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ABSTRACT

	This study aimed to assess the management practices of financial institutions in Cateel, Davao Oriental, focusing on the areas of human resources, finance, and marketing. A quantitative descriptive-comparative research design was used, with data gathered through a structured questionnaire administered to 124 respondents from selected financial institutions.  The findings revealed that human resource and financial management practices were rated as highly evident, while marketing practices were rated as evident. No statistically significant difference was found when the data were analyzed according to respondents’ age and sex, and no comparison was made for educational attainment due to uniform responses. These results implied that management practices were applied consistently regardless of demographic variables. The study contributed valuable insights to institutional leaders, employees, and policymakers by identifying strengths and improvement areas in local financial institutions. The findings also underscored the importance of inclusivity and innovation in sustaining effective institutional operations.
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1. INTRODUCTION

Financial institutions played a critical role in promoting economic stability and growth by facilitating financial transactions, mobilizing savings, and enabling investments. These institutions serve as cornerstones for economic activity, providing services that empower individuals and businesses alike (Hasan et al., 2024). However, the dynamic and competitive nature of the financial sector has brought challenges that directly affect the efficiency and sustainability of these organizations (Nizam et al., 2019). Globally, financial institutions are struggling to address operational inefficiencies and maintain customer satisfaction amid rapid technological advancements and shifting market demands (Jameaba, 2020). As these challenges escalate, effective management practices have become indispensable for ensuring long-term institutional success (Olaniyi, 2023).
Specific issues such as poor strategic planning, insufficient leadership, and the inability to adapt to emerging technologies have been highlighted in various studies as primary obstacles to institutional efficiency (Volberda et al., 2021). Research reveals that such challenges can severely undermine financial institutions’ ability to compete, particularly in resource-constrained environments (Hota et al., 2019). Moreover, gaps in employee training and lack of robust risk management frameworks exacerbate these issues, leaving institutions vulnerable to operational and financial setbacks (Zhong et al., 2021). In rural settings like Cateel, Davao Oriental, these problems are compounded by additional limitations such as infrastructure deficits and limited access to financial technology (Minimo, 2021). Such challenges not only hinder institutional performance but also restrict the community's access to vital financial services (Ediagbonya & Tioluwani, 2023).
To address these challenges, various studies have explored management practices aimed at enhancing institutional efficiency and performance (Anwar & Abdullah, 2021). For example, frameworks like the Balanced Scorecard and Total Quality Management have been widely recommended for improving decision-making processes (Dinçer et al., 2019). Additionally, integrating data-driven approaches and fostering employee engagement have been identified as crucial strategies for strengthening institutional performance (Conte & Siano, 2023). Despite these efforts, many solutions remain theoretical, with limited practical application in rural financial institutions (Ozili, 2020). This lack of contextual research underscores the need for studies that evaluate the effectiveness of management practices in underrepresented regions (Bains et al., 2023).
However, previous studies on rural financial institutions have often relied on generalized frameworks and urban-centered samples, creating methodological and empirical limitations in explaining how internal management systems operate in smaller communities (Adegbite & Machethe, 2020; Kaswa, 2021). In Cateel, Davao Oriental, a municipal where financial institutions such as banks, cooperatives, and lending companies provide essential credit and savings services to employees, farmers, and small entrepreneurs, effective management practices are vital for sustaining local economic activities. Despite their importance, limited empirical research has examined how specific management dimensions function within these institutions in the local setting. In this study, human resources, finance, and marketing serve as the independent variables, while management practices represent the dependent variable. The dimensions are measured through indicators including job orientation, compensation and fringe benefits, working conditions, motivation, financial planning, financing decisions, working capital management, capital budgeting, and market information to clearly guide the study’s conceptual framework and analysis.
There remains a significant gap in understanding the impact of management practices on financial institutions' performance in rural settings (Adegbite & Machethe, 2020). Most existing studies focus on urban or well-resourced financial institutions, leaving the unique challenges of rural organizations underexplored (Kaswa, 2021). This gap highlights the need for tailored strategies that address the specific needs of financial institutions operating in underserved areas (Jagtap, 2019). Cateel, Davao Oriental, with its unique socio-economic landscape, presents an opportunity to explore these dynamics and provide actionable insights (Alzamel, 2024). Filling this gap is crucial for strengthening financial institutions' role in fostering inclusive economic development (Cabeza-García et al., 2019).
This study aims to investigate the relationship between management practices and the performance of financial institutions in Cateel (Casteel & Bridier, 2021). By examining this relationship, the research seeks to identify key strategies that can improve efficiency and competitiveness (Mikalef et al., 2020). The findings of this study will contribute to developing localized solutions that can address the specific challenges faced by rural financial institutions (Somanje et al., 2020). Furthermore, this research aligns with global efforts to enhance the sustainability of financial systems while supporting local economic growth in underserved communities (Franco & Tracey, 2019). Ultimately, the study’s outcomes aim to bridge the gap between theory and practice, creating a more inclusive framework for managing financial institutions effectively (Resch & Schrittesser, 2023).

