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Perceptions of Female and Ma]e Top
Managers in Selected Industrial
Companies and Banking Institutions
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Abstract

The study describes the perceptions of female and male top manag-

ers in selected industrial companies and banking institutions in Iligan-
City on women managers in terms of their demographic characteristics,
work or life values, traits, and leadership styles. The study further estab-
lishes the extent of relationship and difference between these variables
also associated with top managers. The study found out that male top
managers in industrial companies and banking institutions largely out-
numbered female top managers. Using the chi-square analysis it was
Jound out that only the age and civil status of the top managers are sig-
nificantly related to the perceived demographic characteristics of women
managers. When tested at.05 level of. significance using chi-square analy-
Sis and t-test, it was found out that the work or life values of top manag-
ers and those perceived on women managers are significantly related
and different. Top managers value most economic, theoretical, and reli-
gious values, while women managers were perceived to place high re-
gard for aesthetic, religious, and economic values. Tho
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ugh there is no
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tionship between the traits of top managers and theijy per
ception on women managers on this attribute, these variables are foum}
10 be significantly different. Top managers demonstrated a high confh.
dence in their abilities as managers. They believed that they strongly
ossess important traifs of an outstanding leader, while women g,
agers were not viewed in the same manner. Thg leadership styles prac-
ticed by top managers are similar to those perceived in women managers
and are significantly correlated. Female and male top managers are
significantly different in their perceptions on women managers. Femgle
tend to perceive the subject as similar to them in terms , f
le top managers, however, do not exhibit the same percep.

significant rela

top managers
attributes. Ma
tion on women managers.

Introduction

Women being confined to child rearing and other household duties and
responsibilities were a typical scenario several decades ago. However, as
people in the society become enamored by the value of materialism and pushed
hard by tough economic blows, more and more families have felt the need to
increase their earnings. This has resulted in an influx of more women into
the workforce.

Freed from the confines of her old world — her home, the modern woman
today competes with her male counterpart for employment, pay, promotion,
and professional growth in a competitive labor market. She, however, must
also strive to mingle, coordinate, and collaborate with her male co-worker in
an effort to develop and maintain harmonious work relationships both within
and outside the organization.

Since women have entered the ranks of management in both developed
and developing societies, the number of researches, conventions, conferences,
and publications focusing on women has steadily increased. A number of
§tudies attempted to surface gender differences among managers. These _StUd‘
ies brought women managers into the limelight. Yet, despite their being 2
choice subject in many researches, discussions, and publications, 1 the
workforce they still are seemingly left out in terms of upward mobility an
career advancement vis-a-vis their male counterpart.

Moreover, they also seem to be stereotyped to lower-

ollary to this stereotypin g of women, certain work aspects Suc

status jobs. Cor-
h as petter joP
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positions, pay promotion, development and evaluation are seemingly biased
i1 favor of male employees. As aresult, only few women hold top positions
in many organizations nowadays. Breaking the “glass ceiling” has become a
shared predicament of many women managers today.

To date, many aspiring women managers have continued to struggle to
enter the ranks of corporate management. Such struggle may have been
partly caused by the way women managers are perceived in the organization

by those who have the power to determine and influence their upward mobil-
ity and career advancement.

Statement of Research Objectives

This paper attempted to describe the perceptions of female and male
top managers in selected industrial and banking institutions in Iligan City on
women managers in terms of four major variables namely demographic char-
acteristics — age, gender, civil status, educational attainment, religion, work
responsibility, the number of affiliation/membership to socio-civic, profes-
sional, and religious organizations; work or life values; traits; and leadership
style; it also attempted to find out how the demographic characteristics of
top managers related to their perceptions on women managers in terms of
work or life values, traits and leadership style; it also attempted to establish
the extent of relationship between the top managers’ attributes and those
perceived of women in terms of the four major variables.; it further sought to
find out if there is a significant difference between the top managers assess-
ment of their attributes and their perceptions on women managers; and lastly,
the study attempted to establish whether there is significant difference be-
tween the male and female top managers’ perceptions on women managers
with respect to work or life values, traits, and leadership style.

