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This study explored the experiences of the newly-hired faculty in the university to acquire an in-depth and pro-

found understanding of these experiences. It involved eight purposively chosen faculty in a semi-structured inter-

view and focus group discussion documented in voice and video recorders. Using Colaizzi’s seven step-approach

to data analysis, results revealed three paradoxical themes: the joys and struggles of teaching, successes and pains

of learning, and the privileges and challenges of serving. On the one hand, the joys and struggles of teaching were

brought about by their adjustments in instruction. On the other hand, successes and pains of learning centered

on professional growth. Finally, the privileges and challenges of serving incorporated the experiences in research,

production, and extension. Generally, these teachers have experienced ups and downs in their 􀅭irst two years of

teaching at a higher education institution. On the basis of study 􀅭indings, implications and recommendations are

discussed.

© 2019 The Author(s). Published by TAF Publishing

INTRODUCTION

Faculty who are new to the organization may experience a

period of adjustment. This period may bring them to either

positive or negative experiences. The adjustment and expe-

riences highly depend on the system they come from, and it

may count more if they come from a systemwith a different

setup, processes and procedures. Some of them could easily

adjust to the new environment, while it would take others

a long time to fully integrate themselves into the organiza-

tion.

Being employed in a university could somehow make

newly-hired faculty feel motivated and excited. This is for

the reason that they quali􀅭ied for their eligibility and com-

petence over other applicants who were also competent to

do the job. However, thismotivation and excitement need to

be sustained over time. Due to high expectations, the newly-

hired faculty experience problems and challenges that may

come along as they practice their profession. At the begin-

ning of the school year, it is hard for them to untangle all

the tasks such as dealing with paper works, new learners,

varying class activities, and others (Joonlaoun, 2017; Lancu,

2013). On the other hand, some of them could easily adjust

as theywere used to deal with the samework in their previ-

ous employment. Experiences of newly-hired faculty in in-

struction may include lesson preparation. Lessons should

be carefully planned and organized as they cater to the

needs of diverse learners. The faculty need to be innovative

and creative to make the teaching-learning process enjoy-

able and meaningful. With the workload, the faculty may

attend not only to lesson preparation, but also to other re-

sponsibilities they are expected to ful􀅭ill.

With the nature of the learners, teachersmay encounter be-

havioral problems, and these may be accompanied by par-

ents’ monitoring on the performance of their children. The

new faculty may encounter dif􀅭iculty in dealing with learn-

ers and parents. Despite the struggles encountered by the

newly-hired faculty and with the intent of becoming effec-

tive educators, they need to cope with the challenges. They
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need to exert effort and render time to execute their func-

tions effectively. Faciolan and Guhao (2016) af􀅭irmed that

it is normal for newly-hired teachers to experience satisfac-

tion and dissatisfaction; pleasure and pain; and joy and sad-

ness.

Promoting professional growth and development among

newly-hired faculty is necessary. Attending seminar-

workshops, addressing challenges and problems, and seek-

ing support from colleagues are ways to grow profession-

ally. To make lesson planning and preparation easier, the

guidance of other teachers is necessary so that they canplan

and use the curriculum to its utmost potential (Dias-Lacy &

Guirguis, 2017; Gam, 2018; Pwint, 2016). Therefore, men-

toring them is necessary for professional growth and de-

velopment. Moreover, they are also expected to foster a

smooth relationship with colleagues.

The newly-hired faculty play not only the role of a teacher

but also as researchers and “extensionists”, among many

other functions. Faculty members are encouraged to

present research papers as part of the pillars of the organi-

zation. This endeavormay contribute to the development of

the university aswell as to the faculty’s promotion. They are

also encouraged to render extension services, which may

entail additional lesson preparation, instructional material,

or any activity that may entirely be different from the usual

tasks of a teacher, depending on the nature of the extension

service rendered. Moreover, teachers are also encouraged

to be innovative by producing instructional materials. The

administration persuades them to create instructional ma-

terials that can aid effective teaching and learning. Despite

the bulk of work that all these functions cover, the endpoint

is that all theseundertakingsbene􀅭it both theuniversity and

the newly-hired faculty.