2. methodologY

2.1 Research Design

This study utilized a quantitative research design to systematically collect and analyze numerical data related to the management practices of financial institutions in Cateel, Davao Oriental. Quantitative research focuses on collecting data in numerical form to identify patterns, trends, and relationships through statistical analysis, making it suitable for organizational research (Ahmad et al., 2019). A descriptive-comparative approach was employed to describe the current management practices of financial institutions and explore patterns and differences between groups. Descriptive-comparative research allows the comparison of existing conditions across groups without manipulating variables and is useful for evaluating institutional characteristics and practices (Devi, 2023). By using the descriptive-comparative design, the study aims to describe the characteristics, trends, and patterns of the management practices of financial institutions in Cateel, Davao Oriental. The data were gathered through structured survey questionnaires distributed to managers and staff within the institutions. This design allowed for the collection of quantifiable data that were analyzed statistically, enabling an objective evaluation of the practices being studied. The use of statistical tools helped identify trends, strengths, and gaps in management practices across the participating financial institutions.

2.2 Research Instrument

The study utilized an adapted questionnaire from Parilla (2013), entitled “The Level of Management Practices of Micro and Small Businesses.” A Likert scale was used to interpret the data collected. The questionnaire consisted of two sections: the first part covered the demographic profile of the respondents, while the second part assessed the level of management practices. This section included 4 items for marketing practices, 14 items for human resources practices, and 19 items for financial practices. The survey was administered to managers and staff of financial institutions in Cateel, Davao Oriental. In this section, respondents were asked to rate various statements related to the level of management practices in the areas of human resources, finance, and marketing. The instrument had been previously validated and used in earlier academic research, establishing its content validity and reliability. Because the questionnaire was derived from an existing validated tool and the items directly corresponded to established management practice indicators, additional pilot testing and Cronbach’s alpha testing were no longer necessary. Moreover, the structured format, clear indicators, and prior scholarly use of the instrument supported its suitability and consistency in measuring management practices within organizational settings.

2.3 Respondents of the Study

The respondents of this study consisted of 124 managers and staff selected from rural financing corporations, banks, and lending companies operating within Cateel, Davao Oriental. These individuals represented financial institutions that provide lending and financial services in the area. The selected institutions had been in operation for at least 3 to 5 years, ensuring that the data reflected established management practices and organizational experience. The total population of financial institutions in the area was identified, and a target sample size was calculated to ensure the representativeness of the data. A random sampling technique was employed, wherein institutions were first categorized by type (e.g., banks, cooperatives, microfinance) and size, and respondents were randomly selected from each group to ensure a diverse mix and minimize sampling bias. Random sampling is widely recognized for reducing selection bias and increasing the likelihood that the sample accurately reflects the population (Lohr, 2021). It allows every member of the population an equal chance of being included, enhancing the generalizability of results (Degtiar & Rose, 2023). The final sample size was determined using appropriate statistical formulas to ensure the reliability and generalizability of the findings (Bolarinwa, 2020).

