 

where hard HRM and TQM have worked well. 

They concluded that while it is true that quality of education involves the provision of systems, 

structures and procedures, more importantly, it has to engage all the stakeholders in active and 

interactive exchange and development.  Furthermore, they asserted that the real issue of quality lies 

at the level of the individual interaction, and ultimately, in the benefits and experiences gained in 

the educational process. 

Taking off from Minter’s (2009) framework, while mindful of the warning made by Holmes and 

McElwee (1995), the proposition of this paper is that UA&P has a relatively professional approach 

to faculty development, but there are still many areas for improvement in achieving higher levels 

of effectiveness and efficiency. 

Significance of the Study 

By studying the best practices in UA&P in relation to faculty development, and identifying possible 

areas for improvement, as well as looking into the prospective challenges and hurdles, this research 

aimed to help UA&P management undertake a more effective and efficient faculty development 

program.  In the process, it can serve as a foundation for future empirical studies that will explore 

the possibility of implementing a more corporate approach to faculty development in institutions 

of higher education, especially in the Philippines.  It can also provide guidance to educational 

administrators of such institutions on successful faculty development practices, and possible areas 

for improvement in their own institutions.   Needless to say, this study can serve as a building 

block for improving the quality of higher education, which will ultimately redound to the benefit 

of society. 

 

Chapter 2 

Review of Related Literature 

Importance of Faculty Development 

The importance of faculty in institutions of higher education cannot be denied. They are 
“the single most important factor in student success” (McShannon, Hynes, Nirmalakhandan, 

Venkataramana, Ricketts, Ulery, & Steiner, 2006, p. 207). Pearson and Bowman (2002) looked into 

the impact of faculty interaction with students.   Citing Astin (1993), they asserted that the quantity 

and quality of faculty involvement with students is particularly important to the pursuit of excellence; 

it has an effect on student outcomes. Furthermore, Meyers (2008), who presented a short historical 

background on the development of continuing education, with its impact on student development, 

citing Lieberman & Wilkins (2006), revealed that research has shown that the best prepared 

instructors have the most successful students. 

In an empirical study conducted by Astin (1993) covering 200 colleges and universities in the 

United States, he unveiled that, next to the peer group, faculty has the most significant contribution 

to the development of undergraduate students.  He discovered that the sheer amount of interaction 

between the students and faculty has widespread effects on student development. The study 

revealed that student-faculty interaction has positive correlations with many behavioral outcomes, 

and has a number of fascinating effects on career outcomes too. 

Since faculty play a vital role in higher education, it is imperative for educational managers to give 



National Business and Management Conference 2015 | p. 162 

 

 

faculty development the attention it deserves. Scholars have articulated management’s 

responsibility for faculty development by saying that: 

The most important resource that any institution of higher education has is its faculty 

members. As such, faculty development must be considered an essential element in 

nurturing and supporting this invaluable resource. By enabling faculty members to meet 

individual goals as teachers, scholars, and leaders, the broader goals and missions of the 

educational institution are also met. While the responsibility for such development falls 

largely on the individual, institutional leaders also bear the moral and professional 

responsibility to foster the growth of those faculty members they have recruited and hired. 

(Boucher et al, 2006, p. 1) 

The importance of adopting a strategic approach to faculty development cannot be 

overemphasized. Bland & Schmitz (1990), as cited in Millis (1994), highlighted the indispensable 

link between faculty development and institutional vitality, stating that: "Whether faculty activities 

are considered productive (vital) or not depends on whether they relate both to the faculty 

member's personal and professional goals and to the institution's mission" (p. 45). 

Understanding Faculty Development 

Articulating the definition or scope of faculty development in a nutshell, Watson & Grossman 

(1994) said that in its narrowest interpretation, faculty development focuses on teaching.  In its 

broad sense, it deals with personality and self-awareness development. 