The study conducted by Didatoon (2016) focused on the

instructional competences of the newly-hired teachers in-

cluded activities inside the classroom. The study also dis-

cussed teachers’ dif􀅭iculty in 􀅭inding teaching strategies

and production of instructional materials, lesson planning,

classroom management, and assessment. On the other

hand, Peria (2015) conducted a study on the positive and

negative emotions of newly-hired teachers based on their

experiences as beginning teachers.

The aforementioned studies mostly covered the area of in-

struction while there was little focus on instructional mate-

rials development. Additionally, the studies encompassed

the emotions of newly-hired teachers but did not explore

the areas of research and community service. With these

studies, experiences of newly hired faculty with broader

coveragemay not have been taken into consideration in the

past.

Objectives

This study explored the lived experiences of the newly hired

faculty in a chosenuniversity in thePhilippine setting. Upon

giving a deep and thorough understanding of their lived ex-

periences, these faculty and the administration could re􀅭lect

on and 􀅭ind ways in handling problems, addressing chal-

lenges, and taking action to the concerns of the faculty that

may negatively affect their general welfare including work

performance. The results of this study would serve as a

baseline for the different programs and activities that may

bene􀅭it them. The institution may be guided and may in-

corporate the faculty’s experiences for policy consideration.

Finally, this research may encourage future researchers to

conduct similar study in their schools.

METHODOLOGY

The study used a phenomenological approach to qualita-

tive research to explore the different experiences encoun-

tered by the newly- hired faculty. In this type of research,

the phenomenon takes place in thenatural setting (Creswell

& Creswell, 2017). Its purpose was to entirely understand

the real meaning of a phenomenon such as the experiences

of the newly-hired faculty. This phenomenological research

aimed also to describe and shed light on the experiences of

participants to 􀅭igure out the essence of these experiences

as remarked by the participants. This study would reveal

trends of their views and opinions as it delved into their ex-

periences.

The study was conducted at the Bukidnon State University,

College of Education. In January 2017, this university hired

55 new faculty in which 13 were assigned to the College of

Education in which eight of them were recruited as partic-

ipants. They were chosen based on their previous expe-

riences. Speci􀅭ically, they were all former teachers in the

Department of Education who had experienced teaching at

elementary and secondary levels. When hired in this uni-

versity, they were assigned to the different curricular pro-

grams.

This study conducted interviews and focus group discus-

sions with the participants who shared their experiences.

During the FGD and interviews, the researchers took note

of the facial expressions and gestures of the participants.

This would aid in describing their feelings. The sincere at-

mosphere during the discussion was encouraged so that

they can reveal their behaviors, beliefs, opinions, and expe-

riences on every question.

This study observed the ethical guidelines in conducting re-
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search. The researchers respected the rights and dignity of

the participants, thus, their welfare was protected. Before

the study was conducted, a letter addressed to the Presi-

dent of the university was endorsed requesting permission

to allow the researchers to conduct the study in the uni-

versity. Upon approval, the researchers sent invitation let-

ters to the participants. The letter contained information

on the purpose of the study and the nature of their partic-

ipation. An informed consent form was also given to the

participants prior to the conduct of the interviews and fo-

cus group discussion. The consent to participate meant

that they accepted the invitation to participate in the in-

terview and FGD; they agreed to provide relevant informa-

tion and answer the questions honestly. It also included an

agreement for the researcher to document the proceedings

throughvideo recorder; and theparticipant couldwithdraw

their participation for valid reasons. The transcripts were

checked by them to con􀅭irm their answers. They were also

assured of the privacy and con􀅭identiality of the informa-

tion they provided. Interviews were conducted on the pre-

ferred time of the participants. Theywere given ample time

to answer the questions and allowed them to use any lan-

guage theyare comfortablewith so that they could give their

honest answers. The focus group discussionwas conducted

to validate the information gathered during the interview.

Participants were gathered on the agreed date, time and

venue. The researchers only served as documenters, over-

seers and facilitators.