3. results and discussion

3.1 Respondents’ Demographic Profile

‎Table 1 showed that the 18 to 35 years old age group had the highest number of respondents, accounting for 86 out of 124 (69.35%). This indicated that most employees in financial institutions in Cateel, Davao Oriental were in their early to mid-career stages. The result implied a workforce composed largely of younger professionals who may be more adaptable, energetic, and responsive to evolving institutional systems. This finding supported the observations of Guo et al. (2020), who emphasized that younger employees often engage more actively in structured environments and contribute to institutional efficiency. Their significant presence likely contributed to the consistency of responses related to management practices.
In contrast, the 46 years old and above group had the lowest number of respondents, with only 3 individuals (2.42%) represented. This indicated a limited participation of older employees in frontline or managerial positions within financial institutions in the area. The result implied that the workforce was predominantly youthful, with fewer older individuals possibly due to retirement, career shifts, or hiring preferences. This supported Mahapatro’s (2021) view that age disparities can influence institutional memory and mentorship availability if not managed inclusively. Encouraging age diversity could enhance knowledge sharing and support well-rounded decision-making across generations.
Most respondents were female, with a frequency of 66 or 53.23%, making them the most represented sex group in the study. This indicated that women played a dominant role in the workforce of financial institutions in Cateel, Davao Oriental. The result implied a gender-inclusive hiring environment where women were trusted with responsibilities in banking and finance. This outcome supported the findings of Ashikali et al. (2021), who emphasized that gender diversity in organizations leads to improved collaboration, inclusive leadership, and better employee engagement. 
‎On the other hand, male respondents accounted for 58 or 46.77% of the total population, making them the lesser represented group. Although the difference was not significant, the result still pointed to a slightly lower male presence in financial institutions within the study area. This implied that institutions are fostering an environment of near-equal representation in staffing regardless of gender, promoting fairness in recruitment and role assignment. This finding aligned with Jonsen et al. (2021), who concluded that a balanced gender distribution in organizations enhances decision-making, innovation, and adaptability in competitive environments. 
All 124 respondents (100.00%) were college graduates, making it the most represented educational level in the study. This indicated that financial institutions in Cateel, Davao Oriental maintained a workforce with a strong academic foundation. The result implied that formal education was a key qualification for employment in the local financial sector, ensuring employees were equipped with the necessary knowledge and skills. This aligned with Otoo (2019), who stated that employees with higher education levels are more likely to understand and implement organizational policies effectively. 
In contrast, Graduate Studies and Post-Graduate levels had zero representation (0.00%), making them the least represented educational categories. This finding implied that advanced academic qualifications were not a common requirement or priority among financial institutions in the area. The absence of respondents in these categories may reflect hiring trends that focus more on undergraduate degrees and practical skills. Mahapatro (2021) noted that while higher education can enhance strategic leadership, many institutions still rely on college graduates for operational roles. Encouraging professional development and support for higher studies may strengthen leadership capacity and long-term institutional growth.
Table 1.	Frequency and percentage distribution of respondents by demographic characteristics

