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ABSTRACT

Background. Occupational therapy (OT) academic educators are vital in building the workforce and advancing the 
profession. With the retirement of senior faculty, hiring of new OT faculty members have increased. There have 
also been changes in national and global policy guidelines in OT education. These changes have brought forth a 
compelling need to examine the profile of Filipino OT educators. To this date, there has been no formal analysis 
of the Philippine OT academic education workforce. A study aiming at understanding this profile is important to 
inform OT educators, administrators, and policymakers on the development of strategic approaches that may address 
their needs and help build the capacity of this workforce.

Objectives. We aimed to establish an occupational profile of OT educators in the Philippines and to recommend 
capacity-building strategies for next-generation Filipino OT educators. 

Methods. A cross-sectional survey was conducted using the Adaptation Process in Academia Questionnaire. OT 
educators were recruited through their institutional affiliations.

Results. Ninety (53%) of the estimated 170 educators participated in the study, representing 16 schools with OT 
programs in the country. The median age is 26 years, majority female, and single. The academic profile shows that 
the majority have a bachelor’s as their highest educational degree, work part-time, hold the instructor rank, non-
tenured, and have been in academia for 5+ years. Teaching is the primary role, and >50% of the time is spent on 
teaching tasks. The most frequently experienced challenges are balancing multiple roles and the need to develop 
competence in research skills. Most effective institutional resources are the availability of teaching resources 
and orientation programs. Excellent communication between university management and academic staff and the 
opportunity to participate in decision-making are perceived to be the most useful relationship support. Productivity 
in teaching is higher than in research and service. 

Conclusion. The current OT academic workforce based on this study is young, in the early career stage, and expected 
to assume many roles, primarily teaching. They are most challenged in balancing multiple roles and how to advance 
their academic careers. Institutional resources and relationship supports are available but need to be reinforced 
and accessed. Strategic initiatives to build capacity include the development of communities of practice, increasing 
research engagement and productivity, increasing access to professional development programs, and faculty 
development initiatives.
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INTRODUCTION

Globally, the changing higher education environment 
and health systems challenge the health professions aca-
demic workforce with the increase in hiring of new faculty 
on temporary contracts.1,2 Referred to as next-generation 
faculty,3,4 the younger educators represent the future of 
the academic workforce.4 They are characterized as more 
familiar with communication technologies, use a variety of 
approaches in their academic careers, and more particular 
about collaboration, collegial relationships, and work-
life balance.5

Literature has documented efforts to understand 
the next-generation faculty in the early career stage (i.e., 
educators in the first five years of an academic appointment) 
in many disciplines including the health sciences such as 
occupational therapy, physical therapy, and nursing.2,6-9 
In developed economies, next-generation faculty have 
completed or are completing terminal academic degrees. 
Because of intense competition for permanent positions, 
difficult work experiences, career uncertainty, and instability 
pervade among early career academics.6,10

Balancing teaching, research, and service is the 
most challenging task that early-career academics face 
because of high teaching workloads.7,11 Their academic 
identity is anchored on teaching. Increased demands and 
over-commitment to work have caused disengagement 
and burnout among early-career academics.5 McCune12 
reported that faculty in research-intensive universities 
sustained their teaching identities by giving meaning to 
their teaching role, despite struggles and tensions with other 
professional identities. 

Professional development and capacity building are 
critical for early career academics to pursue a successful career 
in the academe, even those with advanced degrees.3,10 There 
is evidence that graduate programs do not adequately prepare 
faculty with skills to be successful in academia.3 Capacity 
building in higher education institutions must address 
challenges such as recruitment and selection, learning and 
development, and performance of its human resources.13 Silva 
et al.13 proposed the use of capacity building frameworks 
that focus on competencies that will enable academic staff 
to improve performance in their respective institutions. The 
faculty learning community (FLC) approach to building the 
capacity of new academics has gained popularity because it 
addresses their needs and characteristics.3 This model espouses 
the development of professional competencies characterized 
by intentional community building, collaboration, flexibility, 
and interactivity with the academic culture.3 

The learning community approach can vary in terms 
of structure, goals, and participants.3 For example, Beane-
Katner3 proposed that it can be cohort-based if the intent 
is to address the needs of a specific group of faculty, or it 
can be topic-based, to cover subjects of interest or importance 
to a group of faculty from different disciplines. This model 

has been applied to mentoring and other support systems.4,6 
Instead of the traditional paired mentoring, a diverse team 
of mentors provide support to new faculty.6 Mentoring 
drawn from the learning community approach has been 
reported to be valuable for good job performance and 
transitioning to academic roles among new or early-career 
academics.14 Support is especially crucial for part-time, 
adjunct, or contractual faculty who do not have access to 
support networks in academic work environments.15

