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Abstract
Purpose: The study aims to determine the level of work-life balance,
talent management skills, and institutional performance of Northern Iloilo
Polytechnic State College (NIPSC) key officials during the COVID 19 pandemic.
Methods: This study is descriptive-correlational research using purposive
samplings. The 97 key officials from the 7 campuses were selected as
respondents of this study. The researcher adopted a questionnaire focused
on work balance, talent management skills, and institutional performance.
To analyze the data, statistical tools like frequency count, percentage, mean,
standard deviation for descriptive, and for inferential were t-test, one-way
analysis of variance, and Pearson’s r was utilized. Results: The results revealed
that the work-life balance of different units’ heads was ”Highly Balanced”.
While the talent management skills were ”Highly Managed”. And, the level of
key officials’ institutional performance was ”Outstanding.” Furthermore, the
findings also indicate that there are no significant differences in the level of
work-life balance, talent management skills, and institutional performance of
school officials. The school key officials’ highly balanced lifestyle was able them
to cater to the needs of their work and personal life in this catastrophe. Their
experiences as key officials improved their management skills and impacted
and influenced them to cope with the crisis. Novelty: Higher Education
Institutions (HEIs) unit heads should know work-life balance for teachers
and management skills to inspire colleagues for institutional performance in
this virus crisis. This pandemic teaches key officials to become dynamic and
visionary to manage the new educational policies by implementing different
modalities and training for teachers. The four mandates such as instruction,
research, extension services, and production of the college are prospering
despite health protocols restrictions.
Keywords: Northern Iloilo Polytechnic State College; key Officials; Pandemic;
WorkLife Balance; Management Skills; Institutional Performance 1
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1 Introduction
COVID-19 has become a global health crisis with almost 36 million people having been infected and millions have died
as of October 6, 2020, and counting. The outbreak of the virus in 2019 was a major problem in colleges and universities.
In the US, legislators take an active role to address the challenges by introducing bills like pause collection of payments,
requiring higher education institutions (HEIs) to develop emergency plans, and exploring strategies to address funding for
public higher institutions (1). Arab universities have already adopted technology and a digital environment long before the
COVID19 pandemic hit the world. But the Palestine universities should address the lack of a strategic plan, digital inequity,
and technology infrastructure must be given importance by creating instructional designers and evaluation processes (2).

To lessen the spread of COVID-19, educational institutions temporarily shut down, and over 28 million Filipino learners
across academic levels (3) are forced to use blended learning (4) or flexible learning. Coronavirus affects the education system,
schools around the world shifted to distance learning just to continue the education system. But in developing countries, the
lack of gadgets and connectivity hinders the new policy to prosper but designs and innovations like modular approaches, zero
free internet materials, and broadcast teaching were adopted (5). State Universities and Colleges (SUCs) in the country serve as a
beacon of hope in times of pandemic.The contributions of researchers and experts in various fields were remarkable such as the
Philippines-National Institutes ofHealth (UP-NIH)COVID-19 diagnostic kit, other institutions created facemasks, face shields
from recycledmaterials, and also protective suits (6). Also, nineteen schools in the country were used as quarantine facilities with
the collaboration of local government units (LGU) to grapple with the recent situation. With proper health protocol imposed
by the Inter-Agency Task Force for the Management of Emerging Infectious Diseases (IATF-EID). The concerned agencies
signed a memorandum of agreement to set up government facilities that could temporarily serve as community isolation units
or quarantine facilities (7).

Just like other countries, SUCs in the Philippines during COVID 19 also moved to alternative learning modes and
technologies for delivering education serve as best practices in Southeast Asia despite the gaps and challenges (8). The current
issues, problems, and trends bought about by the pandemic in the education systems encourage experts to plan and implement
based on new normal educational policy (9). And school key officials are instruments to have effective and highly managed
institutions during this pandemic. For almost 16 months with no face-to-face, together with the members of the academe, they
look for solutions to implement the new normal educational policies using differentmodalities.Thus, this studywas formulated.

