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ABSTRACT

This study was conducted to investigate the attributes, challenges, and performance of women leaders in private
higher education institutions in Cavite as a basis for strengthening management development program.
Specifically, the study aimed to describe the profile of the participants; the most dominant attributes of women
leaders; the most difficult challenges being encountered by women leaders; and their level of performance. This
was also conducted to assess the relationship between the dominant attributes and profile and the most difficult
challenges and profile, and the level of performance and profile of the participants; relationships between the
dominant attribute and challenges and level of performance and most challenges encountered and performance of
women leaders as well as propose a management development program to be used by private HElIs.

This research considered total enumeration of 103 women leaders of 15 selected private HEIs in the province of
Cavite. The conduct of surveys, interviews and focus group discussions were done to gather data. The study
employed the descriptive and correlational research designs with mean, frequency, standard deviation, Mann-
Whitney U Test, Kruskal Wallis H Test, and Spearman’s correlation as statistical tools. Likewise, this applied
qualitative research method to solicit deeper insights from the participants by posting questions focused on their
experience, explicit expectation, challenges, and further aspirations as a woman leader in an HEIs in Cavite.

The results showed that majority of women leaders were married, with an average age of 41 to 50. Many were
either with units in master’s or master’s graduates and with units in doctorate and with more than 16 years as a
women leader.

The most dominant attributes of women leaders are integrity and the ability to build teams, while maintaining the
balance between the work and life remained to be most challenging experience. People management got the
highest mean. Significant differences were noted in the dominant attributes, most difficult challenges, and level
of performance across the profile. Significant relationships were also identified between the dominant attribute
and most difficult challenges encountered; dominant attributes and level of performance; and most challenges
encountered and performance of women leaders.

In terms of performance, women leaders were found to be very good in people management. A proposed
management development program was recommended which maybe integrated to the plans of the respective
private HEIs.

Keywords: Attributes, Challenges, Performance, Women Leaders, Management

INTRODUCTION

In the ancient, classical, and medieval world, women were largely confined to the home and lacked the right to
come and go as they pleased (Lewis, 2019). Many facets of life for women at the time where subjected to inferior
or the complete absence of standards, stemming from the dominant ideology of women’s intellectual inferiority
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and that providing them rights such as basic education could not adequately prepare them for their “natural” roles
as wives and mothers (Thorpe, 2017).

Over the course of the century, while women’s role in society has gone leaps and bounds (Ampog, 2020),
evidence still suggests that many women remain unable to achieve their goals. The gap in earnings between
women and men although smaller than it was years ago is still significant; women continue to be
underrepresented in certain industries and occupations and too many women struggle to combine aspirations for
work and family (Yellen, 2020). However, the world today is not devoid of stories of women who triumphed and
find themselves on the top of their fields. Women in leadership roles are not particularly unheard of in many
societies.

In the Philippines, women are considerably faring better than their counterparts in other Asian countries having
ranked second in the East Asia and Pacific region and 17" globally in the Global Gender Gap Report of 2021
conducted by the World Economic Forum (Philippine Commission on Women, 2021). The report highlighted for
women to be incentivized to participate more in the broader labor force because only 49.1 percent of women are
in the job market. Another cause of concern is the persisting disparity in income and wage, still needing to close
22 percent of the wage gap and 31 percent of the income gap.

Enshrined as a comprehensive human right law, R.A. 9710 or the Magna Carta of Women (Angara, 2022)
mandates non-discriminatory and pro-gender equality and equity measures to enable women's participation
in the formulation, implementation, and evaluation of policies and plan for national, regionaland local
development (GOV PH, 2020). Likewise, the institutionalization of GAD or Gender and Development
program (DILG, 2022) focuses on gender mainstreaming and strategy for ensuring that women and men are
equally benefited.

Women in leadership roles is particularly evident in the Philippine educational landscape. Of the 2,100
higher education institutions in the country, 39 percent or 850 institutions are led by women (Commission
on Higher Education, 2017). However, despite the strong presence and representation of women leaders in the
academe, it is not without challenges. Often described in the business sector as a glass ceiling -- the symbolic
obstacle women hit at mid-management barriers to women’s advancement could, in the context of academe also
be thought of as a labyrinth. Women are not simply denied top leadership opportunities at the culmination of a
long career but rather such opportunities seem to disappear at various points along their trajectories (Alcalde &
Subramaniam, 2020).

These challenges create impacts both in the workplace and family which resulted in a variety of stress and strain,
being caught between woman’s work and family roles, major source of dissatisfaction, experiences of scariness,
nervousness, and irritableness.

Currently, there are several management development programs that exist in different private HEIs which
provide programs and seminars on how to become a better effective leader, necessary skills, and knowledge to
lead their respective teams. Lasegan (2023) stated that private HEIs should provide programs that aim to shape a
high performing educational team. A well-planned and purposely conducted management development program
partakes in a positive relationship with individual performance. Management development programs also act as a
motivator that contributes toward career development as well as help enhance organizational performance (Khan,
2015). Thus, this study aimed to strengthen management development program that can be applicable for
improvement of performance of women leaders in private HEISs.

In consideration of the above-cited context, this further sought to delve into the attributes, challenges, and
performance of women leaders in private HEIs in Caviteto better understand how women in leadership role of an
educational institution navigate the balance of advancement in both their profession and personal lives. Further, it
is through this understanding that the study hoped to develop a basis for further strengthening the management
development program for higher education institutions (HEISs).

Objectives of the Study

leaders in private the general objective of the study was to determine the attributes, challenges, and performance
of women higher education institutions in Cavite which served as a basis for strengthening management
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development program.
Specifically, the study aimed to:
1: describe the profile of women leaders in terms of:

a) age;

b) civil status;

c) highest educational attainment; and

d) years of experience as a women leader;

2: determine the dominant attributes of women leaders in terms of:

a) professionalism;
b) integrity;

C) receptivity; and
d) team building;

3: determine the most difficult challenge being encountered by the women leaders as to:

a) work life balance;

b) gender bias;

c) performance expectations; and
d) work style;

4: analyze the level of performance of women leaders in terms of:

a) policy formulation;

b) policy implementation;
c) people management; and
d) resource management;

5: compare the difference of the following:

a) dominant attributes across profile of the women leaders;
b) most difficult challenge encountered and profile of the women leaders;
c) level of performance and profile of the women leaders;

6: assess the relationship between the following:

a) dominant attributes and most difficult challenges encountered,
b) dominant attributes and level of performance;
¢) most difficult challenges encountered and performance;

7: propose management development programs to be used by private higher educational institutions.
Significance of the Study

With the objective of determining and assessing the attributes, challenges encountered and performance of
women leaders in private HEIs in Cavite, the results of the study are expected to be of benefit to the Philippine
Commission on Women (PCW), Commission on Higher Education (CHED), private higher education
institutions, human resource managers, faculty and staffs, students and future researchers.

As the government's main agency for safeguarding the rights of women, this study will be beneficial to the
PCW as it can provide insight into one of its six focus areas the education sector. In this pursuit, PCW believes
that one of the most effective ways to champion women in all aspects of society is by mainstreaming women
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and women studies in the academic landscape of the country. As such, this study could provide information that
would be helpful in identifying the attributes of women leaders in the academic setting which can be emulated
among future women leaders. The conduct of this study may lead to the creation of policies benefitting women
educational leaders which could be further integrated to the existing policies of HEIs and SUCs.

Being the agency mandated with the management of tertiary and higher education in the country, CHED is an
influential institution affecting progress in the nation. This study would be in the interest of the Commission
because the realization of its objectives would be in support of CHED's efforts to further strengthen the role of
women in the commission as spearheaded by its Gender and Development (GAD) Unit. Through the study, this
unit could realize the realities confronting women leaders in the academe and thereby create programs better
suited to deliver lasting empowerment to the future women leaders of the Philippine’s tertiary education.

Private HEIs stand to benefit from the conduct of this study because in its aim of determining and assessing the
attributes, challenges encountered, and level of performance in women leaders in the academic setting it will be
able to identify the attributes which they as an institution should develop and nurture among their roster of mid-
level management. Likewise, identifying the challenges they encountered and assessing their level of
performance provides an in-depth understanding of the areas they could provide support to their senior-level
management employees, thus not only providing scaffolding to the already existing leaders in their rosterbut also
nurturing the potentials of future women leaders.

