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Doris SCHEDLITZKI/Presenter

Professor in Organisational Leadership, Guildhall School of
Business and Law, London Metropolitan University

Doris Schedlitzki is Professor of Organisational Leadership at the Guildhall School of
Business and Law, London Metropolitan University, UK. Her main research focus is on
leadership and explores issues of cultural studies of leadership, discourse and leadership,
leadership as identity, psychoanalytic approaches to leadership, and the role of national
language within cultural leadership studies. She is currently involved in several projects
and collaborations related to these different issues with the UK and international
colleagues in leadership and management studies, history, and linguistics. Recent
publications are a textbook on leadership entitled " Studying Leadership: Traditional and
Critical Approaches’ (Sage, second edition) - and an edited book, Worldly Leadership
(Palgrave).
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Masako ISHII-KUNTZ/Commentator

Trustee and Vice President, Ochanomizu University
Director, Research Organization for the Promotion of Global
Women’s Leadership

Masako Ishii-Kuntz, Ph.D. is Trustee and Vice President, Ochanomizu University,
Director, Research Organization for the Promotion of Global Women's Leadership). Prior
to her appointment at Ochanomizu, she taught in the Sociology Department at the
University of California, Riverside for 20 years. Her specialties include family sociology
and gender studies, and her research focuses on men's childcare and housework, and
women's labor force participation. She was the President of the Japan Society of Family
Sociology, and a board member of the Japan Sociological Society and Council on Family
Relations of the Japan Society of Home Economics. She was a member of the United
Nations Expert Group meeting and in the Gender Equality Bureau Cabinet Office’s
committee. She received the 2012 Jan Trost Award of the National Council on Family
Relations in the U.S. Her publications include, Sociology of Childcaring Men (Minerva 2013)
and Comparative Perspectives on Gender Equality in Japan and Norway (Routledge 2022).
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Cecilia N. GASCON/Presenter
President, Bulacan State University, Philippines

Cecilia N. Gascon is the incumbent President of Bulacan State University (in Central
Luzon) and the former President of Southern Luzon State University (In Southern
Tagalog Region). She has more than a decade of combined experience in these two state-
funded universities. Being a transformative leader and a pioneer of change, her
leadership was focused on capacity building, improvement of facilities, quality assurance,
and concern for the development. By profession, she is a Licensed Forester and has a
Ph.D. degree in Forestry specializing in silviculture and agroforestry from the
University of the Philippines Los Bafios. She is a professor at Bulacan State University
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Sung-Nam CHO/Commentator

Specially Appointed Professor, Institute for Global Leadership,
Ochanomizu University, Professor Emeritus, Ewha Womans
University, Korea

Sung-Nam CHO, who is currently a Specially Appointed Professor at the Institute for
Global Leadership, Ochanomizu University, is Professor Emeritus at Ewha Womans
University, South Korea and former Director of Ewha Institute for Leadership
Development.

She specializes in leadership studies, sociology, demography, and social policy analysis.
She is a core member of “Asian Women Leadership Model and Index Development,” a
joint research project between Ochanomizu University and Ewha Womans University.
In 2021, she is conducting research on the leadership issues and is involved in education
at Ochanomizu University.

Makoto KOBAYASHI/Presenter

Professor, Ochanomizu University, Director of the Institute for
Global Leadership

Makoto Kobayashi is Professor at the Graduate School of Humanities and Sciences and
Director of the Institute for Global Leadership at Ochanomizu University. His specialties
are political science, peace studies, and international relations. His research has
investigated the social formation of the state in the era of globalization, with particular
focus on the concept of political power, public-private relations and the control of
violence. He has recently published articles on globalization, neoliberal states, terrorism,
power politics, global civil society, among other subjects.
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Kyoko MOTOBAY ASHI/Moderator

Associate Professor, Ochanomizu University, Vice Director of
the Institute for Global Leadership

Kyoko Motobayashi is Associate Professor at the Graduate School of Humanities and
Sciences and Vice Director of the Institute for Global Leadership at Ochanomizu
University. Her main research areas are sociolinguistics and discourse analysis, focusing
on bilingualism, language policies, transnational mobility, and identity issues. Her work
has appeared in journals such as International Journal of Bilingual Education and
Bilingualism, Multilingua, and Language and Sociocultural Theory.
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In what ways can we recognize diversity in
leadership styles within our globalizing society, where
we cannot neglect the linguistic, cultural and
individual differences in our daily lives? How can we
recognize such diversity in meaningful ways, beyond
a superficial celebration of the diversity of leaders and
oversimplified and stereotyped images of leaders and
leadership?

This symposium, hosted by the Institute for Global
Leadership at Ochanomizu University, provides a
forum to discuss these issues, focusing on cross-
cultural diversity in leadership styles.

Our speakers are: Professor Doris Schedlitzki, a
specialist on leadership research and whose recent
work includes studies on the ways of leading in non-
anglophone countries; Professor/President Cecilia
Gascon, current President of Bulacan State University
and former President of the Southern Luzon State
University, who holds more than 10 years of
experience as a University President in the
Philippines; and Professor Makoto Kobayashi, Director
of the Institute for Global Leadership at Ochanomizu
University.

This symposium constitutes part of our Institute's
overarching aim to explore a framework for
discussing and analyzing leadership issues within the
Asian context. Bringing together insights on female
leadership research and practice from Asia as well as
elsewhere, our aim is to foster learning and stimulate
conversations about how to advance our shared
mission - to empower female leaders in the Asian

context.
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Thank you very much for taking time out of your
busy schedule to participate in today' s symposium.
My name is Masako Ishii-Kuntz, Trustee and Vice
President as well as the Director of the Research
Organization for the Promotion of Global Women's
Leadership (hereafter, Research Organization) at
Ochanoimizu University.

In today's symposium, we will hear and discuss
about a very interesting topic on cross-cultural
diversity in styles of leadership. This topic is quite

relevant for our university since our mission is to
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nurture future female leaders who will have a global
perspective and who can play an active role in a
variety of fields.

At Ochanomizu University, the Research
Organization was established in April 2015 with the
aim of strengthening the university’ s mission to foster
global women leaders and promote research on issues
related to gender. Two institutes are housed in this
Research Organization including the Institute for
Global Leadership (IGL) which is the host for today's

symposium. Since its establishment, IGL has




W

developed curricula, established courses on leadership,
implemented overseas student programs, sponsored
numerous symposia and seminars on leadership, and
conducted various other projects. IGL also offers
recurrent educational program for working women
who wish to enhance their careers.

In addition to these activities, we have developed
theories and conducted research on women's
leadership and its development in response to today's
socioeconomic conditions and international trends,
while strengthening cooperation with educational and
research institutions in Japan and abroad.

Today, we are pleased to welcome Professor Doris
Schedlitzki of London Metropolitan University and
President Cecilia N. Gascon of Bulacan State
University to discuss the theme of “Cross-Cultural
Diversity in Leadership Styles.” From Ochanomizu
University, Professor Makoto Kobayashi, Director of
IGL, will participate as a speaker, and Dr. Sung-Nam
Cho, Specially Appointed Professor at IGL and
Professor Emeritus at Ewha Womans University
(Korea) and I will participate as discussants.

We are delighted to have three wonderful speakers
today. I hope that this symposium will provide you
with a great opportunity to learn about leadership in

cross-cultural perspectives.
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Working with Language:
A Refocused Research Agenda
for Cultural Leadership Studies

As you've already introduced, my work over the
last 20 years has really focused quite essentially on
cultural leadership studies. My aim today will be to
share some of my insights, particularly around how
my work has centered around making sense of what -
when I entered this field - was dominant and still to
some extent is the dominant tradition of cross-cultural
research. The idea of doing cross-cultural research in
leadership, which however also applies to other areas,
is to compare and contrast cultures.

I'll share with you some of the insights I' ve gained
over the years into what I see as some of the
limitations of a cross-cultural approach and how on the
other hand focusing on language can overcome some
of these limitations and really open up better ways, in
my view, to understand culturally specific ways of
leading.

Now any of the things that I will talk about,
particular with regards to cultural research and the
role of language, does also apply to other fields of
study and indeed I will be making some references to
the role of gender within this. Seeing leadership as a
cultural activity, one where we shape values of
individuals, of groups towards attaining a goal of
course cut across many, many spheres. And
individuals who come into the process of leadership
come from a diverse range of backgrounds and are
made up of different experiences and of course

different gender. So, I'll be crossing over, where it is
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= critically evaluate the dominant traditions in cross-cultural research

» suggest ways in which we can work with language in different cultural
contexts more closely to overcome existing barriers to understanding

culturally specific ways of leading

« encourage further discussion of how you may want to take this
language focussed research agenda forward in your context

Figure 2: Aim

appropriate, to make sense of how what I am saying
and the role I have put into language is vitally
important for cultural research in the widest sense,
including where it intersects with gender. The final
remarks will end with reflections on what kind of
methods we can employ in research to address
cultural research and indeed understand ways in
which it intersects with gender studies in your
particular contexts, whether you want to call that
broadly the Asian context or starting to really hone
into very, very particular local micro-contexts.

I always feel it's very important for me to reflect for
a minute on dominant traditions in cross-cultural
research because that is really what gave the impetus
to my almost 20-year long quest to find alternative
ways of studying why culture may be of importance,
how culture might be of importance for leadership,
and as I said earlier, how we might still do it in a more
sensitive way.

When I entered this field of leadership studies about
20 years ago and I came into this as a Ph.D. student, I
was keen to do a Ph.D. project that compares
leadership in Germany. That's where I was born,
that's where I'm from. I grew up in Germany in the
German culture, German language, but studied in
England. So, I thought great, what's easier than to
conduct a study across two countries. Comparative
cross-country research was very much a popular way
of approaching these kinds of studies at the time when
I did my Ph.D. research.

But soon enough, I encountered difficulties.
Difficulties in translating what I had learned in the

English language about leadership and management

into German. I'll reflect a little bit more on that as I go
through this presentation. But also, I encountered
personally some emotional response to some of the
things that I read that were deeply embedded in what
I call cross-cultural leadership research, which adopts
what we call an etic perspective where you try and
look as an objective researcher doing large scale
questionnaire research, survey research, from the
outside into a culture and make observations about
that culture.