Expanding the definition a little bit more, it pays attention to broader organizational and institutional 

structures and processes within which faculty operate.  According to them, the more recent 

publications of the Professional and Organizational Development (POD) - an international 

association of higher education professionals dedicated to enhancing teaching and learning by 

supporting educational developers and leaders in higher education - have suggested a view of 

development that is holistic, encompassing practically every aspect of an academic's life. 

Millis (1994) tried to expound on the three definitions of faculty development. She explained that: 

Faculty development can take many guises. Distinctions have traditionally been made 

between three terms: (a) faculty development (activities such as classroom visits or one- 

on-one counseling intended to improve the teaching skills of an individual faculty 

member); (b) instructional development (activities such as media support or curriculum 

design focused on the student, the course, or the curriculum); and (c) organizational 

development (activities such as campus-wide retreats intended to improve institutional 

resources or climate). In practice, however, these definitions overlap, and virtually all 

activities affect the individual faculty member. (p. 454) 

According to Millis (1994), many scholars “prefer a broad definition of the term faculty 

development to encompass research and teaching activities, personal health and growth, and the 

management of a professional career over time” (p.454). She opined that faculty development 

efforts can be as simple as a single faculty member taking initiative to read a book to enhance her 

professional development. She observed, however, that more typically, they are “usually 

coordinated by faculty committees; by campuswide teaching, media, or research centers; or by 

multicampus professional organizations or networks” (p. 454).  Furthermore, she noted that 

programs usually cover a multitude of activities such as newsletters, faculty discussion groups, 

individual consultation opportunities, workshops or seminars, mentoring programs, classroom 

observations, career counseling, research assistance, sabbaticals, and others. Citing Atkins and 

Svinicki (1992), she pointed out that “faculty development, broadly interpreted, embraces a wide 
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range of activities including institutional and instructional research, faculty committee work, team 

teaching, and writing support. It can also include the enrichment that comes from consulting 

experiences” (p. 454). 

Examining the different scope or definition of faculty development, this paper adopted the more 

holistic or broader definition since it captures a more comprehensive view of faculty 

development and its impact. 

Components of Faculty Development 

Bergquist & Phillips (1975) observed that prior to the 70s, there has been a piecemeal approach to 

improve teaching in higher education.  According to them, the three most widely used approaches 

to faculty development in the past were the following: (a) the reduction of student/faculty ratios, 

(b) the purchase of costly new instructional technology, and (c) the recruitment of new Ph.Ds. 

They opined that such an approach has been ineffective, and a comprehensive approach to faculty 

development was needed.  Thus, they proposed a model based on the assumption that significant 

changes must take place at three levels: (a) attitude, (b) process, and (c) structure. They further 

clarified that “a change effort focusing on only one of these levels will rarely achieve success” (p. 

182). 

Centra (1978) observed that in the 1970s, faculty development has expanded to include a variety 

of activities and special programs.  He recognized the contribution of Bergquist and Phillips (1975) 

as being among the first to offer some conceptual ideas about the field. 

Commenting on the work of Bergquist and Phillips (1975), he said: 

Their model described three related components of faculty development: instructional 

development, personal development, and organizational development. Under the first 

category they included such practices as curriculum development, teaching diagnosis, and 

training. Personal development, they said, generally involved activities to promote faculty 

growth, such as interpersonal skills training and career counseling, while organizational 

development sought to improve the institutional environment for teaching                     and 

decision making and included activities for both faculty and administrators. Team building 

and managerial development would be part of organizational development. (Centra, 1978, 

p. 151) 

Furthermore, Centra (1978) cited the contribution of Gaff (1975) to the field.  He pointed out that: 

Gaff’s model also included instructional and organizational development, but he substituted 

"faculty" development for "personal" development (all subsumed under "faculty renewal"). 

Under "faculty development" he included not only activities related to the affective 

development of faculty members but also those directed toward improved teaching behavior. 

