
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  



 

 
Parameter A – Academic Qualifications and Professional Experience 

PARAMETER A – ACADEMIC QUALIFICATIONS AND PROFESSIONAL EXPERIENCE 

1. SYSTEM INPUTS AND PROCESSES 

The University places strong emphasis on ensuring that its faculty members have the appropriate 
academic qualifications, professional experience, and competencies needed to effectively 
perform their teaching and other academic responsibilities. To achieve this, the University follows 
established national and institutional policies, particularly the qualification standards of the Civil 
Service Commission (CSC), National Budget Circular (NBC) No. 461, and relevant policies of the 
Commission on Higher Education (CHED). 

In the recruitment and appointment of faculty members, the University follows the CSC 
Qualification Standards, particularly CSC Memorandum Circular No. 3, s. 1997, as amended by 
MC No. 22, s. 2016. These standards provide the minimum qualifications for faculty positions from 
Instructor to Professor. Faculty members are expected to have the appropriate educational 
background, including at least a master’s degree in their field of specialization or a related 
discipline, as well as the required teaching experience, training, and professional qualifications 
appropriate to their academic rank. 

The University also implements National Budget Circular No. 461 in evaluating and promoting 
faculty members. Faculty advancement is based on established criteria such as educational 
attainment, teaching performance, research and scholarly activities, extension involvement, and 
other professional accomplishments. This provides faculty members with a clear and fair basis 
for career progression while encouraging them to continuously improve their knowledge, skills, 
and professional performance. 

In addition, the University observes relevant CHED policies and standards in determining faculty 
qualifications and teaching assignments. Faculty members are assigned to courses that are 
appropriate to their educational background, area of specialization, and professional expertise. 
The University also encourages faculty members to pursue advanced degrees, attend seminars 
and training programs, participate in research and extension activities, and engage in other 
professional development opportunities. These activities help faculty members keep their 
knowledge and skills current and relevant to the needs of their students and academic programs. 

The University maintains records and supporting documents to verify faculty qualifications and 
professional accomplishments. These include appointment documents, personal data sheets or 
curriculum vitae, academic credentials, certificates of training and seminars, professional licenses 
when applicable, and other relevant records. These documents are used in evaluating faculty 
qualifications, performance, and readiness for promotion or other professional opportunities. 

Faculty performance and development needs are also regularly monitored through established 
evaluation mechanisms. The results of faculty evaluations help identify areas where additional 
training, mentoring, or professional development may be needed. The University uses these 
findings to provide appropriate opportunities for faculty members to strengthen their competencies 

and improve their performance. 

Through these practices, the University is able to maintain a faculty complement that is 
academically qualified, professionally competent, and committed to continuous improvement. 
More importantly, the institution recognizes that faculty development is an ongoing process. By 
providing opportunities for further education, training, research, extension, and professional 
engagement, the University supports its faculty members in responding effectively to the changing 
demands of higher education and in providing quality learning experiences to students. 

Overall, the University's policies and practices ensure that faculty members are properly qualified 
for their positions and adequately prepared to fulfill their responsibilities in instruction, research, 



 

extension, and other academic activities. These efforts contribute to the University's goal of 
sustaining a competent and dedicated faculty who can effectively support the institution's mission, 

programs, and commitment to quality education. 

A.1. Copy of Qualifications Standard. 
CMO No.28, series of 2017 

 



 

 

2. IMPLEMENTATION 

The implementation of the University's policies on faculty qualifications is reflected in the profile 
of the Bachelor of Science in Management Accounting (BSMA) faculty. The program is supported 
by qualified and committed educators whose academic preparation, professional credentials, 
teaching experience, and areas of specialization are aligned with the requirements of the 

program. 

The core faculty members hold academic ranks ranging from Assistant Professor to Associate 
Professor and possess master's or doctoral degrees. One faculty member has completed the 
academic requirements for a master's degree and is currently completing the master's thesis. All 
core faculty members are Certified Public Accountants (CPAs), demonstrating their professional 
competence and qualification to handle major courses in the program. Their areas of 

specialization include Management Advisory Services, Intermediate Accounting, Advanced 
Financial Accounting, and Taxation ensuring that courses are handled by faculty members with 

appropriate expertise. 

The faculty complement includes both experienced and early-career educators, with teaching 
experience ranging from developing professionals to faculty members with more than 15 years of 
service. All core faculty members hold permanent appointments, providing stability and continuity 
in program delivery. 

The program is also supported by part-time faculty members with relevant industry expertise. 

These include practicing lawyers, government employee, and professionals with expertise in 
accounting software. Their involvement provides students with opportunities to gain practical 
insights and perspectives from various professional and industry settings. The General Education 



 

faculty likewise meet the required academic and professional qualifications and contribute to the 
interdisciplinary development of students. 

Faculty members actively engage in the four major functions of the University, namely instruction, 
research, extension, and professional development. They prepare syllabi and instructional 
materials aligned with CHED and institutional standards and employ appropriate and innovative 
teaching strategies to enhance student learning. They also participate in research activities 
related to Accounting and Business, academic forums, conferences, and other professional 
activities. 

Through extension initiatives, faculty members share their knowledge and expertise with the 
community through activities such as basic bookkeeping, proper financial recording, and other 
financial literacy-related activities. Their participation in seminars, workshops, training programs, 
conferences, and other professional development activities demonstrates their commitment to 
continuous learning and professional growth. 

The University also provides opportunities for scholarships, grants, and faculty development 
programs, supporting faculty members in pursuing advanced studies and continuing professional 
development. These institutional initiatives contribute to the enhancement of faculty competencies 
and ensure that the faculty remain responsive to developments in the accounting profession and 
higher education. 

Overall, the qualifications, professional credentials, teaching experience, industry engagement, 
research and extension involvement, and commitment to continuous professional development 
of the faculty provide a strong foundation for the effective delivery, continuous improvement, and 
sustained development of the BSMA program. 

• Faculty Profile Matrix Involved in the Program (Core 

Faculty) 

Faculty Academic 
Rank 

Educational 
Attainment 

School 
Graduates 

From 

Field of 
Specialization 

Licensure 
Examinations 

Passed 

Length of 
teaching 

Experience 

Status of 
Appointment 
(Permanent, 
Temporary, 
Contractual) 

Subjects 
Handled 

1. Sandra 
Angela A. 
BAngcaya, 
CPA, 
MBA,LPT 

Associate 
Professor 

III 

Master in 
Business 

Administration 
 
 
 

Bachelor of 
Science in 

Accountancy 

University 
of 

Mindanao  
 

 
 

Ateneo de 
Davao 

Univerity  
 

Advanced 
Financial 

Accounting 
 
 

Financial 
Accounting 

and 
REporting 

 
 

-Certified 
Public 
Accountant 
-Licensure 
Examination 
for Teachers 

16 years Permanent -Financial 
Accounting 
and 
Reporting 
-Partnership 
and 
Corporation 
Accounting 
-Cost 
Accounting 
and Control 
-Accounting 
for Special 
Transactions 
-Internship 
 
 

2. Jay-r G. 
Vildac, 
CPA, DBA 

Associate 
Professor 

IV 

Doctor of 
Business 

Administration 
 
 

Ateneo de 
Davao 

University 
(DBA) 

 

Intermediate 
Accounting 

 
Financial 

Accounting 

Certified 
Public 

Accountant 

6 years Permanent -
Intermediate 
Accounting 
3 



 

Master in 
Business 

Administration 
 
 

Bachelor of 
Science in 

Accountancy 

Notredame 
of 

Dadiangas 
University  

 
 
 

University 
of Southern 
Mindanao  

and 
REporting 

 

-Conceptual 
Framework 
and 
Accounting 
Standards 
-Internship 
 
 

3. Allen 
Shane C. 
Garcia, 
CPA, DBM 

 
 

Assistant 
Professor 

I 

Doctor in 
Business 

Management 
 
 
 

Master in 
Business 

Administration 
 
 
 

Bachelor of 
Science in 

Accountancy 

University 
of the 

Immaculate 
Conception  

 
Notre 

Dame of 
Dadiangas 
University 

 
 

University 
of Southern 
Mindanao  

Intermediate 
Accounting 

 
Taxation 

 
Advanced 
Financial 

Accounting 
and 

REporting 

Certified 
Public 

Accountant 

9 years Permanent -Intermediate 
Accounting 1, 
-Intermediate 
Accounting 2. 
-Accounting 
for Business 
Combination 
-Strategic 
Cost 
Management 
-Valuation 
Concepts and 
Methods 
-Business 
Taxation 
-Internship 

 

4. Baikongan 
B. 
Guaiman, 
CPA, LPT 

Assistant 
Professor 

I 

Master in 
Accountancy- 

CAR 

Univesrity 
of 

Mindanao 

Advanced 
Financial 
Accounting 

 
Taxation 

 
Management 

Advisory 
Services 

Certified 
Public 

Accounantant 

13 years Permanent -Strategic 
Cost 
Management 
-Financial 
Management 
-Income 
Taxation 
-Intermediate 
Accounting 3 
-Internship 
 

5. Julhaina 
C. 
Cambang 

Instructor 
I 

Master in 
Business 

Administration 
(on-going) 

Ateneo de 
Davao 

University 

Financial 
Accounting 
and 
Reporting 
 
Taxation 

Certified 
Internal Audit 

Specialist 

2 years Contract of 
Service 

-Basic 
Financial 
Accounting 
and 
Reporting 
 
-Income 
Taxation 

Graph showing the core faculty profile according to: 
• highest degree earned 
• academic rank 
• status of appointment 
• field of specialization 

 

 

 

 

 



 

 

 

 

 

 

 

 



 

 

 

• Faculty Profile Matrix Involve in the Program (Part-time 

Faculty) 

Faculty Academic 
Rank 

Educational 
Attainment 

School 
Graduates 

From 

Field of 
Specialization 

Licensure 
Examinations 

Passed 

Length of 
teaching 

Experience 

Status of 
Appointment 
(Permanent, 
Temporary, 
Contractual) 

Subjects 
Handled 

1. Jared 
Virgil A. 

Bangcaya 

Part-time 
Faculty 

Bachelor of 
Laws- on 

going 
 
 
 

Master in 
Business 

Administration 
 
 

Bachelor of 
Science in 

Accountancy 
 

University 
of Southern 
Mindanao 

 
Notre 

Dame of 
Dadiangas 
University 

 
 

Ateneo de 
Davao 

University 

Management 
Advisory 
Services 

Certified 
Public 

Accountant 

14 Permanent 
(USM 

Internal 
auditor) 

Methods of 
Valuation 

2. Atty 
Gregorio 
Torres 

Part-time 
Faculty 

Bachelor of 
Laws 

Misamis 
University 

Law Lawyer 17 Contract of 
service 

Law on 
Obligations 
and Contracts 
 
Business 
Laws and 
Regulation 
 
Regulatory 
Framework 
and Legal 
Issues in 
Business 
 
Speacial laws 
and Other 



 

Relevant 
Regulations 
  

3. Michael 
P. 

Omambat 

Part-time Master in 
Business 

Administration- 
APEX 

 
Bachelor of 
Science in 

Accountancy 

Ateneo de 
Davao 

University 
 
 

University 
of Southern 
Mindanao 

Advanced 
Financial 

Accounting 

Certified 
Public 

Accountant 

6 years Contract of 
Service 

Accounting for 
Government 
and Non-profit 
Organizations 

4. Von 
Zerick M. 
Casero 

Part-time Master in 
Business 

Administration 
 
 

Bachelor of 
Science in 
Accountancy 

 
 

Notre 
Dame of 

dadiangas 
University 

 
University 

of Southern 
Mindanao 

Management 
Advisory 
Services 

Certified 
Public 

Accountant 

5 years Contract of 
Service 

Valuation 
Methods 

5. Neil 
Anthony 
Morala 

Part-time Master in 
Management 

major in 
Busines 

Management 
 

Bachelor of 
Science In 

Accountancy 

 
Saint 

Joseph 
Institute of 
Science 

and 
Technology 

(SJIT) 
 
 
 
 

University 
of Southern 
MIndanao 

 
 

Taxation 
 
 

Intermediate 
Accounting 

Certified 
Public 

Accountant 

2 years Contract of 
Service 

Strategic Tax 
Management 
 
 
 
Intermediate 
Accounting 2 

6. Lady 
Enginee 
H. 
Alocelja 

Part-time Bachelor of 
Science in 

Accountancy 

University 
of Southern 
Mindanao  

Accounting 
Information 

System 

Cerified 
Public 

Accountant 

2 years Contract of 
Service 

Accounting in 
Information 
System 

 

Graphical Presentations 

 

 



 

 

 

 

➢ Faculty who have prepared instructional materials and indicate if it is approved by 
the University/College Instructional Materials Committee. 
 

