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Introduction

Academic managers in a state institution
play a critical role in ensuring the smooth func-
tioning and success of the institution's educa-
tional programs. They oversee the develop-
ment and implementation of academic policies,
manage academic resources, and ensure that
the institution's academic programs meet the
highest quality standards. Academic managers
work closely with faculty members, staff, and
students to create a supportive, inclusive learn-
ing environment that fosters academic excel-
lence. They are also responsible for ensuring
that the institution's educational programs
comply with state regulations and meet the
needs of the community they serve. Overall, ac-
ademic managers are essential to the success of
state institutions and play a vital role in shap-
ing the future of education.

State institutions' academic managers deal
with a variety of procedures and difficulties in
their work. They are in charge of managing fac-
ulty and staff, making sure that education is of
high quality, supervising and directing aca-
demic activities inside the institution, and up-
holding academic standards generally. To
adapt the curriculum to the changing demands
of both industry and students, these managers
are essential. They must keep up with the most
recent advancements in their professions be-
cause they have to make sure the curriculum
reflects such improvements. One of the biggest
challenges is finding and keeping talented fac-
ulty members. To attract brilliant people, aca-
demic management must create efficient re-
cruitment tactics. They must also offer faculty
development opportunities through confer-
ences, workshops, and research grants to im-
prove their teaching and research capacities.

Managing the institution's academic budget
is one of the most important duties of academic
management. Funding for research, infrastruc-
ture development, student support services,
and other academic endeavors are all included
in this. Prioritizing expenditures is necessary to
achieve optimal resource allocation and finan-
cial sustainability. Academic audits, program
evaluations, and accreditation procedures are
examples of quality assurance procedures that
must be established and enforced to maintain
and raise academic standards. For institutions

to be effective, regular monitoring and
evaluation of research production, student
learning results, and teaching quality are cru-
cial.

To improve student achievement, academic
supervisors must establish a supportive learn-
ing atmosphere and offer assistance. This in-
cludes providing career counseling, setting up
mentoring programs, making sure academic
advice is effective, and cultivating a healthy
school culture. They must also maintain an at-
mosphere of trust and respect by handling stu-
dent complaints in academic procedures fairly
and openly.

Academic managers now have to deal with
the problem of incorporating technology into
teaching and learning because of how quickly it
is developing in the field. This entails embrac-
ing learning management systems, putting
online evaluation tools into place, and encour-
aging teachers and students to be digitally lit-
erate. To guarantee the smooth integration of
technology into the educational process, they
must also evaluate and address infrastructural
issues and offer technical assistance.

To interact with a variety of stakeholders,
such as teachers, students, parents, govern-
ment organizations, business partners, and the
local community, academic managers are es-
sential. Institutional success and community
participation depend on establishing strong al-
liances and collaborations, attending to the de-
mands and expectations of stakeholders, and
keeping the lines of communication open.

Effective and efficient management tech-
niques are essential for a state institution or
any other organization where the activities of
numerous departments, divisions, and sections
must be coordinated and supervised. A state in-
stitution's academic managers are essential to
the success and efficient operation of its educa-
tional initiatives. They manage academic re-
sources, supervise the creation and application
of academic policies, and guarantee that the in-
stitution's academic offerings are of the great-
est caliber. Academic managers contribute to
the development of a welcoming, inclusive
learning environment that encourages aca-
demic success by collaborating closely with
teachers, staff, and students. They are also in
charge of attending to the needs of the
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community they serve and making sure that
state laws are followed.

The institution is led and strategically
guided by academic management. They set the
mission, vision, and goals of the organization
and create plans to reach them. They play a cru-
cial role in establishing academic standards,
creating curricula, and putting policies into
place that support the goals of the school. These
managers make sure the curriculum satisfies
academic standards set by pertinent governing
bodies by working with faculty members to up-
date and improve it in response to new trends
and evolving educational requirements.

Another crucial duty of academic adminis-
trators is to preserve and improve the standard
of instruction provided by the organization.
They set up systems for ensuring quality, such
as tracking and assessing instructional strate-
gies, student progress, and instructional mate-
rials. They guarantee the delivery of high-qual-
ity education by collaborating closely with fac-
ulty members to offer support, direction, and
chances for professional growth.

Academic managers are essential in the hir-
ing, selection, and recruitment of faculty mem-
bers in order to guarantee a group of capable
and qualified teachers. They encourage team-
work, support faculty development initiatives,
and offer guidance and assistance to improve
the efficacy of instruction. Their employment
directly affects student learning results by fos-
tering a healthy work environment.

By supervising programs like career devel-
opment, academic advising, and counseling, ac-
ademic managers also help and mentor stu-
dents. They guarantee that pupils have access
to tools and chances that foster both their intel-
lectual and personal development. They also
respond to student concerns and work to es-
tablish a welcoming and inclusive learning en-
vironment for everyone.

Another crucial duty of academic managers
is to guarantee adherence to the rules and
guidelines established by the appropriate au-
thorities. To preserve the institution's integrity
and reputation, they coordinate with external
stakeholders, including governmental organi-
zations, accrediting authorities, and business
partners, while managing administrative pro-
cedures, budgeting, and financial resources.

The institution's academic managers need
to cultivate a culture of ongoing improvement.
In addition to analyzing data, assessing institu-
tional performance, and identifying opportuni-
ties for improvement, they promote innovation
and the adoption of best practices in teaching
and learning. Academic managers support the
institution's ability to adapt to the changing
needs of society and students by spearheading
institutional development efforts.

Oftentimes, the Academic managers were
designated without appropriate training to
manage the faculty members and students,
thus, the assigned tasks were not implemented
fully which created issues, conflicts, and prob-
lems among the constituents. Academic manag-
ers in this study are the Deans and Program
Chairs/Department Heads. With the various
duties and responsibilities, Academic Manag-
ers must be provided training to enhance their
soft and hard skills to respond to and imple-
ment the tasks assigned.

The objective of the study is to evaluate the
practices and challenges encountered by Aca-
demic Managers in a State Institution and con-
sequently use the results of the study as inputs
in the succession plan.

Related Literature and studies

The following related literature and studies
were reviewed to guide and use as references
for additional information in the conduct of our
research.

Coral Pepper and Wendy Giles found five
common patterns among academic managers
in their 2014 study. The position's overwhelm-
ing nature was one of the main themes. Manag-
ing heavy workloads while juggling conflicting
priorities is a common challenge for academic
managers. They must be knowledgeable about
complicated subjects, frequently in short
amounts of time, thus they must take in and di-
gest a lot of information. They also have a
strong feeling of duty, but they frequently lack
the authority to make important decisions. Be-
cause of this imbalance, they usually play a re-
active role, handling operational problems
more so than influencing strategy and policy.

The role requires quick answers due to its
frequent demands. Study participants reported
a constant stream of issues that needed daily
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attention, time, and effort. Many academic
managers reported that they had little time for
introspection or proactive planning through-
out the workday. This fast-paced setting can
lead to stress and burnout and impede long-
term strategic thinking.

A feeling of loneliness emerged as another
theme. Feelings of loneliness resulted from ac-
ademic supervisors frequently finding it diffi-
cult or inappropriate to voice their concerns to
colleagues. Many academic managers reported
a strong desire to lead others in spite of these
obstacles. They viewed their positions as
chances to create networks and important con-
nections throughout their campuses, which
would benefit both the school and their career
development.

The ideal academic manager must possess
many skills to be successful, including commu-
nication, leadership, strategy, time manage-
ment, and vision. In terms of expertise, experi-
ence, and professional knowledge, they are fre-
quently the best member of the team. Once pro-
moted, they may or may not receive any train-
ing to be successful team leaders or mentor em-
ployees.