That is usually in leadership studies based on
traditions of Hofstede and functional models of culture
where you categorize dimensions of culture to
describe a culture. It is very popular in cross-cultural
awareness programs of managers. So, if somebody is
on a leadership program, they are likely to encounter
a session on how to manage, how to lead a cross-
cultural team. So, if you' ve got people from Germany,
here's the way the dimensions play out in Germany.
Then if you ve got somebody from the UK, here's
how they are different or how they are similar.

So, it's very much comparing and contrasting
different cultures. These culture studies by Hofstede
were applied to leadership by the GLOBE project,
which was conducted in the 1990s across 62 societies,
led by an American researcher Robert House. They
fused together western approaches of leadership styles
based on US-American theories of leadership styles
with these cultural approaches into a questionnaire,
sent it out, translated, back translated into lots of
different languages and disseminated it in English.

When I entered my Ph.D., I started to read into
those findings by the GLOBE project, which were
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then at the forefront of publications. They had just
come out. When I read them about Germany, I got
very angry because I thought “hang on that's not
me!”. They are writing about people in Germany as if
they are all the same, no matter where they live, no
matter what age they are. And really after a few
years of conducting this project the culture had moved
on. Culture is something that is more dynamic.

It was out of those frustrations of trying to
understand the research, trying to situate my
research that I started to become really interested in
making more sense of this. So, why am I finding this
so limiting, this approach? What is it that I want to do
differently?

Also, I can say that, as an author of a mainstream
leadership textbook, dominant textbooks that are used
in undergraduate, postgraduate programs and on
executive development programs don't pay enough
attention to nuances in culture, to variation in culture.
They very much work from published material largely
based on this cross-cultural approach where you
compare, you contrast and you categorize people
according to where they were born. You treat culture
as national culture and don’t look at variation.

This I find is very problematic because it all is
disseminated in the English language and largely led
by project by US, UK researchers. It really started to
bother me because I thought “well hang on, this is not
really a great insight into cultural issues or ways of
leading within countries. “This is just some research
teams particularly in the US and sometimes in Europe
trying to tell others how the world works.”

Subsequently, I spent quite some time working
through and making sense of what the issues were.
Let me briefly flag them up before I move on to
explaining where we might want to go. I reflected on
what in this particular context the methodological
approach is and the limitations of questionnaires. This
translates across many other - well, it translates and it
is true for cultural research across all areas or indeed
across large survey-based research per se. This isn't
necessarily unique to leadership. But leadership as an
interaction, as a dynamic process particularly suffers
from the dominant use of standardized questionnaires.
Because standardized questionnaires, they predefine
what you are looking for. They don't explore, they

confirm and categorize. And that really simplifies

reality of culture which is a dynamic thing, and it also
simplifies leadership as such because all it asks is
about people’s opinions.

A particularly issue with the cross-cultural research
approach of the GLOBE project is that these
questionnaires were originally formulated within the
English language. Because that meant that you started
off with a questionnaire based on US theories of
leadership styles, that you started off using constructs,
using words, labels that were deeply entrenched in
western culture. You then translate it, but of course
what you then do in questionnaire research is that you
ask participants to rank, to rate things. And yes, I can
do that. But is it meaningful to me? I am not so sure.

So, questionnaire research can't explore, it can't
discover. Also, as usually is the case with this
questionnaire research, it attempts - because it
pretends to be very objective, it tends to make huge
generalizations across a whole country and a whole
culture. Whereas actually, it’s only measuring
perceptions.

In a nutshell, this is a very simplified view of not
only leadership but also culture. It doesn't take
account of how lots of people migrate. So, I have
grown up in Germany and worked in the UK. I don’t
seem to be fitting into any of these categories, and the
extent to which therefore results that I present when
I participate in this kind of research may not be
interpreted in the right way.

Finally, and this is where I move then on to
consider language and the role of language. For me,
the danger always was treating language as a neutral
tool. Yes, there's lots of translation, back translation,
very careful translation happening in this research.
But it doesn’t pay attention to variation. It cannot and
does not focus on capturing variation in language and
how that variation in meaning attached to the words,
the responses that you give reflect underlying national
culture but also organizational, occupational,
professional, generational values and variation of
culture, gender differences, etcetera, etcetera.

I have therefore been part of a critical leadership
studies group that tries to bring language to the fore.
And for me particularly language is a cultural voice. I
won't go into detail here. But at first when I started
to try and emphasize the importance of language and

particularly with regard to cross-cultural research,
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An alternative, interactional approach (Jepson, 2009)

Leadership as an outcome of social interaction between individuals
and contexts - leading to very subjective, individual meanings of

leadership and importance of national origin

Figure 3: An alternative, interactional approach

Source: Jepson, D. (2009) Studying leadership at cross-country level: A critical analysis. Leadership, 5(1): 61-80.

how back translating, disseminating in English loses so
much of the meaning that participants who filled in
the questionnaire will have drawn out, will put into it.

That really, if anything, we need to work with the
language that the questionnaire has been completed in
and work with the words and try and capture the
meanings that are embedded in that as they come
from the participants. And that was really influenced
at the start by the idea of linguistic relativity
approaches where you do recognize that language and
cultural meaning are intricately linked, that where you
grow up, what language you' ve grown up with - and I
put on here national language although I would
encourage you to also think about that with regards to
your regional dialects, the time that you grow up
somewhere and how language change over time. But
really how what you ve grown up with, what you' ve
learned very early on in your childhood, and then how
that is shaped by experiences, influences, the way you
see reality. It influences your action, it influences the
meaning that you attach to leadership. Your first
language will tend to be the more emotionally laden or
carry emotionally laden meanings compared to a
second or third language that you learn later on.

Then, I started to think what difference does culture
make, what difference does national culture make, and
how can we capture that by paying attention to
language. What I ended up with was drawing up this
very simple Venn diagram that helped me to explain
where we grow up, what national context we work in
really is one aspect, one contextual influence. But

there are others. There is experience, knowledge,

individual needs, gender, age, social background, our
parents, how they have influenced who we are, our
friends. And then the micro-level context that we are
working in: the organization, the team we are working
with, the profession that we take up. All those
interact, work together, intersect, to shape the way
we see leadership and what we expect from
leadership. There is an importance in national origin,
national culture, as explored by cross-cultural research
but it is much more fluid. And its influence is much
more fluid and it intersects. So, this helps to
emphasize that there's a lot more variation there than
cross-cultural research has suggested or wants to
suggest or explore.

Just two examples here briefly of what that has
brought about. My original research comparing
German and UK managers and employees in the
chemical industry brought up a strong similarity
within a national context of comparing German
compared to UK responses to leadership. Paying
attention to the functional character of the German
language really helped me to unravel some of the
sociopolitical, historical nuances and influences that
came through in the language and the meaning
attached to leadership or indeed the unease in using
German words for leader. The lack of existence of the
same links to manager in the German language
compared to the English language. But it also helped
me to uncover at the same time intersecting influences
that brought similarity across the different countries
that were rooted in similar experiences through

profession and industry. Again, it helped me to make
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Language-sensitive methods (Schedlitzki et al., 2017a)

= Ethnographies (e.g. Maitlis and Lawrence 2007) and auto-ethnographies (e.g.
Kempster and Stewart 2010) enable the exploration of the fluid and changing
nature of individuals’ or groups’ understanding and practice of leadership and

management in situ

+ Dialogical and discursive analyses (e.g. Alvesson and Sveningsson 2003;
Fairhurst 2011; Fairhurst and Uhl-Bien 2012) enable exploration of multiplicity of
specific conceptual meanings and highlight political and gendered processes at
play in language use within and across specific local, cultural contexts

Aesthetically informed (see Hansen and Bathurst 2011) and visual or arts-based

enquiries (see Taylor and Ladkin 2009; Schyns et al. 2013) engaging with
sensory knowledge and emotions would add to our cultural understanding of

leadership as an embodied practice

Figure 4: Language-sensitive methods
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sense of how these works together to shape what we
see as leadership.

I have to admit that there wasn't much gender
dynamics but the chemical industry was a heavily
male industry. And then later on I did a project into
the Welsh context and that was very close to home
where I am in Bristol. I worked with a linguist, a
Welsh speaker, because although Wales is a part of
the United Kingdom, it is a region that is a separate
country that has over history had quite turbulent
experiences with the English people and where
English is the dominant imposed language of business.
We explored how in the social context, the Welsh
equivalent of leader and leadership were more
prominent and meaningful.

We reflected on those tensions, reflected on how it

carries a much subtler, a positive Welsh word, socially

confined meaning compared to the organizational
dominant use of English, where connotations,
meanings, emotive values attached were quite
different. And how that really helps to unravel the
underlying tension, the power dynamics in this very
multilingual context of Wales and the challenges that
brings with an organization context.

How much does national language matter? I
continue to say it does in the sense that you shouldn’'t
ignore it with regards to cross-cultural research.
Neutralizing it through language does not uncover
meanings or alternative words, alternative meanings
in a national language and that we need to continue to
drive forward to encourage what I would call more
emic research. We start from the inside out. And
rather than imposing and saying we are looking for

leadership or management, let's have a look at what

happens in organizational workplaces, let’s look at
what is the most meaningful. That way we can really
emphasize, rather than talking about national
differences, we can say national language is a very
important aspect. But national language, even that is
different. There is always variation within. Therefore,
in my latest work I have very much adopted the
approach of multilingualism, emphasizing
heterogeneity in language which is how we can
uncover meaning by looking at individual meanings or
shared micro level as well as macro level meanings.
That's how we can see organizations as linguistic
spaces that are very heterogeneous.

But the national discourse isn’'t necessarily always
the most prominent or important one as it intersects
with other aspects of profession, of gender, of
generation, ability, etcetera, etcetera. By paying
attention to that multilingualism we are able to see
work spaces as full of power dynamics, history,
culture in different senses.