Name of Faculty Instructional Materials Developed 

(Print/Model/Electronic) 

Title 

1. Sandra Angela A. 

Bangcaya 

Print Module 

 

 

 
 

Print Module 

 

 

 

Print Module 

✓ Basic 

Accounting 

 

✓ Accounting for 
Servicing and 

Merchandising 

Entities  

 

✓ Accounting for 

Partnerhip and 
Corporation 

 

 

2. Jay-r G. Vildac Print Module ✓ Practical Guide 

on Writing 

Project 

Feasibility Study 

 

 

 

 



 

 

 
➢ Faculty who have conducted and/or are conducting research/es relevant to the 

Program 

 

 

➢ Consolidate names of faculty who are actively involved in Extension 

activities relevant to the Program 

 
Name of Faculty Extension 

Activity/Project 

Location Time 

frame 

Funding 

Source 

Number of 

Clientele 
Served 

Status 

(On-Going/ 
Completed) 

1. Sandra 

Angela A. 

Bangcaya 

-KABALANSE: 

Kabuhayan 

Bookkeeping 

and Literacy 
Assistance for 

Neighborhood 

Sustainability 

and 

Empowerment 
Project  

 

-Capacity 

Building, 

Demonstration, 

and Enterprise 

Development of 

Maguindanaon 

Delicacies 

(CBDEM–

Delicacies) 

 

 

 

 

Kabacan, 

Tulunan, 

Mlang 

 
 

 

 

 

 
 

 

 
Cuyapon, 

Kabacan, 

Cotabato 

 

 

 
 

 

 

 

 
 

 

 

July 1, 

2024 to 
December 

31, 2025 

 
 

 

 

 
 

 

 

 
 

2024-

2026 

 
 

 

 

 

 
 

 

 

 
 

Fund101 

Extension 
Service 

Office 

 
 

 

 
 

 
 

 

 
 

 
 

Fund101 

Extension 
Service 

Office 
 

 

 
 

 

 
 

 
 

 

 
 

 

 

   23 

 

 
 

 

 

 

 
 

 

 

 
15 

 

 

 
 

 

 

 
 

 

   

 

 

 

Completed 

 

 
 

 

 

 

 
 

 

 

 
On-going 

 

 

 
 

 

 

 
 

 

 

 

 

Name of 

Faculty 

Title of Research Duration of 

Implementation 

Funding 

Source 

Status  

(On-

Going/Completed) 

1. Jay-r G. 

Vildaca 

✓ Predictors of 

Financial Well-

being of Sole-
proprietorships 

in Food Realated 

Businessin 

SOCCSKSARGEN, 

Philippines 
 

✓ Happiness Index: 

What Makes Life 

Happy? 

1 year 

 

 
 

 

 

 

 
 

 

1 year 

Personal 

 

 
 

 

 

 

 
 

 

Personal 

Completed 

 

 
 

 

 

 

 
 

 

Completed 

2. Allen 

Shane 
C. 

Garcia 

The E-readiness of 

Small and Medium 
Enterprises in 

SOCCSKSARGEN- An 

explanatory Sequential 

Approach 

1 year Commission 

on Higher 
Education 

Completed 



 

-Harenessing 
Efforts for 

Recovery 

Operations 

(HERO) in 
Rebuilding 

Lives of OBO-

MANOBO tribe 

in Bongolonan 
Magpet, 

Cotabato 

 

 
-Crafting the 

Future: 

Protecting 

Heritage by 

Promoting 
Locally-made 

Products (UNIK 

Project 3) 

 
Magpet, 

Cotabato 

 

 
 

 

 

 
 

 

 

 
 

Makilala, 

Cotabato 

 
Jan-

Dec 

2025 

 
 

 

 

 
 

 

 

 
 

Jan-

Dec 

2025 

Fund101 

Extension 

Service 
Office 

 
 

 

 
 

 
 

 

 
 

 

 
Fund101 

Extension 
Service 

Office 

18 
 

 

 

 
 

 

 

 
 

 

 

 
 

23 

Completed 
 

 

 

 
 

 

 

 
 

 

 

 
 

Completed 

2. Jay-r G. 

Vildac 

-KABALANSE: 

Kabuhayan 

Bookkeeping 
and Literacy 

Assistance for 

Neighborhood 

Sustainability 
and 

Empowerment 

Project  

 

-Capacity 

Building, 

Demonstration, 

and Enterprise 

Development of 

Maguindanaon 

Delicacies 

(CBDEM–

Delicacies) 

 

 

 
 

-Harenessing 

Efforts for 

Recovery 
Operations 

(HERO) in 

Rebuilding 

Lives of OBO-

MANOBO tribe 
in Bongolonan 

Magpet, 

Cotabato 

 
 

 

Kabacan, 

Tulunan, 

Mlang 
 

 

 

 
 

 

 

 

 
Cuyapon, 

Kabacan, 

Cotabato 

 

 
 

 

 

 
 

 

 

 

 
 

Magpet, 

Cotabato 

 
 

 

 

 
 

 

 

 

 
 

July 1, 
2024 to 

December 
31, 2025 

 

 

 

 
 

 

 

 
 

 

2024-

2026 
 

 

 

 

 
 

 

 

 
 

 

 

Jan-
Dec 

2025 

 

 
 

 

 

 

 
 

 

Fund101 

Extension 
Service 

Office 
 

 

 
 

 
 

 

 
 

 

 
 

Fund101 
Extension 

Service 

Office 
 

 
 

 

 
 

 

 
 

 
 

 

 
Fund101 

Extension 
Service 

Office 

 
 

 
 

 

 
 

 

 
 

 
 

 

 

   23 

 
 

 

 

 
 

 

 

 

 
 

15 

 

 
 

 

 

 
 

 

 

   

 
 

 

18 

 
 

 

 

 
 

 

 

 
 

 

 

Completed 

 

 
 

 

 

 
 

 

 

 

 
 

On-going 

 

 
 

 

 

 
 

 

 

 

 
 

 

Completed 

 
 

 

 

 
 

 

 

 
 

 

 



 

-Crafting the 
Future: 

Protecting 

Heritage by 

Promoting 
Locally-made 

Products (UNIK 

Project 3) 

Makilala, 
Cotabato 

Jan-
Dec 

2025 

Fund101 

Extension 

Service 
Office 

 
23 

 
Completed 

 

 

 
 

 

 

 
 

 

3. Julhaina C. 

Cambang 

-KABALANSE: 

Kabuhayan 

Bookkeeping 

and Literacy 

Assistance for 
Neighborhood 

Sustainability 

and 

Empowerment 
Project  

 

-Capacity 

Building, 

Demonstration, 

and Enterprise 

Development of 

Maguindanaon 

Delicacies 

(CBDEM–

Delicacies) 

Kabacan, 

Tulunan, 

Mlang 

 

 
 

 

 

 
 

 

 
Cuyapon, 

Kabacan, 

Cotabato 

 

 

 

 
 

 

 

 
 

 

 

 

July 1, 

2024 to 
December 

31, 2025 

 
 

 

 

 
 

 

 

 
 

2024-

2026 

 

 
 

 

 

 
 

 

 

 
 

 

 

Fund101 

Extension 

Service 
Office 

 
 

 

 
 

 
 

 

 
 

 
 

Fund101 

Extension 
Service 

Office 

 
 

 
 

 

 
 

 
 

 

 
 

 

 

 

   23 

 

 

 
 

 

 

 
 

 

 

 
15 

 

 

 
 

 

 

 

 
 

   

 

 

 

Completed 

 

 

 
 

 

 

 
 

 

 

 
On-going 

 

 

 

4. Allen Shane C. 

Garcia 

-Harenessing 

Efforts for 

Recovery 

Operations 
(HERO) in 

Rebuilding 

Lives of OBO-

MANOBO tribe 
in Bongolonan 

Magpet, 

Cotabato 

 
 

-Crafting the 

Future: 

Protecting 

Heritage by 
Promoting 

Locally-made 

Products (UNIK 

Project 3) 

 

 

 

Magpet, 
Cotabato 

 

 

 
 

 

 

 
 

 

 

 

Makilala, 
Cotabato 

 

 

Jan-

Dec 
2025 

 

 

 
 

 

 

 
 

 

 

Jan-

Dec 
2025 

 

 
 

Fund101 

Extension 
Service 

Office 
 

 

 
 

 
 

 

 
 

 

 
 

Fund101 
Extension 

Service 

Office 

 

 

 

18 
 

 

 

 
 

 

 

 
 

 

 

     23 

 

Completed 

 

 
 

 

 

 
 

 

 

 
 

 

 

Completed 

 
 

 

 

 
 



 

 

➢ Consolidate names of faculty who are handling production projects 

Name of Faculty Production 

Activity/Project 

Volume or Area of 

Production 

Average Annual 

generated 

Income 

Sandra Angela A. 

Bangcaya 

Workbook 

Production and 

Sales 

300-400 35,000-45,000 

 

 

➢ scholarship awards/grants received by the faculty involved in the Program 

 

Faculty 

Grantee/Recipient 

Scholarship 

Award/Grant 

Granting Agency Level (Int’l, 

Nat’l, Reg’l, 

Local) 

Inclusive 

Dates 

1. Allen Shane 

C. Garcia 

Scholarships 

for Staff and 
Instructors’ 

Knowledge  

Advancement 

Program 

(SIKAP) 

Commission on 

Higher Education 
(CHED) 

National March 2021-

May 2024 

 

3. OUTCOMES 

The effective implementation of faculty qualification standards and professional development 
programs has contributed significantly to the continuous improvement of the institution’s academic 
services. These initiatives are not only focused on meeting prescribed standards but also on 
ensuring that faculty members are given opportunities to enhance their qualifications, 
competencies, and professional practice. 

A significant outcome is the increasing number of faculty members who have earned or are 
currently pursuing doctoral degrees. This reflects the institution’s commitment to advancing the 
academic and professional capabilities of its faculty and strengthening its pool of highly qualified 
educators. The institution supports faculty development by encouraging and providing 
opportunities for further studies, professional training, seminars, conferences, and other activities 
that contribute to continuous learning and specialization. The distribution of faculty members 
across academic ranks likewise reflects professional growth and career progression consistent 
with the provisions of NBC 461. Faculty members are encouraged to develop their qualifications 
and competencies as they progress in their academic careers. This provides a clear pathway for 
professional advancement while helping the institution sustain a competent faculty complement. 

The predominance of permanent faculty appointments is another positive indicator of institutional 
stability. A stable and committed faculty workforce contributes to continuity in program 
implementation, strengthens student support, and promotes consistency in the delivery of 
instruction and other academic services. It also allows faculty members to become more actively 
involved in institutional activities, curriculum enhancement, research, extension, and other 
initiatives that support the achievement of the institution’s goals. 

Faculty performance is systematically monitored and evaluated through established institutional 
mechanisms, including the NBC 461 Qualitative Contribution Evaluation (QCE), Strategic 
Performance Management System (SPMS), and Merit System and Promotion Plan (MSPP). 
These mechanisms provide a structured basis for assessing teaching effectiveness, professional 
contributions, productivity, and participation in institutional activities. The results of these 
evaluations are used not only for promotion and recognition but also to identify areas where faculty 

members may need further development and support. 



 

The institution also uses the results of faculty evaluation and development activities as inputs for 
continuous quality improvement. Identified needs and areas for enhancement are considered in 
planning faculty development activities, training programs, mentoring, and other capacity-building 
initiatives. In this way, faculty development becomes an ongoing process rather than a one-time 
compliance activity. The positive trends in faculty qualifications, academic rank progression, 
employment stability, and performance evaluation demonstrate the institution’s sustained 
commitment to maintaining a competent and responsive faculty workforce. More importantly, 
these efforts have created a culture that values professional growth, accountability, and 
continuous improvement. Through these practices, the institution is better positioned to ensure 
quality instruction, strengthen academic programs, respond to emerging educational needs, and 

provide students with meaningful and relevant learning experiences. 