OCCUPATIONAl TheRAPy eDUCATORS

There have been renewed interest and attention on 
the occupational therapy (OT) academic workforce, the 
focus of this study, due to the increase in schools offering 
OT programs, the retirement of senior faculty, and changes 
in health care and higher education policy.16,17 Adjunct 
OT faculty describe their lack of competence in pedagogy 
despite being viewed as content experts.15 New full-time 
faculty were unprepared for roles and unforeseen responsi-
bilities such as participating in committees and interviewing 
for admissions.16 OT clinicians transitioning to academic 
roles experienced feelings of doubt and incompetence as 
educators.18 Furthermore, heavy teaching loads leave no time 
for OT and health professions faculty to engage in research 
endeavors.19,20 To be research-productive, the working 
environment must be fostered in a caring, collaborative, 
and collegial space.20,21 Junior tenure-track faculty who 
needed to increase their research productivity reported 
burnout and a lack of job satisfaction and confidence in their  
research skills.22 

The CONTexT Of PhIlIPPINe 
OCCUPATIONAl TheRAPy eDUCATION

Philippine OT education and practice have been 
influenced by foreign labor markets and migration to 
developed countries (e.g., United States).23 Over the past 
three decades, the number of OT programs and enrolment 
trends follows the demand for OTs in employment markets 
abroad.23 In recent years, higher entry-level OT degree 
requirements in Western countries have mitigated migration.23 

The World Health Organization’s (WHO) Rehabi-
litation 2030: A Call for Action,24 the World Federation 
of Occupational Therapists (WFOT) Minimum Standards 
for the Education of Occupational Therapists,25 and the 
Commission on Higher Education (CHED) Policies, 
Standards and Guidelines for the (BSOT) program26 have 
resulted in the agenda that calls for producing a critical mass 
of occupational therapists, revising the Bachelor of Science 
in OT curricula, and upgrading qualifications of Filipino 
occupational therapy academic educators.23 The Philippine 
Academy of Occupational Therapists, Inc. (PAOT) aims 
to have one OT per 20,000 Filipinos by 2025.27 Also, 
the Philippine Universal Health Care Act28 will further 
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affect changes in occupational therapy curricula to prepare 
graduates to work at the primary care level.

These developments highlight the importance of 
examining the occupational profile of Philippine-based OT 
educators who play a critical role in meeting the agenda of 
the WHO Rehabilitation 2030 and CHED. There is no 
official government data that describe the characteristics of 
the OT professional population, including educators.29 This 
study is crucial in understanding academic roles expectations 
and demands, challenges, institutional resources, relationship 
supports, and productivity.30 This information will inform 
policymakers, and university administrators formulate and 
strengthen strategies to build capacity and support the 
advancement of academic careers of Filipino OT educators. 
For this study, we define occupational profile as a summary 
of demographics, academic characteristics, role expectations 
and demands, academic challenges, institutional resources, 
relationship supports, and productivity. 

This study aimed to address the following research 
objectives: 
1. Describe the demographic and academic characteristics 

of Filipino OT educators working in Philippine OT 
schools. 

2. Explain the perceptions of Filipino OT educators 
on their role expectations and demands, academic 
challenges, institutional resources, relationship supports, 
and productivity.

3. Draw capacity-building strategies that address the 
characteristics and perceptions of Filipino OT educators. 

MeThODS

Design 
We utilized a cross-sectional design to obtain survey 

data for a national profile. This design is cost-effective and 
convenient in gathering data within a set period.31 We 
obtained ethics approval from the first author’s Research 
Ethics Board. 

Study setting 
The setting for this study included academic institutions 

in the Philippines where Filipino OT educators work. The 
CHED identified twenty institutions that are operational. 
Nineteen are private institutions. 

Participants and Sampling 
We invited all Filipino OT faculty (N = 170) who fulfilled 

the following selection criteria: (1) currently working in an 
academic institution on a temporary or permanent status; 
(2) working on full-time or part-time basis; and (3) who 
will consent to participate in the study. We excluded faculty 
who were retiring within the next two years. The recruitment 
and selection of participants allowed representation of 
OT faculty from across the higher education institutions 
offering Bachelor of Science in Occupational Therapy in 

different parts of the Philippines from as many participants 
recruited for this study. This participation was made possible 
despite the lack of a database of OT faculty members in the 
Philippines from government or professional organizations.

A total of 90 (53%) faculty participated. They represented 
16 (out of 20) OT schools in the Philippines. From the 
90 participants, 63 were from Luzon, the North Island, 20 
from the Visayas, the Central Islands, and seven from the 
South Island of Mindanao. One participant did not identify 
the institution. Four schools (three in Luzon and one in 
Mindanao) did not respond, despite repeated invitations. 