Therefore, I call for a language-focused research
agenda, one where we indeed pay attention to culture
and linguistic multiplicity. Where we look at the
intersection of how within cultural meanings there are
carried multiple contextual influences from where
we' ve grown up, generational issues, gender, etcetera.

But how can we do that? It is by drawing on
methods that are language sensitive. And again here,
although I am naming these in the context of
uncovering culturally meaningful ways of leading,
culturally sensitive understandings of even the
developments of the term leadership in a particular
culture. But these are methods that are relevant and
are used to uncover gender in specific, again with a
view to going away from the binary of men, women,
masculine, feminine, one is better than the other,
contrasting and comparing, but where instead you
embed yourself within the specific moment, within the
specific context of what you are looking at. And you
are assuming, again, heterogeneity and want to
understand it from the participant’s point of view,
want to take seriously their experiences.

In my view, too much research, whether its
leadership or indeed in other spheres, is taken up by a
single method and particularly either the questionnaire
or quite formalized interviewing. Whereas

ethnographies including auto-ethnographic elements
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can really help to bring back a focus on observing
dynamics. Understanding and observing and analyzing
practice of leadership and management in situ when it
happens. Observing work spaces, recording meetings,
recording naturally occurring conversations between
individuals. And that really helps also to capture the
fluid changing nature of how people interact. That
may of course then also include conversations with
individuals but it doesn’t rely just on that.

In terms of analyzing that kind of empirical material,
I would strongly encourage to pay attention to
language through dialogical and discursive analyses.
Because they enable and they encourage exploring
tension, exploring multiplicity of interpretations, of
meanings. And that can help to uncover political and
also gendered processed that play in language in
workplaces. And they help us to understand nuance of
influences of local culture context and how they
intersect, how particular aspects of this cultural
context, whether it is profession, national, individual,
how they intersect to influence meaning and check
meaning and how that changes over time.

Finally, one particular stream of methods, that of
aesthetically informed or visual arts-based inquiries is
one that I really very much like. So much in research
and obviously in also dialogic discourse analysis is
focused on the written or spoken words. But we also
need to see the issue as an embodied practice. We
need to look at how we capture that sensory
knowledge, sensory nonverbal communication and
how that influences or expresses cultural

understandings of leadership.
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Figure 1. Proportion (%) of population 25 years and above who have
finished college by sex, 1948-2015
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A Decade of Experience in
Leading State-Funded
Universities: Priorities in
Transformation

As former president of Southern Luzon State
University and currently of Bulacan State University,
I am pleased to share with you my decade of
experience in leading state-funded universities and its
priority transformation under the leadership of a
woman president.

This is the flow of my discussion. I will have a short
presentation of our history, specifically the role of
women. Of course, the start of the women
empowerment, women in the academe, then my
priorities in transforming academic institutions, the
facilitating factors, and I will conclude the
presentation.

As proportion of women leaders across the
Philippines continue to grow, it is important to know
the origin and the conditions that highlighted the
status, role, and impact of women leadership. So
throughout the rich history of the Philippines, the
extensive narrative of the country s hunger and
struggle for democracy, it likewise reveals the roles
assumed by the early Filipino women in the
revolutionary affairs dominated by men.

While the world continues to progress and evolve
from generation to generation, it allowed the
emergence of women leaders and has become the
centrifugal force in leveling the playing field, thus in
understanding the present characteristics of women's

presence in the senior management and leadership. It
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is needed to illustrate first the contribution of women
throughout the Philippine history, the circumstances
that spurred motivation, progress, and growth.

Let me start with Dr. Jose Rizal's letter to the
women of Malolos. Dr. Jose Rizal is our national hero.
And he had written a letter to the women of Malolos,
which is an embodiment of how Rizal stand by the
aggressive spirit of young women. His essay, which
was completed while he was in London, was a
response to the 20 young women of Malolos who on
December 12, 1888, appealed to open a high school for
them to study Spanish. The Philippines was under the
Spanish colonization during that time. The youthful
ladies’ desire took off as they believe that Spanish
language is the semantic of politics and society.

So clearly on his writing, Rizal's desire was for
women to have the same opportunities as those
received by men, especially in terms of education.
With strong words he put and I quote “no longer does
a Filipina stand with her head bowed nor does she
spend her time on her knees, because she is quickened
by hope in the future; no longer will the mother
contribute to keeping her daughter in darkness and
bring her up in contempt and moral annihilation.”

Rizal's words contained extreme phrases as women
defied the norm of remaining the focus on skills that
would make them good daughters, wives, and
mothers. The courage shown by the 20 women of
Malolos showed a ray of hope in restoring the dignity
and worth of Filipino women during that time.
Accentuating insistence on reason, Rizal afforded
women respect and admonished them to see

themselves as thinking beings, as a reflection of

A Decade of Experiencein Leading
State-funded Universities:
Priorities in Transformation

Cecilia S. Navasero-Gascon, Ph.D.

Figure 1: A Decade of Experience in Leading State-funded Universities: Priorities in Transformation



o )6

The 20 Brave
Women of Malolos -

The 20 young women
of Malolos petitioned
Governor General
Weyler to open a
“Night School” for
women.

Figure2 : The 20 Brave Women of Malolos

Filipino pride and honor.

The foundation of the Philippines as a strong and
independent country has been built with sweat and
blood of both Filipino men and women. So looking
back at Philippine history, tradition, and culture,
women portrayed significant roles as they joined the
underground Katipunan, this is the revolutionary
group during that time, in the exertion against
colonialism as they fought alongside with men.

Let me introduce you to the significant women of
our history. We have here Teodora Alonso and she is
the mother of Dr. Jose Rizal. Known as the woman of
steel, because of her political outlook that triggered
rage from the Spanish friars. Next is Trinidad Tecson.
She was one of the Katipuneras and was given the
title “Mother of Biak na Bato” for her heroic role of
organizing women who nursed wounded and sick
Katipuneros.

During the revolution, the three women led by Dona
Marcela Agoncillo, her daughter Lorenza, and Delfina
who is the niece of Dr. Jose Rizal, sewed and
completed the first Philippine flag which was used to
boost the morale of men in the battlefield. In the
context of Filipino culture and the influence of
colonialization, traditionally men were the breadwinner
and women took care of the house and the children.
However today, the place of women in the Philippine
society, economy, and politics is remarkably important
based on the data from Japan International
Cooperation Agency in 2008.

The Philippines is the only country in Asia to have
closed the gender gap on both education and health

and is one of the only six in the world to have done so.

The global gender gap index of 2020 shows that the
Philippines ranked 16 out of 153 countries. From the
score of 1 to 0, the Philippines scored 0.781 gaps
between men and women in terms of level of access in
health, education, economy, and politics. Needless to
say, the state, our government also guarantees the
safety and protection of the sanctity of rights of the
women and these legislations are the following; I'll be
citing some of the legislations in the country.

The National Commission on the role of Filipino
Women was created in 1975. And this served as an
advisory body to the Office of the President to ensure
that women concerns are magnified in the national
scheme.

The Philippines also joined the world when it
ratified the United Nations conventions on the
elimination of all forms of discrimination against
women in 1981. And we have also Republic Act 6725
of 1989 which contains provisions that prohibit
discrimination with respect to terms and conditions of
employment solely on the basis of sex. And another
law, our Republic Act 9262 known as the Anti-
Violence Against Women and Their Children Act of
2004 and this was ratified in 2004.

Using different lenses in looking in the situation of
women in the Philippines, we see empowered and
sharp advantages. The women in our country have
the parity to men in job placement even in executive
management roles. Also, political empowerment of
women is evident after the first lady president, the
mother of Philippine democracy, Corazon C. Aquino.
She was elected in 1986. The status of women in our

country is undoubtedly strong and it just says they
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are capable.

In education, we cannot also deny the fact that
women remain steadfast. The historical data on
Philippine education show that the percentage of
population of women that is 25 years old and above
finished college education and they surpassed the
records of men by 4%. From the data of the
Commission on Higher Education in 2011, they stated
that out of 2100 higher education institutions, 850, or
39% were led by women. This statistic surpasses the
30% threshold which is the minimum representation
needed to change the decision-making process and I
am proud that I am a contributor to this change.

Let me now share my experiences as a women
leader of two state-funded universities. First, with
Southern Luzon State University. This is located in
Lucban, Quezon which is part of the southern part of
the Luzon island. This university was founded in 1964.
It has a total of 760 regular and nonregular personnel.
It offers nine graduate programs and 24 degree
programs in different fields and it has a student
population of 15,000. I started as a vice president for
research, extension, production, and development of
then Southern Luzon Polytechnic College. And yours
truly was appointed as acting president in 2004, and I
became a full-pledged college president in 2006.

In 2007, SLPC was converted to Southern Luzon
State University by virtue of another Republic Act,
this is RA 9395, which was signed into law by
President Gloria Macapagal Arroyo. And yours truly
continued to serve as the first university president. As
the first female president of the institution, my

primary concerns were faculty and staff development,

intensive infrastructure and facility improvement,
quality assurance, and the concern for the
environment. The extensive faculty and sub-
development program resulted in the significant
improvement in the property profile of the university.
So before I left the university, there was 59% increase
in the number of doctorate degree holders and 73.24%
increase in the faculty members who finished their
master’'s degree and by now they are occupying
middle and executive level positions in the university.

My term as the first president of SLSU saw the
construction of few major buildings in the main
campus and I established two satellite campuses.
SLSU was also granted ISO 9001:2008 certification and
there was a significant increase in the number of
accredited programs, about 92 programs of the
university are accredited at different levels.

SLSU was also granted the distinction as the
regional center for development in teacher education
and in forestry. Faculty members who pursued their
graduate programs during my incumbency are now
occupying middle and top level management positions.
And because of our research in Mount Banahaw, it
was declared as a protected landscape by virtue of
Republic Act 9847.

