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This study examined the feasibility of institutionalising Female Quotient (FQ) Hubs as organisational 
structures for promoting gender equity in Philippine workplaces. Using a mixed-methods design, 
data were collected from 120 employees across government, private, non-government, and 
academic sectors through a survey and open-ended responses. Quantitative data were analysed 
using descriptive statistics and exploratory factor analysis, while qualitative data underwent 
thematic analysis. Results indicated low awareness of the Female Quotient concept but high support 
for structured gender equity mechanisms. Two factors emerged: perceived impact of FQ Hubs and 
current workplace gender equality conditions. Participants associated FQ Hubs with improved 
organisational climate, psychological safety, mentorship access, and leadership inclusivity. 
Qualitative findings identified persistent barriers including leadership bias, limited career 
advancement opportunities, and inadequate reporting mechanisms. Respondents consistently 
emphasised the need for continuous, institutional rather than episodic gender programmes. The 
findings suggest that FQ Hubs are perceived as a viable organisational intervention for integrating 
gender intelligence into workplace systems. Institutional implementation may address structural 
inequities by embedding mentorship, training, and accountability mechanisms within existing 
organisational processes. 
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Despite sustained legislative and policy efforts toward gender equality in the Philippines, disparities 
in workplace outcomes remain persistent across organisational contexts. The country continues to 
rank relatively high in global gender equality indices, yet representation gaps, compensation 
inequality, and uneven access to leadership positions remain evident (World Economic Forum, 2022, 
2024). National frameworks such as the Magna Carta of Women and the programmes of the 
Philippine Commission on Women provide formal guidance for gender mainstreaming; however, 
implementation within organisations often manifests as compliance-oriented activity rather than 
embedded institutional practice (Osi & Teng-Calleja, 2021). As a result, gender initiatives frequently 
operate as episodic programmes rather than sustained organisational processes (Yamani, 2025). 
 
Empirical evidence demonstrates that women remain underrepresented in senior decision-making 
roles, particularly in technical and traditionally male-dominated sectors (International Labour 
Organization, 2020). Barriers include stereotyping, limited sponsorship opportunities, and 
organisational cultures resistant to inclusive leadership practices (Ancheta, 2020; Kuknor & 
Bhattacharya, 2022; Osi & Teng-Calleja, 2021). Workplace surveys further indicate dissatisfaction 
with pay equity and inclusion initiatives, suggesting that policy presence does not necessarily 
translate into perceived fairness or opportunity (Hoang et al., 2022). These findings indicate not only 
structural inequality but also the absence of institutional mechanisms capable of sustaining 
leadership development and accountability. 
 
The concept of the Female Quotient (FQ) introduces gender intelligence as an organisational 
capability referring to the recognition and strategic use of gender-based perspectives in decision-
making and leadership (Zalis, 2019). Leadership research associates relational and collaborative 
leadership styles with improved team performance, trust formation, and engagement (Catalyst, 
2020; Eagly & Carli, 2007; Jiang & Ali, 2024;). While gender sensitivity training exists within 
regulatory compliance frameworks, Philippine organisations typically lack permanent structures 
through which gender intelligence can be operationalised and maintained over time. 
 
International evidence consistently links gender diversity to organisational outcomes. Enterprises 
with gender-diverse leadership demonstrate higher productivity, innovation, and retention (ILO, 
2019, 2020), while broader cross-industry analyses show performance advantages associated with 
inclusive cultures (Bourke & Dillon, 2018; Capurro et al., 2023; Faeroevik, 2024). Regional studies 
similarly associate inclusion with organisational resilience and trust (Asian Development Bank, 2020). 
However, this literature largely establishes correlational benefits and offers limited guidance 
regarding institutional implementation mechanisms capable of embedding inclusion into routine 
organisational processes. 
 
Existing Philippine workplace initiatives therefore occupy a gap between policy and practice. 
Organisations commonly rely on short-term awareness programmes, commemorative events, or 
isolated training sessions that lack continuity, integration with leadership development, and 
performance accountability (Arterberry & Nukpezah, 2025; Delavin, 2025; Relojo et al., 2015). 
Consequently, although gender equity is recognised as beneficial, the operational structures 
required to sustain it remain underdeveloped. 
 
Female Quotient Hubs have been proposed as organisational platforms, either physical or digital, 
designed to integrate mentorship, reporting mechanisms, leadership development, and continuous 
training within a single system (George, 2024). Unlike episodic initiatives, such hubs function as 
embedded organisational infrastructure. Nevertheless, empirical examination of their feasibility and 
potential impact within Southeast Asian organisational contexts remains limited (Kokkaew et al., 
2022). Existing FQ discourse is predominantly Western and conceptual, with little evidence 
addressing implementation in developing institutional environments. 
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The present study addresses this gap by examining whether an institutional platform structured 
around gender intelligence can function as an operational mechanism linking policy mandates, 
leadership development, and workplace culture in Philippine organisations. Specifically, it 
investigates workplace gender challenges, stakeholder receptiveness to institutionalised gender 
structures, and the perceived organisational outcomes associated with their implementation. 
 