Instrument 
From literature, we developed the Adaptation Process 

in Academia Questionnaire (APA-Q).2,32,33 Questions in 
the APA-Q are drawn from concepts of the Occupational 
Adaptation Theory to understand educators’ process of 
adaptation to academic roles.34 

For this study, we present results of the first two sections: 
The first section asked for demographic characteristics (age, 
sex, civil status, highest educational degree, educational 
degrees to be completed or pursued, clinical experience) and 
academic characteristics (appointment status [full-time/part-
time, tenured/temporary], rank, and reasons for joining the 
academe). The second section is described in Table 1. As part 
of voluntary participation, participants were encouraged to 
answer all but given the option to refuse to answer questions. 

The APA-Q underwent content validation34 and was 
revised based on expert feedback and findings from a separate 
construct validation study. Using content validity index 
analysis, the APA-Q was found to have over-all item relevance 
based on scale-content validity index (S-CVI = 0.97). Using 
a partial least squares structural equation modeling approach 
for construct validation, the APA-Q showed adequate 
internal consistency reliability (α = 0.761), convergent validity 
(average variance extracted [AVE] = 0.540 - 0.865; indicator 
loadings = 0.511 - 0.930), and discriminant validity (square 
root of the AVE [S-AVE] = 0.735 - 0.856). 

Data collection
Data were collected from June to July 2019. Participants 

were recruited through letters of invitation to OT department 
chairpersons of all schools and the PAOT. The invitations 
contained the link to the online questionnaire and consent 
form. We did not ask for names to ensure anonymity and 
voluntary participation. We sent reminder letters every 
week to all faculty through the department chairpersons 
and the PAOT. 

Data analysis
We analyzed the dataset on Stata/IC 15.1 (StataCorp 

LLC, Texas) using descriptive statistics such as frequency 
and percentage distributions, means, and standard devia-
tions. Responses counted as frequency distributions are 
considered meaningful if they meet the cut-off score of 
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≥ 50%. Grouping of responses was done. For example, for 
challenges, we grouped responses of almost always, often, 
and sometimes as experienced, and seldom and never as 
not experienced. We performed cross-tabulations for select 
variables (e.g., preferred and expected roles, challenges) to 
examine subgroups: age groups (20 – 30, 31 – 40, 41 and 
up), rank (instructor, assistant professor, associate professor, 
professor), and highest educational degree (BS, Master’s, 
and PhD). 

ReSUlTS

Participants’ Demographic and Academic Profiles 
The demographic information of the 90 participants 

is described in Table 2. The mean age of the participants is 
30 years (SD = 7.78). Majority are female (n = 55, 61.8%). 
The majority (n = 60; 66%) of the participants belong to the 
21 – 30 age group. Sixteen (18%) are 31 – 40 years old, and 
14 (16%) are 41 and older. Majority have been faculty for 5 

Table 1. Description of the APA-Q (First Two Sections)
Variable Definition No. of items Sample items Scale

Role 
expectations 
and demands

Duties and 
responsibilities expected 
for a given role, such 
as participation in 
teaching, research, and 
service activities.

8 • Preferred and expected roles
• Level of program taught (BSOT, Master of OT), 
• Year levels taught
• Number of courses 
• Number of thesis students supervised 
• Number of research projects involved in,
• Number of service activities involved in 

Participants asked to select 
one from given choices 

Participants provided number

Academic 
challenges

Situations or conditions 
experienced within the 
academic environment as 
they fulfilled role expec-
tations and demands.

30 Challenges related to:
• Shift of role (emotional stress due to workload)
• Balancing multiple roles
• Embracing academic culture
• Career advancement

Ratings of frequency:
Five-point Likert scale 
(Almost always – never)

Institutional 
resources

Resources that may/
may not be available at 
the academic institution 
that support fulfillment 
of roles.

18 Resource related to:
• Teaching development
• Workload/Research Support and Information
• Flexibility/Rewards and Benefits

Ratings of effectiveness: 
Four-point Likert scale
(Very effective – very 
ineffective; Not available/
Not accessed)

Relationship 
supports

Nurturing and influential 
relationships provided 
by the institution and 
the department. 

15 • Support from the institution
• Support from the department

Ratings of effectiveness: 
Four-point Likert scale
(Very effective – very 
ineffective; Not available/
Not accessed)

Productivity Number of outputs 
related to teaching, 
research, service.

