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Abstract — This research attempted to assess the teachers' management of career pathways and
the faculty development programs in the Department of Education availed by the teachers. The
study made use of both descriptive and qualitative methods of research. The quantitative data were
gathered through a checklist questionnaire. Narrative analysis from the phenomenological inquiry
was the source of the qualitative data gathered from focus group discussions and open coding.
There was a total of 352 teachers from the schools’ divisions of Tayabas City and Lucena City
selected as respondents through stratified random sampling using the Cochran formula. Weighted
arithmetic means, Pearson r, and ANOVA were employed as statistical measures. It was revealed
that the teachers' career pathways greatly take into consideration their objectives in the profession,
and how to improve their skills and be successful and satisfied in their chosen tracks. The DepEd's
faculty development program is made available to the teachers through the school support system,
lifelong learning opportunities, awards and recognition, establishing linkages, and engaging them
in challenging and fulfilling tasks. The availability of a faculty development program influences
the teacher’s management of carecer pathways. The teachers' diverse lived career management and
faculty development experiences are characterized by striving for completing graduate studies,
knowledge sharing, support in the workplace, and realizing one's potential yet the barriers they
face are hopelessness for promotion, pessimism, and work injustice from the selective preference
for promotion of some authorities. An additional input to the faculty development program is ready
for the initial try-out and validation process. However, it was recommended that teachers’ career
advancement may be given top priority by the administrators and elevate them to higher levels of
education by giving them financial support particularly those teachers who cannot afford it but are
willing to take further studies.

Keywords — Advanced education, Continuing professional education, Faculty development
programs, Input to the faculty development programs, Management of career pathways

. Introduction

Educational institutions, like any organization, have a human resource management
department, whose main function is to extract the best and to develop effective and efficient human
resources in the organization. Aside from considering human resource management as a
challenging work that focuses on issues, problems, and principles involved in the management of
people at work, which are common to all organizations, it is also noteworthy that these processes
and practices must be given efficient management of career pathways through faculty and staff
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development programs. It is undeniable that organizations exist because of people. People are the
most important and essential factor for the growth and progress of an organization (Mendoza,
2009).

Effective faculty development is ongoing which includes training, practice, and feedback,
and provides adequate time and follow-up support. For Ekpoh, Oswald, and Victoria (2013),
successful programs involve professionals in learning activities that are similar to ones they will
use in their workplaces and encourage the development of professional learning communities.
There is growing interest in developing schools as learning organizations, and in ways for both the
teachers and staff to share their expertise and experience more systematically.

Hence, managing career pathways is a growing international interest (Kennedy, 2014). The
world increases its focus for faculty development (Fraser, Kennedy, Reid & McKinney, 2017)
because professional development is the foundation to achieve quality education. Faculty
development programs coupled with coherent leader and leadership development programs and
policies have been at the center of the educational planning throughout the world (Nicolaidoua &
Petridoua, 2011). This is the means of enhancing learner performance to yield required skills to
reap economic prosperity in this globally competitive workplace (Mashologu, 2012).

Teachers must be at the forefront of professional development advocating international
alignment of competencies and qualifications of teachers to make the practice of the teaching
profession at par with international standards (Faltado, 2018). Faculty development ensures that
professional individual enhances their skills and abilities. The academic qualifications had been
done at this stage and the professional individual is engaged within their specific industry and job
function. Faculty development is important as it guarantees that additional learning is progressed
in a structured, practical, and relevant way to guarantee functional and productive learning.

In connection with the management of career pathways, school administrators face the
challenging task of providing for the professional development of teachers in their schools.
According to Allice (2013), “this responsibility is assigned to them because administrators have
ready access to data that provide a clear picture of the strengths and weaknesses of the individual
staff members, the needs of the students, the week areas of curriculum, the values and desires of
the community and how their school measures up to Education Ministry’s goals and objectives.”
In this aspect, it is needed for administrators to provide a process of involving teachers and staff
in the identification of professional skills that need to be improved and for involving them in the
design of activities and programs to provide this skill development. In the Department of
Education, there are many professionals who realized their pathways leading to various areas.
However, before they fully attain their desired career goals and positions, there are many
challenges they encountered and overcome.
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Literature Review
Management of Career Pathways

Maynard (2015) emphasized that creating a career path is an essential component of a
lifelong career toward the developmental growth of the profession as a teacher. Career pathway
requires the teacher to take an honest look at their career goals, skills, needed knowledge,
experience, and personal characteristics requiring a plan to obtain what is necessary to carry out
the career path. Teachers can develop a career path by looking at their desired job/jobs within the
organization. Then, they can chart a course, put it in writing and own it. Recognizing and reflecting
on these stages provides teachers lateral movement, transfers, promotion in rank and positions,
and rewards and recognition.

Career Goals

Based on the survey of Sandoval (2015), the most important variables related to setting
their career goals are individual interests, abilities, desires, needs, and choices. Career planning
involves identification of the career-related goals and establishing plans for achieving these goals.
It is an activity performed by an individual to understand and be able to control his/her work life.
It is not necessary that a person does his/her career planning alone, but in cooperation with the
human resources experts, counselors, and the organization as a whole (Nicholson, 2013). In the
study of Ganiron and Ganiron (2013), results indicate that the most objectively successful
professionals with respect to their career goals appear to be the ones who are active to participate
on a committee, hold an office in a professional society, and are highly skilled, and computer
literate. Their career goals are also confirmed by fringe benefits attributes such as having a special
bonus, housing allowance, and salary advancement. Professional development enables them to
develop their technical skills through new technology and innovation. More so, professional
development, network, and professional linkages were found highly contribute to their career
goals.