The researchers familiarized the data by reading the par-

ticipants’ narratives several times. Morrow, Rodriguez, and

King (2015):

(1) In identifying signi􀅭icant statements, they included all

statements in the participants’ answers that were straight-

forward and signi􀅭icant to the phenomenon under study;

(2) They identi􀅭ied meanings pertinent to the phenomenon

that resulted from a thorough deliberation of the important

statements; (3) In clustering themes, they grouped the rec-

ognized meanings into themes that were most likely com-

mon among participants’ experiences; (4) In developing an

in-depth account, they transcribed awide-ranging and com-

prehensive description of the phenomenon, integrating all

the themes; (5) In producing the fundamental structure,

they summarized the in-depth description down to a brief,

dense statement that seizes just those parts that were vital

to the structure of the phenomenon; (6) and lastly, to ver-

ify the fundamental structure, the researcher revisited all

the participants to con􀅭irm whether it captured their expe-

riences.

RESULTS AND DISCUSSION

After re-reading the transcripts several times, responses

were then grouped into three themes, namely: the joys and

struggles of teaching; successes and pains of learning; and

the challenges and privileges of serving. The 􀅭irst theme

refers to the lived experiences of the newly-hired teachers

in instruction, while the second theme has something to do

with their experiences in professional development. Lastly,

the third theme covers their experiences in research, exten-

sion and development.

Joys and Struggles of Teaching

On one hand, the newly-hired faculty described their ex-

periences in instruction. and they were not able to con-

trol themselves from comparing their experiences in BukSU

with their previous employment. Some of themdid it just to

emphasize and stress that being employed at BukSU is bet-

ter off than their previous employment at the the Depart-

ment of Education. This constitutes their joys of teaching.

On the other hand, they also shared the ‘not so good’ expe-

riences in instruction. Thiswould suggest that although it is

gainful to work in the university, still there were dif􀅭iculties

they experienced. Thus, their experiences in instructions

are both joyful and struggling ones.

The faculty took part in providing quality teaching and

learning. By doing this, they could tell stories on their 􀅭irst

two years of teaching. Bartell (2004) considered the 􀅭irst

three years of teaching as initial years of service to familiar-

ize themselves with the responsibilities in the new work-

place. They may have experienced a sense of ful􀅭illment

while they ful􀅭ill their responsibilities with joy. Job satis-

factionmay be felt in the workplace if their needs were pro-

vided and attended. The 􀅭irst two years of being in the uni-

versity were concentrated on their adjustment. This is a

normal process when one faculty transfers from one job to

another. Based on their responses, a few of them are still

undergoing this phase, while for most of them they have al-

ready adjusted in the university’s systems, culture and tra-

dition. Thus, they have fully integrated themselves into the

organization. As narrated:

The experiences for two years, I think I would say that it’s

great (P1).

This response clearly implies that the previous experience

helped the faculty to easily adjust to the current environ-

ment and its system. Likewise, one has shared:

I’m from the basic education at the Department of Educa-

tion. When I came here, there was no major adjustment

since I am assigned to the Elementary department (P3).

Consequently, some faculty experienced little adjustments
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as they were handling the same level of learners with their

previous stations while another faculty had experienced as

a guest lecturer in this university. Both experiences have

become advantages. One of them considered that staying in

university is less stressful and is convenient. This was the

reason why one said:

I describe my two years as it’s not that stressful (P3).

Therefore, these newly-hired faculty have experienced ex-

pediency in their 􀅭irst two years at work. These individuals

were used to have multiple tasks in their previous employ-

ment. They did not only teach but also implemented dif-

ferent regional and national programs including those from

the Division of􀅭ice. Similarly, the newly-hired faculty partic-

ipated and were involved in different areas of responsibil-

ities and activities such as the accreditation (AACCUP) and

ISO certi􀅭ication. As divulged to the researchers:

Participating in AACCUP and ISO is actually the same as

DepEd. It was like we were participating in School-based

Management (SBM) evaluation whenweworked out for ac-

creditation for another level(P2).

Somehow, this work was not new. As a result, they found

these activities non-stressful for they had been exposed to

it. They were con􀅭ident they have done what was expected

of them. It was highlighted by one of them,

If it is 18 units, it is really 18 units and when you are given

teaching load beyond that, we would receive something for

the overload (P3).

If the faculty’s workload is beyond 18 units, they would re-

ceive additional payment. On the contrary, DepEd teachers

who had handled more than 18 units including the advi-

sory classes, had never enjoyed the same privilege. Others

shared on subjects they handledwhichwere not taught on a

daily basis. These were scheduled on Monday-Wednesday,

Monday-Wednesday-Friday or Tuesday-Thursday system.