HR managers of HEIs also stand to benefit from this study since it can provide them a better understanding of
their senior-level management women leaders — their attributes, the challenges they encounter, and their level of
performance. In this regard, it could help them further develop plans for acquiring talent and enriching their
existing pool of employees to turn them into future leaders of their respective institutions. Likewise, the study’s
aim to develop a basis for strengthening management development program could be adopted and localized by
respective HR departments of HEIS.

The study will be beneficial to the faculty and staff of HEIs, regardless of gender, for it will give them a picture
of what attributes are needed to be in a senior-level management position and the challenges they face. As all
employees aspire to move up the professional ladder it could provide information useful in realizing such
aspirations. Likewise, it could also be a way for the faculty and staff to have a better understanding of the
challenges faced by their educational leaders and foster a harmonious relationship in the workplace. Through this
study, the faculty and staff could find a renewed sense of purpose, encouragement and motivation to move-up the
ladder not only professionally, but in their personal lives as well.

Future researchers would benefit from this study as it opens other avenues of related research studies which
could employ different theories, aside from what is used in the current study. While this study explores the
relationship and differences in attributes, challenges, and levels of performance of women leaders in HEIs, its
discussion leads to other areas that could be further researched as gender-related studies are not only timely but
of great importance in the overall thrust of the national government's policies.

THEORETICAL AND CONCEPTUAL FRAMEWORK

This study was guided by Feminist theory. This theory is a key perspective within sociology that shifts its lens,
assumptions, and topical focus toward the experience and viewpoint of women (Crossman, 2018; Gordon, 2019;
Khan, 2014). As such, the theory highlights social trends, problems, and issues that appear natural and reasonable
and therefore overlooked or misidentified by a society that is historically basedon the dominant male perspective
(Crossman, 2018; Tong, 1998). Feminist theorists have created more inclusive and creative social theories that
oppose the assumption that ‘man’ should always be the social actor (Gordon, 2019). The theory also considers
how systems of power and oppression interact (Crossman, 2018). Thus, the feminist theory focuses not only on
gendered power and oppression but also on how gender relations intersect with racism, class system, and
sexuality (Crossman, 2018; Gordon, 2019).

This study used the theory of Feminist since it specifically echoes the same assumptions this study is making in
that, for women leaders in private HEIs in Cavite, their professional attributes, challenges, and performance
constitutes a journey where the goal is to create valued results.
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Figure 1: Conceptual Framework of the study

LITERATURE REVIEW

Several scholars like Swensen, Gorringe, Caviness, and Peters, (2016), and Northhouse (2019) pointed out that
leadership is an adoptive process towards the attainment of goals and objectives of an individual using skills and
influence. Various research by Jones et al., (2018), Scott (2018), and Madsen (2015) strongly implied that
women in the academic leadership of post-secondary institutions and being ascent to the role of trustee board
chair identified women as useful. This is supported by the study of Helterbran and Rieg (2014) which
demonstrated the rise on the number of women entering careers in the field of educational administration in the
late 1980s and 1990s. While the Philippines comprises 2,100 higher education institutions and State Universities
and Colleges (SUCs) in the National Capital Region were led by women in different positions such as vice
presidents, assistants to the vice presidents, deans, directors, chiefs, chairpersons, units, and office heads, thus,
Philippines has an impressive number of female university administrators. Therefore, these literature and studies
together confirmed that the volume of women holding the highest positions and serving as leaders in higher
education institutions is apparent.

Research conducted by Turnbull and Edwards (2013) and Bush and Glover (2014) found that higher education
institutions have strengths and weaknesses, and they must ensure the right balance between bottom-up and top-
down leadership approaches and leadership styles. However, Smith (2013) claimed that the implementation of
managerial, corporate, enterprise and collegial forms of leadership in higher education institutions are part of
higher education leadership. In contrast, Bush & Glover (2014) claimed that universities are different from
entrepreneurial and corporate entities in which some leaders manage direction and resources at the faculty level
while others manage strategic and financial responsibilities at the departmental levels. Therefore, these literature
and studies together confirmed that higher education institutions require variety of leadership styles and
approaches to fully achieve its goals and potentials.

Similar studies including Hashim (2016) also stated that there is a significant influence on the institutions’
knowledge of having women as leaders in the academe. This is supported by the published article of the New
York Times (2017) where Roman was placed as the first female president of the University of the Philippines.
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Thus, Selzer et al, (2017) supported that such equipping and preparation strategy must be developed to foster
greater numbers of future leaders in the higher education institution.

Similar studies by Black, Groombridge and Jones (2014), and Wolverton et.al (2015) implied that the attributes
and characteristics possessed by successful leaders in higher education must be able to manipulate internal and
external forces and must have a visionary approach to meet and achieve the institutions' mission and objectives.

Thus, various literature including Iwata et al., (2017), Macintyre, (2016), Brooks (2019), Mochnacz (2019),
Bosch and Cavallotti (2016), Hassan, (2017), and Phelps (2016), pointed out the variety of traits and
characteristics of an effective leader including professionalism which is possessing the moral ideals and
standards of behavior like adhering to a certain dress code, embodying the company's values and serving as a
stellar representative of the company; integrity which includes justice, coherence, ethical principles, and
appropriate motivation; fair treatment; receptivity which is vital to both awareness and acceptance and,;
teambuilding which involves solidarity and cohesiveness among group members.

On the other hand, various studies found the challenges faced by women leaders and the impediments in their
career development in the higher education institutions. These include criticisms and challenges to:devaluation of
the field (Licuanan, 2018); administrative affairs (Calub, 2017) in higher education, glass ceiling which include
sexism, gender bias, distrust; women role as mother (Eagly and Carlim, 2017); job and family demand imbalance
(Peeterset al., 2015); and work group differences such as sets of values, expectations and work styles in the
workplace (Bersin, 2017). This finding agrees with the work of Kuzhabekova et al. (2018) where they explained
despite the presence of many policies to forward the cause of equal opportunities for men and women in the
workplace, women, especially those in leadership roles, experience gender penalty in their career advancement.
Gender penalty is a phenomenon where one gender seems to be penalized with other roles and responsibilities
simply because societal norms expect them to perform them. In the case of women leaders, gender assigned
traditional roles such as housekeeping, rearing children, or care for elderly members of the family are additional
tasks that requires more personal time on the part of women. When women become leaders in the workplace, this
inevitably will require them to render more time for work-related tasks, therefore creating disruption in the
balance of work and home life.

Women leaders have functions in the workplace such as policy formulation, policy implementation, people
management, and conflict management which contribute to their execution of their performance. Several studies
by Bell and Stevenson (2015), Papayet al., (2016), Taylor and Tyler (2017) found that policy implementation is
affected by the socioeconomic context and legal instruments that constrain these actors’ behaviors. It must take
place in a network structure and no longer as a bilateral relationship between the government and other
institutions.

On the contrary, conflict produces a net adverse effect on the individual as well as the team; conflict among team
members can be dysfunctional and lead to unhealthy competition; the absence of a positive work environment
affects not only employee job performance but also the organizational citizenship behavior of employees;
conflict results in tension and performance-impeding behavior detrimental; thus, managers must implement
strategies that help in managing workplace conflict and motivate team members to be cooperative in the
discharge of their work responsibilities.

Therefore, literature cited by Ward (2019), Grimmer, 2014; Jacobsson, (2017), Buller and Bell (2017), Masanja,
(2019); Dapena, (2018); Doan, (2015); Fapohunda, (2017) McEwan, Rulessen, Eys, Zumbo, Beuauchamp,
(2017), Miller et al, (2018) and Sanyal and Hisam, (2018) found that success of the team lies in leadership. To
improve the overall performance and productivity of employees in the organization and resolve their challenges
to meet common objectives and goals, team-building activities must be promoted. Solidarity and cohesiveness
among group members, and effective communication to promote cooperation are the goals of the team-building
activities. For the team members to fulfill their duties and responsibilities, a favorable working condition is
imperative.

Furthermore, diversity management, providing fair treatment, and the right channels of communication must be
recognized and practiced avoiding conflict in terms of managing people. Hence, Ward (2019), Schooley (2022),
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Sonnentag, Volmer and Spychala (2015) claimed that leadership is critical to the success of the team, thus, a
leader must choose the right employees, properly train the team, and collaborate with employees to reach their
goals and set the team up for success. Whereas resource management includes human/ intellectual, material and
financial resources which the school leader must plan and manage well to achieve the pedagogical purposes and
organization’s success. Thereby, all are necessary to strengthen an organization’s management development
programs which aim in controlling and developing managerial resources that promote managers and leaders.
Such development programs can lead not only to achieving organizational performance but also giving pride to
women as they embrace the role of leadership.