The academic managers are overworked
with administrative duties as a result of their
position and spends a lot of time in meetings.
Due to a lack of leadership development or pro-
fessional growth inside their business, many
people have limited opportunities to move be-
yond their current position (Coachhub, 2022).

Toimprove their professional career trajec-
tory, academic managers must undergo strate-
gically planned growth due to their unique and
difficult position (Watson, 2020). According to
research by Adams-Dunford, Cuevas, and
Neufeldt (2019), academic managers are sea-
soned experts with substantial responsibilities,
yet they frequently do not have the final say in
decisions. These managers carry out senior
management priorities, act as liaison between
various campus levels, and help the university
fulfill its mission and objectives. Their respon-
sibilities might range greatly, from managing a
full department to supervising a single em-
ployee.

The majority of administrators in higher
education institutions are academic managers,
who also play some of the most challenging

positions. By serving as information brokers,
they link senior leaders and emerging profes-
sionals with chief student affairs officers, who
are policymakers. Understanding the subtleties
of the new role, managing staff, and adjusting
to the school culture are some of the unique
challenges that come with this position. The
professional development and onboarding of
mid-level academic managers is frequently less
focused than that of senior executives and new
hires. This disparity is known as the "barbell
approach,” in which businesses place a strong
emphasis on junior and entry-level position
growth while offering little assistance to mid-
dle-level employees. They deserve special con-
sideration and possibilities for specialized
growth because of their size and complexity.

Assuming such a diverse role enables aca-
demic managers to develop a unique and useful
skill set that can improve their performance in
any role. Networking opportunities are espe-
cially advantageous since they give academic
managers a better grasp of the operations and
organizational structure of the university. In
addition to fostering professional develop-
ment, these experiences improve their capacity
to support institutional objectives and projects.

Strategic leadership training enhances the
ability to express a strategic vision for the or-
ganization or a part of it and motivate and per-
suade others to support that vision. Coaching
and mentoring to be a part of job training; the
opportunity to work across different disci-
plines as well as networking with others would
help perform job duties more effectively. Sup-
port networks are crucial to their success, in-
cluding regular meetings with peers to ex-
change ideas (Creedy, 2022).

Moreover, Creedy (2022) states that the de-
velopment needs of academic managers are
sometimes not being fulfilled. The experienced
leaders may believe they don't need to grow,
thus they are unaware of the opportunities for
further development. Academic managers be-
lieve they are too busy to attend trainings. They
believe that their prior professional experience
provided ample leadership development. The
challenges faced by the academic managers are
the following: conflict management; influenc-
ing up, down, and across; building and
maintaining a network; selling and re-selling a
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vision for the organizational future; and emo-
tional intelligence on steroids.

The academic managers face challenges of
transition from worker to manager. Most man-
agers take time to settle into their leadership
role after being promoted from the ranks. They
struggle with the distinction between doing
things and getting things done. (Rajagopal
2014).

According to the study by Pacadaljen, 2020
college deans are performing well across the
four management functions of planning, organ-
izing, leading, and controlling, particularly
in terms of the extent of knowledge, im-
portance, and implementation. However, the
extent to which these functions are exercised
still depends on the managers' managerial ex-
pertise, place value on exercising their roles,
and how they carry out their duties. “Generally,
the college deans are very much knowledgea-
ble along planning and controlling as part of the
exercise of their management functions while
the department heads and faculty members
view the college deans as much knowledgeable
on their academic management functions.”

Academic managers maintain academic ex-
cellence by observing, mentoring, and collabo-
rating with faculty, implementing university
and department policies, and conduct perfor-
mance evaluations that are timely and con-
structive (SHRM 2023).

Objectives
General: To evaluate the practices and

challenges encountered by Academic Managers

in a State Institution and consequently use the
results of the study as inputs in the succession
plan.

Specific:

1. To determine the best practices of aca-
demic managers being implemented in col-
lege/campus.

2. To describe the challenges encountered in
the position/designation by the academic
managers.

3. To determine the expectations after being
promoted/assigned to the position as aca-
demic managers.

4. To describe the ways of handling com-
plaints/issues by the academic managers.

5. To present the initiated programs/projects
for improvement/enhancement of the de-
partment/college/campus

6. To determine the training programs/semi-
nars need to be attended by the academic
managers

7. To describe the academic managers’ plan
for improvement.

Methods

The study focuses on the practices and chal-
lenges of academic managers in a state institu-
tion. The study is a descriptive research and
utilized mixed methods, a combination of quan-
titative and qualitative analysis. The quantita-
tive and qualitative analysis were based on
practices, challenges encountered in the posi-
tion/designation, expectations after being pro-
moted/assigned to the position, ways of han-
dling complaints/issues, initiated pro-
grams/projects for improvement/enhance-
ment of the department/college/campus,
training programs/seminars need to be at-
tended, and academic managers’ plan for im-
provement.

The study used a survey questionnaire
which consisted of practices, and challenges
encountered by Academic managers. The re-
searchers constructed and requested for vali-
dation of the survey questionnaire and ques-
tions for the interview with three educational
researchers. The researchers utilized purpos-
ive sampling technique. The questionnaire re-
spondents were composed of 10% of the popu-
lation of the faculty members and the interview
participants were the selected academic man-
agers of the state institution. The researchers
distributed Face to Face the survey question-
naires, while the qualitative analysis was
through face-to-face interviews. The Data Pri-
vacy Act of 2012 was indicated in the question-
naire and was discussed before the interview to
ensure the confidentiality of their responses.

The Five point Likert scale was utilized in
the quantitative analysis of the practices and
challenges encountered by the academic man-
agers.
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Likert-Scale Description Likert-Scale Likert-Scale Intervals
Never 1 1.00-1.79
Rarely 2 1.80-2.59
Sometimes 3 2.60-3.39
Often 4 3.40-4.19
Always 5 4.20-5.00

Results and Discussions

Practices of Academic Managers

Table 1a: Descriptive Measures of Practices of Academic Managers of a State Institution:Inputs for
Succession Plan
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SEFFICE

Table 1a shows the 20 predominant prac-
tices of academic managers in terms of their
frequency performance in a state institution.
Interestingly, all identified practices got a
weighted mean score ranging from 4.20-4.91
which all fall to frequency interpretation of “Al-
ways”, meaning a practice is most frequently
being executed. Actually, the general average
score of the practices is 4.56 with a verbal in-
terpretation of “Always”. All recognized prac-
tices seem to constitute necessary frequent
tasks to perform to achieve productivity and
goal targets. The practice of the “ability to think
outside the box” got the highest weighted mean
of 4.91 suggesting that academic managers are

keen of fostering creativity and innovation, as
it often results in new and improved ideas,
products, and services. It can also lead to better
problem-solving, increased productivity, and
more effective communication. Importance of
having “leadership skills to guide others” is the
most frequent practice of all garnering 37 Al-
ways category and has the second highest
weighted mean of 4.74 implying that for aca-
demic managers possessing leadership skills
are of primordial importance in the administra-
tion and supervision of academic units. The
least frequent practice is “managing adminis-
trative processes, budgeting, and financial re-
sources” which garnered 4.20 mean score. It
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has the lowest Always frequency score of 19. It
could mean that for academic managers these
practices are seldom occupy their day-to- day
main tasks.

Generally, since all identified relevant

management practices are being executed
regularly (“Always”), this would mean that in-
stitutional plans and targets are being sus-
tained towards attaining productivity goals. It
follows then those academic managers are

dynamic, energetic assets or contributors to
expected attainment of goals and objectives of
the academic institution.

In summary, the findings highlight that aca-
demic managers consistently engage in key
leadership and innovation-driven practices, re-
inforcing their role in sustaining institutional
productivity and achieving organizational
goals.

Table 1b: Thematic Analysis on Best Practices Implemented in Colleges/Campus

Interview Extract

Code Generated Theme

Faculty A: “Student Exchange Program/Student Internship Abroad Program in Thai-
land, in partnership with Dongying No.1 High School (Online English and Mandarin
(lasses).”