Some of them had four sections/classes to teach with two

lesson preparations only (P6, P7). For these, they found

it advantageous to be employed at BukSU, for there are a

manageable workload and reasonable pay for extra teach-

ing loads.

In their previous schools, learners could not usually sub-

mit requirements and outputs on time. The usual reason

for that was the lack of money. Because of this, the teach-

erswould usually extend the deadline for humanitarian rea-

sons. However, in their present employment, they noted

that learners comply with the requirements because they

have the resources.

Some newly-hired teachers considered their 􀅭irst two years

at BukSU as stress-free and convenient with a manageable

workload. As a result, they have quality time for themselves

and for their loved ones. Thus, they have work and life

balance. Accordingly, they can provide quality teaching for

they have enough time except for those who are still in the

adjustment period. All these experiences constituted the

so-called joys of teaching.

Contrary to their joys of teaching, the newly-hired teachers

had also struggling experiences particularly in dealing with

parents and learners; and on the content of the subjects

they are teaching, appropriate pedagogy, and teacher evalu-

ation. Many times, parents complained over the low grades

of their children and on the new grading systemwhen the K

to 12 programswere newly implemented. Some complaints

have reached to the principal before it was settled at their

level. Parents in laboratory schools would always monitor

their children (P1, P2, P3, P4). Because of this, teachers

tried their best in the delivery of their lessons.

For the teachers to resolve the problems concerning chil-

dren, they called the attention of parents. But there were

cases when parents visited the school to confront teachers

personally. Parents’ complaints must be resolved and ad-

dressed at the level of the teacher only if parents would not

go directly to the principal. Accordingly, teachers do not

have control over this case. One faculty shared when she

called parents and had a conference with them:

I talkedwith theparents and the students. And I explained it

to them and fortunately, they were able to understand (P4).

For responsible and responsive parents, it was easy to deal

with them. As one of them recalled,

It was easier to reach out to those kinds of parents (P3).

Some of the newly-hired faculty invested so much time on

discerning what teaching strategies and approaches appro-

priate to their learners. As one of them unveiled, It was dif-

􀅭icult and I even googled strategies in teaching for tertiary

education (P5).

Another participant added:

On the strategy of teaching, it was dif􀅭icult and I need to en-

sure it would be enjoyable and interactive (P1).

They meant it when they said that they need to be inno-

vative and creative to provide quality teaching and achieve

effective learning. Thus, it took them more time to pre-

pare for their lessons and select the appropriate pedagogy.

Special efforts should be exerted by these teachers to pro-

vide effective teaching in the classroom (Faciolan & Guhao,

2016). Some have searched for more readings using the in-

ternet for them to provide updated content, effective, and

appropriate teachingmethods for productive learning. This

means they do not rely on the textbooks provided to every

learner. One of them highlighted:

I cannot afford to go to my class unprepared (P1).
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Even the experienced teachers, when they transfer to a new

job at a new college or university, they feel tested (Menges,

1996). For this faculty, it is a challenge for two reasons. She

would be humiliated if she was not ready to teach the kids,

and this would be re􀅭lected in the learners’ output. The fac-

ulty invested so much time in selecting appropriate strate-

gies and forpreparing the instructionalmaterials. Shemade

sure that teaching and learning processes were enjoyable

and interactive. Otherwise, learners would 􀅭ind the process

boring and mind-numbing. Second, parents were monitor-

ing the children’s output. The parents would likely com-

plain if they knew the teacher was not doing well for her

class.

Teachers are expected with professional knowledge for

them to establish an environment for effective and valuable

learning outcomes (Schleicher, 2018). Therefore, lesson

preparation should be done carefully and ensure effective

learning. For the teachers to sustain in their teaching pro-

fession, they need to overcome all the dif􀅭iculties in lesson

preparation (Faciolan & Guhao, 2016). They need to sur-

pass their struggles in delivering the lessons. One way they

can do it is by being mentored by senior and seasoned fac-

ulty. However, none of them has shared as to how they ex-

perienced mentoring with colleagues. One participant dis-

closed:

Parents could not understand the new grading system. So,

that is why if their children have very low grades, they are

angry (P4).

