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ABSTRACT

[bookmark: _Toc227330140][bookmark: _Toc227330369][bookmark: _Toc227331224][bookmark: _Toc227331593][bookmark: _Toc227331846]This study examines the influencing factors on women leadership and their impact on organizational performance at Andaman Seaview Hotel. The main objective of the research is to identify how work-life balance, personality, and emotional intelligence affect women leadership, and how women leadership, in turn, influences organizational performance. A quantitative research approach is adopted, and data are collected through structured questionnaires from 52 employees across different departments and positions within the organization by using simple random sampling method. The data are analyzed using descriptive statistics, reliability analysis, and regression analysis. The regression analysis revealed that work–life balance and emotional intelligence have significant and positive effect on women leadership, while personality does not show a significant influence. Furthermore, women leadership is found to have a strong and significant positive impact on organizational performance. The results highlight that improving work–life balance and enhancing emotional intelligence are essential for strengthening women leadership. In addition, effective women leadership plays a crucial role in improving organizational performance through better decision-making, communication, and teamwork. This study provides valuable insights for management to develop strategies that support women leadership and improve overall organizational effectiveness. 
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CHAPTER I
INTRODUCTION

In today’s rapidly changing business environment, organizations are facing increasing competition, globalization, technological advancement, and evolving customer expectations. To remain competitive and achieve sustainable growth, businesses must rely on effective leadership and strong organizational performance. Leadership plays a crucial role in shaping organizational culture, motivating employees, improving service quality, and driving overall business success. As a result, modern businesses are increasingly recognizing the importance of inclusive and diverse leadership in achieving superior organizational outcomes. Increased steps to foster work-family balance, which is crucial for country growth as well as increasing family quality of life, are one benefit of female leadership (Sooriapriya, 2022).
Women in leadership roles have long been a topic of discussion and analysis, reflecting both progress and persistent challenges in achieving gender equality in various spheres of society (Chanda & Ngulube, 2024). Women’s leadership has gained significant attention in today’s business world as organizations strive to promote gender equality and leverage diverse perspectives in decision-making. Although women constitute a large proportion of the global workforce, their representation in senior leadership positions remains relatively limited, particularly in service-oriented industries. Female leaders are good at building trust with others, focusing on collaboration, solving problems flexibly, and are more willing to empower their subordinates (Fang & Karia, 2024). However, research suggests that women leaders often demonstrate leadership qualities such as effective communication, empathy, collaboration, and transformational leadership, which are essential in managing people-centered organizations. 
Organizational performance is a critical indicator of a company’s success and is commonly measured through financial performance, service quality, employee productivity, customer satisfaction, and operational efficiency. In the hospitality sector, organizational performance is highly dependent on human resources, as employee behavior and service delivery directly impact guest experiences. Effective leadership is therefore essential in aligning employees with organizational goals, fostering a positive work environment, and ensuring high service standards.
The hospitality and tourism industries have several unique characteristics that create greater challenges for workers in comparison to other industries (Hoang et al., 2021). The hotel industry is a labor-intensive and customer-focused sector where leadership quality significantly affects organizational performance. Despite the growing presence of women in hotel operations, leadership roles in hotels are still predominantly occupied by men. Women have been found to have higher motivation for tourism and hospitality entrepreneurship than men (Masadeh & Alhammad, 2020).  Women leaders in hotels may contribute unique leadership styles that enhance teamwork, service excellence, and organizational commitment. However, women in leadership positions within the hotel industry often face challenges such as gender stereotypes, limited career progression opportunities, and work–life balance issues, which may hinder their leadership impact.

[bookmark: _Toc218629488][bookmark: _Toc227331849]1.1	Background of the Study
In the contemporary business environment, leadership is widely recognized as a critical factor influencing organizational success and sustainability. Organizations across industries are increasingly challenged by globalization, technological change, and rising performance expectations. As a result, effective leadership has become essential for guiding organizational strategy, motivating employees, and achieving high levels of organizational performance. Leadership is significant as it represents the effectiveness and efficiency of an organization. Within this context, increasing attention has been directed toward leadership diversity, particularly the role of women in leadership positions. Female leaders often demonstrate qualities equal to or superior to men in driving business development (Thi & Thu, 2025).
Women’s participation in the workforce has grown significantly over recent decades; however, their representation in senior leadership and decision-making roles remains comparatively low. Despite possessing the necessary skills, qualifications, and experience, women often encounter structural and cultural barriers that limit their advancement into leadership positions. These barriers include gender stereotypes, limited access to leadership development opportunities, and challenges related to balancing professional and personal responsibilities. Consequently, the underrepresentation of women in leadership roles has become a critical issue in organizational and management research.
Several scholars suggest that women leaders often demonstrate leadership styles that emphasize collaboration, communication, empathy, and employee empowerment. Such leadership characteristics are closely associated with transformational leadership, which has been found to positively influence employee motivation, job satisfaction, and organizational commitment. These outcomes are important determinants of organizational performance, particularly in service-oriented organizations where employee behavior directly affects customer satisfaction and service quality. Therefore, women’s leadership styles may offer valuable contributions to improving organizational effectiveness. One of the most significant organizational barriers is prejudice toward women employees. According to role congruity theory, prejudices regarding women managers can emerge in two forms. In organizations in which leadership roles are coded with masculine traits, the leadership potential of women can be overlooked (Solmaz & Ehtiyar , 2025).
Organizational performance refers to an organization’s ability to achieve its goals efficiently and effectively through the optimal use of resources. Performance is commonly evaluated using both financial measures, such as profitability and revenue growth, and non-financial measures, including employee productivity, service quality, customer satisfaction, and operational efficiency. Leadership plays a central role in shaping these performance outcomes by influencing organizational culture, employee attitudes, and strategic decision-making. Effective leaders align organizational objectives with employee efforts, thereby enhancing overall performance.
Andaman Seaview Hotel, located at Karon Beach in Phuket, Thailand, is a well-established hospitality organization operating in a highly competitive tourism market. The hotel provides accommodation and hospitality services to both international and domestic guests and relies heavily on employee performance and service quality to achieve organizational success. With a diverse workforce across various departments such as front office, housekeeping, food and beverage, and administration, organizational performance at the hotel is closely linked to leadership effectiveness and employee morale.
As the hotel continues to operate in an environment characterized by fluctuating tourist demand and intense competition, leadership practices within different departments play a significant role in influencing employee commitment, motivation, and service delivery. Leadership styles adopted by supervisors and managers may have varying impacts on employee performance, job satisfaction, and overall service quality. Understanding these leadership dynamics is therefore essential for improving operational efficiency and sustaining competitive advantage.
Investigating leadership practices, particularly the role of women in leadership positions and their effect on organizational performance, is crucial for supporting the hotel’s leadership development and long-term strategic planning. Such an examination can provide valuable insights into how inclusive leadership contributes to employee engagement and enhanced organizational outcomes within the hotel industry.

[bookmark: _Toc218629489][bookmark: _Toc227331850]1.2   	Problem Statement of the Study
Organizational performance is a critical indicator of success for businesses operating in competitive environments. Strategic thinking emerged as the second key competency essential for effective leadership in the hospitality and tourism industry (Ngelambong et al., 2025). High levels of performance enable organizations to achieve financial sustainability, deliver quality services, maintain customer satisfaction, and ensure long-term growth. In service-oriented industries such as hospitality, organizational performance is closely linked to employee behavior, service delivery, and customer experiences. Therefore, understanding the factors that influence organizational performance is essential for organizations seeking to improve efficiency and maintain a competitive advantage. The employment opportunities in this sector are still needed and can be developed and utilized properly, as well as accommodate certain segments of society, especially women, since it is in line with their nature (Salamaa & AlTurifb, 2021).
Leadership plays a central role in shaping organizational performance by influencing employee motivation, job satisfaction, and commitment. Effective leadership helps align employees’ goals with organizational objectives, fosters a positive work environment, and enhances productivity. In the hotel industry, where operations depend heavily on human interaction and teamwork, leadership effectiveness is particularly important. Poor leadership practices can result in low employee morale, high turnover rates, inconsistent service quality, and reduced organizational performance. Despite its importance, leadership effectiveness varies across organizations and departments, creating challenges in achieving consistent performance outcomes.
The hotel industry is one of the most competitive and labor-intensive sectors, requiring strong leadership to manage diverse workforces and deliver high-quality services. Hotels must respond to changing customer expectations, seasonal demand fluctuations, and intense market competition. Organizational performance in hotels is therefore highly dependent on leadership practices that promote employee engagement and service excellence. However, leadership roles within the hotel industry continue to be dominated by men, even though women represent a large proportion of the hospitality workforce.
Nowadays, the society has evolved to increasingly incorporate women into the labor force and working environment (Jabbouri, 2021). Women’s leadership has gained increasing attention due to its potential contribution to organizational effectiveness. Research indicates that women leaders often demonstrate leadership styles that emphasize communication, collaboration, empathy, and employee development, which are critical for service-based organizations. Despite these potential strengths, women remain underrepresented in leadership positions within the hotel industry, and their impact on organizational performance has not been adequately explored. This lack of representation and limited empirical evidence create a gap in understanding how women’s leadership influences organizational performance in hospitality settings.
Therefore, there is a need to investigate the role of women in leadership positions and its effect on organizational performance in the hotel industry. Addressing this problem is important for hotel organizations seeking to improve performance while promoting inclusive leadership practices. The findings of this study are expected to provide valuable insights for hotel managers and policymakers in developing effective leadership strategies that enhance organizational performance and support gender equality within the hotel industry.
Although the impact of women in leadership has been a popular topic of discussion in most literature, there is a lack of research that studies women’s roles in leadership at the grassroots level, specifically in African regions. More studies should be conducted to analyze how women break structural gender segregation and which interventions allow maintaining women's leadership positions (Ajewumi, 2025). Knowing these dynamics is essential for establishing gender policies that may boost women's contribution to community development and designing interventions that combat social and economic problems in communities (Radulović & Hervías-Parejo, 2023).



[bookmark: _Toc227331851]1.3   	Research Objectives
The main objective of this study is to examine the role of women in leadership positions and its effect on organizational performance at Andaman Seaview Hotel, Karon Beach, Phuket. The specific objectives of the study are as follows:
1. 	To identify the influencing factors on women leadership of Andaman Seaview Hotel,
2. 	To examine the effect of work–life balance, personality, and emotional intelligence on women leadership at Andaman Seaview Hotel and
3. 	To analyze the impact of women leadership on organizational performance at Andaman Seaview Hotel.

[bookmark: _Toc218629070][bookmark: _Toc227331852]1.4 	Research Questions
To achieve the above objectives, the study seeks to answer the following research questions:
1.   	What are the influencing factors on women leadership at Andaman Seaview Hotel?
2. 	What is the effect of work–life balance, personality, and emotional intelligence on women leadership at Andaman Seaview Hotel? And
3. 	What is the impact of women leadership on organizational performance at Andaman Seaview Hotel?

[bookmark: _Toc218629490][bookmark: _Toc227331853]1.5	Scope of the Study
	This study focuses on examining the relationship between women leadership and organizational performance, with employee motivation serving as a mediating variable. The scope of the study is specifically limited to the operational and managerial context of Andaman Seaview Hotel, a privately operated hotel located in Phuket, Thailand, which operates within the hospitality and tourism industry. The study investigates women leadership by focusing on three key influencing factors: work–life balance, personality, and emotional intelligence. These factors are examined to understand how they contribute to effective women leadership practices within the hotel environment. The research also analyzes how women leadership influences organizational performance.
	The study covers employees from various departments within Andaman Seaview Hotel, including front office, housekeeping, food and beverage, and administrative functions, encompassing managerial, supervisory, officers and operational roles. It assesses employees’ perceptions of women leaders’ leadership practices and examines how these perceptions influence their level of motivation and the hotel’s overall organizational performance. Organizational performance is evaluated from a non-financial perspective, including indicators such as employee productivity, service quality, teamwork efficiency, customer satisfaction, and goal achievement.
	This research does not aim to generalize the findings across all hotels in Thailand but instead provides an in-depth case analysis of a single hospitality organization operating in a specific geographical and industrial context. The scope of the study is further limited by time and resource constraints and therefore does not include longitudinal analysis or objective financial performance measures. Additionally, the study relies on self-reported data collected through structured questionnaires, which may be subject to response bias, including social desirability and subjective interpretation.
	Despite these limitations, the study aims to provide valuable insights into how women leadership practices influence organizational outcomes and the role of employee motivation as a mediating mechanism within the hotel industry. The findings are expected to be beneficial for academic researchers and hospitality practitioners, particularly in the areas of human resource management, leadership development, and organizational behavior within service-oriented organizations.