29 • Revised or developed new curriculum
• Published articles in peer-reviewed journals
• I have received an internal university service award

 0 – 5 or more

Table 2. Participants’ Demographic Information (N = 90)
Profile N Characteristic n %

Civil status 90 Single
Married
Partnered
Separated

71
14

3
2

78.90
15.60

3.30
2.20

Highest educational 
degree

90 BSOT
MA/MS in OT
MA/MS in another discipline
PhD/EdD/ScD

63
11
15

1

70.00
12.20
16.70

1.10
Educational 
degree completing 
(within three years)

50* MA/MS in OT
MA/MS in another discipline
PhD/EdD/ScD
Clinical Doctorate

20
20

8
2

40.00
40.00
16.00

4.00
Pursuing in the 
future (within the 
next three years)

90 MA/MS in OT
MA/MS in another discipline
PhD/EdD/ScD
Clinical Doctorate
No plans to pursue graduate studies
Not applicable

7
21
26
10

4
22

7.80
23.33
28.89
11.10

4.44
24.44

*Only 50 are enrolled in graduate programs
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or more years (n = 85; 95.5%). Seventy-four (82%) are also 
practicing clinicians who mostly work in multiple clinical 
settings (clinics, schools, community-based, private practice), 
and more than half are practicing in pediatrics.

Academic characteristics (Table 3) show that majority 
are part-time, hold the instructor rank, and temporary 
positions. The most common reasons for joining academe are 
desire to share clinical expertise (91%), want to teach (89%), 
need for faculty (87%), flexible hours, and to explore a career 
in the academe (82%). 

Role Expectations and Demands 
Table 4 shows that although there are several preferences 

and expectations in terms of roles, most of these lean towards 
teaching. This is supported by the percentage of time spent on 
academic activities (Figure 1). In terms of teaching, majority 
(n = 80; 90%) teach only at the undergraduate (BSOT) level, 
teach in more than one-year level (n = 65; 72%), and teach 
1 – 4 courses (n = 52; 58%) per academic year. More than 

half (n = 60; 67%) are engaged in research projects, of which 
more than half (n = 51; 57%) are related to the supervision 
of student theses. Thirty-eight (43%) are not engaged in the 
supervision of student theses. More than half (n = 65; 72%) 
are involved in one to five or more service projects. 

In terms of educational degrees, those with BS and 
Master’s degrees prefer several roles, leaning towards 
teaching. The one participant with a PhD preferred role is 
in research. For the roles that they are expected to do, the 
BS and Master’s groups are expected to assume all three 
roles, doing more teaching. The one participant with a PhD 
is expected to do all three roles, more research than teaching 
and service. It is generally the same in terms of groups 
pursuing advanced degrees and rank.

Challenges 
Figure 2 shows that the most experienced challenges 

are related to balancing multiple roles and career advance-
ment. Table 5 shows the specific challenges most and least 

Table 4. Preferred and Expected Roles* of Participants (N = 90)
Preferred n % Expected n %

Teaching 15 16.70 Teaching 25 27.80
Research 2 2.22 Research 3 3.30
Service 2 2.22 Service 0 0
Several preferred, leaning towards teaching 30 33.30 All three, more teaching than research 21 23.30
Several preferred, leaning towards research 2 2.22 All three, more research, than teaching 7 7.80
Several preferred, leaning towards service 17 18.90
Equally Teaching, Research, Service 22 24.44 32 35.60

Other 2 2.20

*reflect actual choices; participants were asked to choose one

Table 3. Participants’ Demographic Information (N = 90)
Current 

(at the time of survey)
n %

Time Classification
Full-time
Part-time

40
50

44.44
55.56

Academic rank
Instructor
Assistant professor
Associate professor
Full professor
Lecturer
Clinical instructor
Others (e.g., clinical training coordinator)

44
12

2
1
8

17
6

48.90
13.33

2.20
1.10
8.90

18.90
6.70

Years in current rank
< 1 – 4 years
5 or more years

4
86

4.40
95.60

Tenure
Permanent
Temporary
Tenure-track
No tenure system

11
69

7
3

12.20
76.70

7.80
3.30

Teaching
56%

Research
11%

Service
16%

Administration
15%

Others
2%

Figure 1. Mean Percentage of Actual Time Spent on Academic 
Activities.
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mation, and flexibility/rewards and benefits. Table 6 shows 
the participants’ perceived most effective institutional 
resources. There are also resources viewed to be not 
effective, not available, or not accessed: mentoring programs 
(n = 40; 44.5%), paid or unpaid research leave (n = 52; 57.80), 
protected time for research (n = 51; 56.70%), assistance in 
obtaining research grants (n = 46; 51%), and rewards for 
good research (n = 45; 50%). 

All clusters of institutional resources are most 
effective for the instructor, assistant professor, and lecturer 
groups. Travel funds to present papers as an institutional 
resource is most effective for the associate professor and  
professor groups.