Thus, teachers feel pressured. On test construction, a par-

ticipant considered the quality of the assessment, especially

grammar, as very important. She mentioned,

It is here in the lab school that I truly feel tired. It is no joke

to be a teacher(P1).

In realizing her identity, roles, and meeting parents’ expec-

tations, it was also at the expense of her well-being. She felt

tired. Villarosa and Ganotice (2018) cited that psychologi-

cal well-being is in􀅭luenced by work-related stress. This ex-

perience could be detrimental to teacher’s comfort, conve-

nience and peace of mind in the workplace. Teachers need

to work with parents and colleagues and respond to learn-

ers’ differences to provide the holistic development of the

learners (Schleicher, 2018). One of them expressed,

My experience in instruction is painful at 􀅭irst (P5).

And this is due to culture shock. The new faculty could

immediately experience the momentous shift happening

around (Yeo, Bennett, McNichol, & Merkley, 2015). The ex-

pectation is different from reality. As a faculty, she set high

standards for learners but they could not make up with the

standards. In the end, they received low marks. At the end

of the semester, this faculty got a low rating from the stu-

dents in the evaluation of teaching performance. She could

not believe it since she followed the syllabus religiously. All

the activities in the syllabus were implemented with stu-

dents. When graduating students were bombardedwith re-

quirements, they rated her also with very low performance.

She added:

It was so far my 􀅭irst student evaluation. I got the lowest

score among the newly-hired faculty in the College of Edu-

cation. When I read the evaluation results, I cried (P5).

Sadness was seen in her eyes when she shared this, though

she was smiling at her painful experience with students.

She added that she had kept the evaluation forms. As men-

tioned by Bartell (2004), the failure to provide for careful

support and thoughtful development of teaching expertise

over time may be the reason for the early years of teaching

to be often characterized by a “sink-or-swim” or “survival”

mentality.

Some of the newly-hired teachers had struggled as they per-

formed their job. These strugglesmay potentially lead them

to stress, anxiety, despair and frustrations. That iswhy it is a

serious concern for administrators to monitor if these con-

ditions are experienced by these teachers. Ikemoto, Talia-

ferro, and Adams (2012) indicated that administrative sup-

port plays a major role in teacher retention.

Teachers are expected with professional knowledge for

them to establish an environment for effective and valuable

learning outcomes (Schleicher, 2018). Therefore, lesson

preparations should be done carefully and ensure effective

learning. They need to surpass their struggles in delivering

the lessons (Faciolan & Guhao, 2016).

Successes and Pains of Learning

The newly-hired faculty shared their experiences after their

two years of teaching at the university. Their sharing was

on professional development experiences here at the uni-

versity. These experiences are grouped into two: successes

and pains. For their successful experiences, meaning units

include the privileges, compensation, addressing personal

problems for professional growth, and dealing with col-

leagues. Painful experiences refer to their dif􀅭iculties in

graduate studies.

Professional growth and development of newly-hired fac-

ulty are necessary for them to be pro􀅭icient in performing

their tasks. These may improve their social and economic

status when they are sent to different seminars and school-

ing for free with free transportation. In training, they could

get along with others. From the seminar-workshops at-

tended, they can accumulate certi􀅭icates receivedwhich are
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useful for their future promotion. Plainly, these are some of

the privileges they availed at BukSU.

Some newly-hired faculty were able to join different pro-

fessional development activities. Later on, a few of them

got additional compensation when their ranks were up-

graded when they came to BukSU. Other bene􀅭its that some

of them enjoyed, include the free tuition and transportation

for those who are pursuing their doctoral studies. Being

sent to seminars with free transportation with allotted al-

lowances is a privilege. As shared:

Even if I am new here, I enjoyed the same privilege, the

scholarship” (P3).

These newly-hired faculty tried their best to pursue their

studies and attended seminar-workshops for their profes-

sional growth. Working conditions and administrative sup-

port at schools could in􀅭luence teachers’ decisions to depart

or to remain (Allensworth, Ponisciak, & Mazzeo, 2009).