Career Navigation Skills

Vitale (2016) stated that facing career choices, individuals can struggle to set or navigate a
path. Some individuals may find a counselor, teacher, or other mentors to help guide them along
their paths, while others end up satisfied and successful in the jobs they choose on their own.
Unfortunately, others may not. The strategies that could help them navigate their career include
understanding one’s interests, values, and skills; knowing the world of education and work;
engaging in exploration, informed decision-making, and planning; and managing educational and
occupational progress over time.
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Career Success Measures

Career success includes both the psychological and work-related outcomes from work role
changes (London & Stumpf, 2012). Career success has been operationalized by objective and
subjective measures. Objective measures of career success pertain to those that can be observed
and verified by others (Judge et al., 2015). Several researchers have studied career success using
objective measures such as total compensation (Pfeffer & Davis-Blake, 2017; Whitely, Dougherty
& Dreher, 2011; Whitely & Coetsier, 2013; Kirchmeyer, 2018), the number of promotions (Wayne
et al., 2019; Whitely, Dougherty & Dreher, 2011), current pay grade (Daley, 2016), and size of
recent merit increase (Lobel & St. Clair, 2012). Subjective measures of career success (Judge et
al., 2015) pertain to the individuals’ own judgment of their career attainment. Studies on subjective
career success used measures such as career satisfaction (Martins, Eddleston & Veiga, 2012;
Poole, Langan-Fox & Omodei, 2013), job satisfaction (Judge et al., 2015; Burke, 2011),
advancement satisfaction (Martins, Eddleston & Veiga, 2012), and perceived career success
(Turban & Dougherty, 2014), among others.

Career Satisfaction

Career satisfaction is a positive emotional state resulting from the appraisal of one’s job or
work experience (Ayeni & Propoola, 2017). On the polarity, one’s work performance determines
how well or not one’s functions in the organization are carried out. A highly satisfied teacher in
his/her career is capable of performing the teaching job and other tasks inbuilt to it while a good
work design provides a good fit between the teachers and the task requirement.

Faculty Development Programs

In this study, faculty development programs are viewed in terms of organizational support,
faculty learning opportunities, faculty rewards and incentives, relationships and networks, and
work tasks and activities. These parameters are postulated by Brent, Felder, Hirt, Switzer, and
Holzer (2019) who also proposed the SUCCEED Model in Promoting Effective Teaching. The
program sought to promote the faculty adoption of instructional methods and materials that have
been proven effective by classroom research; to improve institutional support for teaching at each
of the coalition campuses; and to have a sustainable faculty development program in place on each
campus.

Organizational Support

Faculty development programs in the context of the study are viewed in terms of
supervisory practices, school culture, promotion, and salary and fringe benefits. Manalo (2012)
posited that for genuine faculty development to take place and for organizational support to be felt,
teachers need security or permanency of jobs and job involvement. However, they become
demotivated by low salaries and the improbability of job promotion. Nueva-Obieta (2016) opined
that even the most capable and hardworking teacher will not achieve high-performance levels and
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faculty development unless proper support is much more available. Support creates a work
environment rich in opportunities to apply one’s talents to maximum advantage. The basic school
administrator’s responsibility is to provide direct work support to their teachers. The willingness
to work hard at a task is an essential component of a high-performance workplace.

Faculty Learning Opportunities

Faculty learning opportunities through graduate education meld naturally with lifelong
education. There is a clear need though to understand and appreciate lifelong learning better. There
is also “the need to rethink and broaden the notion of lifelong education. More than adapting to
changes in work, education through life should also constitute continuous forging of one’s own
personality — one’s knowledge and aptitudes, but also the critical faculty and the ability to act. It
should enable people to develop an awareness of themselves and their environment and encourage
full participation in work and society” (Harris & Sass, 2016).

Faculty Rewards and Incentives

Rewards, incentives and grants, and recognition for teachers are deemed it significant for
sustaining their motivation and commitment in the workplace. Incentive systems are essential for
understanding the forces that drive the organization. In like manner, a good incentive system
encourages employees to be productive and creative, fosters loyalty among those who are most
productive, and stimulates innovation. It resides within organizations, their structure, rules, human
resource management, opportunities, internal benefits, rewards as well as sanctions. It has a
significant influence on the performance of individuals and thus the organization overall (Hardy,
2019).

Relationships and Networks

Bilbao, Corpuz, Llagas, and Salandanan (2012) stated that it pays for the teacher in a
classroom and the community to build linkages with local, national, and international associations.
It is equally rewarding for the teachers to network with some professional organizations and
foundations. While the list of these local, national, and international associations is not exhaustive,
the list comes in handy when one needs assistance from any of these groups. As a professional
teacher, one is able to give better service to the students and to other education stakeholders in the
community if one is connected to a network of possible sources of educational assistance.

Workplace Tasks and Activities

Brunetti (2011) assumed that faculty development likely takes place as teachers become
more satisfied when they are free to teach the way they want to teach. While the curriculum plans
and coordination between teachers are important, the more teachers feel constrained by
requirements, the more likely they are to feel dissatisfied. Cabangal’s (2014) study on teaching
activities of elementary school teachers and their relationship to teachers’ professional
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development revealed that pre-teaching, actual teaching, and post-teaching activities were
significantly related to their professional development.

I1. Methodology
Locale of the Study

To assess the extent of management of teachers' career pathways and the DepEd's faculty
development program availed by the teachers, the study was conducted in the identified large
schools in the school’s divisions of Tayabas City and Lucena City. These schools opted since they
are the better and best performing schools in the Region-based on the PBB 2018 school ranking.
The teacher's performance evaluation reflects good career pathways and the quality of faculty
development program one school has, and is one of the criteria in the PBB 2018 school ranking.

Research Design

The study adopted the descriptive and qualitative methods of research. The first method
which is descriptive was used in this study, which as pointed out by Estolas (2012), allows the
researcher to obtain facts about the existing conditions and detect some significant relationships
between current phenomena, which generate and make available information needed by the
researcher. The survey questions utilized Likert scale rating after the respondents were asked to
rate their agreement level with the statement. The descriptive method of research can also provide
answers like profiles of the respondents.

On the other hand, the qualitative method is needed to gather responses and it is a method
that focuses on obtaining data through open-ended questions and conversational communication.
This method is not only about “what” people think but also “why” they think so. The qualitative
research method allows for in-depth and further probing and questioning of respondents based on
their responses, where an interviewer/researcher also tries to understand motivation and feelings
(Savin-Baden & Major, 2013). The results of qualitative methods are more descriptive and the
inferences can be drawn quite easily from the data obtained (Given, et al., 2018).