The outcomes demonstrate that the institution’s faculty development and evaluation mechanisms 
are functioning as an integrated quality assurance system. The continuous investment in faculty 
qualifications, professional development, performance evaluation, and career advancement 
contributes to the institution’s ability to sustain quality academic programs and continuously 
improve its educational services. 

➢ Classify faculty according to their academic ranks based on duly 
approved/attested appointment by the Civil Service Commission. (to show the 
increased number of PhD holders among academic staff). 

➢  
 CORE FACULTY  

 

 

 

 

 PART-TIME FACULTY  

 

 

 

 

 

4. BEST PRACTICES 

The University implements systematic and merit-based practices in faculty recruitment, selection, 
appointment, and promotion. These processes are guided by CSC, NBC 461, and CHED 
standards, ensuring that faculty members meet the required qualifications and that their areas of 
specialization are appropriately matched with their teaching assignments and program 
requirements. To sustain faculty competence, the University provides continuous professional 
development through seminars, workshops, training programs, graduate studies, conferences, 
scholarships, and professional grants. Faculty development needs are identified through 
performance evaluations and other institutional assessments, allowing the University to provide 
appropriate capacity-building activities. Mentoring and peer support are also encouraged to 
promote collaboration and knowledge sharing among faculty members. 

Name Rank 

Jay-r G. Vildac, CPA, DBA Associate Professor IV 

Sandra Angela A. Bangcaya, CPA, MBA, LPT Associate Professor III 

Allen Shane C. Garcia, CPA, DBM Assistant Professor I 

Baikongan B. Guiaman, CPA,LPT Assistant Professor I 

Julhaina C. Cambang, CAI Instructor I (COS) 

Name Rank 

Jared Virgil A. Bangcaya, CPA Adjunct Faculty 

Atty. Gregorio Torres Part-time (COS) 

Michael P. Omambat, CPA. MBA-APEX Part-time (COS) 

Von Zerick M. Casero, CPA, MBA Part-time (COS) 

Lady Enginee H. Alocelja, CPA Part-time (COS) 

Neil Anthony Morala, CPA Part-time (COS) 



 

The University maintains updated and comprehensive faculty records, including Personal Data 
Sheets, academic credentials, training certificates, and other supporting documents. This practice 
promotes proper documentation, transparency, accountability, and compliance with institutional 
and regulatory requirements. Faculty performance is regularly monitored and evaluated through 
established institutional mechanisms. Evaluation results are used to recognize good 
performance, support career advancement, and identify areas for improvement. The University 
also encourages the development of instructional materials, innovative teaching strategies, and 
the appropriate use of educational technologies to enhance the teaching-learning process. 

Beyond classroom instruction, faculty members are encouraged to actively participate in 
research, extension, community engagement, and other institutional activities. These 
engagements strengthen the University’s tri-fold functions and provide opportunities for faculty 
members to apply and share their expertise in addressing institutional and community needs. 

The University also recognizes faculty accomplishments and supports professional growth 
through opportunities for promotion, scholarships, grants, and other forms of recognition. These 
practices motivate faculty members to continuously improve their competencies and contribute 
meaningfully to the institution. Importantly, the results of faculty evaluation, development 
activities, and identified needs are used as inputs in planning succeeding programs and 
interventions. This feedback mechanism supports continuous quality improvement (CQI) and 
ensures that faculty development remains responsive to institutional priorities and emerging 
needs. 

The BSMA program adopts the practice of hiring qualified part-time faculty members from the 
industry whose educational backgrounds, professional qualifications, and work experience 
closely match the subjects they teach. This approach ensures that students benefit from the 
practical knowledge, technical expertise, and current industry practices of professionals in the 
field of management accounting. Their involvement bridges the gap between theoretical concepts 
and actual workplace applications, allowing students to gain relevant insights, develop industry-
ready competencies, and better prepare for future professional careers. This practice also 
strengthens the program's responsiveness to industry needs and promotes the delivery of 
relevant, practical, and outcomes-based instruction. 

These practices demonstrate the University’s commitment to maintaining a qualified, competent, 
engaged, and continuously developing faculty workforce. Through transparent processes, 
sustained professional development, effective performance management, and active faculty 
participation, the University strengthens the quality of its academic programs and fosters a culture 

of excellence and continuous improvement. 

PARAMETER B – RECRUITMENT, SELECTION AND ORIENTATION 

 

1. SYSTEM-INPUTS AND PROCESSES 

The University recognizes that the quality of its academic programs is strongly influenced by the 
competence, commitment, and professionalism of its faculty members. To ensure that qualified 
individuals are recruited and retained, the University has established an institutionalized system 
for the recruitment, selection, appointment, and promotion of faculty members, guided by its 
Board of Regents (BOR)-approved policies, Faculty Manual, and Civil Service Commission 
(CSC)-compliant Merit Selection and Promotion Plan (MSPP). The system clearly defines the 
qualification standards and procedures for various types of appointments, including permanent, 
temporary, contractual, and substitute appointments, ensuring that hiring decisions are consistent 
with institutional policies and applicable government regulations. 

The recruitment and selection process follows a merit- and competency-based approach. 
Applicants are evaluated based on the prescribed qualification standards and a structured 
assessment framework covering areas such as potential, aspiration, engagement, and 
performance. The Faculty Selection and Promotion Board (FSPB) oversees the evaluation and 



 

selection process, ensuring that decisions are made objectively, transparently, and based on 
established criteria. This approach enables the University to select faculty members who possess 
not only the required academic and professional qualifications but also the potential and 
commitment to contribute meaningfully to the University and its academic programs. 

The University likewise provides orientation and re-orientation programs to help faculty members 
understand their roles and become fully integrated into the academic community. Newly hired 
faculty members undergo institutional orientation covering the University’s vision, mission, core 
values, organizational policies, responsibilities, benefits, and relevant government regulations, 
including those of the CSC, PRC, and DBM. These activities provide new faculty members with 
a clear understanding of institutional expectations and help them transition confidently into their 
respective roles. Re-orientation activities for existing faculty members likewise provide 
opportunities to refresh their knowledge and remain updated on policies, procedures, and 
emerging institutional requirements. 

The University’s systems for faculty recruitment, selection, promotion, and orientation 
demonstrate its commitment to developing and sustaining a competent, qualified, and mission-
driven faculty workforce. Through clear policies, objective assessment, active involvement of the 
FSPB, and continuing orientation activities, the University promotes fairness, transparency, 
professional growth, and accountability. These practices go beyond compliance with government 
and institutional requirements and reflect the University’s continuing effort to ensure that its faculty 
members are well-qualified, properly supported, and committed to delivering quality education to 
students. 

➢ Institution’s BOR/BOT and CSC approved system and procedures in the 
Recruitment, Selection and Promotion of Faculty – (Merit Selection & Promotion 
Plan for Faculty including the approed Criteria for Selection Used and the 
Composition of Faculty Selection and Promotion Board). 

 

Recruitment, Selection and Orientation 
Policies on hiring and selection. 
 

CHAPTER 15 (USM CODE) 
RECRUITMENT AND APPOINTMENT OF PERSONNEL 

 
All appointments at USM shall be made according to merit and fitness. The selection of 

employees shall be based on their qualifications, competence to perform the duties and 
responsibilities of the position, in accordance with the policies, rules and procedures laid down in 
the Merit System and Promotion Plans for the faculty and for the non-teaching personnel 
whichever may be applicable, pursuant to the rules of the Civil Service Commission and such 
other evaluation criteria as may be adopted by USM. 

There shall be no discrimination in the selection of employees on account of gender, civil 
status, disability, religion, ethnicity, or political affiliation. 

Vacant positions in USM shall be filled-up through chain promotion as the need arises. 
Preference shall be given to the qualified next-in-rank employee, provided that all the 
requirements for promotion as prescribed by laws and regulations are satisfactorily met and none 
of the disqualifications. 

Appointments of University officials and personnel shall be made in accordance with law. 
The University President shall appoint personnel to plantilla positions and designate key 
administrative officials, subject to the confirmation of the Board of Regents. The terms and 
conditions of appointment or designation shall be stated in writing. All personnel of the University 
shall be appointed by the University President, subject to the confirmation of the Board of 
Regents. The precise terms and conditions of every appointment shall be stated in writing. 
Whenever required, the appointments of University personnel shall be submitted to the Civic 
Service Commission for appropriate action. 



 

The following procedures for recruitment and selection of faculty are allowed: 

1. The Department Chairperson together with the Dean of the College shall conduct 
assessment as to the need for a new faculty member in that Department. 

2. The need for a new faculty member shall be made public through 
announcements/advertisements. Such announcements are made to allow open 
competition in the selection of the most qualified applicant. 

3. The Dean, together with the Associate Dean, Department Chairperson, and faculty 
representatives from the department, screen the applicants. The applicants are asked to 
have teaching demonstration. 

4. The Dean submits the list of top performing applicants during the college screening to the 

University Screening Committee uses the following criteria: 
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 Composition of the Screening Committee. 

 

 

 

 

 



 

➢ Institution’s system of Conducting Orientation/Re-orientation of New/Old Faculty 

Evidence/s of the Orientation Program for newly hired faculty. 

The University through the Human Resource and Development Office conducts Orientation 
Seminar for New Faculty Members both Permanent and Contract of Service at the beginning of 
the school year. The Orientation Proper of the program usually presents the following: USM 
Academic Policies, Human Resource Related Policies and Faculty Performance Evaluation, Job 
Description, Functions, Compensation and Benefits, Library Services, Teachers’ Professional 
Code of Ethics and Teaching Strategies. This is a mandatory orientation. 

Based on the Faculty Manual of the University stated that, all old and newly hired faculty 
members have to attend an orientation on the USM Vision Mission, Goals and Objectives; 
academic policies, policies on student’s performance and grading system, jobs description and 
functions, compensation and benefits, civil service-related policies and enhancing commitment to 
the public service. 
  

 

Faculty USM Manual – Chapter III section 5, pg. 10. 
Orientation 

 
Process Flow of the Orientation/Re-Orientation of New/Old Faculty 

1. The Orientation/Re-Orientation of New/Old Faculty is made every First Semester of The 
School year. 

2. Disseminate Information by giving Memorandum Order to every Colleges informing that 
there is the Orientation/Re-Orientation of New/Old Faculty. 

3. Orientation/Re-Orientation of New/Old Faculty with the following the topics, lectures, 
workshop sessions during the Orientation Program: 

✓ Registration of the Faculty with attendance provided 

✓ Invocation 

✓ National Anthem 

✓ Welcome Address 

✓ Presentation of New Faculty Member 

✓ Pledge of Commitment to Service Conduct by the University President 

✓ Orientation Proper: 
Session 1. USM Vision, Mission, Core Values and Power Dressing 

Session 2. USM Academic Policies 

Session 3. Job Description, Functions, Compensation and Benefits 

Session 4. Library Services 

Session 5. Human Resource Related Policies and Faculty Performance Evaluation 

 

 

 



 

 
 

 

 
 
 
 
 
 

 



 

 



 

 



 

 

 
 

  



 

2. IMPLEMENTATION 

 

➢ Describe the Institution’s systems and procedure in the Recruitment, Selection 

and Promotion of Faculty as embodied in the BOR/BOT & CSC approved Merit 

Selection & Promotion Plan for Faculty and other institution guidelines in terms 

of mandatory and/or optional criteria; open competition and in breeding policy. 

➢ Describe the Institution’s practice/system of conducting the Oreintation/Re-

Orientation of New/Old Faculty (to includde the topic, lecturess, worksshop 

sessions during the Orientation Program). 

The implementation of the University’s recruitment, selection, and promotion system follows the 
provisions of the BOR/BOT- and CSC-approved Merit Selection and Promotion Plan (MSPP), 
together with other institutional guidelines. Faculty vacancies are announced through open and 
competitive recruitment, with opportunities widely disseminated through official postings and 
announcements of the Human Resource Management and Development Office (HRMDO). 
Applicants are required to submit complete and appropriate credentials, including Personal Data 
Sheets, transcripts of records, and other supporting documents. This process ensures that 
qualified individuals are given equal opportunity to apply and that selection decisions are based 
on established mandatory and relevant criteria. 

