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Abstract 

This study assesses faculty satisfaction with employment conditions and benefits at a State University 

in Northern Philippines, providing a foundation for data-driven and culturally responsive faculty 

development initiatives. Utilizing AI-enhanced analytics, the research examines satisfaction across 

workplace factors such as leadership, compensation, career development, and workplace conditions. The 

survey, conducted with 135 randomly selected faculty members, employed a 5-point Likert scale and 

was supplemented by in-depth interviews to validate quantitative findings. Results indicate high 

satisfaction levels across several domains, with the workplace environment receiving the highest mean 

score (4.25). Faculty members expressed appreciation for supportive leadership, collegial collaboration, 

and a sense of institutional pride, which reflect not only organizational strengths, but also cultural 

values deeply embedded in Filipino academic life. Qualitative responses revealed that satisfaction is tied 

to bayanihan (communal unity), pakikipagkapwa (shared identity and empathy), and utang na loob 

(debt of gratitude), highlighting how professional fulfillment extends beyond individual achievement to 

include family well-being, respect from colleagues, and long-term service to the institution. 

Compensation and career development were viewed positively, though some participants emphasized 

the need for clearer promotion pathways, competitive salaries, and additional resources to ensure 

sustained growth. The integration of AI analytics provided granular insights into faculty concerns and 

satisfaction drivers, offering actionable recommendations to improve institutional policies and practices. 

Overall, the study underscores the importance of aligning data-informed strategies with Filipino 

cultural values to enhance faculty satisfaction, strengthen institutional loyalty, and ensure the holistic 

well-being of educators in higher education. 
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Introduction 

Faculty satisfaction plays a vital role in the success and sustainability of 

educational institutions. As frontline implementers of teaching and learning, faculty 

members significantly influence the quality of instruction, student outcomes, and the 

institution’s overall reputation. When teachers are satisfied with their roles, they 

demonstrate more substantial commitment, higher productivity, and greater 

professional fulfillment, enhancing student learning experiences and institutional 

performance. Conversely, dissatisfaction can lead to burnout, turnover, and 

diminished instructional quality, all compromising the institution’s capacity to achieve 

its academic mission. 

In the Philippine context, faculty satisfaction must also be viewed through a 

cultural lens, as teaching is not merely a technical profession, but a vocation deeply 

rooted in values such as bayanihan (community spirit), pakikipagkapwa (relationality), 

and service to nation-building. Filipino educators often equate professional fulfillment 

with career advancement and compensation, and their ability to nurture learners in 

ways that honor cultural identity, familial responsibility, and social relevance. Hence, 

understanding and addressing faculty satisfaction requires both organizational and 

cultural sensitivity. 

This study responds to these imperatives by leveraging artificial intelligence 

(AI)-enhanced analytics to examine faculty satisfaction at a State University in 

Northern Philippines. Unlike traditional approaches that rely solely on descriptive 

surveys, this study employs machine learning and thematic analysis to capture deeper, 

more nuanced insights into factors such as leadership, compensation, professional 

growth, workplace culture, and cultural values influencing faculty perceptions of their 

roles. Doing so offers a more holistic assessment of faculty satisfaction and its 

determinants, providing an evidence-based foundation for institutional planning, 

policy development, and capacity-building initiatives. 

The literature on faculty satisfaction emphasizes its critical role in institutional 

effectiveness, retention, and academic outcomes. Numerous studies have underscored 

that faculty who are satisfied with their roles are more likely to remain with their 

institutions, thus reducing turnover and strengthening organizational stability 

(Johnsrud & Rosser, 2002; Herzberg, 2017). Job satisfaction also enhances productivity, 

creativity, and motivation, vital for fostering a culture of excellence in higher education 

(Locke, 1976; Oshagbemi, 2013). 

Research further identifies multiple determinants of faculty satisfaction. These 

include leadership style and administrative support (Rowley, 1996), opportunities for 

career development (Hagedorn, 2000), adequate compensation and benefits (Wood, 
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1976), and a positive work environment that values collaboration and inclusivity (Ting, 

1997). Faculty satisfaction is vital in allied health and other specialized disciplines, as 

institutions must retain skilled educators who balance teaching with clinical or 

technical expertise (Ambrose, Huston, & Norman, 2005). 