Population and Sampling

The respondents of the study comprised of 352 public elementary school teachers who
were selected as they were chosen on the basis of the following inclusion criteria: they must be
five (5) years and below in the schools they serve; they must hold national plantilla position; and
they pass the licensure examination for teachers (LET). Moreover, teachers who were excluded in
the selection are those with less than a year in service; with only locally-funded employment status;
and are yet to take the LET.

Stratified random sampling for better and best performing schools was applied in order to
identify the sample. The number of respondents was computed using Cochran formula upon asking
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the numbers involved from the two schools divisions in the region. Stratified random sampling
was used in the selection of respondents to increase the credibility and not to foster representatives.
On the other hand, 12 teachers from each division totaling 24 were chosen to answer the open-
ended questions to obtain qualitative data. They were coded FGDT (e.g. FGDT1 for Participant 1,
and so on).

Instrumentation

A checklist questionnaire was designed to gather the quantitative data needed in the study.
Part | of the survey checklist dealt with the assessment of the extent of the management of the
teachers' career pathways. It was adopted and modified from the instrument of Harrington, Van
Deusen, Fraone, and Morelock (2015). A total of 36 provisions referring to the extent of
management of teachers' career pathways in terms of career goals, career navigation skills, career
success measures, and career satisfaction were drafted. Part 111 facilitates the assessment of the
DepEd's faculty development program availed by the teachers. For gathering the qualitative data,
a focus group discussion (FGD) guide was prepared. It consisted of 10 questions relating to
teachers' management of career pathways and the faculty development programs.

Data Gathering Procedures

The data gathering procedures involved sending the letter of request asking the permission
from the DepEd Regional Office through the schools division superintendent. Afterwards, the
survey checklist questionnaire was administered. After retrieval, the data were tallied, computed
and tabulated to reveal the weighted arithmetic means of each of the provisions. The quantitative
results became the bases to frame focus group discussion interview questions, the second source
of data which mainly focused on the conditions and problems besetting the teachers' management
of career pathways and the faculty development programs. The qualitative data elicited from the
FGD were transcribed and used to support the analysis and interpretation of the constructs studied.
The recursive textual data analysis was utilized to cull out insights from the narratives of interviews
of participants using Lichtman’s 3Cs: coding, categorizing, and contextualizing (Lichtman, 2010).
The iterative process was employed until the saturation point was reached when no new insights
could be developed from the themes. All the collected and interpreted data became groundwork
for developing an input to faculty development program. As for the ethical considerations, to
ensure the rights of informants being studied, the following ethical considerations were employed
in the conduct of this study, to wit: anonymity and privacy, informed consent, confidentiality, and
rapport.
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I11. Results and Discussion
Management of Teachers' Career Pathways
Extent of Management of Teachers' Career Pathways as to Career Goals

The extent of management of teachers' career pathways as to career goals obtained an
average weighted mean of 3.94 described as to some extent. In like manner, almost all of the
statements are rated to some extent such as tending to make career choices based on values and
interests rather than choices provided by employer (4.20), wanting to take on increasingly
challenging tasks (4.13), having the established clear career goals for oneself (4.01), wanting to be
known as an expert in a particular specialty (3.99), wanting to advance in career even if it means
spending less time with family/ personal life (3.54), and changing employers is the best way to
advance career (3.52). It reflects that teachers are considering their career pathways with great
necessity for they want to advance up the management ladder. As shown in the studies cited by
Twumasi (2018) career pathways are seen as major intrinsic factor in influencing the individual
decisions.

Moreover, wanting to advance up the management ladder (4.21) is described to a great
extent. Based from the responses, ideally, DepEd teachers aim to be promoted as master teachers
in their respective schools. If not for leadership and status, they pursue promotion because of
income. The data implies that regardless of age, teachers want to grow professionally and
personally. Beginner teachers want to pursue their studies and promotion. Moreover, they perceive
that the earlier they start to create a goal, it gives a greater possibility for them to attain. While
seasoned teachers focus on pedagogy and student outcomes.

Extent of Management of Teachers' Career Pathways in terms of Career Navigation Skills

The extent of management of the teachers' career pathways as to career navigation skills
obtained an average weighted mean of 4.22 described as to a great extent. In like manner, almost
all of the statements are rated to a great extent such as knowing what is important in one's career
(4.35), being able to set goals for oneself to achieve in one's career (4.28), being able to approach
the right persons to help with one's career (4.26), knowing what skills possessed (4.23), and being
able to show others what one wants to achieve in his/her career (4.21). This means that the teachers
through their navigation of their careers would claim that they succeed in their endeavors through
the following means.

Meanwhile, having strong network of co-workers or others who can help advance career
(4.20), and being able to explore possibilities on labor market (4.02) are described to some extent.
The result shows that the teachers still wish to develop the navigation knowledge and skills are
more likely to expand their profession and career opportunities. They also make career decisions
that better fit for them and increase their motivation to learn and achieve more on their professions.
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Extent of Management of Teachers' Career Pathways in terms of Career Success Measures

The extent of management of the teachers' career pathways in terms of the career success
measures wherein an average weighted mean of 4.16 was computed and described as to some
extent. In the same manner, some statements are rated to some extent such as work-life balance
(4.19), work achievements (4.17), contribution to society (4.16), achievement of personal goals
(4.15), impact one has in the organization (4.08), the annual performance reviews (4.06), and salary
growth rate (4.03). This means that the respondents do not regard having equilibrium in personal
life and career, accomplishments in their job and life goals, social significance, school impact, and
high salary and teacher performance as measures of their success. It is because many of them are
still novice to the teaching profession, that is the years they count as to their length of service are
generally ten years and below. Thus, they are still struggling for promotion and ascent to the career
ladder.

On the other hand, development of new skills (4.29), job satisfaction (4.26) and how much
one helps others (4.25) are all described to a great extent. Since many of the teachers-respondents
are relatively new in the profession, their primary goal is to enhance their pedagogical
competencies, being gratified of what they possess and do in their profession, and how they
influence and be influenced by others positively. The data shows that both subjective (developing
new skills, job satisfaction, and helping others) and objective measures (work achievement, salary
growth rate, work life balance, achievement of personal goals, contribution to the society, annual
performance review, and impact to the organization) are equally important. Many high potential
employees have the skills and engagement to be successful but do not feel the roles available to
them are consistent with their aspirations and career goals. This would suggest that it is important
to help top talent advance their career in ways that are consistent with their own aspirations.