International immer-
sion

Student  Exchange Program

Faculty B: “Consultation with department heads about academic matters, support
from the faculty, chancellor, supervisors and rest of
administration, freedom to decide on matters as agreed by the dean.

Consultation and support from faculty and admin-
istrators

Community Engagement

Faculty C: “The department is actively participating in research conferences and academic
competitions such as
PSITE, IRCITE, and others.”

Research conferences and academic competition
participation

Academic Exploration

Faculty D: “International linkages and collaborations of the campus through student exchange
programs in Thailand or China, active participation of faculty members in research engage-
ments and extension services, and implementation of a quality management system through
ISOaccreditation.”

International student exchange program and International immersion
active participation of faculty in research, ex-

tension and ISO accreditation

Faculty E: “Involvement in the Philippine Quality Award (PQA) Accreditation and
150 Quality Management System; faculty, students, and stakeholders are engaged. There are
linkages for international teaching and study for our students, particularly in Thailand or
China. All faculty are engaged in research and extension

projects and services.”

Philippine Quality Award Accreditation and 1SO
Quality Mgt. System involvement.

International linkages for teaching and student
studies. Faculty engagement in research,
extension and services

Quality assurance

Faculty F: “International linkages and collaborations of the campus through student exchange
programs in Thailand and China, active participation of faculty members in research en-
gagement and external reviews, and implementation of a quality management system
through ISO accreditation.”

International student exchange program and International immersion
active participation of faculty in research, ex-

tension and IS0 accreditation

Faculty G: "Support of faculty to their Pragram Chairs and department heads.”

Faculty support for Program Chairs and De-
partment Heads

Community engage-
ment

Faculty H: “Involved in the Philippine Quality Award (PQA), and IS0 Quality Management
System, faculty, students and stakeholders; Linkages in International Teaching and Study
of our students particularly in Thailand and China. All faculty are engaged in research

and extension projects and
services.”

Philippine Quality Award Accreditation and SO Quality assurance.
Quality Mgt. System involvement.

International linkages for teaching and student

studies. Faculty

engagement in research, extension and services

Faculty I: "The presentation of research proposal by proponents during an in- house review of

proposals. This practice strengthened the culture of research in
the campus.”

Participation in the in- house review of research
proposals

Academic Exploration

Faculty J: Best practices of the college are the following: Regular monthly meeting with
campus administrator for updates, sharing of ideas and consultation, proper coordina-
tion and designation of work with faculty and NAP, some of the extracurricular works can
be designated to NAP if needed to deload those to faculty (eg. intramurals matters and QA
matters) and immediate action to student’s needs (eg. student counselling and students
behavior correction).”

Regular monthly meeting for updates and consul-
tation with faculty and students

Community engage-
ment

Faculty K: “Support of faculty to their program chairs and department heads and having a
camaraderie akin to that of
family members.”

Faculty support for Program Chairs and De-
partment Heads

Community engagement

Faculty L: “Teachers participation in faculty development such as syllabus creation, eval-
uation of students’ programs and exam. Commitment to society through rendering
extension programs to partner institutions or LGU”

Faculty  development
program. Extension programs to partner in-
stitutions and LGU.

Faculty Empower-
ment
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Faculty M: “The campus encourage faculty to employ diverse teaching methods to
accommodate different learning style.”

Innovative teaching methods. Academic Exploration

Faculty N: “Consultation on scheduled preference, survey on request of specific subject/course to
be taught and one on one faculty evaluation result conference.”

Faculty 0: “Mentoring of Campus Dean

(Campus Director) upon promotion, easy access to library and facilities, conducive
learning, environment in congruence to Dark Green University and conducive faculty
area setting.”

Faculty consultation/evaluation onassigned
courses

Faculty Empowerment

Mentoring by Campus Director on relevant
academic matters

Community engage-
ment

Faculty P: “The culture of cleanliness and mutual respect for all members of the community
is being implemented in the SRC campus as well vigorous study habits to prepare the stu-
dents in their

future field of work”

Culture of Cleanliness and Mutual Respect
among community members

Community engagement

Faculty Q: “Designating a LET (Licensure Examination for Teachers) coordinator,
Implementing a Special Topics Review for General Education & Professional Education
Subjects, Conducting a LET Readiness Test (a Diagnostic Exam for LET Teachers),
Inclusion of Prepared Questionnaires to Midterm and Final Term Examination from LET
Reviewers, Invitation to Different LET Review Centers and Conducting of Research
colloquia, Gold Gear Awards, Free Online LET Mock Review.”

Designating/coordinating LET Program Faculty Empowerment

Table 1b shows interviews regarding the
best  practices implemented in col-
leges/ universities. Based from interview ex-
tracts, common generated themes are Commu-
nity engagement (from 6 out of 17 partici-
pants), Academic exploration (from 3 out of 17
participants), Faculty empowerment (from 3
out of 17 participants), International immer-
sion (from 3 out of 17 participants), and Quality
assurance (from 2 out of 17 participants).

The table shows that for majority of partic-
ipants, the practice of community engagement
like faculty mentoring and support, having reg-
ular meeting and consultation seemed the most
implemented best practice among colleges and
campuses. It could mean that faculty and aca-
demic managers’ active engagement with one
another ranks among the priority standard in
academic communities as it can solicit better
responsiveness and transparency among
stakeholders. It can also bring about informed
decision making and productive relationships.

Three interrelated themes, academic explo-
ration, faculty empowerment and international
immersion all were ranked by 3 participants
each as implemented best practices in their col-
leges or campuses. These practices include reg-
ular faculty meeting/consultation, interna-
tional exchange program that provide positive
developments for the continuous improvement
of the colleges or campuses.

The last but not necessarily least of the
themes is the priority given to quality assur-
ance that include undergoing course offerings
accreditation and ISO Quality management sys-
tem evaluation best practices to at least 2 par-
ticipants. These practices are particularly ben-
eficial to sustain and enhance quality assurance
in academic operations.

Succession planning is a crucial component
of organizational success, as it ensures a
smooth transition of leadership and talent
within an organization. Best practices are not
only something positive that are known to pro-
duce good results that ought to be replicated
but are regarded to be most effective ap-
proaches to produce optimal accomplishments.
An organization is usually known for its best
practices. It is therefore often a recommenda-
tion to be included in succession inputs.

In summary, the findings indicate that com-
munity engagement remains the prominent
best practice in academic institutions, empha-
sizing the importance of collaboration and
transparency. Meanwhile, academic explora-
tion, faculty empowerment, and international
immersion contribute to continuous institu-
tional growth. Lastly, quality assurance prac-
tices, though mentioned by fewer participants,
play a crucial role in maintaining academic ex-
cellence. Collectively, these best practices rein-
force the importance of strategic planning and
institutional improvement in higher education.
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Table 2a: Descriptive Measures of Challenges of Academic Managers of a State Institution: Inputs for

Succession Plan
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While constant practices by academic man-
agers are expected tasks in their day-to-day op-
erational supervision, addressing challenges
for needed innovations or transformations may
occur as demand arises. As it may, to accommo-
date and encounter challenges vary depending
upon the concerns or priorities of the academic
managers or the particular institution in gen-
eral. Table 2a shows these varying realities.
Eight different challenges acquire an “Agree”
verbal interpretation (ranging from 3.42 - 4.14
weighted mean scores) that manifest a likeli-
hood that majority of identified challenges are
being considered or approved of by the manag-
ers as relevant to academic unit’s ongoing
productivity program. For “being effective in
the position” challenge got only the “Strongly
Agree” interpretation with the highest
weighted mean of 4.24. [t may mean that of all
20 enumerated challenges possibly encoun-
tered by the academic managers this challenge
to stay effective is an affirmation of an obliga-
tion to remain responsible academic managers.
Of all the identified challenges, “being effective”
is what is called for as an academic manager.
Six different challenges possessed a “Neutral”
verbal interpretation (2.70-3.30 weighted
mean scores). Actually, the overall weighted
mean is 2.92 which carry a Neutral interpreta-
tion. These challenges are considered “Uncer-
tain” challenges or still unresolve or open to
question. Five challenges obtain a “Disagree”

verbal interpretation the weighted mean
scores were from 1.86-2.28. Upon examining,
these challenges which are in negative form
(i.e. lack of communication, etc.) so that the
“Disagree” perceptions have positive, produc-
tive connotations.

