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Abstract: In the present study, the variety of themes that
emerged from the immersion was used to create a Maxwell
inspired researcher-made instrument which was administered to
Church leaders. Concerning the themes that emerged, a validation
through Schein’s Cultural Assessment among selected focus group
discussants of the Charismatic Community was made. The output
of the study was a servant-leadership education dovetailing it to
the findings of the study which are as follows: (1) There is no
significant difference in the self-assessment of the Charismatic
church leaders, community leaders and members in the aspect of
the thematic areas that encompass their language usage;
promotion of gender-sensitivity and equality; and management
function practices. (2) The community’s cultural aids are the
following shared tacit assumptions: A leader is a servant-leader
(a), Personal sharing is an essential element in building up our
relationship with tour brothers and sisters, as more and more we
open our lives to them, they become an intimate part of our lives
(b), the past does not determine our future (c, and “Fellowship
(sports, outings, picnic, etc.) can increase the bonding of the group.
(3) The community’s cultural hindrances are the two shared tacit
assumptions: The Charismatic Community can only grow in
number to the extent that our leadership resources allow (a), Only
with continuity and one’s personal commitment can the purpose
of household groups be achieved (b).
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1. Introduction

Servant leadership is biblically based. There are lots of
wisdom about leadership that can be learned from the Bible and
Maxwell in his Leadership Bible (2014) as reviewed by
Cameron, acknowledges this fact. The Bible for the individual
who either is in a leadership position or plan on being in a
leadership position one day and wants God’s perspective on
how to live and do their work in such a way as to glorify God.
Dr. Maxwell offers a comprehensive variety of “21 laws" as he
refers to them in his Bible, a couple of examples being,
“Rehoboam and the Law of Connection - Leaders Touch a
Heart before They Ask for a Hand,” (I Kings 12: 1-24), or
“Deborah and the Law of Respect -People Naturally Follow
Leaders Stronger than Themselves.” (Judges 4:1-16).

In Maxwell’s 21 irrefutable laws of leadership, what
appeared as number 18 is the Law of Sacrifice — A leader must
give up to go up. According to him, if one desires to become
the best leader that person can be, then that individual needs to
be willing to make sacrifices in order to lead well. There are
four principles embedded in this; first, there is no success

without sacrifice — Every person who has achieve any success
in life has made sacrifices to do so. Effective leaders sacrifice
much that is good in order to dedicate themselves to what is
best. Second, leaders are often asked to give up more than
others — The heart of leadership to putting others ahead of
yourself. It’s doing what is best for the team. For that reason,
leaders have to give up their rights. The cost of leadership:
Leaders must be willing to give up more than the people they
lead. Leadership means sacrifice. Third, one must keep giving
up to stay up — Leadership success requires continual change,
constant improvement, and ongoing sacrifice. And fourth, the
higher the level of leadership, the greater the sacrifice — The
higher one goes, the more it’s going to cost that person. And it
doesn’t matter what kind of leadership career one picks. One
will have to make sacrifices. One will have to give up to go up.

The law of sacrifice indeed is very true to the servant leaders
of the Charismatic community. They sacrifice their time, talent,
and treasure for the furtherance of the mission.

Those who become members of the community composed of
people from all walks of life from high school graduates to
professionals, from low-income to high-income wage earners,
are made part of a small cell group called a household. The
household members meet regularly for mutual support and
encouragement in the Christian life. The household meetings,
normally held in the homes of the group members on rotation
basis, would normally involve some time for prayers, a time for
sharing or discussion, and finally some time for fellowship. All
members undergo continuing formation both in the Christian
life and also in the life and mission of the community. Members
of the community are related to one another as brothers and
sisters in Christ. As such, their relationship is not to be
functional but should reflect the intimacy of Christian love,
caring and sharing.

After graduating from Christian life Seminar in 2012,
attending regular household meetings, and undergoing
Covenant Recollection, what made me to further continue in the
community was its Core Values that describe who the members
are and what the members are called to do in the world. They
provide parameters and constant guideposts in the moving on
in the life and mission of the community. Members, should be
centered on Christ - in everything that they do, and they look to
Jesus, as Savior and Lord. Being the model in obedience to the
Father, in our faithfulness to His call, and to total submission to
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His divine will.

Having this concept of servant leadership which entails a lot
of sacrifice for the members of the Charismatic Community in
mind, | have entertained the idea that there might be something
in the organization which the academe may try and learn from.

The present study intended to:

1. Determine the self-assessment ratings of the
charismatic church leaders, community leaders and
members in the aspect of the domains of the thematic
areas:

a. language usage
b. promotion of gender-sensitivity and equality
c. management function practices.

2. Find out if there is a significant difference in the self-
assessment of the charismatic church leaders, community
leaders and members in the aspect of their:

a. language usage
b. promotion of gender-sensitivity and equality
c. management function practices.

3. Evaluate the charismatic community practices through a
cultural assessment.

In similar manner, the study intended to test the following
hypotheses:

Ho #1: There is no significant difference in the self-
assessment of the charismatic church leaders, community
leaders and members in terms of their language usage.

Ho #2: There is no significant difference in the self-
assessment of the charismatic church leaders, community
leaders and members in terms of their promotion of gender-
sensitivity and equality.

Ho #3: There is no significant difference in the self-
assessment of the charismatic church leaders, community
leaders and members in terms of their management function
practices.

In general, the results of this study can be utilized as a guide
and motivation for educational administrators in promoting the
implementation of servant-leadership education program.
Specifically, the findings of the present study may serve as an
eye-opener which deemed significant to the following:

In the present study, which is an offshoot of the dissertation
of the researcher entitled, The Culture of Charismatic
Activities: An Implication to Servant Leadership, the researcher
utilized as its subjects the members of a Charismatic
Community in Caloocan City that has 115 active members
whom he has lived with and lived like since 2012.

A researcher-made instrument was created based on the
themes gathered from the language usage, promotion of gender-
sensitivity and equality, and management function practices of
the Charismatic community. The themes were derived from
aforementioned dissertation.

The researcher-made instrument was administered to 35
church leaders, 35 community leaders, and 45 plain members
of the Charismatic Community.

As far as the use of a researcher-made questionnaire is

concerned, the study adopted the descriptive quantitative
method of research. The questionnaire was formulated by the

researcher and was appropriately validated by school
administrators in the tertiary level who bear similar
characteristics of the prospective respondents. The

questionnaire was administered, and other data gathering
techniques were employed during September 23 until October
2, 2016.

The responses of the Charismatic church leaders,
Charismatic community leaders and Charismatic members as
regards their self-assessment were based on individual
perceptions and such responses maybe inaccurate and / or self-
serving because individuals often see themselves different than
the observers.

2. Conceptual framework

What serves as a major inspiration in the present study is the
paper: “Gender in Schools: A Qualitative Study of Students in
Educational Administration” of Andrews and Ridenour (2006)
of the University of Dayton.

The results of their study suggest that the important
dimensions of gender equity can be influenced by the
educational administration curriculum, and specifically, by a
course in cultural diversity.

Their paper developed its rationale from three sources: (a) a
theoretical conceptualization of developmental stages toward
socially just perspectives on diversity that people experience
over time, (b) data suggesting that gender fairness has not yet
been achieved in schools, and (c) the need to prepare men and
women for leadership positions in schools.

They have anchored the concept of their study on two
theories. One holds that a developmental perspective on
diversity indicates that people can change. That theoretical
framework indicates that individuals can move along a
continuum toward heightened awareness and toward socially
just and fair professional practices. This is what Helms (1992),
Lindsey, Robins, and Terrell (1999), as cited by the researchers,
believe.

The second theory is that of Lindsey and colleagues (1999)
as cited by Ramos (2010) who suggested a theoretical
continuum from cultural destructiveness to cultural incapacity,
cultural  blindness, cultural pre-competence, cultural
competence, and finally, to cultural proficiency.

The authors claimed that in both developmental models, the
ideal to which one aspires is the endpoint of the model — to
engage in knowing oneself and one’s heritage well and to
engage eagerly with others, those like, and unlike oneself. As
Lindsey and colleagues stated, “culturally proficient educators
must understand the ‘cacophony of diverse cultures each person
experiences in the school setting”; the author’s view that those
individuals, although not knowing each culture in depth, know
that they need to continually learn about others.

The authors have discussed in the two examples of growth
and development in awareness a suggestive pattern of growth
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and development may also exist in gender awareness.

The authors made use of a qualitative design specifically
participant observation with field notes and documents
analysis. After which, they examined holistically the changing
levels of students’ attitudes toward gender issues. Their
assumption is that, such perspective would allow them to
capture the ways in which students naturally express their
attitudes, values, and beliefs about gender. Within the regular
classroom activities, the instructor (first author) reflected on
and recorded the manner in which students (a) interacted with
each other and her, (b) approached the learning activities, and
(c) related over time, to the education program designed to raise
their awareness.

The purpose of the authors is similar to several of those that
Marshall and Rossman (1989) suggested, a research that delves
into complexities and processes, research for which relevant
variables have yet to be identified; research that seeks to explore
where and why policy, folk wisdom, and practice do not work;
research on innovative systems; research on informal and
unstructured linkages and processes in organization.

