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PREFACE 

 

 

The Business Research Journal (BRJ 2017) is the official research publication of 

the De La Salle Araneta University-College of Business, Management, and Accountancy 

(DLSAU-CBMA). The BRJ 2017 is a special issue from the inputs of the 1st DLSAU 

Business Research Congress (BRC) held on March 03, 2017. The conference theme 

“Leading Through Business Research:  Towards Greatness” was stimulated and 

made more relevant by the keynote speakers from the Academe, Business Industry, and 

Senate of the Philippines.  The business education faculty and students from Metro 

Manila and nearby schools in CAMANAVA discovered new knowledge and learned 

more about the trends and critical issues in managing corporations.  

 

This first-ever business research conference organized by the DLSAU-CBMA 

gave precedence to the 1st BRC research presenters from the different higher education 

institutions (HEIs) for their research studies to be published. Papers presented were from 

the various fields of Business Leadership, Marketing Strategies, Accounting and Human 

Resources Management. Moreover, this business journal fulfills the objective of the 

research conference where the  business educators and students levelled up on their 

effectiveness in communicating results of their valuable research output. Painstakingly, 

those critical issues have been addressed at the plenary session of the 1st DLSAU 

Business Research Congress.   Theme relevance was captured through great studies: 

“Research-based instruction in business education as a tool for business innovations, 

creativity and productivity; Rules governing senate investigations; and “Building 

humanistic businesses for inclusive growth.” 

 

 The Editorial Board of BRJ is indebted to the plenary speakers of the 1st  DLSAU 

Business Congress, panel of reviewers and contributors. Articles to be considered in the 

succeeding issues of BRJ should reflect the relevance of research to the theme of future 

Business Research Congresses organized by DLSAU-CBMA and its collaborators. 
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NOTES FOR BUSINESS RESEARCH IN EDUCATION 

 

 

 

Research as a Tool in Business Innovation and Creativity:  

Challenges and Resolutions 

Alfredo Mosende Dimaano 

Pamantasan ng Lungsod ng Marikina 

 

 Research and its subsequent development into profitable products and services 

continue to serve out technologically driven economy. Without these critical activities, 

the advancement of technology would stagnate. Therefore, given its importance, the 

application of total quality principles and practices supports technological advances and 

ensures continued growth.  

 Total Quality in Research and Development (R & D) provides the management 

methods and social and technological skills to achieve total quality. Total quality is 

achieved when there is an equal interaction between a management system that provides 

leadership, a social system that empowers people, and a technical system that provides 

for innovation and creativity. Each system is explored in detail, along with strategies for 

implementing total quality. Systems are addressed through survey instruments that 

highlight total quality elements such as strategy, communication skills and systems, 

values and principles, process control, and customer satisfaction.  

 The importance of implementing total quality principles in R & D cannot be 

overstated. Too often, the literature has focused solely on manufacturing applications 

without incorporating the critical link between design development and product quality. 

Similarly, the role of research in higher education cannot be overemphasized. Indeed, 

research, as an academic function, differentiates higher education from basic education. 

The academe has traditionally been one of the major sources of knowledge and 

innovation mainly because of the research activities of professors in colleges and 

universities. The importance of research is widely accepted in academic circles. In fact, 

the academic reputation of a professor as well as his standing among colleagues depends 
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to a large extent on the quality of his research and contribution to the world’s fund of 

knowledge. 

Apart from these considerations, another important justification for the conduct of 

research in higher education institutions rests on the fact that research generally precedes 

development. Ideally, technological, social, economic and political advancements must 

be strongly anchored on research findings. In fact, a strong connection between national 

productivity (measured in terms of GNP) and the number of research-level manpower has 

already been shown by some studies (Umpa, 1997). 

In broad terms, in the Philippines, where the culture and environment for research 

are not well-developed, it is necessary to place special emphasis on research to enable 

this country to join the ranks of world class nations in the 21st century. The Higher 

education Act of 1994 (R.A 7722), which established the Commission on Higher 

education, mandates the Commission to (1) formulate and recommend development 

plans, policies, priorities, programs, and research in higher education; (2) recommend to 

the executive and legislative branches  priorities and grants on higher education and 

research; (3) develop criteria for allocating additional resources for research; and (4) 

direct or redirect purposive research by institutions of higher learning to meet the needs 

of agro-industrialization and development. The Commission’s Long Term Higher 

Education Development Plan also states that “Research in priority disciplines and key 

areas shall be pursued not only for improving instructional programs but also for 

advancing inventions and technologies”. 

Research, academics in particular, could help in bringing rigor to our evaluations 

and may run parallel forms of research along with the school’s tests through action. 

Philippine schools are still in the early stages of becoming this type of community. 

However, HEIs should be very optimistic in thinking that one can successfully establish 

this approach to constructing a research-based institution of learning putting in into the 

philosophy that 1) the school is centered upon its core objective of improving the 

teaching and learning process; 2) it fits in easily within school development processes; 3) 

practice can more easily be related to research; 4) it provides information both for 

academic research and for school development planning; 5) the narrative of the policy 

develops over time, the initiatives it spawns, and the evaluations of those initiatives add 

to our knowledge of education in partnership with professional researchers; 6) a teaching 

and learning policy, and the specifications it contain, is not imposed upon a school but 

grows and adapts to its local conditions, above all, it is open to scrutiny and evaluations 

by a wider research community. 
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 To establish the quality of the research among Higher Education Institutions, the 

Commission on Higher Education in the Philippines sets the General Policy Statements 

on Higher Education (NHERA 1998-2007) which declares the following: 

• Research is the ultimate expression of an individual’s innovative and creative 

powers. Higher education institutions shall ensure that the academic environment 

nurtures and supports Filipino research talents. 

 

• Research thrives in an environment characterized by free flow of information, 

honest, and analytical exchange of ideas, and supportive administrative structures. 

Higher education policies shall enhance the individual’s capacity to conduct 

independent and productive research. 

• Research is one of the main functions of higher education institutions. 

Universities, in particular, are expected to lead in the conduct of technology-

directed and innovative/creative researches which are locally responsive and 

globally competitive.  

 

 A key value of the academic culture, according to Austin, "is the notion that the 

purpose of higher education is to pursue, discover, produce and disseminate knowledge, 

truth and understanding. Research, writing, publication, and instruction are all vehicles 

for enacting this value (Austin, 1999)." The academic value is extremely competitive at 

every level, from entering as an associate professor to earning tenure to becoming a full 

professor at a major research university. At each level, one's peers are supposed to assess 

one's progress on the basis of three categories -- teaching, research, and service (Cotter, 

1996). However, it is research that has become the key issue in progressing through one's 

career. The following provides a key example of the current emphasis on research: 

 Those individuals who perform research and development (R&D) functions in 

organizations and corporations face an unparalleled challenge within the workplace. As 

competitive pressures grow and the search for new products and processes accelerates, 

the need for a total quality systematic approach become evident. Companies face the 

prospect of introducing new products at a frightening pace. Those organizations and 

businesses unable to maintain an effective R & D organization must face the challenge 

posed by larger organizations that can move products to market rapidly. Executives often 

expect that the R & D function will perform successfully with reduced resources and 

unrealistic objectives. Cycle times within the R & D function must improve dramatically 

given that companies now employ fewer individuals in the R & D function. Fewer people 

are doing more work in shorter times with increased pressure. The need for teamwork, 

efficient and effective management systems, and appropriate technologies has become 

critical. R & D personnel must experience the benefits of working in a positive 
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environment that supports the goals of total quality. These goals include team 

accomplishments, searching collectively for improved productivity, redesigning 

management systems to promote a total quality approach, and eliminating variation in 

research design and implementation. These goals are reason enough for implementing 

some sort of total quality improvement effort within a facility or department. 

 Many researchers feel that a total quality system stifles inventiveness, ingenuity, 

and individual accomplishment. In reality, total quality promotes collaborative 

accomplishments, rewards both team and individual performance, and initiates and 

maintains an environment conducive to creativity. Present practices in many 

organizations often stifle creativity and inventiveness because the environment 

(managerial and social systems) creates fear and mistrust. No individual can achieve his 

or her in a work environment that creates excess stress and demands that the individual 

operate in a vacuum. If organizational objectives are unclear, then the norm is generally 

to outperform others through a system that rewards values that are not fully conducive to 

organizational goals. Often the research environment is more like that of an academic 

institution, where a philosophy of “sink or swim” prevails. This “academic” philosophy is 

in contradiction to established total quality principles. Researchers, like academicians, 

often prosper by participating in a system that rewards individual achievement and 

discourages alliance building and cooperation. Researchers from teams that function like 

a small department and may erect barriers to outsiders by discouraging interaction outside 

the “team”. Like corporations and organizations preparing to do business in the 1990s, 

the R & D function must build alliances and partnerships in order to survive and prosper. 

Total quality produces the optimal environment for research. Total quality is not just a 

system, method, or philosophy but rather is a working model for daily operations. This 

working model includes actual daily work practices that stress creativity and group 

accomplishments which support company goals. 

 In today’s highly competitive environment, the need for total quality in R & D 

becomes increasingly important. The total quality philosophy prepares the work force for 

positive change through continuous improvement, by motivating and energizing 

employees and empowering all within the system. The result of these efforts is products 

and services that meet customer needs and expectations through systems that are both 

effective and efficient in meeting shareholder needs and management priorities. 

Cognizant of the mandate of the law on quality higher education which asserts 

that “xxx…higher education should advance the frontiers of knowledge through research 

work, and apply technology gained for improving the quality of human life and 

responding effectively to changing societal needs and conditions” (Sarmiento, 2009, 
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Education Law Art.1 Sec. 10.d), schools, colleges and universities tries its best to actively 

respond to this national challenge. The Education Law provides the minimum standard 

for educational institutions for maintaining its excellence level emphasized in the highly 

developed Academic, Research, and Community Service programs. 

The role of research, as an academic function, differentiates quality education 

from one that is substandard. The academe has traditionally been one of the major 

sources of knowledge and innovation mainly because of the research activities of teachers 

in schools. The academic reputation of a faculty as well as his standing among colleagues 

depends to a large extent on the quality of his research and contribution to the world’s 

fund of knowledge. 

The call among academic institutions is to integrate research in the academic and 

non-academic operations in order to facilitate employees’ regard for the importance of 

research. Much is then expected from the teachers to serve as catalysts to heighten the 

command of research in the academic community. Thus, schools, colleges and 

universities take a vigorous move towards a Research-Based Instruction (RBI). 

In the context of HEIs, we can structure our institutional research unit with its 

own focus in the conduct of research and research training as an integral part of our 

education system, whose objectives are to:  

 

• inspire and enable individuals to develop their capabilities to the highest potential 

throughout their lives (for personal growth and fulfillment, for effective 

participation in the workforce and for constructive contributions to society); 

• advance and aid the application of knowledge and understanding to the benefit of 

the economy and the society; 

• enable individuals to adapt and learn, consistent with the needs of a knowledge-

based economy at local, regional and national levels;  

• enable individuals to contribute to a democratic, healthy, peaceful, and civilized 

society and promote the tolerance and debate which underpins it. 

 

Within this system, the challenge is to ensure that our higher education research 

and research training program is appropriate to our social, economic, and cultural goals 

as we move into the highly progressing global century. 

 

Central to HEIs research thrust is a concern that each unit, particularly the 

academic units, has its research agenda that will allow it to enhance its global role as a 

creator and transmitter of knowledge while being able to respond to the rapid changes 

taking place in the way knowledge is being generated and applied. This will only occur in 

an environment which values a commitment to the pursuit of truth and the rigorous 

analysis of argument and evidence; where open debate and critical questioning are valued 
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along with a willingness to consider alternative views on their merits; and where those 

within it appreciate their mutual responsibility for the sharing of knowledge and the value 

it brings to the wider community. 

 

The research thrust and reforms will ensure that HEIs will continue to be a place 

where discovery and creativity are fostered and encouraged, and a venue for ideas to be 

discussed freely and critically in a spirit of openness and tolerance. The nation’s young 

researchers and researcher-in-training will be nurtured in an environment which provides 

relevant experience, delivers high quality learning, and values creativity and talent. HEIs 

graduates who are fully equipped with the rudiments of research will be sought after 

for their abilities to operate anywhere in the world at standards consistent with best 

practice. 

 

 

Schools, colleges and universities are therefore seeking to develop a research and 

research training system which will:  

 

• ensure that HEIS is able to maintain and develop its research competence at the 

local, national and hopefully its international credibility across a wide range of 

fields of knowledge;  

• facilitate the provision of diverse, high quality research training environments; 

• encourage the expansion of the total local and national investment in research; 

• expand opportunities and choice for research learners; 

• enable research organizations to respond flexibly to changes in the development 

of and demand for knowledge; 

• support the development and dissemination of knowledge for its own sake as well 

as the social and cultural benefits it will bring to the wider community; 

• extend the contributions of education research to the national innovation system 

through closer links with industry; and  

• make more effective and visible the impact of research and research training on 

national economic competitiveness, social problem solving, and community well-

being. 

 

This exchange of knowledge between teacher and student researchers and the 

users of research shall be the defining characteristic of HEIS research system. Strong 

links to the innovation system will provide for greater movement of researchers across 

the various research settings, greater access to specialist knowledge regardless of whether 

it exists within institutions or in other external settings. The linkages should also extend 

to the provision of research training, where learners will learn skills in both academic and 

industry environments. 

 

The culture of institutional research needs to better recognize and reward the 

partnerships made with other members of the national innovation system. By doing so, 
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HEIS could become more entrepreneurial, seeking out opportunities in new and emerging 

fields of research that will provide social, cultural, and economic benefit. The HEIS 

teacher and student researchers must be well oriented to produce truly excellent work. 

This culture of entrepreneurship needs to be the context for the training of our research 

teachers and learners, and other personnel. 

 

Research will afford teachers the ability to read the signs of the times and will 

allow them to attune themselves to the spirit of the genre; hence, the need for continuing 

in-service training for research capability building and development.  

 

In the ever-evolving school world, one of the largest challenges facing school 

managers is continued education about their faculty and the school environment.  

Compounding that challenge is the time spent trying to understand what new and 

emerging school practices and technology are available, and how they will affect the 

educational system.  Despite an overextended work schedule, school owners who want to 

keep up with latest trends must carve out time to identify what is necessary to survive and 

remain competitive.  A single idea can make - or break – a school.  The difference 

between the two will emerge from research performed surrounding the idea, answering 

the questions that oftentimes go unanswered.  The same make or break principles apply 

to opportunities that schools are faced with every day.  Quality research will divulge what 

course of action to take when faced with an opportunity. 

 

 Teachers as the primary component of the educational make-up must not only 

keep abreast with technological developments in order to gauge further growth.  They 

must also figure out how fast learners are adopting the new technologies.  Furthermore, 

it is not enough for teachers to stay educated; they must educate their learners as well.  

 

 Teaching is not only a profession or a vocation, but it is a ministry that requires 

above all: dedication, commitment, and excellence. Teaching implies improving the 

learners in knowledge, values, attitudes, habits, skills, and technology consonant with 

their true nature, ultimate end, and highest good.  Thus, the teachers exert all efforts to 

maintain excellence in the integrated formation of the learners. 