The Faculty Selection Board and Screening Committee implement the evaluation process using 
a structured assessment tool covering areas such as aspiration, behavioral indicators, ability, 
engagement, and performance. Through this approach, applicants are assessed not only on their 
educational qualifications but also on their competencies, potential, professional behavior, and 
capacity to contribute to the University. The Screening Committee then recommends the most 
qualified candidates for approval, ensuring that recruitment and promotion decisions are merit-
based, transparent, and consistent with institutional policies. The University also promotes an 
open competition and anti-inbreeding practice by encouraging the recruitment of qualified faculty 
from diverse academic backgrounds and institutions, while recognizing exceptional cases such 
as outstanding academic achievers. 

The University also implements a structured orientation program for newly hired faculty members 
to help them understand the institution and transition smoothly into their roles. The program 
includes lectures, workshops, and interactive sessions facilitated by university officials and 
resource persons. Topics generally cover the University’s history, vision, mission, core values, 
academic policies, faculty responsibilities, code of conduct, administrative procedures, library 
services, research and extension functions, and faculty benefits. These sessions provide new 
faculty with practical information and opportunities to clarify concerns, understand institutional 
expectations, and become familiar with the people and offices they will work with. 

For existing faculty members, re-orientation activities are conducted to refresh their understanding 
of institutional policies, procedures, and emerging academic and administrative requirements. 
These activities also provide opportunities for faculty members to share experiences, strengthen 
communication and collaboration, and continuously develop professionally. Through the 
implementation of these recruitment, selection, promotion, and orientation practices, the 
University ensures that its faculty complement remains qualified, diverse, competent, and aligned 
with institutional goals while creating a supportive environment where faculty members can grow 
and contribute meaningfully to student learning and the University community. 

 



 

 

3. OUTCOMES 

The effectiveness of the University’s recruitment and selection system is reflected in the quality 
and qualifications of the faculty members appointed to its academic programs. The use of a 
structured comparative assessment allows the Faculty Selection and Promotion Board to evaluate 
applicants based on established criteria such as aspiration, ability, engagement, behavioral 
indicators, and performance. This evidence-based process ensures that faculty appointments are 
based on merit and fitness, resulting in a faculty complement that meets institutional and 
academic requirements. 

The implementation of the Merit Selection and Promotion Plan has also strengthened 
transparency and fairness in faculty recruitment and promotion. Through open competition, 
documented evaluation, and the participation of the appropriate selection bodies, the University 
is able to identify and recommend candidates who demonstrate the competencies and potential 
needed for effective teaching and other academic responsibilities. The resulting faculty 
complement supports the University’s instructional, research, extension, and community 

engagement functions. 

The orientation and re-orientation programs have likewise contributed to the effective integration 
and professional readiness of faculty members. Through lectures, workshops, and information 
sessions on institutional policies, academic responsibilities, administrative procedures, research 
and extension, and faculty benefits, newly hired faculty members gain a clearer understanding of 
their roles and expectations. These activities help them adjust to the University environment, 
strengthen their sense of belonging, and become more confident in carrying out their 
responsibilities. 

The outcomes demonstrate that the University’s systems for recruitment, selection, promotion, 
and faculty orientation contribute to maintaining a competent, qualified, and professionally 
prepared faculty workforce. These practices have strengthened faculty readiness, institutional 
alignment, and productivity, ultimately supporting the delivery of quality instruction and the 

effective implementation of the University’s research and extension mandates. 

 

 

 

 

 



 

➢ Presented the Comparative Assessment utilized by the Faculty Selection & Promotion 

Board to draw rhe Ranking List and indorsed to the BOR/BOT where the most qualified 

faculty are recommendd/selected for approval. 

 

4. BEST PRACTICES 

➢ Cite as many best practices as you can on Parameter B such as adoption of effective 

recruitment and selection processes. 

The University demonstrates a strong commitment to transparent, competitive, merit-based, and 
systematic recruitment and selection practices. One of its notable best practices is the use of 
multiple communication channels to ensure that vacant positions are widely announced and made 
accessible to qualified applicants. Vacancies are publicly disseminated through the USM Radio, 
official bulletin boards, and the Human Resource Management and Development Office 
(HRMDO) Facebook Page, providing equal opportunities for interested and qualified individuals 

to participate in the recruitment process. 

The University also implements a structured and comprehensive screening process to ensure 
that applicants meet the required qualifications and are fit for the responsibilities of the position. 
Applicants undergo appropriate stages of evaluation, including interviews, health examinations, 
and psychological assessments. These measures enable the University to assess applicants not 
only in terms of their educational qualifications and technical competencies but also their overall 
suitability and readiness for public service. 

Another notable practice is the University's adherence to the rules and regulations of the Civil 
Service Commission (CSC) in the hiring and appointment of qualified personnel. Recruitment and 
selection decisions are guided by established standards and documented procedures, promoting 
fairness, objectivity, transparency, and meritocracy. This ensures that appointments are based 
on qualifications and competence rather than personal considerations. 



 

The University's commitment to sound human resource management is further affirmed by its 
Bronze Award under the Program to Institutionalize Meritocracy and Excellence in Human 
Resource Management (PRIME-HRM). The recognition reflects the University's efforts to 
strengthen merit-based human resource systems and promote excellence in public service 
through appropriate mechanisms for reward, recognition, empowerment, and continuous 
personnel development. 

All of these practices demonstrate that the University has established a recruitment and selection 
system that is open, systematic, competency-based, and compliant with government standards. 
More importantly, these practices contribute to building a competent and qualified workforce 
capable of supporting the University's institutional goals and sustaining the quality of its academic 

programs, including the Bachelor of Science in Management Accounting (BSMA). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

PARAMETER C – FACULTY ADEQUACY AND LOADING 

 

1. SYSTEM-INPUTS AND PROCESSES 

➢ Present the BOR/Bot Approved Policies/Guidelines on Faculty Workload including 

institutional policies on Equivalent Teaching Load (ETL). 

 

FACULTY MANUAL 

 
 

 



 

 
 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 



 

➢ Consolidate the Program’s Faculty Workload/ETL according to their academic  

Name of Faculty 1st Semester/SY 2026-2027 

 Instruction Res Ext’n Prod’n ETL TOTAL 

 No. of prep’n No. of Hours      

1. Sandra 
Angela A. 

BAngcaya 

3 14.50      

2. Jay-r G. 

Vildac  

1 6      

3. Allen 

Shane C. 
Garcia 

3 20 

 
 

 

     

4. Baikongan 

Guiaman 

4 20      

5. Atty. 

Gregorio 

Torres 

2 12      

6. Michael P. 
Omambat 

1 3      

7. Julhaina 
Cambang 

3 19      

8. Von Zerick 
Casero 

1 3      

 

Name of Faculty 2nd Semester/SY 2025-2026 

 Instruction Res Ext’n Prod’n ETL TOTAL 

 No. of prep’n No. of Hours      

9. Sandra 

Angela A. 
BAngcaya 

3 15      

10. Jay-r G. 
Vildac  

1 6      

11. Allen 

Shane C. 

Garcia 

3 21.90 

 

 

 

     

12. Baikongan 
Guiaman 

3 21      

13. Jared Virgil 
Bangcaya 

1 3      

14. Atty. 
Gregorio 

Torres 

3 15      

15. Michael P. 

Omambat 

1 9      

16. Lady 

Enginee 
Alocelja 

1 10      

17. Von Zerick 
Casero 

1 3      

 

Name of Faculty 1st Semester/SY 2024-2025 

 Instruction Res Ext’n Prod’n ETL TOTAL 

 No. of prep’n No. of Hours      

1. Sandra 

Angela A. 
BAngcaya 

2 24.50      

2. Jay-r G. 

Vildac  

2          27      

3. Herson 

Amolo 

1 9 

 

 
 

     



 

4. Lorckan 

Dredd 

Pelarion 

3 23      

5. Jared Virgil 

Bangcaya 

1 3      

6. Atty. 

Gregorio 
Torres 

3 15      

7. Michael P. 

Omambat 

1 9      

8. Lady 

Enginee 

Alocelja 

1 9      

9. Neil 

Anthony 
Morala 

1 9      

 

➢ Consolidate the Faculty-Student ratio of the Program  

 

 Lecture Courses 

Faculty Academic Term  

(Semester, Trimester 

Faculty-Student Ratio 

1. Sandra Angela A. 

Bangcaya 

1st semester 2026-2027 1:34;35;25 

2. Jay-r G. Vildac 1st semester 2026-2027 1:21;21;15 

3. Allen Shane C. Garcia 1st semester 2026-2027 1:23;29;21;60 

4. Baikongan, Guiaman 1st semester 2026-2027 1:35;35;52;29 

5. Julhaina C. Cambang 1st semester 2026-2027 1;49;39;39;44 

6. Michael P. Omambat 1st semester 2026-2027 1:25 

7. Atty Gregorio Torres 1st semester 2026-2027 1;23;32;47 

8. Von Zerick Casero 1st semester 2026-2027 1:25 

 

Faculty Academic Term  

(Semester, Trimester 

Faculty-Student Ratio 

1. Sandra Angela A. 

Bangcaya 

2nd semester 2025-2026 1:30;27 ;12;33 ;16  

2. Jay-r G. Vildac 2nd semester 2025-2026 1:30;27 

3. Allen Shane C. Garcia 2nd semester 2025-2026 1:34;49;40;36;44 

4. Baikongan, Guiaman 2nd semester 2025-2026 1:49;16;26;47;28  
5. Julhaina C. Cambang 2nd semester 2025-2026 1;35 ;46 ;48;45;52 

6. Michael P. Omambat 2nd semester 2025-2026 1:35;40;45 

7. Atty Gregorio Torres 2nd semester 2025-2026 1:31;27;21;48 

8. Von Zerick Casero 2nd semester 2025-2026 1:55 

9. Jared Virgil Bangcaya 2nd Semester 2025-2026 1:26 

10. Lady Enginee Alocelja 2nd Semester 2025-2026 1:21;36 

 

2.IMPLEMENTATION 

The University implements its faculty workload system through a systematic preparation and 
review of teaching assignments every academic term. Faculty loads are based on the approved 
curriculum, faculty qualifications, number of preparations, faculty-student ratio, and established 
University guidelines. This ensures that faculty members are assigned subjects appropriate to 
their expertise and are given manageable workloads. 

The concerned academic units review teaching assignments and schedules to ensure that faculty 
members have sufficient time for class preparation, assessment, consultation, and other 



 

instructional responsibilities. The faculty-student ratio is also considered, particularly for lecture 
and laboratory classes, to support effective teaching and learning. 

The University also implements the Equivalent Teaching Load (ETL) system to recognize 
faculty involvement in research, extension, production, and administrative functions. Appropriate 
workload credits are provided for these responsibilities, allowing the University to fairly recognize 
the different roles and contributions of its faculty members. 

Faculty workload records are consolidated and reviewed by the concerned Program Heads, 
Deans, and offices for proper monitoring and documentation. Adjustments are made when 
necessary based on changes in enrollment, schedules, or faculty assignments. Through this 
process, the University ensures that faculty workloads remain fair, manageable, properly 
documented, and aligned with institutional standards, ultimately supporting quality instruction 
and effective faculty performance. 

 

➢ Describe the Program’s Faculty workload system including the adinistrative and the 

other quasi assignments with equivalent teaching-load (ETL) and its process of 

equitable and fair distribution of workload along the following; 

• adhere to the provisions of the approved policies/guidelines on Faculty 

Workload; 

• compability of specialization/experience on teaching assignmets; and  

• substitution/remedial policies (whenever a faculty is on leave/on or on 

official business 

 

The BSMA Faculty Workload System abides by the USM Manual Code Article 86 re Faculty 
Workload. On the USM Code, BOOK II Article 86. Sec. 13.  
 
Officially approved research, extension, and/ or production activities for which a faculty does not 
receive any honorarium shall be entitled to the following workload credits or Quasi Teaching -
Assignments (QTA) equivalent. 

a. One (1)program 9 units 
b. One (1) projects 6 units 
c. One (1) study 3 units 

Provided: that where one faculty is designated to undertake research, extension and /or 
production activities at the same time in one given period , his/ her workload credits shall not 
exceed on overall total of nine (9) units. Faculty members assigned to handle /coordinate practice 
teaching / practicum on the job training shall be given load credit of three (3) units per thirty (30) 
students, but not exceeds in 12 units provided that the load credits shall be prorated , if the number 
of students involved less than 30; and provide further that such an assignment is not of the course/ 
subject requirements. 
 