Extent of Management of Teachers' Career Pathways in terms of Career Satisfaction

The extent of management of the teacher’s career pathways in terms of career satisfaction
obtained an average weighted mean of 4.08 with a descriptive rating of to some extent (TSE).
Likewise, all of the statements under this category are rated as to some extent such as being
satisfied with the progress made toward goals for advancement (4.12), with the success achieved
in the career (4.11), and with the progress made toward meeting goals for the development of new
skills (4.10), overall career goals (4.04), and the goals for income (4.03). This implies that career
progress and honing one's skill or getting high pay in the job guarantee the satisfaction of the
teachers in their careers. In fact, some of those interviewed responded quenching their thirst for
knowledge and equal chance for their promotion would somehow satisfy them.
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DepEd's Faculty Development Program Availed by the Teachers

Assessment of DepEd's Faculty Development Program as to Organizational Support in
terms of Supervisory Practices Availed by the Teachers

The assessment of the DepEd's faculty development program as to organizational support
in terms of supervisory practices availed by the teachers obtained an average weighted mean of
4.29 described as to a great extent. In like manner, almost all of the statements are rated to a great
extent such as giving due consideration to the problems and needs of the faculty with sympathy
and understanding (4.37). inspecting/checking the course contents, lesson plans, grade sheets,
etc.(4.34), observing tact and respect in dealing with teachers, making a real effort to maintain
close contact with faculty, and changing employers is the best way to advance my career (4.33),
going out of their way to help the teachers in the assigned task/s (4.30), helping teachers to settle
minor differences (4.29), encouraging teachers to structure their rooms (4.27), directly
encouraging and motivating teachers in meeting organization needs (4.25), and being fair in
organizational authority (4.23).

The results can be interpreted that inspecting/checking lesson plans, grade sheets, and
course outlines is the priority of administrators since it is a routine and therefore inherent in their
supervisory functions and the teachers find them both supportive and constructive at the same time
in supervisory practice. On the other hand, stimulating group loyalty (4.20) is just described to
some extent. This is due also to some pertinent functions in the districts and division level, the
school heads less likely do their school job specifications which is construed by some teachers as
not promotive of group loyalty. It is because the possibility of incompetency, idleness, and lack of
focus are on a way considered true in this aspect.

Assessment of DepEd's Faculty Development Program as to Organizational Support in
terms of School Culture Availed by the Teachers

The assessment of the DepEd's faculty development programs organizational support in
terms of school culture availed by the teachers obtained an average weighted mean of 4.32 which
described as to great extent (TGE). Similarly, all the statements obtain a descriptive rating of to
great extent such as fostering and enriching the values, knowledge, expertise, thoughts, and
aspirations of its faculty members (4.39), communicating and cooperating with the faculty in the
spirit of camaraderie and professionalism (4.35), stressing common interest and general welfare
among teachers, engaging faculty in purposeful activities based on a culture of trust, and
heightening support system (4.33), understanding and valuing one another’s strengths and
weaknesses (4.32), respecting and appreciating individual identity of each faculty, and supporting
and promoting the culture of commitment to one another and commitment to the school (4.31),
stimulating dialogue, discourse and conversation among faculty (4.29), and encouraging a
supportive and positive environment (4.28).
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Based on the results, the school culture is enriched by the relationship teachers have for
one another and it motivates them to pursue their profession. This implies that the outcomes of
schools also depend on the teachers. Thus, it is really necessary to stress the common and general
welfare of the teachers. Further, teachers who have friends and confidant to lean on enjoyed the
profession despite the workload that they have.

Assessment of DepEd's Faculty Development Program as to Organizational Support in
terms of Promotion Availed by the Teachers

Considering faculty member for promotion to a higher faculty rank/ sub-rank on the basis
of meeting minimum requirements (like educational qualification, performance rating of at least
very satisfactory during the last three rating periods), merit promotion, performance evaluation,
training and personnel development, and scholarship programs are discussed to faculty every start
of school year (4.29), and adequate school promotion policy (4.27) are also described to a great
extent. This means that there are really chances to grow professionally in the teaching career
although the teachers find opportunities sometimes depriving.

On the other hand, locally-funded faculty appointment is limited to a maximum of one (1)
year prior to permanent appointment (4.10) and the classification of faculty ranks and promotion
iIs commensurate with the financial incentives (4.09) are just described to some extent. The ratings
are indicative that not everybody in the teaching profession is given the chance of promotion. The
process of promotion itself is likewise very slow as it involves paper trailing or more documents
and letters to be passed on to the different authorities until its approval or decision. It makes
teachers discouraged at some point to respond in the call for application promotion seeing that its
process is cumbersome.

Assessment of DepEd's Faculty Development Program as to Organizational Support in
terms of Salary and Fringe Benefits Availed by the Teachers

The assessment of the DepEd's faculty development program as to organizational support
in terms salary and fringe benefits availed by the teachers obtained an average weighted mean of
4.13 is computed described as to some extent. In like manner, almost all statements are rated to
some extent such as policy on step increment is known to the faculty (4.15), a salary increase is
given to faculty every three years of service in school provided that the faculty evaluation shall be
not lower than very satisfactory rating (4.11), school facilitating provision of the following
benefits: separation pay, health benefits and retirement benefits (4.10), and salaries derived from
teaching are commensurate to teaching responsibilities and educational qualification, and policies
related to teachers’ salary are discussed to newly hired faculty and during the beginning of
academic year, or whenever changes from higher authority mandate (4.08) except for the salary
received by the teachers is based on the present rank and promotion given (4.25) which is described
to a great extent. It can be inferred that in terms of salary and fringe benefits, teachers sometimes
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find their salary and other monetary means to equate their work meager that they need to look for
other means to support their personal and family needs.