In addition to organizational and structural factors, cultural dimensions of 

faculty satisfaction are increasingly recognized. Hofstede’s cultural dimensions theory 

(1984) suggests that national culture shapes workplace values, leadership 

expectations, and employee motivation. In collectivist societies such as the Philippines, 

satisfaction may be influenced by individual achievements and perceptions of 

community recognition, familial stability, and cultural respect. Gay (2018) also 

emphasizes the role of culturally responsive environments in education, where 

institutions that value and affirm cultural identity foster higher levels of professional 

fulfillment among faculty. 

Despite the existence of theoretical models such as Herzberg’s Two-Factor 

Theory (1959) and Maslow’s Hierarchy of Needs (1943), these frameworks are often 

critiqued for their Western bias and limited applicability in non-Western settings 

(Barkhuizen & Rothmann, 2008). In the Philippine context, utang na loob (debt of 

gratitude), pakikisama (smooth interpersonal relations), and hiya (sense of propriety) 

are socio-cultural constructs that may significantly influence job satisfaction but are 

rarely explored in empirical faculty satisfaction studies. This gap highlights the 

importance of contextualized approaches incorporating cultural values alongside 

universal determinants of faculty well-being. 

While previous studies have examined faculty satisfaction across various 

educational contexts, significant gaps remain. First, most research has been 

concentrated in Western and developed countries, leaving a paucity of literature on 

faculty satisfaction in Southeast Asia, particularly in the Philippines. Philippine state 

universities’ cultural, economic, and institutional contexts differ markedly from those 

of Western institutions, making it essential to generate localized data reflecting 

Filipino faculty members lived experiences. 

Second, limited attention has been given to the cultural aspects of faculty 

satisfaction, including how Filipino values, traditions, and social expectations shape 

professional well-being. While international literature emphasizes leadership, 

compensation, and workload, little research explores how bayanihan, respect for 

hierarchy, and community recognition impact faculty satisfaction in Philippine higher 

education. 

Third, existing methodologies often rely heavily on conventional survey 

instruments and statistical analyses, which, while useful, may not fully capture the 
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nuanced, multidimensional, and culturally embedded nature of faculty satisfaction. 

Emerging technologies such as AI and machine learning provide new avenues for 

more in-depth exploration, allowing for predictive modeling, clustering of satisfaction 

patterns, and thematic analysis of qualitative feedback. These tools offer opportunities 

to uncover hidden trends and provide evidence-based strategies for faculty 

development. 

This study addresses these gaps by assessing faculty satisfaction in a State 

University in Northern Philippines using AI-enhanced analytics while explicitly 

incorporating the cultural context of faculty well-being. It seeks to contribute to the 

literature by providing a culturally grounded, data-driven perspective on faculty 

satisfaction and offering practical implications for institutional policy, leadership, and 

human resource development. 

 

Research Objectives 

The main objective of this study is to determine the level of faculty satisfaction 

with their employment and benefits. Specifically, the study addressed the following 

objectives: 

1) Measure the overall satisfaction level of faculty with their employment and 

benefits. 

2) Utilize AI-driven insights to guide evidence-based faculty development programs 

that enhance institutional effectiveness and employee well-being in terms of: 

a) Leadership quality 

b) Compensation fairness 

c) Career development opportunities 

d) Workplace environment 

 

Research Methodology 

This study employed a mixed-methods approach with a sequential explanatory 

design, combining quantitative and qualitative data to capture a nuanced view of 

faculty satisfaction. One hundred thirty-five permanent faculty members from various 

university colleges were randomly selected. Participants included diverse ranks to 

ensure representative feedback.  

The primary instrument was the “Excellent Academic Workplace” questionnaire, 

adapted from [4]. AI-enhanced text analysis tools supported the qualitative coding 

process, enhancing the depth and accuracy of insights. Interview guide questions from 

the A Priori Code also served as the study’s instruments. A recorder was also used 
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during the interview. The research instrument(s) administration commenced after 

obtaining the necessary authorization from the relevant authorities. Once the required 

approval was obtained, the researcher personally handed the questionnaire to the 

participants. The university facilitated the distribution of the questionnaire among the 

faculty respondents at Isabela State University. 

Quantitative data analysis included calculating means and percentages to 

determine satisfaction levels, while qualitative data were analyzed using AI-enhanced 

thematic coding, identifying recurrent themes in faculty responses. This dual analysis 

approach enabled a richer understanding of satisfaction dimensions. The extended 

texts that transcribed the interviews and observations were subjected to 

phenomenological reduction through the construction of a repertory grid or coding. 