In comparing the results of Table 1a and 2a,
all identified practices are uniformly executed
(always). This would mean that the academic
managers are capable of sustaining the rele-
vant and important practices in their day-to-
day supervision of academic units. These prac-
tices may be considered as uncomplicated
tasks and therefore can be performed with ease
and becomes part of daily management habits.
The challenges, on the other hand, which may
be perceived as something demanding that
needs extra effort to accomplish, have been ac-
commodated by academic managers in varying
degrees.

In summary, the findings suggest that while
academic managers easily sustain daily prac-
tices, challenges require varying levels of effort
to address. The strong emphasis on “being ef-
fective in the position” highlights their commit-
ment to leadership, while neutral and disagree-
rated challenges indicate uncertainties or
lesser concerns. Overall, sustaining best prac-
tices is manageable, but overcoming challenges
demands adaptive strategies and institutional
support.

Table 2b: Thematic Analysis on the Challenges Encountered in Position/Designation

Interview Extract Code Theme

Faculty A: “One of that encountered was knowing the people and how the system works. | Knowledge about the people and | Familiarization

[ Had been teaching at the university for only three years when [ was appointed to | the system

serve as Department Head. In addition to that I have to lead the department where

most of the faculty members are educated with the university longer than I am.”

Faculty B: “Lack of budget, delay inthe approval of PPMP & other resources for facility| Budget ~approval processes  |Budget management

improvement, Proximity to the institution whenever meeting is necessary, overload of
work and failed bidding”.

Faculty C: “The most challenging is that the position needs to accomplish tasks at the
same time. Moreover, there are some additional tasks given from other offices.”

Accomplishing Multi- tasks

Multiple responsibilities

Faculty D: “Projects implementation due to fiscal constraints the campus budgetary al-
location is dependent on the prioritization of the university administration and
time management due to overlapping of school activities such as programs accredita-
tions, IS0 accredit certification, PQA and etc.”

Time management and Budgetary
allocation priorities.

Prioritization Man-
agement

Faculty E: “There are many administrative positions w/ Directors and assigned per-
sonnel that give many directives, activities and submitted reports. Because of this,
our main function as teachers was being affected. Reimbursement of financial expenses
was very slow because of many offices that checked the documents.”

Multiple bosses to satisfy with

Multiple responsibilities
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Interview Extract

Code

Theme

Faculty F: “Project Implementation due to fiscal constraints the campus budgetary al-
location is dependent on the prioritization of the university administration and
time management due to overlapping of school activities such as program accredita-
tion, IS0 Audit Certification, PQA, and etc”

Overlapping activities toaccom-
plish

Multiple responsibilities

Faculty G: “Involvement in other tasks such as ISO accreditation which has so many
meetings that hindersus a lot in teaching. We were always not on class because of
IS0 meetings which most can just be conducted online so the classes won't be affected
50 much.”

Class interruptions due to comply-
ing with other assigned tasks

Multiple responsibilities

Faculty H: “There are many administrative positions with directors and assigned
personnel who gave many directives, activities and submitted reports. Because of
this, our main function as teachers was being affected. Reimbursement of financial
expenses was very slow because of many offices that check the documents”.

Multiple bossess to satisfy with

Multiple responsibili-
ties

Faculty I: “The implementation of proper channeling of communication by faculty
proponents/ researches.”

Workplace communication problem

Communication man-
agement

Faculty J: “With regards the loading and scheduling, it is hard to match the teaching
load of faculty who are teaching also in the main campus. There should be a com-
plete roster of faculty who were in-house both in general education objects and ma-
jor subject.”

Teaching load scheduling

Loading management

Faculty K: “Involve in othertasks suchas IS0 accreditation which has so many meet-

Class interruptions due to complying

Multiple responsibili-

ings that hinders us alotin teaching. We were always not class because of ISO meet- | with other assigned tasks ties

ings which most can just be conducted online so the classes won't be affected as

much.”

Faculty L: “Management in time between supervising, participating in university | Multitasking conflicts Multiple responsibili-
wide matters and teaching my subject loads.” ties

Faculty M: “Balancing time between research, teaching and other responsibilities | Multitasking conflicts Multiple responsibili-
can be challenging.” ties

Faculty N: “In a department, if you are under a head, itis hard to implement policies, | Policy compliance Policy compliance
because they do not adhere to the policy being implemented; overlap of function.”

Faculty 0: “Faculty loading (lack of faculty on board) and materials for return | Lack of available faculty Loading management

demonstrations.”

Faculty P: “The only challenge that [have encountered s on the schedule of program

Class interruptions due to complying

Multiple responsibili-

chairs meeting as it coincides with my class schedule. Common vacant time is rec- | with other assigned tasks ties
ommended for the second semester.”
Faculty Q: “Handling subordinates of different working attitudes, ethics, & values.” | Personality differences Human Resource

management

It is given that being an academic manager
is overwhelmed with numerous challenges to
efficiently perform the job. Table 2b proclaims
a list of these challenges encountered by aca-
demic managers. The most common challenge
encountered by participants (9 out of 17) is
having multiple responsibilities. It seemed that
being an academic manager is associated with
trust and confidence and possession of
knowledge and skills so much so that the aca-
demic manager is given multiple tasks knowing
the person can unquestionably accomplish
things. Another commonly encountered chal-
lenges of the academic managers have some-
thing to do with different management concen-
trations (loading management: 2 challenges;

prioritization management: 1 challenge; hu-
man resource management: 1 challenge; com-
munication management: 1 challenge; budget
management: 1 challenge). This list shows that
management matters are a huge preoccupation
of academic managers since these management
challenges are essential inclusions in the super-
vision of academic units. They are managers
and therefore need to familiarize themselves
with management tools and approaches which
may bring about challenges in the performance
of their duties. Another essential challenge in
the position/designation is the familiarization
of the systems and organizational processes so
the manager can be fully knowledgeable and in
control of the whole organizational set up. This
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challenge can provide the person with enlight-
enment to deal with things appropriately. Last
among the challenges is the one that deals with
policy compliance. It seemed a challenge in
monitoring compliances to the rules and
regulations of the organization is an essential
supervisory apparatus.

In general, these challenges are necessary
demands in choosing a potential successor. Be-
ing pressured by academic challenges can

make or unmake an efficient and responsible
manager.

In summary, these challenges highlight the
demanding nature of academic management,
where multiple responsibilities and manage-
ment concerns require adaptability and exper-
tise. Navigating these challenges is crucial in
developing competent and responsible aca-
demic leaders, making them key considerations
in succession planning.

Table 3: Thematic Analysis on Expectations after Being Promoted/Assigned to The Position

anterlweXl l}xtract : : . . 5 Code Theme

S:[Cfll Ptgrson;lx yeétntc? Zarznfergglrgnaa Oﬁzlrgggat%%gyep artment ike ours and o improve my- rcrfepna}cblhty in manage- | Competency

Faculty B: “Nothing, really. But I'm glad with all the support I am getting from the admin, |Get Community sup- Egrlilc‘g“mty assis-

faculty & students.” port

Faculty C: “Accomplished all the expected work/tasks. Monitoring the progress and|Supervisory function Competency

performance of thedepartment.”