On the other hand, it is still undeniable that DepEd lacks the allotted funds to compensate
teachers in their extra works which somehow makes them overworked but underpaid. The data
connotes that teachers are well compensated with their job but not for those tasks which are beyond
their classroom and school duties. This may often lead to rendering less quality service and less
commitment to the school.

Assessment of DepEd's Faculty Development Program in terms of Faculty Learning
Opportunitiesas to Graduate Student Programs Availed by the Teachers

The assessment of the DepEd’s faculty program in terms of the faculty learning
opportunities as to graduate student programs availed by the teachers wherein an average weighted
mean of 3.81 is computed described as to some extent. In like manner, all of the statements are
rated to some extent such as implementing a sustainable faculty development program based on
identified needs such as upgrade of educational qualifications through graduate studies (4.09),
providing assistance for the faculty members pursuing advanced (master's and/or doctorate)
degrees such as study leave (3.92), conducting objective selection of deserving faculty members
for scholarship in graduate school programs (3.90), tuition fee privilege (3.87), book allowance
(3.71), making financial assistance for continuing education available for faculty (3.69), travel
allowance (3.67), and monthly stipend (3.63). The data show that teachers undertake graduate
programs for different reasons, primarily to become a better educator and to receive a salary
increase. However, the privileges as mentioned above are not availed by many public school
teachers because whenever there are scholarships, these are usually on a competitive basis.

Assessment of the DepEd's Faculty Development Program in terms of Faculty Learning
Opportunities as to Research Availed by the Teachers

The assessment of the DepEd's faculty development program in terms of faculty learning
opportunities as to research availed by the teachers gained an average weighted mean of 3.94
described as to some extent | (TSE). Similarly, all statements garner a descriptive rating of to some
extent namely ‘the school implements a sustainable faculty development program for conducting
research activities like research writing (4.07), research conference presentation (3.97), and both
publication of research outputs and giving incentives to the research and innovations made by
faculty members (3.92), and recommending research work of faculty to division and/or regional
funding for action research (3.82). This is because despite the DepEd requires faculty to do action
research, assistance in research dissemination, actual fielding and administration, and incentives
are few. Also, very few deserving research are funded through BERF, hence somehow
demotivating teachers to do action research.
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Assessment of DepEd's Faculty Development Program in terms of Faculty Learning
Opportunities as to the Seminars, Training and Development Availed by the Teachers

The assessment of the DepEd's faculty development program in terms of faculty learning
opportunities as to seminars, training and development availed by the teachers which obtained the
average weighted mean computed is 4.36 described as to great extent. Also, all statements obtain
to great extent descriptive rating such as conducting in-service training activities regularly at least
once per term (4.43), attendance to the seminars, symposia, and conferences for the continuing
professional development (4.39), fairly distributing opportunities for faculty members to
attend/participate in capability-building and enhancing activities (4.38), conducting objective
selection of the deserving faculty members for seminars, conference/s and/or training grants (4.36),
giving lectures in national/ international seminars, symposia, and conferences, and lastly,
supporting the professional growth of the faculty through attendance in educational lectures,
symposia, seminars, workshops, conferences, and other forms of training (4.29).

The data implies that the schools provide seminars, training as well as encourage teachers
to pursue further studies. Hence, it is already their choice if they will really pursue it. There were
lectures in national, and seminars and conferences for the teachers. Many respondents answered
that there were provide training, seminars, and workshops at their school, that really help them in
teaching. This is good strategy for teachers to develop their skills and to learn new things.
However, there are still instances where there is unfair treatment in choosing of participants. Most
of the time, they are not given opportunities though they are eager and eligible to attend seminar.
Opportunities among faculty are not shared equally. Not all teachers are given a chance to
participate in different activities that promote professional growth. There were also times that they
cannot really focus on it because of the heavy workloads that are assigned to them.

Assessment of DepEd's Faculty Development Program in terms of Faculty Rewards and
Incentives as to Rewards, Incentives and Grants Given to the Teachers

The assessment of DepEd's faculty development program in terms of faculty rewards and
incentives as to rewards, incentives and grants given to the teachers obtained an average weighted
mean of 3.99 described as to some extent. In like manner, all statements are rated to some extent
such as length of service incentive after at least 3 years of continuous service to the same position
(4.18), productivity incentive for satisfactory performance (4.16), loyalty incentive (4.13), cash
award incorporated in salary adjustment due to length of service incentive (4.01), career and self-
development incentive for satisfactorily completing a course or degree within or outside the
country at one's own expense (3.88), incentives for book writing, manuals/ handbooks,
compilations, and instructional materials to keep up with the new knowledge and techniques in
field of specialization (3.82), and scholarships, fellowships, sabbatical leaves, research, and travel
grants (3.79). Based from the computed data, it is obvious that the teachers lack rewards and
incentives that they deserve. Teachers also deserve rewards and incentives because of the great
effort and perseverance that they are doing for their profession. Most of the time, many teachers
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spend their personal money for the materials that they need inside and outside the classroom. It is
going to be more beneficial for them if the government will allot an additional budget not only to
increase the salary but also provide them incentives to boost their performance.

Assessment of the DepEd’s Faculty Development Program in terms of the Faculty Rewards
and Incentives as to Recognition of the Teachers

The assessment of the DepEd's faculty development program in terms of faculty rewards
and incentives as to recognition of the teachers obtained an average weighted mean of 4. 20
described as to some extent. While the other statements are rated to some extent such as receiving
recognition for small as well as major accomplishments on the job (4.19), receiving additional
school responsibility with the corresponding power and authority (4.16), and being given the
responsibility to help develop the academic growth of the school as well as the economic
development of the community (4.09). This means that there are some teachers who are not
recognized even they have been contributing accomplishments in schools. Teachers were
recognized and promoted before easier than today’s time. Standards get higher now and
competitions are increasing. There were many teachers who are also not appreciated by the works
that they have been doing. Most of the time, teachers who were given additional responsibility are
only those who are capable of doing it.