After my stint in SLSU, five months after my term
ended I was elected and appointed as the new
university president of the institution I now humbly
serve, the Bulacan State University. This was founded
in 1904 and I am the first woman president of the
university. This is also the place of the 20 women of
Malolos - those women who were mentioned in the

letter of Dr. Jose Rizal. This is a university which is
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2.5 times bigger than SLSU. Here, I have carried with
me all my values and ideals in transformational
leadership. It has a total student population of 45,000
and we have about 1600 faculty and nonteaching
personnel and currently the university is enjoying
level 3 SUC level. This is in the province of Bulacan,
which is in the central part of the Luzon Island.

I am a firm believer that being a mother or being a
woman can directly translate into leadership skills.
Whether a woman is single or a housewife or a
working mom like me, women are born with innate
leadership qualities. Women are good listeners, are
naturally empathetic and nurturing and with the right
circumstances this will equate into helping others
reach their full potential. Having the ability or even
just the will to help your team members develop their
own skills and strengths, listen to their needs and
concerns are key aspects of leadership.

For SLSU and Bulacan State University, I had four

SUCLevel 3

No. of Personnel: 760
Graduate Program: 9
Undergraduate Program: 24
1S09001:2008 Certified

SUCLevel 3
No. of Personnel: 1,400
Graduate Program: 14

Undergraduaie Program: 61
IS0 9001:2015 Certified

priorities in transforming these institutions. And these
are, one, capacity building; two, improvement of
facilities; three, quality assurance; and four, concern
for the environment.

Capacity building is how organizations obtain and
improve its workforce knowledge and skills to perform
at a greater extent. I believe that there are two major
components of capacity building, one is well-trained,
and the other is dedicated people. It is not enough that
we provide training on their skills, we should also
develop the dedication and commitment among our
people. As a woman who manages her home, I would
like to do the same as I lead the university. A mother
would like to see her children succeed and therefore
will provide opportunities to capacitate her children
and of course in the university to capacitate the
faculty and the nonacademic personnel, so nurturing
the minds, the hands, and the hearts of individuals to

make them perform better, just like a nurturing

mother.

Capacity is needed because I am a firm believer that
best teachers is equal to best students. As a result,
since my incumbency in 2015, Bulacan State
University has an average of 75 to 80 faculty scholars
yearly. Second in my priority is the improvement of
the old facilities and the development of new
infrastructure. We do not want our 2Ist century
students to study in 19th century facilities. One of my
goals is to provide our faculty, our staff, and students
with competitive advantage through 21st century
learning and teaching facilities.

As of 2020, we have constructed classrooms, faculty
rooms, occupational rooms and make them conducive
to teaching and learning. Major infrastructure projects
were also launched in the main campus and in the
satellite campuses including of course what we are
now constructing - this is for completion of our seven
storey e-library building and we also have the
construction of the research building and the
engineering building.

Despite the limited budget, infrastructure
development has been a priority because these are
factors for a good working and learning environment.
This is the same in our home, everyone wants to live
in comfortable space. Acknowledging the tremendous
benefits of actual laboratory experiences of students,
the university see to it that we procure state of the art
laboratories to enhance student understanding of
practical and theoretical learning. For the reason that
student is the center of the academic institution, same
as a mother, her children will always be her priority.

Third, my priority is the quality assurance. BulSU
also became ISO 9001:2015, since 2017. Just March of
this year BulSU was recognized by the accrediting
agency of chartered colleges and universities in the
Philippines as the top five in most improved internal
quality assurance in 2019 and top 1 in the highest
number of level 1 accredited programs in 2020. This is
out of 112 state universities and colleges in the
country.

Fourth in my priority is the full commitment to
global sustainability, and as a believer that we are
stewards of the environment, I am a forester by
profession, and have to pass it on to our children’s
children or grandchildren of our children if we would

like to sustain life.
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The university is preparing to be a dark green
school which focuses on designing a learning program
that will lead to a cleaner and healthier future. By the
way, before I finished my term in SLSU, it was
declared as a dark green school university.

Programs and activities like reforestation,
environmental awareness, and even a simplest project
like bring your own lunchbox because we do not want
to accommodate garbage in the society. We believe
that this will build an organizational culture that
supports sustainability. Presently, BulSU is underway
of its master development roadmap spanning until the
year 2040. This is a roadmap which is a product of
BulSU's multiple medium term developmental plan
which is also anchored in new and sustainable
development goals. This will transform the university
from a teaching university to a research university in
2025, an entrepreneurial university by 2030, and
sustaining our efforts until 2040.

After walking you through to what I did for both
universities, I would like to discuss the facilitating
factors that led to the realization of what I want to
achieve in both institutions. I would like to attribute
this to three factors. Number one is permissive
society. I strongly believe that we now live in a world
characterized by greater tolerance especially with
regard to gender roles. Today, women are able to
become leaders in top organizations and government
because our society or our male counterparts become
increasingly liberal.

A survey conducted with the male members of the
Bulacan State University Administrative Council
shows that gender is not an issue for them in terms of
leadership in the academe. One respondent said, and I
quote ‘T think that it does not matter whether our
president is a man or a woman provided that he or
she possesses the traits of a good leader, and she can
balance the concern for both accomplishment of
mission and the welfare of the employees.”

If you will recall, no less than the national hero Dr.
Jose Rizal recognized the important role of women.

Number two is education. Your qualification as a
person matters. Leadership has nothing to do with
gender. It is still the qualification of the leader.
Whether you are a man or a woman what matters
most is the person’s skills and capabilities. Ultimately,

competence inspires confidence in others.
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Demonstrating this competence will make you a
strong and successful leader. Based on my decade of
experience and from the survey conducted with the
male university officials, competence to lead is more
important than your gender.

What I see here as an issue is not the gender but
rather - well, I can see two factors: one is
socioeconomic status, and the other is the age of the
leader. People will doubt your capability when you are
still young. The older, the better the chance of being
accepted by the community.

I started my presidency in SLSU at the age of 38
and I have different experience with regard to
acceptance because of my young age during that time
than here in the Bulacan State University where I
started my presidency here at the age of 50.

Number three is concrete proof of leadership. At the
end of the day it is still your accomplishments as a
leader that will speak for you. I am certain that all my
accomplishments as SLSU president has been greatly
considered during the application process as a BulSU
president because in our country you have to apply
for that position. And during the application I was
competing with six men. I was the only woman who
applied for the position during that time.

People will believe in you if you can show a clear
vision, a dedication to perform the task, and the
commitment and passion in what you are doing to
raise the standards of the organization.

In conclusion, as a woman with more than a decade
of experience in leading state-funded universities, I
can attribute my transformation priorities to women's
inherent traits and characteristics as gentle, nurturing,
patient, and organized. This translates to prioritizing
the capacity-building of faculty and staff in the
university, providing stakeholders with 21st century
facilities, ensuring quality in every facet of the
institution, and the concern for the environment.

Undeniably we cannot discount the facilitating
factors: one, permissive society, two, our qualifications;
and three, the proof of leadership that allowed women
to lead.

Let me end this presentation with these words
“Transforming an academic institution is a gigantic
task for a woman. It's difficult. However, it is very
much possible through a clear vision, capability, and

commitment, and with the help of a permissive and

supportive Filipino society.”
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What Is the Meaning of Talking
of Asian Woman’s Leadership?

While going through previous research, I picked out
two books. The first one is “The Best Leadership
Lessons from the CIA" from Newsweek (August 28,
2018), and the other, by Joseph Nye, a famous
Harvard political science professor, is a book about
leadership (Leader Power (Nihonkeizaishuppansha,
2008)). This is based on a study of the so-called political
elites. These publications are based on knowledge that
is overwhelmingly Western, and written from the
perspectives of men. Professor Schedlitzki's style of
criticism claims that “They are all about experiences
in English-speaking countries,” and Professor Gascon

may state ‘I don’t think you re making use of

“What is the Meaning of Talking of
Asian Women's Leadership? ”

Makoto KOBAYASHI

Professor, Director of Institute for Global Leadership,

Ochanomizu University

Figure 1: “What Is the Meaning of Talking of Asian Woman'’s Leadership?”
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women' s experiences at all.”

This leaves us with the challenge of thinking about
women leaders in Asia. The Institute for Global
Leadership has adapted this as its mission.
Ochanomizu University's mission is to foster female
leaders. Although many women's universities share
interest in this cause, we are faced with two
antitheses, “Asia” and “women.”

The name “Asia” is not the name we gave
ourselves, but a name given to us by the West. Even
today, Asia is hardly an entity. There is no common
historical experience, common cultural base, or a
common sense of unity among Asian countries. For
example, in what we call the Far East, like the Korean
Peninsula and Japan to China, Southeast Asia, Central
Asia, West Asia, India, Pakistan, Bangladesh, Saudi
Arabia, and so on, a sense of unity does not really
exist. Asia is just a name. In reality, it is empty and
without substance. Europeans at that time did not
even know about America, so, other than Africa and
Europe, everything else was Asia. Can we just throw
away the idea of what Asia really is? I believe not.
This is an intriguing idea that needs to be pursued.

There is a saying, “Asia as a method”. It was
written by Yoshimi Takeuchi, a famous Japanese-
Chinese scholar. He stated, “In order to realize the
superior cultural values of the West on a larger scale,
the West must be rewrapped by the East. On the
other hand, we must transform the West itself. This
cultural rewinding, or rewinding in terms of value,
will create universality. The power of the East will
transform the West to enhance the universal value
created by the West. This has become the current
problem of East versus West”.

As a continuation of that, he said, “When you
rewind that, you have to have something unique in
you. I do not think that there is such a thing as an
entity. But as a method, as a process of subject
formation, I thought it might be possible.” That's
what he means by ‘Asia as a method.” ‘I can't even
define it clearly.” It is a very vague way of writing,
but it is a hegemony over Westerns, a new reversion
to the Western hegemony. I believe that this is a
vision of creating something novel.

In a more sophisticated form of the history of ideas,
Shinichi Yamamuro says that Asia comprises three

aspects. The first is what is perceived as Asia by

ideology; the second is how those things are connected;
and the third is how Asia is portrayed as something
that is projected or planned, that is, ideas of how it
should be, or how it should be done. In this way, I feel
that “Asia” could be an interesting and challenging
way of doing things.