Faculty D: “I have no expectations but to serve the university to the best of my | Serve to the fullest Accountability

abilities & capabilities.”

Faculty E: “Accomplished all the expected work/tasks. Monitoring the progress | Supervisory function Competency

and performance of the department.”

Faculty F: “I have no expectation but to serve the university to the best of my abil- | Serve to the fullest Accountability

ities and capabilities.”

Faculty G: “The COPC Certificate of compliance for BSCPE and BSIE more achieved | Accomplish COPC Dependability

will poor our college to reach even greater heights. My expectations include work

involving this COPC application and the ton of work that goes with it.”

Faculty H: “More of professional and emotional growth.” Professional and emotional | Competency
growth

Faculty I: “I will have additional workload aside from teaching and being Additional tasks beside Dependability

an S.T. Supervisor.” teaching

Faculty J: “To have a harmonious relationship with my co-program chairs so that| Work harmoniously with | Conscientious-

works and transactions become smooth in a way, to help the program to reach its | subordinates ness

goals, one of these is to produce graduates equipped with skills, knowledge and

good behavior and to push the program in greater heights such as in QA.”

Faculty K: “The COPC certificate of compliance for BSCpE and BSIE made achieved | Work for the submission of | Conscientious-

will propel our college to reach ever greater heights. My expectations include work | COPC ness

involving this COPC application and the ton of work that goes with it.”

Faculty L: “Additional workloads.” Additional tasks Dependability

Faculty M: “Responsibilities may extend to involvement in university-wide com-| Additional tasks Dependability

mittees and initiative.”

Faculty N: “There will be a proper turn- over of documents and other materi- | Orientation and training | Familiarization

als and there will be orientation/training to be implemented for the new as-

signed position/designation given.”

Faculty O: “Continuous challenge because SRC is still a working progress.” | Continuous challenges Consistent

struggle

Faculty P: “Having a designation as program chair in psychology is a special | Opportunity and responsibil-| Community as-

administrative task that needs collaboration with both the head of the cam- | ity sistance

pus and the students. This is both an opportunity and responsibility.”

Faculty Q: “There will be additional duties, tasks, and obligations.” Aditional tasks Dependability
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Table 3 shows expectations after being pro-
moted/assigned to the position. Being compe-
tent is the most common expectation for a pro-
moted manager to become (narratives from 4
participants). Of all the qualities that the man-
ager should possess being competent in the
performance of duties and responsibilities is
second to none. It is therefore a word of high
praise to compliment or state an opinion that
nobody can disagree with. Another essential
expectation is dependability (4 participants). A
person of high position is expected to be a man
of trust and reliability, one you can depend on.
Another essential expectation for academic
managers which is very much related to de-
pendability, is the sense of accountability with
2 participants prioritizing this. An academic
manager is expected to be accountable as it de-
livers higher workplace morale leading to
higher commitment to work. Being conscien-
tious (2 participants) is an expected trait in an
academic manager as to become a successful
supervisor the person must be honest, honora-
ble, just, scrupulous and upright. An academic
manager no matter how competent he/she
may be needs the support and valuable assis-
tance from the community to accomplish things
efficiently. Expected therefore for an academic
manager to perform well is the community sup-
port (2 participants) to get things done. Con-
sistent struggle to reconcile with the new
workplace environment is expected of

someone who may be unfamiliar with the work
as academic manager. To make an effort to be-
come aware and knowledgeable of the higher
position is expected of someone to become
more familiar with the new designation.

These are common aspirations to work out
by someone who is still unfamiliar or new to
the position or designation in the academic or-
ganization. In matters of succession, these
manifested expectations can provide essential
picture to consider in analyzing the proposed
innovations/programs of the candidate for the
position.

The data highlights the key expectations for
academic managers after being promoted or
assigned to a position. Competence is the most
valued trait, as four participants emphasized
the need for managers to effectively perform
their duties and responsibilities. Dependability,
also noted by four participants, is crucial for
building trust and reliability. Accountability
and conscientiousness are equally important,
with two participants each highlighting these
traits. Additionally, community support is seen
as vital for managers to execute their roles effi-
ciently. Managers are also expected to adapt to
their new roles, demonstrating awareness and
familiarity with their responsibilities. These ex-
pectations are important considerations in suc-
cession planning and assessing candidates for
leadership positions.

Table 4: Thematic Analysis on Ways of Handling Complaints/Issue

Interview Extract

Code Theme

Organization resolution

Faculty A: “If it is a student concern, it is usually handled first by the class adviser. If it is
not resolved on the program chair. Only when the program chair could not resolve the issue
that is will be sent to my office for proper resolution. At my level, [would call the parties
involved and look for the best possible solution for all the partiesconcerned.”

Complaint resolution through a
proper procedure

Faculty B: ‘T handle complaints /issues objectively. Setting aside much of emotions and
focus on the issues & solutions to it. If needed, I consult the dean for feedbacks /sugges-
tions.”

Impartiality

Objectivity

Faculty C: First, the adviser talks to the concern student. Second, It will report to the department
head. Third, there will not be addressed by the department it will bring up to the office of campus
dean”

Complaint resolution through a
process

Organization resolution

Faculty D: “Settle the issues within our level if possible, however if the issues aggravated.
We just implement the policies of guidelines written in the student & faculty manu-
als.”

Settle issues internally

Organization resolution

Faculty E: “First, the adviser talks to the concern student. Second, a will report to the department
Head. Third, there will be a conference meeting with all the concern people, adviser, and depart-
ment head. Fourth, if the concern will not be addressed by the department it will bringup to
the office of the campus dean.”

Complaint resolution through a
process

Organization resolution

Faculty F: “Settle the issues with our level of possible, however if the issues aggressive we just

Settle issues internally

Organization resolution
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listening impractically also helps a lot”

Interview Extract Code Theme
implement the policies and guidelines written in the student and faculty manuals.”
Faculty G: ‘I resolve it formally and informally. Communication is very important and | Resolve issues practically Objectivity

Faculty H: “Involve the faculty or students concerned with the assigned committee and
refer to the faculty or student’s manual for reference of decision or procedures.”

Faculty and student
references

manuals as | General references

"

Faculty I: T explain or discuss matters based on the research manual orapproved protocols.”

Faculty and student manuals asref-

€rences

General references

Faculty J: “Assess the issue/compliant, then consult this to my superiors for possible actions to
make and finally talk tothe persons involve to solve the issue. |
should handle the issue with confidentiality.”

Settle issues internally

Organization resolution

Faculty K: “Assess the issue/compliant, then consult this to my superiors for possible actions to

make and finally talk to the persons involve to solve the issue. [ should handle the issue with
confidentiality.”

Settle issues internally

Organization resolution

Faculty L: “Talk privately with the complainant, listening carefully to both parties that is involved in
the issue.”

Settle issues internally

Organization resolution

Faculty M: “Listen attentively without interrupting, allowing them to express their concerns fully.”

Settle issues internally

Organization resolution

them.”

Faculty N: “Issue on implementing the rule of HRMO for faculty who are returnee. Faculty (non-regu- | Traditional practice of settlingis- | General references
lar) who are having full-time affiliation to other private academic institution and at the same time full- | sues

time affiliation at BulSU. | was able to implement what is just and connected at the old practice.”

Faculty 0: “Policy-guided Approach and Chain of Command Approach.” Policy-guided approach General reference
Faculty P: “For some issues concerning students, we usually handle it through dialogue with the | Dialogue Dialogue
stakeholders involved."