On the other hand, there are statements rated to great extent such as feeling accepted by
peers and superiors (4.28), recognition/ reward given in a timely and formal way, and being given
recognition for contributing in the accomplishment of institutional goals (4.23), and having a
committee on programs and awards in the school (4.21). It was not stated directly by the
respondents but they have committee programs in school that set standards for recognition.
Teachers are easily recognized before than in today’s time. There are less competition and efforts
are appreciated. Most of the teachers-respondents felt accepted by their superior and peers. They
become more passionate and more dedicated in their work because they encourage are being
motivated by one another. The results imply that teachers receive some recognition to every
accomplishment that they have done. Thus, recognition gives some motivation to every teacher
and encourage them to improve their teaching skills and strategies. Hence, sometimes teacher
receive additional school responsibility with corresponding power and authority.

Assessment of DepEd's Faculty Development Program as to Relationships and Networks in
terms of Professional Organizations of the Teachers

The assessment of DepEd's faculty development program as to relationships and networks
in terms of professional organizations of the teachers obtained 4.18 average weighted mean which
described as to some extent. Likewise, almost all of the statements are rated to some extent such as
offering new spaces in which teachers may learn and grow as professionals with support from a
diverse network of people and resources (4.20), making one seek help and emotional support,
making the teachers find, share, and create professional knowledge, fostering collaboration with
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and support by the community of the education professionals (4.19), supporting ongoing learning
related to professional work (4.18), and providing aggregate vast quantities of professional
knowledge at anytime and from anywhere, and shaping teachers’ professional identities (4.13).

The computed data shows that the teachers also need more support when it comes to the
relationship and networks in terms of professional organizations such as support in their ongoing
professional development to enhance their knowledge and skills with the support from diverse
network of people and resources. At this time of new normal, many teachers need emotional
support from different stakeholders for them to have enough strength and encouragement to
overcome it. On the other hand, allowing the sharing of lesson plans, teaching strategies, and
student work, and collaboration across grade levels and departments (4.29) is described to a great
extent. This manifests how teachers support professional organizations by means of helping one
another in performing their teaching functions.

Assessment of DepEd's Faculty Development Program as to Relationships and Networks in
terms of Mentoring of the Teachers

The assessment of the DepEd's faculty development program as to relationships and
networks in terms of mentoring of teachers obtained the average weighted mean of 4.25 described
as to great extent. Correspondingly, most of the statements garner a descriptive rating of ‘to great
extent’ such as observing one another classrooms, promoting collegiality and support, and
enjoining peers to build new skills, share ideas, teach one another (4.29), sharing and discussing
teaching practices that increase student learning (4.28), involving two or more professional
colleagues working together to reflect the current practices, and conducting formal evaluation and
giving teachers recommendation during the peer coaching (4.26), involving the analysis of
teaching for the purpose of integrating skills and strategies into a curriculum through collegial
approach, and developing instructional goals and personal teaching style through a collegial
approach (4.25). It can be inferred from the data that school heads rely upon having had similar
experiences to gain empathy with the mentee and understanding of their issues, provide teachers
with an opportunity to think about career options and progress, ask questions and challenge, while
providing guidance and encouragement. Meanwhile, developing strategy that enables teachers to
consult with one another garners 4.20 rated as to some extent. The data implies that although
mentoring is evident, there is still a need to foster learning through peer coaching and peer-to-peer
extended conversations in areas of interest or need.

Assessment of DepEd's Faculty Development Program as to Workplace Tasks and Activities
in terms of In-service Training of the Teachers

The assessment of Deped's faculty development program as to workplace tasks and
activities in terms of in-service training of teachers obtained the average weighted mean of 4.24
described as to great extent. In the same manner, all statements are rated as to great extent such as
providing a safe and inspiring work environment (e.g. non-threatening, non-retribution and
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tolerant work ethos and orientations; 4.28), necessary support towards INSET activities (4.26),
valuing and utilizing teachers’ inputs and contributions in the making of INSET action plan and
its execution, and assessment of activities, and arriving at consensus on general strengths and weak
aspects of the teachers' instruction and facilitation (4.25), taking the lead in continuing professional
development activities in school level (4.23), encouraging self-directed learning among teachers
(treat teachers autonomously, asking them to make choices rather than school heads issuing orders
and choosing things for them; 4.22), and providing intellectual support for teachers, e.g., via online
libraries and educational visits to sources with intellectual resources and Encourage and allow free
interaction and conversation on school grounds (e.g., at tea breaks, in staff room, at sports grounds)
and boosting of appropriate social relations (4.21). It implies that the in-service training are also
being conducted based from the needs of the teachers for it gets a descriptive rating of to a great
extent. It gives high chances for the teacher’s to learn and develop through experiences.

Assessment of DepEd's Faculty Development Program as to Workplace Tasks and Activities
in terms of Conferencing of the Teachers

The assessment of the DepEd's faculty development program as to workplace tasks and
activities in terms of in-service training of the teachers obtained the average weighted mean of
4.24 described as to great extent. Also, all the statements are rated as to great extent such as
providing excellent opportunity for teachers (4.27), helping teacher’s confidence in his/her work
(4.26), establishing rapport with the teachers at the beginning of the conference, and making a
general commendation of the lesson as a whole and specific approval of the aspects of the lesson
(4.25), recognizing the needs for improvement and solve problems cooperatively with teachers
(4.24), providing excellent opportunity for teachers to define the subject discussed, and giving
each of the teachers special help needed to become proficient in self-analysis, self-appraisal and -
improvement (4.23), and giving constructive suggestions that will further help the teacher improve
his/her work (4.21). The result implies that the programs and activities for the teachers in terms of
in-service training were excellent. School heads recognize the needs of every teacher in every
conference. Most of the teachers are satisfied in the conference, because they have been given
opportunities to become proficient in the self-analysis, self-appraisal and self-improvement.

