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Abstract — This study examined the extent of gender equality practices in the Philippine 

National Police (PNP) as perceived by police officers and the level of performance of the PNP 

station in Butuan City, Agusan del Norte, during calendar year 2023, as bases for strengthening 

adherence to gender equality. Employing a quantitative research approach with a descriptive 

analysis design, the study assessed gender equality practices, performance levels, and the issues 

and concerns encountered by police officers in implementing gender-related initiatives. The 

findings revealed that gender equality practices significantly contribute to the outstanding 

performance of the PNP in Butuan City by allowing the organization to access a wider pool of 

talents, skills, and competencies among both male and female officers. By minimizing gender bias 

and stereotypes, the PNP ensures that personnel selection and assignment are based on merit, 

resulting in a more inclusive and capable workforce. Furthermore, effective gender equality 

practices enhance public trust and confidence in the police force, as they reflect the organization’s 

commitment to fairness, respect, and equal opportunity. This trust strengthens police–community 

relations and promotes cooperation that is essential for crime prevention and resolution. Overall, 

the integration of gender equality practices enables the PNP to maximize workforce potential, 

strengthen community support, and maintain peace, order, and public safety more effectively in 

Butuan City. 
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I. INTRODUCTION 

Rationale of the Study 

Studying and assessing gender equality practices in the police force is vital for promoting 

equality, enhancing trust, and improving police effectiveness. In Butuan City, evaluating these 

practices helps identify barriers preventing women from entering and advancing in the force, 

which leads to more representative and inclusive departments that inspire community trust. 

Furthermore, gender equality in policing is crucial for addressing gender-based violence, 

as it sensitizes personnel to respond effectively to domestic violence and harassment cases. A 

diverse workforce brings different perspectives that improve problem-solving and operational 

capacity. Ultimately, by prioritizing equality within their own ranks, police departments serve as 

role models, breaking down biases in wider society. 

 

Theoretical Framework 

This study is anchored on several key psychological and sociological theories: 

● Social Role Theory: Suggests that gender differences in the workplace result from societal 

expectations and traditional divisions of labor. 

● Human Capital Theory: Posits that workplace inequalities stem from differences in 

education, skills, and experience, suggesting that equality is achieved by providing equal 

access to training and career development. 

● Stereotype Threat Theory: Argues that negative stereotypes affect the performance and 

career progression of underrepresented groups, such as women in male-dominated fields. 

● Social Identity Theory: Explains how individuals derive identity from group membership, 

and how group-based bias can lead to workplace inequality. 

● Intersectionality Theory: Emphasizes that gender inequality intersects with other 

identities like race and class, requiring a non-binary, multi-faceted approach to 

discrimination. 
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Legal Bases 

The study is supported by several Philippine laws aimed at eliminating discrimination: 

● RA 7192 (Women in Development and Nation-Building Act): Promotes the integration 

of women in national development. 

● RA 6725: Prohibits discrimination against women regarding terms and conditions of 

employment. 

● RA 7877 (Anti-Sexual Harassment Act): Defines and prohibits sexual harassment in 

work and training environments. 

● RA 9710 (Magna Carta of Women): A comprehensive law mandating equal access to 

opportunities and benefits. 

● RA 10911 (IRR): Ensures a safe work environment and protects the rights of police 

officers. 

 

Statement of the Problem 

This research determines the extent of gender equality practices and the level of 

performance in the Philippine National Police (PNP) station of Butuan City for the calendar year 

2023. It specifically seeks to answer: 

1. What is the profile of the police officers in terms of age, gender, civil status, education, 

rank, years in service, and training? 

2. What is the extent of gender equality practices regarding equal pay, opportunities, 

flexible work, and anti-discrimination policies? 

3. What is the level of performance in terms of law enforcement effectiveness, 

professionalism, and community relations? 

4. Is there a significant relationship between gender equality practices and the level of 

performance? 