Relationship Supports 
Relationship supports include those from the institution 

and department. Participants viewed all relationship supports 
(n = 15) to be effective. Table 6 shows examples of relation-
ship supports that were perceived to be the most effective. 

Productivity 
Productivity is measured by the number of outputs for 

teaching, research, and service. Mean number of outputs for 
teaching is the highest (M = 2.33, SD = 1.71). Mean number 
of outputs for research (M = 0.59, SD = 0.61) and service 
(M = 0.57, SD = 0.57) are low. For teaching, the group is 
most productive in designing examinations and assessments, 
advising and mentoring students, and developing learning 
resources. Recognition for teaching in the form of awards 
is the lowest (Figure 3). 

For research, productivity is reflected in advising/
mentoring students with research projects, reviewing 
research proposals and manuscripts, and attending national 
conferences. Low productivity for publishing (papers, books, 
conference papers) is evident (Figure 4). Service productivity 
is reflected in involvement in service activities or projects 

experienced. The challenges of the shift of roles cluster 
are mostly experienced by those in the 21 - 30 age group. 
The challenge of dealing with unexpected roles and tasks 
is most prominent for the 21 - 30 and 31 - 40 age group. 
The challenges of no time for research and how to advance 
a career are foremost for all age groups. The challenges of 
meeting promotion, tenure, and pressure to publish are 
distinct for the age groups 31 - 40 and 40 and up.

In terms of rank, adjusting from clinician/student to 
faculty role is most prominent among the instructors and 
lecturers. Developing teaching skills, dealing with unexpected 
roles and tasks, and managing time are standard for the 
instructor, assistant professor, and lecturer groups. Challenges 
related to research (time, development of skills) and how 
to advance a career in the academic are common to all ranks.

Institutional Resources
Resources are grouped according to three clusters: 

teaching development, workload/research support and infor- 

0 20 40 60 80 100 120

Balancing
multiple roles

Career
advancement

Shift of roles

Embracing
academic culture
and expectations

Percentage

Ch
al

le
ng

e 
Cl

us
te

rs

Figure 2. Percentage of Challenges Experienced Per Cluster.

Table 5. Profile of Challenges (N = 90)
Challenge Clusters Most experienced challenge n % Least experienced challenge n %

Balancing 
multiple roles

Need to develop research skills and competencies
Need to develop teaching skills
Designing effective lectures, exams, teaching-
learning activities
No time for research
Managing time
Dealing with unexpected roles and tasks

84
78
76

75
75
68

94.40
86.68
84.44

83.33
83.33
75.56

Managing teaching load
Conflict in priorities
Stress balancing expectations
Stress with added responsibilities

34
33
29
28

38.20
37.08
32.22
31.46

Career advancement Stress on how to advance career
Desire to be recognized for accomplishments
Difficulty choosing or developing area of expertise

71
55
51

78.90
61.00
56.70

Shift of roles Emotional stress due to workload or work conditions
Adjusting from clinician to faculty role
Adjusting from student to faculty role
Doubting competence as faculty

75
72
66
63

83.33
80.00
74.16
70.79

Hesitating to seek assistance 53 58.90

Embracing academic 
culture and 
expectations

Pressure to meet expectations or standards
Surprise with academic environment
Pressure to meet promotion requirements

64
60
60

71.11
66.67
66.67

Strain working with peers
Strain working with senior faculty
Strain working on or developing 
relationships with other individuals

57
52
50

63.33
57.90
56.18
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Capacity Building Strategies Based on Characte-
ristics and Challenges

The profile of the OT faculty necessitates a systematic, 
sequential, and long-term approach to capacity building. 
Even if their paramount competence gap is on research 
productivity, these next-generation educators must be 
holistically capacitated with the appropriate personal, social, 
teaching, administrative, and professional competencies. 
Based on the characteristics and challenges identified, the 
following capacity-building strategies are recommended. 

Communities of practice to build educator capacity
Similar to Beane-Katner’s4 study, Filipino OT 

educators can be mentored through the faculty learning 
community (FLC) initiative. Integral to these may include 
engaging them in decision-making conversations such as 

such as volunteering in professional organizations and other 
agencies (Figure 5). The majority (n = 36) are involved 
in 1 – 2 service projects. Twenty-nine are engaged in 3 or 
more projects. Some faculty (n = 14) have been recognized 
for their service work within their institutions and by non-
government and national agencies through awards. 

In summary, this group of Filipino OT educators 
encounters challenges in the fulfillment of roles related 
to balancing multiple roles, advancing their careers in the 
academe, shifting of roles, and embracing the academic 
culture. Available institutional resources and relationship 
supports are found to be effective. Institutional resources 
such as mentoring and those related to building research 
competencies need to be made available or accessed. 
Productivity is higher for teaching compared to research 
and service.