 
 The equivalent workload credits for duly-designated administrative duties/ leadership shall be as 
follows: 

a. Vice President 15 units 
b.   Line/Staff Director 

      College Dean 
      Institute Director 
      University Registrar 12units 

c. College/Institute Secretary Head of 
Non- Academic Unit 
Faculty Physician 9 units 

d. Department Chairman, 
Executive Assistant, Faculty 6 units 



 

Nurse/Pharmacist/ Medical Technologist/Nutritionist Dietitian/ Guidance Counselor 
(per 500students; prorated if less) 

e. Laboratory In-Charge 3 units 
 

Provided that, in case of multiple administrative designation, the faculty member concerned shall 
be granted load credits in only one designation , whichever is the highest ; and also provided that 
the load credits for administrative including those for the quasi –teaching assignments (QTA) in 
research, extension , production etc., if a faculty any granted to a faculty , who is designated to a 
position of Vice President, Dean and Director , or to any similar position with an honorarium or 
RATA shall be excluded in the computation of his/her overload pay. 
 
Thesis / dissertation advisement fee in the graduates level shall be paid by the student advisee 
in accordance with the rates , as approved by the Board of Regents . In the undergraduate level, 
the ate of the thesis advisement fee amounting 500.00/ student shall also be paid by the student 
advisee in two (2) equal installments: the 1st P250 before the thesis defense and the remaining 
P250.00 after e thesis satisfactory defended. 
 
The prime Hourly Teaching Rate (PHTR) shall be computed on the basis the following 
formula, as mandated by the Department of Budget and Management (DBM): 
 
a. For undergraduate Program: k 
 
PHTR = 0.007181 x annual Rate (AR) 
 
b. For Graduate Program 1. For Instructor with BS Degree 
PHTR – 0.0012 x Annual Rate (AR) 
2. For Instructors with Master’s Degree PHTR – 0.0014 x Annual 
Rate (AR) 
3. For Instructors with Doctor ‘s Degree PHTR – 
0.0015 x Annual Rate (AR) 
 
• Compatibility of specializations/experience on teaching assignments 
 

✓ Teaching Function of Faculty 

✓ Syllabi Preparation 

✓ Teaching Resources 

✓ Examination 

✓ Proctorship 

✓ Submission of Grades 

 
• Substitution/remedial policies (whenever a faculty is on leave/on or on official business) 
 
Exchange Professor / lecturers shall be governed by the memorandum of 
Agreements (MOA’s) or contractual appointments as required by law and 
shall be paid by the hour according to exist policies and guidelines 

 

3. OUTCOMES 

 

➢ Illustrate the congruence of faculty loading with compliance of faculty to all academic 

policies such as timely submission of required academic reports. 

The implementation of the faculty workload system has resulted in organized, balanced, and 
manageable faculty assignments. Faculty members are assigned subjects appropriate to their 
qualifications and expertise, with consideration given to the number of preparations, faculty-
student ratio, and other academic responsibilities. This allows faculty members to devote 
sufficient time to teaching, preparation, assessment, and student consultation. 



 

The system has also contributed to better faculty compliance with academic policies and 
responsibilities. With workloads properly planned and monitored, faculty members are able to 
accomplish and submit required academic documents and reports on time, such as grades, class 
records, syllabi, and other instructional requirements. The appropriate distribution of workload 
helps faculty members manage their responsibilities and meet established academic deadlines. 

The implementation of the Equivalent Teaching Load (ETL) system has likewise ensured that 
research, extension, production, and administrative assignments are properly recognized in the 
faculty workload. This provides a more equitable distribution of responsibilities and allows faculty 
members to participate in various institutional activities without compromising their teaching and 
other academic duties. 

Overall, the system has strengthened faculty accountability, workload management, and 
compliance with academic policies. Regular monitoring by Program Heads, Deans, and 
concerned offices provides a basis for timely adjustments when necessary. The resulting faculty 
loading records and compliance with required academic reports demonstrate the congruence 
between faculty workload and their performance of assigned responsibilities. These outcomes 
contribute to effective instruction, improved academic management, and the University's 
continuing commitment to quality education. 

 

 

➢ Cite all activities to show that faculty are effective and efficient as a result of effective 

faculty loading 

The effective management of faculty workload allows faculty members to contribute not only to 
classroom instruction but also to various academic and institutional activities. Their balanced 
workload provides opportunities for professional engagement and meaningful participation 
beyond their regular teaching responsibilities. 

• Research Engagement. Faculty members participate in research activities that contribute 
to the development of new knowledge, professional growth, and the production of 
scholarly outputs. 

• Extension and Community Engagement. Faculty members are actively involved in 
extension programs and activities that share their knowledge and expertise with 
communities and contribute to local development. 

• Student and Institutional Support. Faculty members take on various responsibilities 
such as serving as advisers to student organizations and research projects, coaching 
students for academic and extracurricular competitions, and participating in university 
committees and institutional activities. These engagements demonstrate their 
commitment to supporting students and contributing to the University's overall goals. 

These activities demonstrate that effective faculty loading provides faculty members with sufficient 
time and opportunities to perform their teaching, research, extension, student support, and 

institutional responsibilities effectively and efficiently. 

 

4. BEST PRACTICES 

➢ Cite as many best practices as you can on Parameter C such as  effective and efficient 

faculty loading. 

▪ The program maintains an adequate number of qualified faculty members to meet the 
needs of its students and deliver its academic programs effectively. Faculty members are 
assigned subjects that are aligned with their educational background, specialization, and 



 

professional expertise. This practice helps ensure that students receive instruction from 
faculty members who are knowledgeable and competent in their assigned areas. 

▪ Faculty workload is guided by BOR-approved policies that recognize teaching, research, 
extension, production, and administrative responsibilities through appropriate workload 
credits. Detailed faculty loading matrices and schedules are maintained to ensure 
transparency, proper workload distribution, and accountability. The system also provides 
mechanisms for substitution, overload, and appropriate compensation, when necessary, 
while ensuring that faculty members are not unnecessarily burdened. 

▪ The institution also gives importance to the continuous management and development of 
its faculty workforce. Faculty promotion, retirement, and separation are implemented in 
accordance with Civil Service Commission rules and regulations. Workload assignments 
likewise provide sufficient time for preparation, consultation, assessment, and other 
academic responsibilities. Regular faculty performance evaluation and workload 
monitoring help ensure that assignments remain appropriate and responsive to 

institutional needs. 

These practices demonstrate the institution's commitment to faculty adequacy, fair workload 
distribution, flexibility, and quality instruction. By matching faculty expertise with teaching 
assignments, recognizing non-teaching responsibilities, and responding to the needs of both 
faculty and students, the program creates a supportive environment that promotes effective 
teaching and learning. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

PARAMETER D – RANK AND TENURE 

SYSTEM-INPUTS AND PROCESSES 

The University follows an approved system for faculty ranking, appointment, promotion, tenure, 
and retirement. This system is guided by national policies, including Civil Service Commission 
(CSC) rules, National Budget Circular (NBC) No. 461, and Republic Act No. 8291, or the GSIS 
Retirement Law. These policies are reflected in the University Code and Faculty Manual, which 
provide clear guidelines for hiring, promotion, and tenure based on merit and qualifications. 

The Merit Selection and Promotion Plan for Faculty (MSPP) ensures that faculty promotion is fair, 
transparent, and based on qualifications and performance. It considers educational background, 
work experience, training, performance ratings, and competencies. The University also uses the 
Strategic Performance Management System (SPMS), approved by the CSC, to evaluate faculty 
performance in instruction, research, extension, and production. The results help guide decisions 
on promotion and tenure. 

The University also implements the NBC 461 evaluation system, which uses two main criteria: 
the Common Criteria for Evaluation (CCE) and the Qualitative Contribution Evaluation (QCE). 
These assess faculty qualifications, achievements, and contributions to the University. The CCE 
results and QCE scores serve as bases for faculty promotion. In addition, the University maintains 
an approved Supplemental Plantilla to provide available positions for faculty promotion and 
reclassification. 

For retirement and other employment benefits, the University follows Republic Act No. 8291, 
which governs the retirement benefits of government employees under the Government Service 
Insurance System (GSIS). This ensures that faculty retirement, separation, and related benefits 
are handled in accordance with existing laws and institutional policies. 

Overall, the University has an established system that promotes fair faculty advancement, 
recognizes performance and contributions, protects security of tenure, and supports proper 

retirement planning. 

BOR/BOT/CSC Approved Policies/Guidelines 

Faculty Manual 

 



 



 



 



 



 



 



 



 



 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 



 

 



 



 



 



 



 



 



 



 



 



 



 



 



 



 

 
 
 
 



 

2. IMPLEMENTATION 

The University implements its policies on faculty rank and tenure through clear procedures for 
appointment, promotion, change of employment status, separation, and retirement. Faculty 
promotion in rank and salary follows the guidelines of NBC 461 and institutional policies. This is 
supported by Board of Regents (BOR) resolutions approving faculty appointments and 
promotions. Faculty members are assessed based on their qualifications, Individual Performance 
Commitment and Review (IPCR) ratings, and competency assessments to ensure that 
advancement is fair and based on merit. 

The promotion process starts with identifying available positions and opportunities for 
advancement. Applicants are then evaluated using the Merit Selection and Promotion Plan for 
Faculty (MSPP) and NBC 461 criteria. The Faculty Selection Board reviews their Common Criteria 
for Evaluation (CCE) and Qualitative Contribution Evaluation (QCE) results, competency 
assessments, and performance ratings. After evaluation, candidates are ranked, and the 
recommended promotions are submitted to the BOR for approval. 

The evaluation follows a specific weighting system: CCE (35%), competency assessment (30%), 
performance rating (30%), and length of service (5%). This approach ensures that faculty 
promotion considers not only academic qualifications and experience but also actual performance 
and contributions to the University. 

The University also follows established procedures for changes in employment status, such as 
reclassification and the conversion of temporary appointments to permanent positions. Faculty 
members must complete the required probationary period and meet the applicable Civil Service 
Commission (CSC) requirements before being granted permanent status. Their official rank and 
tenure status are communicated through Human Resource Management and Development Office 
(HRMDO) advisories and other official correspondence. 

For separation and retirement, the University follows the applicable CSC and Government Service 
Insurance System (GSIS) rules. Faculty members may retire upon reaching the compulsory 
retirement age or through optional retirement, provided they meet the required conditions. 
Retirement benefits are granted in accordance with Republic Act No. 8291 and other applicable 
regulations. 

Overall, these procedures help ensure that faculty appointments, promotions, and changes in 
employment status are handled fairly and transparently. They also support faculty career 
development while ensuring that separation and retirement are managed in accordance with 
government regulations and University policies. 

Although flowcharts are not explicitly presented in the document, the processes can be 
summarized as follows: 
 
• Promotion Process: Application → Evaluation (CCE, QCE, SPMS/IPCR) → Ranking 
→ Endorsement → BOR Approval → Issuance of Appointment 
• Change of Status: Temporary Appointment → Probationary Evaluation → 
Performance Review → Recommendation → BOR Approval → Permanent Appointment 
• Retirement/Separation: Filing of Application → Verification of Service Records → 
GSIS Processing → Approval → Release of Benefits 
• NBC 461 Processing: Submission of Documents → CCE Scoring → QCE Evaluation 
→ Consolidation of Scores → Ranking → Promotion Decision 
The implementation of Presidential Discretion (PD), where applicable, allows flexibility in 
granting promotions based on exceptional merit, subject to NBC 461 provisions. 

 
 
 
 



 

3. OUTCOMES 

The implementation of the University’s rank and tenure policies ensures the fair, transparent, and 
systematic processing of faculty appointments, promotions, and changes in employment status. 
Faculty members are evaluated based on their qualifications, performance, competencies, and 
contributions in accordance with NBC 461, the Merit Selection and Promotion Plan for Faculty 
(MSPP), and other applicable government regulations. 

These policies provide faculty members with opportunities for career advancement and 
professional growth. The established evaluation and approval procedures promote merit-based 
promotion, recognize faculty achievements, and encourage improved work performance. The 
granting of permanent appointments to qualified faculty members also promotes job security and 

stability. 

Furthermore, compliance with Civil Service Commission (CSC) and Government Service 
Insurance System (GSIS) regulations ensures the proper handling of faculty separation and 
retirement. Overall, these practices strengthen personnel management, promote accountability, 
and help maintain a qualified, competent, and motivated faculty who contribute to the effective 
delivery of the BS in Management Accounting program. 

Evidence of satisfaction in rank and employment status. 