Evidence of gender issue awareness was analyzed in the
journals by the authors. They assumed that the weekly
reflective entries would provide some student-generated
empirical evidence of the impact of the course. The first author
kept notes intended to capture the key dimensions of meaning
in each student’s journal. After the authors have read and reread
all the 122 journals and analyzed researcher notes through an
iterative process of categorization, four themes emerged:
gender stereotypes became blatantly obvious ; two distinct
changes in behavior occurred stating that students reflect on
their professional practice and sometimes changed their
practice in the classroom and elsewhere toward more gender
fairness; students showed greater awareness of gender
discrimination and power differences based on gender; and
students exhibited heightened sensitivities concerning the
importance of gender-biased language.

Concerning the present study, the major contributory factors
in the conceptualization of this present work first came from
Genzuk’s (2003) Ethnographic process wherein an
ethnographic understanding is developed through close
exploration of several sources of data. Using these data sources
as a foundation, the ethnographer relies on a cultural frame of
analysis of language issues, gender sensitivity, and
management function processes among the members of a
Charismatic Community in Caloocan City.

The second contributory factor is Schein’s (2004)
Organizational Culture and Leadership which gave guidelines
on how to do assessment in the area of cultural dimensions of
an organization so as to validate the observed language issues,
gender sensitivity and management practices present in the
Charismatic Community.

The third contributory factor is Maxwell (2011) The 360
Leader which inspired the researcher to create a self-made
assessment instrument that will be based on the themes that

would emerge out of the immersion in the Charismatic
Community taking into account their language issues, gender
sensitivity and management practices. The said instrument will
be utilized to create a leadership program.

As mentioned by Gosetti and Rusch as cited by Andrews and
Ridenour (2006), discussions of gender, race and class as
applied to the act of leading, were seldom deliberately
addressed in the formal education and certification of school
leaders.

Kelly (2015) argued that we all can do our share to improve
the gender equality situation, and it has to do with one of the
foundations of conversation: language. He added that one thing
that managers and leaders within work groups must do is to help
employees and co-workers understand this and make it the
norm, by personal example and, where necessary, through
appropriate correction or even consequences.

Such aforementioned needs were addressed by Chairperson
Remedios I. Rikken in her (PCW) Philippine Commission on
Women Memorandum Circular No. 2014-06: Promoting the
Use of Gender-Sensitive Language in the Drafting and Review
of Legislative Measures. In the said memorandum, she gave an
instruction to all heads of agencies to ensure that their GAD
Focal Point Systems shall coordinate with and assist their
legislative liaison officers in enhancing the gender-sensitivity
of legislative measures by observing the use of gender-sensitive
or non-sexist language in the drafting and review of their
priority legislative measures and implementing rules and
regulations of laws.

In support of the said memorandum, this present study
entitled The Culture of Charismatic Activities: An Assessment,
employed an ethnographic exploratory research design utilizing
an interdisciplinary method thereby using qualitative and
quantitative method and operates on immersion, interview,
focused group discussions, and self-made questionnaire as its
research techniques.

|  PROMOTION OF

Fig. 1. The Culture of the Charismatic Community: An Assessment

Figure 1 presents the process of how the study was
conducted. Through immersion in the various activities of the
Charismatic Community comprised Christian Life seminars,
Covenant Recollection, Lower and Upper Household meetings,
Service meetings, and Sub-Parish meetings variety of themes
was determined as regards their language usage, promotion of
gender sensitivity and equality, and management function
(planning, organizing, leading and controlling) practices. The
variety of themes that emerged was used to create a Maxwell
inspired researcher-made instrument which was administered to
Charismatic Church leaders, Community leaders, and
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members. As regards the themes that emerged, a validation
through Schein’s Cultural Assessment among selected focus
group discussants of the Charismatic Community was made.
The output of the study was a servant-leadership education
dovetailing it to the findings of the study.

3. Methodology

A. Research Design

As mentioned earlier, the present study was an offshoot of a
dissertation. The previous study which was ethnographic in
nature employed exploratory research design. According to
Blanche, Durrheim and Painter, D. (2006) exploratory research
design is used to make preliminary investigation into relatively
unknown areas of research. In addition, it affords the
researchers to employ an open, flexible, and inductive approach
to research as they attempt to look for new insights into
phenomena (p.44)

The discussion in that study was centered on the exploration
of language usage, promotion of gender sensitivity and
equality, and management function practices of a Charismatic
Community. The data as regards the themes in lieu of language
issues, gender sensitivity and equality, and management
function process of a Charismatic Community were taken from
the immersion (Genzuk 2003) in the wvarious activities
comprised Christian life seminars, covenant recollection,
Lower and Upper Household meetings, Service meetings, and
the minutes of the meetings as presided by the Chapter servant
in the Sub-Parish.

In the present study, the variety of themes that emerged from
the immersion was used to create a Maxwell inspired
researcher-made instrument which was administered to
Charismatic Church leaders, Community leaders, and members
Concerning the themes that emerged, a validation through
Schein’s Cultural Assessment among selected focus group
discussants of the Charismatic Community was made. The
output of the study was a servant-leadership education
dovetailing it to the findings of the study.

The present study employed an interdisciplinary method in
the sense that both qualitative and quantitative presentation of
data were utilized coupled with the application of several data
collection techniques such as immersion, interview, and survey.

Ethnography was appropriate to be used in the present study
because of the features that it contains. Hammersley (1990) as
cited by Genzuk (2003) elucidates the following features of
ethnography as a social science : people's behavior is studied in
everyday contexts, rather than under experimental conditions
created by the researcher; data are gathered from a range of
sources, but observation and/or relatively informal
conversations are usually the main ones; the approach to data
collection is "unstructured in the sense that it does not involve
following through a detailed plan set up at the beginning; nor
are the categories used for interpreting what people say and do
pre-given or fixed. This does not mean that the research is
unsystematic; simply that initially the data are collected in a raw

form, and on as wide a front, as feasible; the focus is usually a
single setting or group, of relatively small scale. In life history
research the focus may even be a single individual; and the
analysis of the data involves interpretation of the meanings and
functions of human actions and mainly takes the form of verbal
descriptions and explanations, with quantification and
statistical analysis playing a subordinate role at most.

This investigation employed both the qualitative and
quantitative presentation of data. Qualitative presentation of
data was applied utilizing as its data gathering techniques
immersion, interview and focus group discussions among upper
households and servant leaders. On the other hand, quantitative
presentation of data was applied on a researcher-based
instrument that took into account the various themes that
emerged from the language usage, promotion of gender
sensitivity and equality, and management function practices
present in the Charismatic Community. The questionnaire
underwent a psychometric analysis and validation by field of
experts.

The output of the study was a servant-leadership education
program based on the qualitative and quantitative parameters of
the study. The said servant-leadership program is deemed
useful both for the Charismatic community and the educational
administrators.

For the qualitative part of the study, there were various
settings used. These were where the various activities of the
Charismatic Community in Caloocan took place. The various
activities comprised Christian life seminars, chapter meetings,
household meetings, covenant recollection, service meetings,
and Sub-Parish meetings. The settings were the Sub-Parish at
Caloocan City where Christian life seminars, covenant
recollection, and chapter meetings were normally conducted;
the house of the chapter servants at Caloocan City where
covenant recollection and service meetings were held, the
different houses of the household members where both upper
and lower household meetings were being done; and the Sub-
Parish and the Parish located at Caloocan City where Sub-
Parish meetings were being held.

For the quantitative part of the study, the locale was in Metro
Manila specifically in Christ the King Sub-Parish and in Sto.
Nifio de Congresso Parish in Caloocan where the researcher
administered the researcher-made instruments to 115 members
of the Charismatic community.

It has to be made clear that the present study was an
offshoot of the dissertation made by the researcher entitled The
Culture of the Charismatic Community Activities: An
Implication to Servant-Education Leadership Program.

In the previous study, the subjects were the Charismatic
Community Caloocan Chapter that has 115 active members
whom the researcher has chosen because of the anticipated
cooperation from the members, accessibility to data and proper
representation of the data. It was in year 2012 when the
researcher has joined the group and has become a household
servant leader since 2013.
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The members of the community comprised of chapter
servants, unit servants, household servants, and household
members. It has to be noted though that since this is an
ethnographic study it was the utterances of the members and not
the members themselves were taken into account. The focus
was the utterances that they made during the conduct of the
various activities.

The discussion in that study was centered on the language
usage, promotion of gender sensitivity and equality, and
management function practices of the Charismatic Community.
The data of which was taken from the immersion (Genzuk
2003) in the various activities comprised: Christian life
seminars, household meetings, covenant recollection, service
meetings, from year 2012 -2015; and minutes of the meetings
which the Chapter servant presided in the Sub-Parish from year
2014-2015 where the researcher served as secretary.