(p. 151) 

Centra (1978) opined that Gaff, in contrast to Bergquist and Phillips, viewed instructional 

development as focusing more on course and curriculum design. He also noted that the Gaff and 

Bergquist-Phillips models were largely heuristic rather than empirical. He raised the question of 

whether the concepts proposed by these scholars were accurate reflections of what institutions are 

doing. Thus, he undertook an empirical study to investigate the types of faculty development 

practices carried out in different kinds of higher educational institutions in the United States. His 

study also looked into the perceived effectiveness of individual practices and how development 

programs were funded and organized. 

Equipped with a better understanding of the components of faculty development, we now go into 
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the possible success factors behind faculty development. 
 

Factors that Contribute to Effective Faculty Development 

Given that faculty development is critical for achieving the mission of an institution of higher 

learning, it stands to reason that uncovering the factors that significantly contribute to effective 

faculty development is crucial for educational managers.   This issue has been explored by several 

authors using different prisms: a more corporate approach (Minter, 2009); an institutional or 

organizational approach (Sahney et al., 2008); and a “learner” or “faculty- centered” approach 

(Craton, 1994, cited in Nasreen & Mirza, 2012).   The ideas from these scholars are summarized in 

Table 1. 

 

Table 1 

Factors that Contribute to Effective Faculty Development 

 

Sahney et al (2008)  Emphasis on continuous improvement 

 Differentiation 

 Customer focus 

 Budget priorities 

 Well-defined channels of communication 

 Effective and efficient leadership 

 Clear and specific policies and procedures 

 Instructional competence 

 Management-by-fact/information system 

 Strategic and operational planning. 

Minter (2009) Establishment of a Faculty Development Center with full-time leadership. 

Succession planning 

University budget support to maintain professional personnel to oversee and

coordinate professional development processes. 

Alignment of individual faculty development plan to departmental and

institutional strategic goals 

Award system 

Performance reviews based on a 360 degree model 
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Craton (1994, cited in 

Nasreen & Mirza, 

2012) 

 Developing a clear realization of the climate of the institution, including 

administrative support for teaching, faculty attitudes toward teaching innovation, 

the "real" reward system for effective teaching, and social norms related to 

teaching; 

 Discussing extensively with faculty, or systematically investigating, their expressed 

needs and interests related to teaching; offering series of workshops on issues of 

interest, involving faculty in planning as much as possible, and encouraging faculty 

to participate in as many sessions in the series as possible; 

 Developing "themes" based on issues of interest, offering several activities or 

services related to the themes for example, making materials available, holding 

workshops, having discussion groups, and offering grants for faculty projects, 

each related to the theme; 

 Providing the infrastructure and resources for a peer consultation program, 

encouraging longer-term interaction among participants by holding meetings of 

all participants and discussion groups throughout the year; 

 Communicating regularly with participants in instructional development 

activities, including holding follow-up meetings, and encouraging the exchange 

of resources among faculty on topics of interest. 

 

At this juncture, we have already made an extensive review of the different facets of faculty 

development: its importance and nature, its various components, and the factors that contribute to 

its effectiveness, as studied by various scholars.  We now turn to the discussion of the research 

framework, design and methodology of this paper. 

 

Chapter 3 

Research Framework, Design and Methodology 

Research Framework and Design 

This study adopted a case study research method, using a single-case design.  The unit of 

analysis is UA&P’s faculty development program seen as a process. 

Sahney et al. (2008) conducted an empirical study revealing the following attributes/design 

characteristics that contribute to total quality education, in order of importance: emphasis on 

continuous improvement; differentiation; customer focus; budget priorities; well- defined channels 

of communication; effective and efficient leadership; clear and specific policies and procedures; 

instructional competence; management-by-fact/information system; and strategic and operational 

planning. 

 

The study of Sahney et al. (2008) hints to factors that may contribute to effective faculty 

development.   These factors are the subject of potential management intervention towards a more 

professional approach to faculty development. 

