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ABSTRACT 

Faculty workload, stress, and job satisfaction are critical factors influencing performance, well-being, and 

retention in higher education institutions. This study investigates the relationship between faculty workloads, 

stress management, and job satisfaction among criminology faculty in private higher education institutions in 

the Zamboanga Peninsula. Utilizing a descriptive-correlational research design, the study involved 100 faculty 

members from various institutions offering criminology programs. They were selected using random sampling. 

Three self-made survey questionnaires were used in this study to evaluate criminology faculty members' 

workloads, stress management, and job satisfaction while ensuring their clarity, reliability, and compatibility 

with the study's objectives. To summarize data patterns and examine the connections among workloads, stress 

management, and job satisfaction, the mean, standard deviation, and Pearson correlation were employed. The 

results revealed that faculty members experience a very high workload, with instructional duties being the 

most prominent, followed by extension services and research activities. Stress management was also rated very 

high, with faculty effectively using coping mechanisms and benefiting from strong social support systems. Job 

satisfaction was found to be very high overall, particularly in terms of work environment and compensation 

and benefits, although recognition and rewards scored slightly lower, suggesting an area for institutional 

improvement. The study found no significant correlation between workloads and stress management. No 

significant relationship was also noted between faculty workload and job satisfaction. These results suggest 

that while general workloads do not significantly affect stress management or job satisfaction, increased 

responsibilities in community-based extension services may reduce perceived support and satisfaction levels. 

The findings highlight the importance of balanced workload distribution, improved faculty recognition 

systems, and enhanced institutional support—especially for those involved in extension work. 

Recommendations include developing structured policies for workload distribution, implementing recognition 

initiatives, and providing targeted support to maintain faculty well-being and promote retention in criminology 

education. 

Keywords: Coping mechanisms, extension services, institutional support, job satisfaction, workload, stress 

management 

INTRODUCTION 

Rationale of the study 

Faculty workloads play a critical role in influencing stress levels and job satisfaction among educators, 

especially within higher education. Studies have shown that elevated workloads often lead to emotional 

exhaustion, burnout, and diminished job satisfaction (Abdulpatta et al., 2024; Xu & Wang, 2023). Criminology 

faculty in particular face complex responsibilities, balancing teaching, research, administrative duties, and 

community extension services. This multifaceted workload can overwhelm educators and impact their overall 

well-being, as supported by Aragon et al. (2024), who found that allied academic duties contribute 

significantly to faculty stress and reduced performance. 

The ability to manage stress effectively is vital in mitigating the negative impact of workload and maintaining 
both professional output and personal wellness. However, research exploring stress management strategies 
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among criminology educators in the Philippines remains scarce. Dueñas (2023) emphasized that organizational 

support—such as clear policies, accessible mental health services, and professional development—plays a key 

role in alleviating stress among faculty. Without such support, educators may struggle to cope with the 

demands of their roles, which ultimately affects their engagement and retention in academic institutions. 

While job satisfaction, workload, and stress management have each been studied independently, few studies 

integrate these variables within the specific context of criminology programs. Existing research tends to focus 

on general education or broader faculty populations, overlooking the unique challenges experienced by 

criminology educators. This study seeks to address that gap by examining the interconnectedness of these 

factors and how they shape faculty experiences, aiming to guide institutions in developing evidence-based 

policies and interventions tailored to the criminology field. 

The study is particularly relevant in addressing the need for a supportive academic environment through 

institutional practices. Faculty members stand to benefit from findings that inform effective stress-coping 

strategies and emphasize the importance of balanced workloads. Academic leaders and administrators can use 

the results to develop targeted workload policies, recognition systems, and institutional support structures. As 

Salimzadeh et al. (2021) and Ross et al. (2023) note, countries that adopt flexible faculty schedules and 

wellness initiatives report improved faculty satisfaction and performance. 

Ultimately, this study highlights the need for more focused research on faculty well-being in criminology 

education. By aligning workloads with adaptive stress management strategies and enhancing institutional 

support systems, higher education institutions can foster a healthier, more productive work environment. 