For the present study, a researcher-made instrument was
created based on the themes gathered from the language usage,
promotion of gender-sensitivity and equality, and management
function practices of the Charismatic community. The observed
patterns of the data were grouped to form the content of the
questionnaire, subjected to psychometric analysis and
validation by a field of experts

The researcher made instrument that took into account the
various themes that emerged from the language usage, gender
sensitivity and equality, and management function practices
present in the Charismatic Community was fielded to all the
115 members comprised of 35 church leaders, 35 community
leaders, and 45 plain members of the Charismatic Community

So as to gather data pertaining to language usage, promotion
of gender sensitivity and equality, and management function
practices of the subjects, a questionnaire was developed and
administered to target respondents. The responses were
statistically treated and analyzed then the result served as input
into the crafting of a servant-leadership education program.

For the qualitative part of the study, the researcher underwent
an immersion in the various activities of the Charismatic
Community comprised Christian Life seminars, Covenant
Recollection, Lower and Upper Household meetings, Service
meetings from 2012-2015, and Sub-Parish meetings from 2014-
2015. Variety of themes was determined as regards their
language usage, promotion of gender sensitivity and equality,
and management functions (planning, organizing, leading and
controlling) practices.

In the study, the researcher acted as a concealed observer
who observed and recorded behavior patterns without the
knowledge of those who were being observed as unobtrusive
observation. This was to maintain the natural communicative
situation during the discussion and to avoid reactivity among
members.

The researcher, being a concealed or unobtrusive observer,
sought the aid of his wife, the wife of his Unit servant, and his
previous household servant to counter check from their notes
and memory the clarity of the of the word or content of speech

during the verbal interaction since the sharing of each member
was being recorded through a memory ethnography and not
audio recorded.

In cases where the researcher gave his own sharing, that was
the time that he, the observer, becomes a participant. During
one of the Chapter meetings, the researcher, out of ethical
consideration, revealed his identity and purpose to the group
and asked the proper permission thereby employing an overt
participant observation.

For the quantitative part of the research, upon consideration
of the development of a structured questionnaire five major
activities were undertaken in this regard namely: (1) preparing
the questionnaire, (2) trying out the questionnaire, (3)
evaluating the questionnaire, (4) revising the questionnaire
according to feedback, and (5) fielding of the revised
questionnaire.

According to Cohen, Manion, and Morrison (2000)
Structured questionnaires allow for the exploration of patterns
and trends which help to describe what is happening in the
Language and Teaching context and provide a measure of
respondents’ opinions, attitudes, feelings, and perceptions
about issues of particular concern to the evaluator. They also
help to identify patterns and trends that merit further
exploration using qualitative methods.

Upon approval of the draft of the questionnaire, the
researcher conducted the pre-test which took two days.
Consequently, another day was spent for the incorporation of
the comments and suggestions to come up with an enhanced
questionnaire. The pilot-testing was conducted for one day and
the instrument was subjected for reliability testing which
yielded a very high reliability coefficient of 0.979. The said
instrument was reproduced and scheduled for distribution.
Two- four days were spent for the distribution and retrieval of
the questionnaire from the respondents. Once the data were
collected, these were eventually subjected to statistical
treatment.

So as to produce an output of servant-leadership education
program, the variety of themes as regards the members’
language usage, promotion of gender sensitivity and equality,
and management function (planning, organizing, leading and
controlling) practices was validated through Schein’s Cultural
Assessment among selected focus group discussants of the
Charismatic Community.

In utilizing Scheins’ (2004) Cultural Assessment, his Ten-
Step Culture Assessment Process was taken into consideration.
These were as follows:

Obtaining Leadership Commitment. Deciphering cultural
assumptions and evaluating their relevance to some
organizational purpose must be viewed as a major intervention
in the organization’s life and therefore must only be undertaken
with the full understanding and consent of the leaders of the
organization.

Selecting Groups for Interviews. The next step was for the
consultant/researcher to work with the leaders/ to determine
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how best to select some groups representative of the culture.
The criteria for selection was dependent on the concrete nature
of the problem to be solved.

In the study, the servant leaders constituting the  team
servants comprised of 18 couples were selected as focus group
discussants.

For triangulation purposes, interview and focus group
discussions, and the use of a questionnaire was utilized to
validate the study.

Kvale (1996), as cited by Valenzuela and Shrivastava at
http://www.public.asu.edu/~kroel/www500/Interview%20Fri.
pdf, gave a definition of qualitative research interview as one
that seeks to describe the meanings of central themes in the life
world of the subjects. The main task in interviewing is to
understand the meaning of what the interviewees say. Further,
a qualitative research interview seeks to cover both a factual
and a meaning level, though it is usually more difficult to
interview on a meaning level.

Interviews are particularly useful for getting the story behind
a participant’s experiences. The interviewer can pursue in-
depth information around the topic. Interviews may be useful
as follow-up to certain respondents to question (Mcnhamara
1999).

A focus group discussion (FGD) is a good way to gather
together people from similar backgrounds or experiences to
discuss a specific topic of interest. The group of participants is
guided by a moderator (or group facilitator) who introduces
topics for discussion and helps the group to participate in a
lively and natural discussion amongst themselves.

The strength of FGD relies on allowing the participants to
agree or disagree with each other so that it provides an insight
into how a group thinks about an issue, about the range of
opinion and ideas, and the inconsistencies and variation that
exists in a particular community in terms of beliefs and their
experiences and practices.

FGDs can be used to explore the meanings of survey findings
that cannot be explained statistically, the range of
opinions/views on a topic of interest and to collect a wide
variety of local terms. In bridging research and policy, FGD can
be useful in providing an insight into different opinions among
different parties involved in the change process, thus enabling
the process to be managed more smoothly. It is also a good

method to employ prior to designing questionnaires.

Concerning the qualitative part of the study, no unit of
analysis was predetermined. The data were analyzed according
to the utterances / samples of language used during the various
activities of the Charismatic Community. The observed patterns
of data were utilized to come up with a questionnaire that took
into account the themes concerning language issues, promotion
of gender sensitivity and equality, and management function
process that served together with the result of the researcher
made instrument, a basis for the creation of a servant-
leadership education program.

Concerning the quantitative part of the study that the
researcher-made instrument provided, so as to allow for
descriptive analysis and to prove the hypothesis of this study,
the data were treated using the following statistical tools:

Weighted Mean. This is a measure of central tendency of a
given set of data. This was used to determine the means of the
responses on the level of language usage, promotion of gender
sensitivity and equality, and management function practices.

A modified Likert scale was used in the interpretation of the
item means. The resulting means were interpreted using the
following scale as guide:

Weight Mean Range Interpretation
4 3.51-4.00 Very High Agreement
3 2.51-3.50 High Agreement
2 1.51-2.50 Low Agreement
1 1.00-1.50 Very Low Agreement

Analysis of variance (ANOVA). This is a test for comparing
more than two sample group means. It was used to determine
whether or not there is significant difference in the self-
assessment of the church leaders, public school elementary
leaders, and public school high school leaders in the aspect of
their language usage, promotion of gender-sensitivity and
equality, and management function practices.

4. Results and discussions

Table 1 shows the self-rating assessment of the charismatic
church leaders, community leaders and members in the aspect
of their language usage. Under the language usage domain, ten
questions were answered by the three groups based on their

Table 1
Self-Assessment Rating of the Charismatic Church leaders, Community leaders and ¢ Members in the Aspect of their Language Usage

Language Usage Church Community Members

WM | DR |WM | DR | WM | DR
1 I make use of politically correct words (Ate/ Kuya, Sir/ Madam) in addressing my fellow workers. | 3.61 | VHA | 3.64 | VHA | 3.61 | VHA

2 | practice the usage of gender-neutral language and avoid use of sexist language. 352 | VHA | 356 | VHA | 348 | HA
3 I make use of encouraging and inspiring words in talking / speaking with my fellow workers. 3.78 | VHA | 3.76 | VHA | 3.68 | VHA

4 I do not make side comments, unnecessary remarks to the opinion of others. 3.32 | HA 3.27 | HA 3.28 | HA
5 I do not label my co-workers. 361 | VHA | 352 | VHA | 3.60 | VHA

6 | stand by my spoken words. If it is yes, it means yes. 353 | VHA | 359 | VHA | 350 | HA
7 I do not condescend/ patronize/ belittle my fellow workers. 362 | VHA | 3.64 | VHA | 389 | VHA
8 I do not make fun of the language deflection of my co-workers. 357 | VHA | 3.67 | VHA | 3.60 | VHA
9 | respect others by paying attention to their opinion. 3.73 | VHA | 356 | VHA | 3.78 | VHA
10 | I, through my language usage, demonstrate humility. 365 | VHA | 3.67 | VHA | 3.63 | VHA
Overall Mean 359 | VHA | 359 | VHA | 361 | VHA
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Table 2
Self-Assessment Rating of the Charismatic Church leaders, Community leaders and Members in the Aspect of their Promotion of Gender-Sensitivity and
Equality
Promotion of Gender Sensitivity and Equality Church Community Members
WM | DR WM | DR WM | DR
11 | | treat others fairly and do not size-down their potentials or capabilities. 3.86 | VHA | 3.85 | VHA | 3.86 | VHA
12 | 1 make sure that trainings will be attended by everyone and not just a limited few. 3.65 | VHA | 3.71 | VHA | 3.63 | VHA
13 | | exhibit an ability to learn from my co-workers. 365 | VHA | 3.74 | VHA | 3.68 | VHA
14 | 1 make sure that women are given equal opportunities in terms of leadership trainings. 358 | VHA | 3.76 | VHA | 359 | VHA
15 | | provide appropriate / fitted trainings to potential leaders. 3.70 | VHA | 3.69 | VHA | 3.67 | VHA
16 | | create avenues for promoting gender equality, gender development and gender empowerment. | 3.72 | VHA | 3.71 | VHA | 3.68 | VHA
17 | |treat people of different denominations as my equal. 363 | VHA | 375 | VHA | 3.64 | VHA
18 | | tap the potential of every member. 3.78 | VHA | 3.68 | VHA | 3.76 | VHA
19 | 1do not discriminate my fellow workers based on their academic qualifications. 3.70 | VHA | 375 | VHA | 3.70 | VHA
20 | | give other members the chance to serve based on their commitment and lending of times. 3.75 | VHA | 3.75 | VHA | 3.73 | VHA
Overall Mean 370 | VHA | 3.74 | VHA | 3.69 | VHA

self-assessment as to what extent they observe the said
mentioned practices.