Additionally, when thinking about leadership, let's
consider whether it makes sense to deliberate about
“women leaders” instead of leadership in general. The
concept of “Asia” is vague, but that of “women” is
certainly concrete. Therefore, let's discuss whether it
might be a good idea to consider “women leaders”
specifically.

In his presentation, Professor Gascon said that
certain other qualities are more important than
gender, and perhaps factors like age are more
important. Some people opine that when we think
about leadership, we should think about it regardless
of gender, or that if we emphasize too much on
gender differences, we will only stir up conflicts
between men and women, or that if we consider only
women, there will be a loss of diversity. It is argued
that when “women’s rights” are stressed on to
promote the women's movement and the subject of
focus is “women,” the disparity between white women
and black women would be overshadowed, and that
black women and the issues faced by them would lose
focus, or become invisible.

There is also an argument that phenomenological
concepts such as “lived body” are more effective than
“woman.” It is a little difficult, but it is a “lived
experience.” Some say that it would be better to think
about the experience of the body rather than the
subject of women.

I would like to intervene and opine that it is a good
idea to consider ideas about “women” as temporary
forms, strategies for a short period of time, similar to
using essentialism strategically. When the weak stand
up for themselves, and reclaim the subject of
conversion, they dare to discuss the subject of
“women”. This is the way Gayatri Spivak, a
researcher from India, puts it. This requires setting
up an institutional agency. Although we cannot
suppose a woman s essential substance, we can
extend solidarity by temporarily envisioning an
essentialist woman. This is known as temporary

essentialism. This is how solidarity can be achieved. It
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says that there are many different groups and
diversities, but that we can have temporary solidarity.

Therefore, the premise of my talk is to combine the
ideas of “Asia as a Method” by Takeuchi Yoshimi's
style, the “Projected Asia” by Yamamuro Shinichi,
and the “Institutional Agency” by Spivak. I believe
that the projected institutional agency of “women’s
leadership in Asia” should be studied in the future. To
put it simply, instead of thinking of “Asian women”
and “their leaders” as fixed, essential entities, we
should think of them from the standpoint that they are
what they should be: diverse, and transformational.

Now, let me get to the point. I would like to express
my reservations regarding the idea of cultural
diversity. First, as mentioned in Professor
Schedlitzki's presentation, the book titled Cultures and
Organizations, 3. ed. (New York: McGraw-Hill, 2010),
which is considered one of the most famous classics by
Hofstede et al., focuses on the study of culture as
culture is very important and no group is excluded
from it or devoid of it. They have collected and
analyzed a large amount of data about IBM employees
around the world. There are a multitude of cultures
like national cultures, regional cultures, ethnic
cultures, gender cultures, generational cultures, class
cultures, organizational cultures, etc., but Hofstede
and his colleagues state that national culture is the
most important.

National culture is so important that it cannot be

altered. Individual and group cultures can change, but

national culture will never change, therefore, it is
pivotal. Hofstede et al. used four indicators to collect
and analyze data on national culture.

Similarly, an author named Erin Mayer drew a
culture map of France, Germany, China, and Japan. It
indicates how different cultures exist in each country
(Figure 2). There exists a perspective that the
characteristics of Japan's culture is different from
those of China (The Culture Map (New York: Public
Affairs, 2016)). The book considers Japan's leadership
based on these points and speculates the issues
associated with it and the kind of leadership it needs.
If I were to say,” let us think about Japan's leadership
in accordance with this, the challenges we face, and
what kind of leadership we should have,” it would fit
neatly into today's symposium, but I would like to
make a slight alteration and state that this is not the
case.

I believe that the national culture is significant and
worthy of discourse. However, there are many factors
that make national culture difficult to measure.
Additionally, Hofstede and his colleagues state that
culture is important because it does not change. I
think that the transient elements are more important
when we think about leadership. Therefore, we should
start by considering national culture separately, and
not as a single entity. Even if we speculate at the
national level, we should not consider it as a culture,
but try to comprehend that various other dimensions

are also important.

37



—omm 38

Various View on Japanese Culture (1)

A Human Relations: vertical bond (Chie NAKANE), shame
(Keiichi SAKUTA), reason and sentiment (Tadashi INOUE),
collectivism (Akira KAWAMOTO), personal sacrifiice and
priority of group (Edwin Reischauer)

A Outlook on Nature: echology of middle latitude (Tadao
UMESAQ), brief on laurel forest (Syumpei UEYAMA)

A Life-Style: brief on trees, minimization and weigh saving
(Atsushi UEDA)

A Family: copying principle (Hayao KAWAI et al.), “ie”
(family system) (Yasusuke MURAKAMI et al. )

A Beauty Sense: “ma (pause),” “wabi/sabi,” “yugen. "
‘mononoaware.” “mu (naught).”

Figure 3: Various View on Japanese Culture (1)
Made by the author, based on Minami, Hiroshi (1994) Nihonjinron (Japanese View) Tokyo: Iwanamishoten.

Various View of Japanese Culture (2)

A Linguistic Expression: ambiguity, surmisal (Takao
SUZUKI), saving of expression, indirect expression
(Haruhiko KINDAICHI ), modest, hospitality, wet (Yasushi
HAGA)

A Religious Sense: taboo (Masao TAKATORI), syncretism,
especially Shinto and Buddhism

A Political Culture: priority of obligation to right (Takenori
KAWASHIMA ), authoritarianism (Hajime SHINOHARA)
A Management: life-lasting employment, seniority system
(James Abegglen)

A International Sense: island culture (Shuichi KATO), self-
image of unigueness (Yoshio SUGIMOTO et al.)

Figure 4: Various View of Japanese Culture (2)
Made by the author, based on Ibid.

There are so many cultural theories that come to
mind as I write something like a catalog of Japanese
cultural theories (Figure 3 and 4), and I believe that
leadership will be discussed in each of them. For
example, it is said that Japan is a collectivist society,
and there is a lot of data to substantiate this, but there
are also studies that indicate that this is not the case.
An example is a game in which players choose
between cooperation and noncooperation. Let me
explain.

It is made to look like eight people will participate in
the test. However, only the seventh person would
actually get to take the test. The participants are
shown diagrams labelled “A” and “B,” each containing

bars. The bar in diagram “B” is a little longer than the

one in diagram “A.” After hiding them, they were
asked which was longer (A or B). The truth is that B
was longer. However, the first six people were
prearranged as part of test, and they answer that it is
A, which is incorrect. The seventh person would say,
“T really thought it was B, but everyone before me
answered A, so I also answered A.” This is considered
as collectivism and conformism.

The figure on the left side of Figure 5 is a collection
of data from various experiments. As can be seen, the
United States tends to be more collectivism-oriented
and conformism-oriented than Japan. The figure on
the right shows the values. This graph considers not
just behavioral choices, but about what is important to

us. It shows that more Americans answered that it is

Japan is a Collectivist Society?
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better to have a very strong government or that it is
better to have individual abilities praised and
rewarded, whereas comparatively few Japanese gave
this response.

In other words, there are different arguments
concerning conformism, and collectivism and
individualism vary from culture to culture, so it is not
something that can be easily measured.

In sum, leadership research used to be about the
characteristics of a leader, that is, decisiveness, good
communication, etc., but nowadays, contingency
theory is predominant. It involves considering the
particularity of a situation. That is, considering the
relationship between the leader and follower. on this
note, I would like add that we need to make more
diverse classifications in contingency theory. culture is
certainly important, but other variables are significant
too.

Finally, I would like the Japanese to think about the
leadership of the “Nabebugyo.” It is difficult to explain
this to Professor Schedlitzki and Professor Gascon.
“Bugyo” is like a prosecutor or a public prosecutor
from the Edo period. “Nabe” is a hot pod. A position
called “Nabe Inquisitor” does not exist. It is a very
funny model of leadership that resembles a hotpot
magistrate. That is, in a particular situation, a person
suddenly wants to take charge of the pot, leaving the
people around them confused. This nuance is probably
easier to understand for those who know about

Japanese culture and were born and raised in Japan.

To what extent can we successfully explain how
this leadership style has been established? I think this
should be considered in the context of a thorough
contingency. It is very specific. Culture is important,
but I think there are many other issues that come into
play, such as social relationships and economic
institutions. When we consider these issues, it
becomes easier to see the limitations of conventional

leadership theories, and our task becomes clearer.
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First of all, I'd like to thank all the presenters for
your inspirational and valuable presentations. I have
learned a great deal from each of you. It is a challenge
itself for me to comment on your talks in a limited
time. I understand that I am given about 10 minutes.
But let me try my best to provide comments and
questions for individual presentation first, and then
overall comments and questions.

Let me summarize what we have learned today.
From Professor Schedlitzki's presentation, we have
learned about dominant traditions in cross-cultural
research and critical views in terms of methodology,
measurement of national culture, and the use of
language. Also, we learned about leadership and
language, and language-sensitive methods.

Then from the second presentation by Professor
Navasero-Gascon, we have learned the history of
women leaders in the Philippines and her own
experiences as a leader in academia.

From Professor Kobayashi's presentation, we have
learned about the meaning of Asian women's
leadership and the importance of national culture.

Having learned all of these, let me ask some
questions for each speaker first. For the first
presentation by Professor Schedlitzki, certainly I
understood the shortcomings of the dominant

traditions in cross-cultural leadership research. It

seems to me that these problems are also shared in
other disciplines as well. As Professor Motobayashi
mentioned, my expertise is in sociology and we run
into issues and problems such as this all the time.
Therefore, my question is how specific these problems
are in cultural leadership studies, which I have to
admit that I am not the expert of and I am not too
familiar with all the literature.

Also I think qualitative approach that you have
proposed using language sensitive methods is certainly
relevant. However, how do you use qualitative data
including some nonverbal expressions that you can
collect for cross-cultural comparison since the
qualitative data often include very fluidic dimensions,
that is, dimensions that change constantly.