Assessment of DepEd's Faculty Development Program as to Workplace Tasks and Activities
in terms of Walkthrough of the Teachers

The assessment of the DepEd's faculty development program as to workplace tasks and
activities in terms of in-service training of the teachers with an average of weighted mean of 4.35
described as to great extent. In the same manner, all statements are rated to great extent such as
conducting classrooms observation throughout the school year even formal or non-formal (4.44),
increasing the school wide reflection on best practices to increase student achievement (4.36),
helping teachers in career planning and development through walk-through (4.35), designing and
collecting patterns of data that can help members of professional learning community improve
their teaching practice, acquiring evidence of impact of curricular initiatives and instructional
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practices, and having an active role to teacher’s performance, conduct and accomplishments
(4.34), visiting classrooms for a short period of time of 5-15 minutes, where instructional
supervision program is observed (4.32), and collecting additional data on teaching practice and
student learning (4.30). It can be deduced from the data that the school heads conduct brief visits
to classrooms throughout the school, conducted on a frequent basis and informal of non-evaluative,
designed to collect patterns of data that can help members of the professional learning community
to continually improve teaching practice.

The results imply that teachers are satisfied in the observation that was conducted at their
schools. It improved their performance, conduct, and teaching practice. It also increases school
wide reflection on the best practices to increase student achievement. Classroom observation
describes practice of sitting in another teacher's class to observe, learn and reflect. Classroom
observation is also defined as a method of evaluating and recording specific information about
what is going on within a classroom." Classroom observation often helps expose teachers to new
methods of teaching that might not have occurred to them beforehand. Therefore, observation is
important at every stage of a teacher's career. Besides, many teachers, even experienced ones, are
not always aware of the nature of their interactions with individual students.

Relationship of the Extent of Management of Career Pathways and the DepEd's Faculty
Development Program Availed by the Teachers

Summary of Values for Testing the Significant Correlation between the Extent of
Management of Career Pathways and the DepEd's Faculty Development Program Availed
by the Teachers

The teacher’s career pathways management in terms of career goals significantly correlate
with organizational support (r= 289) and faculty learning opportunities (r = .398); career
navigation skills and satisfaction with faculty rewards and incentives (r= .765; r= .569),
relationships and networks (r=.930; r= .567), and workplace tasks and activities (r=.880; r=.490)
respectively; while career success measures to almost all the faculty development program
parameters except for organizational support at 0.01 level of significance. Parameters under
management of career pathways as to career goals, career navigation skills, career success
measures and career satisfaction.have moderate to high significant correlation with the extent of
the DepEd’s faculty development program availed by the teachers in terms of organizational
support, faculty learning opportunities, faculty rewards and incentives, relationships and networks
and workplace tasks and activities all with alpha values of .001. Hence, the null hypothesis stating
that “there is no significant relationship between extent of management of career pathways and the
DepEd’s faculty development program availed by the teachers” is rejected at 0.05 level of
significance since the computed alpha values are less than 0.05.
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Maynard (2015) emphasized that creating a career path is an essential component of
lifelong career toward developmental growth of the profession as teacher. Career pathway requires
the teacher to take an honest look at their career goals, skills, needed knowledge, experience, and
personal characteristics requiring a plan to obtain what is necessary to carry out the career path.
Teachers can develop a career path by looking at your desired job/jobs within the organization.
Then, they can chart a course, put it in writing and own it. Recognizing and reflecting on these
stages provides teachers lateral movement, transfers, promotion in rank and positions, and rewards
and recognition.

Summary of Values for Testing the Significant Difference in the DepEd's Faculty
Development Program Availed by the Teachers when They are Grouped According to
Schools Division

Among all the parameters under the DepEd's faculty development program availed by the
teachers, only organizational support, and faculty learning opportunities have significant
difference when they are grouped according to schools’ division with alpha values of .001. Hence,
the null hypothesis stating that “there is no significant difference in the DepEd's faculty
development program as to organizational support and faculty learning opportunities availed by
the teachers when they are grouped according to their schools’ division” is rejected at 0.05 level
of significance since the computed alpha values are less than 0.05. It is because while some
programs promote organizational support and faculty learning opportunities, some do not.

Teachers’ Lived Experiences and Challenges in Managing Career Pathways and the DepEd's
Faculty Development Program

Theme 1. Fusing Career Aims and Faculty Development Aspirations

The theme generally marries the career goals of the teachers and what and how they want
their faculty development to unfold while they are still in the service. The central idea revolves
around the codes such as taking advanced education and continuing professional development,
cultivating one's professional strength, teachers' community learning, encouragement in the field,
promotion, making opportunities available, creating impact to the school, and introspecting one's
career targets.

Taking advanced education and CPD is adherence to professional development which
is achieved when the teachers spend some time minding their advanced education. Consequently,
it inspired others to also emulate their examples. Achieving goals is not an easy-breezy for the
teachers because of the roadblocks. In the organizational context, Holpp (2012) believed that
everyone should desire for a promotion and should always have a continuous personal
development objective that could provide an opportunity for personal growth, present a challenge,
and a chance to prove one’s ability and worth. Meanwhile, Stulz et al. (2015) shared that part of
self-management is the ability to meet goals and account for one's productivity in the workplace.
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This requires self-discipline. It is one's own control over what s/he does, as well as how and when
to do it.

Moreover, a sense of community is related to the career management of others although it
is more of a collective thinking and feeling for co-workers. Hence, the goals of teachers'
community learning are not only collaboration but also the rapport with superiors and community
leaders, sustaining harmonious relationship, and familiarization with the organization. Further,
collaboration is demonstrated by means of promoting openness which is similar to transparency,
defining boundaries or setting a wall where people around them are not bound to cross, hence they
sometimes draw the line, and valuing harmony which relates to smooth interpersonal relationship.
Encouragement in the field is by all means capturing people’s heart which must be easy for the
teachers to be extended among their peers and the school heads to their teachers. In fact, by a
simple appreciation and recognition they can gain their affection. But even if it goes that way, the
reality is, people are secured when they feel loved and valued. Moreover, when they put their trust
on people, they always try their best not to bring them down.

Being in a higher position comes with tons of responsibility. Through a sense of
encouragement, the school heads will never be a leader without his/her people. Valuing the effort
and the force that is being exerted should always be expressed towards them. It affirms that to
surpass all the challenges among the teachers, it is important to strengthen a sense of collaboration
among co-workers. In connection on how the hierarchy of needs theory relates to an organization,
Jerome (2013) provides an explanation of its applicability to organizational orientation and
employee motivation that usually contributes to organizational culture. The theory suggests how
managers could lead employees towards attainment of self-actualization. The theory also implied
a dual role in determining the performance of an organization which includes both the organization
itself and the employees. Likewise, it is better to establish a good connection and receive
encouragement from teachers and peers. Valuing relationship is giving importance to what
teachers and peers can bring which should constantly be highly promoted. In connection,
empowering others is demonstrated by pushing co-workers to do and get better and achieve
success altogether.