0 0.5 1 1.5 2 2.5 3 3.5 4 4.5

National teaching award

International teaching award

Internal university teaching award

New curriculum

Instructional designs

Course team coordination

Course syllabi

Learning resources

Student advising

Exams and assessment schemes

Mean

Te
ac

hi
ng

Figure 3. Teaching Productivity.

Table 6. Profile of Institutional Resources and Relationship Supports (N = 90)
Institutional Resource Cluster Most effective institutional resources n %
Teaching Development Availability of resources for teaching

Orientation programs
Peer observation of teaching

77
72
61

85.60
80.00
67.80

Workload/Research Support 
and Information

Workload policy
Information about criteria for promotion and tenure
Limit on service obligations
Travel funds to present paper

64
60
50
48

71.90
66.70
55.60
53.33

Flexibility/ Rewards and 
Benefits

Flexible working hours
Opportunity to gain advance qualifications
Attractive salary and benefits
Opportunity to work from home

72
69
66
62

84.71
76.70
74.20
68.90

Relationship Support Cluster Most effective relationship support n %
From the Institution Good communication between university management and academic staff 

Opportunities to participate in decision-making process
Opportunities to meet other faculty within institution

81
80
79

90.00
89.90
87.80

From the department A department head who is committed to success
Senior colleagues who are interested in faculty’s progress
Opportunities to make decisions regarding direction of teaching and research

80
78
77

88.90
86.70
85.60
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curricula development and policymaking in their respective 
institutions.10 Another strategy is to organize activities 
that will socialize full-time and part-time faculty with the 
culture of their respective institutions. Formal and informal 
interactions with peers, senior colleagues, non-academic staff, 
and students will foster a sense of community and strengthen 
their identity as academics. A community approach can be 
developed and customized to the needs and characteristics 
of early-career academics, and with institutional goals.3,13 

The interactive nature of the community approach can 
be provided across projects, functions, and learning 
environments.4 Mentoring using the community approach 
is characterized by sharing, reflection, community building, 
coaching, and leadership development and resonates with 
the needs of next-generation faculty.4 Bunkowski and 
Anderson6 described a mentoring network wherein they 

developed a series of group orientations and professional 
development sessions, supplemented with mentoring options 
(peer, e-mentoring) for faculty in the first year of academic 
appointment. This mentoring network also aimed to support 
faculty to meet tenure requirements. Strategies to manage/
balance workload, make smart decisions on priorities (e.g., 
service commitments), and to respond positively to feedback 
were addressed.6 

The American Occupational Therapy Association’s 
Academic Education Special Interest Section (AESIS) 
developed a mentoring program for new educators and aca-
demic fieldwork coordinators using a community approach.13 
Over five to six months, mentees and mentors had video 
conference meetings and conversations on a variety of 
topics and issues that mentees identified to be important 
to their transition to the academe. Feedback from program 
participants included a better understanding of educational 
roles, process, and academic community.13 A community 
approach is a realistic option for Philippine OT educators in 
consideration of the paucity of resources. The PAOT, along 
with educator-members, and school administrators, may 
develop a similar program.

Supports to build research capacity and engagement
Evidence from literature shows that the institutional 

environment is critical in fostering a research culture.19,20 
Early-career academics will benefit being in an organizational 
culture that values and engages in research and having access 
to research and scholarship routes.19 This includes having 
research-oriented departments that communicate clear goals, 
research agenda and promote the development of a scholar 
identity.19 Access to funding, protected time for research, and 
participation in research colloquia and scientific conferences 
strengthen orientation towards research. Incentives such as 
publication awards and research dissemination grants have 
been used by universities to increase research productivity.
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Postgraduate and other forms of training open 
opportunities for early career academics to join and network 
with research teams and seasoned researchers, including 
those in other disciplines.6 Early career academics may be 
assigned to key research tasks to build their confidence, and 
self-efficacy.7 Early career academics aspire for recognition 
for their achievements, even in teaching and service. 
Recognition in the form of awards and incentives have been 
reported as empowering and fostered job satisfaction.7

Professional Development Programs
Faculty development programs that address pedagogy, 

curriculum development and evaluation, research capacity, 
and leadership are of utmost importance for early career 
academics.12 Capacity building programs may range from 
formal advanced graduate degree programs to short-term 
workshops. Experienced educators and researchers from 
other health professions may be tapped to serve as resource 
persons to assist in the development of such programs. 
Advanced degree programs on a distance or blended learning 
modes are workable options. Access to funding for short-term 
courses or tuition fee privileges will encourage attendance 
in professional development endeavors.