Then for Professor Gascon, these are the
comments/questions. It seems obvious that women
have been taking much more active role in the
Philippines based on your talk compared to women in
Japan. Especially, this is clear from the World
Economic Forum's Gender Gap Index as you
mentioned. I now realize that there is a huge gap
between the Philippines and Japan in terms of gender
equality.

I wonder, therefore, other than history, what are
the factors causing this cross-cultural difference? I am

very curious about this. And also, as a family
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sociologist, I would like to learn about gender
socialization in the Filipino families and elementary
schools in the Philippines. For example, how is the
leadership talked about in your families, and in
elementary schools? In Japan, I have to admit that we
don't really talk about leadership issues at our dinner
tables at home, or in schools for that matter, especially
elementary schools. So I am simply curious about how
the issues related to leadership is discussed in your
families and in elementary schools.

For Professor Kobayashi's talk, I think it's very
important that you took up the issue of Asian and
women leadership. My question therefore is how are
Asian and women leadership important in today's
global scene? I have commented at the symposium in
the past about Asian leadership and I have to admit
that I was somewhat troubled by the labeling of Asian
women taking the leadership as “Asian women”
leadership rather than generic leadership. My question
is, can't this type of labeling that is ‘Asian women
leadership'be a source of potential double standard for
women, Asian women in particular?

This point relates to my own experience. As
Professor Motobayashi introduced me, I taught at the
University of California (UC) for 20 years prior to
coming to Ochanomizu. When I was working at the
UC, I sort of refused the labeling of myself as being
Asian woman or Asian woman professor primarily
because I wanted to be evaluated on the basis of my
own scholarship rather than that of an Asian woman's
scholarship. I have always been picky about this issue,
thus I'd like to hear Professor Kobayashi's comment
on this issue.

Then finally, what are the limitations in cultural
approach to leadership? Now, this is the question I
actually wanted to address to all speakers, but
especially for Professor Kobayashi because he talked
about cultural approach.

What follows are my overall comments and
questions. I think that there are two common themes
which emerged out of today s presentations. First one
is the importance of culture. How is culture helpful in
explaining and facilitating leadership? Now, I
understand that culture does play an important role in
explaining many things, not just about leadership. My
question, however, is how culture can be helpful in

explaining and facilitating leadership. Of course,

leadership is the big keyword today not just in terms
of practice but in theory as well. My question then is
how these two spheres, meaning theory and practice,
can be merged to create the practical agenda and
methods for leadership education especially at the
college level.

Then finally, given that more than 250 students are
participating in this symposium and going back to the
theme of cross-cultural diversity in leadership styles of
this symposium, I would like to ask all the presenters
if you could make any suggestions for students in their
pursuit for leadership positions and/or leadership
studies. I would appreciate it if you can make some
comments on this.

Thank you very much for your insightful
presentations once again, and my deepest appreciation
also goes to Professor Motobayashi, Dr. Okamura, and
IGL staff members who are involved in the preparation

for this wonderful symposium. Thank you very much.

X

Comments

AL, BEHES LWITHRELZH L) TSFE L
720 REHEOERIZIZ, A YA L=V 3 v LN
Wb EE LT E B#HLTVwET, $72. H
FROAFLEDI SIIRBICE AL RLRE W2 E, &
DAL TEFE L7, MBI olRESETH
LOREGWAN—ENTWE LTz, €T, ROER
BHBICE LD, FREZCEANLZEMELTNIH
ERWET, RORZ )=V E2fisT, ThHDHEMO
WOPEITHAMLE T,

T, V2 FUYFRREANDTRA Y ML BEDET,
W DT, 7TV TOXALR) =T =Y v TE2TTT
OXROHFTLED LI ITHREL, WETEHh L) K
Ty FEICHELZEBET, LaL, L3Rl
LORTRTHELICHETCTBY, LI %RTL
— AT =237 VT ONRTIZE CERE R 2w D
LNEHA, RIZOBENLIHDT, 7TVTETIT
WXBTFEY ==y TOWRIIOVT, WDPDY
MEIT Vv E BT,

Y P YFRREENSHEICEY VT4 T T
(language-sensitive method) THFHML7zL 912, 7
T AV HG A EEHT HBICH 5 SR Lo v
TN R FRTE TR VWAL BVET, SR
EIZHE T2V TW B DT, TEO “Guanxi” (B4R)
OWERLHAD [Hl, [FA] e, 7V7 ABERT
B R HFED W ohid. TEEDIBEM 2 TIR D
FOERELZEZVWHDHHLDTT,

TIVTOREOELERLLE, 7V T ORFIAEED
EOREED HHELIEELTVwET, T2, 2518 £L
DT IZTANBT =NV RO —BERoTWwAH I E
LATHNET, Lo L, TOXH LT ITOREER
o Ty V) —=F = FICHT 2 MR R FE A5G FAL
LTWEbIFTEH N TRA, Yz FY Y FRE~NDY
M, 7Y T7OXRICBT Y =5 =3 v TOFIEE L
{COMAMEERTY =5 =Y v TEFMEHEDTL &

Comments

b

Rl (Fa - vFa)
Sung-Nam CHO

BEREORLFRE 7a—r3 ) —F—3 v TH5ER RN HR.
ek KR (EE) BEPR

Specially Appointed Professor, Institute for Global Leadership,
Ochanomizu University,

Professor Emeritus, Ewha Womans University, Korea

Mo Flow TIYTEWED) —F =Yy TO#NIID
W SREV DT BREPE L 72E v,

WOEMEIT XY ME, ARITVFRITFLTTY,
id. WAFOHE L L TOBREORBRICE T K%
ZTFELAL FICHEZRICHT 2oy v L
A VAL =2 a vy IITBMLENZZEICETH
EHLTWE T,

ARV, bhlhBoLeo72L912, D
IUNRT =AY MIBEDO S F EFE RBTTORARNR
REME B OIS LT EFICEE s L S 2 F
To JFFIZHED) =5 = v TEEDL-DIZ, ER
LTWwzZnzZ LIZE#H LTS, $72, Bl
T, FEHEL LT, ZLTHERO) =y - LTTHY
MWLM R) —F =2y TR FBHLTWD & v Bif
. RMTRBICELSOTLZ, 74 ) EViEANA
Y ORI EDOUE VAT A BALTW57:
O, HLulOZTHEOERITEEN LRI OTHL L
RERDEFE Lz /20 AWM, FRCHEIZOW T,
ZNZNOENCEA O AN A D Y T3, D7
D, KHEDOY —F—2 v FIZOWTHMADE 2 % B
LOWRERH Y 4. wFhICLTL, Fkoro—
NVBLEWE) =¥ =2 BRT 572008 LY —5—3
v TETFVENED 1Ty Kk ST VT ORISR
TVARHEIZIZED L) b OVH L D0, T T
2 E T

RERLEOLN) —F—& LTDH %7 HEOESH
5, BHM) —F—3 9 TOBEIEDSCTH R HHR
ZL2Z L ICRRERMICHZELE ST, Ll mED
FHRWE, BHICBTE - VRO =5
—CWEL, MOEELY) -5 -y TEEZRE LT
WET, TOF VY VEROHBT, F7zbIIH &R
DYATEAPPUFEZELELLIEEHDOY/2D I
L. EWREEEGOBRGSHEEERLEZOVS L
CAHATHROLNSLIIICH>TWET, F-bid, £%4 2%

43 w—



s 44

HACR T2 S MBI k. 2ol  DERNEE
BLZTNE D A T2, V2 vy —EDEN
ZELEE LT, BUEOH A OZ MR % 5 L %
FIUER Y A

VT —=F =T =N N)—=F =TT
F—trTFA ) =T =Yy T REHF L) —F =
VT DAY A NVRIFEDS TR SN T WD 2 EFEH SN
9, Lo L, BbidIhE CHMENOEERE S
VLR TZ edolzlzd, L0 E Y A AD
ST KDY =5 =2y TEFUHRRIML TS
CEDPHRZTONT T A ZHIERkmIZH LY
— ¥ =% 570D TR L DB o
TR ERELTVWET, Shrsoit) — 5 -0
EHFTIEMZE B DbRE T, L. bR LEOY
—F =y TOHLWRTG T A LAPRREIZLEZ T D
DTHhNE, L) —F—2 v TEFVOEEEICO W
TEDLHITBEZTT N

ST, IMEEDHERICOVTIA Y P EEETWVE
72&FT. HRFONXT =KL v P 2Gbolc b LS
LF L7225 NI TR D A AW L7238k
BAMEZ F D, WHEE AR T L] LI REDE R Jih
Lo b bk, ETCHhHAVERVWE L/, /20 B
BRIzOAERY — 5= v T A O WE LIgw
PIEEMEN 0D HRALE L, 7Y 7R =%
=y TETFVICHT 2 EEN - BN R EREFIHL
TLEEVwE L 20 TYTE—20HELEZHD
BIEELLTEDLZDEVIHRKRVEZ O RENTE
L7 €L T AT AT = FOGRILET VIZDWTD
ERLT|ET L,

INLDAYET MNRTATT 2T ITICBITA, J¥F
WD DD) =5 =2y TOETFNERET S0
WZffio TV 72 IR TS, LA L. R ol 23
HBHILFHBL VTS, REIhsoRIKENa ~

LT INRTATFT R, TYVTRBIL LMD ) —5—2
v TOUR—E LEFVICHETDT 50134 LEEL v
LIELF L7225, 4tk 20X AFEFHL LWHEN %
Fio T, Wil CRZHCIM B2 ETFVERELTLEE S
ML CwET,

AT AT — FOORTLETNVOMEERHHLAAT, &
WKDH2) ==y TRV ¥ =R AR DT
THP L LEEHIELE T, SOETVIE, Bk
LEORLL ) =5 =2y TICHHEHATES LB WE
9. LA L. Amazon % Google ® & 9 7 7 0 — N )4
HEOMFEALRER 2 H T 5 ICE o TiERvwrd L
NFEHA, A7 A7 — FOW%EIL, IBM&FEOAE S
LTWAZERIML VTS, T2 6, KT
%otz R T AT — FOETFIVEESLOMBIGEIR Y — 5
— Yy TDOETNVIEHLE) ETDE, broklL:
TRPVEL 2D LNLEEA, SORTAT—FE
FINBRT ITEMD ) —F =2y FI2ED X H I
00 FLLLHPLTWARLET L LIFICH»Y X
ER