MATERIALS AND METHODOLOGY

Research Design

This study followed the mixed-method approach and utilized both quantitative and qualitative research designs in
the accomplishment of its goals.

Descriptive and correlational studies describe the variables and the relationships that occur naturally between and
among them. Whereas quantitative research methods employ collection of data to be analyzed through numerical
comparisons and statistical inferences (McLeod, 2019). This study likewise applied qualitative research method
to solicit deeper insights from the participants by posting questions focused on their experience, explicit
expectation, challenges, and further aspirations as a woman leader in an HEI in Cavite.

RESULTS AND DISCUSSION

Profile of the Women Leaders in Selected Private Higher Education Institutions in Cavite

Table 4 shows the profile of the participants which include the age, civil status, highest educational attainment,
and years of experience as a women leader.

Age: The age of the women leaders ranged from 30 and below, 31 to 40, 41 to 50, and 51 and above. Nineteen
(19) percent of the participants belonged to the young age bracket of 30 and below while 20 percent belonged to
the middle age bracket of 31 to 40 years. On the other hand, the 45 percent of the participants belonged to 41 to
50 years and only 16 percent were considered old who belonged to the age bracket of 51 and above years.

This finding showed that majority of the participants were young adults who have chosen a career in education,
particularly in the tertiary level. These findings accord with the study of Chambers (2010) that the young adult
age bracket of 31 to 50 finds teaching a viable career option.

Civil status: Majority, 73 percent of the participants were married while 27 percent were single. This implies
that teaching is a desirable career choice for married women.

Table 1: Profile of women leaders in selected private higher education institutions in Cavite

Profile Frequency (n=103) | Percentage (%0)
Age
30 and below 20 19
31to 40 21 20
411050 46 45
51 and above 16 16
Civil Status
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Single/Widow 28 27

Married 75 73

Educational Attainment

Bachelor’s Degree 18 28
Master’s Units 29 28
Master’s Degree 28 27
Doctoral Degree/Units |28 27

Years of Experience

5 and below 26 25
6to 10 24 23
11to 15 25 24
16 and above 28 28
40

This implication reflects the observation made by Ayeop (2003) as cited in the study of Alufohai and Ibhafidon
(2015), which maintains that married teachers find higher job satisfaction compared to single teachers. Further, a
similar implication is made in the study of Kemunto, Adhiambo, and Joseph (2018) where it was found that 56
percent were married, the segment of married teachers showed the highest percentage of job satisfaction than
other groups such as single, separated, divorced, or widowed.

Highest educational attainment: A little less than 17 percent were bachelor’s degree holders while 28 percent
had MA/MS/MBA units. The master’s degree and PhD holders had the same 27 percent. These results implied
that HEIs, more than focusing on highest educational attainment for women leaders as the sole basis for climbing
up the ladder for leadership rolesalso primarily investigates each women’s capabilities in various aspects needed
for the leadership position.

This implication is evidenced in the study of Rice et al. (2020) where 146 institutions with faculties of
biomedical sciences, they had found that institutional criteria for decisions about promotion and tenure is
predominantly influenced by a mix of traditional and non-traditional capabilities such as research
publication, authorship order, journal impact factor, grant funding, national or international recognition,
and data sharing. This supports the implication that educational attainment is not the sole indicator for
women in leadership roles in HEIs.

Years of experience: In terms of the years of experience, results showed that 27 percent has 16 years and
above years of experience as a women leader followed by 25 percent who had 5 years and below years of
experience as a leader. This result further strengthened the previous implication that HEIs currently do not
solely base promotion of women leaders based on a single metric such as years of experience. While
majority of the participants had 16 years and more of experience on the job, it is closely followed by
women leaders who only had 5 years and below experience on the job.

This implication agreed with the study of Mbokazi, Mkhasibe, and Ajani (2022) where longer service or
years of experience does not put one in a better position for leadership or appointment. They further argued
that promotion standards for leadership roles in the education setting should be raised and aligned to the
seniority of the position in question. They maintained that while a minimum education and experience
standard should be in place, it should also include other requirements such as academic performances.
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Most Dominant Attributes of Women Leaders

Table 2 shows the dominant attributes of women leaders in terms of professionalism, integrity, receptivity, and
team building.

Professionalism: refers to the way a person conducts himself or herself in the workplace. An individual who
shows consideration and respect for others demonstrates a commitment to professionalism. The mean score of
4.70 implied a very high level of professionalism. This indicates that women leaders uphold the strong
commitment to their field of work. The same standards for everyone, including institutional, moral and legal
standards. De Fouloy (2016) cited that professionalism is behaving ethically while assuming and fulfilling the
rightful responsibilities in every situation every time, without fail. Thus, women leaders in private institutions in
Cavite demonstrate professionalism through upholding institutional, moral and legal standards the same
standards for everyone.

Integrity: refers to being honest, trustworthy, and reliable. The mean score of 4.92 was very high were women
leaders viewed that they follow the ethical standards diligently and they respect the rights of their subordinates
and colleagues. Ethical principles are defined by Bastable (2014), as the principle of doing good, acting in the
best interest of a client through adherence to professional performance standards and procedural protocols.
While, motivation according to Dubin (2017) is something that moves the person to action and continues him
during action already initiated.

Receptivity: refers to the receiving of knowledge, ideas, and inspiration from a variety of sources and inputs.
The mean score of 4.81 signified a very high degree of receptivity which further implied that women leaders
received knowledge, ideas, and inspiration from a variety of sources and inputs. The result showed that in terms
of receptivity women leaders observe to consider or accept new suggestions. According to Daniel (2016), being
aware means developing the capacity for self-observation, grounded ness, and the capacity to be present.
Awareness requires an ongoing practice to increase receptivity and grounded presence so that the inner
observation can "drop-in" and witness the basis of the reactivity and witness the habitual type-based patterns.

Table 2: Most dominant attributes of women leaders in terms of professionalism,integrity, receptivity, and team
building

Statement Mean|SD |Verbal Interpretation

Professionalism

1. Implement educational innovations beneficial to the stakeholders. [4.65 |0.053|Very High

2. Accept additional duties and responsibilities even if it's not ex-

pected in the context of my job. 4.53 |0.063|Very High
3. Provide service and execute tasks necessary for my position on

time at the highest standard. 4.79 |0.041|Very High
4. Uphold the same standards for everyone, including institutional,

moral, and legal standards. 4.83 [0.037|Very High
Mean 4.7 10.034|Very High
Integrity

1. Respect the right of my subordinates and colleagues. 4.97 (0.017|Very High
2. Follow ethical standards diligently. 4,91 |0.028|Very High
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3. Maintain confidentiality and sensitive information. 4.96 |0.019|Very High
4. Accept the consequences of the wrong decision | made. 4.84 (0.038|Very High
Mean 4.92 10.017|Very High
Receptivity

1. Support others’ opinions and create a sense of trust. 4.78 10.043|Very High
2. Consider or accept new suggestions and ideas. 4.85 |0.035|Very High
3. Accept constructive criticism and helpful hints. 4.79 10.041|Very High
4. Exhibit flexibility and openness to changes and new challenges. 4.82 10.038|Very High
Mean 4.81 |0.035|Very High
Team Building

1. Respect other people’s decisions/opinions. 4.9 10.029|Very High
2. Facilitate collaboration and teamwork. 4.86 |0.037|Very High
3. Show genuine interest in all employees and the organization. 4.76 |0.049|Very High
4. Observe consultative decision-making. 4.84 10.036|Very High
Mean 4.84 10.029|Very High
GRAND MEAN 4.82 |0.022|Very High

Team building: This received a mean score of 4.82 which was very high., which signified those women leaders
participated in team building activities. Team building is a process to improve the performance of the team
members which involves activities created to promote proper and effective communication to promote
cooperation (McEwan et al., 2017).

This has been evident since they have shown to build teams. The results correspond to Karthikeyan (2017) who
maintained that integrity is one of the top attributes of a great leader and a concept of consistency of actions,
values, methods, measures, principles, expectations, and outcomes. It further agreed with the study of Calancaet
al. (2019) that they identified team building as a crucial component of jobs, especially in female-dominated
professions such as in education.