[bookmark: _Toc218629491][bookmark: _Toc227331854]1.6	Justification of the Study
This study is highly relevant in both theoretical and practical terms, particularly within the context of the hospitality industry, where effective leadership plays a critical role in sustaining service quality and organizational performance. In recent years, hotels in competitive tourist destinations such as Phuket, including Andaman Seaview Hotel, have faced increasing pressure arising from changing customer expectations, workforce diversity, high employee turnover, and the need to maintain consistent service standards. By examining the relationship between women leadership and organizational performance, with employee motivation serving as a mediating variable, this study addresses an important gap in both academic research and hotel management practice.
From a theoretical perspective, the study contributes to the existing body of literature on leadership and organizational behavior by focusing on women leadership within a service-oriented hotel environment. While leadership research has been widely explored, empirical studies that examine the combined influence of work–life balance, personality, and emotional intelligence on women leadership and organizational outcomes remain limited, particularly in the hospitality sector. Moreover, much of the existing leadership literature has been developed in Western or non-hospitality contexts. This research therefore extends leadership theory by providing context-specific evidence from a hotel organization, enhancing understanding of leadership dynamics in people-intensive service industries.
From a managerial and practical standpoint, the findings of this study offer valuable insights for hotel owners, senior managers, and human resource professionals at Andaman Seaview Hotel. Understanding how women leadership practices influence employee motivation and organizational performance can assist management in developing more effective leadership development initiatives, employee engagement programs, and work–life balance policies. These initiatives can contribute to improved employee motivation, higher productivity, better teamwork, enhanced service quality, and ultimately stronger organizational performance.
In addition, the study holds relevance for women leaders and aspiring female managers in the hotel industry by highlighting the importance of emotional intelligence, balanced leadership practices, and personal leadership attributes in achieving positive organizational outcomes. The findings may support efforts to promote gender-inclusive leadership practices and encourage greater participation of women in leadership roles within hotel organizations.
Furthermore, this study is relevant to hospitality educators, researchers, and practitioners, as it provides empirical evidence that can be used for leadership training, academic reference, and organizational development programs. By linking leadership theory with real-world hotel operations, the study contributes to bridging the gap between theoretical models and practical application.

[bookmark: _Toc227331855]1.7   	Organization of the Study
This study is organized into five chapters to provide a systematic and comprehensive examination of the influencing factors on women leadership and their impact on organizational performance at Andaman Seaview Hotel. Chapter 1 introduces the background of the study, outlines the research problem, objectives, research questions, significance, scope, and defines key concepts to establish the foundation of the research. Chapter 2 presents a detailed review of relevant literature, discussing theoretical perspectives and previous empirical studies related to work-life balance, personalization, emotional intelligence, women leadership, and organizational performance, and develops the conceptual framework and hypotheses. Chapter 3 explains the research methodology, including the research design, population and sampling procedures, data collection instrument, measurement of variables, and statistical techniques used for data analysis. Chapter 4 presents the results of the data analysis, including descriptive statistics, reliability testing, and hypothesis testing, followed by interpretation of the findings. Finally, Chapter Five summarizes the key findings, draws conclusions, discusses theoretical and practical implications, provides recommendations, and suggests directions for future research.






















[bookmark: _Toc218629492]CHAPTER II
LITERATURE REVIEW

The literature review provides a comprehensive theoretical and empirical foundation for examining the influencing factors on women leadership and their impact on organizational performance. In today’s competitive and service-oriented environment, leadership effectiveness plays a crucial role in shaping employee engagement, service quality, and overall organizational success. Scholars have increasingly recognized that women leadership contributes unique strengths to organizational development, particularly through relational approaches, collaborative decision-making, and emotionally intelligent leadership styles. This review synthesizes key theories and recent research findings to establish a clear understanding of the relationships among work–life balance, personalization, emotional intelligence, women leadership, and organizational performance.

[bookmark: _Toc227331858]2.1	Work-Life Balance
Work-life balance in leadership refers to a leader’s ability to effectively manage professional responsibilities while maintaining personal well-being and fulfilling non-work roles. Unlike general employee work-life balance, leadership balance involves handling strategic decision-making, performance accountability, and continuous organizational demands without compromising psychological stability and personal sustainability. Leadership positions often require extended working hours, high emotional involvement, and constant availability, making balance more complex and critical. For women leaders, the challenge may be intensified due to additional societal and familial expectations, which can influence leadership focus, energy levels, and long-term career progression. In today's competitive work environment, employee turnover has become a challenge for many organizations (Chenshu et al., 2024).
From a leadership perspective, work–life balance directly affects cognitive functioning and decision-making quality. Leaders experiencing chronic imbalance may face fatigue, emotional exhaustion, and reduced concentration, which can impair strategic thinking and problem-solving capabilities. Effective leadership requires clarity, emotional control, and consistent judgment under pressure. When leaders maintain a healthy balance, they are better positioned to demonstrate resilience, adaptability, and confidence in their leadership roles. This stability enhances their ability to guide teams, manage conflicts, and sustain organizational direction. Work-life balance refers to the equilibrium between domestic obligations and various professional tasks, including those in entrepreneurship and organizational contexts (Zulkifli et al., 2024)
Work-life balance also influences leadership style and interpersonal effectiveness. Work-life balance has become a central focus in leadership studies, particularly in the hospitality industry, which has unique operational characteristics (Bidaya & Palupiningtyas, 2025). Leaders who experience high stress due to imbalance may become less patient, less communicative, and more reactive in their management approach. In contrast, balanced leaders are more likely to demonstrate emotional composure, empathy, and constructive communication. These qualities strengthen trust between leaders and employees, improve team cohesion, and foster a positive leadership presence. Particularly in service-oriented industries, where leadership visibility and interaction are frequent, balanced leadership contributes to a stable and motivating work environment.
Work-life balance contributes to leadership sustainability and long-term effectiveness. Ethical leadership and supportive workplace practices are also associated with enhanced psychological well-being, as they promote a culture of trust and open communication (Zamri et al., 2024). Sustainable leadership requires maintaining physical health, emotional well-being, and professional motivation over time. Leaders who neglect balance risk burnout, decreased engagement, and eventual withdrawal from leadership responsibilities. Conversely, leaders who successfully integrate personal and professional roles tend to exhibit higher levels of commitment, persistence, and strategic consistency. Therefore, work–life balance should be considered a critical influencing factor that supports leadership effectiveness and strengthens its positive impact on organizational performance.
In addition to personal well-being, work–life balance significantly influences leadership credibility and long-term career progression for women leaders. Work-life balance programs can take various forms, depending on the employer and the type of work being done (Al Qudah, 2023). When leaders can manage professional and personal responsibilities effectively, they project stability, reliability, and strategic focus. This stability enhances their ability to make thoughtful decisions rather than reactive ones driven by stress or fatigue. Research indicates that leaders who experience chronic imbalance may struggle with concentration, emotional regulation, and consistent engagement with their teams. For women leaders, who may already face heightened scrutiny or expectations, maintaining balance can strengthen leadership presence and reinforce confidence in their authority. Therefore, work–life balance is not only a personal matter but also a professional asset that contributes to leadership legitimacy and sustained organizational contribution.
Furthermore, work-life balance shapes the broader leadership culture within an organization. Despite the growing presence of women in the workforce and increasing emphasis on promoting gender equality in both the workplace and society, the issue of gender disparities in career advancement remains unresolved (Khan & Sreenivasan, 2024). Leaders serve as role models, and their approach to balancing responsibilities often influences team norms and expectations. 
Women leaders who demonstrate healthy boundary-setting, effective time management, and self-care practices can encourage a more sustainable and supportive work environment. This modeling effect can reduce burnout among team members, enhance morale, and promote productivity. In high-demand sectors such as hospitality and service industries, where operational pressures are constant, leadership behavior significantly impacts employee attitudes and performance. When women leaders maintain balance, they are better equipped to foster collaboration, demonstrate empathy, and sustain high levels of motivation within their teams. Ultimately, a strong foundation of work–life balance enhances leadership effectiveness, supports organizational stability, and contributes positively to overall organizational performance.

[bookmark: _Toc227331859]2.2	Personalization
Personalization in leadership refers to a leader’s ability to adapt their leadership approach according to the individual characteristics, strengths, needs, and motivations of team members. Rather than applying a uniform leadership style to all employees, personalized leadership recognizes that individuals differ in their communication preferences, learning styles, levels of experience, and professional aspirations. Effective leaders understand these differences and adjust their guidance, feedback, and support accordingly. This adaptive approach enhances leadership relevance and strengthens the connection between leaders and their teams. Personalization creates a more relevant and engaging experience for customers. This leads to higher engagement rates, as customers are more likely to interact with personalized content or recommendations (Onibokun et al., 2023).
From a leadership effectiveness perspective, personalization improves decision-making and delegation practices. Leaders who understand individual competencies are better equipped to assign tasks strategically and maximize team performance. By recognizing each employee’s capabilities and potential, personalized leaders can align responsibilities with strengths, thereby increasing productivity and accountability. This targeted leadership approach reduces misunderstandings, enhances clarity in expectations, and fosters a sense of value among team members. Consequently, personalization contributes to more efficient team coordination and operational outcomes. However, despite the optimism regarding the benefits of content personalization, this strategy encounters several significant challenges and issues (Oualid et al., 2024).
Moreover, personalization enhances decision-making quality and team performance by encouraging open dialogue and mutual respect. Female leaders are good at building trust with others, focusing on collaboration, solving problems flexibly, and are more willing to empower their subordinates (Fang & Karia, 2024). Leaders who invest time in understanding individual working styles are better equipped to assign responsibilities strategically, align tasks with strengths, and inspire intrinsic motivation. For women leaders, personalization often aligns naturally with relational and collaborative leadership tendencies, enabling them to build inclusive and participative environments. This inclusive atmosphere can increase creativity, innovation, and collective problem-solving capacity. In competitive industries where service quality and adaptability are critical, personalized leadership allows teams to feel valued and empowered, resulting in higher engagement and stronger performance indicators. Therefore, personalization functions as both a relational and strategic leadership tool that directly influences organizational effectiveness.
Personalization also strengthens relational leadership dynamics. Leaders who actively listen, provide individualized consideration, and respond to personal concerns demonstrate authenticity and attentiveness. Such behaviors enhance trust and mutual respect within the organization. Personalized leadership fosters open communication and encourages employees to share ideas, concerns, and feedback. In leadership contexts, this relational depth is particularly important for promoting collaboration and innovation. Leaders who tailor their interactions create an inclusive environment where individuals feel recognized rather than overlooked. Leadership is sometimes understood as the power to move and influence people. Leadership in personalization as a tool, means or process to persuade people to be willing to do something voluntarily, happily, the way, style, type of leadership put forward by the authors is different, but the meaning and essence aims to encourage work passion, work decisions, and high employee productivity in order to achieve maximum organizational goals (Fajar, 2022).
Personalization enhances motivational influence and leadership impact. it progresses research by synthesizing existing studies on the topic and presents a framework to guide future research on the topic (Segijn et al., 2021). Employees are more likely to be engaged and committed when they perceive that their leader understands and values them as individuals. Personalized encouragement, constructive feedback, and recognition contribute to stronger emotional commitment to organizational goals. Leaders who practice personalization can inspire higher performance by connecting organizational objectives with individual aspirations. Therefore, personalization should be viewed as a critical leadership competency that strengthens effectiveness and positively influences overall organizational performance.
Furthermore, personalization reinforces adaptability in dynamic organizational environments. By maintaining awareness of individual and situational differences, leaders can adjust communication styles, motivational strategies, and problem-solving approaches to meet evolving demands. Such flexibility enhances responsiveness to change and strengthens team resilience. For women leaders, personalization becomes a powerful mechanism to align individual capabilities with organizational objectives, ensuring both human connection and strategic alignment. Ultimately, personalized leadership enhances team cohesion, supports sustainable performance, and contributes meaningfully to long-term organizational success.