	Demographic Items
	Frequency
	Percent

	Age

	18 to 35 years old
	86
	69.35

	36 to 45 years old
	35
	28.23

	46 years old and above
	3
	2.42

	Total
	124
	100.00

	Sex

	Male
	58
	46.77

	Female
	66
	53.23

	Total
	124
	100.00

	Educational Attainment

	College Graduate
	124
	100.00

	Graduate Studies
	0
	0.00

	Post-Graduate
	0
	0.00

	Total
	124
	100.00



3.2 Level of Management Practices of Financial Institutions in terms of Human Resources 

Table 2 indicated that the overall mean of human resource management practices among financial institutions in Cateel, Davao Oriental was highly evident, with a computed mean of 4.26. The consistently high mean scores across items implied that institutions had well-established HR systems that supported employee orientation, compensation, working conditions, and motivation. This reflected a strong organizational commitment to structured employee management and workforce integration. The implementation of HR strategies appeared uniform and aligned with professional standards, indicating institutional maturity. These findings supported Otoo’s (2019) conclusion that strong HR frameworks enhance staff cohesion and institutional productivity.
The highest-rated statement was “Introduces the business and the job to the new employees,” with a mean score of 4.39, interpreted as highly evident. This implied that financial institutions placed significant importance on properly orienting their new hires, helping them understand both their responsibilities and the organization’s structure. A strong orientation process likely improved employees’ confidence and clarity from the beginning of their tenure. This result was consistent with Guo et al. (2020), who found that effective orientation programs reduce early-stage confusion and accelerate employee integration. The data reflected those institutions understood the value of first impressions in shaping long-term performance and satisfaction.
‎In contrast, the lowest-rated statement was “Gives overtime pay,” which received a mean score of 4.15, and was classified as evident. This indicated that while most employees acknowledged the presence of overtime pay policies, the practice may not have been consistently implemented or perceived as equitable. The slightly lower score implied potential gaps in how compensation for extended work hours was managed. This aligned with the findings of Mahapatro (2021), who emphasized the need for regular review of compensation structures to ensure employee motivation and fairness. Strengthening the clarity and fairness of overtime policies could improve staff morale and reinforce trust in institutional reward systems. 

Table 2.	Level of management practices of financial institutions in terms of human resources

	Indicator
	Mean
	Std. Deviation
	Interpretation

	Human Resources
	
	
	

	A. Job Orientation
	
	
	

	Introduces the business and the job to the new employees
	4.39
	0.52
	Very High

	Introduces the new employee to fellow workers
	4.31
	0.55
	Very High

	Familiarizes the new employees at the physical lay-out and facilities of the business
	4.27
	0.52
	Very High

	Average
	4.33
	0.41
	Very High

	B. Compensation and Fringe Benefits
	
	
	

	Provides competitive compensation
	4.18
	0.48
	High

	Provides Fringe Benefits
	4.19
	0.52
	High

	Gives overtime pay
	4.15
	0.58
	High

	Average
	4.17
	0.38
	High

	C. Working Condition
	
	
	

	Provides adequate facilities for the workers
	4.24
	0.48
	Very High

	Provides adequate equipment for the workers
	4.22
	0.49
	Very High

	Maintains cleanliness of the work area
	4.39
	0.52
	Very High

	Observes proper ventilation
	4.27
	0.50
	Very High

	Average
	4.28
	0.35
	Very High

	D. Motivation
	
	
	

	Provides incentives to employees
	4.28
	0.55
	Very High

	Involves workers in planning and implementation
	4.24
	0.53
	Very High

	Pays workers on a regular basis
	4.36
	0.50
	Very High

	Recognizes exemplary performance of employees
	4.21
	0.56
	Very High

	Average
	4.27
	0.40
	Very High

	Overall Human Resources Management
	4.26
	0.30
	Very High



3.3 Level of Management Practices of Financial Institutions in terms of Finance

Table 3 showed that the overall mean of finance management practices in financial institutions in Cateel, Davao Oriental was highly evident, with an overall mean of 4.23. This indicated that financial institutions consistently practiced sound financial planning, monitoring, and control across their operations. The uniformity in ratings implied that the institutions upheld structured and strategic financial processes that supported transparency, operational stability, and informed decision-making. This finding aligned with the observations of Harrison and Muiru (2021), who emphasized that effective financial management plays a central role in sustaining institutional credibility and long-term viability. The results confirmed that finance systems were an area of strength among local institutions.
The highest-rated statement under this section was “Prepares a budget,” which received a mean of 4.38 and was interpreted as highly evident. This indicated that financial institutions placed significant importance on financial forecasting and resource allocation. The high score implied that budgeting was an integral part of institutional operations, promoting fiscal discipline and planning accuracy. This finding supported the conclusion of Mahapatro (2021), who pointed out that consistent budgeting practices are essential for ensuring financial control and reducing operational risks. The result reflected that institutions were proactive in planning their financial resources to meet both short-term and long-term goals.
On the other hand, the lowest-rated statement was “Borrows funds from banks and other financial institutions,” which had a mean of 4.08, and was classified as evident. This score implied that while the practice existed, borrowing was not as frequently or heavily relied upon by financial institutions in the area. It indicated a more cautious or limited approach to external financing, which could reflect strong internal funding strategies or conservative risk management policies. This outcome aligned with the perspective of Anwar and Abdullah (2021), who noted that organizations with sustainable internal financing mechanisms are less dependent on external borrowing, which can reduce financial exposure. Enhancing the institutions’ access to external credit, when needed, may help improve capital expansion or strategic investment opportunities.