Coding was employed to organize and analyze the overwhelming data collected [3]. 

The grid was constructed to let the researcher observe cool and warm analyses. The 

cool analysis consisted of the identification of the significant statements of each 

respondent. The significant statements recorded served as bases in the warm analysis 

stage, where the data categories were formulated and categorized. Reading and re-

reading the significant statements and the researchers’ constant vigilance helped 

facilitate the surfacing of the phenomenon’s essence. From the cool and warm analyses 

conducted, themes that emerged from the significant statements were recorded.  

The themes that emerged from the significant statements mentioned by the 

participants during the interview served as the basis for developing the 

communicative competence assessment tools. Their parts and the types of questions 

included were aligned to the qualitative data gathered. To ensure the trustworthiness 

of the gathered results and explore its credibility, the significant statements that 

emerged from the central questions asked were subjected to a member checking 

procedure via correspondence technique [2], also known as participant or respondent 

validation. Each participant was approached individually, and the data results were 

returned to them to check for accuracy and resonance with their experiences. 

 

Results and Findings 

Overall Satisfaction level of the faculty members 

Faculty expressed high satisfaction, with an aggregate mean score of 4.25 for 

the workplace environment. This high rating aligns with qualitative responses 

indicating a sense of professional fulfillment, collegiality, and a supportive work 

environment. Leadership, compensation, and career development also received strong 

satisfaction scores, highlighting the positive impact of institutional support on faculty 
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morale. These results reflect organizational strengths and the influence of cultural 

values such as bayanihan (communal unity) and pakikipagkapwa (shared identity), 

which shape Filipino educators’ perceptions of their workplace as a collective space 

for growth and collaboration. 

The 135 faculty members revealed in both survey and interview responses that 

they were generally satisfied with their jobs, attributing this to personal and 

professional growth opportunities, strong collegial relationships, and work-life 

balance. For many, satisfaction was also tied to the cultural fulfillment of their teaching 

vocation, where serving students is viewed as a form of social responsibility and 

nation-building. 

The results further indicated that faculty members were mainly satisfied across 

various areas, including physical working conditions and communication. The overall 

satisfaction level was categorized as “very satisfied.” Interestingly, faculty members 

reported higher satisfaction with intrinsic job aspects, such as social service, ability 

utilization, and opportunities to mentor students. These areas resonate with Filipino 

cultural values of service (paglilingkod) and relational connectedness (pakikipag-

ugnayan). However, they expressed dissatisfaction with extrinsic factors like job 

security and compensation, suggesting that while cultural values sustain intrinsic 

motivation, material benefits remain essential for long-term retention and well-being. 

In summary, while faculty members generally report satisfaction with their 

professional experiences, specific areas such as administrative support, compensation, 

and job security require attention. Strengthening these aspects, while continuing to 

honor the cultural dimensions of teaching and academic work, can foster a more 

holistic and sustainable approach to faculty satisfaction. 

 

Faculty Satisfaction in terms of Leadership, Compensation, Career opportunities, and 

workplace 

As the faculty members rated leadership highly, with an overall mean score of 

3.85, they also reported feeling adequately supported by their supervisors, with clear 

expectations and constructive feedback. It reflects effective leadership practices within 

the university, aligning with transformational and transactional leadership models 

that foster job satisfaction. At the same time, the cultural value of pakikipagkapwa 

(shared identity and empathy) was evident in participants’ recognition of leaders who 

demonstrated fairness, respect, and genuine concern for their welfare, qualities deeply 

valued in Philippine academic culture. 

Satisfaction with compensation yielded a mean score of 3.76. Although faculty 

appreciated the stability and benefits provided by the university, some expressed a 
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desire for greater recognition and competitive salaries. Literature underscores the 

importance of equitable compensation in enhancing faculty retention and 

productivity, especially in academic settings. In the interviews, participants often 

framed compensation as a financial resource and a means of fulfilling their cultural 

obligations to family and community. For instance, F3 noted: “The university is my bread 

and butter. I cannot enroll my children in private elementary schools if the university is not 

giving me what I deserve.” It reflects how Filipino educators perceive their work as a 

professional and cultural duty, supporting kinship responsibilities (pamilya) and 

sustaining their provider role. 