Evidence from studies like Vizcarra et al. (2024) and Lantican (2021) confirms that faculty who feel 

supported—through mental health programs, peer collaboration, and professional recognition—experience 

higher job satisfaction. Therefore, this research aims to contribute to a broader understanding of how to sustain 

faculty engagement and retention in criminology programs through informed and holistic interventions. 

METHODS 

The study employed a correlational and predictive quantitative design to examine the relationships between 

faculty workloads, stress management, and job satisfaction. By using validated survey instruments and 

statistical analyses like correlation and regression, the research sought to identify associations and causative 

trends. This design was chosen to systematically assess how workload variations influence stress handling and 

satisfaction levels, making the findings applicable for interventions aimed at improving faculty well-being. 

The research was conducted in private higher education institutions located in the Zamboanga Peninsula, 

Philippines, specifically targeting criminology programs under the School of Criminal Justice Education. The 

setting was considered ideal for studying these variables due to the specialized nature of criminology 

education and the academic demands placed on faculty members within these programs. 

The respondents included 100 criminology faculty members selected through purposive sampling, without 

restrictions based on age, gender, or tenure. To gather the necessary data, the researcher developed three self- 

constructed survey instruments specifically designed to measure faculty workloads, stress management 

strategies, and job satisfaction levels, ensuring the tools were aligned with the research objectives and 

reflective of the faculty’s professional experiences. 

RESULTS AND DISCUSSIONS 

Respondents’ Workloads 

Table 1 presents the levels of workload among respondents based on three key academic functions: 

instruction, research outputs, and extension services. The data reveals that instructional workload received 

the highest weighted mean (WM = 4.81, SD = 0.2026), interpreted as Very High. This suggests that teaching 

remains the most time-consuming and prioritized task among faculty. Extension services followed closely 

with a Very High interpretation (WM = 4.29, SD = 0.4903), while research outputs received a slightly lower 
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score (WM = 3.79, SD = 0.5087), corresponding to a High level of workload. The overall weighted mean 

stands at 4.29, reflecting a Very High overall workload. 

These findings reflect a common trend in many higher education institutions, particularly in the Philippines, 

where faculty are primarily engaged in teaching responsibilities. According to Salazar and de Guzman 

(2021), instructional roles often dominate faculty schedules, largely due to institutional expectations and 

student demands. Meanwhile, research activities, while important, are frequently perceived as secondary due 

to limited time and support, as noted by Medina et al. (2020). The moderately high workload in research 

supports this view, suggesting that while faculty are engaged in scholarly work, it does not receive the same 

emphasis as teaching. 

Extension services also garnered a Very High workload level, indicating increased faculty involvement in 

community-based initiatives. Recent studies, such as that of Ramos and Enriquez (2023), point to a growing 

institutional commitment to extension programs, often as a response to accreditation requirements or 

mandates for social impact. However, the standard deviations for both research and extension are higher 

compared to instruction, implying that involvement in these areas varies more widely among respondents, 

likely due to differences in expertise, institutional support, and role assignments. 

The study's results underscore the significant instructional burden placed on faculty, which may inadvertently 

limit their capacity to balance other academic responsibilities such as research and extension work. This has 

implications for institutional policy and faculty development planning. If not addressed, such imbalance can 

lead to professional burnout, reduced research output, and uneven community engagement. Higher education 

institutions should therefore consider revising workload policies to promote more equitable distribution of 

responsibilities. Initiatives like reducing class sizes, offering research incentives, and recognizing extension 

work in promotion criteria may help support faculty in fulfilling their multifaceted roles effectively, thereby 

enhancing both institutional performance and faculty satisfaction. 

Table 1 Respondents’ Workload 

 

Faculty Workloads WM StDev Interpretation 

Instructions 4.81 0.2026 Very High (VH) 

Research Outputs 3.79 0.5087 High (H) 

Extension Services 4.29 0.4903 Very High (VH) 

Overall Weighted Mean 4.29 0.510 Very High (VH) 

Legend: 4.21-5.00 (Very High (VH), 3.41-4.20 (High (H), 2.61-3.40 (Moderate (M), 1.81-2.60 (Low (L), 
1.00-1.80 (Very Low (VL). 