Table 3 shows the most dominant attributes of women leaders. Using Friedman statistics this revealed that the
most dominant attributes of women leader are Integrity which obtained 2.89 mean rank and Team Building with
2.58 mean rank, respectively.

Table 3: Most dominant attributes of women leaders

Attributes Of Women Leaders |Mean |Mean Rank |Friedman Statistics |P Value Remarks

Professionalism 4.7 202b

Integrity 492 |2.89a 50.359 0 Reject Ho
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Receptivity 481 [2.50ab

Team Building 484 |2.58a

Mean Rank followed by a common letter are not significant at 5% level

As corroborated in the focus group discussions, when asked about the expectations of the management from
them as a woman leader, the participants were unanimous in saying that management expects them to simply
perform their duties well. This reflects the integrity they apply to the performance of their tasks as women
leaders. The indicators for integrity such as respecting the rights of their subordinates and colleagues, followed
closely by maintaining confidentiality and sensitivity of information, following ethical standards diligently, and
accepting the consequences of the wrong decisions they have made — all points out that in order to meet
management expectations of performing their duties well, they regularly perform their tasks with integrity since
it allows them to work efficiently at their current level while maintaining a good relationship with the rest of their
team.

The same as observed with their ability to build teams which is the second most dominant attribute of women
leaders. During the focus group discussion, when asked whether they have experienced resistance in leading men
and how do they deal with it if they have, some shared that initially, they felt a bit of resistance but that they were
able to win them over eventually and has maintained a good working relationship with them since then. This
finding reflects the indicators present such as respecting other people’s decisions and opinion, followed by
facilitating collaboration and teamwork, observance of consultative decision-making, and showing genuine
interest in all employees and the organization. Discussing the specifics, some women leaders shared that some of
the ways they found effective in fostering good working relationships with their colleagues is by consistently
showing them respect, being fair in treating them as individuals, and giving due importance to their contributions
to the team, no matter how big or small.

Most Difficult Challenges Encountered by Women Leaders

This section presents the most difficult challenges encountered by women leaders in Private Higher Education
Institutions in Cavite.

Work life balance: Table 4 shows the most difficult challenges being encountered by the participants in terms of
in terms of work-life balance. In terms of work life balance, the participants were assessed to be in thestate where
a person chooses to equally prioritize the demands of work and career and the demands of their personal life with
a 2.46 mean percentage. The result showed that they had received unreasonable demands at work and
arrangements eating their personal time. Thus, work life balance is considered the most difficult challenge
women leader is experiencing. Hughes (2013) stated that work-life balance is considered as not only a source of
distress but also the major source of dissatisfaction. Work-life balance can be difficult to achieve for full time
workers irrespective of work schedules, especially for those with children.

This is substantiated in the focus group discussion where participants maintained that although they have never
experienced not being given adequate leaves by their respective organizations, they do concur that at times, the
high demand from their tasks eats up some of their personal time. They explained that although these tasks are
legitimate work tasks and that they work on it during actual work hours, because of their passion to do
everything as well as they could, it cannot be helped that there were instances where they “take home” their tasks
and continue working on them beyond working hours, outside the office, and into their homes.

This finding agrees with the work of Kuzhabekova et al. (2018) where they explained despite the presence of
many policies to forward the cause of equal opportunities for men and women in the workplace, women,
especially those in leadership roles, experience gender penalty in their career advancement. Gender penalty is a
phenomenon where one gender seems to be penalized with other roles and responsibilities simply because
societal norms expect them to perform them. In the case of women leaders, gender assigned traditional roles such
as housekeeping, rearing children, or care for elderly members of the family are additional tasks that requires
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more personal time on the part of women. When women become leaders in the workplace, this inevitably will
require them to render more time for work-related tasks, therefore creating disruption in the balance of work and
home life.

Table 4: Most difficult challenges encountered by women leaders in terms of work life balance

Work Life Balance Mean [SD |Verbal Interpretation
1. Received unreasonable demands at work and arrangements that

are eating my personal time. 3.14 |0.082 |Average

2. Have difficulty in dealing with uncontrollable workload. 2.61 |0.078 |Average

3. Don’t have time for my family and friends. 2.34 10.096 (Low

4. Not given adequate leave. 1.76 |0.092 |Very Low

Mean 2.46 ]0.062 |Low

Gender bias: Gender bias is when a person faces unfair disadvantages or benefits from unearned advantages
because of their gender. Table 5 shows the most difficult challenge being encountered by the participants in
terms of in terms of gender bias.

In terms of work gender bias, the participants were assessed as a person receiving different treatment based on
the person's real or perceived gender identity with a 1.30. The study also revealed they never experienced any
harsh criticism and sexual harassment from their colleagues. Further, due to the Philippine government’s
initiatives in forwarding the cause for gender and development which sees the country ranking second as the
most gender equal country in East Asia and the Pacific in the Global Gender Gap Report of 2022, next to New
Zealand (Investing in Women, 2022), participants of the study concurred that in their performance of duties as
women leaders, they have never experienced any gender bias with their male counterparts in the workplace.
Participants of the focus group discussion further explained that now, they do not believe that gender bias exists
in their respective workplace and that they have a harmonious working relationship with their male colleagues.

Table 5: Most difficult challenges encountered by women leaders in terms of gender bias

Work Life Balance Mean|SD |Verbal Interpretation
Received unreasonable demands at work and arrangements that are

eating my personal time. 3.14 |0.082|Average

Have difficulty in dealing with uncontrollable workload. 2.61 |0.078|Average

Don’t have time for my family and friends. 2.34 (0.096 |Low

Not given adequate leave. 1.76 |0.092|Very Low

Overall Mean 2.46 (0.062|Low

Performance expectations: Table 6 shows the most difficult challenges being encountered by the participants in
terms of in terms of performance expectations. In terms of work performance expectations, the participants were
assessed part of a documented performance plan that details goals, values, outcomes, and requirements related to
a position with a 1.85 mean percentage with verbal interpretation of “rarely” which was low. According to
Chisholm-Burns (2017), this plight of women in the work force is glass ceiling, which refers to the invisible
barrier that many women face as they advance through the ranks of their chosen professions but can progress
only so far before being hampered in their efforts to reach the upper echelons.
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Work style: Table 7 shows the most difficult challenge being encountered by the participants in terms of in
terms of work style. In terms of work style, the participants were assessed the ways your personality impacts
work with a 1.85 mean percentage with verbal interpretation of “rarely” which was low. According to Robbins
(2023), it is important to know the work style of a leader so that they can maximize their time at work,
communicate effectively with subordinates and be as productive as they can.

Table 7: Most difficult challenges encountered by women leaders in terms of performance expectations

Performance Expectations Mean|SD |Verbal Interpretation
Have a hard time ensuring departmental compliance with the institu-

tion’s rules and regulations. 1.74 |0.074|Very Low
Experienced problems in leading and coordinating college strategic

planning and curriculum development. 1.97 |0.071|Low

Have a hard time coordinating professional development for my col-

leagues. 1.81 |0.073|Low

Have a hard time evaluating overall college productivity in instruction,

research, and service responsibilities. 1.9 10.072|Low

Overall Mean 1.85 |0.062{Low

Table 8: Most difficult challenges encountered by women leaders in terms of work style

Work Style Mean|SD |Verbal Interpretation
Slow at taking action and making decisions 1.78 |0.07 |Very Low

Weak at goal setting and self-direction 1.53 |0.06 |Very Low

Have a hard time in generating new and innovative ideas 1.93 [0.072|Low

Have a low tolerance for feelings, attitudes, and advice from others|{1.84 |0.074|Low

Mean 1.77 10.052|Very Low

GRAND MEAN 1.85 [0.037|Low

Table 9 shows the most challenges experienced by women leaders in terms of work life balance, gender bias,
performance expectations and work style. This revealed that the most challenging experiences by women leader
is work life balance followed by performance expectations, work style and gender bias, respectively.

The study further revealed that the most difficult challenge experienced by women leaders, maintaining balance
between work and life as presented the highest weighted mean of 2.46.

This implies that although not frequently occurring, periodically, the challenge of having to maintain their
personal lives and work presents itself caused by having to perform unreasonable demands at work and
arrangements that eat their personal time.

Table 9: Most challenges encountered by women leaders.