Using the theoretical framework of Minter (2009) on approaches to faculty development as 

springboard for this case study research on UA&P faculty development, and guided by the study 

of Sahney et al. (2008), a research framework was designed by extracting the basic characteristics 

or features of the two professional development models presented in the framework (i.e., OCPM 

and ECM), and classifying them under four major areas for management intervention.   The 

summary is presented in Table 2. 
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Table 2 

Characteristics of Organization Centered Process Model (OCPM) and Ego-Centric Model 

(ECM) based on Minter (2009) 

Areas for Management 

Intervention 

Organization Centered Process 

Model (OCPM) 

Ego-Centric Model (ECM) 

Organizational Structure and 

Budget Support 

 initiative and budget for  

employee development begins 

with the firm’s strategic 

succession planning in 

developing employee potential 

 planned, well organized, and 

fiscally supported professional 

development processes 

 centralized, and usually well 

managed and staffed with at 

least a full-time director 

 major responsibilities of the 

director: identify faculty 

development needs, establish 

programs to meet these needs, 

coordinate professional 

development activities across 

campus, and assess the 

outcomes for the university 

 faculty development center has 

its own budget and dedicated 

office space 

places most of the professional 

development responsibilities and 

costs for development on the 

shoulders of the faculty member 

Strategic Alignment  nurture positive outcomes for  

both the human capital and 

health of the university 

 
 

 

 

 

 

 

faculty generally create their 

own development plans without 

having to confer with the 

institution 

faculty are not that concerned 

about the synergy between their 

professional self-interests and 

the goals and objectives of the 

university 

faculty give more importance to 

their professional ambitions than 

to the needs of the university 

Planning, Monitoring and 

Evaluating Faculty Development 

 professional development is  

designed more as a process 

professional development is 

carried out as isolated activities 

 



National Business and Management Conference 2015 | p. 167 

 

 

  provides both planned lateral  

and vertical development 

opportunities 

 provide career diagnostics and 

career counseling opportunities    

for employees 

 
 

no strategic planning taking 

place in most academic 

institutions when it comes to 

developing their human capital 

faculty often pursue their 

individual research and 

scholarship interests 

faculty have few approved 

professional development goals 

Faculty Development Systems, 

Procedures and Policies 

 succession planning, coaching  

and mentoring of high potentials 

 opportunities for internal and  

cross training experiences for 

those earmarked as backups 

when the earmarked position is  

vacated 

 provide coaching and mentoring 

opportunities for professional 

management team 

rigid, time bound vertical 

promotion system for faculty 

internal coaching and mentoring 

for aspiring administrators is 

usually nonexistent 

learning curve for college 

administrators is usually consists 

of trial and error experiences, 

with little opportunity to be 

coached or mentored 

 

Table 2 serves as a practical guide for analyzing to what extent UA&P is already practicing a 

more corporate approach to faculty development, identifying their best practices as well as areas 

for improvement, and discovering possible hurdles that need to be addressed. 

 

Methodology 

Data collection for this research was done from July to August 2014, involving interview of key 

informants, review of current policies on faculty development, analysis of Human Resource 

Management (HRM) records documenting the implementation of faculty development activities, 

and study of historical financial and enrollment data.  Before any data gathering or interviews 

were made, clearance from the UA&P Management Committee (MANCOM) was secured.  The 

MANCOM is the highest collegial governing body in the University which consist of the 

following: President, Vice-President for Academic Affairs, Vice-President for Administrative 

Affairs, Vice-President for Development, Vice-President for Students and Alumni, and the 

University Secretary.   At the school level, the OPCOM is the collegial governing body which 

consists of the dean, vice-dean(s), and secretary. 