These facultywere delightedwith the bene􀅭its they have ob-

tained from the university. Thesemay havemotivated them

to functionwell on their assigned tasks and responsibilities.

In fact, they found satisfaction as their efforts exerted were

paid off with additional compensation. As divulged:

Without waiting for many years to be promoted, here there

is no idea of labor of love here. You are well-paid (P6).

Promotion for newly-hired faculty could be possible since

they are given the chance to upgrade their positions or

ranks. Bartell (1995) cited the systematically planned pro-

gram of induction that aims to support new teachers not

just to live to tell the tale, but to succeed and prosper.

These newly-hired faculty had also some challenges and

problems. However, they learned to cope with all of these,

and these became some of their successes. They learned to

adjust to nerve-wracking instances while these have made

themmaintained their emotional well-being. As unveiled:

I have turned my frustration and pain into positivity (P5).

Eventually, these made them even stronger in facing differ-

ent challenges in life (P4, P6, P7). As one faculty highlighted,

They’remy strength… a stepping stone in addressing future

challenges (P4).

It would be a big help for teachers to acknowledge

and address their challenges to prepare for their fu-

ture work, fostering well-informed and con􀅭ident teacher-

leaders (Barker, 2012). Furthermore, they have shown the

willingness to improve professionally by facing each chal-

lenge andbyovercoming it. Theyhave shownapositive out-

look in life. Gradually, they gained so much self-con􀅭idence.

Having a harmonious relationship was aimed at by most

participants. With the 􀅭lexibility of the newly-hired faculty,

they could easily mingle and af􀅭irm their colleagues. This

led them to a stress-free working environment. A good re-

lationship was a great factor for a stress-free environment.

Some of them could easily adjust to their associates as they

went along with them effortlessly. This means they have

blended well with colleagues (P3, P6). As shared:

I cannot do it ormake it without the help of colleagues (P4).

When teachers are provided with support that promotes

the understanding of the strategies that assist them in be-

coming pro􀅭icient educators, their decision to remain in the

􀅭ield is more likely (Albert, 2017). This proves that the im-

portance of having their colleagues as they work with them

is acknowledged. Rice (2010) cited that teachers retain

their work because of their supportive relationships with

colleagues. Theremaybe con􀅭lict sometimes indealingwith

colleagues. This was af􀅭irmed by one faculty who said:

There were little con􀅭licts but not to the extent that it can-

not be settled (P3). Although this is not about con􀅭lict, one

of them said, I have a problem with trust, I just can’t open

up with somebody or anybody (P5).

This faculty expressed that she needs to 􀅭ilter what she

should share with anyone because she was afraid that the

person would judge her. She considered herself to have

an anti-social behavior. Thus, she needed to select people

whom she could deal with and trust. Some of them saw

their colleagues as competitive which sometimes caused

their low self-con􀅭idence and doubt with their performance

in the new workplace. Although some newly-hired faculty

encountered dif􀅭iculties in professional development, they

still had the desire to pursue their studies. Conversely, one

faculty stated,

I stopped after a year, after getting or completing the aca-

demic requirements (CAR). I got lazy to go back to school. I

think it’s a problem” (P2).

This teacher got tired of pursuing her Doctorate studies.

Someof themhaddif􀅭iculties in complyingwith the require-

ments, while some had dif􀅭iculties in maintaining a balance

in allotting time for work, studies and family. Aside from

time, some of them reasoned out as not having enough 􀅭i-

nances. This implies that some of themare not yet informed

with 􀅭inancial support the university has been extending to

the faculty.

Challenges and Privileges of Serving

Newly-hired teachers have also experienced in working on

the university’s thrusts along with research, extension and

IM development. These experiences are classi􀅭ied as priv-

ileges and challenges they encountered. Privileges in serv-

ing include the chances of conducting research and dissem-

inating results; the importance, interest, and attitudes to-
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ward research; plans and importance of IM’s production;

interest and bene􀅭its in extension; and, additional bene􀅭its.

The challenges are the inappropriate IMs to learners; neg-

ative perception toward extension; lack of training on IMs

production; and, non-productivity.