The data in table 1 reveal that the two groups (Church and
Community Leaders) manifest a “Very High Agreement” in
statement number 3 regarding the use of encouraging and
inspiring words in talking / speaking with fellow workers. 3.78
For Church Leaders and 3.76 for the Community Leaders. On
the other hand, the Charismatic members got the highest mean
score of 3.89 for statement number 7 concerning the non-
practice of condescending/patronizing/belittling of fellow
workers. Surprisingly, in statement number 4 concerning the
non-practice of making side comments, unnecessary remarks to
the opinion of others, the three groups: the church, community,
and members obtained the lowest means of 3.32, 3.27, and
3.28 with a descriptive rating of “high agreement”.

It is interesting to take note what David Kelly (2015) Women
in his in elLearning: Language, Gender Equality, and
Leadership; pointed out . First, language is a powerful thing.
Every word has meaning, and that meaning can change and/or
increase in weight based on the context of how the word is used.
Second, no one should label the behavior of the person not the
person itself. Third, by carefully choosing our words and how
people use them, can directly impact the quality of gender-
relations. Language goes far beyond the way it shapes
interactions; it shapes the way we think.

One thing that managers and leaders within work groups
must do is to help employees and co-workers understand this
and make it the norm, by personal example and, where
necessary, through appropriate correction or even
consequences.

As it is the dream of Kelly (2015), Consciously making the
choice to remove some of the language that tears away gender
equality is a good first step. Hopefully it can lead to a change in
the way we all think—which is the only true solution to the
gender equality challenge. As it is in the words of Kilimci,
Gomleksiz, and Akar- Vural (2006) in their paper “The Effect
of Discrimination on Peace and Education,” it is important for
individuals not to label each other as “the other” and not to have
prejudices against other’s gender, ethnic identity, or social
class. Only in this way can social transformations be
maintained, liberal and democratic societies be created, and

justice and union be built between social classes and cultures.

Table 2 shows the self-assessment rating of the
Charismatic Church leaders, Community leaders, and members
in the aspect of their promotion of gender-sensitivity and
equality.

Table 2 indicates that the three groups share the highest self-
rating in statement number 11 regarding the fair treatment of
others and not sizing-down these peoples’ potential or
capabilities. The Church leaders as well as the Charismatic
members got 3.86 weighted mean, while the Community
Leaders got 3.85. Their weighted means all fall under the
category of “Very High Agreement”.

It is interesting to note that in terms of their lowest self-
assessment the three groups differ. For the Church Leaders, the
lowest rated item was statement number 14 that concerns
making sure that women are given equal opportunities in terms
of leadership training with a weighted mean of 3.58. For
Community leaders, statement number 18 about tapping the
potential of every member got the lowest rating with a weighted
mean of 3.68. And for the Charismatic Members, the lowest
rated item is statement number 12 regarding making sure that
trainings will be attended by everyone and not just a limited few
with a weighted mean of 3.63. Nonetheless, the lowest ratings
of the three groups still fall under the “Very High Agreement”
descriptive rating.

Sharma (2012), the editor of Learningchannel.org in the
paper that she has presented entitled Gender Inequality in
Education and Employment, she postulated that by logic,
gender discrimination hinders development. In similar manner,
she believes that that gender stereotyping continues to prevail
in technical and professional fields. It is a good thing that in the
charismatic community, be it in the church setting or the
community setting, traces of gender stereotyping is not an issue.

It is a good thing to that unlike in the study of Kilimci,
Gomleksiz, and Akar- Vural (2006) entitled “The Effect of
Discrimination on Peace and Education, aside from one’s
educational attainment is not a deterrent in the community
members’ relationship and fellowship.

Table 3 shows the self-assessment rating of the charismatic
church leaders, community leaders, and members in the aspect
of their management function practices.



Volume-2, Issue-11, November-2019

L]

International Journal of Research in Engineering, Science and Management 462

IJRESM  www.ijresm.com | ISSN (Online): 2581-5792

Table 3
Self-Assessment Rating of the Charismatic Church leaders, Community leaders and Members in the Aspect of their management function practices
Observance of management functions Church Community Members
WM | DR |WM | DR | WM | DR
21 | I make sure to solicit the suggestions of every member especially the new ones in areas of decision- 353 | VHA | 344 | HA 356 | VHA
making.
22 | 1 make sure that proper transition is observed when recommending a fellow worker for a higher 357 | VHA | 3.62 | VHA | 357 | VHA
leadership position.
23 | | give needed motivation, support, and encouragement. 3.76 | VHA | 3.78 | VHA | 3.77 | VHA
24 | |share knowledge and information. 381 | VHA | 391 | VHA | 3.82 | VHA
25 | | am an innovative problem solver. 3.65 | VHA | 356 | VHA | 3.63 | VHA
26 | Ilisten openly to other members’ feedback concerning my performance. 358 | VHA | 3.78 | VHA | 359 | VHA
27 | | use objective analysis in planning. 356 | VHA | 3.61 | VHA | 356 | VHA
28 | | am organized and well-prepared. 3.70 | VHA | 352 | VHA | 3.68 | VHA
29 | |set appropriate boundaries with other members by respectfully explaining what is and is not 357 | VHA | 3.68 | VHA | 357 | VHA
acceptable.
30 | | promote every agenda discussed in the meeting without manipulating others. 3.66 | VHA | 3.64 | VHA | 3.61 | VHA
Overall Mean 364 | VHA | 365 | VHA | 3.64 | VHA
For item number 24 concerning the sharing of knowledge and Table 4

information the three groups rated such as the highest area with
a “Very High Agreement” with a weighted mean of 3.81 for the
Church Leaders, 3.91 for the Community leaders, and 3.82 for
the Charismatic Members.

Under Maxwell ‘s (2006) The 360 Degree Leader:
Developing Your Influence from Anywhere in the Organization,
the three groups are good in practicing nurturing among
themselves.

As regards the item that was rated the least, item number 21
that talks about making make sure of soliciting the suggestions
of every member especially the new ones in areas of decision-
making is the common denominator of the three groups. The
Church leaders had a self-rating of 3.53 which is Very High in
Agreement, the Community leaders had a self-rating of 3.44
which falls on the category as “High Agreement”, and the
Charismatic Members had a self-rating of 3.56 which falls on
the category as “Very High Agreement”.

Still employing Maxwell ‘s (2006) The 360 Degree Leader:
Developing Your Influence from Anywhere in the Organization,
they also promote faith and listening,

However, the Charismatic members had another item which
they rated as the least too, this is item number 27 that deals with
the use of objective analysis in planning. The item got a 3.56
rating which still falls on the category of “Very High
Agreement”.

As mentioned by Jocano (1999) that management functions
involve planning, organizing, leading, and controlling; such
activity deals largely with human behavior, relationship among
superiors, peers and subordinates; which calls for a certain
degree of sacrifice. Communication is an important aspect and
it relates to one another involving attitudes, values, and
sentiments that have their roots in the culturally shared
experience of the people in community.

Table 4 shows the results of the hypothesis testing using One-
way Anova.

Results of Hypothesis Testing using One-way Anova to test the Significant
Difference on Leadership Among the Three Groups

Decision

af  Foompuied  Frabie ey

@  Interpretation

Between o

3 E Groups B
el "‘f'k 037 335 0.05 NotSignificant  Accepted
USAGE Within 5
Groups -
PROMOTION Between N
OF GENDER Groups 2
SENSITIVITY 1.180 335 0.05 NotSignificant Accepted
AND Within 27
EQUALITY Groups  ~
OBSERVANCE ~ Between
OoF o 076 335 0.05 Not Significant Accepted
MANAGEMENT  wigyy . : ‘ S
FUNCTIONS e

The table reveals that the computed f-value in the
respondents’ self-assessment in terms of Language Usage is
(Fcomputed =0.037). The computed f-value in terms of Promotion
of Gender Sensitivity and Equality is (Fcomputea =1.180) and
(Fcompuea =0.076) for the Observance of Management
Functions. As shown in the table, the computed f-value in three
categories is less than the tabular value (Frape =3.35)
at 0.05 alpha level of significance. The computed f-values fell
within the acceptance region which means that the hypothesis
is accepted. It reveals that:

a. There is no significant difference in the self-
assessment of the charismatic church leaders,
community leaders and members in terms of their
language usage,

b. There is no significant difference in the self-
assessment of the charismatic church leaders,
community leaders and members in terms of their
promotion of gender-sensitivity and equality

c. There is no significant difference in the self-
assessment of the charismatic church leaders,
community leaders and members in terms of their
management function practices.