The three key informants for this research were chosen based on their in-depth knowledge of the 

research topic owing to their extensive exposure to the actual conduct or implementation of 

faculty development in UA&P.  The first key informant is an associate professor who has been 

working in UA&P for the past 18 years.  She has 13 years of experience handling academic 

administration, including deanship.   The second key informant is a current dean with a strong 

business background, both as academician and practitioner.  He has been working in UA&P since 

1992 as part-time faculty, and since 2000 as full-time faculty.  He has been handling academic 

administration since 2008, and has been dean for the past 4 years. The third key informant in the 

Managing Director of the UA&P Human Resource Management (HRM) unit.  She has been 

working in UA&P for the past 20 years, and has been heading HRM for the past 10 years. 
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In conducting the interview with the key informants, a set of interview questions was formulated 

based on Minter’s (2009) “Best Practices for OCPM”.  The best practices as outlined in Minter’s 

paper were modified in order to better address the circumstances of UA&P.  The interview 

questions appear in Exhibit 1.  Note that in order to facilitate data analysis and interpretation, the 

interview questions were grouped together following the four major areas for management 

intervention used in the research framework presented earlier (Table 2). 

 

Exhibit 1 

INTERVIEW QUESTIONS: 

Organizational Structure and Budget Support 

1) Who or what unit is responsible for faculty development in the University? 

2) Does the University provide budget support to maintain professional personnel to oversee 

and coordinate professional development processes? (Note: These individuals will ideally 

provide vision to help guide and coordinate development activities.) If the answer is 

negative, do you think the University should provide such personnel? 

3) What is the current system for approving faculty development grants? Is the current 

system able to effectively and efficiently address faculty needs and achieve 

University objectives? 

Strategic Alignment 

4) Are faculty members required to submit annual scholarship and development plans 

that are related to annual performance reviews? If affirmative, do the faculty identify 

what specific departmental and institutional strategic goals their individual 

professional plans support? 

5) Does each full-time faculty member have a professional development plan? Does each 

school or department have a professional development plan for their faculty? Who or 

what unit is responsible for ensuring that the individual and school/department plans 

are all aligned to the strategic plans of the University? Is there a monitoring system in 

place? 

 

Planning, Monitoring and Evaluation of Faculty Development 

 

6) Does the University conduct annual training and development needs assessment? How 

does the University design faculty development programs, provide budget support, and 

assess the progress of faculty as part of their overall performance reviews? 

7) Is there an organized coaching process for junior faculty (both at assistant/associate level 

ranks) who have not yet attained full-professor status? 

8) Is there a post tenure performance review process for tenured full professors that 

relate outcomes to identify future development needs? If none, do you think it would 

be good to have one? Why? 

9) Does the University conduct annual faculty development surveys to identify 

professional enrichment experiences/opportunities desired by faculty? 

10) How is faculty development documented and monitored?  Do you think the current system 

is adequate? If negative, how do you think can it be improved? 
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Faculty Development Systems, Procedures and Policies 

11) Is there an award system to encourage and motivate faculty to pursue further professional 

development? If the answer is negative, do you think there should be such a system? In 

broad stokes, how do you envision such a system? 

12) Are there professional development opportunities within the university that provide 

vertical, lateral and cross-training development experiences for faculty? 

13) How does the University assist the different schools/departments in establishing best 

practices for faculty development and scholarship? 

14) How does the University support and encourage faculty and administrative succession 

planning so that they 

can “grow their own” future leaders? 

15) What else do you think can be done to improve faculty development in the University? 

 

The interview questions were emailed to the key informants at least three days before the 

scheduled interview.   They were also provided for easy reference, together with the questions, 

soft copies of the Policy on Professional Development Program (PDP) and the Guidelines for the 

Institutional Development Program (IDP) and Teaching Associate Program (TAP).  These 

documents represent the structural backbone for the conduct of faculty development in UA&P. 

Furthermore, the consents of the key informants were secured to record the interview, with the 

condition that the recordings will be erased as soon as they have approved the final version of the 

interview manuscripts.  They were also given the liberty to edit the initial version of the interview 

manuscript to ensure that their ideas were properly captured by the interviewer, and to allow them 

to add or delete whatever they think would contribute to the integrity and reliability of the 

manuscript.   The versions of the interview manuscripts with the final approvals of the respective 

key informants were used as basis for the data analysis.   On the average, the interviews were 

conducted for around 1.5 hours. 