Faculty rated career advancement opportunities at 3.81, indicating satisfaction 

with opportunities for professional growth. However, AI-driven analysis identified a 

subset of responses suggesting a need for clearer pathways to promotion. Addressing 

these concerns through a structured faculty development program could enhance 

career satisfaction. For Filipino faculty, professional growth is often seen as tied to 

individual achievement and pamana (legacy), the desire to leave lasting contributions 

in teaching, research, and extension that reflect cultural pride and institutional loyalty. 

The faculty respondents expressed satisfaction with their involvement in 

institutional planning and providing necessary resources to enhance their careers. 

However, they expressed low satisfaction regarding the resources for effectively 

carrying out their job responsibilities. Despite this, their responses reflected bayanihan 

(communal spirit), as many emphasized that collaboration and mutual support within 

departments helped compensate for resource gaps. 

The highest satisfaction score (4.25) was recorded in the workplace 

environment category, emphasizing faculty contentment with collaborative culture, 

work-life balance, and institutional pride. Faculty members highlighted the fairness 

and supportiveness of department chairs as a key positive factor. It resonates with 

Filipino collectivist culture, where harmonious relationships (pakikisama) and respect 

for hierarchy are vital in shaping perceptions of a healthy workplace. 

Moreover, 100 percent of the faculty members interviewed are permanent 

faculty members. Eight are Professors, nine Associate Professors, nine Assistant 

Professors, and nine Instructors. Regarding their satisfaction with rank, employment 

status, compensation, and rewards, the faculty members consistently reported being 

“very satisfied.” Many responses reflected gratitude (utang na loob) toward the 

institution for enabling upward mobility and family stability. For instance, F1 

remarked, “Without the university, I cannot acquire my own house and car. So yes, I am 

delighted with my rank, employment status, compensation, and rewards”. Similarly, F24 

emphasized: “My years of service here in the university reflect how grateful I am to the 
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institution. You can see my lifestyle, which speaks to my academic satisfaction and 

achievement”. 

These reflections underscore that satisfaction is not measured solely in 

economic terms but also through cultural markers of success such as providing 

education for one’s children, building a home, acquiring property, and gaining respect 

in the community. F2 highlighted material and relational factors: “Promotion, benefits, 

bonuses, and others satisfied me with what I have now. My colleagues’ respect for my 

strategies, choices, projects, and the like made me content with everything I have now in and 

out of the university.” This statement illustrates the dual cultural drivers of satisfaction: 

ginhawa (well-being/comfort) and dangal (honor/respect). 

AI-enhanced thematic analysis further revealed that faculty satisfaction is 

strongly tied to a sense of community, institutional loyalty, and opportunities for 

meaningful work. These themes mirror Filipino cultural values where collective well-

being, gratitude, and long-term service are prioritized. Nonetheless, concerns about 

workload and administrative transparency emerged as challenges, indicating that 

while cultural values sustain faculty morale, institutional reforms remain essential for 

ensuring balanced and equitable working conditions. 

 

Discussions 

The results of this study provide a detailed analysis of faculty satisfaction across 

key dimensions: leadership, compensation, career development, and workplace 

environment. Using a combination of survey data and AI-enhanced analytics, the 

findings revealed that faculty members at the State University in Northern Philippines 

are generally satisfied, with the workplace environment scoring the highest 

satisfaction levels (grand mean = 4.25). Faculty responses indicate a sense of pride in 

their institution and highlight the supportive and collaborative culture fostered by 

department chairs. This collective pride reflects the Filipino cultural value of 

bayanihan (communal unity), where shared success and institutional harmony are 

viewed as markers of professional fulfillment. AI-driven thematic analysis further 

identified fairness, work-life balance, and professional fulfillment as critical 

contributors to workplace satisfaction. These concepts align with the cultural emphasis 

on pakikipagkapwa (shared identity and empathy) and pakikisama (smooth interpersonal 

relationships) as foundations of a harmonious workplace. 