 

One of the major functions of a teacher is becoming a researcher who tries to find 

out the reasons and/or causes of changes affecting his teaching. Today the teacher must 

enable himself to become a productive researcher because to become a good teacher is to 

be a good researcher.  

Teachers must be ethically sensitive about their obligations to learners, parents, 

the community, the profession, and colleagues including administrators.   They strive not 

only for the meeting of minds with learners but more so, for a personal relationship that 

entails respect, sensitivity, compassion, trust, and congeniality.   They meaningfully 
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cooperate with parents to supplement the education begun at home so that the learners 

may become empowered, nurtured, and eventually grow. They realize their role in 

bringing about a community of faith. To accomplish all these, they are supportive of 

colleagues, administrators included: working together as a team, taking leadership in 

professional organizations, being selflessly enthusiastic about continuing education, 

being concerned about personal growth and spiritual maturity, and being alert to 

opportunities for witnessing to the faith. 

Research has the capacity to provide answers to teachers’ questions of reality be it 

in the intellectual, spiritual, economic, physical, and social domains. In effect, teachers 

are guided therefore, by the conditions arising from within and beyond their reach 

through the communication that research provides. Teachers have a moral and academic 

responsibility to be in continuous search for new knowledge and they must thirst for 

innovative approaches and learning. They are commissioned to create and effect changes 

in the lives of our learners which can only happen if HEIS can launch a benchmark of 

data explaining the existence of the present condition which only research can best 

explain.  

HEIs should pledge support and concern in the development of the research 

capabilities of the teachers in order for them to become fully mature in understanding the 

essence of teaching and learning. Teachers must become part of a wider research-based 

community relating with other teacher researchers and with academic research. HEIs can 

be very optimistic that its teachers can successfully establish a research-based profession 

by subscribing to the philosophy that 1) the school is centered upon its core objective of 

improving the teaching and learning process; 2) research fits in easily within school 

development processes; 3) practice can more easily be related to research; 4) the school 

provides information both for academic research and development planning; 5) the 

articulation of the policy develops over time the initiatives it spawns, and the evaluations 

of those initiatives add to the knowledge of education in partnership with professional 

researchers; 6) a teaching - learning policy and the specifications contained therein, is not 

imposed upon a school but grows and adapts to its local conditions, and above all, it is 

open to scrutiny and evaluations by a wider research community. 

A key value of the academic culture, according to Austin, "is the notion that the 

purpose of education is to pursue, discover, produce and disseminate knowledge, truth, 

and understanding. Research, writing, publication, and instruction are all vehicles for 

enacting this value (Austin, 1999)." The academic value is extremely competitive at 

every level, from entering as a junior teacher to earning tenure to becoming a senior 

faculty. At each level, teachers are supposed to be assessed on the basis of three 
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categories -- teaching, research, and service (Cotter, 1996). However, it is research that 

has become the key issue in progressing through the career ladder.  

HEIs recognize that critical thinking requires practice and creativity requires 

development. Whereas learning can be efficiently produced by classroom lecturing and 

traditional assignments, research provides learners the valuable opportunity to learn that 

inquiry is difficult, that research requires the development of technique and patience, and 

that experiments, equipment, and ideas do not always work. Through original research, 

learners learn how to design and conduct experiments that will provide valid, 

unambiguous answers. Basic research experiences provide learners the exposure to 

modern software and technology that external environment value and expect. Experience 

with modem instrumentation and the development of oral and written communication 

skills that result from presentations at professional meetings, position the faculty members 

to wider opportunities.  

Using research as an instructional tool has the additional advantage of offering 

one-on-one interaction between student and teacher that provides much of the essence of 

an interactive schooling. There is no better way to teach learners in the content areas 

how to think like experts than to engage them in research in their respective areas of 

interest. The HEIS administration will highly support the expectation that all teachers in 

school engage in scholarly activities which are essential for maintaining the intellectual 

environment that characterizes an excellent institution of learning. In addition, research 

contributes to the common body of knowledge and enhances a faculty member's capacity 

for creative thought. Finally, faculty cannot be expected to convey passion and excitement 

for learning if they are not involved in the process. Good teaching springs from passion 

that comes from intellectual engagement in the process of inquiry. Consequently, 

widespread and diverse research programs are critical to basic education learning 

experience.  

Independent study, student-research, and capstone experiences, which have been 

integral in the teaching-learning processes, are now widely regarded as important methods 

at the basic education level for developing intellectual independence and creativity as well 

as for teaching appreciation and understanding of content areas.  

In essence, the process of teaching and the role of research in teaching have a 

common end; that is, to enhance instruction, learners’ learning, and the assessment of 

both. Pedagogy and research should not be separate endeavors, rather they are 

intertwined. Effective teaching should be guided by and should guide research. Similarly, 
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research ought to be relevant and should inform the practice of teaching. Research on teaching 

and learning should contribute new insights for both practice and future research. 

HEIs will then take serious and bold steps to make Research-Based Instruction (RBI) 

its hallmark of quality and excellence.  
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Human Resource Management Functions of Selected  

Institutions in Metro Manila: 

Basis for Organizational Development 

 

Ma. Luz B. Dasmariñas 

 

Lyceum of Alabang 

 

Abstract 

 

The study assessed the Human Resource Management Functions of 

the Selected Institutions in Metro Manila, Basis: For Organizational 

Development. The main objective of the study includes determining the 

effectiveness of the implementation of the current Human Resource 

Management Functions of the selected Institutions, in terms of: 

Recruitment, Selection and Placement; Training and Development; 

Performance Review, Monitoring and Appraisal; Compensation and 

Benefits Administration; Retirement and Separation, and Employee’s 

Welfare and Labor Relation Administration as rated by Teaching 

Personnel; and Non-Teaching Personnel. The study assessed the human 

resource management (HRM) functions of the selected institutions in 

Metro Manila as a basis for organizational development. Descriptive 

multi-faceted method was applied in this research. Assessment of the two 

groups of respondents from selected higher education institutions (HEIs) 

reveal that there are no significant differences between the responses of 

the two groups of respondents using both t-test and one-way ANOVA. 

Organizational Development programs simultaneously integrate more than 

one “intervention” based on the result of the “Action Research.” Based on 

the findings of the study, the researcher recommends organizational 

development interventions to improve the HRM functions of the selected 

institutions. 

 

Keywords:  Human Resource, HR Management functions, HEIs, 

Organizational Development 

 

 

Introduction 

 

The goal of the human resource management is to help an organization to meet 

strategic goals; as such manpower is vital yet difficult   to control because of individual 

differences.  The practice of human resource development is rapidly evolving to assume a 

more passive role in the society. The rate of change is accelerating at a fast pace brought 
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about by globalization and affected the ways by which the management conceptualizes a 

good management. 

 

 

 

Theoretical Framework  

 

This study was adopted from various theories such as: (1) Models of Excellence, 

American Society for Training and Development on Human Resource.  The Human 

Resource Wheel composed of Human Resource Development (HRD) and Human 

Resource Management (HRM) functions.  The HRD function was focused on three 

important aspects i.e. individual development, career development and organizational 

development, on the other hand HRM function pivoted on organization’s job design and 

human resource planning; (2) Kleiman’s Theory on Human Resource Management and 

Competitive Advantage; (3) Management Theory and Organizational Development 

Theory of Rensis Likert and the Critical Theory which are composed of Modernism and 

Post-structuralism (Wikkinson, 2008). 

 

It was further anchored on the concept on the transformational learning theory by 

Henderson (2005), who postulated that commitment to one’s job is a matter of aligning 

values and beliefs with those of the organization.  The foregoing theory was reinforced 

by Thompson (2006) who believed that the power of any organization is its workforce, 

the people centered culture that make it unique and physical environment that support it, 

Cultural diversity is the uniqueness which emerge among the organization. 

 

In this research, it was conceptualized that organizational development brought 

out by “interventions.”  Prior to interventions, the employees of selected HEI’s have their 

own culture, values, beliefs and attitude; furthermore, they have their own unique way of 

implementing Human Resource Management Functions. When “interventions” came out 

due to organizational diagnosis, some changes occurred in the areas of Human Resource 

Management.   These changes created an impact on the personnel, thus some changes 

may lead towards Organizational Development. 

 

In light with the foregoing theories, the researcher utilized the Input-Process-

Output (IPO) model as shown in Figure 1. 
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     INPUT      PROCESS       OUTPUT 

 
 

 

 

 

                      Fig.1. Research Paradigm 

 

 

Statement of the Problem 

 

This study was focused on the assessment of the Human Resource Management functions 

of selected Higher Educational Institutions. 

 

 Specifically, answered the following questions. 

 

1. How effective is the implementation of the current Human Resource Management 

Functions of the selected Institutions, in terms of: 

1.1.  Recruitment, Selection and Placement, 

1.2.  Training and Development, 

1.3.  Performance Review, Monitoring and Appraisal, 

1.4.  Compensation and Benefits Administration, 

1.5.  Retirement and Separation, and 

1.6.  Employee’s Welfare and Labor Relation Administration? 

 

FEEDBACK 
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2. What is the level of effectiveness of the current Human Resource Management 

Functions of the selected institutions, as rated by: 

2.1. Teaching Personnel 

2.2. Non-Teaching Personnel 

 

3. Are there significant differences in the perception of the two (2) groups of 

respondents from the selected Institutions, with regards to the effectiveness of Human 

Resource Management Functions of the selected Institutions? 

 

4. Based on the findings of the study, what organizational development does the 

researcher may recommend to improve the Human Resource Management Functions 

of the selected Institutions. 

 

Hypotheses 

 

At 0.05 level of significant the following Null Hypotheses were tested: 

 

H1:  There is no significant difference in the rating of two (2) groups of 

respondents with regards to the effectiveness of the current Human Resource 

Management Functions of selected HEI’s. 

 

H2:  There is no significant difference in the rating of two (2) groups of 

respondents with regards to the level of implementation of the Human Resource 

Management Functions of selected HEI’s. 

 

 

Significance of the Study 

 

The following were benefited in the study: 

 

Higher Education Institutions (HEI’s) could gain insights on the maintenance of 

better educational community, thus ensuring a maximum involvement and/or 

participation of their vital resources (human resources) both in the academic and 

administrative sectors. 

 

Human Resource Department would be provided direction and effort in enhancing 

the implementation of policies and practices, thus to achieve the institutions’ vision, 

mission, goals and objectives. 

 

The Academic and Administrative Sectors would develop positive attitudes 

towards the HRD system and will result to the establishment of harmonious inter-

personal relationships and conductive working environment. Furthermore, they would 
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have the chance to share their observations and recommendations for the policy 

formulation pertaining to human resources and for the improvement of the organization. 

 

Commission on Higher Education (CHED) would significantly find out the 

strengths and weaknesses of the selected HEIs particularly on the teaching and/or 

academic personnel, thus will use as the basis for formulation of policy for human 

resources of the learning institutions. 

 

Industry sector would certainly give the law makers and policy formulator’s 

necessary facts and figure in aid of legislations and for developing regulations. 

 

Other agencies and institutions would have a chance to adopt and/or use as 

benchmark to enhance human resource development plan and/or for organizational 

development and 

 

Future researchers would benefit from the findings of this study which could be 

used as additional reference which may be germane to their respective researchers. 

 

Scope and Limitations of the Study 

 

The study was confined to the evaluation in the implementation of the Human 

Resource Management Functions of the selected HEIs in Metro Manila in terms of: (1) 

Recruitment, Selection and Placement; (2) Training and Development; (3) Performance 

Review, Monitoring and Appraisal; (4) Compensation and Benefits Administration; (5) 

Retirement and Separation; and (6) Employee’s Welfare and Labor Relation 

Administration. 

 

 

Methodology 

 

Descriptive multi-faceted method was applied in this research because it 

integrates many elements and structures of the research work. 

 

Population and Sampling 

 

Respondents were the teaching and non-teaching personnel employed at HEIs 1, 

2, and 3 (please refer to Table 1 – Population and Sample Population). 

 

 

 

 

 

 



Business Research Journal 
College of Business, Management and Accountancy 

 De La Salle Araneta University 

Vol. 3 
No.1 
December 

2017 
 

19 
 

Table 1 

Population and Sample  

HEIs Teaching 

Personnel 

Sample 

Population 

(25%) 

Non-

Teaching 

Personnel 

Sample 

Population 

(25%) 

Total 

Population 

Total 

Sample 

Population 

HEI- 1 92 23 100 25 192 48 

HEI-2  52 13 50 13 102 26 

HEI-3  78 20 91 23 169 43 

Total 222 56 241 61 463 117 

 

 

The total population was 463 and 25% was used as sample population. The 

sample size was based on the suggestions of Costalez and Zulueta (2008) who cited Gay 

(1976), that 10% of the population constitutes the sufficient sample size.  In this case, the 

researcher used stratified random sampling of 25% and the actual number of population 

was derived from an actual interview to the Human Resource Department of the Selected 

HEIs.   

 

Table 2 

Respondents Profile 

 HEI - 1 

Teaching 

Personnel 

HEI - 1 

Non- 

Teaching 

Personnel 

HEI - 2 

Teaching 

Personnel 

HEI - 2 

Non-

Teaching 

Personnel 

HEI - 3 

Teaching 

Personnel 

HEI - 3 

Non-

Teaching 

Personnel 

 

TOTAL 

AGE  N % N % N % N % N % N % N % 

Below 20               

21-25     4 30.77     3 13.04 7 5.98 

26-30   6 24.00 2 15.38 2 15.38     10 8.55 

31-35   6 24.00 2 15.38 2 15.38 1 5.00   11 9.40 

35-40 2 8.70 7 28.00 3 29.08 4 30.77 2 10.00 8 34.78 26 22.22 

41-45 3 13.04 3 12.00     2 10.00 4 17.39 12 10.26 

45-50 4 17.39 3 12.00 2 15.38 5 38.46 4 20.00 4 17.39 22 18.80 

Over 50 14 60.87       11 55.00 4 17.39 29 24.79 

TOTAL 23 100 25 100 13 100 13 100 20 100 23 100 117 100 

CIVIL 

STATUS 

              

Single 19 82.61 6 24.00 6 46.15 4 30.77 4 20.00 7 30.43 32 27.35 

Married 4 17.39 19 76.00 7 53.85 9 69.23 1

6 

80.00 16 69.57 85 72.65 

TOTAL 23 100 25 100 13 100 13 100 20 100 23 100 117 100 

GENDER               

Male 19 82.61 4 16.00 11 84.62 8 61.54 1

1 

55.00 8 34.78 61 52.14 

Female 4 17.39 21 84.00 2 15.38 5 38.46 9 45.00 15 65.22 56 47.86 

TOTAL 23 100 25 100 13 100 13 100 20 100 23 100 117 100 
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EDUCATION 

              

College 

Degree 

8 34.78 24 96.00 2 15.38 7 53.85   3 13.04 44 37.61 

Master’s 

Units 

4 17.39   6 46.15 2 15.38 3 15.00 4 17.39 19 16.24 

Master’s 

Degree 

6 26.09   3 23.08 2 15.38 11 55.00 12 52.17 34 29.06 

Doctorate 

Units 

3 13.04     2 15.38 4 20.00 4 17.39 13 11.11 

Doctorate 

Degree 

2 8.70 1 4.00 2 15.38   2 10.00   7 5.98 

TOTAL 23 100 25 100 13 100 13 100 20 100 23 100 117 100 

               
YEARS 

IN  

SERVICE 

              

Below 5 2 8.70 2 8.00 8 61.54 4 30.77 5 25.00 7 30.43 28 23.93 

6 – 10   7 28.00   2 15.38 4 20.00 4 17.39 20 17.09 

11 – 15 5 21.74 6 24.00 3 23.08 5 38.46 4 20.00 8 34.78 28 23.93 

16 – 20 8 34.78 6 24.00 2 15.38 2 15.38 7 35.00 4 17.39 29 24.79 

Over 20 8 34.78 4 16.00         12 10.26 

TOTAL 23 100 25 100 13 100 13 100 20 100 23 100 117 100 

 

Statistical Treatment of Data  

 

The researcher utilized the Percentage, Weighted Mean, Four (4) Points Scale, 

Ranking, T-test for independent sample, F-test and One Factor/Way Analysis of 

Variance. 