[bookmark: _Toc227331860]2.3	Emotional Intelligence
Emotional intelligence is increasingly recognized as a critical factor in effective leadership (Tanwar, 2025). Emotional intelligence in leadership refers to a leader’s capacity to recognize, understand, regulate, and effectively manage their own emotions while also perceiving and influencing the emotions of others. In leadership roles, emotional intelligence extends beyond interpersonal sensitivity; it involves maintaining composure under pressure, demonstrating self-awareness, and responding constructively to challenging situations. Leaders frequently operate in environments characterized by uncertainty, conflict, and high expectations, making emotional regulation a critical competency. A leader with strong emotional intelligence can maintain clarity of judgment and stability even in demanding circumstances.
Self-awareness and self-regulation are central components of emotionally intelligent leadership. Self-awareness enables leaders to understand their strengths, limitations, emotional triggers, and behavioral tendencies. This awareness enhances authenticity and consistency in leadership practices. Self-regulation, on the other hand, allows leaders to manage impulses, avoid reactive decisions, and demonstrate professionalism during conflicts or crises. Leaders who effectively regulate their emotions are less likely to create tension within teams and more likely to foster an atmosphere of respect and trust. In a more precise manner, self-awareness refers to an individual's capacity to acknowledge and comprehend their emotions, capabilities, limitations, principles, and objectives. Self-regulation encompasses the cognitive and behavioral processes that effectively manage one's emotions, impulses, and behaviors while demonstrating adaptability to dynamic environmental conditions (Antonopoulou, 2024).
Empathy and social awareness further strengthen leadership effectiveness. Empathetic leaders are capable of understanding team members’ perspectives, concerns, and motivations. This understanding supports better communication, reduces misunderstandings, and enhances collaborative problem-solving. Emotional intelligence allows leaders to interpret non-verbal cues, manage group dynamics, and navigate interpersonal complexities. As a result, emotionally intelligent leaders are more effective in resolving conflicts, motivating teams, and maintaining positive working relationships. Emotionally intelligent leadership approaches are adaptable according to the situation, and at times, multiple approaches were enacted together (Tindall-Ford & Lipscombe, 2025).
Moreover, emotional intelligence directly influences leadership impact and organizational outcomes. Leaders who demonstrate emotional maturity and interpersonal sensitivity are better able to inspire confidence and commitment among employees. Emotional intelligence contributes to stronger team cohesion, higher morale, and improved decision-making quality. In dynamic organizational settings, where adaptability and resilience are essential, emotionally intelligent leadership supports sustainable performance and long-term organizational success. Thus, emotional intelligence serves as a foundational leadership capability that enhances overall effectiveness and influence. Consequently, a team leader's EI strongly impacts the work team's well-being as the work climate becomes stressed. Furthermore, emotionally competent leaders perform better and are more successful. The idea is to link these emotional competencies with leadership behaviors and organizational performance (Coronado-Maldonado & Benítez-Márquez, 2023).
Emotional intelligence plays a critical role in strengthening leadership effectiveness by enhancing self-awareness and interpersonal sensitivity. In this fifth dimension, emotional intelligence is understood as a leader’s ability to recognize, understand, and regulate their own emotions while accurately perceiving and responding to the emotions of others. Emotional intelligence encompasses five primary components    such as empathy, motivation, social skills, self-awareness, and self-regulation (Kulkarni & Mishra, 2025). Women leaders who demonstrate high emotional intelligence are often better equipped to manage pressure, remain composed in challenging situations, and make balanced decisions. This capacity supports rational thinking even during periods of uncertainty or conflict. By maintaining emotional stability, leaders can create a sense of trust and security within their teams. Emotional intelligence therefore becomes a strategic leadership competency that directly influences communication quality, conflict resolution, and overall team cohesion.
Moreover, emotional intelligence reinforces ethical and inclusive leadership practices. Leaders who are emotionally aware tend to consider the emotional impact of their decisions on others, encouraging fairness and balanced judgment. This awareness enhances transparency and accountability, strengthening trust between leaders and team members leader with high emotional intelligence can guide his team through challenges and changes more effectively, ensuring that every team member feels supported and valued. This, in turn, creates a more harmonious and productive work environment, which is crucial for achieving the organization's strategic goals (Bahshwan, 2024). For women leaders, emotional intelligence often complements relational leadership styles, enabling them to foster cooperation and shared purpose. Ultimately, emotional intelligence functions as a foundational leadership capability that enhances decision-making, strengthens team relationships, and contributes significantly to improved organizational performance.



[bookmark: _Toc227331861]2.4	Women Leadership
Women leadership refers to the role and influence of women in guiding, directing, and shaping organizational vision and performance. Over the past decades, the presence of women in leadership positions has increased significantly, reflecting broader social and organizational shifts toward gender diversity and inclusion. Women leaders contribute unique perspectives shaped by diverse experiences, values, and approaches to problem-solving. In contemporary organizations, leadership effectiveness is increasingly evaluated not only by authority and control but also by collaboration, adaptability, and relational competence areas in which women leaders are often recognized as strong contributors. leadership theory also provides insights into the unique strengths of female leaders, as it is a response to a leader's daily tasks, including assembling different teams, managing crises, adjusting to change, and dealing with injustices and demands (Ajewumi, 2025).
Research frequently associates women leadership with transformational and participative leadership styles. The role of women in leadership has attracted increasing scholarly attention in recent decades, reflecting broader societal movements toward gender equality and inclusive organizational practices (Górska & Burlakova, 2025). Women leaders are often described as visionary, supportive, and inclusive in their approach to management. They tend to encourage open communication, shared decision-making, and team involvement in achieving organizational goals. This collaborative orientation can enhance employee engagement and foster a sense of ownership among team members. By emphasizing relationship-building and mutual respect, women leaders create an environment where individuals feel valued and motivated to contribute effectively.
Additionally, women leadership is closely linked to strong interpersonal competence and relational awareness. Many women leaders demonstrate the ability to build trust-based relationships, which are essential for maintaining high levels of cooperation within teams. This relational strength supports effective conflict resolution and encourages constructive feedback. In competitive organizational environments, trust and collaboration become critical drivers of performance. Women leaders who prioritize relationship-building often succeed in aligning individual efforts with collective goals. Their leadership approach tends to emphasize empathy and understanding, which strengthens morale and supports a positive organizational climate. As a result, women leadership contributes not only to operational effectiveness but also to long-term organizational stability.
Despite these strengths, women leaders may encounter structural and cultural challenges within organizational settings. Gender stereotypes, biases in promotion systems, and limited representation at senior levels can influence leadership experiences and opportunities. These barriers may require women leaders to demonstrate higher levels of competence and resilience to establish credibility and authority. However, many women leaders respond to these challenges by developing strong interpersonal skills, strategic thinking abilities, and adaptive leadership practices, further strengthening their effectiveness. A leader has an important role in the advancement of the organization. Leaders hold power to make decisions, make basic plans and determine organizational goals (Umar, 2021)
Women leadership has been increasingly linked to positive organizational outcomes, including enhanced innovation, improved team performance, and stronger ethical governance. Diverse leadership perspectives contribute to balanced decision-making and more comprehensive problem analysis. Women can develop an ethic of caring. They also have negotiation and conflict resolution skills (Suciu et al., 2023). Organizations led by women or with significant female representation in leadership often benefit from inclusive cultures and improved stakeholder relationships. Consequently, women leadership is not merely a matter of representation but a strategic factor that can significantly influence organizational performance and long-term sustainability.
Furthermore, women leadership plays a significant role in shaping organizational culture and ethical standards. Leaders serve as role models, and women leaders who demonstrate integrity, fairness, and accountability reinforce positive behavioral norms within their teams. Their inclusive leadership style often promotes equality and respect, contributing to a supportive and balanced work environment. Such cultural influence enhances employee satisfaction and strengthens organizational reputation. Ultimately, women leadership functions as a powerful driver of performance by combining relational strength, strategic insight, and inclusive decision-making. Through these qualities, women leaders make meaningful contributions to organizational effectiveness and sustainable success.


[bookmark: _Toc227331862]2.5	Organizational Performance
Organizational performance is making the necessary efforts and achieving the desired results, which is an immense challenge for businesses (Sarwar & Khattak, 2024). Organizational performance refers to the overall effectiveness with which an organization achieves its objectives and sustains competitive advantage. It encompasses both financial and non-financial outcomes that reflect the success of strategic decisions, operational processes, and leadership practices. Performance is commonly evaluated through indicators such as productivity, profitability, service quality, efficiency, innovation, and goal achievement. In service-oriented industries, performance is also closely linked to customer satisfaction and the organization’s reputation in the market. Strong organizational performance demonstrates the alignment between leadership direction, operational execution, and strategic vision.
From a strategic perspective, organizational performance reflects the ability of leadership to translate goals into measurable results. Effective leaders establish clear objectives, allocate resources appropriately, and ensure that teams work cohesively toward shared targets. When leadership direction is consistent and well-communicated, employees are more likely to perform efficiently and contribute meaningfully to organizational success. Conversely, unclear strategies or inconsistent leadership can lead to inefficiencies, reduced productivity, and weakened competitiveness. Thus, performance is not merely an outcome but a reflection of leadership effectiveness and organizational coherence. Top-performing organizations have specific characteristics in terms of the organization's vision and missions, goals, strategic thinking, leadership, organizational design, technology, and organizational processes (Bazrkar et al., 2022).
Organizational performance represents the overall effectiveness and efficiency with which an organization achieves its strategic objectives. In this fifth dimension, organizational performance is viewed as a multidimensional construct that includes financial outcomes, operational efficiency, service quality, innovation, and customer satisfaction. Strong performance reflects the alignment between leadership direction, team coordination, and resource utilization. When leadership practices promote clear vision, accountability, and collaboration, organizations are better positioned to achieve consistent results. 
Performance is not solely measured by profitability but also by the organization’s ability to sustain growth, maintain service standards, and adapt to environmental changes. In competitive and service-oriented industries, maintaining high organizational performance requires responsiveness, teamwork, and strategic clarity. Effective leadership contributes to these outcomes by ensuring that goals are well-communicated, processes are efficient, and teams remain motivated. Moreover, performance stability depends on the organization’s capacity to manage challenges proactively, minimize operational disruptions, and maintain stakeholder confidence. Therefore, organizational performance reflects both short-term achievements and long-term sustainability.
Operational efficiency is another critical dimension of organizational performance. Efficient organizations optimize processes, reduce waste, and ensure that resources are utilized effectively. In dynamic business environments, adaptability and responsiveness to change are essential for maintaining performance levels. Organizations that demonstrate flexibility in responding to market demands, technological developments, and competitive pressures are more likely to sustain growth. Organizational performance is critical to a business's long-term success. OP is a key outcome variable in business and management research, with applications ranging from human resources and marketing to operations management, international business, strategy, and information systems (Bashir, 2022). Leadership plays a central role in fostering innovation and ensuring that operational systems align with strategic priorities.
Organizational performance is closely linked to adaptability, innovation, and continuous improvement. Organizations operating in dynamic environments must respond quickly to market shifts, technological advancements, and evolving customer expectations. High-performing organizations demonstrate resilience by embracing change and fostering a culture of learning. This adaptability enables them to refine strategies, improve service delivery, and strengthen competitive positioning. Additionally, performance is influenced by internal cohesion and collective commitment to shared objectives. When teams operate with mutual trust and clear direction, productivity increases, and operational inefficiencies decrease. Innovation also plays a significant role in sustaining performance, as new ideas and improved processes enhance value creation. Sustainable organizational performance requires consistent evaluation, strategic adjustment, and strong leadership alignment with organizational goals. Ultimately, organizational performance serves as a comprehensive indicator of how effectively an organization integrates leadership capability, teamwork, and strategic management to achieve long-term success and maintain competitive advantage.
Furthermore, organizational performance is closely linked to sustainability and long-term viability. The management of organizational performance is a continuously evolving field, influenced by changes in stakeholder expectations, technological advancements, and increasing concerns about sustainability (Moumin, 2024).High-performing organizations maintain consistent growth, strong stakeholder relationships, and positive internal dynamics. Performance is strengthened when leaders cultivate a culture of accountability, continuous improvement, and shared commitment to organizational goals. Ultimately, organizational performance represents the cumulative impact of leadership decisions, strategic planning, and operational execution. It serves as a key indicator of organizational health and its capacity to achieve enduring success.