Across the literature, three patterns emerge. First, inclusive leadership and gender intelligence are 
consistently associated with positive organisational outcomes. Second, workplace inequality persists 
despite progressive legal frameworks. Third, research demonstrates the benefits of diversity but 
rarely specifies institutional mechanisms for sustaining it. These converging gaps indicate the need 
to evaluate organisational structures capable of embedding gender equity into routine 
organisational processes rather than programme-based interventions. 
 
  

METHODS 
 

Research design 
 
The study employed a mixed-methods design integrating quantitative survey measurement with 
qualitative thematic analysis to examine workplace gender dynamics and perceptions regarding the 
institutionalisation of Female Quotient (FQ) Hubs. The quantitative component assessed levels of 
awareness, support, and perceived organisational conditions, while the qualitative component 
explored participant experiences and expectations surrounding gender equity mechanisms. The 
integration of methods enabled the simultaneous examination of prevalence patterns and 
contextual meaning, allowing assessment of both organisational readiness and perceived 
implementation needs. 
 
Participants and sampling 
 
A total of 120 participants were recruited across four organisational sectors: government (n = 30), 
private business (n = 30), non-government and development organisations (n = 30), and academic 
institutions (n = 30). Participants ranged in age from 23 to 60 years (M = 36.4). Gender distribution 
was 55% female, 40% male, 3% non-binary, and 2% preferred not to disclose. Organisational tenure 
ranged from less than one year to more than ten years. 
 
Purposive sampling was used to ensure representation from sectors engaged in policy 
implementation, administration, and workforce management. Participants included personnel from 
human resources, administration, development practice, teaching, and operational roles. Eligibility 
was based on organisational employment status and capacity to comment on workplace practices. 
 
Instrumentation and procedure 
 
Data were collected through a structured online questionnaire consisting of three components. The 
first gathered demographic information including age, gender identity, sector, job role, and tenure. 
The second consisted of ten Likert-type items rated on a five-point scale from strongly disagree to 
strongly agree. These items measured perceived gender equality, awareness of the Female Quotient 
concept, support for FQ Hubs, perceptions of inclusion and psychological safety, leadership support, 
and perceived effects of gender initiatives on morale and performance. The third component 
consisted of open-ended questions exploring workplace gender experiences, expectations regarding 
FQ Hubs, desired features, experiences of bias, and suggested organisational actions. 
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The instrument was developed using constructs derived from organisational gender research and 
reviewed by subject specialists in gender studies and public administration to establish content 
validity. Data collection occurred electronically over a two-week period using distributed survey links 
across professional networks and sector communication channels. Participation was voluntary and 
no compensation was provided. 
 
Quantitative analysis 
Quantitative data were analysed using descriptive statistics to determine awareness levels, 
perceptions, and support patterns. Means, frequencies, and percentages were computed, and 
sector comparisons were examined using cross-tabulation. Exploratory factor analysis was 
conducted to identify latent dimensions underlying responses to the Likert-scale items. Two factors 
were extracted representing perceived impact of FQ Hubs and perceived status of workplace gender 
equality. These dimensions were used to interpret organisational readiness for institutionalisation. 
 
Qualitative analysis 
 
Open-ended responses were analysed using reflexive thematic analysis following Braun and Clarke’s 
six-phase procedure involving familiarisation, coding, theme development, review, definition, and 
narrative construction. Themes captured recurrent workplace barriers, perceived organisational 
value of institutional gender mechanisms, expected hub functions, and implementation conditions. 
Qualitative findings were used to contextualise and interpret quantitative patterns. 
 
Ethical considerations 
 
Participation was voluntary and preceded by digital informed consent. No identifying information 
was collected and platform tracking features were disabled. Data were stored in encrypted 
password-protected files accessible only to the researcher and handled in accordance with the 
Philippine Data Privacy Act of 2012. Data are retained solely for academic purposes and scheduled 
for deletion after five years. 
 