 



 

 



 

 

 



 

 

 

 



 

4. BEST PRACTICES 

The University demonstrates good practices in managing faculty rank and tenure by promoting 
fairness, transparency, and professional excellence. It uses the Merit Selection and Promotion 
Plan for Faculty (MSPP), Strategic Performance Management System (SPMS), and NBC 461 to 
assess faculty qualifications and performance. The combination of the Common Criteria for 
Evaluation (CCE) and Qualitative Contribution Evaluation (QCE) allows the University to consider 

both measurable achievements and the quality of faculty contributions. 

Another good practice is the involvement of the Board of Regents (BOR) in approving faculty 
appointments and promotions. This helps ensure accountability and compliance with institutional 
policies. The University also provides a clear career progression system, supported by an 
approved plantilla and established promotion guidelines, allowing faculty members to understand 
the requirements and opportunities for advancement. 

The University also supports faculty development through scholarships, training programs, and 
study leave opportunities. These initiatives help faculty members improve their knowledge, skills, 
and qualifications. In addition, awards and incentives are given to recognize faculty achievements, 
encourage professional growth, and promote a culture of excellence. 

Furthermore, the University ensures that faculty members are properly informed about promotion 
results and changes in employment status through official communication channels. It also follows 
relevant national policies, including Republic Act No. 8291, which governs GSIS retirement 
benefits. 

These best practices reflect the University's commitment to effective faculty management. 
Through fair evaluation, professional development opportunities, recognition of achievements, 
and compliance with established policies, the University supports faculty growth, job security, and 
career satisfaction. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

PARAMETER E. FACULTY DEVELOPMENT 

 
1. SYSTEM-INPUTS AND PROCESSES 

The University of Southern Mindanao (USM) implements a Board of Regents (BOR)-approved 
Faculty Development Program (FDP) for 2022–2031 that provides a comprehensive and 
sustainable framework for strengthening faculty competencies in instruction, research, extension, 
and production. The program is aligned with the University’s institutional goals and supports the 
continuous professional growth of its faculty members. 

The FDP identifies strategic priorities, including increasing the number of faculty members with 
doctoral degrees, improving teaching effectiveness, and strengthening research involvement. It 
also promotes data-driven recruitment, competency-based promotion, and institutional 
accreditation to ensure that faculty development initiatives remain consistent with academic 
standards and relevant CHED policies. 

The University Code and Faculty Manual further reinforce faculty development through 
established policies on scholarships, fellowships, training, and recognition. These are 
complemented by Human Resource Development guidelines specifying the procedures for 
scholarship applications, prioritization of beneficiaries, service obligations, and monitoring of 
faculty scholars to ensure the effective implementation of development initiatives. 

To sustain these efforts, the University provides financial support through its Programs’ 
Responsibility Expenditure (PRE) and corresponding budget allocations for training, travel, 
seminars, and other faculty development activities. The institution also maintains policies on 
scholarships, incentives, faculty recognition, and linkages with local and international institutions 
for training opportunities. These mechanisms demonstrate USM’s commitment to providing 
equitable access to professional development, recognizing faculty achievements, and 
continuously improving the quality of its academic programs. 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

• Present the BOR/BOT Approved Guidelines on Faculty Development Program 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 



 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 



 

Budgetary allocation for faculty development 

 



 

 

 

 

2. IMPLEMENTATION 

 

 
• Present in outline form the Faculty Development Program/Plan specific to the Program 

(including degree program to be pursued, schedule/year, funding source, etc.; 

seminars, training etc.) 

 

 
• Towards a Higher Degree (Doctoral/Master’s) 

 
Name of 

Faculy 
Degree Program 

to be Pursued 
Schedule/Year 

(inclusive) 
School to 

Enroll in 
Funding 

Source 
Baikongan B. 

Guiaman 

Master of Science in 

Accountancy 

2027-2029 University of 

Mindanao 

Personal 

Julhaina 

Cambang 

Master in Business 

Administration 

2025-2027 Ateneo de 

Davao 
University 

Personal 

 

 

 

 



 

• Towards Capability Building/skills and Competencies Upgrading 

Faculty Field of 

Discipline 
Schedule/Academic 

Term 
Funding 

Source 

Allen Shane C. 

Garcia 

SINTIDO 2nd term - 

Baikongan B. 

Guiaman 

SINTIDO 2nd term - 

 

 

 
• Seminar/Workshops/Training relevant to the Program attended by 

the Faculty 

 

Seminar/Training Inclusive 
Dates 

Venue Sponsoring 
Agency 

Faculty 
Participants 

A. International     

B. National 
 

1. 33rd 
Accounting 
Teacher’s 
Conference 

 
 

 
2. OBE Training 

for Philippine 

Accounting 

Teachers 

 

June 9-11, 

2026 

 

 

 

April 4-5, 

2025 

 

 
 
Ateneo de 
Davao 
University 
 
 
 
 
University 
of 
Mindanao 
 

National 

Association of 

Certified Public 

Accountants in 

Education 

 

National 

Association of 

Certified Public 

Accountants in 

Education 

 

 

SANDRA 
ANGELA A. 
BANGCAYA 

C. Regional 
    1. SOCCSKSARGEN 
REGIONAL FORUM 
 
 
 
 

1. DAVAO REGIONAL 
FORUM AND PICPA 
MGAO AND SMR 
EDUCATION 
SUMMIT 

 
     

August 

30, 2025 

 

 

January 

16-17, 

2026 

 

University 
of Southern 
Mindanao 
 
 
 
 
University 
of 
Mindanao 
 

National 

Association of 

Certified Public 

Accountants in 

Education 

National 

Association of 

Certified Public 

Accountants in 

Education 

 

B. National 
1. 33rd Accounting 

Teacher’s Conference 
 

 
 

June 9-11, 

2026 

 

 

Ateneo de 
Davao 
University 
 
 
 

National 

Association of 

Certified Public 

Accountants in 

Education 

JAY-R VILDAC 



 

2. OBE Training for 

Philippine Accounting 

Teachers  

 

 

 

3. 31st Accounting 

Teachers Conference 

April 4-5, 

2025 

 

 

 

June 13-

15, 2024 

University 
of 
Mindanao 
 
 
 
 
University 
of Sto. 
Tomas, 
Manila 
 

National 

Association of 

Certified Public 

Accountants in 

Education 

 

National 

Association of 

Certified Public 

Accountants in 

Education 

C. Regional 
 

2. DAVAO REGIONAL 
FORUM AND PICPA 
MGAO AND SMR 
EDUCATION 
SUMMIT 
 
 
 
 
 

3. CENTRAL LUZON 
REGIONAL FORUM 

 
 
 
 
 
 

4. METRO MANILA 
REGIONAL FORUM 
 
 
 
 

5. SOCCSKSARGEN 
REGIONAL FORUM 

 
 
 
 
 

6. CALABARZON 
REGIONAL FORUM 

     

 

January 

16-17, 

2026 

 

 

March 27-

28, 2026 

 

 

 

April 11, 

2026 

 

August 

30, 2025 

 

 

May 2, 

2026 

 
 
University 
of 
Mindanao 
 
 
 
 
 
Bulacan 
State 
University 
 
 
 
 
Ateneo de 
Manila 
University 
 
 
University 
of Southern 
Mindanao 
 
 
Our Lady of 
Fatima 
University 

 

National 

Association of 

Certified Public 

Accountants 

 

National 

Association of 

Certified Public 

Accountants 

 

 

National 

Association of 

Certified Public 

Accountants 

National 

Association of 

Certified Public 

Accountants in 

Education 

National 

Association of 

Certified Public 

Accountant 

 

B. National 
 

3. 33rd Accounting 
Teacher’s Conference 

 
     
 
 

 

June 9-11, 

2026 

 

 

 
Ateneo de 
Davao 
University 
 
 
 
 

National 

Association of 

Certified Public 

Accountants in 

Education 

 

ALLEN SHANE 
C. GARCIA 



 

4. OBE Training for 

Philippine Accounting 

Teachers  

 
 
 
 

5. 51st Annual National 

conference &4th 

International Research 

Summit 

 

 

6. 50th Annual National 

Conference & 3rd 

International Research 

Summit 

April 4-5, 

2025 

 

 

 

April 18-

19 2024 

 

 

 

April 20-

21, 2023 

 

 

 

University 
of 
Mindanao, 
Davao City 
 
 
 
 
Tagbilaran, 
Bohol 
 
 
 
 
 
 
 
Limketkai 
Luxe Hotel, 
Cagayan de 
Oro City 
 
 

National 

Association of 

Certified Public 

Accountants in 

Education 

 

Philippine 

Association of 

Collegiate  

Schools of 

Business 

 

Philippine 

Association of 

Collegiate 

Schools of 

Business 

 

Regional 
 

1. DAVAO 
REGIONAL 
FORUM AND 
PICPA MGAO 
AND SMR 
EDUCATION 
SUMMIT 
 

 
2. SOCCSKSARGEN 

REGIONAL 
FORUM 

     

 
 

January 

16-17, 

2026 

 
August 
30, 2025 

 
 
University 
of 
Mindanao 
 
 
University 
of Southern 
Mindanao 

 
 
National 
Association of 
Certified Public 
Accountants 
 
National 
Association of 
Certified Public 
Accountants in 
Education 

 

D. Local/Institutional 
     1. 
Capability Building Seminar 

Workshop on Socioeconomic 

Research and Data Analytics 

December 
4, 2024 

Makilala 
Institute of 
Science 
and 
Technology 

University of 
Southern 
Mindanao 

 

B. National 
1. 33rd Accounting 

Teacher’s Conference 
 
 
 

 
2. OBE Training for 

Philippine Accounting 

Teachers  

 
 

June 9-11, 

2026 

 

 

April 4-5, 

2025 

 

Ateneo de 
Davao 
University 
 
 
 
 
University 
of 
Mindanao 
 

National 

Association of 

Certified Public 

Accountants in 

Education 

National 

Association of 

Certified Public 

Accountants in 

Education 

BAIKONGAN 
C. GUIAMAN 



 

 

 

  

• Describe in flow chart form the measures adopted in sending faculty of the program 

to attend training programs. 

 

 

B. Flowchart: Sending Faculty to Training Programs 
Process Flow: 
Identification of Training Needs: 
→ Endorsement by Department Chair 
→ Evaluation by HRMDO / Personnel Development Committee 
→ Approval by VPAA / BOR 
→ Funding Allocation 
→ Participation in Training 
→ Submission of Report & Certificates 
→ Application of Learning (Instruction/Research/Extension) 

 

 

 
• Faculty’s affiliation in professional/scientific organizations and 

honor societies relevant to the Program. 

Faculty Organization/Honor Society Position 

1. JAY-R G. VILDAC ✓ PHILIPPINE INSTITUTE OF 
CERTIFIED PUBLIC ACCOUNTANTS 
 

✓ NATIONAL ASSOCIATION OF 
CERTIFIED PUBLIC ACCOUNTANT 
IN EDUCATION 

MEMBER 
 
 
 
MEMBER 

2. SANDRA ANGELA 
A. BANGCAYA 

✓ PHILIPPINE INSTITUTE OF 
CERTIFIED PUBLIC ACCOUNTANTS 
 

✓ NATIONAL ASSOCIATION OF 
CERTIFIED PUBLIC ACCOUNTANT 
IN EDUCATION 

MEMBER 
 
 
 
MEMBER 

3. ALLEN SHANE C. 
GARCIA 

✓ PHILIPPINE INSTITUTE OF 
CERTIFIED PUBLIC ACCOUNTANTS 
 

✓ NATIONAL ASSOCIATION OF 
CERTIFIED PUBLIC ACCOUNTANT 
IN EDUCATION 

MEMBER 
 
 
 
MEMBER 

4. BAIKONGAN C. 
GUAIMAN 

✓ PHILIPPINE INSTITUTEVOF 
CERTIFIED PUBLIC ACCOUNTANTS 

 
✓ NATIONAL ASSOCIATION OF 

CERTIFIED OUBLIC ACCOUNTANTS 

MEMBER 
 
 
 
MEMBER 

5. MICHAEL P. 
OMAMBAT 

✓ PHILIPPINE INSTITUTE OF 
CERTIFIED PUBLIC ACCOUNTANTS 
 

MEMBER 

6. VON ZERICK M. 
CASERO 

✓ PHILIPPINE INSTITUTE OF 
CERTIFIED PUBLIC ACCOUNTANTS 
 

MEMBER 

7. JARED VIRGIL 
BANGCAYA 

✓ PHILIPPINE INSTITUTE OF 
CERTIFIED PUBLIC ACCOUNTANTS 
 

MEMBER 



 

8. Atty. GREGORIO 
TORRES 

✓ INTEGRATED BAR OF THE 
PHILIPPINES 
 

MEMBER 

 

3. OUTOMES 

• Describe/Show evidences of satisfaction in rank and employment status. 