This theme uncovered the journey of the newly-hired fac-

ulty in research, IM production and extension. Most of the

participants are on progress or still need to be acquainted

with the necessary information for them tobecome ef􀅭icient

in these areas. Higher education faculty are expected to ac-

quire knowledge of research and publication (Wa-Mbaleka,

2015). The faculty needed to embrace the culture of higher

education in conducting research, creating instructional

materials, and participating in extension activities.

Surprisingly, they revealed their desire and interest to en-

gage in research (P1, P4, P5 P6, P7) but few have expressed

the need for further training. There is a need for a wide

dissemination of the call for in-house review. As one par-

ticipant revealed: I love to do research. The problem was

I don’t have the background and proper training yet (P5).

Another participant shared: I like to conduct research but

usually I am not informed about it (P1).

These newly-hired faculty would love to engage in research

but then they could not manage their time for they needed

to engage in other areas, too most especially in instruction.

As expressed: So when I will do my own research here in

BSU, I don’t know how to budget my time anymore (P4).

As a result, they could not conduct research at all. Others

are on the process of doing research as they have just pre-

sented in the in-house review. On the contrary, some partic-

ipants were already enjoying the opportunities to conduct

research and had presented them to international and lo-

cal conferences (P2, P8). Workshops and conferences are

some of the professional activities (Bilbao, Corpuz, Llagas,

& Salandanan, 2018). They need to be exposed to different

seminar-workshops to be equipped with the necessary in-

formation and could participate actively in research.

Instructional Material Production is one of the areas in

which the newly-hired faculty experienced dif􀅭iculty. They

were interested also in IMs production (P1, P4, P5, P7).

However, some facultywould consider IMproduction as not

suitable to their learners because they were teaching in ba-

sic education (P2, P3). Accordingly, they were told to create

IMs for higher education. And this is in con􀅭lict with their

interest because instructional materials were not intended

for their learners. Furthermore, they were also addressing

the concerns of parents of paying the books and could not

be used by the learners if these were replaced with IMs de-

veloped by them. Surely, parents would have a tirade over

this. As a participant mentioned,

I wish there would be a model on how to develop an IM. It’s

like I lack knowledge and information about it (P1). She

believed that she could make an IM as long as she would

be providedwith enough information, knowledge, and sam-

ples on how it is done. One of them added, That’s the prob-

lem. I really don’t have an idea on how to make an IM (P5).

Theybelieve that if theyweregiven the chance to learnmore

about IMproduction, they could surely create andutilize the

instructional materials for their teaching (P1, P4, P5). This

belief revealed their interest and their self-ef􀅭icacy toward

IMs production.

Extension activities could help the community in terms of

development. That is why, the participation of the faculty

could not only have bene􀅭itted teachers with incentives but

also contributed to the development of the community they

are serving. One faculty expressedher self- actualization for

being actively involved in extension:

Extension activities are full of fun. It was very ful􀅭illing be-

cause you could see and meet the bene􀅭iciaries and I am

happy with it (P5).

Some faculty have enjoyed participating in the extension ac-

tivity as they could foster their love and service to the com-

munity they were helping (P3, P4, P5). On the other hand,

someone mentioned:

I do extension activities. Supposedly during weekends, you

have to rest but since we have a lot of things to do we have

no choice but to work (P6).

Accordingly, their departmentwas activewith extension ac-

tivity as they were all encouraged to participate. However,

one of them expressed otherwise, The extension is hard

(P7).

It is pretty obvious that the newly-hired faculty have mixed

perceptions andattitudes toward the extension responsibil-

ities. The newly hired faculty bene􀅭itted from additional in-

centives in conducting extension services such as Collective

Negotiation Agreement (CNA), service credits and other as-

sistance for their active participation in various programs’

extension activities. As highlighted, …we have CNA here

(P4).

The factors that affect teachers’ entry and retention are

salaries, preparation, mentoring and support, and working

conditions (Darling-Hammond,Wei, et al., 2012). These ad-

ditional bene􀅭its are not available in their previous employ-

ment because it was exclusively given to State Universities

and Colleges, like the Bukidnon State University employees.

Regardless of the dif􀅭iculty experienced by the newly-hired

faculty in research, production and extension, they are still

eager to accomplish something in all areas and bene􀅭it from
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these as they were compensated according to their work

or service rendered. If they felt challenged and satis􀅭ied in

their work, they are inclined to stay and pursue a long-term

involvement (Bartell, 2004).