 

Results and Discussions 

 

The researcher utilized the Percentage, Weighted Mean, Four (4) Points Scale, 

Ranking, T-test for independent sample, F-test and One Factor/One Way Analysis of 

Variance. 

Results and Discussions 

 

This study revealed that the “Effectiveness in the Implementation” criteria of the 

Human Resource Management Function as rated by Teaching Personnel as summarized 

in the following tables below. 

 

The over-all ratings of the “Teaching Personnel” were all effective: Recruitment, 

Selection and Placement  (2.95, ranked 1), Performance, Review, Monitoring and 

Appraisal got a mean rating of 2.94, ranked 2, Training and Development with a mean 
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score ( 2.74, ranked 3), and this was followed by Retirement and Separation (2.73, ranked 

4) and Compensation and Benefits Administration (2.54, ranked 5). Finally,  Employees 

Welfare and Labor Relations Administration were on the last spot which obtained a mean 

score of 2.43, moderately effective. 

 

Truly that the grand mean reflects an “Effective” HRM functions, however 

Training and Development of the Teaching Personnel must be continuously be 

advocated.  The researcher therefore suggests that the HEIs owner and/or Administrators 

must be adoptable for change and development necessary, thus to keep abreast of the 

current needs of the academe and their clients as well. 

 

The combined ratings of the “Non-Teaching Personnel” were: Performance, 

Review, Monitoring and Appraisal (2.70, Effective, ranked 1), Recruitment, Selection 

and Placement (2.64, Effective, ranked 2).  The following HRM functions obtained a 

moderately effective rating:  Compensation and Benefits Administration (2.49, ranked 3), 

Retirement and Separation (2.39, ranked 4), Employees Welfare and Labor Relation 

Administration (2.31 and finally Training and Development (2.49, ranked 6). 

 

Table 3 

Summary presentation on the level of effectiveness of HR functions  

INDICATORS HEI - 1  

Teaching 

HEI – 1 

Non-teaching 

Total 

 

 WM I R WM I R WM I R 

1. Recruitment, Selection and Placement 3.01 E 2 2.83 E 2 2.92 E 1 

2. Training & Development 2.76 E 4 2.35 ME 5 2.56 E 5 

3. Performance Review and Appraisal 3.16 E 1 3.15 E 3 3.16 E 2 

4. Compensation & Benefits Administration 2.69 E 5 2.61 E 4 2.65 E 4 

5. Retirement and Separation 2.70 E 3 2.13 ME 1 2.42 ME 3 

6. Employees Welfare and Labor Relation 

Administration 

2.37 ME 6 2.82 E 6 2.60 E 6 

Total 2.78 E  2.65 E  2.72 E  

 

INDICATORS 

 

HEI – 2 

Teaching 

 

HEI – 2 

Non-teaching 

 

Total 
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 WM I R WM I R WM I R 

1. Recruitment, Selection and Placement 3.05 E 2 2.91 E 2 2.95 E 1 

2. Training & Development 2.67 E 4 2.16 ME 5 2.42 ME 5 

3. Performance Review and Appraisal 3.15 E 1 2.79 E 3 2.97 E 2 

4. Compensation & Benefits Administration 2.57 E 5 2.68 E 4 2.63 E 4 

5. Retirement and Separation 2.57 E 3 2.96 E 1 2.92 E 3 

6. Employees Welfare and Labor Relation 

Administration 

2.00 ME 6 1.72 NE 6 1.96 ME 6 

Total 2.75 E  2.54 E  2.65 E  

INDICATORS HEI – 3 

Teaching 

HEI – 3 

Non-teaching 

Total 

 

 WM I R WM I R WM I R 

1. Recruitment, Selection and Placement 2.80 E 1 2.17 ME 2 2.49 ME 2 

2. Training & Development 2.78 E 2 1.87 ME 6 2.33 ME 5 

3. Performance Review and Appraisal 2.52 E 5 2.16 E 4 2.34 ME 4 

4. Compensation & Benefits Administration 2.36 ME 6 2.18 ME 2 2.27 ME 6 

5. Retirement and Separation 2.61 E 4 2.06 E 5 2.35 ME 3 

6. Employees Welfare and Labor Relation 

Administration 

2.72 E 3 2.38 ME 1 2.55 E 1 

Total 2.63 E  2.14 ME  2.39 ME  

Legend:  4   3.26 - 4.00   Effective (E);  

3   2.51 - 3.25  Moderately Effective (ME); 

2 1.76 - 2.50 Less Effective (LE); 

1 1.00 - 1.75 Not Effective (NE) 

 

The grand mean of 2.44 was a bit lower as compared with the ratings made by the 

teaching personnel. It is therefore, imperative that the HEIs should address the need of 

the non-teaching personnel to enhance their knowledge and ability in the performance of 

their respective task. 

 

The over-all assessment of both teaching and non-teaching personnel of HEI – 2 

was pegged at 2.68, effective.  Breakdown of the combined mean and ranking of the two 

(2) groups of respondents were as follows: Recruitment, Selection and Placement (2.98-

Effective), ranked 1; Training and Development (2.42-Moderately Effective), ranked 5; 
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Performance. Review, Monitoring and Appraisal (2.97-Effective), ranked 2; 

Compensation and Benefits Administration (2.63-Effective), ranked 4; Retirement and 

Separation (2.92-Effective), ranked 3); and Employees Welfare and Labor Relation 

Administration (1.96-Moderately Effective), ranked 6. 

 

Finally, HEI – 3, Effectiveness of their HRM functions as assessed by two (2) 

groups of respondents (teaching and non-teaching personnel), respectively were as 

follows: Recruitment, Selection and Placement (3.01-Effective), and 2.83-Effective, both 

ranked 2; Training and Development (2.76-Effective and 2.35), ranked 4 and 5 

respectively; Performance Review, Monitoring and Appraisal (3.16-Effective, 3.15-

Effective), both ranked 1; Compensation and Benefits Administration (2.69-Effective), 

ranked 5 and (2.61-Effective), ranked 4; Retirement and Separation (2.70-Effective), 

ranked 3 and (2.13-Moderately Effective, ranked  6; and lastly, Employees Welfare and 

Labor Relation Administration (2.37-Moderately Effective), ranked 6 and (2.82-

Effective), ranked 3. 

 

The combined grand mean of 2.72, Effective, was noted, thus ranked number 1 

was the Performance, Review, Monitoring and Appraisal (3.16-Effective); Recruitment, 

Selection and Placement (2.92-Effective), ranked 2; Compensation and Benefits 

Administration (2.65-Effective), ranked 3; Employees Welfare and Labor Relation 

Administration (2.60), ranked 4; Training and Development (2.56-Effective), ranked 5; 

and last on the spot was the Retirement and Separation (2.42-Less Effective). 

 

The two most vital aspects in the HRM functions that need to develop and/or 

enhance were: (1) HEI-1, Compensation and Benefits Administration as well as Training 

and Development; (2) HEI-2, Employees Welfare and Labor Relation Administration and 

Training and Development; and (3) HEI-3, Retirement and Separation and Training and 

Development.  Unanimously, all of the three (3) HEIs assessed that the Training and 

Development was the second weakest area in the Effectiveness of HRM function.  
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Table 3 

 

Significant Difference in the Evaluation of Two (2) Groups of Respondents 

(Teaching and Non-Teaching Personnel) 

Description SD DF Compute

d t 

Tabular  

Value 

Decision 

1. Recruitment, Selection and Placement 

Teaching 

Non-Teaching 

 

0.14 

0.46 

 

2 

 

0.68 

 

2.92 

 

Accept the Ho 

Hypothesis 

2. Training and Development 

Teaching 

               Non-Teaching 

 

0.212 

0.453 

 

2 

 

2.0 

 

2.92 

 

Accept the Ho 

Hypothesis 

3. Performance Review, Monitoring and 

Appraisal  

Teaching 

               Non-Teaching 

 

0.09 

0.492 

 

2 

 

2.92 

 

2.92 

 

Accept the Ho 

Hypothesis 

4. Compensation and Benefits Administration 

Teaching 

               Non-Teaching 

 

0.02 

0.06 

 

2 

 

0.043 

 

2.92 

 

Accept the Ho  

5. Retirement and Separation 

Teaching 

               Non-Teaching 

 

0.18 

0.452 

 

2 

 

0.142 

 

2.92 

 

Accept the Ho  

6. Employees Welfare and Labor Relation 

Administration 

Teaching 

               Non-Teaching 

 

 

0.33 

0.38 

 

 

2 

 

 

0.38 

 

 

2.92 

 

 

Accept the Ho  

Legend: Degree of Freedom (DF) = 2; Tabular Value = 2.92; Margin of Error = 0.05 

 

Separation, and Employees Welfare and Labor Relation Administration showed 

“no significant difference” using the tabular t-value of 2.92 with 2 degrees of freedom at 

0.05 margin of error, thus the Ho Hypothesis was “Accepted.” 

 

 

Table 4 

Significance Difference in the Evaluation of the Respondents from Selected HEIs  

Sources of 

Variables 

DF Sum of 

square 

Mean of 

square 

Computed 

F 

Tabular  

F Value 

Decision 

 

Between 

group 

 

 

2 

 

0.037 

 

0.185 

 

 

 

2.36 

 

 

3.68  

at 0.05 

level of 

significance 

 

 

Ho: 

Accept  

 

Within group 

 

 

15 

 

1.23 

 

0.082 
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The computed F-value of 2.26 at 3.68 Tabular F-Value subject to 0.05 margin of 

error revealed a “No Significant Difference in the Assessment made by the respondents 

from the Selected HEIs in Metro Manila, therefore, the Ho was “Accepted “. 

 

The assessment of two groups of responses from selected institutions in terms of: 

(1) Implementation was “Effective”; (2) Effectiveness, institution 1 and 2 were 

“Effective” and “Moderately Effective for institution 3.  It was found out the there is “NO 

Significant differences” between the responses of the two groups of respondents using 

both “t-test and one-way ANOVA. 

 

Conclusion and Recommendations 

 

HEI’s should review their Quality System Manual, thus focus on Training and  

Development, as such TNA once every semester is a must, as such be the basis for 

designing a program to keep pace with the changes and ensure quality needed both of the 

organization and clientele. Furthermore, to develop an “OTEM System” Orient, Train, 

Evaluate and Maintain employee.   On Recruitment, Selection and Placement, preparation 

of HRIS for effective implementation of HR functions. For Performance Review and 

Appraisal, develop a concrete Model in Evaluation of the employee’s performance. In the 

aspect of Compensation and Benefits Administration: (1) Recognition of performance 

thru incentives and commendation; (2) Subsidies uniform for employees, as such it will 

serve as a dual function such as identification of personnel either in the 

department/institutions they are belong, this will also boost the morale of the employees; 

(3) Provide a company benefits on related services such as counseling, social and 

recreational activities,  In terms of Retirement and Separation: (1) Benchmarking on 

voluntary and early retirement program; (2) Retirement option such as PERAA and other 

similar retirement plan; (3) Review of policies with regards to separation this are the just 

and authorized cause.  

Finally, on Employee’s Welfare and Labor Relations Administration, there should 

be an inclusion and/or enhancement of Health and Safety by means of HMO and other 

health related benefits such as reasonable working condition and employee’s disability 

compensation package. The researcher recommended the application of two (2) groups of 

activities to wit, the conduct of “Action Research” and “Interventions” from time to time 

and/or as needed. The “Action Research” can be the diagnostic component of the 

Organizational Development Process.   
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The Decision-Making Styles Among Executives Of A Construction Company And 

It’s Organization’s Culture 

Fernando Miguel DP. Alvaro, M.Sc. 

Rey Mark C. Allonar, Renalyn G. Andaya, Louishelle M. Bernardino,  

Corrie S. Silvestre & Jonathan P. Tabag 

 

College of Arts and Sciences, Eulogio “Amang” Rodriguez Institute of Science and 

Technology 

 Nagtahan, Sampaloc, Manila  

 

Executives, individuals who are appointed and given the 

responsibility to manage the affairs of an organization and the authority to 

make decision within specific boundaries and values the behaviors that 

contribute to the unique social and psychological environment of the 

organization which is their culture. This study was conducted to determine 

the decision-making style among executives of a construction company 

and its organization’s culture. The subjects were selected through stratified 

sampling obtained from several construction company in Metro Manila. 

Descriptive method was utilized and survey questionnaire was the main 

instrument to solicit data. Data collected were treated with descriptive 

statistics such as frequency, percentage, ranking and weighted mean. 

Hypotheses were tested using chi-square and t-test. Majority of the 

respondents were 25 years old and below, male, catholic, have been 

working with the company for less than five years and high school 

graduates. The behavioral style of decision making is very dominant in the 

organization, where sex and educational attainment influenced the 

respondents’ assessment to this decision making style. This style is 

characterized by supportive and friendly orientation concerned with 

subordinates’ well-being. Innovation and risk taking, outcome orientation, 

team orientation, aggressiveness and stability are the dominant 

characteristics of organization’s culture. Moreover, respondents’ 

assessment on innovation and risk taking were influenced by the 

respondents’ educational attainment and religion. 

 

           Keywords: Decision-Making Styles, Organizations’ Culture, Executives 

 

Introduction/Background of the Study 

 

The researchers selected this topic because it enabled the executives and 

employees to know their culture that embodied the system of their work and it also 
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enhanced the decision making of the executives which is so beneficial to the company. 

The study would help and guide the researchers in their future job. 