The implementation of the Faculty Development Program has resulted in significant 

improvements in faculty qualifications, competencies, and overall satisfaction. 

 Evidence shows: 

• Increased number of faculty pursuing and completing graduate and postgraduate 

degrees 

• Active participation in national and international conferences and trainings 

• High level of research productivity, including publications in indexed journals 

• Strong engagement in professional organizations, enhancing professional identity 

• Positive faculty recognition through awards and incentives 

These outcomes indicate a high level of faculty satisfaction in rank, employment status, and 

professional growth, as supported by recognition systems and continuous development 

opportunities embedded in institutional policies. 

 
4. BEST PRACTICES 

• Cite as many best practices as you can on Parameter E. (Faculty Development) 

o Long-Term Faculty Development Plan (2022–2031) aligned with university strategic goals 
and institutional priorities. 

o Competency-Based Learning and Development (L&D) using competency gap 
assessments and structured training plans. 

o Scholarship and Fellowship Programs supporting master’s and doctoral studies, with clear 
selection, monitoring, and service obligation policies. 

o Sustained Funding Support through approved university budgets and Programs’ 
Responsibility Expenditure (PRE). 

o Relevant Professional Training through seminars, workshops, and conferences aligned 
with the BS in Management Accounting program. 

o Research Excellence and Productivity promoting publications in indexed journals and the 
integration of research, instruction, extension, and production. 

o National and International Exposure through training opportunities, institutional linkages, 
and professional collaborations. 

o Professional Memberships encouraging participation in relevant professional 
organizations and honor societies. 

o Structured Faculty Onboarding through orientation and boot camp programs for newly 
hired and early-career faculty. 

o Career Advancement and Recognition through clear ranking and promotion guidelines, up 
to professor level, and the PRAISE incentive system. 

o Systematic Monitoring and Evaluation by HRMDO, including training documentation and 
effectiveness assessments three months after training. 

o Policy Compliance and Institutional Coordination ensuring alignment with CHED, DBM, 
CSC, and university policies. 

o Faculty Career Development and Satisfaction supporting individual professional 
aspirations while advancing university goals and quality education. 

 
 



 

 
 
PARAMETER F. PROFESSIONAL PERFORMANCE AND SCHOLARLY WORKS 

 
1. SYSTEM-INPUTS AND PROCESSES 

• Present relevant Institutional policies on professional performance and scholarly 

works. 

 

The institution has established a comprehensive system for evaluating faculty performance 
and scholarly productivity, anchored on institutional policies and standardized procedures. 

The University implements a dual evaluation system covering: 

• Professional Performance 

• Scholarly Works 

A. Policies on Professional Performance 

The University adopts an Automated Faculty Evaluation System (FES), which ensures 

objective, transparent, and periodic assessment of teaching effectiveness. There was an 

established procedure for the faculty evaluation conducted by students, peers, and 
supervisors, measurement of instructional performance, classroom management, and 

teaching strategies 

• Standardized tools include: 

o Subject Instruction Performance Rating 

o Summary of Faculty Performance 

o Instructional Performance Ranking 

The system ensures: 

• Data integrity and confidentiality 

• Timely submission and processing of results 

• Use of evaluation results for faculty ranking, promotion, and development 

B. Policies on Scholarly Works 

The University also enforces policies on the evaluation of instructional materials and scholarly 

outputs. Instructional materials undergo rigorous review and approval by the Instructional 

Materials Development Committee (IMDC) 

 

 



 

• Evaluation criteria include: 

o Content accuracy and relevance 

o Alignment with curriculum outcomes 

o Pedagogical effectiveness 

Additionally, faculty are required to: 

• Integrate research findings into instruction 

• Update teaching materials regularly 

• Engage in research, publication, and presentation in scholarly fora 

This ensures that scholarly works are quality-assured, curriculum-aligned, and instructionally 

relevant . 

 

Institutional policies on professional performance and scholarly works. 

 



 

 



 

 

 

 

 

 

 

 



 

2. IMPLEMENTATION 

• Consolidate the resources used and/or prepared by faculty to enhance teaching-

learning process. 

 

Name of Faculty Subject ICT 
Resources 

Utilized 

Instructional 
Materials 

Used 

Relevant 
Research 
Finding 
Adopted 

1. SANDRA 
ANGELA A. 
BANGCAYA 

➢ Accounting for 
Partnership and 
Corporation for 
Non Accounting 
students 

 
➢ Basic Accounting 

for Non 
Accounting 
students 

 
➢ Accounting for 

Servicing and 

Merchandising 

Entities  
 

 
Course 
Syllabus, 
Modules, IMs 
 
 
 
Course 
Syllabus, 
Modules, IMs 
 
 
Course 
Syllabus, 
Modules, IMs 

 

2. JAY-R G. 
VILDAC 

Practical Guide on 
Writing Project 
Feasibility Study 

 
 
Course 
Syllabus, 
Modules, IMs 

 

 



 

 



 

 
 

 



 

 
 

 

 
 
 
 

 



 

 
 
 
 
 

 



 

 
 
 

• Consolidate the faculty involvement as consultant, Resource Person or Lecturer in field 

of specialization and other disciplines. 

Name of Faculty Nature of 
Involvement 

Sponsoring/Concerned 
Agency 

Name of Activity 

1. SANDRA ANGELA 
A. BANGCAYA, CPA, 
MBA.LPT 

Resource 
Speaker 

University of Southern 
Mindanao 

 
 

         University of    
Southern Mindanao 

1. Financial 
Statement 
Preparation and 
Basic 
Bookkeeping 
Training 

2. Financial 

Management 

System Training 

  
2. JAY-R G. 

VILDAC, CPA, 
MBA, DBA 

Resource 
Speaker 
 
 
Resource 
Speaker 

University of Southern 
Mindanao 

 
 

          University of 
Southern Mindanao  

1. lectures on 
Management 
Advisory Services 

 

2. Financial 
Management 
System Training 
  



 

3. ALLEN SHANE C. 
GARCIA, CPA, 
MBA, DBM 

Resource 
Speaker 
 
 
 
 
 
 
 
 
 
Tutor 
 
 
 
 
 
Tutor 
 
 
 
 
 
Resource 
Speaker 
 
 
 
 
 
Resource 
Speaker 
 
 
 
 
Resource 
Speaker 
 
 
 
 
Resource 
Speaker 
 
 
 
Resource 
Speaker 
 
 
 
 
 
 
 
 
 

UNIVERSITY OF 
SOUTHERN MINDANAO-
KCC 
 
 
 
 
 
 
 
Colegio de San Gabriel 
Archangel, San Jose del 
Monte, Bulacan) 
 
 
 
 Colegio de San Gabriel 
Archangel, San Jose del 
Monte, Bulacan) 
 
 
 
 
KAPWA UPLIFTMENT 
FOUNDATION, INC. 
 
 
 
 
 
KAPWA UPLIFTMENT 
FOUNDATION, INC. 
 
 
 
KAPWA UPLIFTMENT 
FOUNDATION, INC. 
 
 
 
 
 
Palawan National School 
 
 
 
 
CENTRAL MINDANAO 
COLLEGES 
 
 
 
 
 
 
 
 
 

1. Overcoming 
Financial Hurdles 
(Solutions to 
common 
challenges in 
Public and 
Private Sector 
Management) 
 
 

2. Ace the Basics: 
Basic Accounting 
Tutorial Vol. 2 

 
 

 

3. Ace the Basics: 
Basic Accounting 
Tutorial 

 

 

 

4. Maximizing 
Revenue through 
Cooperative 
Reach Expansion 

 

5. Basics in 
Financial Record 
Keeping for 
Cooperatives 

 

6. Developing an 
entrepreneurial 
Mind for 
Cooperative 
Leaders 

 
 

7. PNS Accounting 
Club Launching 
Ceremony 

 
 

8. CAB Me: A 
Seminar 
Workshop 
Enhancing 
Product 
Feasibility and 
Operational 
Design for 
Sustainable 
Enterprises 



 

Resource 
Speaker 
 
 
 
 
Resource 
Speaker 
 
 
 
 
 
 
 
Resource 
Speaker 

UNIVERSITY OF 
SOUTHERN MINDANAO 
 
 
 
NATIONAL 
FEDERATION OF 
JUNIOR PHILIPPINE 
INSTITUTE OF 
ACCOUNTANTS 
 
 
 
 
 
AGRICULTURAL 
TRAINING INSTITUTE-
REGION XII 
 
  

9. Bookkeeping 
Basics: A 
Foundation for 
Financial Clarity 

 

10. The Career 
Roadmap: 
Winning 
Resumes and 
Interview 
Mastery 
 

 

11. Training on 
Cattle 
Production and 
Management for 
the livestock-
based 
Economic 
Enterprise 
Development 
(LEED) in 
Region XII 

4. BAIKONGAN 
B. GUIAMAN, 
CPA 

Resource 
Speaker 
 
 
 
 
 
Resource 
Speaker 
 
 
 
 
 
Resource 
Person 
 
 
 

LOCAL GOVERNMENT 
UNIT OF PIKIT 
 
 
 
 
 
University of Southern 
Midnanao- Kidapawan 
City 
 
 
 
University of Southern 
Mindanao- Kidapawan 
City 

12. Holistic Wellness 
at Work : Building 
a healthy Mind 
and Smarter 
Finances 
 

 
13. LEVEL UP: 

Managerial 
Training and 
Workshop 
 
 
 

14. Tri people Day 

 
 
 
 
 
 
 
 
 
 



 

 
 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 



 

 



 

 

 

 



 

 

 

 

 



 

 
 

• Consolidate published works/paper presented by faculty 

•  relevant to the Program within the last 3-5 years. 

 

 
• Published works 

Faculty Title of Article Journal Volume Issue 

No. 
Date 

Published 
Publisher 

1.DR. JAY-
R G. 
VILDAC 

Predictors of 
Financial Well-
being of Sole-
proprietors in Food 
Related Business in 
SOCCSKSARGEN, 
Philippines 
 
What Makes them 
happy? Measuring 
the happiness of 
Certified Public 
Accountants 
through the COVID-
19 Pandemic in 
Cotabato, 
Philippines 

Review of 
Integrative 
Business and 
Economics 
Research 
 
 
 
International 
Journal of 
Multidisciplinary 
Applied 
Business and 
Education 
Research 

 
 
Vol 13 
 
 
 
 
 
Vol 7  

 
 
4 
 
 
 
 
 
5 

 
 
2024 
 
 
 
 
 
July 5, 
2026 

 

2. DR. 
ALLEN 
SHANE 
C. 
GARCIA 

THE E-
READINESS of 
Small & Medium 
Enterprises in 
SOCCSKSARGEN: 
An Explanatory 
APPROACH 

 International 
Journal of 
Education 
Research 

Vol 30 1 May 31, 
2026 

 

 

 

 
• Papers presented relevant to the program within the last 3-5 years. 

Name of 

Faculty 
Title of Paper Convention/Conference/Seminars/ 

Workshops/Symposium, etc 
Place and 

Date 

1. Jay-r 

Vildac 

Predictors of Financial 
Well-being of Sole-
proprietors in Food 
Related Business in 
SOCCSKSARGEN, 
Philippines 
 
What Makes them 
happy? Measuring the 
happiness of Certified 
Public Accountants 
through the COVID-19 
Pandemic in Cotabato, 
Philippines 

SIBR 2024 Conference on 

Interdisciplinary Business and 

Economics Research 

 

 

 

 

SIBR 2024 Conference on 

Interdisciplinary Business and 

Economics Research  

Jan 5-6, 

2024 

Seoul , 

South 

Korea 

 

 

Jan 5-6, 

2024 

Seoul , 

South 

Korea 

 

 

 

  



 

2. Allen 

Shane 

C. 

Garcia 

The E-readiness of Small 

and Medium Enterprises 

in SOCCSKSARGEN: 

An Explanatory 

Sequential Approach 

UIC International Research Forum UIC Mini 

auditorium 

  

• Outreach activities of faculty relevant to the Program. 