[bookmark: _Toc227331863]2.6	Empirical Studies
Empirical studies provide important evidence regarding the relationships between leadership practices, emotional intelligence, gender diversity in leadership, work-life balance, and organizational performance. Recent research has emphasized that leadership capabilities and organizational environments significantly influence employee behavior and performance outcomes. Jinyoung (2024) examined the role of emotional intelligence in leadership effectiveness and employee satisfaction. The study emphasized that emotional intelligence has become a crucial competency for leaders in modern organizations because it improves interpersonal relationships and workplace communication. The research found that leaders who demonstrate strong emotional intelligence are more capable of building trust, motivating employees, and maintaining a positive organizational climate. As a result, emotionally intelligent leadership significantly enhances employee engagement, job satisfaction, and overall organizational effectiveness. 
Similarly, A'yuninnisa et al. (2024) examined how leader emotional intelligence influences employee well-being and workplace productivity. The findings indicated that leaders who demonstrate empathy, emotional awareness, and supportive behavior create positive work environments that enhance employee satisfaction and organizational outcomes. This research adopted a quantitative research method to investigate how emotionally intelligent leadership contributes to positive employee outcomes. The research collected data from a sample size of 200 employees working in various service-oriented organizations. The sampling method used in the study was simple random sampling, which allowed each member of the population an equal opportunity to participate in the research. The results indicated that leaders with high emotional intelligence are more effective in creating supportive work environments, improving employee satisfaction, and enhancing organizational performance. The study concluded that emotional intelligence is a significant factor influencing leadership effectiveness and organizational success.
Another study conducted by Dhingra and Rani (2024) examined the impact of emotional intelligence and leadership style on organizational growth, focusing on key performance indicators such as revenue growth, employee productivity, and satisfaction. As organizations increasingly recognize the value of emotionally intelligent leadership, understanding how emotional intelligence and effective leadership behaviours contribute to growth has become essential. The study employed a quantitative approach, using a structured questionnaire based on a 5-point Likert scale to measure emotional intelligence, leadership style, and organizational growth among employees in leadership roles across diverse sectors. Data is analysed using SPSS, applying reliability tests, correlation, and regression analyses to identify the strength of relationships between variables and test the hypotheses. Findings of multiple regression analysis showed that both emotional intelligence and leadership style are significant predictors of organizational growth. This suggests that enhancing these factors may directly contribute to better growth outcomes in organizations.
Båghammar and Ohlande (2025) investigated female leadership, and the challenges they face, in male- versus female-dominated workplaces applying transactional and transformational leadership styles and to identify the challenges associated with these approaches using the Full Range Leadership Theory as a framework. This thesis used a qualitative method, including four semi-structured interviews with two women from contrasting gendered workplaces. Three research questions are developed to investigate how women used transactional and transformational leadership styles in a male- versus female-dominated workplace, and what challenges might arise when applying these leadership approaches. Findings revealed a predominant use of transformational leadership across both workplace contexts. Transactional leadership was applied selectively, with male-dominated settings favoring intrinsic motivators and female-dominated settings incorporating non-financial rewards. Contrary to prior research, no significant gender-specific challenges were reported, with leaders addressing general leadership issues through adaptive blending of styles, reflecting the Full Range Leadership Theory.
An empirical study conducted by Keller (2024) examined the relationship between women leadership representation and organizational performance. The research collected data from 210 employees and managers working in different organizations. The sampling method used in this study was stratified random sampling to ensure that respondents from different departments and managerial levels were adequately represented. The findings revealed that organizations with greater female representation in leadership positions demonstrate stronger decision-making processes, higher levels of innovation, and improved financial and non-financial performance outcomes. The study concluded that promoting gender diversity in leadership roles contributes positively to organizational effectiveness and long-term sustainability.
Pratiwi et al. (2023) investigated the influence of leadership style and quality of work life on organizational performance. The study adopted a quantitative research approach to analyze how leadership practices and workplace conditions contribute to improving organizational outcomes. Data were collected from 180 employees working in several service-based organizations. The sampling method used in the research was purposive sampling, which allowed the researcher to select respondents who had sufficient experience and knowledge about leadership practices within their organizations. The findings revealed that supportive and transformational leadership styles significantly improve employee commitment, teamwork, and productivity, which ultimately enhances organizational performance. The study concluded that effective leadership practices and supportive work environments are important factors in strengthening organizational effectiveness and achieving sustainable performance.
Kong et al. (2024) examined the influence of women leadership on corporate innovation and organizational performance. The study adopted a quantitative research approach to investigate how the presence of female leaders contributes to innovation outcomes within organizations. The research collected secondary data from 320 firms operating in developing economies across multiple industries. The sampling method used in this study was purposive sampling, focusing on firms that had clearly identified leadership structures and available performance data. The results indicated that organizations with women in leadership positions demonstrate higher levels of innovation, improved strategic decision-making, and stronger long-term performance. The study concluded that women leadership plays a significant role in promoting creativity, encouraging diverse perspectives, and enhancing organizational competitiveness in dynamic business environments.

[bookmark: _Toc227331864]2.7	Conceptual Framework of the Study
This study is guided by a conceptual framework that examines the relationship between women in leadership positions and organizational performance within the hotel industry, with specific reference to Andaman Seaview Hotel, Karon Beach, Phuket. 

Figure (2.1) Conceptual Framework of the Study
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Source: Own Compilation (2026)
The independent variables in this study are work–life balance, personality, and emotional intelligence and women leadership is the dependent variable. Then, women leadership serves as the independent variable and organizational performance is the dependent variable in this framework.

[bookmark: _Toc218629493]

CHAPTER III
RESEARCH METHODOLOGY

The research methodology employed to examine the role of women in leadership positions and its effect on organizational performance at Andaman Seaview Hotel, Karon Beach, Phuket. It outlines the research design, research approach, population and sample, data collection methods, research instruments, and data analysis techniques used in the study.

[bookmark: _Toc227331867]3.1	Research Design 
Research is a systematic and organized process of collecting, analyzing, and interpreting information to increase understanding of a particular topic or problem. It involves careful investigation using scientific methods to discover new knowledge, verify existing theories, or solve practical problems. Research helps scholars and practitioners make informed decisions based on reliable evidence rather than assumptions or personal opinions. As a result of the importance of study design to the overall outcome of a research process, it is important to identify the various types of research study designs, their strengths, limitations and similarities (Nwabuko et al., 2024).
Research method refers to the systematic techniques and procedures used by researchers to collect, analyze, and interpret data to answer research questions or test hypotheses. It provides the overall strategy that guides the research process, ensuring that the study is conducted in a logical, reliable, and objective manner. Research methods help researchers determine how data will be gathered, what tools will be used, and how the findings will be analyzed to produce meaningful results.
Quantitative research method refers to a systematic approach to research that focuses on collecting and analyzing numerical data to understand relationships, patterns, or effects among variables. This method uses statistical, mathematical, or computational techniques to test hypotheses and measure variables objectively. Quantitative research is commonly used when researchers aim to examine measurable phenomena and produce results that can be generalized to a larger population (Creswell & Creswell, 2022).
Qualitative research method refers to a research approach that focuses on understanding human experiences, perceptions, behaviors, and social phenomena through non-numerical data. This method emphasizes exploring meanings, interpretations, and insights rather than measuring variables using numbers. Qualitative research is commonly used when researchers aim to gain a deeper understanding of complex issues, attitudes, or social interactions within a specific context.
Mixed research method refers to a research approach that combines both quantitative and qualitative research methods within a single study. This method allows researchers to collect and analyze both numerical data and descriptive information to gain a more comprehensive understanding of the research problem. By integrating the strengths of quantitative and qualitative approaches, mixed research methods provide richer and more detailed insights into complex research issues.
This study adopts a quantitative research design to examine the impact of women in leadership position on organizational performance of Andaman Seaview Hotel. A quantitative approach is appropriate because it allows the researcher to collect numerical data and analyze relationships between variables in an objective and systematic manner. This approach facilitates statistical analysis and enables the findings to be generalized within the context of the organization.
Exploratory research refers to a type of research that is conducted to gain a better understanding of a problem or situation when there is limited knowledge or insufficient previous studies available. The main purpose of exploratory research is to explore ideas, identify key variables, and develop a clearer understanding of the research problem. This type of research helps researchers gather preliminary information that can guide further investigation and assist in forming research questions or hypotheses (Saunders et al., 2023).
Explanatory research refers to a type of research that aims to explain the relationship between variables and identify the causes and effects of a particular phenomenon. The main purpose of explanatory research is to clarify why and how certain events occur by examining the connections among different factors. This type of research goes beyond simply describing a situation; it focuses on understanding the underlying reasons and mechanisms that influence outcomes.
Descriptive research refers to a type of research that aims to describe the characteristics, behaviors, or conditions of a particular group, situation, or phenomenon. The main objective of descriptive research is to provide an accurate and systematic description of what is happening without attempting to manipulate variables or determine cause-and-effect relationships. This type of research helps researchers understand the status of a subject by collecting detailed information about it.
The study employs a descriptive research method, which is used to describe the characteristics of the study variables and the current situation within the organization. The descriptive research method is suitable for this study as it helps to assess employees’ perceptions of women’s leadership practices and organizational performance without manipulating any variables. In addition, this method allows the researcher to present an accurate description of the relationships between leadership-related factors and organizational performance.