 

The work of an executive is, above all, to make decisions. At any moment on 

any day, most executives are engaged in some aspects of decision making: exchanging 

information, reviewing data, coming up with ideas, evaluating alternatives, implementing 

directives and following up. While executives at all levels must play the role of decision 

maker, the way a successful executive approaches the decision-making process changes 

as he or she moves up in the organization. And every organization has its unique style of 

working which often contributes to its culture which constitutes beliefs, ideologies, 

principles and values of an organization   culture. The culture of the workplace controls 

the way employees behave and decide among themselves as well as with people outside 

the organization. The decision-making styles in an organization have a direct impact on 

the comparative success of an organization at the market. The former depends upon how 

effectively people at work connect and communicate with one another. Decision making 

is an important indicator of performance and a useful tool for understanding one's way of 

solving problems while organization’s culture is a common perception held by the 

organization's members. 

 

The action is at a premium. The job involves making decisions about which 

widgets or services to offer and how to develop them. To climb the corporate ladder and 

be effective in new roles, executives need to learn new skills and behaviors to change the 

way they use information and the way they create and evaluate options. Assessing the 

decision style is important because they recognize the advantage making disadvantage 

and limitation of their styles in various tasks. The culture of an organization represents 

certain predefined policies which guide the employees and give them a sense of direction 

at the workplace. Every individual is clear about his roles and responsibilities in the 

organization and knows how to accomplish the tasks ahead of the deadlines. Hence, the 

researchers selected this topic because it will come up with a research that will enhance 

the decision making of the executives.  This research would also benefit us in our future 

job and it gave us confident in decision making in our future endeavor for this study 

showed the decision styles and the organization culture of the different department of 

Makati Development Corporation (MDC) which is located at 1/F Bonifacio Technology 

Center, 31st Street corner 2nd Avenue, Bonifacio Global City, Taguig City, Philippines. 

Makati Development Corporation (MDC) is a Filipino construction company that offers 

top-notch Engineering, Procurement, Construction and Construction Management 

services for its customers. MDC is currently operating on its 41st year in the business. 

MDC's success throughout the decades is evident through its various products, 

technologies and innovations. With over 400 projects and counting, the landmarks that 

they have built reflect their passion and commitment towards satisfying the customers, 

achieving construction excellence, and propelling the growth of the nation.  
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With 41 years of experience working in the field of Engineering, MDC offers an 

array of services to give clients the best value in engineering, sustainable design, 

optimized cost and design efficiencies.  

 

The researchers selected this topic because it would enhance the decision 

making of the executives that will benefit both the company and its employees. This 

research deemed beneficial in the future job of the researchers and it may give them the 

confidence in making decision for future endeavor. 

 

Methodology 

 

This study utilized the descriptive method in order to describe characteristics of 

population phenomenon being studied. The purpose of using the descriptive method was 

to obtain accurate, factual, systematic data that provide an actual picture of the data set. 

The study was made to determine the organization's culture and decision-making styles 

of executives. 

Stratified random sampling was utilized to draw sample respondents from each strata of 

the population of six (6) executives and four hundred twenty-one (421) employees of 

Makati Development Corporation (MDC).  

 

The researchers utilized further the Slovin’s Formula to determine the sample size 

for the employees’ group.   Since the sample size computed is 204. The researchers 

decided to utilize the 204 respondents from employees’ group.  On the other hand, the 

sampling obtained was shown in Table 1.  

 

Table 1 

Stratified Sampling of the Population of MDC 

 

Department 
Populatio

n 

Exec

. 

Employ

ees 

/Worke

rs 

Percent 

Share 

Sample 

Size for 

Employee 

Andress Macalma Dominium 

(AMD) 
4 1 3 0.007 1 

Madral Industrial Corporation (MIC) 6 1 0 0.012 3 

Generation 1 (GEN1) 218 1 30 0.523 107 

MACRO 7 1 0 0.014 3 

Performance Builders and 

Developers Corporation (PBDC) 
81 1 30 0.193 39 

Administration/EHS 105 1 30 0.251 51 

Total 421 6 90 1.000 204 
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There are two groups of respondents utilized in this study and these are group of 

executives and group of employees which came from the six departments of MDC. The 

respondents were selected randomly and based on their knowledge on the topic of the 

study. From each department of MDC, the researchers have drawn samples through 

stratified sampling as shown in Table 1. 

 

The instrument used in this study was a researchers’ made questionnaire which 

was based on the different literature obtained. The instrument has three parts as follows: 

 

Part I. Demographic Profile. This part pertains to the basic information of the 

respondents such as age, sex, religion, the length of service, position and educational 

attainment. 

 

Part II Decision-Making Style. This of part of the instrument solicits information on 

how do the executives and employees perceived the decision-making style manifested in 

the organization.  

 

Part III Organization’s Culture. This part of the instrument gathered respondents’ 

perception on the culture practiced in the organization. 

 

Results and Discussion Demographic Profile of the Respondents.   

 

Table 2.  

Demographic Profile of the Respondents 

 

A. Age 
Executives Rank-and-file Total 

F % F % F % 

36 and above 1 16.67 20 9.80 21 10.00 

31 - 35 1 16.67 38 18.63 39 18.57 

26 - 30 1 16.67 57 27.94 58 27.62 

25 and below 3 50.00 89 43.63 92 43.81 

Total 6 100.00 204 100.00 210 100.00 

B. Sex 
Executives Rank-and-file Total 

F % F % F % 

Female 2 33.33 38 18.63 40 19.05 

Male 4 66.67 166 81.37 170 80.95 

Total 6 100.00 204 100.00 210 100.00 
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C. Religion 
Executives Rank-and-file Total 

F % F % F % 

Catholic 6 100.00 139 68.14 145 69.05 

Iglesia ni Cristo 0 0.00 18 8.82 18 8.57 

 Christian 0 0.00 34 16.67 34 16.19 

 Born Again 0 0.00 8 3.92 8 3.81 

 Muslim 0 0.00 4 1.96 4 1.90 

 Others 0 0.00 1 0.49 1 0.48 

Total 6 100.00 204 100.00 210 100.00 

D. Length of Service 
Executives Rank-and-file Total 

F % F % F % 

Less than 5 years 4 66.67 169 82.84 173 82.38 

5 - 10 years 1 16.67 29 14.22 30 14.29 

More than 10 years 1 16.67 6 2.94 7 3.33 

Total 6 100.00 204 100.00 210 

100.00 

 

 

 

 

E. Educational 

Attainment 

Executives Rank-and-file Total 

F % F % F % 

Elementary Graduate 0 0.00 29 14.22 29 13.81 

High School Graduate 0 0.00 93 45.59 93 44.29 

Undergraduate 1 16.67 42 20.59 43 20.48 

College Graduate 5 83.33 40 19.61 45 21.43 

Elementary Graduate 0 0.00 29 14.22 29 13.81 

Total 6 100.00 204 100.00 210 100.00 

 

Table 3 reveals that majority of the executives belongs to the age group of 25 and 

below that represents 50% of the total respondents of executives while the other member 

of executives is equally distributed to other age group with 16.67 percent each. On the 

other hand, the group of rank-and-file employee, 43.63 percent belongs to the age group 

of 25 and below with a frequency of 89. The least group of employees belongs to the age 

group of 36 and above with a frequency of 20 or 9.80 percent. 

 

As stipulated further in Table 2, the majority of the respondents are males both in 

executive and employees group with a frequency of 4 and 166 respectively, since MDC is 

a construction firm, it is given that majority of the employees are male dominated. 
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Table 2 shows also, as to the religion of executives, catholic has a frequency of 6 

or 100 percent, while the reiligon affiliation of most rank-and-file employees is Catholic 

with a frequency of 139 or 68.19 percent, while 18 (8.92%) of the rank-and-file employee 

is Iglesia ni Cristo affiliates, 34 (16.67%) are Christian, 8 (3.92%) are Born Again, 4 

(1.96%) are Muslim, and last, 1 (0.49%) answered others. 

 

As specified further in Table 2, majority of the executives and the rank-and-file 

employees has been connected or working in the company for less than five years having 

a frequency of 4 and 169 respectively. In addition, MDC, a project-based firm, shows that 

the length of service of the executives and rank-and-file employees are not so high, 

though the company has been operating for a decades. 

 

 Most of the executives are college graduates with a frequency of 5 or 83.33 

percent, while the majority of the rank-and-file employees are high school graduates with 

a frequency of 93 or 45.59 percent.  

 

 

Decision Making Styles among the Executives of DMC. 

 

Directive.  As shown in Table 3, “Back-up” obtained the top rank, having the 

frequency of 94 or 44.76 percent, it is clearly indicated that having a directive 

style in decision making of the respondents of Makati Development 

Corporation serves only as a back-up. 

 

Analytic.  It can be gleaned from Table 3 that majority respondents assessed 

the decision-making style of the executives in MDC in terms of Analytic as 

“least preferred” (124 or 59.05%). It means that managers don’t use Analytic 

style in problem solving or making a plan. Since MDC is a construction firm, 

they do tactual decisions which will avoid offenses to the workers so that the 

productions will be more efficient, hence, analytic decision is least preferred 

by the executives. 

Conceptual.  As illustrated further in Table 3, “least preferred” dominates the 

assessment of the respondents having a frequency of 92 or 43.81 percent. It 

indicates that the conceptual style is quite somehow used by the executives in 

decision making in the company.  It is least preferred by the executives for 

they are more task oriented rather than to be thinkers in their field of work as 

engineers and architect. 
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Behavioral.   As demonstrated in Table 3, the behavioural aspect of decision-

making is “very dominant” among the executives of MDC with a frequency of 

126(60). It indicates that excutives have a deep social concern for the 

organizations and welfare of the people. They consider the possible effects of 

their decisions to their people. It manifest that the executives of MDC 

consider the opinions of people before making a decision. 

 

 Table 3 clearly shows that when it comes to conceptual Decision 

 

 Table 3  

 Decision-Making Styles among the Executives and rank-and-file of Makati 

Development Corporation 

 

 

 

2.4  
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Directive Frequency Percentage Rank 

Least Preferred 72 34.29 2.0 

Back-Up 94 44.76 1.0 

Dominant 22 10.48 3.5 

Very Dominant 22 10.48 3.5 

Total 210 100.00  

Analytic Frequency Percentage Rank 

Least Preferred 124 59.05 1 

Back-Up 68 32.38 2 

Dominant 8 3.81 4 

Very Dominant 10 4.76 3 

Total 210 100.00 
 

Conceptual Frequency Percentage Rank 

Least Preferred 92 43.81 1 

Back-Up 85 40.48 2 

Dominant 20 9.52 3 

Very Dominant 13 6.19 4 

Total 210 
100.00 

 
 

Behavioral Frequency Percentage Rank 

Least Preferred 10 4.76 4 

Back-Up 33 15.71 3 

Dominant 41 19.52 2 

Very Dominant 126 60.00 1 

Total 210 100.00  
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Characteristics of the Organizational Culture Affecting the Decision Making Styles 

 

Table 4  

Characteristics of the Organizational Culture Affecting the Decision-Making Styles of the 

Executives of Makati Development Corporation 

 

Variables 
Executives Rank-and-file Composite 

Mean 
VI 

WM VI WM VI 

Innovation and risk 

taking 
3.83 A 3.21 SLA 3.52 A 

Attention to detail 3.67 A 3.13 SLA 3.40 SLA 

Outcome Orientation 4.00 A 3.16 SLA 3.58 A 

People Orientation 3.67 A 3.15 SLA 3.15 SLA 

Team Orientation 3.75 A 3.25 SLA 3.50 A 

Aggressiveness 4.00 A 3.23 SLA 3.61 A 

Stability 4.17 A 3.10 SLA 3.63 A 

 

As shown in Table 4, the criterion "management encourages rewards risk taking 

and change" was assessed by executives and Rank-and-file as “agree” (WM=3.67) and 

“slightly agree” (WM=3.27) respectively. While the criterion "risk taking is encouraged 

by celebrating failures as well as the success" was assessed as “agree” (WM=4.00) and 

“slightly agree” (WM=3.16) by the executives and rank-and-file employees respectively. 

As whole, the respondents assessed the innovation and taking-risk as “agree” with an 

average weighted mean of 3.52. 

 

Results showed executives and rank-and-file employees assessment of “managers 

provide detailed data to support their recommendation” got a mean of 3.17 and 3.13 

respectively, and both are ininterpreted as “slightly agree.”  While the indicator “there 

are rules and regulations in our firm that were required to follow” was assessed by the 

executives and rank-and-file employees as “agree” (WM = 4.17) and “slightly agree” 

(WM = 3.14) respectively. In general, the variable was assessed as “slightly agree” by the 

respondents with an average weighted mean of 3.40. 

 

The executives agreed on the two (2) criteria “employees evaluated based on 

results and fulfilment of clearly outlined objectives” and “employees are given 

considerable autonomy by which the goals are attained” with a weighted mean of both 

4.00 while the rank-and-file employees slightly agreed on the two criteria with a 

weighted of 3.11 and 3.20 respectively. Generally, the two groups of respondents agreed 

on the variable with an average weighted mean of 3.58. 
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All  criteria were assessed by the executives as “agree” with a weighted mean of 

3.67 for each criterion, while the rank-and-file employee are “slightly agree” on the three 

criteria with a weighted mean of 3.47, 3.40 and 3.36 respectively. 

 

As listed in Table 4, the criterion of “company places emphasis on training in 

tack work teams” and “job activities are designed around work teams” was agreed upon 

by the executives with a weighted mean of 3.67 and 3.83 respectively. While the second 

group of respondents was “slightly agree” on the aforementioned criteria with a weighted 

mean of 3.25 and 3.24 respectively. In general, the two groups of respondents are “agree” 

on the team orientation with an average weighted mean of 3.50. 

 

Table 4 manifests that the executives of the company strongly agree that 

“Company rapidly response to the changing needs of its customers” with a weighted 

mean of 4.50 while the rank-and-file employees “slightly agree” on this criterion with a 

weighted mean of 3.31.  Furthermore, the two groups of respondents have different 

assessments on the criterion “Company is proud of its reputation as being a good place to 

work”.  The executives “agree” on this as supported by the weighted mean of 3.50, while 

the rank-and-file employee are “slightly agree” with a weighted mean of 3.14.  But in 

general, in terms of aggressiveness, both group of respondents are “agree” with a 

weighted mean of 3.61.  

 

Results illustrate further that the first criterion was assessed by the executives as 

“strongly agree” (WM = 4.50) and “slightly agree” on the part of the rank-and-file 

employees (WM = 3.31).  Moreover, the second criterion was agreed upon by the 

executives with a weighted mean of 3.50 and slightly agreed upon by the rank-and-file 

employees with a weighted mean of 3.32. 

 

Significance relationship between the demographic profiles of the respondents and 

 the: 

Strategic Decision Making Styles 

 

   Directive.  All demographic profile of the respondents such as age, 

sex, employment status, educational, attainment, length of service and 

religion are not related to strategic decision-making of the executives 

in terms of directive. This is supported by the p-values of all 

demographic profile of the respondents  such as 0.906, 0.882, 0.983, 

0.721, 0.442, and 0.987 respectively and all p-value are greater than 

the level of significance (α = 0.05). For this reason, the null 

hypothesis was failed to reject, which signifies no significance. 