Based on the results of the interviews with key informants and the review of the policies, 

guidelines, documents and records, the best practices, areas of improvement and hurdles to faculty 

development were identified and classified according to the four major areas for management 

intervention used in the research framework. 
 

Chapter 4 

Findings, Recommendations and Conclusions 

Throughout the years UA&P has been continuously improving its faculty development program.  

In February 2013, the UA&P Management Committee (MANCOM) issued a comprehensive 

policy on Professional Development Program (PDP) which consolidated, enhanced and further 

articulated previously issued policies on faculty development.   This major document was 

followed by the issuance in June 2013 of the guidelines for the Institutional Development Program 

(IDP) and Teaching Associate Program (TAP). 

To further strengthen the conduct of faculty development in the University, in SY 2013- 

2014, the MANCOM embarked on crafting tools in aid of managing faculty development: the 

Faculty Compendium, the Primer of Faculty Affairs, and the Faculty Handbook. The 
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Compendium serves as the academic manager’s tool for applying faculty affairs policies in a 

holistic, strategic, and coordinated manner; the Primer’s primary purpose is to acquaint applicants 

for teaching positions in UA&P with the job expectations and working environment of the 

institution; and the Handbook contains all the academic, student, and administrative affairs 

information and guidelines that are essential for every faculty member to know. As of the 

completion of this study in August 2014, the initial draft of the Compendium has already been 

issued to the different OPCOMs for consultation, while the other two documents are still in the 

pipeline. 

To ensure alignment of new faculty members with institutional goals, UA&P top management has 

incorporated salient provisions in its employment contracts/documents (see Exhibit 2). 

Exhibit 2 

Excerpts from the document issued for the permanent appointment of faculty: 

I formally acknowledge and accept the Educational Principles of the University of Asia 

and the Pacific (i.e., the Credo of UA&P, Mission Statement, and Statement of Principles) 

with a clear understanding that there is nothing in these Principles that contravenes, 

offends, or violates my personal (intellectual, ideological, or religious) beliefs and 

convictions. I shall respect, honor and uphold these principles and all such collegial 

decisions, policies, and guidelines pursuant to these principles in the performance of my 

professional and social activities and conduct myself at all times in a manner befitting a 

member of the institution and its Educational Principles. 

To be able to fully understand and assimilate the corporate culture and the educational 

principles of UA&P and to fulfill my responsibilities competently, I shall complete 

the Integral Development Program of the University. I understand that my attendance at 

these components of the Program, along with professional competence, fidelity to the 

UA&P corporate culture, and my attainment of my performance goals, forms the bases 

for my annual performance evaluation and consideration for possible promotions and 

transfers within the University. 

Excerpts from fixed-term contract for probationary faculty: 

I shall always act in accord with the ethical and moral principles of the Magisterium 

of the Catholic Church in all my teaching, research, extension, and mentoring activities. 

To be able to fully understand and assimilate the corporate culture and the educational 

principles of UA&P and to fulfill my responsibilities competently, I shall complete 

the Integral Development Program of the University, giving priority to the components 

offered in the first three years of employment in the University. I understand that the 

completion of the Program, along with professional competence, fidelity to the UA&P 

corporate culture and other prerequisites under the Manual of Regulations for Private 

Higher Education, forms part of the requirements for the proposal, evaluation, and 

consideration for permanent appointment. 

 

Based on the analysis of the policies and documents on faculty development and the interview 
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manuscripts from the three key informants in this case study research, the findings of this study 

are presented in Table 3. 