Respondents’ Stress Management 

Table 2 presents the respondents' level of stress management based on two core dimensions: coping 

mechanisms and social support. The findings show that both indicators fall under the Very High category, 

with social support receiving a slightly higher weighted mean (WM = 4.40, SD = 0.3458) than coping 

mechanisms (WM = 4.35, SD = 0.2263). The overall weighted mean of 4.38 further reinforces that faculty 

members demonstrate a very high capacity to manage stress effectively in their professional environment. 
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The high rating for coping mechanisms indicates that the respondents actively use personal strategies such as 

problem-solving, emotional regulation, and time management to deal with stress. These findings support the 

work of Lopez and Alviar (2021), who found that academic professionals in higher education develop 

personalized coping routines to handle daily pressures, especially when balancing instructional duties with 

research and community engagement. Effective coping is linked not only to reduced stress levels but also to 

improved job performance and emotional well-being. 

The even higher rating for social support emphasizes the importance of interpersonal relationships in stress 

management. Support from colleagues, administrators, friends, and family appears to play a crucial role in 

helping faculty navigate work-related stress. According to Cruz and Javier (2023), social support acts as a 

protective factor that enhances psychological resilience and mitigates burnout, especially in high-stakes 

academic environments. Likewise, Tanguilig and dela Rosa (2020) observed that faculty members who 

receive consistent emotional and institutional backing are more likely to report lower stress levels and greater 

professional satisfaction. The low standard deviations for both dimensions suggest a strong consensus among 

respondents regarding their high level of stress management, which could be attributed to institutional 

programs promoting mental health awareness, professional development, or peer mentoring systems. 

These findings suggest that faculty members in the study possess robust mechanisms for managing stress, 

both individually and through external support systems. This is a positive indicator for institutional stability 

and workforce well-being. However, maintaining these levels requires continued investment in faculty 

wellness. Institutions should consider reinforcing current programs by offering regular mental health 

workshops, creating safe spaces for dialogue, and encouraging collaborative work environments. By 

institutionalizing support structures and promoting adaptive coping behaviors, academic organizations can 

enhance not only the mental health of their employees but also the overall productivity and retention of their 

faculty. 

Table 2 Respondents’ Stress Management 

 

Stress Management WM StDev Interpretation 

Coping Mechanism 4.35 0.2263 Very High (VH) 

Social Support 4.40 0.3458 Very High (VH) 

Overall Weighted Mean 4.38 0.0354 Very High (VH) 

Legend: 4.21-5.00 (Very High (VH), 3.41-4.20 (High (H), 2.61-3.40 (Moderate (M), 1.81-2.60 (Low (L), 

1.00-1.80 (Very Low (VL). 

Respondents’ Job Satisfaction 

The results from Table 3 reveal that the respondents reported a Very High overall level of job satisfaction, as 

reflected by an overall weighted mean (WM) of 4.57. Among the three dimensions assessed, the highest level 

of satisfaction was recorded in the work environment (WM = 4.89, SD = 0.1490), suggesting that respondents 

find their workplace conducive, collegial, and supportive. This aligns with the findings of Cruz and De Vera 

(2022), who emphasized that an academic environment characterized by collaboration, open communication, 

and access to resources significantly contributes to faculty well-being and performance. 

The second-highest rating was observed in compensation and benefits (WM = 4.66, SD = 0.2040), indicating 

that most respondents are satisfied with the financial and non-monetary rewards they receive. This supports 

the assertion by Alvarado and Santos (2020) that fair remuneration and sufficient benefits such as healthcare, 

leave entitlements, and professional allowances enhance employee retention and work motivation in 

educational institutions. 
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Although recognition and rewards received the lowest mean among the three variables (WM = 4.16, SD = 

0.2583), it still falls under the High interpretation. This result points to the importance of acknowledging 

employee efforts and achievements, which, although generally present, may not be as emphasized as other 

factors. According to Martinez and Robles (2021), recognition plays a crucial psychological role in 

reinforcing positive behaviors and boosting morale, especially in professions where intrinsic motivation is 

high, such as teaching. The relatively lower score in this area suggests that institutions could further develop 

recognition systems that are consistent, inclusive, and aligned with faculty expectations. The low standard 

deviation across all categories reflects a shared experience among the respondents, indicating consistency in 

institutional practices that shape their satisfaction levels. This may suggest the presence of clear policies and 

well-implemented faculty support systems. 