5. What are the issues and concerns of officers relative to gender equality? 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 
Volume VI, Issue 5 May 2026, eISSN: 2799-0664 

 
 

 
Copyright © 2026 IJAMS, All right reserved 

125 
 

6. What adherence strategy can be formulated based on the findings? 

 

Hypothesis 

There is no significant relationship between the extent of gender equality practices and the 

level of performance of the police officers. 

 

Significance of the Study 

This research provides valuable insights for: 

● PNP Heads: To provide direction for enacting gender equality programs. 

● Local Government Officials: To develop interventions for specific weaknesses in current 

initiatives. 

● Constituents of Butuan City: To increase awareness of the community’s role in 

enhancing police performance. 

● Future Researchers: To serve as a basis for subsequent analysis and policy comparison. 

 

II. RESEARCH METHODOLOGY 

Research Design 

This study utilized a quantitative research methodology integrating both descriptive and 

analytical designs. The descriptive component was used to establish and depict the current 

condition of gender equality practices and performance among police personnel. The analytical 

design was employed to assess and test the relationships between multiple variables to enable 

predictions. The study followed a Systems Model approach (Input-Process-Output) to explore the 

potential for a strengthened adherence strategy. 
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Research Environment 

The study was conducted in Butuan City, a first-class highly urbanized city in the Caraga 

Region of Mindanao, Philippines. While it serves as the de facto capital of Agusan del Norte, it 

operates as an administratively independent government. The location is situated along the Agusan 

River and is a historical center for trade and manufacturing. 

 

Participants and Sampling 

The respondents of the study were one hundred forty-eight (148) police officers stationed 

across five (5) different stations in Butuan City. The researchers used convenient and quota 

sampling for recruitment via an online survey platform. Participation was limited to those who 

voluntarily responded to the digital invitation. 

 

Distribution of Respondents  

Department / Unit Frequency Percentage 

Station 1 30 20.27% 

Station 2 30 20.27% 

Station 3 30 20.27% 

Station 4 29 19.59% 

Station 5 29 19.59% 

Total 148 100% 
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Research Instruments 

The study employed a triangulation of data sources using the following instruments: 

● Questionnaire: A three-part standard questionnaire was used to gather data on the officers' 

profiles, gender equality practices (50 items), and performance levels (24 items). 

● Focus Group Discussion (FGD): Twelve (12) select representatives participated in a 

session to benchmark effective practices and verify data collected from the main 

instrument. 

● Documentary Analysis: The researchers analyzed test results and performance duties as 

primary evidence of officer effectiveness. 

●  

Data Gathering Procedure 

The researchers secured official approval from the PNP Chief of Police in Butuan City 

before commencing the study. Upon receiving authorization, questionnaires were administered to 

the target respondents through a digital platform. Simultaneously, the FGD was conducted with 

the selected representatives to discuss initiatives and performance. Finally, the gathered data was 

sorted into tables for statistical analysis. 

 

Statistical Treatment 

To analyze the data, the following statistical tools were used: 

● Frequency Distribution and Percentage: Used to process respondent profile data such 

as age, gender, rank, and years in the PNP. 

● Weighted Mean: Employed to determine the extent of gender equality practices and the 

level of police performance. 

● Pearson-r: Used to determine if a significant relationship exists between gender equality 

practices and officer performance. 
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● Thematic Content Analysis: Used to interpret qualitative data regarding challenges 

encountered by the officers. 

 

Scoring Procedure 

Responses for both gender equality practices and performance were measured using a four-

point scale: 

● 4 (3.26 – 4.0): Always / Highly Practiced (Outstanding)  

● 3 (2.51 – 3.25): Sometimes / Practiced (Very Satisfactory)  

● 2 (1.76 – 2.5): Rarely / Less Practiced (Satisfactory)  

● 1 (1.0 – 1.75): Never / Not Practiced (Needs Improvement) 

 

III. PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 

Profile of the Respondents 

The study involved 148 police officers from the Philippine National Police (PNP) Station 

in Butuan City. 