 

Titlle/Nature of Outreach Activity Place and Date No. of 
Clientele 
Served 

Faculty Involved 

1. KABALANSE: 
Kabuhayan Bookkeeping 
and Literacy Assistance 
for Neighborhood 
Sustainability and 
Empowerment Project   

Kabacan, 

Tulunan, Mlang/ 

July 1, 2024 to 

December 31, 

2025 
 

23 Sandra Angela A. 
Bangcaya 
 
Jay-r G. Vildac 
 
Julhaina C. 
Cambang 

2. Capacity Building, 
Demonstration, and 
Enterprise Development 
of Maguindanaon 
Delicacies (CBDEM–
Delicacies) 

 

 
 

Cuyapon, 
Kabacn, 
Cotabato/Jan-Dec 
2025 

15 Sandra Angela A. 
Bangcaya 
 
Jay-r G. Vildac 
 
Julhaina C. 
Cambang 

3. Harenessing Efforts for 

Recovery Operations 

(HERO) in Rebuilding 

Lives of OBO-MANOBO 

tribe in Bongolonan 

Magpet, Cotabato 
 

Magpet, 

Cotabato/ Jan-

Dec 2025 
 

18 Jay-r G. Vildac 
 
Sandra Angela A. 
Bangcaya 
 
Allen Shane C. 
Garcia 

4. Crafting the Future: 

Protecting Heritage by 

Promoting Locally-made 

Products (UNIK Project 

3) 

Makilala, 

Cotabato/Jan-Dec 

2025 

23 Jay-r G. Vildac 
 
Sandra Angela A. 
Bangcaya 
 
Allen Shane C. 
Garcia 

 

3. OUTCOMES 

• Describe/Show evidences that the scholarly works of faculty earned commendable 

citations. 

The scholarly works of faculty have achieved high-impact recognition and citations, 

as evidenced by: 

• Publications in Scopus and Web of Science-indexed journals 

• Extensive international collaboration networks 

• Alignment with global research themes (e.g., motivation, engagement, physical 

activity) 



 

• Increased visibility and citation potential 

These outputs demonstrate that faculty research: 

• Contributes to knowledge generation in Management Accounting 

• Enhances institutional reputation 

• Supports evidence-based teaching practices 

 

3. BEST PRACTICES 
• Cite as many best practices as you can on Parameter F (Professional Performance 

and Scholarly Works 

 

A. Professional Performance 

• Performance-Based Faculty Evaluation – Regular evaluation of faculty performance 
through the Individual Performance Commitment and Review (IPCR) and other 
institutional assessment mechanisms. 

• Merit-Based Promotion System – Implementation of faculty promotion and career 
advancement in accordance with NBC 461, Civil Service Commission policies, and 
university guidelines. 

• Competency-Based Faculty Development – Identification of faculty training needs 
through competency gap assessments and Learning and Development (L&D) Plans. 

• Continuous Professional Development – Participation of faculty in seminars, 
conferences, workshops, and professional training relevant to accounting, management 
accounting, taxation, auditing, and finance. 

• Industry-Aligned Faculty Competence – Engagement of part-time faculty members with 

relevant industry experience to teach specialized subjects and provide practical insights. 

Scholarly Works and Research Productivity 

• Institutional Faculty Development Program – Implementation of the university's Board of 
Regents-approved Faculty Development Program (2022–2031) to strengthen faculty 
research and scholarly productivity. 

• Research Agenda Alignment – Alignment of faculty research with university research 
priorities, national development goals, and emerging issues in business and 
management accounting. 

• Research-Based Instruction – Integration of faculty research findings into classroom 
discussions, learning materials, and case analyses. 

• Publication of Scholarly Works – Encouragement of faculty to publish research articles in 
peer-reviewed journals and other reputable academic publications. 

• Research Presentation in Conferences – Participation in local, national, and international 
research conferences to disseminate findings and receive scholarly feedback. 

• Collaborative Research – Promotion of research partnerships among faculty members, 
students, other academic institutions, and industry practitioners. 

• Student-Faculty Research Collaboration – Involvement of students in faculty research 
projects to strengthen research competencies and scholarly engagement. 

• Research Mentoring – Provision of guidance to early-career researchers and students in 
research design, data analysis, academic writing, and publication. 

• Research Capability-Building Activities – Conduct of workshops on research 
methodology, statistical analysis, citation management, and scientific writing. 

• Research Funding and Grants – Encouragement of faculty to seek institutional and 
external research grants to support scholarly investigations. 

• Research Incentive Mechanisms – Recognition and support for faculty members who 
produce quality publications, present research, or generate impactful outputs.. 

• Research Dissemination Activities – Sharing of research results through conferences, 
forums, publications, seminars, and stakeholder consultations. 



 

 
PARAMETER G. SALARIES, FRINGE BENEFITS AND INCENTIVES 

 
1. SYSTEM-INPUTS AND PROCESSES 

• Present relevant national and institutional policies on salaries; compensation and 
grants of benefits. 

• Present the Institution’s CSC-approved PRAISE (Program on Rewards and Incentives 

for Service Excellence) Guidelines including the Institution’s Guidelines on the Grant 

of Performance Based Bonus (PBB). 

• Enumerate the Institution’s grant of Leave benefits 

A. National and Institutional Policies on Salaries, Compensation, and Benefits 

The institution adopts and implements national government policies on compensation and 
benefits, ensuring compliance with laws and DBM issuances. 

National Policies: 

• Salary Standardization Law (SSL) – provides standardized salary grades for 

government personnel 

• DBM Budget Circular No. 2024-1 – governs the Uniform/Clothing Allowance 

(U/CA) grant, including eligibility, rates, and funding sources. 

• DBM Circular on Year-End Bonus and Cash Gift – mandates the grant of bonuses 

equivalent to one-month basic salary and ₱5,000 cash gift. 

Institutional Policies: 

• The USM Code contains provisions on: 

o Personnel benefits and welfare 
o Compensation structure 
o Incentives and rewards system 

• The Faculty Manual : 

o Benefits, compensation, privileges, and rights of faculty 

These policies ensure a transparent, standardized, and legally compliant compensation 

system. 

 

B. PRAISE and Performance-Based Bonus (PBB) 

The institution adopts the Program on Awards and Incentives for Service Excellence 

(PRAISE) consistent with Civil Service Commission guidelines. 

PRAISE aims to: 

o Recognize faculty contributions such as: 
o Research outputs 
o Innovations 
o Publications 
o Outstanding service 

• Provide cash incentives and recognition awards 

• Encourage excellence, integrity, and productivity in public service 

In addition, the institution implements the Performance-Based Bonus (PBB): 



 

•  Granted based on performance ratings and institutional targets 

•  Linked to productivity and service excellence 

•  Documented through payroll and official releases 

C. Leave Benefits Granted by the Institution 

The institution provides comprehensive leave benefits in accordance with Civil Service rules 

and institutional policies. 

Leave Benefits Include: 

1. Maternity Leave / Paternity Leave (with pay) 
2. Sick Leave 
3. Study Leave (with or without pay) 
4. Vacation Leave 
5. Sabbatical Leave 
6. Compensatory Overtime Credit 
7. Deloading for Thesis/Dissertation Completion 
8. Thesis/Dissertation Aid 

These provisions support faculty welfare, professional development, and work-life balance. 

 

2. IMPLEMENTATION 

• Describe the system of compensating and rewarding the faculty, with specifis description 
of the following: 

• basis of the faculty salary rates (Salary Standardization Law); 
• other benefits (PERA-Personnel Economic & Relief Allowance; bonuses, etc.); 
• mode of overload teaching copensation. 

System of Compensation and Rewards 

The institution implements a structured and multi-component compensation system: 

1. Basis of Salary Rates 

• Salaries follow the Salary Standardization Law (SSL) 

• Faculty are assigned salary grades based on rank, qualifications, and experience 

• Adjustments are implemented in accordance with national government issuance 

2. Other Benefits 

Faculty receive statutory and institutional benefits, including: 

• PERA (Personnel Economic Relief Allowance) 

• Mid-Year Bonus 

• Year-End Bonus and Cash Gift 

• Clothing/Uniform Allowance 

• Anniversary Bonus 

• Performance-Based Bonus (PBB) 

3. Mode of Overload Teaching Compensation 

Teaching assignments beyond regular load are compensated through: 

• Overload Pay 

• Service Credits (monetized or converted to leave credits) 

B. Fringe Benefits (Last 3–5 Years) 

Fringe Benefit/s 

Rice Subsidy (Faculty Assoc.) 



 

Clothing Allowance 

Performance-Based Bonus 

Anniversary Bonus 

Research Honoraria 

Housing Privilege 

Tuition Fee Discount (Dependents) 

Others (e.g., Thesis Aid, Sabbatical Support) 

C. Incentives System for Outstanding Faculty 

The institution implements a robust incentives system: 

• Publication Incentives 

o Scopus/Web of Science indexed: up to ₱30,000 or higher 

o Incentives distributed among authors 

• Awards and Recognition 

o “Gawad Parangal” awards for outstanding achievements 

• Research Incentives 

o Honoraria for research leadership and outputs 

• Conference Support 

o Subsidies for participation, presentation, and publication These incentives 

promote: 

• Research productivity 

• Academic excellence 

• Professional growth 

System of compensating and rewarding the faculty, with specific description of the following: 
 
o basis of the faculty salary rates (Salary Standardization Law); 
o other benefits (PERA-Personnel Economic & Relief Allowance; bonuses, etc.); 
o mode of overload teaching copensation. 
 
OUTCOMES 
The institution demonstrates positive outcomes in faculty satisfaction, as evidenced by: 

• Faculty acknowledgment of timely salary releases 

• Continuous availment of benefits and incentives 

• Active participation in research and publication activities 

• Recognition of faculty achievements through awards 
“The faculty are satisfied with their compensation and rewards.” 
This reflects a high level of morale, motivation, and institutional trust. 
 
BEST PRACTICES 

• The institution demonstrates the following best practices: 

• Full compliance with national compensation laws and DBM issuances 

• Clear institutional policies through the USM Code and Faculty Manual 

• Implementation of PRAISE for structured recognition and incentives 

• Transparent and performance-based PBB system 

• Timely and regular salary disbursement system 

• Comprehensive leave benefits system supporting faculty welfare 



 

• Strong research incentive program (publication rewards) 

• Provision of conference and publication subsidies 

• Availability of housing privileges and tuition discounts 

• Support for faculty development (study leave, sabbatical, thesis aid) 

• Integration of financial and non-financial incentives 

• Recognition programs such as Gawad Parangal 

• Availability of overload compensation and service credit system 

• Regular policy dissemination through meetings and memoranda 

• Strong linkage between performance, rewards, and institutional goal 
 

PARAMETER H – PROFESSIONALISM 

 
1. SYSTEM-INPUTS AND PROCESSES 

• Present Institution’s Guidelines/Policies on Work Ethics, Attendance in Classes, 

submission of Academic Reports and Decorum. 

• Present legal documents that contain policies on professionalism adopted by the 

Institution 9RA 6713 & Code of Ethics of the Profession). 



 



 



 



 



 



 



 



 



 

 

 
IMPLEMENTATION 
 
The institution effectively implements its policies through structured supervision and 
monitoring systems, ensuring that faculty consistently demonstrate professionalism in all 
academic functions. 
 

A. Supervision of Faculty Performance 
 

1. Preparation of Instructional Materials 
 

Faculty are required to prepare course syllabi, modules, and instructional materials, 
which are reviewed and approved by academic heads. These materials are regularly updated 
to align with curricular outcomes and standards. 
 
2. Formulation, Updating, and Enrichment of Syllabi 
Faculty members are tasked to: 

• Develop and regularly update syllabi 

• Ensure alignment with Program Outcomes (POs) and Course Learning Outcomes 

• (CLOs) 

• Integrate relevant and updated content 
These are subject to review by the Dean and academic committees. 
 
 
 
 
 



 

3. Class Preparation and Delivery 

Faculty demonstrate professionalism through: 

• Regular and prompt attendance in classes 

• Preparedness in lesson delivery 

• Use of appropriate teaching strategies 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 
 



 

 



 

 
 
 



 

 

 
 



 

 
 



 

 
 
 



 

 
 
 



 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 



 

 

 

 

 



 

 



 

 

 

 

 



 

 



 

 

 

 

 



 

 

 

 

 



 

 

 

 

 



 

 

 

 

 