Challenges Of Women Leaders|Mean |Mean Rank|Friedman Statistics|P Value|Remarks

Work Life Balance 246 |357a
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Gender Bias 1.3 |148¢c 149.971 0 Reject Ho
Performance Expectations 1.85 |2.53b
Work Style 1.77 |243b

Mean rank followed by a common letter are not significant at 5% level.
Level of Performance of Women Leaders in Selected Private HEIs

Table 10 shows the level of performance of the participants in terms of in terms of policy formulation, policy
implementation, people management and resource management.

Policy formulation: Policy formulation is the process by which governments and other organizations develop
policies that guide decision-making and action. In terms of policy formulation, the women leaders were assessed
how problems identified in the agenda-setting phase transform into government programs with a 4.47 mean
percentage. Performance is an important variable in work organization and has become a significant indicator in
measuring organizational performance in many studies. Employee performance can also be measured through the
combination of expected behavior and task-related aspects even though performance is often determined by
financial figures. In reality, a performance that is based on an absolute value or relative judgment may reflect
overall organizational performance (Gomez- Mejia, Balkin and Cardy, 2007; Wall et al., 2004).

Policy implementation: Based on the findings, women leaders were found to perform very well in policy
implementation. Women leaders were assessed a series of activities undertaken by government and others to
achieve the goals and objectives articulated in policy statements. Sabatier (2014) cited that policy
implementation is the process through which a sector changes effectively over time. It results from the
interaction of a variety of public and private actors with a policy problem and is affected by the socioeconomic
context and legal instruments that constrain these actors’ behaviors.

Table 11: Level of performance of women leaders

Category Item Mean|SD |Verbal
Interpretation

Policy Formula-|Consider the need for the current condition of the organization |4.37 |0.082|Very High
tion

Properly disseminate to all stakeholders and beneficiaries 4.46 |0.067 |Very High

Inform the organization about policy formulation concept, pur-|{4.46 |0.063 |Very High
pose, and long-term benefits

Consult and coordinate with the management in policy formu-|4.59 |0.058|Very High
lation

Mean 4.47 |0.054 |Very High

Policy  Imple-|Effectively and efficiently execute defined policies and proce-{4.57 |0.051|Very High
mentation dures

Accept feedback from the evaluation of the implemented poli-|4.65 |0.047|Very High

cies
Make the policy realistic 4.65 |0.051|Very High
Consistent in the execution of the policies 4.55 |0.053|Very High
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Mean 4.61 |0.041|Very High

People Man-|Acknowledge and recognize the performance of subordinates|4.83 |0.04 |Very High
agement and colleagues

Encourage open communication and work transparency 4.8 10.042|Very High

Support career growth and advancement 4,91 ]0.028|Very High

Treat other people as you would like to be treated 4.85 [0.04 |Very High

Mean 4.85 |0.03 |Very High
Resource Man-|Initiate income generating projects 4.01 |0.084|High
agement . . _ .

Use proceeds of income generation for the department’s im-|{4.06 [0.08 [High

provement

Use proceeds of generation for faculty development 4.08 |0.081|High

Select department needed equipment and take responsibility for|4.22 [0.063|Very High

its maintenance

Mean 4.09 |0.066 High
Grand Mean 4.5 ]0.036|Very High
40

People management: Based on the findings, women leaders were assessed on how they acknowledge and
recognized their people with 4.85. Therefore, the result revealed that women leaders were very organized in
handling their team in a way that increases productivity and optimizes efficiency among their subordinates.

Resource management: Based on the findings women leaders were assessed centered around optimization and
efficiency with a 4.09. According to Igwe et al., (2014), organizational success is achieved when there is
management of workers in organizations. As such, optimal utilization of relevant resources such as financial
resources, material resources, and human resources is dependent even on the business success in a market
economy.

Therefore, the study revealed that the level of Performance of Women Leaders in Private Higher Education in
Cavite is “Very High”, and they excel well in Policy Formulation, Policy Implementation, People Management
and Resource Management. This positive appraisal of their own performance as women leaders contradicts the
conclusion made by the study of Ortega, @vergard, &Henden (2015) that women involved in maritime education
overestimated the level of their negative leadership skills, thus underestimating their leadership skills. Further,
this finding agrees with the conclusion made by Young (2016) that women are naturally better leaders for the 21%
Century, having fared higher in the Emotional Intelligence Capabilities between Women and Men survey
conducted by Leader Shape.

Difference on the Dominant Attributes of Women Leaders
This section presents the difference in dominant attributes and profile of women leaders.

Dominant attributes across age: Table 12 reflects the hypothesis testing using Kruskal-Wallis on the difference
of women leaders’ most dominant attributes across age. Since their p-value scored greater than 5 percent of the
significant value, this leads for the acceptance of the null hypothesis. Therefore, this study found that there is no
significant difference in the most dominant attributes across age of women leaders.
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This implies that integrity and ability to build team could be observed among women leaders regardless of their
age. This implication is in agreement with the work of Mbokazi, Mkhasibe, and Ajani (2022) which argues that,
similar with experience, having a more advanced age among those in service would automatically mean better
leadership skills. This finding likewise implied that integrity among the age group of 31 to 40 and 41 to 50 are
high due to the fact that they bring with them more work experience and tenure before having been given the
leadership post. Their previous work in their earlier age provided them insight and sufficient experiences that
have most probably honed their people-skills which developed a keen sense of integrity in their performance of
work tasks.

Table 12: Difference of the most dominant attributes across age of women leaders

Most Dominant|Age Group Mean |Mean Rank Kruskal-Wallis |P value [Remarks
Attributes Statistics
Integrity 30 and below  [4.89 |47.05 3.057 0.383 Accept Hol
31to 40 493 |50.95
411050 4.95 |55.78
51 and above |4.88 |48.69
Team Building 30 and below (4.8 |48.73 0.955 0.812 Accept Hol
311040 4.83 |50.17
411050 4.88 |54.42
51 and above |4.81 |51.53

Table 13 reflects the hypothesis testing using Mann Whitney U Statistics of the women leaders’ most dominant
attributes across civil status. Since their p-value scored greater than 5 percent of the significant value, that lead to
the acceptance of the null hypothesis. Therefore, this study found that there is no significant difference in the
most dominant attributes and civil status of the participants. This implies that the dominant attributes the same
degrees of the ability to build team could be observed among women leaders regardless of their civil status. This
implication is in agreement with the work of Oktem and Kul (2020) which found that marital status holds no
significant difference in the perceived leadership roles and skills of physical education and sports teachers,
particularly on collaborating with a team or team building.

Table 13:; Difference of the most dominant attributes across civil status

Most Dominant|Civil Status Mean|Mean Rank |Mann-Whitney |P value |Remarks

Attributes U Statistics

Integrity Single/Widowed [4.88 (47.43 922 0.177 Accept Ho2
Married 494 |53.71

Team Building |Single/Widowed|4.74 |42.57 786 0.016 Accept Ho2
Married 4.88 |55.52

Table 14reflects the hypothesis testing of the difference across the women leaders’ most dominant attributes
across educational attainment. Since their p-value scored greater than 5 percent of the significant value, this leads
for the acceptance of the null hypothesis. Therefore, this study found that there is no significant difference
between the most dominant attributes and educational attainment of the participants. This implies that the
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dominant attributes of integrity and team building could be observed among women leaders regardless of their
highest educational attainment. This implication is in agreement with the work of Rice et al. (2020) which argues
that having the highest educational attainment should not be the only basis for women leaders since, as evidenced
by the result of this study, leadership attributes such as integrity and team building could be displayed by women
leaders regardless of their educational attainment.

Table 14: Difference of the most dominant attributes across educational attainment

Most Dominant|Educational Attainment |Mean|Mean Rank |[Kruskal-Wallis |P value |Remarks

Attributes Statistics

Integrity Bachelor's Degree 4.86 |44.78 5.581 0.134 Accept Ho3
Master's Units 494 |52.53
Master's Degree 4.89 |49.27

Doctoral Degree/Units 4.97 |58.82

Team Building |Bachelor's Degree 4.72 140.75 4.729 0.193 Accept Ho3
Master's Units 4.85 |54.43
Master's Degree 486 |54.71

Doctoral Degree/Units 4.89 |54

Table 15 reflects the hypothesis testing of the difference between the women leaders’ most dominant attributes
and the participants’ years of experience. Since their p-value scored greater than 5% of the significant value, this
leads to the acceptance of the null hypothesis. Therefore, this study finds that there is no significant difference
between the most dominant attributes and years of experience of the participants. This implies that the dominant
attributes of integrity and team building could be observed among women leaders regardless of their years of
experience. This findings is in agreement with the work of Mbokazi, Mkhasibe, and Ajani (2022) where
they reasoned out that in education, longer service or years of experience does not put one in a better position for
leadership or appointment.