[bookmark: _Toc227331868]3.2	Population and Sampling
Population in research refers to the entire group of individuals, objects, or events that share common characteristics and are the focus of a research study. It represents the total set of elements from which researchers draw conclusions. The population includes all members that meet the criteria defined by the researcher and about whom the researcher intends to generalize. In many studies, it may not be possible to collect data from the entire population; therefore, a smaller group called a sample is selected to represent the population. Populations help define the study's limits and give the reader clues about the surroundings and context as well as the opportunity to focus on specific areas within a predetermined scope. That means it is important to have a specific focus to avoid giving the same results to everyone (Hossan et al., 2023).
Sample size refers to the number of individuals, respondents, or units selected from a population to participate in a research study. It represents a smaller group that is chosen to represent the entire population so that researchers can collect data efficiently and draw conclusions about the larger group. Determining an appropriate sample size is important because it influences the accuracy, reliability, and validity of the research results. 
The population of the study consists of 60 female employees working at Andaman Seaview Hotel across different departments, including front office, housekeeping, food and beverage, and administration. Since the population size is relatively small and clearly defined, it provides an appropriate basis for selecting a representative sample for the study. The sample size for this study is determined using the Yamane formula, which is commonly applied to calculate sample sizes for finite population. The formula is expressed as follows:
n =N/ (1+ Ne2 )
Where:
n = sample size
N = population size
e = level of precision (sampling error)
For this study, the population size (N) is 60, and the level of precision (e) is set at 0.05. Substituting these values into the formula:
[bookmark: _Hlk218605316]n=60/1+60 (0.05)2
n =60/1+60 (0.0025)
n =60/1.15
n=52
Therefore, the calculated sample size for this study is approximately 52 respondents. 
Sampling method refers to the technique or procedure used by researchers to select a subset of individuals, units, or elements from a larger population for the purpose of conducting a research study. Since it is often impractical or impossible to study an entire population, sampling methods allow researchers to collect data from a smaller group that accurately represents the characteristics of the population. The selection of an appropriate sampling method is important because it affects the reliability and validity of the research findings. Based on the sample data, a determination can be made about the entire population. Samples assist in reducing the time and cost associated with conducting a survey (Rahman et al., 2022).
Probability sampling refers to a sampling method in which every member of the population has a known and equal chance of being selected for the study. This method uses random selection techniques to ensure that the sample represents the population accurately. Because everyone has an equal probability of being chosen, probability sampling helps reduce bias and increases the reliability and generalizability of research findings.
Non-probability sampling refers to a sampling method in which the selection of participants is not based on random selection, and the probability of each member of the population being chosen is unknown. In this method, researchers select samples based on convenience, judgment, or specific criteria related to the research objective. Non-probability sampling is often used when it is difficult to access the entire population or when time and resources are limited.
Simple random sampling is a type of probability sampling method in which every member of the population has an equal and independent chance of being selected for the sample. This method ensures fairness in the selection process because participants are chosen purely by chance, without any bias or preference. Simple random sampling is commonly used in research when the population is clearly defined and accessible, allowing researchers to obtain a representative sample. The study uses simple random sampling as the sampling technique. Simple random sampling ensures that every employee in the population has an equal and independent chance of being selected for the sample. 
[bookmark: _Toc218629075]
[bookmark: _Toc227331869]3.3	Data Collection Methods
Data collection as a main stage in research can overshadow the quality of achieving results by decreasing the possible errors which may occur during a research project (Taherdoost, 2021). Primary data refers to the original data that are collected directly by the researcher for the specific purpose of the research study. These data are gathered first-hand from respondents or sources through various methods such as surveys, questionnaires, interviews, observations, or experiments. Primary data are considered highly reliable because they are collected specifically to address the research objectives and research questions.
Secondary data refers to data that have already been collected, recorded, or published by other researchers, organizations, or institutions for purposes other than the current research study. These data are not gathered directly by the researcher but are obtained from existing sources such as books, journals, reports, government publications, websites, and previous research studies. Secondary data are commonly used in research to support background information, develop theoretical frameworks, and review previous findings related to the research topic.
This study utilizes both primary and secondary data to examine the role of women in leadership positions and its effect on organizational performance at Andaman Seaview Hotel, Karon Beach, Phuket. The use of multiple data sources enhances the credibility and completeness of the research findings. Primary data are collected through a structured questionnaire, which is the main data collection instrument for this study. The questionnaire is designed to gather quantitative data from employees across different departments of Andaman Seaview Hotel. It consists of closed-ended questions that measure respondents’ perceptions of work-life balance, personality, emotional intelligence, women’s leadership practices, and organizational performance. The structured questionnaire uses a five-point Likert scale, ranging from strongly disagree to strongly agree, to ensure consistency and ease of response. 
Secondary data are collected to support and strengthen the theoretical foundation of the study. These data are obtained from academic journals, textbooks, research articles, theses, and reputable online sources related to women in leadership, organizational performance, and the hotel industry. Secondary data are used to develop the literature review, conceptual framework, and research instruments, as well as to compare the study findings with existing research.

[bookmark: _Toc227331870]3.4	Data Analysis Method
Data analysis is simply the process of converting the gathered data to meaningful information. Different techniques such as modeling to reach trends, relationships, and therefore conclusions to address the decision-making process are employed in this process (Taherdoost, 2022). However, the data needs to be prepared before being used in the data analysis process. The data collected through the structured questionnaire are analyzed using statistical analysis techniques to address the research objectives and answer the research questions. After data collection, the completed questionnaires are reviewed for completeness and accuracy. The data are then coded and entered a statistical software package, such as the Statistical Package for the Social Sciences (SPSS), for analysis.
Reliability test is used to test the variables. Descriptive statistics are used to summarize and describe the demographic characteristics of the respondents and the main study variables. These include frequencies, percentages, means, and standard deviations. Descriptive analysis provides an overview of employees’ perceptions regarding work-life balance, personality, emotional intelligence, women’s leadership, and organizational performance at Andaman Seaview Hotel. To examine the relationships between the study variables, inferential statistical techniques are employed. In addition, regression analysis is conducted to assess the extent to which work–life balance, personality, and emotional intelligence influence women’s leadership and, subsequently, organizational performance. Regression analysis allows the researcher to evaluate the predictive power of the independent variables and understand their contribution to organizational performance.

[bookmark: _Toc227331618][bookmark: _Toc227331871]3.4.1	Reliability Test
In this study, a reliability test is conducted to ensure that the questionnaire used to measure the variables work-life balance, personalization, emotional intelligence, women leadership, and organizational performance was consistent and dependable. Reliability testing is important because it helps determine whether the items in the questionnaire measure the intended concepts accurately and consistently. A reliable research instrument ensures that respondents interpret and answer the questions in a consistent manner, which increases the credibility and validity of the research findings.
To evaluate the reliability of the questionnaire, the study applied Cronbach’s Alpha coefficient, which is a widely used statistical method for assessing the internal consistency of measurement scales. Cronbach’s Alpha measures how closely related a set of items are as a group. Reliability test is a measurement to see the test remains consistent after repeatedly performing on the subject and under the same conditions (Tadzkia, 2023). The value of Cronbach’s Alpha ranges from 0 to 1, where higher values indicate stronger reliability. In general, a Cronbach’s Alpha value of 0.70 or above is considered acceptable, while values above 0.80 indicate good reliability.
For this research conducted at Andaman Seaview Hotel, reliability testing is performed using statistical analysis software on the data collected from respondents. The results indicated that all variables achieved Cronbach’s Alpha values greater than the acceptable threshold of 0.70, confirming that the questionnaire items were internally consistent and reliable. This means that the measurement items used to evaluate the influencing factors of women leadership and their impact on organizational performance were appropriate and dependable for the study.

[bookmark: _Toc227331619][bookmark: _Toc227331872]3.4.2	Descriptive Statistics
Descriptive statistics are used in this study to summarize and present the collected data in a clear and organized manner. The purpose of descriptive statistics is to provide a simple description of the main features of the data collected from respondents. In this research, descriptive statistical analysis helped the researcher understand the characteristics of the respondents and their perceptions regarding work-life balance, personalization, emotional intelligence, women leadership, and organizational performance at Andaman Seaview Hotel.
The scope of descriptive statistics is central tendency measures and dispersion measures, while inferential statistics include hypothesis testing which can generalize samples to make conclusions about population characteristics (Nusantara et al., 2021).  Frequency and percentage were used to describe the demographic profile of respondents, including factors such as gender, age, educational background, and work experience. These statistics helped provide a clear overview of the characteristics of the participants involved in the study.
Furthermore, mean, and standard deviation are used to analyze the responses related to the main research variables. The mean value is used to determine the average level of agreement among respondents regarding statements related to work–life balance, personalization, emotional intelligence, women leadership, and organizational performance. A higher mean score indicates a stronger agreement among respondents, while a lower mean score indicates weaker agreement. Standard deviation is also calculated to measure the level of variation or dispersion in the responses provided by the respondents.

[bookmark: _Toc227331620][bookmark: _Toc227331873]3.4.3	Regression Analysis
Regression analysis is conducted in this study to examine the relationship between the independent variables work-life balance, personalization, and emotional intelligence and the dependent variable, organizational performance. The purpose of regression analysis is to determine how strongly the independent variables influence the dependent variable and to identify which factors significantly contribute to organizational performance. Regression Analysis is effective tool for predictions (Abdulrahman, 2024). In this research, regression analysis helped evaluate how women leadership factors affect the performance of Andaman Seaview Hotel. This statistical method allows researchers to examine the combined effect of multiple independent variables on a single dependent variable. By applying regression analysis, the study was able to measure the degree of influence that work–life balance, personalization, and emotional intelligence have on organizational performance.
According to Creswell and Creswell (2022), regression analysis is a statistical technique used to examine relationships among variables and determine whether changes in one variable led to changes in another. This method helps researchers test hypotheses and understand the predictive relationship between variables. Similarly, regression analysis is widely used in research to measure the impact of independent variables on a dependent variable and to estimate the strength of these relationships.

[bookmark: _Toc227331874]3.5	Ethical Consideration
 	Ethical considerations are carefully followed in conducting this research at Andaman Seaview Hotel to ensure that the study was carried out responsibly and respectfully toward all participants. Ethical research practices are essential to protect the rights, privacy, and dignity of respondents. The researcher ensured that the entire research process is conducted in accordance with accepted academic ethical standards, including voluntary participation, confidentiality, honesty in data reporting, and respect for participants. These ethical concerns remain a pressing matter relative to the well-established ethical conventions for research involving humans (McGregor, 2023).
Before distributing the questionnaire, the researcher clearly explained the purpose and objectives of the study to the employees of Andaman Seaview Hotel. Respondents were informed that the study aimed to examine the influencing factors on women leadership and organizational performance within the organization. Participation in the study is entirely voluntary, and respondents were free to decide whether they wanted to participate or not. No respondent is forced or pressured to complete the questionnaire, and participants were given the right to withdraw from the study at any stage without facing any negative consequences.
Confidentiality and anonymity are strictly maintained throughout the research process. The questionnaire does not require respondents to provide personal identifying information such as names or personal identification details. All responses are kept confidential and are used solely for academic research purposes. The collected data were analyzed collectively, and no individual responses were disclosed or reported. This ensured that participants felt comfortable sharing their honest opinions without concern about privacy or potential repercussions.
Furthermore, the researcher ensures that the information collected from the respondents was used only for academic purposes related to this research study. The data are stored securely and are not shared with unauthorized individuals or organizations. The researcher also ensured that the findings were presented honestly and accurately without any falsification or manipulation of data. All academic sources used in the research are properly cited to avoid plagiarism and maintain academic integrity. These ethical considerations helped ensure that the research process is conducted in a fair, transparent, and responsible manner.


[bookmark: _Toc227331876]CHAPTER IV
ANALYSIS OF THE INFLUENCING FACTORS ON WOMEN LEADERSHIP AND ORGANIZATIONAL PERFORMANCE OF ANDAMAN SEAVIEW HOTEL

The collected data were analyzed using SPSS to achieve the objectives of the study. This chapter presents a discussion of the respondents’ general information, descriptive statistics, reliability analysis of the variables, and overall descriptive analysis.

[bookmark: _Toc227331877]4.1	Demographic Characteristics of Respondents
This section presents the demographic profile of the respondents who participated in the study conducted at Andaman Seaview Hotel. The purpose of analyzing demographic characteristics is to provide a clear understanding of the background of the participants and to ensure that the sample represents the population appropriately. The demographic variables included in this study are gender, age, educational level, and work experience, which are considered important factors in understanding respondents’ perspectives. The data collected from respondents were analyzed using descriptive statistics such as frequency and percentage to summarize the demographic information. 

4.1.1	Marital Status
Respondents in this study are classified by marital status as either single or married.

Table (4.1) Marital Status Statistics
	Sr. No.
	Marital Status
	No. of Respondents
	Percentage

	1.
	Single
	42
	80.8

	2.
	Married
	10
	19.2

	Total
	52
	100.0


Source: Survey Data (March, 2026)

Table (4.1) presents the marital status of respondents at Andaman Seaview Hotel. Most respondents, accounting for 80.8%, are single, while 19.2% are married. This indicates that most employees participating in the study are unmarried, which may influence their perspectives on work–life balance and leadership roles.

4.1.2	Age 
Respondents in this study are classified by age groups to analyze the distribution of employees across different age categories at Andaman Seaview Hotel. This classification is important to understand the age structure of the workforce, as different age groups may have varying experiences, perspectives, and attitudes toward leadership and organizational performance.

Table (4.2) Age Statistics
	[bookmark: _Hlk67782536]Sr. No.
	Age (Years)
	No. of Respondents
	Percentage

	[bookmark: _Hlk68726262]1.
	≤ 25 Years
	11
	21.2

	2.
	26 - 35 Years
	32
	61.5

	3.
	36 - 45 Years
	6
	11.5

	4.
	46 - 55 years
	2
	3.8

	5.
	Above 55 years 
	1
	1.9

	Total
	52
	100.0


Source: Survey Data (March, 2026)

Table (4.2) presents the age distribution of respondents at Andaman Seaview Hotel. Most respondents, representing 61.5%, fall within the age group of 26–35 years, followed by 21.2% who are aged 25 years or below. A smaller proportion of respondents are within the age ranges of 36–45 years (11.5%), 46–55 years (3.8%), and above 55 years (1.9%). This indicates that most participants are relatively young and in their early career stages, which may influence their perceptions of leadership and organizational performance.