Faculty Q: “Hear first the story of both sides, analyze the situation before setting a meeting with | Objectivity Objectivity

Table 4 reveals the thematic analysis on
ways of handling complaints/issue. Most pre-
ferred ways in handling issues or complaints is
through organizational resolutions with 9 par-
ticipants selected this approach. It seemed that
many pick it out because these people believed
in the power and credibility of an organiza-
tional process in a more comprehensive assess-
ment of providing solutions to problems en-
countered by the academic community. They
see it as most democratic way by giving all
stakeholders the opportunity to participate in
solving the issue. Next most popular approach
in dealing with issues and concerns is to make
use of general references like manuals, existing
policies to guide stakeholders in coming out
with the best possible solution to the com-
plaints or issues that beset the organization (4
participants proposed this approach). Another
relevant means of settling issues is by being ob-
jective or impartial (3 proposals), hearing the
arguments of involved parties to analyze their
concerns. This can be done also through a
meaningful dialogue as suggested by one par-
ticipant.

All approaches suggested by participants
in handling issues and concerns are relevant
and useful depending on the gravity of the mat-
ter and the stakeholders who are involved.
These strategies surely worked so well in their
own particular cases. As part of succession in-
put, these proposals should be accepted as rel-
evant ways or means to promote meaningful
settlement of issues and problems that may be-
set the academic community.

The data highlights that the most preferred
approach to handle complaints is through or-
ganizational resolutions, chosen by nine partic-
ipants for its credibility, democratic nature, and
inclusiveness. Four participants suggested us-
ing manuals and existing policies to guide
stakeholders in resolving issues, promoting
consistency and fairness. Three proposals em-
phasized objectivity and impartiality by analyz-
ing the concerns of all parties involved, while
one participant recommended open dialogue
for transparent communication. All proposed
strategies are valuable depending on the situa-
tion, and integrating these approaches into suc-
cession planning will help maintain a positive
and responsive academic environment.
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Table 5: Thematic Analysis on Initiated Programs/Projects for Improvement/Enhancement of the

Department College/Campus

Inferview Extract Code Theme
Faculty A: "Partnerships and benchmarking activities w/universities : ] ;
and institutions (here the Philippines and abroad) and Stua/ent mobility Partnershlp and benchmark Partnershlp and
(students exchange program /l;tudentmternshlp abroad proqram ing benchmarking

Faculty B: “NCII for students, Extension work involving all faculty & se-
lected students. Training for faculty & students (spearheaded /sup-
ported), Internship (international) plans, Following up requests
for laboratory needs, Expose student in other institutions activities and
Ensuring that programs objectives arebeing met.”

Training, extension, internship
programs

Training, extension,
internship programs

Faculty C: No response.

No response

Faculty D: “Infrastructures development such as construction of admin- | Infrastructure development; |Upgrading
istration building, academic building, renovation of classrooms, labor- | accreditation of programs;
atories and other school facilities, Curricular programs aresubjected | educational upgrading
to accreditation and Upgrade the educational qualifications of the fac-
ulty by requesting them to finish their Graduate programs of attend
trdinings and seminars.
Faculty E: No response. No response
Faculty F: “Infrastructure developments such as construction of admin-| Infrastructure development; |Upgrading
istration building, academic building, renovation of classroom, labora-| accreditation of programs;
tories and other school facilities. Curricular program are subjects to ac-| educational upgrading
creditation and Upgrade the educational qualification of the faculty
by requiring them to finish their Graduate program and attend trainings
and seminars.”
Faculty G: “Research and extension projects for the college that will| Research and extension pro-| Upgrading
help in our COPC Compliance. The condition of our rooms and the improve-| grams. Facilities upgrading
ment of our laboratory rooms are of primary consideration. The
schedules of the students and faculty members are also considered
greatly.”
Faculty H: “Waste management things LAW to Home Lessening All | Undergoing accreditation pro- | Upgrading
Plastic Wastes) and Contribute for the accreditation Program |grams
of thedepartment.”
Faculty I: “Poster exhibit presentation in the college of education.” Exhibit presentation Upgrading
Faculty J: “Since the campus is new, we should start our research and | Researchand extension program | Upgrading
extension programs right and aligned to the skills that the manpower of | enhancement
the campus can offer the expertise and/or strengths.”
Faculty K: “Research and extension projects for the college that will | Researchand extension pro- Upgrading
help in our COPC compliance. The condition of our rooms and the im- | grams. Facilities upgrading
provement of our laboratory rooms are of primary considerations. The
schedules of the students and faculty members are also considered
greatly.”
Faculty L: “Developing the professional growth of the faculty by provid- | Faculty development program | Upgrading
ing trainings and seminars.”
Faculty M: “Enhancing the professional development of the faculty by | Faculty development program | Upgrading
offering a workshop, seminars, and training sessions.”
Faculty N: “Proper program evaluation for every student, designating | Proper mentoring and monitor- | Support and upgrad-
faculty advisers to handle a section for 4 years (from entrance to grad- | ing of students’ academic devel- |ing

uation for monitoring purposes and guidance), giving academic pro-
gram for irregular students to serve as their plan to finish the program,
designed the QETEd (Qualifying Exam for Teachers Ed), designed
KUMPAS program for Demonstration Festival, provided guidance/crite-
ria for loading, faculty monitoring (face-to-face) and routine mode.”

opment
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Inferview Extract Code Theme
Faculty O: “Mentoring/Buddy System in Lecture/ Community/ Labora- | Proper mentoring and monitor- | Support and upgrad-
tory Setting, Rationalization after Major examinations/quizzes and |ing of students’ academic devel- |ing
Mentoring/ Buddy System/ Team Teaching among new/old faculty | opment
members.”
Faculty P: “So far, | am on the process of attending training for Psycho- | Faculty development program | Upgrading
logical Assessment Materials as it is deemed necessary for other stake-
holders who will be needing their materials for clinical or counseling
purposes.”
Faculty Q: “Hear first the story of both sides, analyze the situation be- | Proper analysis of situations Upgrading
fore setting a meeting with them.”

Table 5 shows thematic analysis on initi-
ated programs/projects for improvement/en-
hancement of the department College /Campus.
The participants have proposed projects and
programs for the improvement or enhance-
ment of the academic unit. The most common
proposal (12 out of 14 suggestions) has some-
thing to do with general upgrading (Infrastruc-
ture and academic programs). For them, addi-
tional construction and improvement of exist-
ing physical buildings are essential to condu-
cive learning environment. Upgrading and pro-
posing new academic programs to cater to di-
verse interests of the students are very innova-
tive goals to achieve. Partnership and bench-
marking programs are important categories in
improvement and enhancement of academic
units. Collaborative works play a crucial role in
sharing resources to further enhance the units’
capabilities. Benchmarking is very important to
uplift the standard of education. Another pro-
posal for enhancement is the continuous train-
ing and education of the stakeholders including
extension and internship programs. Teachers
need to be continuously trained and educated
and be innovative/creative so they can provide

students with updated knowledge and skills
training as the world is getting more technolog-
ically advance so students may not be left be-
hind.

These proposed enhancements and innova-
tive strategies must be sustained to produce
the expected good results. In doing so, succes-
sion input must include these proposals so
there will be continuity of concerted efforts to
become a better academic unit.

The data highlights proposed programs and
projects to improve academic units, with most
suggestions focusing on general upgrading, in-
cluding infrastructure and academic programs.
Participants emphasized the need for better fa-
cilities, new academic programs to address di-
verse student interests, and partnership and
benchmarking initiatives to enhance stand-
ards. Continuous training for teachers, along
with extension and internship programs, was
also proposed to keep pace with technological
advancements. To ensure sustained progress,
these strategies should be included in succes-
sion planning for a stronger academic commu-
nity.