 

 

Table 3 

Findings on Best Practices, Areas for Improvement, and Hurdles or Obstacles to Faculty 
Development 

 

Areas for 

Management 

Intervention 

Best Practices Areas for Improvement Hurdles or Obstacles 

Organizational 

Structure and Budget 

Support 

 there is clear consensus that 

at the operational level, the 

OPCOMs, headed by the 

deans, have the direct 

responsibility over faculty 

development 

 no one is dedicated to 

focus on faculty 

development at the level 

of the MANCOM where 

policy formulation, 

strategic directions, 

strategic alignment, and 

standard-setting on 

faculty development for 

the entire University 

should emanate 

 

 limited professional 

development 

opportunities within the 

university that provide 

vertical, lateral and 

cross-training 

development experiences 

for faculty 

 increasing pressure to 

sustain and improve 

enrollment figures 

which has direct impact 

on the University’s 

capacity to provide 

funding for faculty 

development* 

 

 uncertainty of budget 

support for the faculty 

development plans that 

the schools would like 

to undertake 

Strategic Alignment  strong emphasis given to 

alignment to educational 

principles and assimilation of 

corporate culture starting 

with development of 

probationary faculty, as seen 

in the design of the IDP and 

the employment 

contracts/documents 

 low actual compliance 

with what is indicated in 

policies and guidelines 

in relation to alignment 

of individual faculty 

plans with institutional 

goals 

 

 for the past 3 school 

years, only around 55% 

of probationary faculty 

are able to complete the 

IDP Corporate Culture 

Series before the 

granting of permanent 

status 

 persistent difficulty in 

vertical and horizontal 

communications has 

made strategic 

alignment very 

challenging 



National Business and Management Conference 2015|p. 172 
 

 

Planning, Monitoring 

and Evaluating 

Faculty Development 

 on-going development of 

tools to aid academic 

managers in planning, 

monitoring and evaluation of 

faculty development 

 low actual compliance 

with what is indicated in 

policies and guidelines 

in relation to planning, 

monitoring and 

evaluation of faculty 

development by the 

OPCOMs assisted by 

HRM 

 
 absence of a systematic 

needs assessment and 

annual faculty survey 

mechanism both at the 

 supply of potential 

academic managers and 

current capabilities of 

incumbent academic 

managers are somehow 

limited (this seems to be 

an industrywide 

problem since most 

academicians are more 

inclined and endowed 

for teaching and 

research) 

 

  school and university 

levels; there are only 

sporadic initiatives in 

this area 

 

Faculty Development 

Systems, Procedures 

and Policies 

 existence of comprehensive, 

detailed and well-articulated 

policies and guidelines on 

faculty development 

 

 existence of an 

institutionalized faculty 

mentoring program which 

incorporates professional 

coaching 

 succession planning is 

not yet well-defined; 

need to be more 

systematic and proactive 

 

 actual implementation of 

the faculty mentoring 

program is still in its 

incipient stage 

 

 no systematic reporting 

and monitoring of output 

of tenured faculty 

 

 Human Resource 

Information System 

(HRIS) project has been 

long in the pipeline 

 

 salary structure and 

promotion system need 

to be revisited in order to 

be more attuned to 

internal needs and 

external competition 

 

 no systematic 

mechanism for sharing 

of best practices 

 due to the growing 

financial needs of 

faculty members, and 

the lure of greener 

pastures outside UA&P, 

retention of high- 

potential faculty is very 

challenging 

*Note: From SY2003-2004 until SY2013-2014, the average expenses for faculty development is .7% of total expenses 

(exclusive of depreciation and CAPEX). The only figures that were above average were registered in SY2003-2004 (.9%), 

SY2005-2006 (.8%), SY2012-2013 (1.0%), and SY2013-2014 (.8%). Expenses for faculty development could have been 

limited greatly by the challenges faced by the University in relation to enrollment figures. On the average, enrollment has 

decreased by 1.96% from SY2003-2004 until SY2013-2014. Enrollment figures have been decreasing yearly from SY 2003- 

2004 until SY2010-2011. Enrollment registered positive growths only starting SY 2011-2012. 