Conceptual Framework and Hypotheses

The conduct of the study was guided mainly with the assumption that
one reason why only few women managers hold top positions nowadays
stems from the way they are perceived by top managers in the organizations.
A great deal of these perceptions relates to the relationships between the
perceiver’s characteristics and the attributes of women managers being per-
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underlying assumption is that the overall Perception ,
determined by the extent 0 which the variables 25505, Womg,

elate or differ with the perceived characteristjcg - ; With
OmEn

ceived. The
managers are
top managers

managers. o
Four baseline data were ascertained in this study; namely, iy
’ € de.

mographic characteristics in t-er.'ms of age, gender, c_iv.il status, acy ey
gree, Work responsibility, religion, and t_:mc{non-cmg membt'rshjps : de.
filiations, 2) work or life values categorized into economic, politicy 1]1; af.
retical, aesthetic and religious values (Franco, et.al, 1988), 3) trajt n’ameo_
vision, communication, persistence, empowerment, and organizatioy, abe‘[|
ity and capacity (Steers, 1991), afxd 4) leadershlp' s.tyle.c]assjﬁed it dil‘elc ;
tive, supportive, achievement-oriented, and participative leadership i !
The leadership styles used in the study are based on the “House and );; cheus*;
Path-goal theory of leadership, which focuses on how the leader influenge
the follower’s perceptions of work goals, self-development goals, and pithy
to goal attainment (Northeraft and Neale, 1990).

Based on the research objectives, the following null hypotheses were
then formulated, and were tested at 0.05 level of significance:

1. There is no significant relationship between the perceptions of top man-
agers in selected industrial companies and banking institutions in lligan
City on women managers and such variables associated with top manag-

ers as:
1.1 age

1.2 civil status

1.3 academic degree

1.4 religion

1.5 work responsibility

1.6 number of affiliations to socio-civic organizations
1.7 number of affiliations to professional organizations
1.8 number of affiliations to religious organizations

2. There s no significant relationship between the attributes of top manag-
ers and their perception on women managers in terms of :
2.1 demographic characteristics
2.2 work or life values
2.3 traits
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2.4 leadership style

: ‘There is no significant difference between the top managers’ assessment
" oftheir attributes and their perceptions on women managers in terms of:
3.1 work or life values
3.2 traits
3.3 leadership style

4. There is no significant difference on the perceptions on women manag-
ers between male and female top managers

Scope and Research Methods

The subjects of the study were the 89 top managers in Iligan City, 69 of
whom came from 15 industrial companies and 25 from banks. Top manag-
ers here refer to those holding top positions such as Chief Executive Officer,
General Manager, President, Executive Vice-President, Vice-President, As-
sistant Vice-President, Division Manager/Superintendent, Bank Branch Man-
ager, including those who have at least two levels of managerial subordi-
nates as well as those holding key divisions or functions in companies where
the structure consists only of two levels: the managers and the rank and file.

Though the intention of the study was to cover all the 19 industrial
companies and 29 banks in Iligan City, but due to some on-going reorganiza-
tion in two companies, closure/non-operation of one, and refusal by another
company, the study confined itself to a total of 15 companies. Of the 29
banks, only 27 qualified for the study as two were managed temporarily by
an Assistant Manager while the branch manager is on detail to another branch
outside the City. It was further reduced to 25 due to the non-cooperation of
the two other branch managers.

The names of these managers were obtained through telephone calls,
friends’ help or from their respective Human Resource Management or Per-
sonnel Department.

The study utilized the descriptive method of research with correlation
analysis. Basically, the variables were measured on the basis of the top man-
agers’ perceptions on the following factors: demographic characteristics, work
or life values, traits, and leadership styles.
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Both descriptive and inferentialniiaat;s:ﬁi r\:erc cmployeg )
il OIS SO P ot
scribe the responSes 87 e arithmetic mean was us esdp;nai"ing lz gc\
qverage ag¢ ts, while 111ekw§ighteq mean forct(;]e Pute u::e
value of 2 given response 10 statements: asked, particulary oy ercave.rage
The Pearson product-Moment COI’I‘C;&IﬂIOI‘l or _Pearsgn i elphon&
g ofcorrelation es (particularly on data that are C ex.
val) associated wit o
ers. To test the hypotheses

lized. Theseare chi-square tes

between the varia

h top managers and their perceptions on wope
, parametric and non-parametric to]g 1maﬂag.
€re -

t, two sample t-test for significant gigy € uji.
and unweighted Jeast squares multiple regression. The SPSS o Slaﬁre%
package for Social Sciences Was used to process all the data e ISticy|

perform all the tatistical treatment. and
The study Was conducted from the 2' week of December 1995,
nti]

the 2™ week of February 1999.