So as to create a servant-leadership program and to validate
too the themes that emerged from the members of the
Charismatic community’s language usage, gender-sensitivity
and equality, and management functions | utilized Schein’s
Cultural Assessment bearing into mind the wisdom from
Cunningham and Jocano.
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It is through understanding of culture, that effective
communication, good relationships and increased productivity
are achieved. (Cunningham, 1993).

Through the achievement of effective communication, good
relationships and increased productivity, working relationships
between educational managers and their subordinates can
become healthy and productive, thereby making management
an enriching rather than a frustrating experience. (Jocano,
1990).

Step One: Obtaining Leadership Commitment

A list of problems / issues was presented by the researcher to
the chapter servant stating the need to conduct the process of
cultural assessment. The problems / issues included but not
limited to the following: Spiritual Dryness of Members, Depth
of Commitment (Not all do house-to-house, not all are doing
follow-up to the participants), Overlapping of the Schedules of
the Church Activities and that of the Charismatic Community,
Conflict of Schedule and Financial Constrains leading to non-
attendance/ participation to conferences.

Step Two: Selecting Groups for Interviews

Selecting Groups for Interviews. The next step was for the
consultant/researcher to work with the leaders/ to determine
how best to select some groups representative of the culture.
The criteria for selection was dependent on the concrete nature
of the problem to be solved.

In the study, the servant leaders constituting the team
servants comprised of 18 couples were selected as focus group
discussants.

Step Three: Selecting an Appropriate Setting for the Group
Interviews

The selected setting for the group interviews were the
different houses of the members of the service team where the
meetings were being held in a routine revolving manner for
focus group discussants.

Step Four: Explaining the Purpose of the Group Meeting

The group meeting started with a restatement of the chapter
servants as regards the other agenda of the meeting. That after
the service meetings and soon after (during the regular upper
household meetings) , Problems / Issues that include but not
limited to the following: Spiritual Dryness of Members, Depth
of Commitment (Not all do house-to-house, Not all are doing
follow-up to the participants), Overlapping of the Schedules of
the Church Activities and that of the Charismatic Community ,
and Conflict of Schedule and Financial Constrains leading to
non-attendance/ participation to conferences will be addressed.

And that the researcher who is a member of the group, will
help in the conduct of analysis and shall provide internal
counseling services.

Step Five: A Short Lecture on How to Think About Culture

As it is essential for the group to understand that culture
manifests itself at the level of artifacts and espoused values, the
members have to realize that the goal is to try to decipher the
shared tacit assumptions that lie at a lower level.

The consultant then presented the model of the Levels of

Culture shown below and ensure that everyone understands the
distinction among the three levels and that culture is a learned
set of assumptions based on a group’s shared history. It is
important for the group to understand that what they are about
to assess is a product of their own history and that the culture’s
stability rests on the organization’s past success.

The major levels of cultural analysis are shown in the figure
below.

Artifacts

o O

Espoused Beliefs and Values

T O

Underlying Assumptions

A. Artifacts

At the surface is the level of artifacts, which includes all the
phenomena that one sees, hears, and feels when one encounters
a new group with an unfamiliar culture. Artifacts include the
visible products of the group, such as the architecture of its
physical environment; its language; its technology and
products; its artistic creations; its style, as embodied in clothing,
manners of address, emotional displays, and myths and stories
told about the organization; its published lists of values; its
observable rituals and ceremonies; and so on. The “climate” of
the group is an artifact of the deeper cultural levels, as is the
visible behavior of its members. Artifacts also include, for
purposes of cultural analysis, the organizational processes by
which such behavior is made routine, and structural elements
such as charters, formal descriptions of how the organization
works, and organization charts. The most important point to be
made about this level of the culture is that it is both easy to
observe and very difficult to decipher.

B. Espoused Beliefs and Values

All group learning ultimately reflects someone’s original
beliefs and values, their sense of what ought to be, as distinct
from what is. When a group is first created or when it faces a
new task, issue, or problem, the first solution proposed to deal
with it reflects some individual’s own assumptions about what
is right or wrong, what will work or not work. Those individuals
who prevail, who can influence the group to adopt a certain
approach to the problem, will later be identified as leaders or
founders, but the group does not yet have any shared knowledge
as a group because it has not yet taken a common action in
reference to whatever it is supposed to do. Whatever is
proposed will only be perceived as what the leader wants. Until
the group has taken some joint action and together observed the
outcome of that action, there is not as yet a shared basis for
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determining whether what the leader wants will turn out to be
valid.

C. Basic Underlying Assumptions

When a solution to a problem works repeatedly, it comes to
be taken for granted. What was once a hypothesis, supported
only by a hunch or a value, gradually comes to be treated as a
reality. We come to believe that nature really works this way.
Basic assumptions, in this sense, are different from what some
anthropologists called “dominant value orientations” in that
such dominant orientations reflect the preferred solution among
several basic alternatives, but all the alternatives are still visible
in the culture, and any given member of the culture could, from
time to time, behave according to variant as well as dominant
orientations (Kluckhohn and Strodtbeck, 1961). Basic
assumptions, in the sense in which | want to define that concept,
have become so taken for granted that one finds little variation
within a social unit. This degree of consensus results from
repeated success in implementing certain beliefs and values, as
previously described. In fact, if a basic assumption comes to be
strongly held in a group, members will find behavior based on
any other premise inconceivable.

Any group’s culture can be studied at these three levels—the
level of its artifacts, the level of its espoused beliefs and values,
and the level of its basic underlying assumptions. If one does
not decipher the pattern of basic assumptions that may be
operating, one will not know how to interpret the artifacts
correctly or how much credence to give to the articulated
values. In other words, the essence of a culture lies in the pattern
of basic underlying assumptions, and once one understands
those, one can easily understand the other more surface levels
and deal appropriately with them.

Step Six: Eliciting Descriptions of the Artifacts

The consultant then tells the group that they are going to start
by describing the culture through its artifacts.

The descriptions given by the FGD on different categories is
explained in each paragraph.

The first one is attendance wherein each member is expected
to attend the weekly meetings faithfully, and indeed this is part
of one’s commitment to the covenant of CFC-FFL.

Their Charismatic Community Covenant that states that
members shall live as a follower of Christ by praying and
reading the Bible daily and striving for holiness and Christian
perfection; dedicate themselves to the task of building a strong
family for Christ whereby they shall invest themselves in time
and effort for home and family and living out and defending the
culture of life; shall be a committed and active member of
Couples for Christ. By faithfully attending meetings and
participating in community events, giving generously of their
time and finances for the furtherance of the mission, undergoing
all formation courses, and relating in love, loyalty and respect
with all members of the CFC family; and shall be a witness to
the world of God’s love thereby actively evangelizing and
doing mission, loving and serving the parish, loving and caring
for the poor.

The Christian Life Seminar (CLS) Team Manual which is a
necessity for the group. If the Christian Life Seminar (CLS) is
the initiation course leading to membership in Couples for
Christ for Family and Life; the Team Manual is intended for the
use of CLS discussion group leaders.

The Christian Life Seminar (CLS) Team Leader’s Guide
which is a manual is for the use of the CLS team leader.

The Christian Life Seminar (CLS) Expanded Outline is
another manual that contains the content of the topics to be
covered in the nine session seminar for the use of the Team
leader and the Speaker. The manual also contains the
Participant’s Handouts.

The Dress codes pertain to the customary style of dress of the
Charismatic group. The members as well as the leaders
(servants) wear casual dress; during Service Meetings, wearing
of shorts is not allowed. It is during CLS (Christian Life
Seminar), team members are to dress appropriately and
modestly. The informal clothing worn by most leaders and
members reinforced this sense of economy and egalitarianism.

The Desired modes of behavior in addressing the members
as well as the leaders (servants) = The words Brother and Sister
followed by the first name of the member and the leader
(servant) are used to address a particular member and / or leader
(servant).

The Five (5) Basic tools to growth. These are composed of
Prayer which is the primary means for establishing and
maintaining a deep and loving personal relationship with God.;
Study which draws its inspiration from the Bible which is the
word of God intended to be read daily, Spiritual reading (books,
magazines, articles, etc.), and from teachings and preaching;
Service by performing the basic responsibilities in life and
giving of the members’ time, talent, and treasure in serving the
fellowmen. The other two includes fellowship and sacraments.

The Household Servant’s Manual which is a manual that
serves as a guide for the Household Servant.

The process of how people get rewarded and punished which
dictates that every member of the household, not just the
Household Servant, needs to take responsibility for the good
conduct of the household, and help ensure that it becomes life
—giving for everyone. If there is anything amiss, household
members should speak up and discuss the problem, and
together, under the direction of the Household Servant, take
steps to change the situation. Fraternal correction is a tool to be
used as it is appropriate.