Table 3.	Level of management practices of financial institutions in terms of finance

	Indicator
	Mean
	Std. Deviation
	Interpretation

	Finance
	
	
	

	A. Financial Planning
	
	
	

	Prepares projected statement that reflects revenue, costs and expenses
	4.17
	0.52
	High

	Prepares projected statement that reflects assets, liabilities and owner’s equity
	4.21
	0.48
	Very High

	Prepares projected cash inflow and cash outflow
	4.35
	0.51
	Very High

	Prepares a budget
	4.38
	0.58
	Very High

	Average
	4.28
	0.35
	Very High

	B. Financing Decision
	
	
	

	Borrows funds from banks and other financial institutions
	4.08
	0.55
	High

	Receives additional investments/shares from owners
	4.13
	0.51
	High

	Controls costs and expenses
	4.24
	0.50
	Very High

	Avail of purchase discount
	4.13
	0.57
	High

	Insures workers
	4.32
	0.56
	Very High

	Insures properties
	4.31
	0.53
	Very High

	Average
	4.20
	0.33
	Very High

	C. Working Capital Management
	
	
	

	Maintains ready cash for the payment of expenses
	4.27
	0.55
	Very High

	Deposits money in the bank
	4.33
	0.57
	Very High

	Set aside cash for future investments
	4.28
	0.49
	Very High

	Invests in other profit-making ventures
	4.22
	0.53
	Very High

	Adopts strict credit extension policy
	4.22
	0.50
	Very High

	Adopts strict credit collection policy
	4.16
	0.53
	High

	Average
	4.25
	0.36
	Very High

	D. Capital Budgeting
	
	
	

	Buys equipment and furniture for use in the business
	4.27
	0.59
	Very High

	Leases equipment for use in the business
	4.16
	0.50
	High

	Prepares alternative courses of action relative to capital investment decision
	4.20
	0.48
	Very High

	Average
	4.21
	0.40
	Very High

	Overall Financial Management
	4.23
	0.26
	Very High



3.4 Level of Management Practices of Financial Institutions in terms of Marketing

Table 4 showed that the overall mean of marketing management practices among financial institutions in Cateel, Davao Oriental was evident, with a computed mean of 4.18. This indicated that institutions actively engaged in efforts to promote their services, maintain customer relationships, and strengthen their public image. The results implied that marketing activities were consistently implemented, though with slightly more variability compared to human resource and financial practices. This confirmed that while marketing was a priority, there remained areas for improvement in strategy development and customer outreach. These findings supported the conclusions of Al Aina and Atan (2020), who emphasized that effective marketing is essential for organizational competitiveness and customer retention.
The highest-rated statement was “Asks for feedback from regular customers,” which received a mean of 4.23 and was interpreted as highly evident. This implied that financial institutions placed great value on maintaining strong communication with their existing clients. By actively seeking feedback, institutions demonstrated responsiveness and a commitment to continuous service improvement. This was consistent with Mogaji et al. (2020), who noted that customer-driven feedback loops enhance trust, satisfaction, and long-term loyalty. The finding indicated that client input was being used to guide marketing adjustments and service delivery.
The lowest-rated statement was “Conducts surveys from target market,” which recorded a mean of 4.13 and was classified as evident. While still indicating the presence of such efforts, the slightly lower score implied that institutions were less consistent in reaching out to potential clients beyond their current customer base. This may have limited their ability to fully understand emerging market demands or refine their marketing strategies. This result aligned with Conte and Siano (2023), who highlighted that regular engagement with untapped markets is critical for sustainable marketing growth. Improving this area could help institutions enhance their outreach and increase visibility among prospective clients.