 

   Analytic.   The relationship between the Demographic Profile of the 

respondents and the Decision Making Styles in Terms of Analytic 

found no Significance relationship for the following variables such as 
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age, sex, employment status, educational attainment, length of service 

and religion having a p-value of 0.987, 0.511, 0.983, 0.289, 0.370 and 

0.992 respectively; where all p-values are greater than the level of 

significance (α = 0.05). For this, null hypothesis was failed to reject 

which indicates that no significant relationship exists. 

 

    Conceptual.  Except of the demographic profile of the respondents 

such as age, sex, employment status, educational attainment and 

length of service, only religion (p-value = 0.029 is less than α = 0.05, 

reject Ho) is related to the Decision Making of the Executives in 

MDC in terms of conceptual. 

 

  Behavioral.  At any rate of the demographic profile of the 

respondents such as age, employment status, length of service and 

religion the null hypothesis failed to reject having p-value of 0.852, 

0.076, 0.062 and 0.691 respectively.   For this reason, the relationship 

between the Demographic Profile of the Respondents and the 

Strategic Decision Making Styles in Terms of Behavioral found no 

significance for the p-value is greater than the level of acceptance at α 

=0.05, however, sex and educational attainment found Significance 

relationship in decision making in terms of behavioral style for it has a 

P-value of 0.004 and 0.002 which is less than the level of significance 

(α = 0.05). 

 

The Organization’s Culture 

 

  Innovation and Taking Risk. The relationship of the demographic 

profile of the respondents to the organization’s culture in terms of 

innovation and taking risk.  Moreover, the P-value of educational 

attainment (0.006) and religion (0.007) are both less  than the level of 

significance of α = 0.05. This provides enough  evidence to reject the 

null hypothesis that there is a Significant relationship between these 

variables and the organizations culture in terms of innovation and 

taking risk. This means that religion and educational attainment has a 

huge part in the characteristic of the culture that envelope the 

company. 

 

  Attention to Details.  The relationship between the demographic 

profile of the respondents and the organization’s culture in terms of 

attention to details. The computed p-value of the demographic profile 

of the respondents such as age, sex, educational attainment, length of 

service and religion are 0.987, 0.310, 0.302, 0.841, 0.504 respectively, 

which is greater than the level of significance α = 0.05, this provides 
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that there is no Significance relationship between the demographic 

profile of the respondents and the organization culture in terms of 

attention to details. 

 

  Outcome Orientation.  Based on the assessments of the respondents, 

the demographic profile and organizations culture in terms of outcome 

orientation has no significant relationship, since null hypothesis was 

failed to reject. This is supported by the computed p-values of 0.799, 

0.241, 0.098, 0.498, 0.217 and 0.301 in order which found to be 

greater than the level of significance (α= 0.05)  and failed to reject the 

null hypothesis.  

 

  People Orientation.  Regardless of the demographic profile of the 

respondents such as age, sex, employment status, educational 

attainment, length of service and religion found to be no significant 

relationship between the demographic profile of the respondents and 

the organizational culture in terms of people orientation.  Specifically, 

the p-value of each variables are 0.876, 0.559,0.056,0.467, 0.545 and 

0.388 respectively and all are greater than to α = 0.05. 

 

   Team Orientation. The relationship of the demographic profile of the 

respondents and the organization’s culture in terms of team orientation 

was found to be not significant; since the obtained p - values of 0.661, 

0.282, 0.142, 0.665, 0.975 and 0.061 respectively for each 

demographic profile are greater than α = 0.05.  

 

  Aggressiveness.  The relationship between each of the demographic 

profile of the respondent and the Organizations Culture was found to 

be not significant for the reason that the null hypothesis was failed to 

reject having a  p - value of 0.752, 0.828, 0.069, 0.385 and 0.081 

respectively which is greater than α = 0.05. Except for the educational 

attainment with a p-value of 0.026 which is less than α = 0.05 and 

found to be significant. 

  Stability. It is apparent that the p-value of the demographic profile 

variables such as 0.987, 0.310, 0.567, 0.302, 0.841 and 0.504 

respectively are all greater than the significant level of α = 0.05. For 

this reason, the null hypothesis was failed to reject and the 

relationship between the demographic profile of the respondents and 

the organizational culture in terms of stability found no significance. 
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Correlation between the assessments of the respondents on strategic decision-

making styles and the organization’s culture  

 

 

Table  5   

 

Significant Correlation on the Assessments of the Respondents on Strategic 

Decision Making Styles and the Organization’s Culture 

 

 

 

Table 5 reveals the correlation of the respondents’ assessments on Strategic 

Decision Making Styles and the Organization’s Culture. The table further shows that the 

computed r - value of directive style is (-0.016), conceptual (-0.051), and behavioral (-

0.072) are all less than critical value 0.137 for which null hypotheses are failed to reject. 

While analytic style has r - value of -0.137 which is equal to critical value, 0.137 that 

signifies significance relationship on the assessment of the respondents on strategic 

decision-making styles in terms of analytic and the organization’s culture. It means that 

the employees of MDC use careful analysis in doing their job to avoid mistakes or 

accidents particularly in their project sites. 

 

Findings 

 

The salient findings of the study are as follows: 

 

1. Profile of the Respondents.  As shown in Table 2 majority of the respondents in 

Makati Development Corporation are in the age bracket of 25 and below, while 

male respondents have dominated female respondents with 80.95% of the total 

population. Out of 210 respondents 69.05% are Catholic and has been working in 

the company for less than 5 years. 83.33% of the executives are college graduates 

while the 42.29% of the rank-and-file employees are High School graduates. 

 

2. Decision-Making Style.  Decision Making Styles in terms of Directive, back-up 

ranked first having the frequency of 94 or equivalent to 44.76 percent, while in 

Variable r-value Decision Interpretation 

Directrive -0.016 Failed to reject  No Significance 

Analytic -0.137 Reject  Significant 

Conceptual -0.051 Failed to reject  No Significance 

Behavioral -0.072 Failed to reject  No Significance 

;   df = 202;  r = 0.137 
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Analytic and Conceptual, least preferred is in ranked 1, having a frequency of 92 

and 43.81 percent and 126 or 59.05 percent respectively. The executives of MDC 

considered Behavioral Style as “very dominant” when it comes to decision making 

with a frequency of 126 or 60 percent of the total respondents.  

 

3. Characteristics of the Organizational culture that affects the decision making 

styles of the executives of Makati Development Corporation.  In terms of the 

criteria "risk taking is encouraged by celebrating failures as well as the success" 

was assessed by executives and rank-and-file employee as agree and with a 

weighted mean of 4.00 and a composite mean of 3.58. While in terms of attention 

to details, the criteria “There are rules and regulations in our firm that we’re 

required to follow” got the composite mean of 3.65 or interpreted as agree on both 

executives and rank-and-file employees. 

 

   Executives got the two (2) criteria “employees evaluated based on results 

and fulfilment of clearly outlined objectives” and “employees are given 

considerable autonomy by which the goals” are attained which got a mean of 4.00 

for executives, and 3.60 for rank-and-file employees interpreted as “agree” in terms 

of Outcome orientation. 

 

   The criteria of “job activities are designed around individuals”, was 

assessed by the executives and rank-and-file employees with a composite mean of 

3.473 or slightly agree in terms of people orientation. 

 

   In terms of Team Orientation, the criteria “Job activities are designed 

around work teams” was assessed by both executives and rank-and-file employee 

as agree with a composite mean of 3.53 or agree.  

 

Significant relationship between each of the demographic profiles of the respondents 

and the: 

 

Decision-making styles.  The demographic profile of the respondents such as 

age,  

 The relationship between the demographic profile of the respondent and the 

 Organizations Culture was found not significant the null hypothesis failed to 

reject 

   having a  p-value of 0.752, 0.828, 0.069, 0.626, 0.385 and 0.081 respectively 

which is greater than α = 0.05. 

 

This study found that sex, employment status, educational, attainment, length of 

service and religion has no significant relationship to decision making style of the 

executives, having a p-value of 0.906, 0.882, 0.983, 0.721, 0.442 and 0.987 

respectively. 
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The variables such as age (p = 0.906), sex (p = 0.882), employment status (p = 

0.983), EA (p = 0.721), LOS (p = 0.442), and religion (p = 0.987) are not 

significantly related to Decision Making Style of the Executives in MDC. In 

terms of directives, Since P-value is greater than the level significance of α = 

0.05. 

 

The demographic profile of the respondents has no significant relationship in the 

Decision Making of the Executives in MDC. In terms of Conceptual for they have 

a p-value of 0.5, 0.672, 0.055, 0.903 and 0.948, respectively since p-value is 

greater than the level of significance at α = 0.05.  

 

The relationship between the Demographic Profile of the Respondents and the 

Strategic Decision Making Styles in terms of Behavioral found no significance for 

the p-value is greater than the level of acceptance at α =0.05, however, sex and 

educational attainment found significant relationship in decision making in terms 

of behavioral style for it has a P-value of 0.004 and 0.002 which is less than α = 

0.05. 

 

 

The organization’s Culture.  The p-value of age is 0.245, 0.654 is the P-value of 

sex while length of service got 0.0103, computed P- the value is greater than the 

level of significance α = 0.05, thus there is no significant relationship between 

age, sex length of service and their organizational culture in terms of innovation 

and risk taking. 

 

The computed p-value of the demographic profile of the respondents such as age, 

sex, educational attainment, length of service and religion are 0.987, 0.310, 0.302, 

0.841, 0.504 respectively, which is greater than the level of significance α = 0.05, 

this provides that there is no significant relationship between the demographic 

profile of the respondents and the organization culture in terms of attention to 

details.   

 

 

Demographic profile and organizations culture has no significance, for the p–

value is greater than α= 0.05.  

 

The demographic profile of the respondents such as age, sex, employment status, 

educational attainment, the length of service and religion found no significant 

relationship between the Demographic Profile of the Respondents and the 

Organizational Culture in Terms of People Orientation. 
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The null hypothesis failed to reject, the Relationship between the Demographic 

Profile of the Respondents and the Organizational Culture found no significant for 

it has a p-value of 0.661, 0.282, 0.142, 0.665, 0.975, and 0.061 respectively which 

is greater than α = 0.05. 

 

 It appears that the p-value of the profile variables is 0.987, 0.310, 0.567, 0.302, 

0.841 and 0.504, respectively is greater than α = 0.05, this the null hypothesis was 

failed to reject and the relationship between the Demographic Profile of the 

Respondents and the Organizational Culture in Terms of Stability was found not 

significant. 

 

On the significant correlation on the assessments of the respondents on 

strategic decision-making styles and the organization's culture.  The analytic 

style found significant on the assessment of the respondents having r - value of 

0.137 and c-value of 0.137 which is less than α= 0.05. For this reason, the 

companies culture found a significant relationship between decision making style 

and terms of analytic. This clearly shows that the tolerance for ambiguity than do 

directive type and are rational in their way of thinking and the need for more 

information to consider more alternatives have a strong connection on the shared 

values and beliefs of the company. 

 

Conclusions 

 

Based on the finding of the study, the following conclusions were drawn: 

 

1. The majority of the respondents ranges from 25 and below, and had been working 

for less than five years. Most of the respondents are male, catholic and high school 

graduates.  

 

2. Evidentially, the administration of MDC uses Behavioral style, which tends to be 

supportive, friendly and concerned for the well-being of the people. 

 

3.  There is a strong indication that the demographic profile of the respondents such as 

age, employment status, the length of service are not factors in determining the 

decision-making styles. However, the religion of the executives found significant in 

the decision-making style as to conceptual and sex, educational attainment found 

significant in the decision-making style as to behavioral. 

 

4. The Study shows that there is no significant relationship between the demographic 

profile of the respondents and the organization's culture, however, the educational 

attainment of the employees was found significant in organizations culture as to 

innovation and risk taking.   
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5. The significant correlation on the assessment of the respondents on strategic 

decision-making style, Analytic found   significant because in this reason the null 

hypothesis is rejected. 

 

6. Based from the findings, enhancement training activities may be offered to improve 

their decision making skills and deficiency in paying attention to details? 

 

Recommendations 

 

Based on the mentioned findings and conclusions, the researchers offered the following 

recommendations: 

 

1. The company may take cognizance of the findings on Decision Making Style of their 

executives for them to consider directive aspect in order to give balance to the 

decision made by the company. 

 

2. A copy of the thesis may be submitted to the company, this information will be 

useful for the executives to be aware of their strengths and limitations in the decision 

making process so they could adjust to various tasks that they may face. 

 

 

 

3. This study may be conducted on other companies with their different line of business 

with a larger number of respondents. 

 

References 

 

Andres, T. (2005). Understanding Filipino Values. Quezon city, Philippines: New Day 

Publisher. 

 

Andres, T. (2005). Management by Filipino Values: A sequel to Understanding Filipino 

Values. Quezon City, Philippines: New Day Publisher. 

 

Asuncion, R., (2008). Call center agents’ commitment and willingness to stay: A review. 

People Manager Journal, 67. 

 

 

Bingham, V., (2007). Talent management: A challenge for HR Professionals in Asia. 

People Manager Journal, 55. 

 

 

 



Business Research Journal 
College of Business, Management and Accountancy 

 De La Salle Araneta University 

Vol. 3 
No.1 
December 

2017 
 

44 
 

Bochner, S., Parkes, L., & Schneider, S. (2001). Person-organization fit across cultures: 

An empirical investigation of individualism and collectivism. Applied 

Psychology: An International Review, Vol 50(1), Jan 2001, 81-108. 

 

Brousseau, K. R. (2006). The Seasoned Executive’s Decision-Making Style. Retrieved 

from https://hbr.org/2006/02/the-seasoned-executives-decision-making-style 

 

Carbonell, R.M. (2008). Retaining employees: Leading Philippine organizations in a 

Changing World. Quezon City, Philippines: Ateneo de Manila University Press.  

 

Davore, J. (2013). Demand Media, Organizational Culture & Employee Performance. 

Retrieved from http://smallbusiness.chron.com/organizational-culture-employee-

performance-25216.html 

 

Geniza, E., (2007). Motivational factors among college teaching workforce: Bases for 

human resource plan. People Manager Journal, 89. 

 

Hechanova, M.R. (2005). Caring for and keeping for call center workers: Leading 

Philippine Organizations in a changing World. Quezon City, Philippines: Ateneo 

de Manila University Press. 

 

Hechanova, M.R., Franco, E., & Yao, K. (2009). Rewards that matter: What motivates a 

Filipino worker. In M.R. Hechanova, & E. Franco. Ateneo de Manila. Quezon 

City, Philippines. 

 

 

Jocano, F.L., (2008). Towards Developing a Filipino Corporate Culture: Uses of 

Traditional Structures and Values in Modern Management. Ateneo de Manila. 

Quezon City, Philippines. 

 

Lair, M. (2012). Organizational Behavior – Dominant Cultures and Subcultures. 

Retrieved from http://mayrsom.com/2012/12/24/organizational-behavior-

dominant-cultures-and-subcultures/ 

 

Medina, M.A. (2007). Organizational commitment, job satisfaction and motivation. 