Instrument

The study made use of a researcher-made structured-undisguised ques-
tionnaire as the primary tool for -gathering data. It was divided into two
major parts: Part I covered the Perceptions on Women Managers; and Part J]
the Top Managers ' Background. Bach was further divided into four parts:
demographic attributes, work and life values, traits, and leadership style
The questionnaire is composed mostly of fixed alternative questions and one
open-ended type of question. Specifically, fixed alternative choices include
multiple choice, and 2 four-point scale. The questionnaire was so designed
in order o facilitate quick and convenient answering by the respondents who

all have very tight schedule.

Before it was administered to the actual respondents, it was first pre-

tested. To determine its internal consistency and reliability, the split-half
method was used. The correlation coefficient values were computed using
the formula Pearson Moment Correlation for odd and even items and squar

ing the values obtained. The result gave a high level of reliability ranging
from .620 to .955 coefficient. Revisions were then made to make the ques-
ere then personallY

tionnaire more functional. The revised questionnaires W

110



MELISSA BELLEN MANGAL]

i ibited to the top MANAELLS O :through the Human Resource Manager/
Human Resource Department or with the help of a designated person ingthre
company. Follow-ups were made by phone-calls and personal visits to the
ompanies. Of the 105 questionnaires distributed, the response rate was 84 7%
To measure the res.ponses to the statements pertaining to the Wa::k 00-
Life values considgred important by top managers and those perceived a;

adhered tO by women managers, a four-point Likert-scale was employed
The response categories are as follows: -

means Very Important/Strongly Adhere to

means Important/ Adhere to

means Somewhat Important/Somewhat Adhere to
means Not Important/Do not Adhere to

—_— N W

The responses were interpreted based on the following values:

3.25-4.00 means Very Important/Strongly Adhere to

2.50 —3.24 means Important/Adhere to

1.75 - 2.49 means Somewhat Important/Somewhat Adhere to
1.00 — 1.74 means Not Important/Do not Adhere to

The responses to the statements pertaining to the Traits were catego-
rized and interpreted as follows:

Scale Value Descriptive Interpretation  Cut-off Values
4 Strongly Possess 3.25-4.00
3 Possess 250~ 3.24
2 Somewhat Possess 1.75-2.49
1 Do Not Possess 1.00~1.74

To measure the extent to which certain leadership styles are practiced
top managers and those perceived on women managers, both positive and
Negative statements were designed.

Responses to the positive statements werc categorized and interpreted
as follows:
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Scale Value  Descripiix terpretation MO Vit
4 Always Strongly Agree 3.25 - 4,00
3 Ofteny Agree 2.50 - 324
2 Sometimes Disagree .75 - 2. 49
1 Never Strongly Disagree 1.00 - 174

The scale values as well as the cut-olt values were simply revey
' “ed fo
|

nevau\ ¢ statements.
Some personal interviews were also used.

Findings

Based on the data that were gathered from the 89 top managers of iy,.
dustrial companies and banking institutions in lligan City, the follow; 'Ing fing-

ings were drawn:

Majority (67.4%) of the top managers surveyed were middle- -age, with
mean age of 44. Likewise most women managers were perceived to be 0
middle age too. Male top managers who comprised more than 84% of (e
top managers surveyed largely outnumbered female top managers. This im-
plies that female top managers are still rare.

Almost all are married and Christians. Majority, 60.7% have attained a
college education, while only some are Master’s Degree holders. Women
managers were viewed similarly in terms of these three demographic attributes,
They, however, are believed to be more highly educated attaining at lcast a
Master’s degree.