Table 6: Thematic Analysis on Training Programs/Seminars need to be attended

Inferview Extract Code Theme
Faculty A: "Seminars on management and leadership and Seminars on re- | Seminars on research, leadership and manage-|Upgrading
search (data quantitative analysis).” ment
Faculty B: “Industry immersion /training, Leadership training /semy |ndustry immersion, leadership training/semi- | Upgrading
inars and Specialized courses for all the f%culty. ! . '

nars; special courses for faculty
Faculfy C: Leadership training. Leadership training Upgrading
Faculty D: “Training/Seminars that would improve the faculty & | Faculty and staff capability building train-| UPgrading
staff capability /capacity in terms of teaching are of technology and work | ing/seminars
ethics.”
Facully E: "Teadership training. Leadership training Upgrading
Faculty F: “Training/ Seminars that would improve the faculty and | Faculty and staff capability building train-| Upgrading
staff capabilities/capacity in terms of teaching are of technology and work | ing/seminars
ethics.”
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Faculty G: “Leadership seminar, stress management, personality manage- | Leadership, stress and personality manage- Upgrading
ment.” ment seminars

Faculty H: "Leadership and Enhancement Program and Systems | Leadership and system management pro-| Upgrading
Management Activities. gram/seminars _
Faculty I: “Workshop or trainings as a_peer reviewer of research.” Research peer reviewing seminar/training | Upgrading
Faculty J: “Training programs/seminars to the department of mana- | Management training program Upgrading
gerial skills and in accordance with our expertise, example in my case

about biological techniques, innovations in biology quantitative re-

search and others.”

Faculty K: “Leadership seminar, stress management, personality man- | Leadership, stress and personality manage- | UPgrading
agement.” ment seminars

Faculty L: “Technical workshop concerning to additional Knowledge in | Technical expertise program Upgrading
creating new teaching paraphernalia.”

Faculty M: “Training/seminar that will enhance the specialties of the | Faculty specialization training /seminar Upgrading
faculty.”

Faculty N: “As an educator whose specialization in Science, intense la- | Laboratory expertise program Upgrading
boratory training and management seminars exposure on international

relatives for internalization of the program being managed.”

Table 6 reveals the thematic analysis on
training programs/seminars that need to be at-
tended. All participants are united in the idea
that all training programs and seminars that
need to be involved are relevant for their con-
tinuous upgrading. This would mean that the
participants are very much willing to be en-
hanced not only for their own good but for the
sake and welfare of the academic community in
general. Diverse training and seminars and re-
search efforts are enumerated to specifically
boost a particular focus of improvement and
enhancement of expected standard.

The upgrading of resources as proposed by
participants is an indispensable aim to carry on
with the realization of the university vision,
mission and goals of quality education for the
good of the community. It must be a part of the

succession input to continue the tradition of
“Excellence in the institution”.

The thematic analysis underscores the par-
ticipants' strong commitment to attending rel-
evant training programs and seminars for con-
tinuous upgrading. Their willingness to en-
hance their skills and knowledge is not only for
personal growth but also for the welfare of the
entire academic community. The proposed di-
verse training, seminars, and research efforts
aim to address specific areas of improvement
and uphold expected standards. Upgrading re-
sources is seen as essential to achieving the
university’s vision, mission, and goals of deliv-
ering quality education to benefit the commu-
nity. This should be integrated into succession
planning to maintain the institution’s tradition
of excellence.

Table 7: Thematic Analysis on Plans for Improvement

Interview Extract

Code Theme

Faculty A: “T would like to improve post graduatestudents and attend more
trainings/seminars on my field ofgspeaallzatlon and on educational

management leadership.”

Attend  more seminars/trainings Upgrading

Faculty B: “Establish & strengthen linkages to industry & other stakeholders,
Continual request for laboratory improvements (I hope the requests will be
granted), Additional exposure for faculty & students, International presentation
/publication (Both students and faculty), For us to have our own labora-
tory custodian and Ask alumni support for the

Establish/strengthen linkages like inter-
national presentation of researches

Upgrading

Faculty C: “Peer to peer teaching -new faculty will be paired to experienced
faculty, Laboratory Improvement, Syllabi Improvement a year and Extension
Services improvement -Provide long termextension service.”

Peer teaching

Support and Up-
grading

Faculty D: “To acquire the ISO certification in order to improve the
management system and to further improve the infrastructure of cam-
pus facility and equipment.”

Acquisition of ISO certification

Upgrading
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Interview Extract

Code

Theme

Faculty E: “Peer to peer teaching-new faculty will be paired to experienced
faculty, Laboratory Improvement and Syllabi Improvement.”

Peer teaching

Support and up-
grading

Faculty F: “To acquire the ISO Certification in order to improve the

management system.
to further improve the infrastructure ofcampus facilities and equipment.”

Acquisition of ISO certification. Improve
infrastructure facilities

Upgrading

Faculty G: “Finish my PhD. Attend self- improvement seminars/trainings/
webinars. Read a lot of books.”

Finish doctoral studies. Attend self- im-
provement seminars

Upgrading

Faculty H: “Passing the accreditation of the programs ofthe department and
Passing the ISO Certification level of thecampus.”

accreditation program certification

Upgrading

Faculty I: "Attend more seminars.”

Attend more seminars

Upgrading

Faculty]: “To propose trainings/seminars about biological disci-
plines which can help students and

Propose more trainings/seminars

Upgrading

Faculty K: "Finish my PhD,_Attend selj- rovement semi-
narﬁ)gyamm 5’/§em1 ars. Rea g lot j(‘)jpygogs. (%mmumcate effec-
tively to péers and students.

FInish doctoral studies. Attend self-
improvement seminar/trainings

Upgrading

Faculty L: “Faculty must undergo trainings and seminars to
develop the knowledge regarding the corporate industry to en-
sure up to date teaching tostudents.”

Upgradingof knowledge

Upgrading

Faculty M: “By developing an action plan for each identified
area of improvement (create detailed actionplan.”

Create detailed improvement action
plan

Upgrading

Faculty N: Re-structure the teacher

education department and clearly train and orient the stake-
holders on the true duties and responsibilities of each and every
one, Screen all the argument of the faculty on the department
(intense of specialization and foster goal-oriented environment
on what are to be achieved by the department with appropriate
balanced with the social recreation (plan), Maximize the poten-
tial of the faculty in line with the four-fold function (research,
extension, instruction, production), Send some faculty members
for exchange program abroad for the internationalization of the
program, The accreditation level of the programs for level 11 and
eventually target the accreditation of the program as candidate
for COD/COE, Intensify the efforts (renew, training) for the pro-
gram to produce LET Topnotchers, Proposals for the laboratory
upgrader in Science and in other areas and NC II Assessment
for Search and Language Certification for English Dep’t.”

Orient stakeholders
of the duties and responsibilities

Proficiency

Faculty O: “Continuous Monitoring/ Follow-up of Syllabus of
Faculty, Continuous Buddy System for both students and faculty
and Follow-up of Equipment to be used for the designated Nurs-
ing Laboratory.”

Upgrading of syllabi and other ma-
terials

Upgrading

Faculty P: “I would like to have more linkages and collaborative
work with the other universities here in the Philippines as well
as from the other parts of the world.”

More linkages and collaborations

Upgrading

Faculty Q: “Attending different trainings and seminars.”

More trainings and seminars

Upgrading

Table 7 manifests thematic analysis on
plans for improvement. The concern in Table 5
regarding upgrading of self through relevant
seminars and trainings is registered again in
Table 6 about upgrading. This time the concern
is on upgrading of materials used in class, link-
ages and collaborations, attending more semi-
nars and training programs, finish graduate

studies. The table reveals that the aim of up-
grading is not only for personal development
but for the benefits also of the academic com-
munity, especially the students. It would mean
that the academic managers are very responsi-
ble agents of change and very eager to pursue
the goals of the institution for the sake of all
stakeholders.
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The data suggests that the emphasis is not
only on personal development through semi-
nars, training, and graduate studies but also on
enhancing class materials, fostering linkages
and collaborations, and contributing to the ac-
ademic community's benefit. Academic manag-
ers are seen as proactive agents of change who
are dedicated to achieving institutional goals
and supporting all stakeholders, particularly
students.