Explicit support from academic leaders
Leaders need to provide targeted supports for new and 

early career academics. Leaders are encouraged to familiarize 
themselves with the needs of their faculty specifically in 
terms of the supports that they need and how and where 
to access these supports.32 This includes being aware of the 
challenges that they have to deal with and reinforcing institu- 
tional resources and relationship building opportunities. 

Faculty initiatives
New and early career academics must also take a 

proactive stance to build their careers. Personal initiatives 
to determine their needs to adapt to their roles and take 
responsibility for their professional development is essential. 
It will also help to develop an adaptive faculty identity, one 
that is flexible and adaptive to institutional context and the 
ability to keep a comfortable level of balance in carrying 
out roles and responsibilities. Initiating a conversation with 
the head of the department and/or mentor about five-year 
goals will facilitate a realistic and practical personal action 
development plan, one that incorporates the department and 
institution goals and mission. Another is seeking information 
on available scholarship programs for advanced studies 
within and outside their academic institutions (e.g., CHED, 
international scholarships).

DISCUSSION 

The group of educators who participated in this study 
represents the next-generation faculty of the Philippine 
OT academic workforce. This snapshot profile reveals their 

demographic and academic characteristics, role expec-
tations and demands, challenges, institutional resources, 
relationship supports, and productivity. The majority are 
young adults, female, single, part-time, and in the novice 
to early career stage. In terms of gender and age group, this 
group is similar to the sample in Foy’s16 where the majority 
were also female and transitioned to academia between the 
ages of 29 – 34 years. A notable difference in the profile is 
that the highest educational degree of the majority of the 
sample in this present study is at the bachelor’s level. In 
contrast, the majority in Foy’s16 study entered the academe 
with a master’s degree.

This academic characteristic of this study’s faculty 
participants differ in the standard literature definition of 
early career academics and practice in other countries, 
that is, the first five years of academic appointment after 
completing PhD or new academics who are undertaking 
a doctorate.7 This difference is due to the higher entry 
requirements to the academe in other countries (e.g., United 
States). The fact that a bachelor’s level is still recruited in 
Philippine OT schools reflects the small number of Filipino 
OT practitioners with advanced degrees. Also, in the 
Philippines, a bachelor’s degree and licensure are adequate 
qualifications for practice. This academic background may 
also be due to the clinical practice focus of the bachelor’s 
education. This situation may change in the next ten years due 
to an explicit advanced degree provision for faculty required 
in the CHED’s Policies, Standards and Guidelines for the 
BSOT program.26 This is evident in the significant number 
of faculty completing and planning to pursue advanced 
degrees within the next three years. This can be viewed as 
a positive development for OT education and upholds the 
position that upgrading of faculty qualifications of Filipino 
OT educators must be sustained. 

Similar to this study, there has been an increase in the 
hiring of part-time and non-tenure track faculty in other 
countries and disciplines.1 Because many work on a semester-
by-semester basis for a few days or hours per week, they 
face many issues such as the lack of job security, paid leave 
entitlements, salaries that are based on an hourly formula, 
and limited access to professional development resources.15 
Additional supports may be needed for contract or part-
time faculty, to address their needs, such as developing their 
pedagogical skills.15 

Although expected to fulfill many roles, the literature 
supports findings that next-generation academics’ foremost 
responsibility is teaching.11 This explains the challenges 
related to the teaching role: adjustment from clinician to 
faculty roles, doubting their educator competence, designing 
effective lectures, exams, and other teaching-learning 
activities.8–9,18 It appears that the academic identity of 
Filipino OT educators is anchored on teaching, which may 
primarily be due to their work environments where teaching 
is given premium value. Teacher identity needs to be nurtured 
and strengthened, even in a higher education context 
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where research and scholarship are accorded more value.12 
Competence as educators was identified to be a unique 
predictor of engagement among early-career academics in 
an Australian university5, and this supports other academic 
scholars’ argument that building capacity in pedagogy for this 
faculty group is essential.10 For Philippine OT education, an 
influential teacher identity is especially crucial if educators 
are to carry out their mission of producing a critical mass 
of OT graduates, as envisioned by the WHO and PAOT 
in the next five to ten years. Moreover, educators need 
to recognize their role in advancing OT as an academic 
discipline through research and scholarship. 