The manner of how one gets ahead in the organization which
takes into consideration certain criteria. The following criteria
are generally used (The same criteria are used as basis for the
selection of a Household Servant): Availability, Formation,
Personal Characteristics, skills, and a member of the
charismatic Community for at least one year.

How time and space are used. During Household Meetings,
the households meet once a week, twice a month. The
household meeting is held in the home of one of the members
of the group. The meeting place is rotated among the homes of
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each member. Ordinarily, the household meeting is held after
dinner on a weekday. However, other mutually acceptable
times are possible. The whole meeting would typically run for
about 2 % hours as follows: Worship for 30 minutes, Sharing /
teaching / discussion for 60-75 minutes, Fellowship for 30 — 60
minutes.

For CLS, the standard format is the following, with variations
on certain sessions depending on the specific objectives:
Introduction and opening prayer / worship for 30 minutes, Talk
for 30-45 minutes, Discussion for 30 — 40 minutes, and Closing
remarks and prayer for 5 minutes.

Name tags which are to worn by Charismatic Community
members at all times for identification purposes.

The physical layout of the workplace. Normally, the CLS is
being conducted to a chapel or to a church where solemnity is
being observed. Household meetings are held in the homes of
the members in a rotational basis.

As to What kinds of emotions one would notice, during the
conduct of CLS, team members are encouraged to mingle as
much as possible with the participants, and not to keep
themselves.

As regards the attitudes of household members, in order to
reap the full benefits to be offered by participation in a
household group, its members have to foster some basic
attitudes such as: openness, Confidentiality, faithfulness,
participation, co-responsibility, loyalty, and love.

Step Seven: Identifying Espoused Values

The question that elicits artifacts is “What is going on here?”
By contrast, the question that elicits espoused values is “Why
are you doing what you are doing?”’

The group’s espoused values include the following:

1.  We should accept the given opportunity for us to serve
(Bawal tumanggi sa ibinibigay na pagkakataong
makapaglingkod).

2. The household is the basic unit in the pastoral structure
of the Charismatic Community. As such, it is essential
to the life and mission of the Charismatic Community.
To the servant leaders, this is an espoused value, but to
some members most especially to the new ones (who
seldom or irregularly attend household meetings), this
is a “espoused theory.” Beliefs and values at this
conscious level will predict much of the behavior that
can be observed at the artifacts level. But if those beliefs
and values are not based on prior learning, they may
also reflect only what Argyris and Schon (1978) have
called “espoused theories,” which predict well enough
what people will say in a variety of situations but which
may be out of line with what they will actually do in
situations in which those beliefs and values should, in
fact, be operating.

3. Whatever is shared in the meetings should not be shared
with anyone else.

*Note: The Household Servants may share concerns with
their service overseer who is the Unit Servant. The Unit Servant

isi a direct extension of their service and care for household
members. Thus such sharing of concerns is not a breach of
confidentiality.

4. One thinks not only of what one can get out of the
meeting, but what he /she can impart to the brothers and
sisters.

5. Fraternal correction is a tool to be used to rectify
anything amiss.

6. If there is any personal relationship problem with
another member, it is resolved quickly.

7. Mutual love is the common denominator in the
community.

8. There is no room for individualism in the community.
We are one family.

Step Eight: Identifying Shared Tacit Assumptions

The key to getting at the underlying assumptions is to check
whether the espoused values that have been identified really
explain all of the artifacts or whether things that have been
described as going on have clearly not been explained or are in
actual conflict with some of the values articulated.

The identified shared tacit assumptions
following:

1. A leader is a servant-leader.

2. The Charismatic Community can only grow in number
to the extent that our leadership resources allow.

3. Only with continuity and one’s personal commitment
can the purpose of household groups be achieved.

4. Personal sharing is an essential element in building up
our relationship with tour brothers and sisters, as more
and more we open our lives to them, they become an
intimate part of our lives.

5. “The past does not determine our future.”

6. “Fellowship (sports, outings, picnic, etc.) can increase
the bonding of the group.

Step Nine: Identifying Cultural Aids and Hindrances

The task for the subgroups consists of two parts: (1) spending
some time (an hour or so) refining assumptions and identifying
other assumptions that may have been missed in the large group
meeting, and (2) categorizing the assumptions according to
whether they will aid or hinder the solution of the problem that
is being addressed.

As the groups needed to review what the “new way of
working” is and how the assumptions identified will help or
hinder in getting there, | asked the subgroups to report back to
the total group the two or three main assumptions that will aid
and the two or three that will hinder the desired changes. It is
very important to require the participants to look at assumptions
from this dual point of view because of a tendency to see culture
only as a constraint and thus put too much emphasis on the
assumptions that will hinder. In fact, successful organizational
change probably arises more from identifying assumptions that
will aid than from changing assumptions that will hinder, but
groups initially have a harder time seeing how the culture can
be a source of positive help.

include the
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Step Ten: Reporting Assumptions and Joint Analysis

The purpose of this step is to reach some kind of consensus
on what the important shared assumptions are and their
implications for what the organization wants to do. The process
started when the subgroups reported their own separate
analyses to the full group.

Upon careful deliberation, what appeared as the
community’s cultural aids are the following shared tacit
assumptions: A leader is a servant-leader (1), Personal sharing
is an essential element in building up our relationship with tour
brothers and sisters, as more and more we open our lives to
them, they become an intimate part of our lives (4), the past
does not determine our future (5), and “Fellowship (sports,
outings, picnic, etc.) can increase the bonding of the group (6)

As regards, the community’s hindrances, the following
shared tacit assumptions fall under this category. These are: The
Charismatic Community can only grow in humber to the extent
that our leadership resources allow (2), Only with continuity
and one’s personal commitment can the purpose of household
groups be achieved (3).

5. Summary

1. In terms of language usage, the Church and Community
Leaders manifest a “Very High Agreement” in statement
number 3 regarding the use of encouraging and inspiring
words in talking / speaking with fellow workers. 3.78 For
Church Leaders and 3.76 for the Community Leaders. On
the other hand, the Charismatic members got the highest
mean score of 3.89 for statement number 7 concerning the
non-practice of condescending/patronizing/belittling of
fellow workers.

2. Interms of promotion of gender-sensitivity and equality, the
three groups share the highest self-rating in statement
number 11 regarding the fair treatment of others and not
sizing-down these peoples’ potential or capabilities. The
Church leaders as well as the Charismatic members got 3.86
weighted mean, while the Community Leaders got 3.85.
Their weighted means all fall under the category of “Very
High Agreement”.

3. Interms of management function practices, for item number
24 concerning the sharing of knowledge and information the
three groups rated such as the highest area with a “Very
High Agreement” with a weighted mean of 3.81 for the
Church Leaders, 3.91 for the Community leaders, and 3.82
for the Charismatic Members.

4. There is no significant difference in the self-assessment of
the Charismatic church leaders, community leaders and
members in the aspect of the thematic areas that encompass
their language usage; promotion of gender-sensitivity and
equality; and management function practices.

5. The community’s cultural aids are the following shared tacit
assumptions : A leader is a servant-leader (1), Personal
sharing is an essential element in building up our
relationship with tour brothers and sisters, as more and more

we open our lives to them, they become an intimate part of
our lives (4), the past does not determine our future (5), and
“Fellowship (sports, outings, picnic, etc.) can increase the
bonding of the group (6).The community’s -cultural
hindrances are the two shared tacit assumptions : The
Charismatic Community can only grow in number to the
extent that our leadership resources allow (a) , Only with
continuity and one’s personal commitment can the purpose
of household groups be achieved (b).

6. Conclusions

1. There is mutual respect in the community, despite the
weakness or defect of one (which is not considered or
treated as such), there is this fellow-feeling being shared.

2. Gender-equality is a no issue in the community. It is an
accepted fact that men and women have complimentary
roles wherein the husband normally leads and his wife
serves as a support.

3. Charismatic church leaders, community leaders, and
members do not differ significantly in their self-assessment
due to the core values that they embrace in the community
but this study does not delineate the fact too that since it a
self-rating procedure, it is based on their individual
perception and might be self-serving on their part.

4. Servant-leadership is a learning process of forgetting
oneself for the betterment of others. Since it is serving others
rather than serving oneself, this entails a lot of sacrifice and
formation.

7. Recommendations

1. The community members could undergo formation program
to address the language usage in statement number 4
concerning the non-practice of making side comments,
unnecessary remarks to the opinion of others. It must be
noted that the three groups: the church leaders, community
leaders, and members obtained the lowest means of 3.32,
3.27, and 3.28 with a descriptive rating of “high agreement”.

2. To make the study more objective, it would be better if the
three groups aside from doing a self-assessment, they too
could be evaluated by others.

3. As there is a need to improve communication and group
effectiveness among the community members, fellowships
could be undertaken addressing these concerns.