The findings demonstrate that faculty members are generally satisfied with their jobs, especially in terms of 

their physical and professional work settings and the benefits they receive. Such satisfaction can contribute to 

higher productivity, reduced burnout, and a stronger sense of institutional loyalty. However, the relatively 

lower score for recognition and rewards highlights a potential area for improvement. Institutions should 

consider developing more structured and transparent systems for faculty acknowledgment, including 

performance-based incentives, awards, and public commendations. Strengthening this aspect could lead to 

even greater job satisfaction and, consequently, enhanced faculty engagement and institutional effectiveness.  

Table 3 Respondents’ Job Satisfaction 

 

Job Satisfaction WM StDev Interpretation 

Recognition and Rewards 4.16 0.2583 High (H) 

Work Environment 4.89 0.1490 Very High (VH) 

Compensation and Benefits 4.66 0.2040 Very High (VH) 

Overall Weighted Mean 4.57 0.373 Very High (VH) 

Legend: 4.21-5.00 (Very High (VH), 3.41-4.20 (High (H), 2.61-3.40 (Moderate (M), 1.81-2.60 (Low (L), 
1.00-1.80 (Very Low (VL). 

Significant Relationship between the Faculty Workload and the Level of Stress Management 

The data presented in Table 4 indicates that, overall, no significant relationship exists between the faculty’s 

workload and their level of stress management, except in one area. Specifically, a statistically significant 

negative relationship was found between extension services and social support (r = -0.245, p = 0.01), which 

led to the rejection of the null hypothesis (Ho). This finding suggests that as the workload related to extension 

services increases, the perceived availability or reliance on social support tends to decrease. For all other 

pairings between workload components (instructions, research outputs, and extension services) and stress 

management dimensions (coping mechanism and social support), the p-values exceed 0.05, leading to the 

acceptance of the null hypothesis—indicating no significant relationships. 

The lone significant result may reflect the demanding and often field-based nature of extension work, which 

can reduce time spent with peers and family or limit access to immediate support systems. On the other hand, 

the absence of significant relationships in other areas implies that faculty members may have developed 

independent coping systems and stress management techniques that are not directly influenced by workload 

volume. This supports the assertion by Santos and Jimenez (2022), who highlighted that university faculty 

often build resilience through personal experience, institutional training, and emotional regulation, making 

their stress levels less sensitive to fluctuations in workload. 
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The findings suggest that while general faculty workloads may not significantly impair stress management, 

extension-related duties could have a unique impact on how supported faculty feel. This calls for institutional 

strategies to ensure that personnel involved in extension services receive adequate emotional and logistical 

support. Universities may consider integrating team-based outreach efforts or rotating assignments to reduce 

isolation. Additionally, training programs that enhance faculty coping strategies, regardless of workload, can 

further bolster stress resilience. The study highlights the importance of targeted support mechanisms, 

especially in roles that involve high community engagement, to sustain both productivity and well-being. 

Table 4 Significant Relationship between the Faculty Workload and their Level of Stress Management 
 

Constructs Coping Mechanism Social Support 

Instructions r= -022 

p= 0.828 

Accept Ho 

r=-0.167 

p= 0.09 

Accept Ho 

Research Outputs r=-0.132 

p= 0.189 

Accept Ho 

r= -0.057 

p= 0.57 

Accept Ho 

Extension Services r= -0.015 

p= 0.879 

Accept Ho 

r= -0.245 

p= 0.01** 

Reject Ho 

Ho: There is no significant relationship between the faculty workload and their level of stress management 

Legend: 0.00-0.01**Highly Significant, 0.02-0.05*Significant, above 0.05 Not Significant Significant 
Relationship between the Faculty Workload and Job Satisfaction 

The results of Table 5 indicate that, in most areas, there is no statistically significant relationship between 

faculty workloads and their job satisfaction. The p-values across all components of workload (instruction, 

research outputs, and extension services) and job satisfaction dimensions (recognition and rewards, work 

environment, and compensation and benefits) are above 0.05, with one exception. A significant negative 

relationship was observed between extension services and work environment (r = -0.197, p = 0.05), resulting 

in the rejection of the null hypothesis in this specific pairing. This suggests that as extension workloads 

increase, satisfaction with the work environment may decline. 