● Age and Gender: The largest age group is 31–40 years old (46.62%), followed by 41–50 

years old (28.38%). The force is predominantly male (72.30%), while females represent 

27.70% of the respondents. 

● Civil Status: A majority of the officers are married (74.32%), while 25% are single. 

● Educational Attainment: The force is highly educated, with 95.95% holding a Bachelor’s 

Degree. 

● Rank and Service: The most common rank is Police Corporal (36.49%). Nearly half of 

the respondents (45.27%) have served in the PNP for 6–10 years. 

● Training: 74.32% of the officers have completed more than 24 hours of training and 

seminars. 
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Extent of Gender Equality Practices 

The overall extent of gender equality practices in the PNP Butuan City was rated with a 

Composite Mean of 3.80, interpreted as "Highly Practiced". 

● Highest Rated Practices: Diversity and Inclusion initiatives (Mean: 3.82) and Gender-

Neutral Policies (Mean: 3.82) received the highest ratings. 

● Specific Strengths: The most highly practiced individual indicators included providing 

family-friendly benefits (3.86), promoting gender equality (3.84), and utilizing gender-

neutral language (3.84). 

● Other Key Areas: Mentorship and sponsorship programs (3.81), equal opportunities 

(3.80), and equal pay (3.78) were also consistently rated as highly practiced. 

 

Level of Performance of Police Officers 

The officers' performance achieved an Overall Aggregate Mean of 3.92, which is 

interpreted as "Outstanding". 

● Response Time and Effectiveness: This category received the highest mean of 3.93, with 

officers showing exceptional ability to respond to emergency reports. 

● Professionalism and Conduct: Officers were rated "Outstanding" in personal conduct and 

discipline (3.92), administrative duties (3.92), and professionalism (3.91). 

● Community Relations: The level of performance in building trust and communicating 

with the community was also rated as "Outstanding" (3.92). 
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Relationship Between Variables 

The statistical analysis revealed a Pearson r-value of 0.5752 with a P-Value of 0.00001. 

● Hypothesis Decision: Since the P-value is less than the standard significance level (0.05), 

the Null Hypothesis was rejected. 

● Conclusion: There is a significant positive relationship between the extent of gender 

equality practices and the level of performance of the police officers in Butuan City. 

 

Challenges and Issues Encountered 

The primary issues identified by the respondents included: 

● Infrastructure Gaps: Insufficient funds for separate quarters for women and designated 

breastfeeding areas (Rank 1) 

● Perception and Culture: Underestimation of female officers' abilities (Rank 2) and the 

presence of a "macho" culture (Rank 10) 

● Policy and Training: Legal barriers from outdated circulars and a lack of continuous 

training opportunities  

 

IV. SUMMARY, FINDINGS, CONCLUSION, AND RECOMMENDATIONS 

Summary 

This research assessed the extent of gender equality practices and the level of 

performance of the Philippine National Police (PNP) in Butuan City for 2023. Utilizing a 

quantitative descriptive-analytical design, the study aimed to identify current practices, 

performance levels, and prevailing issues to serve as a basis for a Strengthened Gender Equality 

Adherence Strategy. 
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Findings 

1. Gender Equality Practices (Mean: 3.80): The PNP Butuan City demonstrates a strong 

commitment to equality, interpreted as "Highly Practiced." Key strengths include gender-

neutral policies, diversity initiatives, and family-friendly benefits. 

2. Performance Level (Mean: 3.92): The officers' performance is rated as "Outstanding" 

across all facets, particularly in response time, law enforcement effectiveness, and 

community relations. 

3. Correlation: There is a significant relationship between gender equality practices and 

police performance, suggesting that as equality practices improve, performance levels also 

rise. 

4. Top Challenge: The primary issue identified is insufficient funds and facilities, 

specifically the lack of separate quarters for women and designated breastfeeding areas. 