As a succession input, these upgrading
tendencies are sure to be beneficial to the next
line of leaders and managers as these efforts
are now being put in place.

The following is a suggested succession
plan for academic managers:

To improve competencies, academic man-
agers and possible successors should be en-
couraged to take part in pertinent seminars,
training courses, and graduate studies. Boost
international immersion, create connections
and partnerships, and upgrade materials and
resources.

Incorporate community involvement, qual-
ity control, academic research, and faculty em-
powerment into succession planning by high-
lighting best practices. Success in these areas
and experience are essential for succession
candidates.

To tackle management challenges, choose
possible successors who have demonstrated
proficiency in communication, budgeting, set-
ting priorities, adhering to policies, and manag-
ing human resources. Candidates should ex-
hibit the capacity to function well under pres-
sure and with a variety of duties.

Establish Clear Expectations: Assess appli-
cants on their ability, responsibility, dependa-
bility, diligence, and knowledge of the institu-
tion's procedures. Examine their suggested
programs and innovations to make sure they
support the objectives of the organization.

Encourage Effective Conflict Resolution: To
address grievances and problems within the
academic community, make sure that succes-
sors receive training in organizational resolu-
tion, impartial decision- making, and produc-
tive conversation.

Sustain Enhancement Initiatives: Continue
training, benchmarking, internships, and col-

laboration programs. Future leaders should en-
courage academic achievement and expand on
current initiatives for long-term progress.
Include Upgrading Initiatives: To guarantee
ongoing enhancements in expertise, resources,
and institutional support, incorporate upgrad-
ing trends into the succession plan. This will
strengthen the institution's vision, mission, and
goals as well as the tradition of excellence.

Conclusion
The following conclusions were based on

the findings of the study:

1. All of the management practices are being
executed regularly (Always) by the aca-
demic managers. This simply means that
the institutional plans and targets are being
sustained towards attaining productivity
goals. The thematic analysis on best prac-
tices implemented in College/ Campus gen-
erated theme as follows: international im-
mersion; community engagement; aca-
demic exploration; quality assurance; and
faculty empowerment. Best practices are
not only something positive that is known
to produce good results that ought to be
replicated but are regarded to be the most
effective approaches to produce optimal
accomplishments. An organization is
known for its best practices; thus it is often
included in succession inputs.

2. The challenges encountered by academic
managers were perceived as demanding
extra efforts to accomplish. The thematic
analysis on the challenges encountered in
position/ designation by academic manag-
ers were as follows: familiarization; budget
management; multiple responsibilities; pri-
oritization management; communication
management; loading management; policy
compliance; and human resource manage-
ment. These challenges are necessary de-
mands in choosing a potential successor.
Being pressured by academic challenges
can make or unmake an efficient and re-
sponsible manager.

3. 3. The thematic analysis on the expecta-
tions after being promoted/assigned to the
position were as follows: competency;
community assistance; accountability;
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dependability; conscientiousness, fa-
miliarization; and consistent struggle. In
matters of succession, these manifested ex-
pectations can provide essential picture to
consider in analyzing the proposed innova-
tions/ programs of the candidate for the
position.

4. The thematic analysis on ways of handling
complaints/ issues were as follows: organ-
ization resolution; objectivity; general ref-
erences; and dialogue. All approaches sug-
gested by participants in handling issues
and concerns are relevant and useful de-
pending on the gravity of the matter and
the stakeholders who are involved. As part
of succession input, these proposals should
be accepted as relevant ways or means to
promote meaningful settlement of com-
plaints/ issues which may beset the aca-
demic community.

5. The thematic analysis on initiated pro-
grams/ projects for improvement/ en-
hancement of the department/ college/
campus were as follows: partnership and
benchmarking; training; extension, intern-
ship programs; upgrading; support and up-
grading. These proposed enhancements
and innovative strategies must be sus-
tained to produce the expected good re-
sults. In doing so, succession inputs must
include these proposals so there will be
continuity of concerted efforts to become a
better academic community.

6. The thematic analysis on training pro-
grams/ seminars needed to be attended
was upgrading. The upgrading of resources
as proposed by participants is an indispen-
sable aim to carry on with the realization of
the institutional vision, mission, and goals
of quality education for the advancement of
the community. It must be a part of the suc-
cession input to continue the tradition of
excellence in the state institution.

7. The thematic analysis on plans for im-
provement were as follows: upgrading;
support and upgrading; proficiency. As a
succession input, these upgrading tenden-
cies are sure beneficial to the next line of
leaders and managers as these efforts are
now being put in place.

Acknowledgement

The researchers would like to sincerely
thank the respondents for their invaluable con-
tributions in making this study possible. We are
especially grateful to Dr. Teody C. San Andres,
our university president, for providing the
chance to carry out this specific study. Addi-
tionally, thanks to all of the collaborators who
helped support the study.

References

Academic Department Head. (2023). Shrm.org.
https://www.shrm.org/topics-
tools/tools/job- descriptions/academic-
department-
head?utm_source=chatgpt.com

Adams-Dunford, J., Cuevas, F., & Neufeldt, E.
(2019). Navigating Your Career as a Mid-
Level Manager. New Directions for Stu-
dent Services; Wiley Periodicals, Inc. 350
Main Street, Malden, MA 02148. Tel: 800-
835-6770; Tel: 781-388-8598; Fax: 781-
388-8232; e-mail: cs-jour-
nals@wiley.com; Web  site:
http://www.wiley.com /WileyCDA.
https://eric.ed.gov/?id=E]1217689

Balogh, A, Creedy, U., & Wright, D. (2022). Time
to acquire: Regulatory burden and M&A
activity. International Review of Financial

Analysis, 102047.
https://doi.org/10.1016/j.irfa.2022.1020
47

CoachHub. (2024, May 15). Empowering Well-
being: The Transformative Role of Coach-
ing in Enhancing the Employee Experi-
ence. CoachHub.
https://www.coachhub.com/blog/the-
role-of- coaching-in-enhancing-the-em-
ployee- experience/

Pacadaljen, L. M., & Associate. (2021). Manage-
ment Functions of College Deans among
State Universities and Colleges (SUCs) in
Eastern Visayas. 57(9), 3627-3641.
https://www.researchgate.net/publica-
tion/3 53879528_Management_Func-
tions_of_Co
llege_Deans_among_State_Universities_a
nd_Colleges_SUCs_in_Eastern_Visayas

Pepper, C., & Giles, W. (2014). Leading in mid-
dle management in higher education.
Management in Education, 29(2), 46-52.

[JMABER

1476

Volume 6 | Number 3 | March | 2025


http://www.wiley.com/WileyCDA
https://eric.ed.gov/?id=EJ1217689
https://doi.org/10.1016/j.irfa.2022.102047
https://doi.org/10.1016/j.irfa.2022.102047

Geronimo et al, 2025 / Practices and Challenges of Academic Managers of a State Institution

https://doi.org/10.1177/089202061452
998 7

Rajagopal, K., Singh, P. K., Kumar, R, & Siddiqui,

K. F. (2014). CTAB-mediated, single-step
preparation of competent Escherichia
coli, Bifidobacterium sp. and Kluyveromy-
ces lactis cells. Meta Gene, 2, 807-818.
https://doi.org/10.1016/j.mgene.2014.1
0.0 02

Watson, R. T., & Webster, ]J. (2020). Analysing

the past to prepare for the future: Writing
a literature review a roadmap for release
2.0. Journal of Decision Systems, 26(2), 1-
19.
https://doi.org/10.1080/12460125.2020
1798591

IJMABER

1477

Volume 6 | Number 3 | March | 2025