4.1.3	Education Level
Respondents in this study are classified according to their education level to examine the distribution of employees based on their academic qualifications at Andaman Seaview Hotel. This classification is important to understand the educational background of the workforce, as it may influence their knowledge, skills, and perceptions regarding leadership practices and organizational performance.
Table (4.3) Education Level Statistics
	[bookmark: _Hlk67827688]Sr. No.
	Education Level
	No. of Respondents
	Percentage

	1.
	High School
	6
	11.5

	2.
	Undergraduate
	7
	13.5

	3.
	Bachelor Degree
	29
	55.8

	4.
	Master Degree
	9
	17.3

	5.
	PhD Degree
	1
	1.9

	Total
	52
	100.0


Source: Survey Data (March, 2026)
Table (4.3) presents the education level of respondents at Andaman Seaview Hotel. The majority of respondents, accounting for 55.8%, hold a Bachelor’ s degree, followed by 17.3% with a Master’s degree. A smaller proportion of respondents have undergraduate-level education (13.5%) and high school qualifications (11.5%), while only 1.9% possess a PhD degree. This indicates that most respondents have a moderate to high level of education, which may influence their understanding of leadership practices and organizational performance.
4.1.4	Position
Respondents in this study are classified according to their job position to examine the distribution of employees across different organizational roles at Andaman Seaview Hotel. This classification is important to understand the hierarchical structure of the workforce, as employees in different positions may have varying responsibilities, experiences, and perspectives regarding leadership and organizational performance.
Table (4.4) Position
	Sr. No.
	Position
	No. of Respondents
	Percentage

	1.
	Manager
	9
	17.3

	2.
	Supervisor
	13
	25.0

	3.
	Officer
	15
	28.8

	4.
	Staff
	15
	28.8

	Total
	52
	100.0


Source: Survey Data (March, 2026)
Table (4.4) presents the distribution of respondents by position at Andaman Seaview Hotel. The results show that 28.8% of respondents are officers and 28.8% are staff, representing the largest proportion of participants in the study. This is followed by supervisors, who account for 25.0% of the respondents, while managers represent the smallest group at 17.3%.
This distribution indicates that most respondents are from operational and mid-level positions, providing practical insights into leadership practices and organizational performance. The inclusion of respondents from different hierarchical levels ensures a balanced perspective and enhances the reliability of the study findings.

4.1.5	Departments
Respondents in this study are classified according to their departments to examine the distribution of employees across different functional areas at Andaman Seaview Hotel. This classification is important to understand how employees from various departments contribute to organizational operations, as different departments may have distinct roles, responsibilities, and perspectives regarding leadership and organizational performance.

Table (4.5) Departments Statistics
	Sr. No.
	Department
	No. of Respondents
	Percentage

	1.
	Front Office
	14
	26.9

	2.
	Reservation
	8
	15.4

	3.
	Housekeeping
	7
	13.5

	4.
	Food and Beverage
	8
	15.4

	5.
	Administration
	15
	28.8

	Total
	52
	100.0


Source: Survey Data (March, 2026)

Table (4.5) presents the distribution of respondents by department at Andaman Seaview Hotel. Most respondents, accounting for 28.8%, are from the Administration department, followed by 26.9% from the Front Office. The Reservation and Food and Beverage departments each represent 15.4% of respondents, while Housekeeping accounts for 13.5%. This distribution indicates that employees from various functional areas participated in the study, providing diverse perspectives on leadership and organizational performance.

4.1.6	Working Experiences 
Respondents in this study are classified according to their working experience to examine the distribution of employees based on their length of service at Andaman Seaview Hotel. This classification is important to understand the level of experience among employees, as individuals with different years of service may have varying levels of knowledge, skills, and perceptions regarding leadership practices and organizational performance.

Table (4.6) Working Experiences Statistics
	Sr. No.
	Working Experiences (Years)
	No. of Respondents
	Percentage

	1.
	Less than 1
	7
	13.5

	2.
	1-3
	21
	40.4

	3.
	4-6
	15
	28.8

	4.
	7-9
	3
	5.8

	5.
	Above 9 
	6
	11.5

	Total
	52
	100.0


Source: Survey Data (March, 2026)

Table (4.6) presents the working experience of respondents at Andaman Seaview Hotel. Most respondents, accounting for 40.4%, have 1–3 years of working experience, followed by 28.8% with 4–6 years of experience. A smaller proportion of respondents have less than 1 year (13.5%), above 9 years (11.5%), and 7–9 years (5.8%) of experience. This indicates that most respondents have moderate working experience, which provides practical insights into leadership practices and organizational performance within the organization.

4.1.7	Monthly Salary 
Respondents in this study are classified according to their monthly salary to examine the income distribution of employees at Andaman Seaview Hotel. This classification is important to understand the economic background of the respondents, as salary levels may influence their job satisfaction, motivation, and perceptions of leadership and organizational performance.

                                               Table (4.7) Monthly Salary Statistics
	Sr. No.
	Monthly Salary (Kyats)
	No. of Respondents
	Percentage

	1
	≤ 300,000  
	5
	9.6

	2
	300,001 – 600,000  
	6
	11.5

	3
	600,001 – 900,000  
	8
	15.4

	4
	900,001 – 1,200,000  
	12
	23.1

	5
	1,200,001 – 1,500,000
	2
	3.8

	6
	More than 1,500,000
	19
	36.5

	Total
	52
	100.0


Source: Survey Data (March, 2026)

Table 4.7 presents the monthly salary distribution of respondents at Andaman Seaview Hotel. Most respondents, accounting for 36.5%, earn more than 1,500,000 MMK, followed by 23.1% earning between 900,001 and 1,200,000 MMK. A moderate proportion of respondents fall within the salary ranges of 600,001–900,000 MMK (15.4%) and 300,001–600,000 MMK (11.5%), while smaller groups earn ≤300,000 MMK (9.6%) and 1,200,001–1,500,000 MMK (3.8%). This distribution indicates that a significant number of respondents fall within higher income levels, suggesting a relatively experienced and professionally positioned workforce. The variation in salary levels provides a broader perspective on how income may influence employees’ perceptions of leadership and organizational performance.

[bookmark: _Toc227331878]4.2	Reliability Analysis of Variables 
Reliability analysis is conducted in this study to assess the internal consistency of the measurement scales used for the key variables, including work-life balance, personalization, emotional intelligence, women leadership, and organizational performance at Andaman Seaview Hotel. Ensuring reliability is essential to confirm that the questionnaire items consistently measure the intended constructs and produce stable results. 


Table (4.8) Reliability Analysis of the Variables
	[bookmark: _Hlk71229549]Sr. No.
	Variables
	No. of item
	Cronbach Alpha

	1
	Work Life Balance
	5
	.877

	2
	Personality
	5
	.847

	3
	Emotional Intelligence
	5
	.749

	4
	Women Leadership
	5
	.766

	5
	Organizational Performance
	5
	.767


Source: Survey Data (March, 2026)

Table (4.8) presents the reliability analysis of the variables used in the study conducted at Andaman Seaview Hotel. The results indicate that all variables have Cronbach’s Alpha values above the acceptable threshold of 0.70, confirming good internal consistency of the measurement scales.
Work life balance shows the highest reliability with a Cronbach’s Alpha value of 0.877, followed by Personality (0.847), indicating strong consistency among the items. Emotional Intelligence (0.749), Women Leadership (0.766), and Organizational Performance (0.767) also demonstrate acceptable reliability levels.
Values above 0.70 are considered acceptable, indicating that the questionnaire items are reliable and suitable for further analysis. Therefore, the results confirm that all variables used in this study are reliable and can be used for subsequent statistical analysis and interpretation.

[bookmark: _Toc227331879]4.3 	Descriptive Analysis of Influencing Factors, Women Leadership and Organizational Performance
Descriptive analysis is conducted in this study to examine the influencing factors of women leadership and their impact on organizational performance at Andaman Seaview Hotel. The purpose of this analysis is to summarize and interpret the responses of participants regarding key variables, including work–life balance, personality, emotional intelligence, women leadership, and organizational performance. This analysis helps provide a clear understanding of employees’ perceptions and attitudes toward these variables within the organization. 


4.3.1	Work Life Balance
In the context of this study conducted at Andaman Seaview Hotel, work–life balance is considered an important influencing factor on women leadership and organizational performance. A balanced work and personal life allow employees, especially women leaders, to perform their roles effectively without experiencing excessive stress or conflict between job and family responsibilities. 

Table (4.9) Descriptive Analysis of Work Life Balance
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	Employees can choose when they start and end work (e.g., Flextime, compressed work weeks).
	3.38
	.911

	2
	Female leaders in my hotel understand the work-life balance challenges faced by women employees.
	3.76
	.862

	3
	Women leaders encourage employees to balance work responsibilities with personal and family life.
	3.96
	.774

	4
	I feel comfortable discussing work-life balance issues with female supervisors or managers.
	3.69
	.829

	5
	Women leaders in my hotel provide emotional support when employees experience work-life conflict.
	3.63
	.864

	Overall Mean
	3.69
	


[bookmark: _Hlk199754064]Source: Survey Data (March, 2026)

Table (4.9) presents the descriptive analysis of work–life balance at Andaman Seaview Hotel. The overall mean score of 3.69 indicates that respondents generally have a positive perception of work–life balance practices within the organization.
Among the statements, the highest mean score (3.96) is for the statement that women leaders encourage employees to balance work responsibilities with personal and family life, indicating strong agreement among respondents. This is followed by the understanding of work–life balance challenges by female leaders (mean = 3.76). The lowest mean score (3.38) relates to flexible working arrangements, suggesting that employees perceive some limitations in flexibility.
The standard deviation values indicate a moderate level of variation in responses, showing that while most respondents share similar views, there are slight differences in perception. Overall, the findings suggest that women leadership plays a supportive role in promoting work–life balance, which contributes positively to employee well-being and organizational performance.

4.3.2	 Personality
In the context of this study conducted at Andaman Seaview Hotel, personality is considered an important factor influencing women leadership and organizational performance. 

Table (4.10) Descriptive Analysis of Personality
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	I see myself as someone who is talkative and confident when dealing with others.
	3.88
	.808

	2
	I see myself as someone who is considerate and kind to people at work.
	4.04
	.839

	3
	I see myself as someone who completes tasks efficiently and on time.
	4.04
	.713

	4
	I see myself as someone who remains calm when facing work pressure.
	3.71
	.776

	5
	I see myself as someone who is open to new ideas and ways of working.
	3.92
	.788

	Overall Mean
	3.92
	


Source: Survey Data (March, 2026)

Table (4.10) presents the descriptive analysis of personality traits among respondents at Andaman Seaview Hotel. The overall mean score of 3.92 indicates a high level of agreement, suggesting that respondents perceive themselves as possessing positive personality traits relevant to workplace performance.
The highest mean values (4.04) are observed for being considerate and kind at work, as well as completing tasks efficiently and on time, indicating strong agreement in these areas. Openness to new ideas (mean = 3.92) and confidence in dealing with others (mean = 3.88) also show positive perceptions. The lowest mean score (3.71) relates to remaining calm under work pressure, suggesting slightly lower confidence in handling stressful situations compared to other traits.
The standard deviation values indicate moderate consistency in responses among participants. Overall, the findings suggest that positive personality traits are well-developed among employees, which can contribute to effective women leadership and improved organizational performance.

4.3.3	Emotional Intelligence
In the context of this study conducted at Andaman Seaview Hotel, emotional intelligence is considered a key factor influencing women leadership and organizational performance. 