 

Conclusion 

Gender equality practices are pivotal to the outstanding performance of the PNP in 

Butuan City. By removing biases and stereotypes, the organization taps into a wider talent pool 

and fosters a diverse workforce. Furthermore, these practices enhance public trust and confidence, 

which are essential for effective community policing and a safer society. 

 

Recommendations 

● Training: Implement mandatory and comprehensive Gender Sensitivity Training to 

address unconscious biases. 

● Recruitment: Enhance recruitment and promotion to ensure equal opportunities and 

gender-neutral selection criteria. 

● Support Systems: Develop mentoring programs and support networks to help female 

officers overcome professional barriers. 
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● Policy Review: Regularly review internal procedures to eliminate discriminatory practices 

and establish clear mechanisms for gender-related complaints. 

● Infrastructure: Prioritize the allocation of funds for gender-specific facilities (quarters 

and lactation rooms). 

V. OUTPUT OF THE STUDY 

Proposed Output: Strengthened Gender Equality Adherence Strategy 

Based on the findings, the study proposes a comprehensive strategy aimed at transforming 

the PNP into a more inclusive and effective organization. 

● Rationale: Gender equality is not just a human right but a driver of operational efficiency. 

The strategy seeks to dismantle historical disparities, eliminate "macho" culture, and ensure 

that all officers, regardless of gender, can thrive. 

● General Objectives: 

1. Promote gender-sensitive policies to create a supportive work environment. 

2. Increase female representation in leadership positions through equal advancement 

opportunities. 

3. Foster a culture of respect and fairness by raising awareness of the negative impacts 

of bias. 

4. Enhance training to specifically address gender-based violence and sexual 

harassment within the force. 

5. Establish a monitoring and evaluation system to ensure the continuous 

improvement and sustainability of these equality initiatives. 

 

 

 

 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 
Volume VI, Issue 5 May 2026, eISSN: 2799-0664 

 
 

 
Copyright © 2026 IJAMS, All right reserved 

133 
 

REFERENCE 

A. BOOKS 

[1.] Adams, B., & Ferreira, D. (2020). Do CEOs Bungle Gender Pay Disclosure? American 

Economic Review, 110(12), 3635-67. 

[2.] Adams, R. B., & Gupta, A. (2016). Gender equality and firms: A theoretical and empirical 

investigation. Journal of Financial Economics, 118(3), 507-528. 

[3.] Allegretto, S. A., Dube, A., & Reich, M. (2015). The right measure of wages: Assessing the 

evidence on payroll taxes and the gender wage gap. Industrial Relations: A Journal of 

Economy and Society, 54(2), 325-361. doi:10.1111/irel.12109 

[4.] Becker, G. S. (2014). Human capital: A theoretical and empirical analysis, with special 

reference to education. Chicago: University of Chicago Press. 

[5.] Becker, G. S. (2014). Human capital: A theoretical and empirical analysis, with special 

reference to education. Chicago: University of Chicago Press. 

[6.] Crenshaw, K. (2019). Demarginalizing the intersection of race and sex: A black feminist 

critique of antidiscrimination doctrine, feminist theory and antiracist politics. University of 

Chicago Legal Forum, Vol. 2019, Article 8. 

[7.] Crenshaw, K. W. (2019). Demarginalizing the intersection of race and sex: A black feminist 

critique of antidiscrimination doctrine, feminist theory and antiracist politics. University of 

Chicago Legal Forum, 2019(1), 139-167. 

[8.] Eagly, A. H. (2017). Sex differences in social behavior: A social-role interpretation. 

Psychology press. 

[9.] Eagly, A. H., & Wood, W. (2017). Sex differences in social behavior: A social-role 

interpretation. Lawrence Erlbaum Associates. 