People Manager Journal, 66. 

 

Preacher, K.J. (2001, April) calculation for the chi-square test: an interactive calculation 

tool for chi-square tests of goodness of fit and independence. http://quantpsy.org 

 

Rassmussen, T., & Jeppesen, H.J. (2006). Teamwork and associated psychological 

factors: A review, Work and Stress. Teamwork and associated psychological 

factors: A review, Volume 2 

https://hbr.org/2006/02/the-seasoned-executives-decision-making-style
http://smallbusiness.chron.com/organizational-culture-employee-performance-25216.html
http://smallbusiness.chron.com/organizational-culture-employee-performance-25216.html
http://mayrsom.com/2012/12/24/organizational-behavior-dominant-cultures-and-subcultures/
http://mayrsom.com/2012/12/24/organizational-behavior-dominant-cultures-and-subcultures/
http://quantpsy.org/


Business Research Journal 
College of Business, Management and Accountancy 

 De La Salle Araneta University 

Vol. 3 
No.1 
December 

2017 
 

45 
 

 

Robertson, T. (2011). Demand media, levels of culture & subculture for managing 

organizations. Retrieved from 

http://smallbusiness.chron.com/levels-culture-subculture-managing-organizations-

34254.html 2011 

 

Schein, (2008). The Committee for Public Management Research. Retrieved from 

http://www.ipa.ie/pdf/cpmr/CPMR_DP_40_Understanding_Managing_Org_Cultu

re.pdf 

 

Tolentino, M.C. (2007). Job satisfaction of SME Workers in select cities of Mindanao. 

Philippine Journal of Labor and Industrial Relations, Vol 27, No 1&2, 42-4. 

 

Trompenaars, F. (2005). Riding the Waves of Culture: Understanding Diversity in Global 

Business. New York, USA: Irwin Professional Publishing. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://smallbusiness.chron.com/levels-culture-subculture-managing-organizations-34254.html%202011
http://smallbusiness.chron.com/levels-culture-subculture-managing-organizations-34254.html%202011
http://www.ipa.ie/pdf/cpmr/CPMR_DP_40_Understanding_Managing_Org_Culture.pdf
http://www.ipa.ie/pdf/cpmr/CPMR_DP_40_Understanding_Managing_Org_Culture.pdf


Business Research Journal 
College of Business, Management and Accountancy 

 De La Salle Araneta University 

Vol. 3 
No.1 
December 

2017 
 

46 
 

Independent Auditors’ Perception on Junior Staff: Knowledge Deficiency on 

Technical and Soft Skills in Audit Practice 

 

Raian Mikhael R. Magtaan, Krishna 

Joie M. Maliwat & Glen D. De Leon 

 

College of Business and Management, 

De La Salle Araneta University 

 

For many years, there has been a debate between what to focus on 

the accounting profession: proficiency in technical skills or fluency in 

soft skills. The researchers decided to conduct a study regarding these 

two, and after inquiring with people who were in the different fields of 

Accountancy, the researchers came up with the idea that there was 

knowledge deficiency in technical and soft skills. The researchers then 

gathered data through interviews, and could know that there was indeed a 

knowledge deficiency in these skills. Experts specifically stated that basic 

knowledge of standards is very vital to junior staff. About the soft skills, 

basic communication skills and interpersonal skills are important. Junior 

staff must communicate about the data to people concerned. In this study, 

the researchers concluded that there was, indeed,  a deficiency as per with 

the respondents. 

 

Keywords: Independent Auditor, Junior Staff, Knowledge Deficiency,  

                  Audit Practice, Soft Skills 

 

 

Accounting is the service activity of keeping financial records. It also defined as 

the language of business because it communicates financial information that will help 

users in making economic decisions; therefore, businesses, institutions and individuals 

need reliable and credible financial information. The process employed to establish 

reliability is referred to as an audit examination. Auditing is the attest function of a 

Certified Public Accountant, and it lends credibility to financial statements. Auditing is 

used extensively by business because as the society has become more complex, just like 

technology, there is an increase in the likelihood of there being information risks. If the 

users believe financial information which is unreliable, there is a greater chance that they 

will make the wrong decision that will lead to a downfall in business. Indeed, there is a 
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need to have reliable information; the accountant must be ethical and competent in 

making financial statements. The auditor must also be ethical, competent and skeptic in 

examining and expressing opinions as to whether the financial statement is prepared in all 

material respect in accordance with the applicable financial reporting framework.  

 

The job of an auditor is very important because he provides reasonable assurance 

about the financial statement taken as a whole being free from material misstatement. It is 

for this reason that the auditor must have professional knowledge about accounting and 

auditing standards. The auditor must also have professional skills to do the services they 

need to provide their clients. Section 18 of the Commission on Higher Education (CHED) 

Memorandum Order No. 3 Series 2007 has it that professional skills that the accounting 

graduate should possess, it includes intellectual skills, interpersonal skills and 

communication skills. The researchers of the study had these skills grouped into two 

main categories, specifically technical and soft skills. Technical skills include intellectual 

skill, and soft skills include interpersonal and communicational skills. Technical skills are 

about professional knowledge, and the capability to do the task. Soft skills are about the 

personal ability to manage, and inspire people; such characterize relationships with 

others. 

 

To become competent, the auditor must have these professional skills; however, 

not these skills will be fully developed at the point of entry level qualifications. This is 

the reason why the researchers aimed to assess independent auditors’ perception of junior 

staff’s professional skills based on the competencies expected of them. 

 

Review of Related Literature 

 

Program Goals. The Commission on Higher Education stated in Memorandum 

Order No. 3 (2007) that accounting education should not stop, and be confined to the four 

corners of a classroom. It should be a continuous process that even if the students of the 

Bachelor of Science major in Accountancy program have already reached their goal to 

become Certified Public Accountant, as they should update their knowledge from time to 

time as the fast-changing nature of the world of business dictates it so.  

 

The Graduates. As the graduates complete the program, and pass the Certified 

Public Accountants licensure examination, they are expected to be excellent in a variety 

of areas related to the four major fields of accountancy.  
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Skills. The Commission on Higher Education specifically mentioned in the 18th 

section of Memorandum No. 3 (2007) the fundamental skills accountancy graduates 

should possess to prosper in their career.  

 

The Quality of Accounting Education. The university has the task of building a 

strong foundation in knowledge and skills to prepare students for the work by equipping 

them with a diversified range of skills, but practitioners and accounting professors are 

apprehensive with the decline in the quality of accountancy graduates today (Albin & 

Crockett, 1991). 

 

  With the study of Dow and Feldmann in 1994, practitioners suggested that 

accounting curricula should emphasize developing analytical and interpersonal skills, as 

well as public speaking abilities through case studies, group projects, oral reports and 

research projects.  

 

Ayeboafos’ study conducted in 2012 also supported the fact that accounting 

curricula are a bit behind in the business world as businesses today are using 

computerized accounting systems. Using two types of questionnaires, he could assess the 

syllabus of Ghanaian universities, and the activities of the Ghanaian practitioners.  

 

 

 Lightweis also conducted a study in 2014 where a gap in the accounting educators 

and the profession. It was noted and is very evident that the accounting educators who 

rely solely on accounting books are hampered by the lack of real-life simulations. The 

study suggested that for the students to develop their own personal skills, they would 

need learning activities that imitate real-world situations. With these simulations 

conducted, the students would be able to gain confidence, and they’d also be able to stay 

motivated. Thus, Lightweis recommended that accounting educators should use 

simulations as learning tools in preparing accounting students for the profession.  

 

Decline in the Quality of Accountancy Graduates. Furthermore, accounting 

professors generally perceive that the abilities of accountancy students nowadays are 

weaker as compared to prior years. Despite this, higher grades were given to the students 

even if the standards set for accounting students were lowered (Morgan et al., 1999). This 

may be a reason why audit firms constantly complaining on the abilities of new hires 

despite of them having high grades (Pearson, 1995). 
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The accountancy profession has been rocked by scandals, giving rise to a lot of 

speculations made on the ability of Certified Public Accountants in demonstrating skills 

that are required in the practice of the profession. Although advanced technology makes 

the training of future Certified Public Accountants easier, there’d still be recurring 

problems on their skills that must be enhanced in students (Banderlipe et al., 2005). That 

is why many accounting firms are not satisfied with the level of knowledge and skills 

exhibited by their staff upon entering the public practice (Cory & Pruske, 2012). 

 

Competency Crisis. An individual who aspires to become a professional 

accountant should meet the minimum education requirement, which is the possession of a 

Bachelor of Science in Accountancy (BSA) degree. The BSA program provides an 

accounting education that can produce competent and ethical professional accountant 

capable of making a positive contribution to the profession and society in which they 

work. It provides a foundation of professional knowledge, professional skills and 

professional values, ethics and attitude that’d enable them to contribute, learn and adapt 

to changes throughout their professional lives (Cabrera, 2014). Unfortunately, the 

undergraduate accounting curricula of many universities were not able to prepare 

students adequately as they are unable to imbue the competencies needed for long-term 

careers in business. Classroom lessons remain unaligned with job demands; the gap 

widens, hurting companies through lowered performance, poor decisions and higher 

personnel costs (Elrod, 2013).  

 

The Board of Accountancy. The Board of Accountancy, under the leadership of 

Hon. Joel Tan Torres, has spearheaded “Expanding Horizons” as its theme in his term for 

all the stakeholders to be aware of the mission of every accountant to break the 

boundaries, and be competent enough together during the emerging challenging business 

environment. 

 

Technical Skills. Accounting jobs involve the technical duties of processing 

accounting transactions. The skills to achieve these duties, known as technical accounting 

skills, are similar across organizations (Freedman, 2015). Technical skills are used to 

explain skills that involve working technical or administrative procedure related to an 

organization’s core business (Laker & Powell, 2011). In this thesis, accounting and 

auditing skills are equivalent to technical skills. 

 

The study of Walters (2014) revealed that accounting professionals with technical 

skills and expertise are more value than professionals in other industries. Technical skills 
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are essential for every accounting professional to have. Employers are looking to hire 

accounting professionals, and this is done with a strong emphasis on skills and expertise. 

Therefore, Walter (2014) concluded that accounting professionals must be aware of the 

importance of technical skills in their work, and they must continuously develop these 

skills. 

 

Soft Skills. Soft skills are a sociological term relating to a person's emotional 

intelligence (EI), the cluster of personality traits, social graces, communication, language, 

personal habits, friendliness and optimism that characterize relationships with other 

people (Karthikeyan & Baskaran, 2011).  

 

For decades, a debate has arisen in the audit profession between audit education 

and the competency of students (Blanthorne & Guinn, 2005). This encompasses the lack 

of soft skills that most students only get exposed to in the presence of isolated rules about 

auditing (Subotnik, 1987). The necessary technical skills are today regarded as having 

been taught to a satisfactory degree in universities, and professional bodies generally find 

new employees’ skills sufficient in this area. However, Abayadeera and Watty’s study in 

2014 suggested that professional bodies and employers frequently report the lack of 

students’ competency in soft skills.  

 

 

Theoretical and Conceptual Framework 

 

The KSA Framework of Competency is popularly known as a defining 

competency concept. To become competent, the person must have the necessary skills, 

knowledge and attributes that will help him become successful in performing his job or 

task (UNIDO, 2002). 
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Figure 1: KSA Framework of Competency 

 

This framework helps researchers formulate questions to get the perception of 

senior auditors or audit managers of the job performance of junior staff. This would help 

validate the argument that there was indeed an existing skills deficiency that’d affect 

junior staff’s performance. 
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Figure 2:  Conceptual Framework 

 

This framework deals with the data that the researchers used, the process by 

which data was gathered, and determine the problem the researchers needed to answer 

thru the process of gathering data to help determine the outcomes of the research. 

 

 

Significance of the Study 

The study focused on finding if there was indeed a deficiency in soft and technical 

skills in audit practice based on the senior auditors’ perception of junior staff. This 

research aimed to draw recommendations as to possible solutions to address skill 

deficiencies. 

 

Input 
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Expected technical and soft skills of 

junior staff 

 

Most important skills 

in audit practice 

 

Skill deficiencies of junior staff 

 

Challenges commonly encountered 

because of skill deficiencies 

 

Reasons for having skill deficiencies, 

and constraints to overcoming these 

 

Measures currently implemented to 

address skill deficiencies 

 

 

 

 

 

 

 

 

Process 

Personal interview 

with senior associates 

of Isla Lipana and 

Associates, and phone 

interview with the 

senior director of 

Sycip, Gorres, Velayo 

and Company, and 

audit supervisor of 

R.G. Manabat and 

Company 

In-depth analysis of 

the qualitative 

information gathered 

Output 

 

 

  Addressing skill 
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Junior Staff 



Business Research Journal 
College of Business, Management and Accountancy 

 De La Salle Araneta University 

Vol. 3 
No.1 
December 

2017 
 

53 
 

 

 

Methods 

 

Research Locale 

 

 The study focused only within Metro Manila, Philippines. The researchers got 

their data from the senior auditor of Isla Lipana and Associates; Sycip, Gorres, Velayo 

and Company (SGV); and R.G. Manabat and Company. Per the blog (WordPress, 2015), 

Isla Lipana, SGV and R.G. Manabat and Company were included in the four biggest 

auditing firms in the Philippines together with Navarro, Amper & Company. Their being 

among the best audit firm was more than reasonable basis for being part of the study. 

These firms are in Makati City. 

 

Research Design 

 

The researchers have chosen the qualitative research design as the framework. Per 

Wyse (2011), qualitative research is used for one to gain an understanding of individual 

experiences, opinions and reasons. It helps to provide insights into the problem, and 

develop ideas or hypotheses for possible quantitative research. Also, there were personal 

and phone interviews with the respondents. 

 

Particularly, the researchers of the study selected thematic analysis, a type of 

qualitative research design. Thematic analysis is a concept of supporting assertions will 

be introduced. Theories maybe constructed and grounded on data, and this is beyond 

counting words or phrases; rather, it focuses on identifying and describing ideas given the 

data, that is, themes and codes or texts that represent it (Boyatzis, 199). This may include 

reading transcripts, comparing code frequencies, identifying possible themes, and 

comparing themes. The researchers also checked on the responses, and did some cross-

comparative analysis on the answers of the respondents.  

 

As for data collection, a self-structured questionnaire aimed at drawing from the 

respondents their own experiences and perception was used. 

 

Respondents of the Study 

The respondents of the study were the senior auditors of Sycip, Gorres, Velayo& 

Company; Isla, Lipana & Associates; and R. G. Manabat & Company 
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Research Instruments 

The researchers used a self-structured interview questionnaire that includes seven 

questions. The interview questionnaire was checked on by an expert in the field. The 

guide questions were structured in that these were asked in order; the researchers did not 

deviate from the interview schedule or probe beyond the answers received.  