4. The creation of a servant-leadership education program is a
necessity.

As a result of an interview among the individual members
and focused group discussion among the selected members of
the community, the following suggestions were taken into
account;

a. The recruiting scheme has to be improved. The old
ways of recruiting may seem to be impractical. The
community might try pocket CLS wherein the
prospective participants could be neighbors and
friends who would be attending the CLS in one
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member’s house.

b. Since the target recruits are professionals, proper
planning and enticing scheme should be used. The
participants should be able to see what the community
can do for them and vice-versa.

c. Proper and enough trainings should be given to senior
and new members. Some need to be retool while others
need to be re-oriented.

d. Testimonies should be an integral part in the CLS so
as to encourage participants to continue attending the
CLS as they experience renewal of faith through the
experience of others.

e. The community from time-to-time must do self-

[2

(31

(41

(5]

(6]

Asian Development Bank and the World Bank (2005), Mongolia —
Country Gender ~ Assessment, Asian Development Bank and the World
Bank, Manila.

Asian Development Bank (2004), Country Gender Assessment:
Philippines, Asian Development Bank, Southeast Asia Department,
Manila.

Blanche, Durrheim and Painter. (2006). Research in Practice: Applied
Methods for the  Social Sciences. Cape Town, South Africa. University
of Cape Town press (Pty) Ltd.

CEDAW (2007), Consideration of Reports Submitted by States Parties
Under Atrticle 18 of the Convention on the Elimination of All Forms of
Discrimination against Women: Mongolia, Combined Fifth, Sixth, and
Seventh Periodic Reports of States Parties,

CEDAWI/C/MNG/7, CEDAW, New York, NY.

Chung, C.K. & Pennebaker, J.W. (2007). The psychological function of
function words. In K. Fiedler (Ed.), Social communication: Frontiers of
social psychology (pp 343-359). New York: Psychology Press.

Chung, C.K. & Pennebaker, J.W. (2008). The psychological function of
Revealing dimensions of thinking in open-ended self-descriptions: An
automated meaning extraction method for natural language. Journal of
Research inPersonality, 46, 96- 132.

Cohen, L., Manion, L. and Morrison, K. (2000) Research Methods in
Education 5th  Edition. London: Routledge Falmer.

[9] Dewey, J. The School and Society; The Child and the Curriculum.
Chicago: University of  Chicago Press., 1990.

Fan Foo, Sue and Starlin, Clay M., editors (2008). Building a Culture of
Peace for a Civil Society. World Council for Curriculum and
Instruction (WCCI)

Fairclough, Norman Fairclough, N., Mulderrig, J., Wodak, R. (2011) In:
Discourse Studies. A multidisciplinary Introduction. London: Sage p.
357-378. 22 p. ISBN: 9781848606494.

Garcia, Dolores G. (2007) Designing Curriculum. Quezon City Rex.
Genzuk, Michael (2003) A Synthesis of Ethnographic Research.
Occasional Papers Series. Center for Multilingual, Multicultural Research
(Eds.). Center for Multilingual, Multicultural Research, Rossier School of
Education, University of Southern California. Los Angeles.

Gollnick, D. & Chinn P. (2006) Multicultural education in a pluralistic
society, 7th ed. Upper Saddle River, NJ: Merrill.

Jessop B. (2004) Critical semiotic analysis and cultural political economy.
Critical Discourse Studies 1(2) 159-75.

Ireland, M.E., & Pennebaker, J.W. (2010). Language style matching in
writing: Synchrony in essays, correspondence, and poetry. Journal of
Personality and Social Psychology, 99.

Ireland, M.E., Slatcher, R.B., Eastwick, P.W., Scissors, L.E., Finkel, E.J.,
& Pennebaker J.W. (2011). Language style matching predicts relationship
initiation and stability. Psychological Science.

assessment to so as to evaluate where it is heading to. ~ [7]
f.  Members should be rewarded intrinsically for their
work and be given form time-to —time words of
encouragement. [8l
g. Delegation of work should be done so as not to
overburden some of the active and participative
members.
The next page shows the details of the proposed servant-
leadership education program that was created.

[10]

[11]

TARGET
OUTPUT/
EVALUATIVE
MEASURES

SUGGESTED
ACTIVITIES/
STRATEGIES

ALTERNATIVE
ACTION OR
EXIGENCIES

IDENTIFIED
NEEDS

SPECIFIC

OBJECTIVES COST

TIME FRAME

[12]
[13]

. Proviting 1 Stipend for More  committed|
training

apportunities  not|1. To strengthen|
just for senior|the commitment o
members bt for|members to serve.

1 Formation
Teachings

resource  speakers| enbors ol
| Teachings o 5ol Tembers o

given during the
chapter and cluster]
assemblies

leaders
th
e community) |3 At teast to be
| |PMore hamorious
ven quarterly
2 Team Building given quartery

2. Certificates relationship  with|

[14]

every one suited to
their specific needs 3.Speakers’

3 Food/Snacks
Trainings

2. Retooling and re- [15]

oientation as far as 1 These should bel

giving  proper|1. To fully prepare

mofivation  and|potential  servant|1Leadership

training for|leaders so as they 2 be v|sp
the PFO  during]

special meetings

given Defore]
assigning members
to new positions|
and  promoting]
Leaders to different]

[16]

1 Pocket-seminar to[1.  Tokens for 1 Well-equipped

and more|

potential leaders so|can function
achieve|effectively  and]
proper transition as|efficiently.

one leader hops
into 2 higher ladder

responsible servan]

as  to leaders

[17]
2. Snacks/food

3. Certificates

2.Symposiums

[18] Lorber, Judith (2009). Gender Inequality: Feminist Theoriesand Politics.
ENTIFIED | spEciric | SUGGESTED | ALTERNATIVE outrcti Roxbury Publishing Co.
NEDS | OBECTNES | Srumons | maemans | | oo | mawsme | [19] Mehl, MR, Vazire, S., Ramirez-Esparza, N., Slatcher, RB., &
1hore weabers Pennebaker, J.W. (2007). Are women really more talkative than men?
1. Snacks with thel Science, 316, 82.

3. Delegation of|]l. To distribute]
work to  other|evenly bulk o
members so that|responsibilities tof
one will not belall members so as]

community
activities.

[20] Niess, Margaret L. et. al. (2007). Guiding learning with Technology. John
Wiley & Sons, Inc. United States of America.
Noel, J. (2000) Developing multicultural educators. New York: Longman.

Osman, M., H. Rashad and F. Rou

1.Open-forom § _
it o i Fetlowstip and| LAs the necessity

members service meetings arises
overburden with alto get involved all 2 Venue for|
ot of things to do [members Sellowship

2. Better work|
outputs since more
people are working
together for af

[21]

common target

TR — [22] Fahimi (2005), Marriage in the Arab World, PRB (Population
Lo oo e spresting Reference Bureau), Washington DC.
ore prople of277 B i LA month bfore [23] Pennebaker, JW., & Gonzales, A. (2008). Making history: Social and

oin thel the CLS

community

before the
evangelization for|1. Each member]
the CL3 should be able fo|
2. Stage a band]bring at least onel
concert so as to|couple participants|

1. New members|
will be  more|

Psychological processes underlying collective memory. In J.V.
Peterson, Kenneth D. (2000) Teacher Evaluation: A Comprehensive
Guide to New Directions and Practices. California: Corwin Press, Inc.

4. Improvement o
the recruiting| committed  since|
they joined the|
CFC in their own|

[24]
m:"““a“"":ru find better]

e e P 2 e vacation  volion [25] Prestipino, Frank (2008) Getting to Big the Small Way. McGraw Hill.
members commuity [26] Quindoza-Santiago, Lilia. (2000) “Wika, Kasarian at Kamalayan”. Papel
3. Pocket CLS [auscane ] para sa Pambansang Kumperensiya sa Wikang Filipino, Miriam College
Foundation.,
References [27] Ramos, Bernardo F. et al (2010) Masining na Pagpapahayag. Grandwater

Publications. Makati City.
(2004) Organizational Culture and Leadership Third Edition. Jossey-
Bass A Wiley Imprint 989 Market Street, San Francisco, CA 94103-1741

[1] Al-Muttawa, S. (2005), Women’s Rights in the Middle East and North [28]
Africa: Citizenship  and Justice — United Arab Emirates Country

Report, Freedom House Inc., Washington DC.



[29]
[30]

[31]

[32]
[33]

[34]

[35]

[36]

[371

[38]

[39]

[40]

[41]

[42]

[43]

[44]

[45]

[46]

[47]

[48]

[49]

[50]

[51]

L]

IJRESM  www.ijresm.com | ISSN (Online): 2581-5792

Volume-2, Issue-11, November-2019

Stake, R. E. (2005). “Qualitative case studies.” In Denzin, Norman K. &
Lincoln, Yvonna S. eds. The sage handbook of qualitative research. 3rd
ed. Thousand Oaks, CA: SAGE.

UNIFEM (United Nations Development Fund for Women) (2003), Not a
Minute More:  Ending Violence Against

Women, UNIFEM, New York, NY US Department of State (2007),
Country Reports on Human Rights Practices: Philippines, US Department
of State, Bureau of Democracy, Human Rights and Labor, Washington,
DC.

Vygotsky, L.S. (1997) Educational Psychology, Trans. R. Silverman.
Boca Raton: St. Lucie Press,

Wertsch and P. Boyer (Eds.), Collective memory (pp. 110-129). New
York: Cambridge University Press.