[10.] Ellemers, N. (2021). Individual mobility versus social change: The role of self‐uncertainty 

in minority opinion expression and relative deprivation. Journal of Personality and Social 

Psychology, 80(2), 243-256. doi:10.1037/0022-3514.80.2.243 

[11.] Kabeer, N. (2016). Gender equality and women's empowerment: A critical analysis of the 

third Millennium Development Goal. Routledge. 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 
Volume VI, Issue 5 May 2026, eISSN: 2799-0664 

 
 

 
Copyright © 2026 IJAMS, All right reserved 

134 
 

[12.] Kalev, A., Dobbin, F., & Kelly, E. (2006). Best practices or best guesses? Assessing the 

efficacy of corporate affirmative action and diversity policies. American Sociological 

Review, 71(4), 589-617. 

[13.] Kalev, A., Dobbin, F., & Kelly, E. (2006). Best practices or best guesses? Assessing the 

efficacy of corporate affirmative action and diversity policies. American Sociological 

Review, 71(4), 589-617. 

[14.] Martin, S. E., & Jurik, N. C. (2007). Doing justice, doing gender: Women in law 

enforcement. Sage Publications. 

[15.] McGinn, K. L., Milkman, K. L., & Sheridan, R. J. (2018). Opting out or denying 

discrimination? How the framework of free choice in american society influences 

perceptions of gender inequality. Sex Roles, 78(1-2), 5-28. 

[16.] Milkman, K. L., Akinola, M., & Chugh, D. (2015). What happens before? A field experiment 

exploring how pay and representation differentially shape bias on the pathway into 

organizations. Journal of Applied Psychology,  100(6), 1678-1712. 

[17.] Ragins, B. R., & Kram, K. E. (2007). The Handbook of Mentoring at Work: Theory, 

Research, and Practice. SAGE Publications. 

[18.] Rudman, L. A., & Glick, P. (2021). Prescriptive gender stereotypes and backlash toward 

agentic women. Journal of Social Issues, 57(4), 743-762. doi:10.1111/0022-4537.00239 

[19.] Skogan, W. G., & Frydl, K. (2004). Fairness and effectiveness in policing: The evidence. 

Washington, DC: The National Academies Press. 

[20.] Smith, D. B., Vardaman, J. M., & Allen, D. G. (2015). The role of workplace inclusion in 

creating strategic flexibility for external change. Journal of Management, 41(6), 1555-1582. 

[21.] Smith, J. L., & Huntoon, M. (2022). Women engineers' persistence in engineering: Influence 

of gender-role identity. Journal of Engineering Education, 101(4), 533-552. 

doi:10.1002/j.2168-9830.2022.tb00053.x 

[22.] Steele, C. M. (2017). A threat in the air: How stereotypes shape intellectual identity and 

performance. American Psychologist, 52(6), 613-629. 

[23.] Steele, C. M., & Aronson, J. (2015). Stereotype threat and the intellectual test performance 

of African Americans. Journal of Personality and Social Psychology, 69(5), 797-811. 

doi:10.1037//0022-3514.69.5.797 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 
Volume VI, Issue 5 May 2026, eISSN: 2799-0664 

 
 

 
Copyright © 2026 IJAMS, All right reserved 

135 
 

[24.] Tajfel, H., & Turner, J. C. (2016). The social identity theory of intergroup behavior. In S. 

Worchel & W. G. Austin (Eds.), Psychology of intergroup relations (pp. 7–24). Chicago, IL: 

Nelson-Hall. 

 

B. JOURNALS/ PUBLICATIONS 

[1.] Aliprantis, D., Carroll, D., Young, T., & Higgins, K. (2018). Underneath the aggregate: A 

closer look at the gender earnings gap by industry. Economic Commentary, 2018(4). Federal 

Reserve Bank of Cleveland. 

[2.] Arbuch, R., & Engel, R. (2011). Assessing police performance: towards safer and more 

effective policing. In Crime and justice: A review of research (Vol. 40, No. 1, pp. 335-405). 

University of Chicago Press. 

[3.] Auerbach, J. D. (2014). Administrative despotism revisited: Bureaucratic discretion versus 

substantive constraints. The Journal of Politics, 76(4), 1139-1151. 