Leadership was another area of intense satisfaction, with a grand mean score of 

3.85. Faculty members appreciated their supervisors’ clarity in communication and 

inclusiveness in decision-making processes, reflecting effective transformational and 

transactional leadership practices. These findings also reflect Filipino cultural 
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expectations of leaders as magulang (guiding parental figures), where authority is 

exercised with fairness, care, and respect. AI-enhanced analysis highlighted recurring 

themes of trust and respect, underscoring the importance of leadership competence 

and engagement in fostering a positive work environment. However, the lowest-rated 

aspect of leadership involved faculty involvement in academic program decisions. It 

suggests a need for more participatory leadership strategies that embrace 

pakikipagkapwa by valuing shared voice and collective wisdom. 

Compensation received a slightly lower grand mean score of 3.76, with 

respondents expressing satisfaction with the stability and benefits offered but 

highlighting the need for competitive salaries and greater recognition of contributions. 

For many Filipino faculty members, compensation is a financial resource and a means 

of fulfilling familial and cultural obligations. AI sentiment analysis revealed subtle 

dissatisfaction regarding job security and monetary rewards, emphasizing the 

importance of equitable compensation policies in enhancing morale and retention. 

Culturally, this dissatisfaction reflects the significance of pamilya (family) and utang na 

loob (debt of gratitude), where salaries and benefits often enable educators to support 

household needs, sustain kinship ties, and give back to their communities. Addressing 

these concerns through industry-aligned pay structures and recognition programs 

could improve faculty satisfaction in this domain. 

Career development scored a grand score of 3.81, indicating general satisfaction 

with opportunities for professional growth. Faculty valued transparent tenure 

requirements and institutional support for skill development but expressed lower 

satisfaction with resource availability for job effectiveness. AI-driven thematic coding 

identified a need for clearer promotion pathways and enhanced resources to facilitate 

career advancement. Within the cultural context, promotion and professional growth 

are closely linked to pamana (legacy) and dangal (honor), as faculty members see their 

academic accomplishments not only as personal success but as contributions to their 

families, institutions, and society. Thus, establishing structured faculty development 

programs affirming cultural aspirations for dignity, respect, and legacy can strengthen 

career satisfaction. 

Thus, this study underscores the critical role of a supportive work environment, 

fair compensation, and clear career advancement pathways in ensuring faculty 

satisfaction. More importantly, integrating cultural aspects reveals that Filipino faculty 

derive satisfaction from institutional policies and material benefits and values rooted 

in bayanihan, pakikipagkapwa, and pamilya. Integrating AI analytics provided profound 

insights into faculty concerns and satisfaction drivers, offering actionable 

recommendations to enhance institutional policies and practices. By embedding 
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cultural responsiveness into these strategies, state universities can create faculty 

development programs that are not only data-driven but also contextually grounded 

in Filipino values. Such programs ensure that higher education remains effective and 

inclusive, sustaining its role as a cornerstone for professional and personal 

development. 

 

Conclusion 

Faculty satisfaction at the State University in Northern Philippines is generally 

high, with leadership, compensation, career development, and workplace 

environment all contributing positively. The application of AI-enhanced data analysis 

provides a granular understanding of satisfaction dynamics, enabling more strategic 

faculty development planning. Given the pivotal role of faculty satisfaction in 

institutional success, these findings support implementing a data-driven faculty 

development program that prioritizes compensation fairness, career clarity, and 

transparent administrative practices. Notably, the results also highlight the cultural 

dimension of satisfaction, where Filipino values such as bayanihan (communal unity), 

pakikipagkapwa (shared identity), and utang na loob (debt of gratitude) influence how 

faculty members perceive their workplace and express loyalty to the institution. 

In conclusion, while there are some areas of concern, the research indicates that 

faculty members are generally content with their rank, employment status, 

compensation, and rewards. Participants’ satisfaction was linked to material benefits 

and their ability to provide for their families, contribute to community well-being, and 

earn the respect of colleagues, cultural markers of success in the Filipino context. 

Factors like academic rank, employment status, university type, and demographic 

characteristics such as gender all play a role in shaping faculty job satisfaction. 

However, these are further nuanced by cultural expectations around family 

responsibility, respect for hierarchy, and the value placed on long-term service. 

The study highlights the importance of considering individual profile variables 

and cultural aspects when examining faculty satisfaction with leadership, 

compensation, career, and workplace factors. By aligning institutional policies with 

evidence-based strategies and cultural values, universities can strengthen faculty well-

being, deepen institutional pride, and foster an environment where professional 

fulfillment and cultural identity are mutually reinforced. 
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