Monetary and material-based motivation steams from putting first the needs of the
family over others. Being the foundation of the aspiration for higher positions, priorities center on
the aim to satisfy the family foremost. Moreover, cultivating one’s professional strength is what
makes the teachers succeed in their jobs. Teachers tend to believe what they see. Thus, they believe
that it is more convincing if their peers will get to witness them do things that they succeed with.
Also, contentment to the things that they have and make the most out of it made them cherish every
moment more. In striving for achievement, enhancing one’s ability is shown in terms of sense of
fulfillment and of the organizational achievement. This means that a certain feeling is achieved
when the teachers do things that make them improve themselves for the better. Discovering
themselves and achieving their goals should go without others’ validation.
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Skills enhancement is similar to doing the best that one could to maximize his/ her
strengths. Loving the things that the teachers do is important, being focused and committed is
essential. It reflects the quality of their work. Thus, it makes the work easier and enjoyable for
them. There are many opportunities for the learners to refine their own competencies. Possessing
skills for self-learning makes the teachers improve themselves in many ways possible. A teacher
could become confident when everything s/he does is based on thorough research and planning
that turns out to have innovative and creative outcome. In relation, taking challenging roles could
be attained by overcoming challenges in the workplace through broadening perspectives and
wisdom. Ascending from many adversities of their job demands means rising from the
insurmountable challenges. The experiences make it possible to have the best teachers in
themselves indeed. It is always hard at the beginning. But eventually when they master how to
handle the heat of the situation, it will make them stronger to what is ahead. Promotion, on the
other hand, is the ultimate and mostly sought career terminal and faculty development aim. In the
context of this study, it is realized from the insights and experiences of the teachers whether there
is easy promotion process, fairness in promotion, and making opportunities available.

Adherence to legality is what makes fairness in promotion which implies that the teachers
conform with the governing law or legal bounds of their promotion. They are guided primarily by
the mandates from DepEd Central Office which are cascaded to them. Through sense of justice, it
is ethical if authorities separate work with their personal matters. Promotions and credits should
not be given just because of a certain connection. It should be rewarded to those who are deserving.

However, there are those who underwent an easy promotion process especially the
seasoned teachers. However, they still need to adapt to the new process of promotion. Furthermore,
promoting openness is beneficial. As the school heads are dealing with teachers with different
perspective especially in workplaces making opportunities available promotes openness which
also means respecting them and likewise, being true to them. Thus, making opportunities available
also entails fair distribution of training. It is a professional work ethics which reflects the quality
of empowering the people within the premise of workplace. Realizing workplace empowerment
makes teachers further show attitude as well as drive towards being passionate on what they do.

Creating impact to the school for the teachers is sharing their ability to help the learners,
the co-workers, and the school as a whole with all the endeavor is the sincerest thing that someone
can offer. They grow not only with themselves but with the people who also helped them with the
things they once aspire to have. Moreover, it is playing the actual role with hard-work and
perseverance. Finally, introspecting one's career targets could be achieved by means of sure
firing target which are the goals and objectives, playing the actual role expected of them as teachers
through working as and sometimes beyond expected. Moreover, they need to start with gradual
steps. Introspecting one's career targets allows the teachers to set their aims and it is not bad to
take risk sometimes. Therefore, it is better to be sure of the aims especially when it will set a huge
impact on the entire organization. For them, a career goal should be targeted and set a direction.
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Theme 2. Understanding the Barriers in Realizing Career Improvement

For the teachers, the aspiration to have something is just the beginning of great
opportunities. However, career complacency happens whenever they have goals but stop chasing
them and reaching it. They closed all their doors that will possibly bring them to career
management and faculty development. Refocusing attention is what usually occurs to teachers
with complacent career and amidst untoward situations. In reiteration, selective CPD and
promotion is committed by school heads and higher authorities who demonstrate prejudice
towards few teachers who are privileged enough to receive the promotion and assigned to attend
the CPD. Condescending attitude is demonstrated by those who are pessimist when given a work-
related assignment. They might sometimes be laxed at goals and do anything to realize them.

To surmise deduced themes and codes about career pathways management and faculty
development that these two supposed milestones in one's profession should be coupled with
initiative and motivation. Planning the career flow and advancement would lead to subsequent
promotion and achievement of career outcomes. It can be the very reason why Loretto (2019)
pointed out that employers seek employees who take the initiative and have the motivation to get
the job done in a reasonable period of time. A positive attitude gets work done and motivates others
to do the same without dwelling on the challenges that inevitably come up in any job. It is the
enthusiastic employee who creates an environment of goodwill and who provides positive role
models for others. A positive attitude is something that is most valued by supervisors and co-
workers, and also makes the job more pleasant and fun to go to each day.

IVV. Conclusion
From the results of the study, the following conclusions are drawn:

1. The teachers' career pathways greatly take into consideration their objectives in the
profession, and how to improve their skills and be successful and satisfied in their chosen
tracks.

2. The DepEd's faculty development program is made available to the teachers through the
school support system, lifelong learning opportunities, awards and recognition,
establishing linkages, and engaging them in challenging and fulfilling tasks.

3. The availability of faculty development programs influences the teacher’s management of
career pathways.

4. The DepEd's faculty development program activities and privileges availed by the teachers
are different as to supervision experienced, chances for promotion, seminars, and training
made available, and opportunities to pursue advanced education.
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5. The teachers' diverse lived career management and faculty development experiences are
characterized by striving for completing graduate studies, knowledge sharing, support in
the workplace, and realizing one's potential yet the barriers they face are hopelessness for
promotion, pessimism, and work injustice from a selective preference for promotion of
some authorities.

6. An additional input the to faculty development program is ready for the initial try-out and
validation process.
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