[4.] Bertrand, M., Goldin, C., & Katz, L. F. (2010). Dynamics of the gender gap for young 

professionals in the financial and corporate sectors. American Economic Journal: Applied 

Economics, 2(3), 228-255. 

[5.] Blau, F. D., & Kahn, L. M. (2017). The gender wage gap: Extent, trends, and explanations. 

Journal of Economic Literature, 55(3), 789-865. 

[6.] Braga, A. A., Hureau, D. M., & Papachristos, A. V. (2019). Hot spots policing effects on 

crime. Annual Review of Criminology, 2, 293-315. doi: 10.1146/annurev-criminol-032317-

092018 

[7.] Catley-Carlson, M. (2009). Addressing corruption in the Philippine National Police: 

Examining the impact of police education reform efforts. Aggression and Violent Behavior, 

14(2), 100-112. https://doi.org/10.1016/j.avb.2008.12.003 

[8.] Dancu, A. N., Vogel, R. M., & Boisnier, A. D. (2019). Gender, minority and LGBT 

employee resource groups: Catalysts for organizational diversity and inclusion practice 

diffusion. Human Resource Management Journal, 29(3), 371-388. 

[9.] Davies, P. G., Spencer, S. J., Steele, C. M. (2005). Clearing the air: Identity safety moderates 

the effects of stereotype threat on women's leadership aspirations. Journal of Personality and 

Social Psychology, 88(2), 276-287. doi:10.1037/0022-3514.88.2.276 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 
Volume VI, Issue 5 May 2026, eISSN: 2799-0664 

 
 

 
Copyright © 2026 IJAMS, All right reserved 

136 
 

[10.] Estrada, A. F. (2018). Performance criteria of the Philippine national police. University of 

the Philippines Press. 

[11.] Fletcher, J. K. (2004). The paradox of postheroic leadership: An essay on gender, power, 

and transformational change. The Leadership Quarterly, 15(5), 647-661. 

[12.] Glass, J. L., & Riley, M. W. (1998). Family responsive policies and employee retention 

following childbirth. Social Forces, 76(4), 1401-1435. 

[13.] Goldin, C. (2014). A grand gender convergence: Its last chapter. American Economic 

Review, 104(4), 1091-1119. 

[14.] Hekman, D. R., Johnson, S. K., Foo, M. D., & Yang, W. (2019). Does diversity-valuing 

behavior result in diminished performance ratings for non-white and female leaders? 

Academy of Management Journal, 52(2), 274-294. doi:10.5465/amj.2008.0205 

[15.] Hewlett, S. A., Peraino, K., Sherbin, L., & Sumberg, K. (2010). The sponsor effect: Breaking 

through the glass ceiling. Harvard Business Review, 88(12), 68-74. 

[16.] Hill, E. J., Grzywacz, J. G., Allen, S., Blanchard, V. L., Matz-Costa, C., Shulkin, S., & Pitt-

Catsouphes, M. (2016). Defining and conceptualizing workplace flexibility. Community, 

Work & Family, 19(3), 330-351. 

[17.] Hogan, M. (2011). Administrative tribunals under the Canadian Charter: Dilemmas and 

prospects.International Journal of Public Administration, 34(8), 529-542. 

[18.] Holt, T. J., Blevins, K. R., & Burkert, N. (2016). The impact of police officer diversity on 

police‐criminologist relations. Policing: An International Journal, 39(4), 859-875. 

[19.] Kalev, A., Dobbin, F., & Kelly, E. (2006). Best Practices or Best Guesses? Assessing the 

Efficacy of Corporate Affirmative Action and Diversity Policies. American Sociological 

Review, 71(4), 589–617. 

[20.] Kappeler, V. E., Sluder, R. D., Alpert, G. P., & Giesen, J. M. (2014). Assessing the nuanced 

effects of community policing on police officers' organizational and personal outcomes: 

Does the type of officer matter? Policing: An International Journal, 37(3), 661-678. 