The E-Magazine on Women and Human Rights Worldwide. ICRW
(International Centre for Research on Women) (2005), Property
Ownership for Women Enriches, Empowers and Protects: Toward
Achieving the Third Millennium Development Goal to Promote Gender
Equality and Empower Women, ICRW, Washington, DC

Willig, C. (2008). Introducing qualitative research in psychology:
Adventures in theory and method. London: Open University Press
Andrews, M. and Ridenour, C. (2006) “Gender in Schools: A Qualitative
Study of Students in Educational Administration.” The Journal of
Educational Research.

Ben-Yunusa, M. (2006) Relationship Between Scoio-Cultural Factors,
Girl-Child  Enrolment and Schools Retention in Nigeria. World Council
for Curriculum and Instruction (WCCI). Saltus Press, United States of
America.

Hudson, V. and Den Boer, A. (2005), “Missing Women and Bare
Branches: Gender Balance and Conflict”, ECSP (Environmental Change
and Security Program) Report, No. 11, The Woodrow Wilson
International Center for ~ Scholars, Washington, DC.

Hyat, K. (2006), “Pakistan: Polygamy Allowed by Law but Socially
Taboo”, Voices Unabridged:

Kilimci, S., Gomleksiz, M., and Akar-Vural, R. (2006). The Effect of
Discrimination on Peace and Education. World Council for Curriculum
and Instruction (WCCI) Saltus Press, United States of America.
Kezar, Adrianna (2005) Consequences of Radical Change in Governance:
A Grounded Theory Approach. The Journal of Higher Education, Vol.
76, No. 6 (November/December 2005) Copyright © 2005 by The Ohio
State University

Klasen, K. and C. Wink (2003), “Missing Women: Revisiting the
Debate”, Feminist Economics, Vol. 9, No. 2-3, Routledge, London.
Mumtaz, K. and M. Noshirwani (2006), Women’s Access and Rights to
Land and Property, International Development Research Centre, Ottawa.
Rosenberg, Duska (2001). Three steps to ethnography: A discussion of
interdisciplinary contributions. Al & SOCIETY Volume 15, Issue 4,
Roth, Bernard (2012). The Achievement Habit: Stop Wishing, Start
Doing, and Take Command of Your Life. Harper Business.

Sandhu, D. S. (2006). “Human Dignity, Decency, and Integrity as the sine
Qua Non of Human Rights Education: A Conceptual and Practical
Framework to Create a Culture of Peace.” World Council for
Curriculum and Instruction (WCCI). Saltus Press, United States of
America.

Slatcher, R.B., Chung, C.K., Pennebaker, JW., & Stone, L.D. (2007).
Winning words: Individual differences in linguistic style among U.S.
presidential and vice presidential candidates. Journal of Research in
Personality, 41, 63-75.

Slatcher, R.B. & Pennebaker, J.W. (2006). How do | love thee? Let me
count the words: The social effects of expressive writing.
Psychological Science, 17, 660-664.

Tausck, Y., & Pennebaker, J.W. (2010). The psychological meaning of
words: LIWC and Computerized text analysis methods. Journal of
Language and Social Psychology, 29, 24-54.

Warring, Douglas F. (2006) “The Impact of Identity Development on
Social Justice  Skills.” World Council for Curriculum and Instruction
(WCCI). Saltus Press, United States of America.

Ramos, Bernardo F. (2014). Makabuluhang Papel na Ginagampanan ng
Kasarian sa Klima ng Pamantasan. Tanglaw. National Teachers College.
Manila.

International Journal of Research in Engineering, Science and Management

[52]

[53]

[54]

[55]

[56]

[57]

[58]

[59]

[60]

[61]

[62]
[63]
[64]

[65]
[66]

[67]

[68]

[69]

[70]

[71]

[72]

[73]

[74]

[75]

468

Ramos, Bernardo F. (2017). The Culture of Charismatic Community
Activities: An Implication to Servant-Education Leadership Pamantasan
ng Lungsod ng Maynila, Intramuros  Manila.

Gallardo, Annie Cu (2008). Waste Manangement Practices of Higher
Education Institutions: Implications for Packaging an Environmental
Education Program Pamantasan ng Lungsod ng Maynila, Intramuros
Manila.

Countries and Their Cultures (n.d.), Culture of the Philippines,
www.everyculture.com, accessed 14 February 2008.

Creswlell, J. and Plano Clark, V (2004) Principles of Qualitative
Research: Designing a Qualitative Study retrieved on April 16, 2016,
https://www.andrews.edu/leaderpart/roundtable/2004/workshops/2b/au-
qual-071504-jwc-vpc.pdf

Critical Discourse Analysis,
https://lancaster.academia.edu/NormanFairclough

Definition of Ethnography
http://www.brianhoey.com/General%20Site/general_defnethnography.ht
m

Definition of Focus Group Discussion by Tollkits (2009) entitled
Research tolls: Focus Group discussion.
http://www.odi.org/publications/5695-focus-group-discussion on April 9,
2016.

Discrimination in Social Institutions and Women’s Participation in the
Labour Force - Strong Relationship Retrieved on March 24, 2012,
http://genderindex.org/blog/discrimination-social-institutions-and-
women%E2%80%99s-participation-labour-force-strong-relationshi
European Union Gender Watch (2007), A Gender Analysis of EU
Development Instrument and Policies in Ukraine, Network of East-West
Women, Gdansk,
www.neww.org.pl/download/EU_Gender_Watch_Ukraine.pdfExpatriate
FAO (Food and Agriculture Organization) (2005), Situacion de la mujer
Rural:Bolivia,FAO,Rome,www.fao.org/Regional/LAmerica/mujer/docs
/BOLIVI Alindice.htm.

Foundation for Women’s Health Research and Development (n.d.),
www.forwarduk.org.uk, accessed February 2008.

Gender Equality and Social Institutions in Philippines Retrieved on March
24, 2012 on http://genderindex.org/country/philippines

Gender Equality and Social Institutions in Ukraine Retrieved on March
24, 2012 on http://genderindex.org/country/ukraine

Gender Equality, http://en.wikipedia.org/wiki/Gender_equality

Gheen, M., Hruda, Z., Midddleton, M. and Midgley, C. (2002). Combined
program in  Education and Psychology.

Kelly, David (2015), Women in eLearning: Language, Gender Equality,
and Leadership,
http://www.learningsolutionsmag.com/articles/1696/women-in-
elearning-language-gender-equality-and-leadership

Khaleej Times (2005), Polygamy a Major Cause of Divorce: Study,
www.khaleejtimes.com, Dubai.
http://www.pcw.gov.ph/law/pcw-memorandum-circular-no-2014-06-
promoting-use-gender-sensitive-language-drafting-and-review-
legislative-measures

ILO (International Labour Organization), Facts and Figures on Gender
Equality: Ukraine, ILO, Geneva,
www.ilo.org/public/english/region/eurpro/budapestdownloa
d/gender/ukraine.pdf.

JICA (Japan International Cooperation Agency) (2006), Bolivia: Country
Gender Profile, JICA, Tokyo,
Www.jica.go.jp/activities/issues/gender/pdf/e06bol.pdf.

Kennedy, Triona We need gender studies to battle inequality across the
board,
http://www.guardian.co.uk/publicleadersnetwork/blog/2012/feb/08/gend
er-studies-inequality-boardroom?newsfeed=true

Kvale, Steinar. (1996) Interviews an Introduction to Qualitative Research
Interviewing, Sage Publications,

Mcleod, Saul (2015). Observation Methods,
http://www.simplypsychology.org/observation.html
McNamara, Carter, (1999) General Guidelines for
Interviews, Minnesota, Managerial Communication:
Babasabpatilfreepptmba.com

OECD Index shows hidden discrimination

Conducting



&

IJRESM www.ijresm.com | ISSN (Online): 2581-5792

i

Volume-2, Issue-11, November-2019

|

International Journal of Research in Engineering, Science and Management

469

[76]

(771

[78]

[79]

http://genderindex.org/content/oecd-index-shows-hidden-discrimination-
press-release

Rationale of the Social Institutions and Gender Index,
http://genderindex.org/content/rationale-social-institutions-and-gender-
index

Sarasin, et al. (2012) Sexism and Attitudes Toward Gender-Neutral
Language: The Case of English, French, and German,
http://econtent.hogrefe.com/doi/abs/10.1024/1421-0185/a000078
Sharma, Geeta. Gender Equality in Education and Employment,

www. learning channel .org

SIGI: Quantifying hidden forms of gender discrimination,

(80]

[81]

(82]

(83]

http://genderindex.org/blog/sigi-hidden-discrimination

The Social Institutions Variables,
http://genderindex.org/content/social-institutions-variables

The Population Council (2002), Universal Sexuality Education in
Mongolia: Educating Today to Protect Tomorrow, The Population
Council, New York, www.popcouncil.org.

Uhlman, K. (2004), Overview of Shari’a and Prevalent Customs in
Islamic Societies: Divorce and Child Custody, Expert Law,
www.expertlaw.com.

Women Managers Make Proposals for Greater Gender Equality,
http://www.egovmonitor.com/node/46613