Table 4.	Level of management practices of financial institutions in terms of marketing

	Indicator
	Mean
	Std. Deviation
	Interpretation

	Marketing
	
	
	

	Observes changing needs of the customers
	4.17
	0.52
	High

	Determines future demand from the target market
	4.17
	0.57
	High

	Conducts surveys from target market
	4.13
	0.51
	High

	Asks for feedback from regular customers
	4.23
	0.53
	Very High

	Overall Marketing Management
	4.18
	0.34
	High



3.5 Level of Management Practices of Financial Institutions in terms of Overall Management Practices

Table 5 revealed that the overall mean of management practices among financial institutions in Cateel, Davao Oriental was highly evident, with a mean score of 4.22. This indicated that the institutions had well-established systems in place across the areas of human resources, finance, and marketing. The consistently high mean scores implied that management practices were not only structured but also regularly implemented to support institutional performance. These findings aligned with the study of Guo et al. (2020), who asserted that well-managed institutions exhibit uniformity in service delivery, internal policies, and workforce engagement. The overall result reflected a stable and organized institutional environment that prioritized professionalism and accountability.
Among the three areas, Human Resource Management was rated the highest, with a mean of 4.26, and was interpreted as highly evident. This indicated that institutions placed strong emphasis on developing, supporting, and managing their workforce. The high score implied that HR practices such as orientation, working conditions, and motivation were being prioritized to enhance employee well-being and institutional efficiency. This supported the findings of Otoo (2019), who emphasized that strategic human resource management improves staff retention, organizational productivity, and service consistency. The result affirmed that human capital remained central to the institutions’ operational success.
In contrast, Marketing Management received the lowest mean score of 4.18, though still considered evident. This implied that while institutions had functioning marketing practices, they were relatively less emphasized or less consistently applied compared to HR and finance. The lower rating pointed to potential gaps in outreach strategies, market engagement, or customer acquisition techniques. This aligned with the insights of Al Aina and Atan (2020), who stated that financial institutions must continuously refine their marketing approaches to maintain competitiveness in evolving markets. Addressing these limitations could help improve institutional visibility and client base expansion.

Table 5.	Level of management practices of financial institutions in terms of overall management practices

	Factors of Management
	Mean
	Std. Deviation
	Interpretation

	Marketing Management
	4.18
	0.34
	High

	Human Resources Management
	4.26
	0.30
	Very High

	Financial Management
	4.23
	0.26
	Very High

	Overall Management Practices
	4.22
	0.23
	Very High



3.6 Significant difference in the Level of Management Practices of Financial Institutions when respondents are grouped according to Profile

Table 6 presented the results of an analysis of variance (ANOVA) comparing the level of management practices when grouped according to age. The computed p-value of 0.531 was greater than the standard 0.05 level of significance, indicating that there was no statistically significant difference in how respondents across different age groups perceived management practices. Regardless of whether respondents were aged 18–35, 36–45, or 46 and above, their evaluations remained consistent. This implied that institutional policies were applied uniformly, contributing to equal treatment and shared experiences among all employees. The result confirmed Guo et al. (2020), who emphasized the role of inclusive and standardized HR systems in maintaining consistent employee experiences across age demographics.
The consistency in responses also implied that financial institutions in Cateel had well-defined policies and communication systems that reached all age groups equally. The result supported Otoo (2019), who noted that effective human resource management systems that accommodated generational diversity fostered engagement and reduced conflict. It further affirmed the view of Mahapatro (2021), who highlighted that equitable workplace systems should address the needs of all demographic segments, including age. The findings implied that policies in these institutions supported access to professional development, leadership opportunities, and workplace benefits for all employees. Therefore, the study affirmed that age did not significantly influence how management practices were perceived, indicating a well-managed, inclusive institutional environment in Cateel.
To deepen the interpretation of the ANOVA results, it is important to note that the computed effect size (η² = 0.010) was very small, suggesting that age explained only about 1% of the variance in management practice perceptions. This reinforces the practical insignificance of the observed differences, even though the p-value (0.531) already indicated non-significance. In practical terms, such a negligible effect size implies that institutional policies and practices are indeed perceived consistently across age groups, supporting the idea of inclusivity in HR systems. However, this finding contrasts with studies such as Lyons and Kuron (2014), who argued that generational cohorts often differ in workplace expectations and values, which can influence perceptions of management practices. The divergence highlights that while Cateel’s financial institutions may have successfully standardized policies to minimize generational differences, other contexts demonstrate that age-related workplace perceptions can still emerge, underscoring the importance of situating results within broader organizational and cultural environments.
Table 6.	Significant difference in the level of management practices of financial institutions in terms of age 