[21.] Klahm, C. F., & Tillyer, R. (2010). The impact of women police on crime and confidence in 

urban communities. Police Quarterly, 13(4), 357-385. 

[22.] Ligansky, G., Steen Knudsen, J., & Rose, C. (2013). Police Performance Management in 

Practice: Taking Lessons from Police Rater Evaluation Systems. Public Administration 

Review, 73(5), 745-754. https://doi.org/10.1111/puar.12053 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 
Volume VI, Issue 5 May 2026, eISSN: 2799-0664 

 
 

 
Copyright © 2026 IJAMS, All right reserved 

137 
 

[23.] Lobosco, A., Kappeler, V., DePolice, P., & Sluder, R. (2015). The importance of law 

enforcement and community interaction. Police Quarterly, 18(4), 437-458. 

[24.] Macionis, J. J., & Koontz, S. G. (2011). Gender inequality: Theories and research. In Social 

problems: Issues and solutions (pp. 289-315). Pearson Education. 

[25.] Maguire, E. R., & Mastrofski, S. D. (2000). Patterns of public assistance during routine street 

stops: The Baltimore experience. Justice Quarterly, 17(2), 313-343. doi: 

10.1080/07418820000093321 

[26.] Manalo, P. E. S., & Macapanpan, M. A. D. (2018). Gender Equality Practices and 

Performance of the Philippine National Police (PNP). International Journal of Asian Social 

Science, 8(12), 1213-1222. 

[27.] Misra, J., Budig, M. J., & Boeckmann, I. (2011). Work-family policies and the effects of 

children on women's employment hours and wages. Community, Work & Family, 14(2), 

139-157. 

[28.] Mucchetti, J. (2015). Assessing the effect of performance measures and standards on 

accountability in law enforcement: Traditional practices and future directions. Policing: An 

International Journal, 38(3), 494-511. 

[29.] Novak, K. J., & Pearsall, A. W. (2018). Improving police professionalism: Recent efforts 

and future opportunities. Annual Review of Law and Social Science, 14, 203-219. 

[30.] Oliver, W. M., Fields, C. B., & Rosich, K. J. (2020). Organizational legitimacy and police–

citizen relational strategies. Criminal Justice Quarterly, 37(2), 270-295. 

[31.] Pérez-Aznar, F. J., Martínez-Flecha, A., & del Río-Rama, M. C. (2021). Gender-neutral 

policies in universities and academic performance: The case of Spain. International Journal 

of Educational Development, 84, 102376. 

[32.] Philippines, Department Order No. 178-18, Implementing Rules and Regulations of 

Republic Act No. 10911 (2017). 

[33.] Philippines, Republic Act No. 6725, An Act Strengthening the Prohibition on Discrimination 

Against Women with Respect to Terms and Conditions of Employment (2019). 

[34.] Philippines, Republic Act No. 7192, Women in Development and Nation-Building Act 

(1992). 

[35.] Philippines, Republic Act No. 7877, An Act Declaring Sexual Harassment Unlawful in the 

Employment, Education or Training Environment, and for Other Purposes (2015). 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 
Volume VI, Issue 5 May 2026, eISSN: 2799-0664 

 
 

 
Copyright © 2026 IJAMS, All right reserved 

138 
 

[36.] Philippines, Republic Act No. 9710, Magna Carta of Women (2019). 

[37.] Ragins, B. R., & Cotton, J. L. (1999). Mentor functions and outcomes: A comparison of men 

and women in formal and informal mentoring relationships. Journal of Applied Psychology, 

84(4), 529-550. 

[38.] Ragins, B. R., & Sundstrom, E. (1989). Gender and power in organizations: A longitudinal 

perspective. Psychological Bulletin, 105(1), 51-88. 