With respect to educational attainment, findings may imply that obtain-
ing a post-graduate education may not be an essential requirement before
one can be elevated to a top managerial position. Though, those with higher
education may have a greater edge over those who have simply finished a
College degree. They are affiliated to at least one socio-civic, religious, and
professional organization.

The top managers were found to have dual to multiple work respon-
sibilities. A sharp distinction was noted on the work responsibilitics man-
aged by top managers compared with those perceived handled by wome”
managers. Top managers have work responsibilities involving Administra-
tion (51.7%), Production (49.4%), Finance (40.5%), Marketing (38.2%).
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{uman Resource (36%), Projects (36%), Maintenance (32.5%
Relations (32.5%). Women managers, on the other hand, were
mallage organizatmn?ﬂ.func‘flons that include Humal1 Resource
nance (rank 2), Administration (rank 3), Public Relations (rank 4), Market-
ing (rank 5), and Research and .Developmlent (rank 6). Three important func-
iions namely, projects, production/operations, and maintenance, where many
of the top managers, mostly men, were delegated to, were perceived to have
been less dominated by women managers as these three ranked 9t 1Qh

ll"'-

), and Public
perceived to
(rank 1), Fi-

, and

This distinction can be seen clearly in the pie chart below:

OProd./Oper
B Admin.
OFinance
OMarketing
B HR
OProjects
H Maint.
OP.R

Bl Mat. Mgt.
BQ.C./QA.
OR&D
OOthers

OProd./Oper.
B Admin.
OFinance
OMktg.
EHR

O Projects
H Maint.
OP.R

B Mat. Mgt.
EQA./QC.
OR&D

Figure 2. Perceived Work Responsibilities of Women Managers
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 of their work of life values, it was found out that ¢, |
omic, theoretical and religious values as sh o‘z agep,
£3.74,3.56, and 3.54 with economic values wey n by thi
more highly by toP managers than otherl work values. Economjc fatiste
involve interest is usefulness of something, an activity or object m Ut?s y
accumulation of wealth and profit, emphasis on efficiency, m:irkz?lcah ’
sion, and the like. Since most of the top managers were males, suc, Cngn_
regard for economic values presumably reflects not only their cancas hi
economic welfare of the compal_'ny but as well as their concem for th:nl iy
ily being the traditional breadwinnes. ir fam.
Women managers Were perceived to place high recard for —
religious, and economic values as evidenced by the means of 3.60, 3 39 etic,
3.27 respectively. Political values wergglleast considered import’am't 0’ and
hered to. Figures 3 and 4 summarize these findings. I ad-

In term
valued most econ
respective means 0

B Top Managers

B Women
Managers

Figure 3. Workor Life Values of Top Managers and Perceived Work
or Life Values of Women Managers

Legend: E — Economic Values
T — Theoretical Values
R — Religious Values

A — Aesthetic Values
P — Political Values
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It was also found out that the top managers demonstrated a high confi-
dence in their abilltlffs as managers. ._They believed that they strongly pos-
sess all important traits of an outstgndlpg leader. These are vision, organiza-
ional ability, pers1ste:nce, communication, and empowerment. While women
managers were not viewed 1n.the same manner: Women managers were seep
strongly poSsessing communication and organizational abilitjes, Examining
the bar graphs presented below, it shows that the Women managers were not

viewed as favorably as the way top managers, comprising mostly of males
assessed themselves in terms of these traits.

dd e
Mg 343539339 5
fd -2 1 = 3.04

E Top Managers

B Women
Managers

1

E.,_.__ CPEE o  Ed #

A
4]
vl
!

, %t;;l .