 

 The interview questionnaire included questions in these categories: 

 

a.  Soft, technical skills that auditing firms expect of junior staff 

b.  Most important skills that junior staff need to have for them to be 

competent 

c.  If there is a deficiency in soft, technical skills (if yes, specifically what, 

reasons why junior staff is considered competent, ways to prevent skill 

deficiencies) 

d.  Challenges commonly encountered given the possibility that there is a 

deficiency 

e.  Possible reasons why junior staff have skill deficiencies, constraints to 

overcoming these measures currently implemented to address skill 

deficiencies 

f.  Possible solutions, recommendations to address skill deficiencies present 

in audit practice. 

 

Data Gathering Procedure 

The study was conducted through a personal interview with the senior associate of 

Isla Lipana& Associates, and a phone interview with the senior director of Sycip, Gorres, 

Velayo and Company, and the audit supervisor of R. G. Manabat and Company. 

 

Results and Discussion 

 

This study aimed to determine if there was indeed a knowledge deficiency in technical 

and soft skills in audit practice based on senior auditor’s perception of junior staff, and to 

make recommendations as to possible solutions to address skill deficiencies.  
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Soft Skills 

 

As shown in Table 1, communication and interpersonal skills are very important soft 

skills expected of Junior Staff.  Proficiency in Microsoft Office and project management 

skills have been cited as important as well in order to collect data from an engagement 

and be able to interpret this with the staff’s being proficient in utilizing Microsoft Office. 

 

Table 1 

Soft Skills Expected of Junior Staff 

Codes Number of 

Respondents 

Skills 

Classification 

New Idea 

Communication skills 3  

Soft skills 

These soft skills are 

very important 

because these are 

used to collect data 

from an 

engagement, and 

interpret it through 

the Microsoft 

Office. 

 

Interpersonal skills 2 

Proficiency in Microsoft Office 1 

Project management Skills 1 

 

  

 

The senior director of Sycip, Gorres, Velayo and Company said, “For soft skills in 

my experience, the one thing that I look at is the interpersonal skill because when you do 

the audit, that is the main mechanism or tool that we use to gather information by 

interview. So, it’s very important that the person or the staff knows how to create a 

relationship with the client. He also added that basic project management skill is also 

needed. Since an auditor will be working with multiple clients at the same time, they 

expect the associate to have the basic skills of project management to allow them to 

manage time effectively, deadlines and schedules, so that quality output can be delivered 

on time. He also said that he is looking for the leadership skills of the staff, and for him 

the oral communication skill is more on the conversational type like oral presentation 

skills. The audit supervisor of R.G. Manabat and Company said “For soft skills, it would 

be good communication skills, interpersonal skills and initiative.” 

 

All the respondents mentioned communication skills as the most expected soft 

skill needed followed by interpersonal skills. However, one of the respondents included 
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MS Office skills as soft skills, and added project management skills. This is parallel to 

the soft skills that accountancy graduates should have per the CHED Memorandum Order 

No. 3 Section 18 2007. 

 

Knowledge in auditing and accounting standards are technical skills. This may 

imply that these skills are very important in the world of audit. However, one of the 

respondents included MS Office skills and written communication as technical skills. 

This is in line with the subjects offered in the accounting curriculum proposed by the 

Commission on Higher Education under Article 7 of CHED Memorandum Order No.3 

and per the said memorandum, accountancy graduates are expected to be intellectual land 

knowledgeable in all the subjects they took. 

 

 

Skills Needed 

Per the respondents, when it comes to soft skills, speaking fluently and 

confidently would be one of the setbacks faced by junior staff. Microsoft Office would 

be another matter because of their work which would include encoding of data. They 

believed that junior staff with basic knowledge in Microsoft Office would have better 

output, and become more effective. 

  

Per CHED Memorandum Order No.3 (2007), without proper course and guidance 

from experienced professional accountants, the newly-certified public accountants would 

not be able to stand their ground; they should continuously learn to cope with the 

changing world of business. Therefore, these skills are very important because the 

accountancy profession is highly analytical, and the staff should take the word of the 

experienced auditor. Also, the study of Larkin (1994) recommended that accountancy 

students need to develop communication and technical skills. 

 

 

 

Technical Skills 

 

For the technical skills of Junior Staff, the basic knowledge of accounting and 

auditing standards can provide an assurance that the work will be at par with auditing 

standards. 
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Table 2 

Expected Technical Skills of Junior Staff 

Codes Number of 

Respondents 

Skills 

Classification 

New Idea 

Basic knowledge of 

accounting and 

auditing Standards 

3 Technical 

skills 

With the junior staff applying 

what they could learn from their 

undergraduate years, the clients 

from the engagement can be rest 

assured that the work of the 

junior staff is at par with 

Auditing Standards. 

Proficiency in 

Microsoft Office 

1  

Written communication 

skills 

1  

 

 

    Table 3 

     Skills Needed in Audit Practice 

Codes Number of 

Respondents 

Skills 

Classification 

New Idea 

Communication skills 3  

Soft skills 

Communication and 

interpersonal skills with the 

clients and the team will help 

the junior staff and the entire 

engagement team resolve the 

issues in the company while 

managing their time in 

attending all engagements are 

a great addition to the skill set 

of the junior staff. 

Project management 

skills 

1 

Interpersonal skills 2 

Basic knowledge of 

auditing standards and 

accounting standards 

3 Technical 

skills 

The junior staff should never 

forget accounting and 

auditing standards while 

doing the engagement. 

 

Skill Deficiencies 

The respondents confirmed that there are skill deficiencies in audit practice. The 

staff do not know how to communicate properly, especially with clients and not well 

trained; they need 
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    Table 4     

    Skill Deficiencies 

Codes Number of 

Respondents 

Skills 

Classification 

New Idea 

Communication skills 

Project management skills 

3 

1 

 

 

Soft Skills 

 

Technical 

skills 

These skills are important 

in the gathering facts in an 

engagement. If junior staff 

can’t handle these in their 

level, it could cause delays 

and tarnish the company’s 

reputation. 

Skills are important in 

interpreting data in 

compliance with the law.  

Interpersonal skills 2 

Basic knowledge of 

accounting and auditing 

standards 

3 

 

to improve interpersonal skills. Though majority of the respondents said that they do not 

expect staff to have much knowledge on technical skills, all of them cited that staff lacks 

knowledge in auditing and accounting standards. This is supported by the study 

conducted by Albin and Crockett (1991); per them, there is a decline in the quality of 

accountancy graduates. In similar light, per the study of Cory and Pruske (2012), many 

senior auditors are unsatisfied with the knowledge and skills exhibited by the staff. The 

respondents’ answers were parallel to the findings in the study of Elrod in 2013; in his 

study, he recommended that accounting professionals need to develop more analytical 

thinking, problem-solving and communication skills that include a diverse technical skill 

set. 

 

Challenges commonly encountered 

 

Table 4 

Challenges Commonly Encountered  

Codes Number of 

Respondents 

Classification New Idea 

Slight delay 3  

Challenges 

that they 

have faced 

The junior staff is not 

expected to be perfect 

in their first year of 

engagement, but if they 

Proper documentation of 

working papers 

1 

Shallow analysis of data 3 
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have shallow analyses 

of data and they can 

communicate it with 

their senior managers, 

there will be delays. 

 

 

It is evident that because of junior staff’s skill deficiencies, particularly in 

communicating fluently with the client and with the senior managers, prompted to 

misunderstanding and cause of delay to audit engagement. 

 

The respondents’ answers were supported by the study of Elrod (2013); indeed, 

he found out that because of this competency crisis, business operation and growth is 

greatly affected. 

 

 

 

 

 

Table 5 

Possible Reasons for Having Skill Deficiencies 

Codes Number of 

Respondents 

Classification New Idea 

Pressure 1  

Possible 

challenges that 

junior staff are 

experiencing 

Tracing it back to the 

undergraduate years, the academes 

only focus on the academic; the 

junior staffs are not exposed to 

activities that require time 

management and communication 

skills, and they are not able to 

experience working under 

pressure. 

Time management 1 

Interpersonal skills 1 

Unbalanced focus 

on technical and 

soft skills 

3 

 

Reasons for Having Skill Deficiencies 

 

All the respondents said that imbalance in focus in the accounting curricula was 

the common reason for having skill deficiencies. This was supported by the study of 

Sneed and Morgan (1999); per their study, the curriculum is the main reason why the 

students suffer from having skill deficiencies. The study of Feldmann in 1994 
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recommended that the accounting curricula should also give emphasize to developing 

analytical and interpersonal skills. 

 

    Table 6 

    Measures Currently Implemented 

Codes Number of 

Respondents 

Classification New Idea 

Taking of initiative of the junior 

staff from their undergraduate 

years 

1 Remedies to skills 

deficiencies in the 

undergraduate years 

The researchers have 

observed that if these 

challenges were addressed 

during the undergraduate 

years, junior staff will have 

more time to focus on the 

other important aspects of 

business skills. 

Changes in the board exam 1 

Extracurricular activities 1 

On the job training 1 

Trainings 

Coaching sessions 

3 

3 

Remedies to skills 

deficiencies in the level 

of the company 

The companies provide 

these to maintain the 

standard of work of 

accountants.  

 

Solutions  

Table 7 

Possible Solutions and Recommendations 

Codes New Idea 

Simulations 

 

The researchers believed that these 

recommendations would benefit junior 

staff and the company itself. However, 

the dissemination of information is the 

crucial part. If these were not delivered 

to the responsible parties, these will be 

useless.  

 

 

 

 

 

As the professors in the undergraduate 

years remind students not to forget 

Redirecting of focus to what is 

important, and what the students really 

need 

Allowing students to attend seminars 

spearheaded by different organizations 

Updating of the curricula from the 

Board of Accountancy 

Engaging self in extra-curricular 

activities 

 

Basic knowledge of auditing standards 
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accounting and auditing standards, it is 

best for junior staff to take things by 

heart as they must practice what they 

learned. 

 

 

The respondents proposed simulations as one of their recommendations, and this 

in line with the study of Lightweis in 2014; she recommended that the school should 

include simulation to improve students’ way of learning. The chairman of the Board of 

Accountancy in the Philippines also mentioned in his column in 2015 that accounting 

education needs to explore new methods of learning the profession to cope with the 

emerging technologies, and to satisfy what business enterprises demand. The study of 

Ayeboafos’ (2012) also noted that accounting curricula are behind when compared to 

needs in the business world; it should be revised. The respondents’ answer was related to 

the study of Cory and Pruske (2012); they suggested that accountancy students master 

technical skills, but they also need to have other skills to be efficient, and be job-ready 

individuals. 

 

The researchers respondents believed in multiple intelligence, and technical and 

soft skills must be equally institutionalized to produce more competent accountants. This 

realization came upon the researchers, “If you want to gain something, you must do 

something about it.” Every program that institutions offer is useless if the students will 

not take the initiative to join. 

 

As a whole, the researchers learned that studying accounting is more than just 

numbers. Beyond that, it’s more of analyzing and communicating. The researchers also 

learned that public practice is a good platform for entry-level certified public accountants 

to show and develop their skills. 

 

Findings 

 

This thematic qualitative study used interviews and library research as the main 

research methods. Documented interviews with the senior associate of Isla Lipana and 

Associates; the senior director of Sycip, Gorres, Velayo and Company; and audit 

supervisor of R.G. Manabat and Company were conducted, as well as other documents 

were gathered through different sources. The researchers discovered information relevant 

to the problems on hand. 
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The researchers found that there was indeed knowledge deficiency on the part of 

junior staff when it comes to their soft and technical skills. Although the accounting 

curricula gave the foundation as to the theoretical knowledge of junior staff, a 

recommendation was made to the Board of Accountancy as to the need to check and 

update the curricula of the Accountancy Program despite the training given by the 

companies. 

 

Also, the respondents suggested that accountancy students ought to become 

proactive and always take the initiative even in their undergraduate years as these skills 

will be important in their careers as accountants.  

 

A personal interview was had with the senior associate of Isla Lipana and 

Associates; a phone interview was had with the senior director of Sycip, Gorres, Velayo 

and Company, and the audit supervisor of R.G. Manabat and Company; they enlightened 

the researchers as to what is really happening with junior staff in their early years of 

audit. Also, minimizing the time and cost of having training sessions will be of great help 

to the company as they will be able to focus more on the performance of their jobs.  

 

With this information in mind, the researchers reached the conclusion relevant to 

the study, and could offer recommendations that may be considered by these parties 

involved. 

 

Conclusion and Recommendations 

 

The researchers reached the conclusion that there is indeed knowledge deficiency 

on technical and soft skills that needs to be addressed. Though there are safeguards in the 

companies themselves, institutions must address these in the undergraduate years, too.  

 

 Communication skills are the most common form of deficiency that the 

respondents wished to see addressed and dealt with in school. Also, basic skills in 

Microsoft Office were considered critical in the effectiveness and efficiency of junior 

staff.  

 

Based on the findings of the study, the researchers have forwarded these 

recommendations as to possible solutions to address knowledge deficiency among junior 

staff. First would be regarding the Board of Accountancy as it is the governing body of 
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the accountancy profession in the Philippines. It must have a resolution made that 

accounting curricula be updated with what’s happening in the real world of work.  

 

 Second is about institutions. Students can be given more of an understanding of 

the accountancy profession to equalize soft and technical skills. If this will be realized, 

they will be able to produce more globally competent accountants. They must also train 

accountancy students by having simulation of audit to give students a taste of the actual 

business, and to exhaust all the if’s given the situations. They also must give intense 

focus on the communication subjects of accountancy students for them to become fluent 

in communicating with other people. Moreover, auditing theory and problems must be 

taught by professors who have experienced in practice. 

 

 Lastly, the National Federation of Junior Philippine Institute of Accountants and 

Philippine Institute of Certified Public Accountants must help engage accountancy 

students more frequently in real-life situations during their undergraduate years.  
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Abstract 

 

Smokers who are carried by addictiveness to nicotine just decided 

to shift from tobacco cigarette to electronic cigarette. This thesis provides 

analysis of the factors why smokers shift in demand from tobacco 

cigarette to e-cigarette. Price, technological change, packaging, 

government policy, number of buyers and health risk are the factors seen 

to influence demand for e-cigarette. The study aims to determine the 

factors why smokers change and shift in demand to their usual cigarette.  

Results showed that technological change is the most influencing factor in 

the shift in demand of smokers. Advancement in technology affects the 

buying preference of smokers that leads to shift in demand. In addition, 

the study shows that all the given factors have been experienced by all the 

respondents and served as the main reasons for their shifts to e-cigarette. 

Smokers viewed that e-cigarette can be a good substitute for tobacco 

cigarette and can be a good alternative for tobacco cigarette.   

 

            Keywords:  Shift in Demand, E-cigarette, Smoking Cessation, Tobacco Industry  

                                and Technological Change 

 

 

Introduction 

 

“Cigarette smoking is dangerous to your health,” a strong banner of the 

government to all smokers. It seems that people are trying to ignore the possible outcome 

of smoking to their body. Smoking cigarette brings nicotine to body that cause addiction 

to the smokers and this is the reason of growth of smokers. Quitting tobacco smoking is 

the only solution for smokers but because of the addictiveness from nicotine, this hinders 

them to stop smoking (Farsalinos & Polosa, 2014). 
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Using electronic cigarettes cannot be said that this will no longer harm one’s 

body. It is more likely to be less toxic than tobacco cigarette (Romagna et al., 2013). 