[39.] Sherman, L. W., Gartin, P. R., & Buerger, M. E. (1989). Hot spots of predatory crime: 

Routine activities and the criminology of place. Criminology, 27(1), 27-56. doi: 

10.1111/j.1745-9125.1989.tb00862.x 

[40.] Timming, A. R., Härtel, C. E. J., & Pate, J. (2019). Searching for gender equality: The effects 

of ‘Women on Boards’ initiatives on the recruitment of female directors. British Journal of 

Management, 30(4), 813-829. 

[41.] Tlaiss, H. A., & Kauser, S. (2019). Gender equality practices and employee job performance: 

A study in UAE context. Gender in Management: An International Journal, 34(1), 2-19. 

[42.] World Economic Forum. (2020). Global Gender Gap Report 2020. Retrieved 

from https://www.weforum.org/reports/gender-gap-2020-report-100-years-pay-equality. 

 

C. INTERNET SOURCES 

[1.] Bohnet, I., & Van Geen, A. (2019). Workplace gender equality initiatives: What works? 

Issues in Science and Technology, Summer 2019. Retrieved 

from https://issues.org/workplace-gender-equality-initiatives- what-works/ 

a. Butuan City. https://en.wikivoyage.org/wiki/Butuan 

[2.] Deloitte. (n.d.). Deloitte's Commitment to Gender Equality. Retrieved 

from https://www2.deloitte.com/global/en/pages/about-deloitte/articles/global-report-2020-

commitment-to-gender-equality.html 

[3.] Department of Trade and Industry. (n.d.). Women's Economic Empowerment Program. 

Retrieved from https://www.dti.gov.ph/programs-projects/ womens- economic-

empowerment/ 

[4.] Goldman Sachs. (n.d.). Our Commitment to Diversity and Inclusion. Retrieved 

from https://www.goldmansachs.com/citizenship/diversity-and-inclusion/ 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 
Volume VI, Issue 5 May 2026, eISSN: 2799-0664 

 
 

 
Copyright © 2026 IJAMS, All right reserved 

139 
 

[5.] Intel. (n.d.). Diversity and Inclusion. Retrieved 

from https://www.intel.com/content/www/us/en/diversity-inclusion/home/diversity-

inclusion-at-intel.html 

[6.] International Association of Chiefs of Police. (2018). Law enforcement code of ethics. 

Retrieved from https://www.theiacp.org/about-us/iacp-code-of-ethics 

[7.] International Labour Organization. (2017). Measuring gender equality. Retrieved from 

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---

gender/documents/publication/wcms_639278.pdf 

[8.] Ngo, H. Y., Lau, V. P., & Foley, S. (2019). Does a Firm's Macro-Context Shape Its 

Organizational Gender Diversity Practices? The Case of the Fortune Global 200. Journal of 

Applied Psychology, 104(8), 1039-1057. 

[9.] NHS. (n.d.). NHS Gender Equality Strategy. Retrieved 

from https://www.england.nhs.uk/about/equality/gender-equity/gender-equality-strategy/ 

[10.] Philippine Commission on Women. (n.d.). Gender Mainstreaming in the Philippine 

Development Plan (PDP) 2017-2022. Retrieved from http://www.pcw.gov.ph/gender-

mainstreaming-in-philippine-development-plan-pdp-2017-2022 

[11.] Republic of the Philippines. (n.d.). Republic Act No. 9262. Anti-Violence Against Women 

and Their Children Act of 2004. Retrieved 

from https://www.lawphil.net/statutes/repacts/ra2004/ra_9262_2004.html 

[12.] Republic of the Philippines. (n.d.). Republic Act No. 9710. The Magna Carta of Women. 

Retrieved from https://www.lawphil.net/statutes/ repacts/ra2013/ ra_9710_2013.html 

[13.] Skogan, W. G., & Frydl, K. (1999). Fairness and effectiveness in policing: The evidence. 

National Institute of Justice. Retrieved from https://nij.ojp.gov/library/publications/fairness-

and-effectiveness-policing-evidence 

 

  