'V o0 P

E
Figure 4. Traits of Top Managers and Perceived Traits of Women
Managers
V —Vision

O — Organizational Ability
P - Persistence

C - Communication
E - Empowerment

~As for the leadership style, top managers were inclined to adopt
directivenegg leadership s

tyle. Directive leaders tend to maintain definite
Standards of performance. As such they let subordinates know what is ex-
Pected and they provide specific guidance as to what should be done now.
They know their function in the organizations and find ways to let others
Understang thejy part in the group. They also believed that they are more
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1 being supportive. In fact, they have the jng X

-y 1ve tha ' in !
participatl hip style most of the time. They were a1g on

0
0 achi..  Prac.
. |eadership style had the lowest mean valye ‘Egl;gmem‘

ared to the other three leadership styles namely directiveness, artjc; Com.
P p ortiveness with mean values of 3.493 3, lz.l, and 3.07, res Ipay,
an Slgr'i’ the other hand, women managers, likewise, were Perceiy v
rective leaders. They Were seen as more supportive than participatti‘vee,-t_j I .
d approach, she 1s inclined to show concemn for (e sty S“ her
well being of her subordinates wl?lle .ﬁndmg time to exchange Pleasam:ind
with other employees in the OFganlzatlon. Top managers agreed thy o ;s
managers are achievement—onent.ed. Thfay find women managers being mor:
tolerant to low-performers .despoxte their perception that womep Manage
also emphasize excellence just l1l.<e they do. However, the ratings giye, e
women managers in all leadership styles are lower compared to

. the Othe]-
ratings top managers gave themselves. Flgure 5 shows these fi : -

personalize

O Top Managers

B Women Managers

D

Figure 5. Leadership Styles of Top Managers and Perceived Leadership
Styles of Women Managers

D — Directive

S -  Supportive,

A-O — Achievement Oriented
P -  Participative
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1t was also found out that the top managers’ demographic attributes
h as age, and the number of memberships or affiliations to religious, pro-
5_th i(;nﬂl:- and socio-civic organizations are not predictor variables of their
1Lesricpli011s on \women managers in lel‘msloi'thei.r \\‘01'P< or life vu.lucs, traits,
and jeadership style. Tl'ns ll'l'l.pllL’S that ll'.lEll' relqtlonshlp 1S non- linear.
' Other demographic variables associated with lop managers such as civil
status, religion, and n.educauon.ul attainment are fm.lnd to have no significant
relationship with their perceptions on the work_ or life values, traits, and lead-
crship styles of women ma.magers whe:} subjected to chi-square
Results imply that these variables do not influence the topm
tions on WOMmen managers.

It was also found out that the work responsibilities performed by top
managers have a highly significant relationship with their over-all percep-
tions on women managers as shown by the p-value of .0058 < .01. This
means that certain traits, work or life values, and leadership styles are requi-
sites to the performance of particular tasks.

The age of top managers and the perceived age of women managers
showed a significant relationship as shown by the p-value 0.0314 < .05.
Likewise, the civil status of top managers and the perceived civil status of
women managers also indicated a highly significant relationship as supported
by the p-value 0.0010 < .01. Results mean that age and civil status are es-
sential requirements for managerial ranks.

Correlation between the top managers’ work or life values and the per-
ceived work or life values adhered to by women managers indicated a posi-
tiveand a highly significant relationship as evidenced by the test result where
r=".2997 and p-value of .0043 < .0/. This means that top managers tend to
require women managers more of work or life values they consider very
important. Similarly, women managers are required less of work or life val-
ues that top managers do not consider very important.

Correlation between the top managers’ trails and traits perceived pos-
sessed by women managers showed positive low and no significant relation-
ship as shown by » = * 0.0884 and p-value of 0.4101 < .05.

The leadership styles of top managers and those perceived on women
Managers showed moderate and positive correlation as supported by r = -
0.46144. There is also highly significant relationship between the two vari-

ables. Results imply that lop managers tend (o notice women managers who
demonstrate or practice similar leadership styles.

analysis.
anagers’ percep-
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is a significant difference between the Work

or life values top managers considered important and the WOl'lf or life valyeg
perceived to have been adhered to by women managers as evidenced by the
p-value 0.0193 <.05. This is attributed to the tendency of top managers t,
value most economic and theoretical values and women managers’ perceived
tendency to value most aesthetic and religious value§. Traits of top manag-
ers and the traits perceived on women managers are significantly different as
shown by the p-value .0190 < _05. This difference is attributed by the extent
to which they strongly possess the five traits of a superleader.

Leadership styles practiced by top managers and those perceived on
women managers showed no significant difference as supported by the p-
value 3415 <.05. The no difference stems from their tendency to adopt a
directive leadership style.