Table 15: Difference of the most dominant attributes across years of experience

Most Dominant Kruskal-Wallis

Attributes Years Of Experience [Mean|Mean Rank |Statistics P Value |Remarks

Integrity 5 and below 49 148.83 6.185 0.103 Accept Ho4
6 tol10 4.9 |47.69
1110 15 491 |50.14
16 and above 497 160.3

Team Building |5 and below 4,76 |43.44 6.538 0.088 Accept Ho4
6 tol10 4.85 |52.19
11to 15 4.84 |51.46
16 and above 491 |60.27
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Most Difficult Challenges Encountered Across Profile of Women Leaders

This section presents the significant difference between the most difficult challenges across profile of women
leaders.

Presented in Table 16, displays the result of comparison of the most difficult challenges when grouped according
to their profile.

Using Kruskal-Wallis Statistics, it was found that for all the most difficult challenges — work life balance when
compared across profile such as age, civil status, educational attainment, and years of experience, their p-value
scored greater than 5 percent of the significant value which leads for the acceptance of the null hypothesis.

This study reveals that there is no significant difference in the attributes of work life balance when grouped
according to their profile.

Table 16: Difference between the most difficult challenges across profile of women leaders

Attribute Category Mean|Mean Rank |Statistical Value|P Value | Remarks
Age 30 and below 2.43 |51.83 1.773 0.621 |Accept Ho
31to 40 244 |51.12
411050 2.39 |49.42
51 and above 2.73 [60.78
Civil Status Single/Widowed 2.54 |56.64 920 0.331 |Accept Ho
Married 2.43 |50.27
Educational Attainment|Bachelor's Degree 2.49 |55.47 1.814 0.612 |Accept Ho
Master's Units 24 |47.36
Master's Degree 2.39 |49.86
Doctoral Degree/Units|{2.58 |56.71
Years of Experience |5 and below 2.54 |56.5 3.573 0.311 |Accept Ho
6to 10 2.28 143.79
11to 15 2.63 |57.8
16 and above 2.39 [49.68

Level of Performance and Profile of the Participants
This section presents the difference in the level of performance across profile of women leaders.

Table 17reflects the results of hypothesis testing on the difference between the level of performance when
grouped according to women leaders’ profile. Using Kruskal-Wallis Statistics, it was found that for all the level
of performance — policy formulation, policy implementation, people management and resource management —
when compared against the respondents’ profile such as civil status, educational attainment, and years of
experience, their p-value scored greater than 5% of the significant value which leads for the acceptance of the
null hypothesis. Therefore, this study reveals that there is no significant difference in the level of performance
when grouped according to civil status and educational attainment.

As shown in Table 17, the computed Kruskal-Wallis and P-Value in terms of People Management and Profile of
Participants - Age obtained 10.529 and P Value was 0.015 which is lesser than the .05 level of significance,
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therefore, the null hypothesis was rejected in this variable. As per Resource Management and Profile of
Participants — Age obtained 15.124 and P Value was 0.015 which is also lesser than the .05 level of significance,
therefore the null hypothesis has also been rejected. However, with result of level of performance with 16.182
when compared against the respondent’s profile — age and years of experience their p-value scored lower than
5% of the significant value which leads for the rejection of the null hypothesis. Therefore, the study reveals that
there is a significant difference in the level of performance when grouped according to their profile — age and
years of experience.

These findings implied that level of performance of women leaders significantly differs based on age and years
of experience. Particularly, age and extensive experience of activities in a certain domain is necessary to reach
very high levels of performance. However, like previously cited works, it does not invariably lead to expert
levels of performance since there are still other factors at play, such as deliberate efforts and motivation.

Table 17: Difference in the level of performance across age of women leaders

Level of Performance|Age Mean |Mean Rank|Kruskal-Wallis Statistics|P Value|Remarks
Policy Formulation 30 and below|4.33 |41.63 7.43 0.059 |Accept Ho
311to 40 427 |43.1
411050 4,59 |58.27
51 and above [4.56 [58.63
Policy Implementation |30 and below|4.58 [49.95 6.576 0.087 |Accept Ho
31to 40 44 |39
411050 4.69 |57.96
51 and above |4.67 |54.5
People Management |30 and below|4.93 |56.50 (a) 10.529 0.015 [Reject Ho
31 to 40 4.67 |37.81 (b)
411050 4.89 |56.89 (a)
51 and above [4.86 |50.94 (ab)
Resource Management |30 and below [4.03 [48.45 (ab) |15.124 0.002 |[Reject Ho
31t040 3.64 |34.07 (b)
411050 4.35 |63.23 (a)
51 and above |4.03 [47.69 (ab)
Total 30 and below|4.46 [45.55 (ab) |16.182 0.001 |RejectHo
31 to 40 4.25 |32.45 (b)
41t0 50 4.63 |62.83 (a)
51 and above |4.53 [54.59 (ab)

40 mini

Mean rank followed by a common letter are not significant at 5% level.

Table 18 reflects the hypothesis testing of the difference between the level of performance when grouped
according to participants’ civil status. Using Kruskal-Wallis Statistics, it was found that for all the level of
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performance — policy formulation, policy implementation, people management and resource management — when
compared across the respondents’ profile of civil status, educational attainment, and years of experience, their p-
value scored greater than 5 percent of the significant value which leads for the acceptance of the null hypothesis.
Therefore, this study revealed that there is no significant difference in the level of performance when grouped
according to civil status.

Table 18: Difference in the level of performance across civil status

Mean Mann-Whitney

Level of Performance |Civil Status Mean|Rank U Statistics P-Value |[Remarks

Policy Formulation Single/Widowed |4.38 [45.16 858.5 0.146 Accept Ho
Married 45 |54.55

Policy Implementation |Single/Widowed|4.49 |45 854 0.129 Accept Ho
Married 4.65 |54.61

People Management Single/Widowed|4.8 |51.64 1040 0.925 Accept Ho
Married 486 |52.13

Resource Management |Single/Widowed [4.02 |49.41 977.5 0.585 Accept Ho
Married 412 |52.97

Total Single/Widowed |4.42 |45.14 858 0.153 Accept Ho
Married 453 |54.56

40 mini

Table 19 reflects the hypothesis testing of the difference between the level of performance when grouped
according to participants’ educational attainment. Using Kruskal-Wallis Statistics, it was found that for all the
level of performance — policy formulation, policy implementation, people management and resource
management — when compared against the respondents’ profile of civil status, educational attainment, and years
of experience, their p-value scored greater than 5% of the significant value which leads for the acceptance of the
null hypothesis. Therefore, this study reveals that there is no significant difference in the level of performance
when grouped according to educational attainment.

This finding is substantiated by the participants’ answers during the focus group discussion. In the FGD, which
was participated by a mix of married, single, and widowed participants, all participants shared a similar work
perspective as women leaders in their respective institutions and organizations. Regardless of their current civil
status, performance of their task is based on the management’s expectations of them, and job description and
duties and responsibilities communicated to them when they accepted the position. It is noteworthy to recognize,
though, participants identified work-life balance as the challenge.

Table 19: Difference in the level of performance across educational attainment

Mean |Kruskal-Wallis
Level of Performance | Educational Attainment [Mean|Rank |Statistics P Value |Remarks
Policy Formulation Bachelor's Degree 433 |42.14 |3.672 0.299 Accept Ho
Master's Units 4.47 |50.76
Master's Degree 448 |52.77
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Doctoral Degree/Units 4,54 |58.86

Policy Implementation |Bachelor's Degree 4.64 |54.89 [2.528 0.47 Accept Ho
Master's Units 453 |47.79
Master's Degree 454 |48.41

Doctoral Degree/Units 4.72 |58.09

People Management  |Bachelor's Degree 4.82 |46.78 |2.074 0.557 Accept Ho
Master's Units 4.82 |49.62
Master's Degree 4.89 |55.16

Doctoral Degree/Units 4.85 |54.66

Resource Management | Bachelor's Degree 3.88 |42.11 |4.969 0.174  |Accept Ho
Master's Units 4.02 |49
Master's Degree 4.29 (61.02

Doctoral Degree/Units 411 |52.45

Total Bachelor's Degree 4.42 |43.67 |3.558 0.313 Accept Ho
Master's Units 4.46 |47.69
Master's Degree 4.55 |56.36

Doctoral Degree/Units 455 |57.46

40 mini

Mean rank followed by a common letter are not significant at 5% level.