	ANOVA
Overall Management Practices  

	
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Between Groups
	0.066
	2
	0.033
	0.636
	0.531

	Within Groups
	6.305
	121
	0.052
	
	

	Total
	6.371
	123
	
	
	



Table 7 presented the results of the independent samples t-test comparing the level of management practices when grouped according to sex. The computed p-value was 0.507, which was greater than the 0.05 level of significance, indicating that there was no statistically significant difference between male and female respondents. This meant that both groups shared a relatively equal perception of their institutions’ practices in human resources, finance, and marketing. The result confirmed that sex did not influence how employees evaluated the quality, fairness, or consistency of management efforts in financial institutions within Cateel, Davao Oriental. This finding implied the presence of inclusive and gender-neutral management strategies.
The uniformity in perceptions also implied that both male and female employees likely received similar access to information, training, and opportunities. The result confirmed Ashikali et al. (2021), who stated that equitable workplace practices enhance performance and promote mutual respect. It also supported the findings of Jonsen et al. (2021), who emphasized that gender parity is not only about representation, but also about equal treatment and experience. The results indicated that institutions in Cateel upheld fairness in workplace culture, leading to improved morale and minimized gender disparities. Furthermore, the findings affirmed Ediagbonya and Tioluwani (2023), who emphasized the importance of embedding gender responsiveness in leadership and organizational operations, reinforcing a positive and inclusive institutional environment. 

The independent samples t-test revealed no significant difference in management practice perceptions between male and female respondents (p = 0.507), with a very small Cohen’s d of -0.13, indicating a trivial effect size. This suggests that gender accounted for little to no practical variation in how employees evaluated human resources, finance, and marketing practices. From a practical standpoint, the negligible mean difference (-0.027) reinforces the idea that management systems in Cateel’s financial institutions are broadly inclusive and gender-neutral. However, this finding contrasts with research by Hoobler et al. (2018), who found that gender dynamics can influence perceptions of leadership and fairness, particularly in organizations with less formalized HR structures. The divergence underscores that while Cateel institutions appear to have successfully minimized gender-based disparities, other contexts demonstrate that gender can meaningfully shape workplace experiences, highlighting the importance of situating results within broader organizational and cultural frameworks.

Table 7.	Significant difference in the level of management practices of financial institutions in terms of sex

	Independent Samples Test

	 
	t-test for Equality of Means

	
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference
	95% Confidence Interval of the Difference

	
	
	
	
	
	
	Lower
	Upper

	Overall Management Practices
	-0.665
	122
	0.507
	-0.027
	0.041
	-0.109
	0.054



4. CONCLUSIONS 


Based on the findings of the study, the researcher concluded:
1. Based on the results, the researchers concluded that the profile of financial institution employees in Cateel, Davao Oriental shows that most respondents were aged 18–35, with equal male and female distribution, and all were college graduates. This indicates a young, educated, and gender-balanced workforce in Cateel’s financial institutions.
2. The overall level of management practices was rated highly evident in human resources and finance, and evident in marketing. This reflects a strong institutional structure, though enhancements in marketing strategies are still needed.
3. There were no significant differences in the perception of management practices when grouped by age and sex, indicating consistent experiences across these groups. Since all respondents were college graduates, no statistical comparison was made for educational attainment, but their uniform academic background may have contributed to shared perspectives.
The findings of this study show that management practices in rural financial institutions are applied consistently across demographic groups, underscoring the effectiveness of standardized and inclusive systems in human resources, finance, and marketing. Theoretically, this contributes to organizational management literature by demonstrating that demographic variables such as age and sex exert minimal influence when equity-based policies are in place. Practically, the results guide managers in rural financial institutions to focus on strengthening functional areas, particularly marketing, while maintaining inclusive practices that ensure fairness and engagement across the workforce. This balance of theoretical insight and practical application highlights how well-structured management systems can enhance institutional resilience and competitiveness in rural contexts.
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