The absence of strong relationships in most areas may point to a complex set of influencing factors beyond 

workload that shape faculty job satisfaction, such as administrative leadership, institutional culture, and career 

development opportunities. These findings are consistent with the study by Delos Reyes and Almonte (2020), 

which concluded that while workload is a factor in job satisfaction, it is often mediated by organizational 

support and autonomy. This observation aligns with Jimenez and Cruz (2021), who noted that personal 

motivation, recognition systems, and workplace dynamics often have stronger influences on faculty 

satisfaction than workload volume alone. 

The findings imply that universities and colleges must go beyond adjusting faculty workload to improve job 

satisfaction. While managing workload remains important, particularly in the area of extension services, 

institutions should focus more on enhancing the quality of the work environment, especially for faculty 

involved in off-campus or community outreach. Providing adequate support systems, such as logistical 

assistance, clear guidelines, and recognition for extension work, could help improve satisfaction levels. 
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Additionally, this suggests the need for a more holistic approach to faculty well-being, considering both 

quantitative and qualitative aspects of their professional experience. 

Table 5 Significant Relationship between the Faculty Workload and Job Satisfaction 
 

Constructs Recognition and 

Rewards 

Work Environment Compensation and 

Benefits 

Instructions r= 0.149 

p= 0.139 

Accept Ho 

r= -0.172 

p= 0.086 

Accept Ho 

r= 0.051 

p= 0.616 

Accept Ho 

Research Outputs r= 0.131 

p= 0.195 

Accept Ho 

r= -0.131 

p= 0.193 

Accept Ho 

r=0.109 

p=0.279 

Accept Ho 

Extension Services r= 0.132 

p= 0.191 

Accept Ho 

r= -0.197 

p= 0.05* 

Reject Ho 

r= 0.020 

p= 0.445 

Accept Ho 

Ho: There is no significant relationship between the faculty workload and their level of Job satisfaction. 

Legend: 0.00-0.01**Highly Significant, 0.02-0.05*Significant, above 0.05 Not Significant 

CONCLUSIONS 

The study concluded that faculty members in criminology programs carry a heavy instructional load, with 
teaching responsibilities being the primary focus, followed by significant engagement in extension services, 

and to a lesser extent, research activities. This imbalance suggests that teaching dominates faculty efforts, 

which may affect their stress management and job satisfaction. The findings point to the need for a more 

balanced distribution of tasks among instruction, research, and extension services to support faculty well-being 

and improve overall job satisfaction. 

In terms of stress management, the faculty demonstrated strong coping abilities, effectively using time 

management, emotional regulation, problem-solving skills, and robust social support networks to handle work 

pressures. The availability of support from colleagues, administrators, and personal connections played a key 

role in their resilience. However, a notable finding was that heavy involvement in extension services 

negatively affected social support, indicating the need for better institutional backing for faculty engaged in 

community outreach. 

Finally, faculty members reported high levels of job satisfaction, particularly regarding their work environment 

and compensation, although recognition and rewards were rated slightly lower. Workload generally did not 

significantly impact either stress management or job satisfaction, except for extension duties, which were 

linked to reduced social support and lower satisfaction with the work environment. These results suggest that 

while workload pressures exist, institutional factors like workplace culture and recognition systems play a 

greater role in maintaining faculty satisfaction and engagement. 

RECOMMENDATIONS 

The study concluded that academic institutions should adopt workload balancing strategies by providing more 

time and support for research activities, while also strengthening social support systems to sustain faculty well- 

being during periods of increased demands. It recommends the development of more consistent and 

meaningful recognition programs to enhance job satisfaction and suggests targeted support, such as peer 
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collaboration and administrative assistance, for faculty engaged in extension services to prevent isolation and 

dissatisfaction. Additionally, enhancing logistical and administrative support for extension activities is vital to 

improving work environment satisfaction. Lastly, the study encourages future researchers to conduct 

comparative studies across various academic programs or institutions to explore whether the observed patterns 

in faculty workload, stress management, and job satisfaction are consistent or differ across educational 

contexts. 
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