HOXALDEEIZOWTH L DFELLHIILTLE
v, EOX LB ZEICANSRE ML BWET, L
PLAEDS, FRIT VT ORMER, ERLRVOY) -5
=L BBIE T ERErD ) TEA, E5I1T, EHOE
BOFMT) —F =y TE2BHLIZZ VD) THEA
TL720 THIE, A ¥ 75 —<IVAREBMP. KIEOMEE
ETHE)REHTOR) —F—LEBbNHGETT, L
7ohio Ty ENEB L CEBRN 2 LAV TR R Z &
OEEMIZ, WCHLBMMLTLLMAELZZLIEHY ¢
Ao TITEHD) =¥ =y T7ETFVE, EoOE
VOB THE L2 L ICRKDOERDLD D T3,

FRFLEMR I MDD 525 KEOHE
Ly ZoBTHRDY T, ZLOEMEBREZBRL B
KEGZTWIEREE, HIPLH)TSFE L,

Thank you for the wonderful introduction, Professor
Motobayashi. I am grateful to the presenters for their
inspirational and insightful presentations. I also thank
Vice President Ishii for the illuminating insights. They
covered a huge portion of what I was about to iterate.
Therefore, I will make my observations brief, and
focus on specific questions to each presenter. Allow
me to share my screen and display some of these
questions.

I will begin with the comments on presentation by
Professor Schedlitzki. The points made by her are

extremely relevant in terms of how to construct and

measure Asian culture and leadership in the Asian
context. However, her argument was based on
Western culture, and such a framework may not mean
the same in the Asian context. I will start with this
observation, and I also wish to raise a few questions
on leadership research in Asia too.

As Professor Schedlitzki emphasized, based on the
language-sensitive method, I think that the way
language and culture are used by Asians to express
themselves may be an indirect means of expression.
Since language is culturally bound, some of the

cultural terms like the Chinese concept of Guanxi and

the Japanese concept of Wa (1), harmony, and other
such concepts expressed by Asians, for example, are
not quite relevant in Western dominant research.

Asian economies are growing faster than others in
the West with regard to the history of Asian
development. Moreover, one can see that many Asians
are an important part of global organizations.
However, this rapid growth in Asia has not been
accompanied by increased scholarly research on
leadership. My question to Professor Schedlitzki is:
Are there any leadership models that depict the
uniqueness of the leadership language and culture in
an Asian context? Would you have any suggestions
regarding the exploration of how leadership in Asia is
different from that in the West?

My next question and comments are addressed to
President Gascon. I was impressed by her leadership
experience as the president of both universities, and
also appreciate her vision and the inspiration she
imparted to young women.

President Gascon, as you mentioned, women's
empowerment is a very apt response to the social
conditions and their struggle during different points in
the past. I am grateful for your recommendations
regarding increasing leadership prospects, especially
for women. Your narrative about women's
multifaceted leadership roles as mothers, workers, and
leaders of academia was truly inspiring. It has come to
my attention that your educational background is of a
Western nature as the Philippines underwent a
Western system of education during the Spanish
colonial period. In addition, each country has unique
cultural aspects in terms of human resources,
especially women. Therefore, it is possible that you
have a unique idea of women's leadership. Could you
share your thoughts on the attributes possessed by
women, particularly Asian women, that can be
nurtured to develop new leadership models that foster
future global women leaders in our society?

I would like to add that I am in complete agreement
with the suggestions you made from a
transformational leadership perspective by taking into
account your experience as a female leader of your
university as well as country. However, scholars and
literatures have recently suggested other significant
attributes that are necessary for leaders in a rapidly

changing global society. The digital era has
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transformed the social and economic systems and the
effects of the 4th Industrial Revolution prevail in our
lives and society. These changing values, cultures, and
other factors need to be taken into consideration. In
addition, gender, as well as nationalities should be
considered while explaining the multiple facets of the
society we currently live in.

It is noteworthy that new leadership styles and
attributes are emphasized through self-leadership,
servant leadership, and authentic leadership. However,
we have only seen the male-dominant Western model
till now, and thus, a lack of a women's leadership
model can be observed in our organizational or
business sectors. I believe that women possess ample
potential and the requisite attributes to become future
leaders. Your thoughts on this matter would be much
appreciated. What do you believe could be the
strengths and weaknesses of future women leaders? If
you are of the view that we need a new paradigm of
women' s leadership, what is your idea of the
possibility of the women leadership model?

Now, I would like to comment on Professor
Kobayashi's presentation. Although I faced a few
difficulties in reading your Japanese PPTs, I would like
to point out that it was very interesting that you
began with Takeuchi's idea of the East, and stated
that the East will enhance the universal values created
by the West and transform it. I also observed how
your work contributed in reviewing the literature on
leadership. You provided a philosophical and
ideological background of Asian culture and leadership
models. Additionally, you demonstrated an interesting
notion of Asia as a method and a three-sided entity.
Your observations about the six-dimension model by
Hofstede was also invaluable.

It would be an honor if you could use these concepts
and ideas to develop models of leadership in Asia,
particularly for women. However, I do comprehend
the limitations you are faced with in terms of time.
Although I found it slightly difficult to connect these
interesting concepts and ideas to a coherent model of
women's leadership in Asia, I hope to see you playing
a prominent role in providing us with novel and
insightful models by combining your wonderful
insights.

It is remarkable that you used the concept of

Hofstede's six dimensions to explain meaningful
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leadership and gender differences in different
dimensions. While I believe that this model can be
applied to different leadership styles in different
countries, it may not be sufficient to explain the
corporate culture and activities of global companies,
such as Amazon and Google. However, I do
understand that the study in question analyzes IBM
only. Thus, Hofstede's model, which is slightly
outdated, might be in need of minor alterations if we
are to apply it to the recent organizational activities or
leadership models. It would be extremely helpful if
you elaborate on how the Hofstede model is relevant
to Asian women leadership.

Your notion of the importance of national culture
should also be addressed in detail. The national
culture might be a factor that you can take into
consideration while doing this. However, Asian women
in particular, lack sufficient experience to be leaders at
a national level. Moreover, they have not held
leadership roles in the formal sector of the country.
Women tend to be considered as leaders only in the
informal sector, in roles such as caregivers of the
family. Thus, the importance of increased experience
at the national and international levels cannot be
stressed enough. The manner in which the Asian
women’s leadership model is constructed using the
concept of national culture is of utmost significance.

Even though I have many more questions and
comments to share, I will wind up, given the time
limit. Thank you very much for giving me the
opportunity to raise numerous queries and share my

thoughts with you.
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Kyoko MOTOBAYASHI

Thank you very much, Professor Cho. We have
received many useful comments that will add depth to
the discussion, from the two commentators. In
addition to the comments from them, I would like to
introduce the comments made by the audience to each
presenter. After that, I would like each presenter to
give us responses.

I would like to begin with Professor Doris

Schedlitzki. In addition to the comments from the two
commentators, I would like to read questions from the
students in Japanese. “You mentioned that it is
important to recognize leadership not only in terms of
words, but also in a non-verbal sense. What is meant
by the non-verbal realm? How can we comprehend the
meanings in the non-verbal realm to understand

leadership and take better action for leadership?”

Doris SCHEDLITZKI

Let me just very briefly start by saying I couldn’t
agree more with everything that you ve said, both the
commentators and also, of course, all the other
important issues that have been brought up by the
other two presenters.

Very briefly, I guess what I am trying to achieve by
pressing on the importance of language and the
limitations of cross-cultural research, and this maybe
addresses more the questions of the commentators
first, is that I would like us to avoid stereotyping.
Because there is such danger in stereotyping. For one,
we miss out an opportunity to really understand
particular cultural contexts but also, we run in the
danger of simplifying cultural context. And I would
absolutely like to support everything that everybody
said about diversity and how even when - I mean the
problem I have with cross-cultural research like
Hofstede is that it categorizes and it puts people and
issues into categories, whereas actually those
categories are far more fluid and they are changing.

This applies to pretty much everything. And I
would say, absolutely agree. I come from a sociological
perspective and these things are not just with regards
to leadership. It just happens to be that leadership as
a topic, as we know it in the written form particularly
through publications, has very much favored models,
theories, and the dominance in terms of how they are
feeding into development programs, has very much
favored not just western but particularly US- and UK-
centric models which happen to be heavily
masculinized. And masculinized in the sense that you
understand it as it is expressed in the English
language, which means competitive - in the English
context competitive, aggressive, business-orientated,
etcetera.

If you have something so much or so strong in the
public sphere, it silences other ways of being. It
silences other ways of doing it. So, what I am urging
everybody to do is to shout about other ways, other
ways of doing things, other ways of being, particularly
in their specific languages whether that is different
national languages, jargons, okay, so that we hear
more, so that we bring balance to what we know.
Because knowledge is socially constructed and it's
very, very political. And if we continue to allow,

which I wouldn’t necessarily call western, I would call
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very much US- UK-centric models to be the dominant
ones, then we are all of us really not doing justice
because it doesn't reflect the variety that exists across
the world.

But beyond that, it is also recognizing variety within
and that sometimes there is similarity across. So
sometimes you might find two women sharing more
because the particular experiences that they share
link to their profession rather than - and more
dissimilarities although people might be from the same
region within a country. It's really understanding and
listening into those nuances. So that applies to
leadership as well as all other characteristics. And
indeed, I would also like more people to challenge, to
say you know what, within my organization or for me,
whether it is - however you want to label yourself or
whatever aspect of yourself you want to focus on,
whether that is being a woman or a man or being
Japanese or German or however that intersects.

What I would also like us to do is to even say, you
know what, maybe it isn't leadership or management,
maybe I've got something other to offer. But it is
about understanding and empowering insights into
what is meaningful, what is positive or negative in
particular contexts. That is really sort of the crux of
where I am coming and what I' m trying to achieve.