Issues on safe use of this product is still being debated, if this electronic cigarette is really 

effective in making smokers quit or even reduced smoking. This study describes the 

factors affecting the shift in demand of smokers and electronic cigarette user’s 

experiences towards shifting from tobacco cigarette to electronic cigarette. If e-cigarette 

is a perfect substitute for tobacco cigarette and if tobacco smokers will shift to electronic 

cigarette, does his addictiveness to tobacco cigarette will be reduced or totally gone? The 

purpose of this study is to analyze the demand for e-cigarette as a substitution for tobacco 

cigarette. What are the factors that really affect the shifts in demand from tobacco 

cigarette to e-cigarette. Giving clearer facts that convinced the smokers to shift to e-

cigarette justifies the need to conduct this study. 

 

The Research Problem 

 

 The purpose of this study is to determine the shifts in demand and analyze the factors 

that influence smokers to utilize e-cigarettes as a substitute for tobacco cigarette.  

Specifically, this study aimed to provide answers to the following research questions: 

 

1. What are the factors affecting the shift in demand from tobacco cigarettes to 

electronic cigarettes?  

2. Is there a statistically significant difference in the perceived factors affecting the 

demand from tobacco cigarette to electronic cigarette when the profile of respondent 

is considered? 

 

 

Methodology 

 

The study was conducted at the Techno Hub along Commonwealth Avenue, 

Quezon City. The information techno hub was chosen by the researchers as the location 

in order to capture Call Center workers as the respondents of this study. The call center 

agents were chosen to answer the survey questionnaires based on the observation of 

researchers that a number of them are already users of e-cigarettes. The study used 

descriptive and qualitative research designs. 

 

Subjects of this study are those working on a graveyard shift who already shifted 

to electronic cigarette. The data gathered from the questionnaire generate findings and 

insights from the respondents. The study utilized the non-probability, purposive sampling 

technique, in which the required description of respondents can be easily accessed. The 

100 chosen respondents who shifted to electronic cigarette are the ones who answered the 

survey questionnaire. 
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The research instruments used in the study were modified and self-made 

questionnaire. The questionnaire is divided into four parts. First part is the profile of 

respondent, intended to identify respondent’s information. Second part consists of 

questions identifying smokers’ preference, intended to determine the difference between 

tobacco cigarettes with electronic cigarette that contains personal, secondhand smoke 

effect, pollution, chemical content and popularity. Third part contains the factors 

affecting the shift in consumer’s demand, this better analyze the cause of the shift of 

smokers. Lastly is an open-ended question about the actual reason why they have shifted 

to electronic cigarette. Some parts of the questionnaires were adapted from the study of 

Lynne Dawkins on “Vaping profiles and preferences: an online survey of electronic 

cigarette users”. The research instrument was subjected to reliability testing resulted to a 

Chronbach’s alpha=80. This study contains descriptive analysis. The tools used are 

frequency and percentage for the profile of the respondents.  Frequency and percentage 

ratings were used to determine the number of users who shifted to tobacco cigarette to 

electronic cigarette.  Mean and standard deviation was used analyzing the factors 

affecting the shift in demand from tobacco cigarette to electronic cigarette.  Lastly, t-test 

and ANOVA have been utilized to analyze the factors affecting the demand from tobacco 

cigarette to electronic cigarette when the profile of respondent is considered. 

 

 

Results and Discussion 

 

Factors Affecting the Shift in Demand 

 

Respondents’ rating of the factors affecting the shift from tobacco cigarette to 

electronic cigarette is shown in Table 2. Technological Change has the highest influence 

among the factors with the mean of 4.41(SD=0.48).  Price (M=4.39, SD=0.61), 

Government Policy (M=4.24, SD=0.48), Packaging (M=4.31, SD=0.44), and Number of 

Buyers (M=4.39, SD=0.45) also have very high influence. On the other hand, health risk 

indicated “strongly no influence, having a mean 1.05 (SD=0.14). 

 

Table 2 

Factors Affecting the Shift in Demand 

  Mean Std. Deviation Verbal interpretation* 

Techno change 4.41 0.48 Very High Influence 

Price 4.39 0.61 Very High Influence 

Government 

Policy 4.24 0.48 Very High Influence 

Packaging 4.31 0.44 Very High Influence 

Number of buyers 4.39 0.45 Very High Influence 

Health risk 1.05 0.14 Strongly No Influence 

*Very High Influence=4.21-5, With Influence=3.21-4.20, Neutral=2.61-3.20, 
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No Influence=1.81-2.60, and Strongly No Influence=1-1.80 

 

The technological factor with the highest mean value among the factors indicates 

that the advancement of technology in cigarette brought much influence to the smokers’ 

smoking. This result was explained by Huntington (2014) that the fast growth in 

technology over the past decades influenced the cigarette smokers and has a good market 

share now in the industry having cigarette adopted technology and produce e-cigarette. 

This provides rationale why smokers are patronizing and availing e-cigarette as substitute 

for tobacco cigarette. Furthermore, Bhatia (2014) explained that customer behavior is 

affected by numerous sets of factors that are new today, and one of these is the 

technological advancement and innovation. Trends are taking its place today in the lives 

of customers in embracing the newly developed technology that may help lives better and 

more accessible to them. 

 

 Health risk with the rating of strongly no influence indicates that smokers 

consider e-cigarette to be less harmful to health.  Call center respondents did not 

experience and foresee any health hazards while using e-cigarette. As reported in the 

BBC News online (Robert, 2016) UK’s Royal Physicians claimed that E-cigarette is less 

toxic and safer aid in smoking.  Bodkin (2016) cited that “the long-term negative effects 

from vaping were unlikely to exceed 5% of the harm from smoking tobacco” (p.1).   

 

Most of the respondents are still using tobacco cigarette while they are using e-

cigarette too. Even smokers shift in e-cigarette from tobacco smoking it can never take 

away easily the addiction in nicotine in their body. E-cigarette lowers the consumption of 

tobacco cigarette in every smoker.  Even smokers who are now using e-cigarettes have 

been observed to continue using tobacco cigarette. As manufacturers lower the nicotine 

substance of e-cigarette, there is also lowering of number of sticks consumed by smokers 

(Franck et al, 2016). 

 

As regards to the smoking status of respondents, data showed that smokers who 

were using e-cigarette have reduced the number of sticks they smoke per day by an 

average of 5.75 pieces per day. According to Dawkins, et al. (2013), electronic cigarette 

is the best way to substitute for tobacco cigarette. Using this device is healthier than 

tobacco cigarette. The reduction in the number of sticks they consume would lead to 

minimized nicotine and tar that one can get from tobacco cigarettes, it also means that the 

smokers can lessen their addictiveness and can result to lowering of sticks consumed per 

day. Smokers viewed e-cigarette to be a helpful tool for them to reduce or even quit in 

tobacco cigarette. With nicotine and tar in e-cigarette measured, smokers can monitor and 

lessen the nicotine that brings addiction to them.   

 

Technological factor, with the highest mean value among the factors, indicates 

that the advancement of technology in cigarette brought much influence to the smokers. 

According to Huntington (2014), the fast growth in technology over the past decades 
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influences the cigarette and has a good market share now in the industry having cigarette 

adopted technology and produce e-cigarette. This is one reason why smokers are 

patronizing and availing e-cigarette as substitute to tobacco cigarette. According to 

Bhatia, (2014), customer behavior nowadays is affected by numerous sets of factors that 

are new today, and one of this is technological advancement and innovation. Trends are 

taking its place today in the lives of customers in embracing the newly technology that 

may help lives better and more accessible to them.  Given that all the age ranges have the 

same view in the given factors. Results showed that there is no statistically significant 

difference in the perceived factors affecting the demand from tobacco cigarette to 

electronic cigarette when age of respondent is considered. Data revealed that these age 

ranges had experienced and encountered the said factors which result to shifts in e-

cigarettes. 

 

 

         Results showed that there is no statistically significant difference in the perceived 

factors affecting the demand from tobacco cigarette to electronic cigarette when age of 

respondent is considered. There were no variations in the perception among the age 

brackets regardless of the differences in years of smoking. This study shows that the 

smokers in different age ranges had experienced and encountered those factors resulting 

shifts to E-cigarette. According to Khan and Chawla (2015), forty (40) years old below is 

the best customer because they are the one who seeks information and analysis to the 

product before the buying decision. Buyers now are exposed to technology-based 

products having the latest and up-to-date product.  Thus, 18-40 years old have been 

influenced by products purchased by other consumers. The respondents of the study fall 

within the age range of 18-40 years old and has the same preferences and opinion on the 

factors affecting the shift in tobacco cigarette to e-cigarette. This study indicated support 

for the findings in the literature that 18-40 age range seeks information first before 

purchasing something as cited in the study of Ali Khan and Chawla (2015).  It is the same 

that they seek information about products they’re using. If it is no longer providing 

benefits, they tend to shift and seek of alternative that can give the same pleasure but also 

can give no harm to them. 

 

Table 5 

Factors Affecting the Shift in Demand when Gender is Considered 

 Factors                  Gender Mean T-Value 
P-

Value 
      Decision 

Price 
male 4.44 

1.4 0.17 fail to reject 
female 4.24 

Technological 

change 

male 4.41 
0.28 0.78 fail to reject 

female 4.38 

Government male 4.29 1.79 0.08 fail to reject 
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policy female 4.06 

Packaging 
male 4.32 

0.58 0.56 fail to reject 
female 4.26 

Number of buyers 
male 4.45 

2.98 0.01* Reject Ho 
female 4.17 

      
       

Table 5 presents the factors affecting the shift in demand when gender is 

considered. Results indicate that in terms of profile, gender, is found to have a 

statistically significant result particularly on the number of buyers as a factor that 

influence smoker’s shifting to e-cigarette. This means that the male respondents are more 

affected than the female respondents when buying and using e-cigarettes as they are more 

influenced by the growing number of users of e-cigarettes.  

 

 

 

 

 

Table 6 

Health risk as a factor  

 Factors                  

Gender 
Mean T-Value 

P-

Value 
      Decision 

 

 

Health risk 

male 1.07 2.09 0.39 fail to reject Ho 

  female 1.00       

*Strongly Agree=4.21-5, Agree=3.21-4.20, Neutral=2.61-3.20, 

Disagree=1.81-2.60, and Strongly Disagree=1-1.80 

 

 On the health side both male and female respondents do not seem to consider e-

cigarette as a health risk factor. 

 

Literature shows that customers were influenced by its surrounding and specific 

group including family, social class and status, social group and a lot more that affects 

their desire in purchasing products. The experience of others drives their wants and 

aspirations in buying the same product as others. The purchasing decision of customers 

can be attributed to the influence of other people and the number of buyers who are using 

similar products. People aspires others to buy the same products by stating the good 

outcome or feedback coming from other products (Boadu, 2012). When it is beneficial 

and effective to others, people will be attracted to purchase the same product. Male 

respondents were found to be highly influenced in terms of the number of buyers of 

cigarettes.  This means that men tend to be easily influenced by others. 
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Findings 

 

Findings of this study reveal 56% of the call center respondents are within the age 

bracket of 24-29 years old and have a higher percentage in smoking and vaping. Male 

respondents got a total of seventy-seven percent (77%). The use of e-cigarette has 

reduced the number of sticks consumed by the respondents. Data showed that 82% of 

smokers who were using e-cigarette now have reduced the number of sticks they smoke 

per day.  It shows that electronic cigarette is an indication of a new method to smoking 

cessation.  In addition, the respondents agreed that e-cigarette can be a substitute of 

tobacco cigarette. Respondents have viewed e-cigarette to be less toxic than the usual 

tobacco cigarette and this becomes their trajectory to the smoking cessation. Qualitative 

data revealed that e-cigarette has a lot benefits than tobacco cigarette in terms of personal 

effects, second hand smoke, pollution, chemical content and popularity as perceived by 

the call center respondents. 

 

There are several factors that affect the shifts of smokers to e-cigarette:  The fast 

growing technology and innovation being utilized by the e-cigarette firms; the increase in 

price of tobacco, the policies and rules that are being implemented in smoking; the 

graphic health warning signs that are shown in the packaging of the cigarettes; the 

number of buyers and users of cigarette; and the health risk involved in smoking have 

influenced smokers to shift in demand from tobacco cigarette to e-cigarette. These are the 

valuable factors why smokers tend to like e-cigarette.  All of the given factors were 

experienced by the respondent smokers and these were considered justifications make e-

cigarette as a substitute for tobacco cigarette.  

 

Lastly, despite that there is no significant difference found among the factors 

when age is considered,  it was observed that the male respondents obtained the higher 

influence rating in terms of the influence factor, number of users/buyers, than female. 

This can be explained perhaps by the uneven distribution of male and female smoker 

respondents.  This study looks at the tendency for the males to be more influenced than 

female smokers. 

 

 

Conclusions 

 

The researchers concluded that vaping e-cigarette has helped the smokers to 

lessen their consumption of tobacco cigarette and is also a good help for smoking 

cessation because of the perceived benefits that one can get in smoking e-cigarette.  

Based on the findings of this study, e-cigarette can also be a good substitute for tobacco 

cigarette. 
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 These factors i.e. price, technological change, government policy, packaging, 

number of buyers and health risk has influenced smokers to shift to e-cigarette and 

technological change were found to be the most influential in the shift of smokers to 

tobacco cigarette to e-cigarette viewed to be the top reason of the shifts in demand. 

 

Lastly, it can be concluded that both male and female users of e-cigarettes are 

very much influenced and they have the same perception about the factors affecting the 

shift in demand for e-cigarette. However, there were significant differences found 

between genders when it comes to the number of users/buyers factor. Male smokers are 

viewed to be easily influenced by the number of users of e-cigarette such as their 

colleagues, friends and people that surround them.  Thus, they tend to buy and use e-

cigarettes for their own consumption. 

 

Recommendations 

 

In light of the findings of the study, researchers came up with these 

recommendations: 

 

          Smokers of tobacco cigarette should shift and to make e-cigarette as their substitute 

to tobacco cigarette. This can be a good help in the smoking cessation of smokers. 

Tobacco industry should make e-cigarette as one of their products and shift into a more 

healthful cigarette industry by launching e-cigarette as their new product development. 

          E-cigarette manufacturers should produce much healthier and safer e-cigarette for 

smoker’s treatment to smoking cessation. Future researchers who are interested in the 

study of product demand, they must seek for other variables or factors that contributes to 

the consumers tendency to shift in demand from one product to another.  Hence, scholars 

should not only focus on cigarette but on other consumer goods as well. Considering the 

limitations of the study, the researchers, therefore, recommend that the future scholars 

acquire data for monthly income as a variable factor. 

            Finally, this study recommends that the government must look into the health 

benefits of using quality e-cigarette as a substitute for the usual tobacco cigarette and 

support campaigns in a more healthy way of living. 
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