Based on the results, the study presents the generated

conceptual framework of paradoxical lived experiences of

newly-hired faculty in a university setting. Figure 1 illus-

trates the composition of the framework. The innermost

core is the newly-hired faculty of the Bukidnon State Uni-

versity. They are placed at the center for this study revolved

around the lived experiences of these individuals. The next

inner circle has the emergent themes: joys and struggles

of teaching; successes and pains of learning; and privileges

and challenges of serving. Outside the circular 􀅭igure are

the pillars of higher education institutions such as instruc-

tion, professional development, and research, production

and extension. This was the scope of the inquiry.

The joys and struggles of teaching are associated with the

instruction. These include adjustments of the newly-hired

faculty in instruction; pedagogy; dealing with parents and

learners; and, manageable workload. On the other hand,

successes and pains of learning are related to dealing with

colleagues; coping mechanisms; and professional growth-

related activities by which the newly-hired faculty bene-

􀅭itted. Moreover, in privileges and challenges of serving

are connected with the participation of these faculty in re-

search, production, and extension. Hence, this framework

represents the positive and negative experiences.

FIGURE 1. Conceptual framework of paradoxical lived experiences

CONCLUSION

It was generalized that the newly-hired faculty had varied

experiences in their 􀅭irst two years at the Bukidnon State

University. These experiences are paradoxically classi􀅭ied

as the joys and struggles of teaching; successes and pains

of learning; and the privileges and challenges of serving.

These three paradoxes have constituted the most emergent

themes of their lived experiences.

Generally, these teachers have experienced ups and downs

in their 􀅭irst two years, but it is safe to claim that they have a

better work environment which is characterized as stress-

free, less-hassled, expedient, with a manageable workload,

favorable schedules, work-life balance, more privileges,

unique compensation, and better work relations with col-

leagues.

On the other hand, they have experienced struggles of

teaching in dealing with learners and parents, in prepar-

ing their lessons especially in the selection of strategies, and

in constructing tests in English. They also experienced the

pains of learning with competitive colleagues and in 􀅭inish-

ing graduate studies. They had also challenges of serving

mostly for being unproductive in research and instructional

materials development.

Most of the lived experiences of newly-hired teachers are

centered on instruction. This was because they need to be

acquainted with other areas. Since they underwent or are

still undergoing the adjustment period, it would be chal-

lenging on their part to be active and productive simulta-

neously in four core functions of the university. Thus, they

need to be trained continuously with administrative sup-

port and mentoring of colleagues. With support from the

administration and their colleagues, these faculty would

certainly grow and develop professionally. Moreover, they

would progress in areas they have limited experiences in,

and consequently, increase their productivity.
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LIMITATIONS AND RECOMMENDATIONS

This study took place in Bukidnon State University, thus, the

applications of these 􀅭indings are limited. To enhance the

generalizability of these 􀅭indings, otehr similar studiesmust

be conducted with different sample.

This study has come up with these recommendations:

(1) Administrators need to conduct training, or seminar-

workshops on how to deal with confrontational parents,

and/or people with dif􀅭icult personalities so that these

teachers may be able to manage and address parents’ com-

plaints; (2) Administrators shall provide training to newly-

hired teachers on different pedagogies and teaching strate-

gies for diverse learners; (3) Senior faculty shall perform

the role as mentors to newly-hired teachers so that the lat-

ter can fully adjust and integrate themselves to their new

work environment and on different roles and responsibili-

ties that each of them shall ful􀅭ill and accomplish; (4) Since

newly-hired teachers have expressed interest in research,

the Research Coordinator and Research Director may pro-

vide more continuing professional development opportu-

nities in which these teachers may improve and eventu-

ally engage in research and publication; (5) Instructional

Materials Development Center shall provide more training

that can improve newly-hired teachers’ skills and compe-

tence necessary in developing instructional materials; and

(6) IMDCshall formulate clearpolicieswhethernewly-hired

teachers who are teaching at the basic education depart-

ments shall be required or not in developing instructional

materials and or policies that promote teachers’ developed

instructionalmaterials intended for learners instead of pur-

chasing books from different publishing companies.
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