Table (4.11) Emotional Intelligence
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	I have a clear understanding of my own emotions at work.
	3.90
	.774

	2
	I can control my emotions and stay calm during stressful situations at work.
	3.75
	.764

	3
	I am sensitive to the feelings and emotions of my colleagues.
	3.23
	1.002

	4
	I can recognize the emotions of others through their behavior and facial expressions.
	3.81
	.768

	5
	I use my emotions to motivate myself to achieve work goals.
	4.00
	.741

	Overall Mean
	3.74
	


Source: Survey Data (March 2026)

Table 4.11 presents the descriptive analysis of emotional intelligence among respondents at Andaman Seaview Hotel. The overall mean score of 3.74 indicates that respondents generally have a positive level of emotional intelligence in the workplace.
The highest mean score (4.00) is observed for using emotions to motivate oneself to achieve work goals, indicating strong self-motivation among employees. This is followed by a clear understanding of one’s own emotions (mean = 3.90) and the ability to recognize others’ emotions (mean = 3.81). The ability to control emotions under stress (mean = 3.75) also shows a positive perception. However, the lowest mean score (3.23) is related to sensitivity toward colleagues’ emotions, suggesting that this area may need further improvement.
The standard deviation values indicate moderate variation in responses, with slightly higher variation in sensitivity toward others’ emotions. Overall, the findings suggest that emotional intelligence is fairly developed among employees, contributing positively to women leadership and organizational performance.

4.3.4	Women Leadership
In the context of this study conducted at Andaman Seaview Hotel, women leadership is considered a key variable that impacts both employee performance and overall organizational success. 

Table (4.12) Women Leadership
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	Women leadership has skills in innovation so that they can bring fresh ideas.
	3.85
	.777

	2
	The hotel identifies strategies to improve women’s leadership in Andaman Seaview Hotel.
	3.58
	.848

	3
	Women leadership perform in my hotel is treated as invisible or taken for granted.
	3.35
	.934

	4
	Female managers can improve organizational performance and the learning that employees receive from the organization.
	3.80
	.825

	5
	Their salaries and bonuses are recommended as strategies to improve women leadership hotel management.
	3.56
	.978

	Overall Mean
	3.63
	


Source: Survey Data (March, 2026)

Table 4.12 presents the descriptive analysis of women leadership at Andaman Seaview Hotel. The overall mean score of 3.63 indicates a moderately positive perception of women leadership within the organization. The highest mean score (3.85) shows that respondents agree that women leaders possess innovative skills and can bring fresh ideas to the organization. This is followed by the perception that female managers can improve organizational performance and employee learning (mean = 3.80). However, the lowest mean score (3.35) indicates that some respondents feel women leadership performance is sometimes overlooked or taken for granted. The standard deviation values indicate moderate variation in responses, suggesting differing opinions among employees. Overall, the findings highlight that while women leadership is positively perceived, there is still a need for stronger organizational support, recognition, and strategic initiatives to further enhance the role and effectiveness of women leaders.

4.3.5	Organizational Performance
In the context of this study conducted at Andaman Seaview Hotel, organizational performance is considered the key outcome variable influenced by factors such as work–life balance, personality, emotional intelligence, and women leadership. 

Table (4.13) Organizational Performance
	Sr. No.
	Statements
	Mean Value
	Std.
Deviation

	1
	     Women’s leadership in the organization can analyze the problem well.
	3.81
	.658

	2
	W Women can control themselves in any situation within the organization.
	3.51
	.834

	3
	The role of women in leadership results in good organizational performance.
	3.80
	.749

	4
	Women can often involve in making decisions.
	3.90
	.700

	5
	W Women are most responsible for everything.
	3.35
	1.278

	Overall Mean
	3.68
	


Source: Survey Data (March, 2026)

Table (4.13) presents the descriptive analysis of organizational performance at Andaman Seaview Hotel. The overall mean score of 3.68 indicates a generally positive perception of organizational performance influenced by women leadership.
The highest mean score (3.90) shows that respondents agree that women are actively involved in decision-making processes. This is followed by the ability of women leaders to analyze problems effectively (mean = 3.81) and their contribution to good organizational performance (mean = 3.80). However, the lowest mean score (3.35) relates to the perception that women are responsible for everything, indicating mixed opinions among respondents.
The standard deviation values indicate moderate variation, with higher variation in the last statement, suggesting differing views. Overall, the findings indicate that women leadership contributes positively to organizational performance, particularly in decision-making and problem-solving within the organization.

[bookmark: _Toc227331880][bookmark: _Hlk210585729]4.4	Multiple Regression Analysis of the Influencing Factors on Women Leadership
This section analyzes the key factors influencing women leadership at Andaman Seaview Hotel, based on the descriptive results of work–life balance, personality, and emotional intelligence. These factors play a crucial role in shaping the effectiveness, confidence, and performance of women leaders within the organization.

[bookmark: _Hlk227166555][bookmark: _Hlk227167249]Table (4.14) Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.736a
	.541
	.513
	.43880

	a. Predictors: (Constant), Emotional Intelligence, Work-Life Balance, Personality


Source: Survey Data (March, 2026)
a. Predictors: (Constant), Emotional Intelligence, Work-Life Balance, Personality

Table (4.14) presents the model summary of regression analysis for the influencing factors on women leadership at Andaman Seaview Hotel. The R value of 0.736 indicates a strong positive correlation between the independent variables (emotional intelligence, work–life balance, and personality) and the dependent variable (women leadership).
The R Square value of 0.541 shows that approximately 54.1% of the variation in women leadership can be explained by the three influencing factors included in the model. This indicates a moderate to strong explanatory power of the model. The Adjusted R Square value of 0.513 further confirms that after adjusting for the number of predictors, about 51.3% of the variation in women leadership is explained by these variables.
The standard error of the estimate (0.43880) indicates the average deviation of the observed values from the regression line, suggesting a reasonable level of accuracy in the model’s predictions.
Overall, the results indicate that emotional intelligence, work–life balance, and personality significantly contribute to explaining women leadership at Andaman Seaview Hotel, highlighting the importance of these factors in enhancing leadership effectiveness within the organization.

[bookmark: _Hlk227167329]Table (4.15) ANOVA
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	10.914
	3
	3.638
	18.894
	.000b

	
	Residual
	9.242
	48
	.193
	
	

	
	Total
	20.156
	51
	
	
	

	a. Dependent Variable: Women Leadership

	b. Predictors: (Constant), Emotional Intelligence, Work-Life Balance, Personality


Source: Survey Data (March, 2026)

Table (4.15) presents the ANOVA results of the regression analysis for the influencing factors on women leadership at Andaman Seaview Hotel. The purpose of ANOVA (Analysis of Variance) is to test whether the overall regression model is statistically significant.
The results show that the F-value is 18.894 with a significance level (Sig.) of 0.000, which is less than the standard threshold of 0.05. This indicates that the regression model is statistically significant and that the independent variables—emotional intelligence, work–life balance, and personality collectively have a significant effect on women leadership.
The regression sum of squares (10.914) represents the variation explained by the model, while the residual sum of squares (9.242) represents the unexplained variation. The total sum of squares (20.156) indicates the overall variation in the dependent variable.
Overall, the ANOVA results confirm that the model is a good fit for the data and that the selected influencing factors significantly contribute to explaining women leadership at Andaman Seaview Hotel.
[bookmark: _Hlk227167425]

Table (4.16) Coefficients
	[bookmark: _Hlk227167474][bookmark: _Hlk227167507]Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.706
	.437
	
	1.615
	.113

	
	Work-Life Balance
	.450
	.162
	.497
	2.774
	.008

	
	Personality
	-.016
	.186
	-.016
	-.087
	.931

	
	Emotional Intelligence
	.355
	.147
	.325
	2.415
	.020

	a. Dependent Variable: Women Leadership


Source: Survey Data (March 2026)

Women Leadership = .706 + .450 Work-Life Balance + .355 Emotional Intelligence
Table (4.16) presents the regression coefficients for the influencing factors on women leadership at Andaman Seaview Hotel. The results indicate that work–life balance and emotional intelligence have a positive and statistically significant impact on women leadership, while personality does not show a significant effect.
Work-life balance has a significant positive effect on women leadership (B = 0.450, Sig. = 0.008), indicating that better balance between work and personal life enhances leadership effectiveness. Emotional intelligence also shows a significant positive influence (B = 0.355, Sig. = 0.020), suggesting that leaders with higher emotional awareness and control are more effective in their roles.
On the other hand, personality has a negative but insignificant effect (B = -0.016, Sig. = 0.931), indicating that it does not significantly contribute to women leadership in this model. The standardized coefficients (Beta) show that work–life balance (Beta = 0.497) is the most influential factor, followed by emotional intelligence (Beta = 0.325).
Overall, the findings suggest that improving work–life balance and emotional intelligence can significantly enhance women leadership at Andaman Seaview Hotel, while personality does not appear to be a determining factor in this context.




[bookmark: _Toc227331881]4.5 	Linear Regression Analysis of Women Leadership on Organizational              Performance
Linear regression analysis is conducted to examine the impact of women leadership on organizational performance at Andaman Seaview Hotel. The purpose of this analysis is to determine whether women leadership significantly influences organizational performance and to measure the strength and direction of this relationship. The regression model considers women leadership as the independent variable and organizational performance as the dependent variable. 

[bookmark: _Hlk227167578]Table (4.17) Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.718a
	.515
	.505
	.43884

	a. Predictors: (Constant), Women Leadership


Source: Survey Data (March, 2026)

Table (4.17) presents the model summary of the linear regression analysis examining the effect of women leadership on organizational performance at Andaman Seaview Hotel. The R value of 0.718 indicates a strong positive relationship between women leadership and organizational performance.
The R Square value of 0.515 shows that approximately 51.5% of the variation in organizational performance can be explained by women leadership. This suggests that women leadership plays a significant role in influencing organizational performance. The Adjusted R Square value of 0.505 further confirms that, after adjusting for the model, about 50.5% of the variance in organizational performance is explained by women leadership.
The standard error of the estimate (0.43884) indicates the average deviation of the observed values from the predicted values, suggesting that the model has a reasonable level of accuracy.
Overall, the results demonstrate that women leadership has a strong explanatory power and contributes significantly to organizational performance at Andaman Seaview Hotel.

                                      


[bookmark: _Hlk227167632]Table (4.18) ANOVA
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	10.232
	1
	10.232
	53.131
	.000b

	
	Residual
	9.629
	50
	.193
	
	

	
	Total
	19.861
	51
	
	
	

	a. Dependent Variable: Organizational Performance

	b. Predictors: (Constant), Women Leadership


Source: Survey Data (March 2026)

Table (4.18) presents the ANOVA results of the linear regression analysis examining the impact of women leadership on organizational performance at Andaman Seaview Hotel. The ANOVA test is used to determine whether the regression model is statistically significant.
The results show that the F-value is 53.131 with a significance level (Sig.) of 0.000, which is less than the standard threshold of 0.05. This indicates that the regression model is highly significant. Therefore, women leadership has a statistically significant effect on organizational performance.
The regression sum of squares (10.232) represents the variation in organizational performance explained by women leadership, while the residual sum of squares (9.629) represents the unexplained variation. The total sum of squares (19.861) indicates the overall variation in organizational performance.
Overall, the ANOVA results confirm that the model is a good fit and that women leadership significantly influences organizational performance at Andaman Seaview Hotel.
[bookmark: _Hlk227167686]Table (4.19) Coefficient
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.094
	.360
	
	3.038
	.004

	
	Women Leadership
	.712
	.098
	.718
	7.289
	.000

	a. Dependent Variable: Organizational Performance


Source: Survey Data (March 2026)

Table (4.19) presents the regression coefficients for the impact of women leadership on organizational performance at Andaman Seaview Hotel. The results indicate that women leadership has a strong positive and statistically significant effect on organizational performance.
The coefficient for women leadership (B = 0.712, Sig. = 0.000) shows that an increase in women leadership leads to a significant increase in organizational performance. The standardized coefficient (Beta = 0.718) further indicates a strong positive relationship between the two variables.
The t-value of 7.289, which is statistically significant, confirms that women leadership is an important predictor of organizational performance. Additionally, the constant value (1.094) indicates the baseline level of organizational performance when women leadership is not considered.
Overall, the findings demonstrate that strengthening women leadership can significantly enhance organizational performance at Andaman Seaview Hotel. This highlights the importance of promoting and supporting women in leadership roles to achieve better organizational outcomes.