RESULTS 
 

Participant characteristics 
 

A total of 120 participants were included in the analysis, equally distributed across four 
organisational sectors. Participants ranged in age from 23 to 60 years (M = 36.4). The sample 
consisted primarily of female respondents, followed by male respondents, with a small proportion 
identifying as non-binary or declining to disclose gender. Tenure ranged from newly employed to 
more than ten years of service. Detailed demographic information is presented in Table 1. 
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Table 1. Participant characteristics (N = 120) 

Variable Category n % 

Sector 

Government 30 25 
Private business 30 25 
Non-government/development 30 25 
Academe 30 25 

    

Gender 

Female 66 55 
Male 48 40 
Non-binary 4 3 
Prefer not to say 2 2 

    

Age 
Range 23–60 — 
Mean 36.4 — 

    
Tenure 1–10 Years — — 

 
 

Awareness and support for Female Quotient Hubs 
 

Awareness of the Female Quotient concept was limited, with 39% of respondents indicating 
familiarity. Despite this, participants expressed strong support for institutional gender equity 
initiatives. A majority agreed that gender-inclusive programmes positively affect workplace morale 
and performance (84%). Perceived leadership support was lower, with 62% believing organisational 
leaders would support implementation. Half of respondents reported that gender-focused training 
currently exists in their organisations. These findings are summarised in Table 2. 

 
 
Table 2. Key survey outcomes 

Measure Percentage (%) 

Awareness of Female Quotient 39 
Organisations offering gender-focused training 50 
Perceived leadership support for FQ Hubs 62 
Positive impact of gender-inclusive initiatives on morale and performance 84 

 
 
Quantitative structure of responses 

 
Exploratory factor analysis of the Likert-scale items produced two latent dimensions: perceived 
impact of Female Quotient Hubs and perceived status of workplace gender equality. Participants 
rated anticipated impact higher than their evaluation of current organisational equality conditions. 
Similar patterns were observed across sectors, although lower ratings of existing equality practices 
were more frequently reported in the private sector. 

 
Reported workplace experiences 
 
Qualitative responses described recurring workplace barriers including unequal access to leadership 
opportunities, biased promotion decisions, microaggressions, and insufficient parental support 
policies. Some respondents reported that contributions made by women were overlooked until 
repeated by male colleagues, while others described qualified candidates not being promoted 
despite meeting formal criteria. 
 
  



ISPCE Bulletin • Volume 2 • Issue 1 • 2026 
Orlando Cabigting Jr. 

132 

 

Perceived functions of Female Quotient Hubs 
 
Participants identified expected organisational functions including mentorship opportunities, 
structured training, anonymous reporting channels, and leadership development activities. 
Respondents also emphasised the need for safe discussion spaces and accountability mechanisms. 
 
Conditions for implementation 
 
Participants indicated that leadership commitment and integration with human resource systems 
were necessary conditions for implementation. Policy alignment and anti-discrimination 
mechanisms were also identified as organisational requirements influencing feasibility. 
 

DISCUSSION 
 
The present findings point to a distinction between conceptual familiarity and perceived 
organisational necessity. Respondents demonstrated strong support for Female Quotient (FQ) Hubs 
despite limited awareness of the Female Quotient as a formal framework. This pattern suggests that 
endorsement is not anchored in prior exposure to the model but in recognition of unresolved 
workplace conditions. Rather than adopting a specific terminology, employees appear to be 
responding to persistent organisational dynamics that require structured intervention. The 
receptiveness therefore reflects demand for institutional mechanisms rather than diffusion of a 
particular concept, indicating that gender intelligence in the Philippine context functions more as an 
implicit organisational expectation than an explicitly articulated framework. 
 
The quantitative results reinforce this interpretation. A substantial majority associated gender 
inclusive initiatives with improved morale and performance, indicating that inclusion is perceived 
not merely as an ethical or compliance matter but as a functional component of organisational 
effectiveness. This perception corresponds with evidence linking gender diversity to innovation, 
productivity, and retention (ILO, 2019, 2020). However, the present data extend this literature by 
showing that employees themselves interpret equity initiatives as performance relevant. In other 
words, organisational members do not treat gender equity solely as a normative goal imposed by 
policy; they interpret it as an operational factor shaping collaboration, motivation, and engagement. 
The convergence between external empirical research and internal perception suggests that equity 
initiatives may gain traction when framed as performance infrastructure rather than regulatory 
obligation. 
 
The factor analytic structure clarifies where the disconnect occurs. Participants evaluated the 
potential impact of FQ Hubs more positively than existing workplace equality conditions, indicating 
confidence in institutional mechanisms alongside dissatisfaction with current practice. Limited 
awareness of the Female Quotient concept and partial availability of gender focused training 
indicate that equality measures remain peripheral rather than embedded. These findings support 
earlier observations that workplace gender initiatives in the Philippines often remain fragmented 
and episodic (Osi & Teng-Calleja, 2021). The results therefore identify a structural gap between 
policy presence and organisational integration. Policies exist, but they do not consistently influence 
routine decision processes such as promotion, evaluation, and leadership development. 
 