When the perceptions of male top managers and the perceptions of
female top managers were compared and subj ected to a two-sample t-test at
.05 level of significance, it was found out that their perceptions significantly
differ as supported by the p-value .0032 < .01. It must be noted, however,
that since there are more male top managers, samples from this group were
randomly drawn so as to be validly compared with that of the female group.
Results show that the female top managers tend to have a favorable percep-
tion on women managers, i.e., they have the tendency to rate highly and form
positive perception on fellow-women managers. While male top managers
tend to view women managers not as favorably as female top managers per
ceive them. Figure 6 clearly shows this difference.

It was found out that there

D —

a5]7 2 22m 3.561

31|
251!
2 ' :
| | |DTop Managers
1.51 | |mWomen Managers
14
i |
05| I ;

0 N I T T | SR

Figure 6. Difference Between the Perception of Female and Male Top
Managers on Women Managers
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Conclusions

From the findings of the study, it is clearly evident that female top
managers are still considered a minority vis-a-vis their male counterparts.
Being the minority, their voice, opinions, and the roles they perform may
have the tendency to be subdued by the male majority.

Women managers are stereotype to certain attributes and positions,

From the statistical tests conducted, the following conclusions are made.

The age of the top managers is significantly related to the perceived
age of women managers implying that age is a determinant factor to occupy-
ing managerial positions. There is a highly significant relationship between
the top managers’ civil status and the perceived civil status of women man-
agers. Educational attainment is not significantly related to the perceived
educational attainment of women managers. Of the six demographic char-
acteristics considered in the study, namely, age, civil status, educational at-
tainment, religion, work responsibility, and the number of affiliations to socio-
civic, professional and religious organizations, only the work responsibili-
ties of the top managers have a highly significant relationship with their per-
ceptions on women managers in terms of work or life values, traits, and
leadership styles, implying that certain work or life values, traits, and leader-
ship styles are requisites to the performance of particular tasks.

The work or life values and leadership styles of top managers are sig-
nificantly related to their perception of women managers’ work or life values
and leadership styles. There is no significant relationship between the top
managers’ traits and the traits perceived possessed by women managers.

There is a significant difference between the top managers work or life
values and the perceived work or life values of women managers, with top
managers giving primary importance to economic and theoretical values while
women managers are believed to value most aesthetic and religious values.

There is a significant difference between the traits of top managers
believed they strongly possess and the traits perceived possessed by women

managers. The difference stems from their dissimilarities in the extent to
which they perceive they possess certain traits.

There is no significant difference between the leadership styles prac-
tice by top managers and those perceived on women managers.

There is a highly significant difference between the perceptions of m:alc
and female top managers on women managers’ work or life values, traits,
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and leadership styles. Female top managers tend to have favorable percep-
tions on fellow women managers, while male top managers do not perceive
women managers as favorably as female top managers do. This implies that
they tend to favorably perceive those whom they believe are similar to thep
and not to favorably perceive those who are believed to be dissimilar,

Recommendations

Based on the findings and conclusions of the study , certain important
points are recommended to the following:

To the woman manager, she should endeavor to break into areas of
influence that have thus far been dominated by men. This means that she
should be ambitious by seeking challenging works and visible assignments.
This implies however, that she must be prepared to take calculated risks, but
be consistently outstanding. To do this, requires that her training, work or
life values, traits and education must be geared toward these areas.

She must consistently demonstrate assertiveness without necessarily
resorting to being over-controlling. She should not entangle herself to idle
talks and matters especially when in the presence of her male colleagues and
superiors. She should rather focus more on the company’s economic con-
cerns rather than on her aesthetic and religious concerns especially when at
her workstation or office.

To the top managers, organization policies, practices, and program®
must be designed in such a manner that they will minimize the creation of
gender difference in major job assi gnments.

Similar researches should be conducted with a wider scope in order
shed more insight into the experiences of women managers in the corporal®
world. Research undertakings such as this are hoped to magnify the statur:
of women managers, and help in the formulation of policies and progra™
designed to develop women managers and other aspiring womer.
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