                       


CHAPTER V
CONCLUSION

	This study provides a comprehensive overview of the key factors influencing women leadership and organizational performance at Andaman Seaview Hotel. The introduction has highlighted the importance of women leadership in today’s competitive organizational environment and emphasized the role of factors such as work-life balance, personality, and emotional intelligence in shaping leadership effectiveness. It also established the research problem, objectives, and significance of the study, demonstrating the need to explore how these factors contribute to enhancing organizational performance. Overall, the introduction sets a clear foundation for the study, guiding the subsequent chapters in examining the relationship between women leadership and organizational success.

[bookmark: _Toc227331884]5.1		Findings and Discussions
 	This section presents the findings and discussion of the study on the influencing factors on women leadership and organizational performance at Andaman Seaview Hotel, focusing on the descriptive analysis of variables, the regression analysis of influencing factors on women leadership, and the impact of women leadership on organizational performance.
	The findings from the descriptive analysis indicate that respondents generally have positive perceptions toward all key variables, including work-life balance, personality, emotional intelligence, women leadership, and organizational performance. Work-life balance shows a moderate level of agreement, suggesting that employees perceive some level of support in balancing their professional and personal responsibilities. Personality demonstrates the highest level of agreement, indicating that employees possess strong personal traits such as confidence, kindness, and efficiency. Emotional intelligence also reflects a favorable perception, showing that employees are capable of understanding and managing emotions effectively. Women leadership is viewed positively, although some respondents feel that women leaders are sometimes under-recognized. Organizational performance is also perceived positively, indicating that the organization is performing effectively.
	The regression analysis of influencing factors reveals that work–life balance and emotional intelligence have a significant positive effect on women leadership. This suggests that when employees experience better support in managing work and personal life, and when leaders demonstrate strong emotional intelligence, women leadership becomes more effective. However, personality does not show a significant influence on women leadership, indicating that personal traits alone may not directly determine leadership effectiveness without the support of other factors.
	Furthermore, the analysis examining the relationship between women leadership and organizational performance shows a strong and significant positive effect. This finding indicates that effective women leadership contributes to improved organizational outcomes, such as better decision-making, enhanced teamwork, and increased productivity. The results highlight that women leader play a crucial role in driving organizational success. In discussion, the study suggests that organizations should focus on improving work–life balance policies and developing emotional intelligence skills to enhance women leadership. Although personality traits are important, they may require organizational support to effectively contribute to leadership performance. Additionally, the strong relationship between women leadership and organizational performance emphasizes the need to promote and support women in leadership roles.
	Overall, the findings confirm that work–life balance and emotional intelligence are key factors influencing women leadership, which in turn significantly enhances organizational performance at Andaman Seaview Hotel. These insights provide valuable implications for management to develop effective strategies that support women leadership and improve overall organizational success.
[bookmark: _Toc227331885]
5.2	Suggestions and Recommendations
Based on the findings of the study conducted at Andaman Seaview Hotel, several practical recommendations are proposed to enhance women leadership and improve organizational performance.
The organization should implement flexible work arrangements such as adjustable working hours, shift flexibility, and supportive leave policies to improve work–life balance. Providing a supportive environment for employees to manage both professional and personal responsibilities can strengthen leadership effectiveness and reduce workplace stress.
It is recommended that the organization introduce training and development programs focused on emotional intelligence. These programs should aim to improve self-awareness, emotional regulation, empathy, and communication skills among employees and leaders. Strengthening emotional intelligence can enhance leadership capability, improve teamwork, and create a more positive work environment.
The organization should establish leadership development initiatives specifically designed to support women in leadership roles. Mentorship programs, career development opportunities, and leadership workshops can help women build confidence, decision-making skills, and managerial competence. Providing equal opportunities for promotion and leadership roles is essential to strengthen women leadership within the organization.
In addition, the organization should improve recognition and reward systems by offering fair salaries, performance-based incentives, and bonuses. Recognizing employees’ contributions can increase motivation, job satisfaction, and overall productivity.
The organization should also promote a supportive and inclusive workplace culture that values diversity and encourages open communication. Creating an environment where employees feel respected and valued can improve collaboration and organizational effectiveness.
Finally, regular evaluation and feedback mechanisms should be implemented to monitor employee satisfaction, leadership effectiveness, and organizational performance. Continuous assessment will help identify areas for improvement and ensure that organizational strategies remain effective and aligned with employee needs. These recommendations can help Andaman Seaview Hotel strengthen women leadership and achieve sustainable organizational performance.

[bookmark: _Toc227331886]5.3	Needs for Further Research
This study provides valuable insights into the influencing factors on women leadership and organizational performance at Andaman Seaview Hotel. However, there are several areas that require further research to deepen understanding and improve the generalizability of the findings.
Future research can expand the sample size and include multiple hotels or organizations within the hospitality industry to provide more comprehensive and comparative results. A broader sample would enhance the reliability of findings and allow researchers to examine whether similar patterns exist across different organizational settings.
Further studies may also include additional variables that could influence women leadership and organizational performance, such as organizational culture, leadership style, job satisfaction, employee engagement, and training and development. Including these factors can provide a more holistic understanding of leadership effectiveness.
It is also recommended that future research adopt a mixed-method approach by combining quantitative and qualitative methods. Qualitative techniques such as interviews or focus group discussions can provide deeper insights into employees’ experiences and perceptions, which may not be fully captured through questionnaires alone.
Longitudinal studies are another area for future research, as they can examine changes in women leadership and organizational performance over time. This approach would help identify trends, long-term impacts, and the effectiveness of organizational strategies.
Additionally, comparative studies between male and female leadership could be conducted to explore differences in leadership styles and their impact on organizational outcomes. This would contribute to a better understanding of gender dynamics in leadership.
Finally, further research in these areas can provide more detailed and comprehensive insights, contributing to the development of effective strategies to enhance women leadership and organizational performance in the hospitality industry and beyond.
[bookmark: _Toc218629500]        
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APPENDIX
Questionnaire


Respected Sir / Madam
I am pleased to inform you that I am a student at Swiss School of Business Research pursuing a degree in   Master’s in business administration (MBA). As partial fulfillment of my degree, I am conducting research on “Influencing Factors on Women Leadership and Organizational Performance of Andaman Seaview Hotel”. I assure you that this is purely academic research and participation in this study is voluntary.
Please note that any information you give will be treated confidentially. Your assistance will be highly appreciated. Thank you for your cooperation.

Yours faithfully,
Ms. Nandar Tun













INFLUENCING FACTORS ON WOMEN LEADERSHIP AND ORGANIZATIONAL PERFORMANCE OF ANDAMAN SEAVIEW HOTEL

                                                                                                                                                                    
Section (A)
Demographic Profile of Respondent

Please tick (√) the appropriate answer. 
Section A: Respondent Profile 

1. Marital Status 
· Single
· Married 

2. Age (Years)
· ≤ 25 Years 
· 26 – 35 Years 
· 36-45 Years
· 46-55 Years 
· Above 55 Years 

3. Education Level 
· High School
· Undergraduate 
· Bachelor’s degree
· Master’s degree
· Ph D degree

4. Positions
· Manager
· Supervisor
· Officer
· Staff			
5.  Departments
· Front Office
· Reservation
· HouseKeeping 
· [bookmark: _Hlk220677557][bookmark: _Hlk220677526]Food& Beverage         
· Administration 

6. Working Experiences in this Hotel
· Less than1year
· 1 – 3 years
· 4 – 6 years
· 7 -9 years
· Over 9 years

7.Monthly Salary (Kyats)
· ≤ 300,000
· 300,001 – 600,000
· 600,001 – 900,000
· 900,001 – 1,200,000
· 1,200,001 – 1,500,000
· Over 1,500,000





Section (B)
Influencing Factors
Please indicial the responses that best fit your agreement or disagreement with each statement by ticking (√) only a box from the following interpretations of the scales:
Strongly Disagree	-	1 
Disagree	-	2   
Neutral		-	3                  
Agree	-	4
[bookmark: _Hlk220852383]Strongly Agree	-	5 

1. Work Life Balance

	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1
	Employees can choose when they start and end work (e.g.flextime, compressed work weeks).
	
	
	
	
	

	2
	Female leaders in my hotel understand the work-life balance challenges faced by women employees.
	
	
	
	
	

	3
	Women leaders encourage employees to balance work responsibilities with personal and family life.
	
	
	
	
	

	4
	I feel comfortable discussing work-life balance issues with female supervisors or managers.
	
	
	
	
	

	5
	Women leaders in my hotel provide emotional support when employees experience work-life conflict.
	
	
	
	
	





2.  Personality
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1
	I see myself as someone who is talkative and confident when dealing with others.
	
	
	
	
	

	2
	I see myself as someone who is considerate and kind to people at work.
	
	
	
	
	

	3
	I see myself as someone who completes tasks efficiently and on time.
	
	
	
	
	

	4
	I see myself as someone who remains calm when facing work pressure.
	
	
	
	
	

	5
	I see myself as someone who is open to new ideas and ways of working.
	
	
	
	
	



3. Emotional Intelligent
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1
	I have a clear understanding of my own emotions at work.
	
	
	
	
	

	2
	I can control my emotions and stay calm during stressful situations at work.
	
	
	
	
	

	3
	I am sensitive to the feelings and emotions of my colleagues.
	
	
	
	
	

	4
	I can recognize the emotions of others through their behaviour and facial expressions.
	
	
	
	
	

	5
	I use my emotions to motivate myself to achieve work goals.
	
	
	
	
	





Section (C)
Women Leadership and Organizational Performance
Please indicial the responses that best fit your agreement or disagreement with each statement by ticking (√) only a box from the following interpretations of the scales:
Strongly Disagree	-	1 
Disagree	-	2   
Neutral		-	3                  
Agree	-	4
Strongly Agree	-	5 
1. 	Women Leadership
	Sr. No.
	Statement
	1
	2
	3
	4
	5

	1
	Women leadership has skills in innovation so that they can bring fresh ideas.
	
	
	
	
	

	2
	My hotel identifies strategies to improve women’s leadership in Andaman Seaview Hotel.
	
	
	
	
	

	3
	Women leadership perform in my hotel is treated as invisible or taken for granted.
	
	
	
	
	

	4
	Female managers can improve organizational performance and the learning that employees receive from the organization.
	
	
	
	
	

	5
	Fair salaries and bonuses are recommended as strategies to improve women leadership hotel management.
	
	
	
	
	





2. Organizational Performance
	Sr. No
	Statement
	1
	2
	3
	4
	5

	1
	Women's leadership in the organization can analyse the problem well.
	
	
	
	
	

	2
	Women are able to control themselves in any situation within the organization.
	
	
	
	
	

	3
	The role of women in leadership results in good organizational performance.
	
	
	
	
	

	4
	Women can often involve in making decisions.
	
	
	
	
	

	5
	Women are most responsible for everything.
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APPENDIX (B)
SPSS Output
                         
Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.736a
	.541
	.513
	.43880

	a. Predictors: (Constant), Emotional Intelligent, Work-Life Balance, Personality


                                 
ANOVA
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	10.914
	3
	3.638
	18.894
	.000b

	
	Residual
	9.242
	48
	.193
	
	

	
	Total
	20.156
	51
	
	
	

	a. Dependent Variable: Women Leadership

	b. Predictors: (Constant), Emotional Intelligent, Work-Life Balance, Personality



                      
Coefficients
	                                              Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.706
	.437
	
	1.615
	.113

	
	Work-Life Balance
	.450
	.162
	.497
	2.774
	.008

	
	Personality
	-.016
	.186
	-.016
	-.087
	.931

	
	Emotional Intelligent
	.355
	.147
	.325
	2.415
	.020

	a. Dependent Variable: Women Leadership





Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.718a
	.515
	.505
	.43884

	a. Predictors: (Constant), Women




ANOVA
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	10.232
	1
	10.232
	53.131
	.000b

	
	Residual
	9.629
	50
	.193
	
	

	
	Total
	19.861
	51
	
	
	

	a. Dependent Variable: Organizational Performance

	b. Predictors: (Constant), Women Leadership




Coefficient
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.094
	.360
	
	3.038
	.004

	
	Women Leadership
	.712
	.098
	.718
	7.289
	.000

	a. Dependent Variable: Organizational Performance
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