The same is observed through the women leaders’ answer during the focus group discussion. In the FGD, which
was participated by a mix of bachelor’s, master’s, and doctorate degree holders, all participants once again
shared a similar work perspective as women leaders in their respective institutions and organizations. Regardless
of their educational attainment, the participants assessed that they have performed well in their current positions.
This was given light when some of them in the FGD that their current institutions have been extending help and
assistance to them when needed, thus enabling them to perform in the level that they had regardless of
educational attainment.

Table 20 reflects the hypothesis testing of the difference between the level of performance when grouped
according to participants’ educational years of experience. Using Kruskal-Wallis Statistics, it was found that for
the overall level of performance, when compared across the women leaders’ profile of years of experience, their
p-value scored less than 5 percent of the significant value which leads for the rejection of the null hypothesis.
Therefore, this study revealed that the level of performance had is a significant difference when grouped
according to years of experience.

Table 20: Difference in the level of performance and years of experience

Mean Kruskal-Wallis
Level of Performance |Years of Experience |Mean|Rank Statistics P Value |Remarks
Policy Formulation 5 and below 433 |41.48 6.854 0.077 Accept Ho
6to 10 4.49 |52.06
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11to 15 447 |51.38
16 and above 4.58 |62.27
Policy Implementation |5 and below 45 145.38 4.694 0.196 Accept Ho
6to0 10 455 |47.65
11to 15 4.62 |53.12
16 and above 4.74 160.88
People Management 5 and below 4.83 |47.19 3.2 0.362 Accept Ho
6to 10 4.8 |48.48
11to 15 4.86 |55.28
16 and above 4.89 |56.55
Resource Management |5 and below 3.85 |41.6 7.507 0.057 Accept Ho
6to 10 3.97 |47.13
11to 15 4.23 |56.86
16 and above 43 1615
Total 5 and below 4.38 [40.17 (b) |9.995 0.019 Reject Ho
6 to 10 4.45 |46.94 (ab)
11to 15 455 |55.18 (ab)
16 and above 4.63 [64.48 (a)

Mean rank followed by a common letter are not significant at 5% level

Based on the finding on the focus group discussions, since all the participants have a significant amount of
experience before finally reaching their current leadership role, it is believed that they have within them an
advantage on skills, temperament, and attitude that they have developed over time which makes them the right fit
for their current roles in their institutions and organizations. None of the women leaders where newly graduates,
thus, illustrating how they are backed with a considerable amount of experience before becoming a woman
leader. This finding conformed with the study of Forgas and Bless (2016) where it is reiterated that experience is
imperative when acquiring highest positions. While experience may not be the sole factor that determines who
goes up the corporate ladder, it is an important gauge of who would be accepted by their peers as authentic
leaders — one who is backed with extensive. (Fu et al. 2017).

Relationship Between the Most Dominant Attributes and Most Difficult Challenges Encountered by the
Participants

This section presents the relationship between the most dominant attributes and the most difficult challenges
encountered by the participants.

Table 21 presents the result of hypothesis testing for the relationship between the most dominant attributes of
women leaders — integrity and team building, and most difficult challenges encountered — work life balance.
Using Spearman ranked correlation coefficient, it was found that for all the dominant attributes of women leaders
— integrity and team building — when tested against the women leaders’ difficult challenges — Work life balance,
their P value is greater than 5 percent of the significant value which leads for the acceptance of the null
hypothesis. Therefore, the study revealed that there is no relationship between the most dominant attributes of
integrity and team building, and the most difficult challenge encountered by the participants is work-life balance.
This implies that practicing integrity or spearheading and participating on team building activities had no
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significant relationship to the challenge of maintaining work-life balance among the participants.

This could be attributed to the fact that the identified dominant attributes comprises of actions that are performed
on their personal capacity at the workplace setting and does not necessarily demand time from the participants’
personal time.

Table 21: Relationship between the most dominant attributes and the most difficult challenges encountered by
women leaders (work-life balance)

Level of Most Dominant Attributes of Women |Spearman Ranked Correlation

Leaders Coefficient P-Value |Remarks
Integrity 0.036 0.716 Accept Ho
Team Building -0.077 0.439 Accept Ho

Table 22 reflects the hypothesis testing of the relationship between the most dominant attributes of women
leaders — integrity and level of performance such as policy formulation, policy implementation, people
management and resource management.

Using Spearman ranked correlation coefficient, obtained 0.400 with p value of 0.000 it was found that the
dominant attributes of women leaders — integrity when test against the women leaders’ level of performance their
P value is less than 5 percent of the significant value which leads for the rejection of the null hypothesis.

Hence, there was a moderately low correlation between the two variables. Therefore, this study found that there
is a relationship between the most dominant attributes of women leaders- integrity and level of performance of
women leaders.

Table 22: Relationship between the Most dominant attributes of women leaders(integrity) and Level of
performance of women leaders

Level of Performance|Spearman Ranked Correlation Coefficient|P-Value [Remarks
Policy Formulation 0.324 0.001 |Reject Ho
Policy Implementation |0.386 0 Reject Ho
People Management (0.199 0.043 [Reject Ho
Resource Management|0.258 0.009 ([Reject Ho
Overall 0.4 0 Reject Ho

Based on the results using Spearman rank correlation of the relationship of integrity on employee performance in
terms of policy formulation, Policy Implementation, People Management and Resource Management it was
obtained 0.400, meaning that integrity has a direct effect on employee performance.

This means that the higher the integrity, the higher the employee's performance, conversely, the lower the
integrity, the lower the employee's performance. Furthermore, based on analysis integrity has a positive and
significant effect on employee performance. These findings are consistent with the results of research by Salwa
et al. (2016) which revealed that integrity has a significant influence on employee performance.

This findings conformed to the study of Yulianti and Wuryanti (2021) which showed that integrity has a positive
effect on employee performance. Integrity is a quality that underlies public trust and is a benchmark for
institutions and organizations to test all their decisions. Integrity requires an employee to be honest and
transparent, brave, wise and responsible in carrying out their duties. Having employees with integrity will create
a culture of integrity as well, and this culture will in turn create a valuable environment, so that they can focus
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more on a better long-term situation.

This implied that while not immediately noticeable, integrity as a dominant attribute of women leaders, has a
significant relationship on the participants’ level of performance.

This result underscored how a leader’s commitment to doing the right thing for the right reason — the way
integrity is described by Karthikeyan (2017), influences her in her overall level of performance, The fact that the
indicators used to measure integrity in the instrument emphasizes skills which focuses on maintaining a
harmonious relationship with colleagues, personal reflection on ethics, and personal accountability — all of which
are integral to the indicators of level of performance. Likewise, in order to carry out the identified indicators of
level of performance, elements such as justice, coherence, ethical principles, and appropriate motivation should
be practiced and observed. These elements are described by Bosch and Cavallotti (2016) as common elements of
integrity.

Table 23 reflects the hypothesis testing of the relationship between the most dominant attributes of women
leaders — Team Building and Level of Performance such as Policy Formulation, Policy Implementation, People
Management and Resource Management. Using Spearman Ranked Correlation Coefficient, obtained 0.410 with
P value of 0.000 it was found that the dominant attributes of women leaders — team building when test against the
women leader’s level of performance their P value is less than 5 percent of the significant value which leads for
the rejection of the null hypothesis.

It both revealed that there was moderately low correlation between the level of performance and most dominant
attributes of women leader. Therefore, the study revealed that there is a relationship between the dominant
attributes — team building and the level of performance of women leaders.

Table 23: Relationship between the Most dominant attributes of women leaders (team building) and Level of
performance of women leaders

Level of Performance|Spearman Ranked Correlation Coefficient|P-Value [Remarks
Policy Formulation 0.37 0 Reject Ho
Policy Implementation {0.301 0.002 |Reject Ho
People Management |0.343 0 Reject Ho
Resource Management|0.319 0.001 ([Reject Ho
Overall 0.41 0 Reject Ho
40

Table 24reflects the hypothesis testing of the relationship between the most difficult challenges — work life
balance and Level of Performance such as Policy Formulation, Policy Implementation, People Management and
Resource Management. Using Spearman Ranked Correlation Coefficient, it was found that most difficult
challenges — work life balance— when compared against the respondents’ level of performance their P value is
greater than 5% of the significant value which leads for the acceptance of the null hypothesis.