Then I would like to respond to the comment about
what do I mean by nonverbal. Now nonverbal - I
mean language we need to express ourselves to say
who we are, what we want, and we need others to
understand it. And part of that is of course through
the spoken word or the written word. But there are
also other aspects of us, there are emotions and the
written and spoken words only ever catch part of that.

The other part is through the way we move, the
way we relate, things that might be outside of
language that we can't express as well. And drawing
on other means such as drawings, such as dance
experience together, can help to also access other
parts of what leadership may mean to us, what we
might mean by leadership. And actually, is part, if you
look at leadership as a process, also of the experience
of leadership. So, it is paying attention to those things.
That is important when we study leadership or when
we think about leadership, as taking up a leadership

position, as doing leadership.
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MOTOBAYASHI

Next, I would like to direct a few questions at
Professor Cecilia Gascon. I have four questions for
Professor Gascon. First, why do more women receive
higher education than men in the Philippines? Second,
the investment in university facilities is impressive,
but where does the funding come from? Third,
becoming a university president at the age of 38 is a
big challenge and a huge responsibility. What have
you done as a leader to achieve success and receive
recognition? Finally, there is a question in English
regarding the concept of maternal leadership skills.

Now, will you kindly attempt to answer these
questions from the commentators and students in five

minutes?

Cecilia N. GASCON

First, the question on what are the different factors
causing this cross-cultural difference. I would like to
start with the 20 women of Malolos. What was their
quest during that time? It was education. Until now it
is still existing that we would like to be educated.
Therefore, the reason why there are a lot of women
who are leading our universities and who are leading
businesses is because we continue on with our
education.

And it is fortunate that our country has different
policies or different laws that protect the right of
women. I think that is very essential. Because, even
though you want to be educated and you want to
practice many different things, but if there is no policy
support on the part of the government then that
would not happen. Second is what I' ve mentioned in
my paper, we have so-called permissive society. Our
family permits us to do our craft. Like for example,
girls in the Philippines are so much cherished. We are
cherished by our parents; we are cherished by our
husbands. Okay. There is much respect on the
women, in the country. I think that is very important.
And there is no limitation as to what can be the
potential of girls. Like when we were small, when we
were still children, our parents normally asked us
“what do you want to become when you grow up?
What program or what course do you want to take up
in the university?”

There is no limitation. Because before, for example,

engineering or forestry program is designed for men.

But now it is no longer existing. Because our parents,
our society is allowing us to do the craft that we want
to, and of course it is being supported by policies of
the government. And one of the policies is the gender
and development. We have this specific policy on the
protection of women and children. Because of that we
feel that we are safe, we feel that we are protected
and we feel that we are able to continue on with the
development of the women and our personal
development.

Regarding the attributes of Asian women for
transformational leadership, I can see that Asian
women are dedicated women, committed women. We
are committed to our work. We are committed to
family. And I think that attribute is very much
important in leadership. Like, for example, if you are a
leader of a university, you have to have that passion.
You have to have that genuine - I call it genuine
commitment in order to improve the university, just
like the improvement that you want in your family, in
your home. I think that is one thing that has to be
harmonized in leadership, the characteristic of Asian
women to be committed, to be dedicated to our craft
and even to our family and to our friends.

But it is also important, I would like to reiterate, to
have a very permissive male society. So that is I think
one of the reasons why we are thriving and why we
are developing.

With regard to the question from the audience
about the challenge. I was 38 years old when I became
the acting president of the university. Indeed, it was a
challenging task because I think I was the youngest
among the officials of the university. But you have to
be courageous and you have to be brave and you have
to learn. That is also important in leadership. I do not
think that you the leader are the best person in the
university. There should be a lifelong learning. And
you have to learn also from other people. It is
important that you observe, you read, and you also
experiment on things. Okay so things are not certain,
then you have to try. But we are now living in the
21st century, with all the development. I think one of
the things that we have to do is to be agile because
every now and then there are changes. The kind of
stakeholders that we have now may not be the same
as the kind of stakeholders we had five years ago or

even two years ago. We have to be agile; we have to

be dynamic in our leadership. We have to listen to our
stakeholders. And it is also important that we decide
based on information or based on data. I think that is
very important also. Because as what I ve said, we
are living in a very fast-changing society, therefore
our thinking should be fast also and we have to be
dynamic and we have to be agile.

Another important factor - based on my experience,
as a leader you have to have a clear vision of what
you would like to do in the organization. Because
sometimes we would like to occupy the position but
we do not have that clear vision of what we will be
doing. Before I entered the Bulacan State University, I
read papers, I read documents about the university.
And based on that, I crafted the vision I would like to
create when I become the president. It is important
that you have a clear vision. But clear vision should be
based on data, should be based on the information that

you have.

MOTOBAYASHI
Next, I would like to request Professor Makoto
Kobayashi to respond to the comments by Professor

Ishii and Professor Cho.

Makoto KOBAYASHI

The first is about Professor Ishii's question about
whether it is meaningful or effective to think about
leadership from the perspective of “women” or “Asia”.
If you think about it, daring to launch something
ambiguous as a subject is considered to be a strategy
for the weak. Typically, ethnic minorities and people
belonging to discriminated castes are the models.
Despite the fact that there is diversity among them,
the strategy is to show solidarity with them, as if they
are a temporary solid mass, or as if they are an
essentialist entity. Professor Ishii is probably a winner,
so she did not have to strategically use essentialism
temporarily. However, “Asia” and “women” are not
winners in terms of their place in world history.
Therefore, I believe that “Asia” and “women” are the
way to begin.

Next, I will discuss how we perceive culture. I am
only referring to national culture here. It is difficult to
capture changes when culture is the sole aspect you
are focusing on. According to Hofstede and his

colleagues, if you study national cultures, you will find
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that they have been remarkably unchanged for 20 or
30 years and that everyone is caught up in them. This
may be true; similarly, when I think about leadership,
it does not change. However, I believe that it is also
important for leadership to change. For example, the
Women's Advancement Promotion Act was passed a
few years ago in Japan. This will alter the way women
are treated. Such issues cannot be discussed in terms
of culture. Therefore, I think it is better to view
culture as just one element and try to comprehend
that it cannot explain the entire process.

While making comparisons with foreign countries,
as in today's symposium, I think it is one-sided to see
the differences as purely cultural. I would like to
reiterate that national differences other than cultural
differences are more important, according to me. Since
I am a political scientist, I think it is important for
“leadership” that democracy is different in different
countries. It is not a matter of culture; but of political
systems, laws and policies. Three days ago, in Japan,
the Supreme Court ruled that the Civil Code provision
forcing married couples to share the same name is
constitutional. The BBC in the UK reports that it is
“feudalistic.” To me, this issue is not cultural, but
political and institutional. When considering women's
leadership by country or by region, I think it is better
to look at it from the perspective of other variable
factors rather than culture.

The next point is whether new development have
emerged in Hofstede's theory. Hofstede now lists six
indicators, while there were only four initially: “power
distance,” “collectivism/individualism,” “gender,” and
“uncertainty.” “Short-term orientation or long-term
orientation” and “indulgence/ restraint” were added
later. Regardless of the number of indicators,
quantitative surveys contain a huge amount of data,
and the manipulation of these will be very complicated,
so I think it is better to conduct research that focuses
on qualitative contingencies rather than quantitative
processing. This means that the data must be divided
by the scene.

I would like to add that their four or six indicators,
as well as Erin Meyer's indicators that were
mentioned today, are fixed. In other words, this is the
way it was, is, and will be, but I think we really need
to introduce a dynamic model. But then the data

would become so large that it would be virtually
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impossible to do more research.

MOTOBAYASHI
Thank you very much, Professor. Kobayashi. We

now have responses from all the panelists.

While I was curious about the nature of the
discussion we would have on cultural diversity in
leadership, I was also concerned about the trajectory
of the discussion until the outline of the panel was
decided. However, thanks to wonderful speakers and
commentators, I was able to learn a lot. As it was
mentioned in the presentations and discussions today,
the problem of considering culture to be essential, the
constructiveness of each culture, the context-
dependence of the meaning of words, the politics of
language, and the use of various concepts and labels
are topics that can be discussed in humanities and
social sciences in a variety of cross-disciplinary ways. I
was reminded that these themes could be discussed in
various fields across disciplines in the humanities and
social sciences.

As Professor Schedlitzki mentioned there is a
balance between looking at culture from the outside
and emphasizing and respecting the emic perspective
while paying attention to both cultural individuality
and universality that transcends cultural differences.
As professor Gascon demonstrated we need to listen
to the experiences of real people and learn from them,
and understand the local context and history of their
experiences.

Through Professor Gascon's narrative, I realized
that her experience is a part of the history of women
leaders in the Philippines, and I was able to learn a lot
from her.

Additionally, as Professor Kobayashi mentioned, it is
important to critically examine the concepts of national
culture, women, and Asia. Simultaneously, it is also
important to consider the significance of these
concepts. And I think it was a very important
suggestion to consider not only cultural aspects but
also institutional aspects of the issue. I believe that
these continue to be important interdisciplinary
themes for research in the humanities and social
sciences.

I felt that deepening these themes by focusing on
the field of leadership studies, has the potential to

contribute to leadership studies and make
interdisciplinary contributions to other fields. For
example, in the fields of sociolinguistics, linguistic
anthropology, and applied linguistics, in which I
specialize, research has been conducted on the
relationship between language and cognition as well as
identity research, where people portray who they are
and become who they are by linguistic performances
and cultural practices. Many studies have shown that
the meanings of words used depend on the social
context. Today's discussion stimulated the idea that
approaching this from the perspective of leadership
might enable the understanding of the essence of the
phenomenon of leadership from a new angle. Of
course, the methodological diversity of the panelists
also reminded me that, as a researcher, I need to
think humbly about the potential as well as limitations
of a certain methodology.

I would like to add that I really enjoyed the session
and learned tremendously while playing the role of a
moderator today. It is time to wind up this discussion,
and I would like to extend my heartfelt gratitude to all
of you for your participation and support. Thank you

very much.
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