Next-generation faculty are also challenged with 
balancing teaching, research, and service demands.8-10 Except 
for a few, research engagement has been confined to 
supervising student theses for this group of Filipino OT 
educators. This group reported harnessing competencies 
in research as a challenge, and there is an apparent lack of 
resources related to research. This suggests that supervising 
student theses is a responsibility they fulfill, despite the lack 
of research skills. The recognition of a lack of confidence 
in research skills has also been reported in literature.22 This 
challenge may be related to the pressure to meet expectations 
and demands imposed by the academic environment and 
aspiration to advance academic careers,20 lack of postgraduate 
education, and availability and access to resources related 
to research.19 

Study participants found information about promotion 
and tenure to be a useful institutional resource. This finding 
is critical as other studies have reported that the lack of 
information on promotion and tenure has resulted in 
frustration and perceptions of incompetence.16 Formal and 
informal mentoring is reported as not available or not accessed. 
Academic institutions will need to re-design orientation, 
mentoring, and professional development programs to 
make it appealing to new faculty’s interests, characteristics, 
and strengths.6 

Relationship supports, although available and found 
compelling by the group, is a critical aspect to making a 
professional decision to commit to the academe.10 This is 
particularly pertinent to Filipino OT educators, with the 
reasons cited for joining the academe. One strategy for new 
academics to commit to the academe is by involving them 
in decision-making, such as curricula development and 
policymaking in their respective institutions.10 OT faculty 
in Wright et al.’s18 study reported that contributing to the 
curriculum and being stimulated intellectually facilitated 
their fitting into the academe. 

Their teaching productivity is reported as higher 
compared to research and service. Many of the study 
participants spend more than 50% of their time on 
teaching. This suggests that teaching is the primary role and 
expectation of Philippine OT schools and that many of these 
institutions may not require research for promotion and 
tenure. A small number of this sample, those with advanced 

postgraduate degrees, and who have gained tenure, are 
building their research and scholarship portfolios, consistent 
with early career aspirations. This supports the argument that 
postgraduate training is a factor in building research efficacy 
among early career academics.7 In addition to the lack of 
postgraduate education, teaching load has been reported 
to have a negative influence on research productivity. 
Hence, this may account for the group’s low productivity 
in research.11 Compared to OT faculty in Canada, Hong 
Kong, and the United States21, research productivity of this 
group is critically low. This is an important finding, consi-
dering that research and scholarship are essential in the 
advancement of the discipline in the country. The need for 
next-generation academics to upgrade research skills and 
competencies is thus a crucial undertaking.20

Filipino OT educators are unique in the sense that 
despite their academic profile, they appear to have the 
motivation to help sustain OT education in the country, are 
aware of their limitations, and need a tremendous amount 
of support. The strategic capacity building initiatives we 
propose are underpinned by the characteristics and needs of 
the next-generation Filipino OT educators. The findings of 
this study show that it is imperative for OT programs and the 
national organization to consolidate efforts to assist the next-
generation faculty build capacity that focus on mitigating 
the challenges, improving productivity, and highlighting the 
value of institutional resources and relationship supports, 
upgrading faculty qualifications, and fostering a commit-
ment to an academic career. 

Study Limitations 
This study has several limitations. Our sample included 

only about half of Filipino OT educators. We exhausted 
efforts to increase participation to ensure that the sample 
represented schools from all the different regions of the 
country. Caution must be taken in terms of generalizing 
results of the study, considering that this group represents 
the accessible OT educator population. We focused only 
on aspects of their academic practice (e.g., academic profile, 
challenges) and collected data at a single point in time. The 
proposed capacity-building strategies are not exhaustive. We 
did not explore salaries, turn-over trends, recruitment and 
retention, and faculty development programs. 

Future Research Directions
The profile of academic educators will have to be updated 

periodically as academic careers evolve. Future studies may 
highlight other aspects of academic life, such as compensation 
and turn-over trends, recruitment and retention strategies, 
and faculty development programs. Longitudinal studies 
may provide information on how OT faculty careers evolve. 
Experiences of OT educators in different career stages may 
provide information on how they are meeting expectations 
and institutional performance metrics.
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CONClUSION

This study is a snapshot of the OT academic workforce 
in the Philippines. This group of Filipino OT faculty is 
young, female, and single. The academic profile shows that 
the majority have bachelor’s as their highest educational 
degree, work part-time, hold the instructor rank, non-
tenured, and have been in academia for 5+ years. Although 
expected to assume several roles, teaching is the preferred 
and expected role, and more than 50% of the time is spent 
on teaching tasks. This group of educators is most productive 
in teaching. Balancing multiple roles and how to advance 
their academic career are their most prominent challenges. 
Although institutional resources and relationship supports 
are available, those related to research are wanting. 

The next-generation Philippine OT academic workforce 
is mostly in the novice or early career stage, a group that 
needs professional development to build capacity and 
advance their academic careers. The results of this study can 
serve as a prompt for continuing discourse on how to develop, 
retain, and strengthen the next generation of OT educators 
in the country and other parts of the globe. This present study 
contributes to the body of literature on the OT academic 
workforce from an emerging economy.
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