 

Recommendations and Conclusions 
UA&P has a formidable roster of faculty members consisting of several senior faculty who are 
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considered experts or authorities in their respective fields, plus a good number of junior faculty 

who show great potential of becoming prestigious in their areas of study based on their relatively 

short but promising academic careers and credentials.  With this faculty roster, the university has 

produced “Dragons” (i.e., UA&P graduates) who are already making a significant impact in their 

respective industries.  Through its faculty, UA&P possesses an enviable asset for becoming a real 

dragon in the local educational industry, and hopefully, after a few more decades, in the 

international arena as well.   This dream will become a reality depending on how UA&P 

management can effectively and efficiently utilize faculty development as a strategic tool to 

unleash both its human resource and institutional potentials. 

Based on the summary of finding presented in Table 3, a list of recommendations has been drawn 

up and presented in Table 4. 

 

Table 4 

Recommendations on Areas for Improvement and Hurdles or Obstacles to Faculty Development 

Areas for Management 

Intervention 

Recommendations on Areas for 

Improvement 

Recommendations on Hurdles or 

Obstacles 
Organizational Structure and Budget 

Support 
 appoint a VP for Faculty 

Development or Faculty Affairs 

in the MANCOM who will 

focus on formulating university- 

wide strategies, policies, and 

systems for faculty 

development, and take care of 

monitoring the implementation 

of such 

 revisit strategies to sustain and 

increase student intake and 

retention in order to secure 

healthy enrollment figures 

 

 urgently come up with a 

business model that is less 

dependent on tuition income 

Strategic Alignment  develop a system that will 

ensure 100% completion of the 

IDP Corporate Culture Series 

before granting permanent 

status to probationary faculty 

 craft effective strategies to 

greatly improve vertical and 

horizontal communications 

Planning, Monitoring and Evaluating 

Faculty Development 
 study how to increase capability 

of both OPCOMs and HRM in 

planning, monitoring, and 

evaluating faculty development 

 improve faculty recruitment by 

giving premium to applicants 

who have potentials for 

academic management 

 

 urgently provide effective 

interventions to enhance 

management skills of 

incumbent academic managers; 

ensure sustainability of these 

interventions 

Faculty Development Systems, 

Procedures and Policies 
 urgently address the need for 

succession planning, effective 

implementation of the faculty 

mentoring program, and in- 

depth study of the salary 

structure and promotion system 

 design effective strategies for 

retention of high-potential 

faculty who are good academic 

managers or who have 

potentials for being developed 
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We can conclude that UA&P has a relatively well-developed corporate approach to faculty 

development. They have established a strong foundation for the long-term growth of an effective 

faculty development program by putting a lot of emphasis on commitment of faculty to UA&P 

educational principles and assimilation of corporate culture. This is a pivotal step taken by 

UA&P since it would be futile for any institution to put so much effort and investment in 

developing impressive faculty development systems, procedures and policies, only to find out 

that their most important collaborators are not aligned to institutional mission and objectives. 

Atty. Ulpiano Sarmiento III, drawing from Justice Frankfurter, explained: “It is the business of a 

university to provide that atmosphere which is most conducive to speculation, experiment and 

creation. It is an atmosphere in which there prevail ‘the four essential freedoms’ of a university – 

to determine for itself on academic grounds: who may teach, what may be taught, how it shall be 

taught, and who may be admitted to study.”   A cadre of faculty members who are fully committed 

and dedicated to the achievement of institutional mission and goals is the most potent asset for 

any university’s success. 

Nevertheless, while UA&P has taken a critical step in the right direction, there remain several 

areas for improvement, and a number of hurdles to overcome to ensure a sustainable, effective and 

efficient faculty development program.  It is hoped that with the findings and recommendations 

presented in this study, UA&P management will be able to focus on and address specific areas for 

management intervention, especially the more urgent and critical issues facing the University. 

While this study can serve as a useful springboard for UA&P management to implement much-

needed reforms in relation to faculty development, due to time and resource constraints, the 

research done for this study was limited to interviews of three key informants.  It would be good 

to conduct in the future a case study research on UA&P faculty development which would include 

interviews with several faculty members who could somehow represent the insights, needs and 

aspirations of the majority of the faculty members.  This would greatly enrich the quality of the 

findings, and produce more incisive recommendations. 
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