Qualitative accounts further illuminate the mechanisms underlying this gap. Experiences of 
overlooked contributions, promotion barriers, and microaggressions indicate that inequality is 
reproduced through informal organisational processes rather than formal rules alone. These findings 
correspond with literature describing everyday interactions as key sites through which disparities 
are maintained (Ancheta, 2020; Catalyst, 2020; Laor, 2022). The persistence of such patterns 
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suggests that awareness training alone is insufficient because informational interventions do not 
alter interactional norms or accountability structures. The findings therefore imply that gender 
equity interventions must operate at the level of organisational practice rather than individual 
attitude change. 
 
Participants’ expectations regarding FQ Hubs reinforce this interpretation. Emphasis on mentorship, 
reporting channels, and leadership development indicates demand for continuous organisational 
processes rather than periodic education. These preferences align with evidence that access to 
networks, sponsorship, and transparent reporting structures shapes career advancement more 
strongly than standalone training (Osi & Teng-Calleja, 2021). The perceived value of FQ Hubs 
therefore appears to lie in their capacity to institutionalise relational and developmental 
mechanisms rather than to disseminate knowledge alone. In this sense, the hubs function 
conceptually as organisational infrastructure, translating equality principles into routine practice. 
 
Leadership support emerged as a central constraint. Although employees expressed substantial 
endorsement, perceived managerial backing was lower. This misalignment suggests that readiness 
for implementation exists at the workforce level but not consistently at the strategic level. Evidence 
indicates that diversity initiatives require executive commitment to affect organisational outcomes 
(Asian Development Bank, 2020). Without integration into performance evaluation and decision-
making authority, initiatives risk remaining symbolic. The findings therefore identify leadership 
engagement not simply as a facilitator but as a structural precondition for institutionalisation. 
 
The results position FQ Hubs as a potential mechanism bridging the gap between policy frameworks 
and organisational behaviour. Gender equity measures in the sampled context appear recognised 
yet weakly embedded, producing awareness without transformation. Respondents expressed 
readiness for institutional structures that formalise mentorship, accountability, and development 
pathways. The significance of the present findings lies in reframing gender equity from a 
programme-based intervention to an organisational systems issue. Rather than adding additional 
training, the evidence suggests the need for integrated structures capable of altering everyday 
decision processes and interaction patterns. 
 

CONCLUSION 
 
This study examined whether an organisational structure centred on gender intelligence could 
function as an operational mechanism for advancing workplace equity in Philippine institutions. The 
findings indicate that the feasibility of such a structure does not depend on prior familiarity with the 
Female Quotient framework but on its perceived capacity to organise existing equity efforts into a 
coherent system. The study therefore contributes a structural perspective to gender equity research 
by shifting emphasis from programme adoption to organisational integration. 
 
The primary contribution lies in demonstrating that workplace equity initiatives may fail not due to 
resistance but due to institutional form. The results suggest that employees recognise inequities and 
value corrective mechanisms, yet available interventions remain episodic and disconnected from 
routine organisational processes. In this context, the relevance of FQ Hubs is conceptual rather than 
promotional: they represent a potential institutional arrangement through which mentorship, 
accountability, and leadership development can be embedded into operational practice. The study 
therefore positions gender equity less as a cultural awareness issue and more as a matter of 
organisational architecture. 
The study possesses several strengths. The mixed methods design enabled triangulation between 
patterned responses and contextual accounts, allowing examination of both prevalence and 
mechanism. Inclusion of multiple organisational sectors provided comparative insight across 
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institutional environments rather than a single industry context. The research also contributes 
empirical evidence within a setting where discussions of gender intelligence remain largely 
conceptual, thereby extending existing literature beyond advocacy and into implementation 
considerations. 
 
Limitations primarily concern scope and measurement. The purposive sample restricts 
generalisation to organisations beyond those represented. Reliance on self-reported perceptions 
captures readiness and expectations but does not demonstrate behavioural or performance 
outcomes. The cross-sectional design further limits inference regarding organisational change over 
time, and the study did not evaluate actual implementation of FQ Hubs. Consequently, the findings 
should be interpreted as evidence of organisational feasibility rather than effectiveness. 
 
Future research should therefore examine implemented institutional mechanisms and their effects 
on promotion pathways, retention, and leadership composition. Longitudinal designs and 
organisational case studies would allow assessment of whether structural integration produces 
measurable change. Comparative analysis across industries and regions would also clarify contextual 
conditions influencing adoption. The study suggests that the challenge facing workplace gender 
equity in the Philippine context is not primarily the absence of policy or awareness but the absence 
of sustained organisational structures capable of translating these into practice. 
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