Table 24: Relationship between the Most challenges encountered and the Level of performance of women
leaders.

Level of Performance | Spearman Ranked Correlation Coefficient|P-Value | Remarks

Policy Formulation -0.006 0.948 |Accept Ho
Policy Implementation |-0.222 0.024 |Reject Ho
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People Management  |-0.131 0.186 |Accept Ho
Resource Management |-0.169 0.087 |Accept Ho
Overall -0.158 0.11 Accept Ho

However, in terms of the most difficult challenge encountered — work life balance - and the level of performance
of women leaders — policy implementation using Spearman correlation it obtained -0.222 and P Value of .024
which is less than 5 percent of the significant value which leads for the rejection of the null hypothesis.
Therefore, it reveals that there is a relationship between the most difficult challenges -work life balance and the
level of performance of women leaders — policy implementation. However, this relationship did not alter the
non-relationship of the other indicators of level of performance with the most difficult challenge encountered by
the women leaders.

This finding implies that the participants perceive policy implementation as one of the more demanding tasks on
their job as a woman leader that takes much of their personal time since policy implementation requires
consistent and persistent monitoring and evaluation.

Proposed Management Development Program

Management development is a process in which companies develop leaders and managers. This process is
usually systematic and rigorous. Management development is also typically done with existing employees.

Based on the findings of the study, this section presents the proposed management development program that can
be used and adopted by the private higher education institutions in Cavite as a basis in strengthening their
management development program.

Table 25: Proposed Management Development Program

Persons
Involved

Proposed Activity/Title

Findings of the Activity Objectives Budget

1. Provide policies that offer em-
ployees more flexibility on sched-
ules and location, self-management
programs that reduce stress and in-
crease work effectiveness and satis-
faction on the job.
2. Flex programs give employees the
ability to navigate both realms better
with adjustments to schedules and
offices.

3. It’s ideal for companies whose
teams are spread around the country
or globe, for people with long com-
mutes, and to signal trust to employ-
ees.

experience

Work-Life Balance as
the most challenging

Title: “Self-Management
and Time Management
Seminar”

4. Allow employees who work 35-40
hours per week to do 10-hour days
for four days a week, instead of
eight-hour days over five days. The
extra day off boosts life balance.

1. Admin-
istration

2. Human
Resource
Managers

Php
25,000.00

Professionalism as the
least dominant attrib-
ute of Women Leaders

Title: “Lunch and Learn”

1. To further strengthen the receptiv-
ity and professionalism attributes of
women leaders in institutions and

1. Admin-
istration
2. Women

Php
25,000.00
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organizations. Leaders
2. To conduct creative discussions|3. Training
with experts, gaining front-row staff
knowledge on a specific topic on
professionalism.
1. To provide continuous profession-
al development to members of the
institution as they render more years|1. Admin-
Significant difference of service. |istration
between People Man- 2. To enable the leader and the team|2. Women
agement and Resource to share influence, power, and own- |Leaders
Management (Level of | Title: “Coaching Teams |ership. Effective leaders who coach|3. Faculty
Performance) and Age|Amidst an Evolving|not only enhance team performance|and Staff
and Years of Experi-|Landscape” but also foster a culture of continu-|4. Training|Php
ence of Participants | Seminar and Workshops |ous learning and growth. Staff 25,000.00
1. Admin-
istration
2. Human
1. To assess policies which could be |[Resource
further enhanced, replaced, or repli-|officers
cated to ensure all organization|3. Women
members work with integrity and|Leaders
Integrity and Team other values espoused by the institu-|{4. Faculty
Building have moder- tion. and Staff
ately low correlation|Title: “Developing and|2. To continuously employ new en-|5. Quality
to the participants’|Sustaining Employee |gagement schemes to keep a harmo-|Assurance |Php
level of performance |Engagement Workshop” |nious relationship in the workplace. |Officers |50,000.00
1. To provide in-depth insight to fu-
ture women leaders on what it takes|1. Admin-
to implement policies at the institu- istration
tional level by shadowing a senior|2. Senior
Policy Implementation manager. women
has a moderately low 2. To enable the transfer of best|leaders
correlation to the par-|Title: “Policy Design and |practices of policy implementation|3. Junior
ticipants’ level of per-|Implementation  Work-|from a senior manager to a junior{women Php
formance shop” manager. leaders 25,000.00
1. Admin-
istration
2. Women
Leaders
3. External
Linkages
1. To improve the quality and quan-|Office
tity of academic business, manage-|4. Quality
ment units, supporting business|Assurance
Resource Management units, and commercial business units |Office
considered the least on|Title: “With my Project,|at the university by managing them|5. Finance
the Level of perfor-|Create my  Future”|professionally, effectively, efficient-|Depart- Php
mance Seminar and Workshops |ly, and accountably. ment 50,000.00
40
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SUMMARY, CONCLUSION, AND RECOMMENDATIONS
Summary

The study showed that most of the participants were married, with an average age of 41 to 50. Many were either
with master’s and doctorate units and with 16 years and above experienced as a women leader. The study showed
that most dominant attributes of women leader is integrity and team building. It was also revealed that the
attributes of women leaders in terms of professionalism, integrity, receptivity and team building is “very high”.
The study showed that the most challenge encountered by women leaders is work-life balance. The result shows
also that they never experienced gender bias in their respective workplace. The study’s findings found that there
Is no significant difference in the attributes of women leaders when grouped according to their profile. It also
revealed that there is no significant difference in the attributes of work life balance when grouped according to
their profile. Furthermore, the study reveals that there is a significant difference in the level performance when
grouped according to their profile — age and years of experienced.

Moreover, the study showed that there is no relationship between the attributes and the challenges encountered
by the participants. The results also showed that there is a relationship between the dominant attributes and the
level of performance of women leaders. It also reveals that there is a no relationship between the most difficult
challenges and the level of performance of women leaders.

Conclusion

Based on the findings revealed in the study, the following conclusions were made:

1. Women hold higher positions in the private HEI’s in Cavite. They served and were designated as college
deans, program chairpersons, coordinators, and office heads. Therefore, having women in leadership in
the province of Cavite is evident in the academe.

2. The participants possessed the ideal attributes of an ideal leader such as professionalism, integrity,
receptivity, and team building. The findings indicated that integrity and team building were the most
dominant attribute. This accords with this study that integrity is one of the top attributes of a great leader
and a concept of consistency of actions, values, methods, measures, principles, expectations, and
outcomes.

3. Women leaders mostly face challenges in balancing work life situation, this indicates that women leaders
still experience and received unreasonable demands at work and arrangements that eat their personal
time,though this challenge is experienced by the participants rarely, it still reflects that keeping work-life
balance appears to be a challenge for the women leaders.

4. This study concludes that in terms of level of performance, women leaders show good leadership and
working relationship with their team. The participants manage their subordinates and colleagues
remarkably, their performance in terms of people management as one of their administrative functions.

5. Furthermore, the overall results showed that the participants demonstrate their attributes, personal
challenges faced, their performance of their administrative functions. Therefore, strengthening and
adopting the management development programs is imperative for the continuous empowerment of
women in the academic setting.

Recommendations

Based on the findings and conclusions, the following recommendations are made:

1. Private higher education institution may consider adopting the proposed management development
program and investing in upskilling such as acquiring new skill sets and abilities to keep track of the
emerging trends in the academe; and leadership development that can improve existing assets and grow
the educational institutions, thus, can aid in strengthening the administrative functions of the employees.

2. Human resource managers of the respective private HEIs are encouraged to utilize and implement the
proposed management development program based on the need of their respective institutions specific to
providing greater organizational support for keeping the work-life balance of the women leaders. This
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study also recommends strengthening their plans for acquiring talent and enriching their existing pool of
employees to turn them into future leaders as part of their management development program that they
can adopt in their respective HR departments of HEIs.

Management of these HEIs encourage to allocate substantial funds to strengthen and to accomplish their
task so that they will develop their competencies with regards to resource management and their
responsibilities as women leaders. They should align their resource management strategy with the
mission and vision of the HEIs they belonged to.

Future researchers may conduct and assess study about attributes, challenges encountered, and the level
of performance of male leaders in the academe.

Future studies along this line may be conducted in a wider scope not only in Private Higher Education
Institutions but also in State Colleges and Universities.
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