In this study, unit heads are referred to key officials of the college such as college presidents, vice presidents, administrators,
deans, and directors. They are the ones who plan activities, projects, and programs related to COVID 19 pandemic response.
The closure of schools and shift into flexible learning is big issues and problems among key officials as the pressure to implement
effectively depends on their shoulder. Hence, the work-life balance, talent management skills, and institutional performance of
the unit heads of NIPSC were studied during the COVID-19 pandemic.

The important role of the teachers in learning is unquestionable. Teachers have a lot of influence on their classroom
practices. Teachers should have and apply specific abilities without which their influence may not be reflected in their students’
performance in the subject. For students to be able to make the connection between what is taught in school and its application
in problem-solving in real life, the teacher has to be effective in their teaching. There has been no consensus on the importance
of specific teacher factors, leading to the common conclusion that the existing empirical evidence does not find a strong role
for teachers in the determination of academic achievement. This study, therefore, sought to investigate the influence of teacher
characteristics in influencing students’ performance (10). The availability of qualified teachers determined the performance of
students in schools. Further, teachers’ attitudes contributed significantly to student attention in classrooms (11).The policy shifts
due to the pandemic factors like age and experiences make it difficult for teachers to adapt from face-to-face educational
activities to online learning (12).

The school faces a lot of pressure in the competence for a talented workforce, for constantly improving the teachingmethods,
entrants of advanced technology, and for the teacherswho are inclined to achievework-life balance specifically in this pandemic.
The success of any organization depends upon the quality of the workforce, but to maintain the quality of the workforce, many
schools come across several obstacles. The ability to effectively manage top talents in the organization is therefore central to
employee performance and seems to form a strong association with employee commitment. As school administrators struggle
to find a talented pool, they are equally faced with the dilemma of how to retain knowledgeable workers and replace the aging
workforce who will be retiring (13).

All this adds to the stress among teachers leading to imbalanced work-life equations. Thus, there is a need to study work-life
balance issues vis-à-vis, teachers. A study on work-life balance initiatives and how these initiatives impact employees’ personal
and professional performance. It also investigates the relationship betweenwork-life balance initiatives and employees’ attitudes
towards work-life conflicts. The relationship of various facets of work-family balance with organization commitment (OC)
and its different dimensions among employees in the service sector. Business practices and academic research allows work-
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life balance as important factors. Furthermore, work-life balance is the top priority in many consciousness’s of employers and
employees (14). To avoid the rapid spread of the virus, many companies suggested working at home but experts included it only
made that worse for maintaining a healthy work-life balance (15). However, COVID 19 has also a positive side by revealing that
many companies prioritize their employees’ well-being by offering more openness to flexibility and benefits (16).

During this pandemic, work-life balance among employed adults coupled with stress is a struggle. Assistant Professor Hoda
Vaziri of the University of North Texas (UNT) together with the team developed best practices for organizations to adopt. This
serves employees and increases job satisfaction and work-life balance in this pandemic (17).

These best practices are;

1. Develop policies and practices to help employees manage work and family effectively
2. Train managers on the importance of compassion during societal crisis events
3. Recognize and reward compassionate supervisor behaviors
4. Proactively adopt new technologies that support remote work in general and in times of societal crisis.
5. Provide support services and training to employees on new technologies
6. Train employees on various coping mechanisms, such as emotion versus problem-focused, and appropriate situations in

which to use them [18].

6. Train employees on various coping mechanisms, such as emotion versus problem-focused, and appropriate situations in
which to use them (18).

Talent management competencies are a set of behavioral patterns that the line managers need to attract, select, engage,
develop and retain talented employees to reach specific desirable business objectives for the organization.

The organizations which continuously support talent management focus on building organizational abilities by bringing
talents into the processes and systems and they focus on the development of a high level of awareness and the abilities to
support talent management in three groups: the individuals themselves, the line managers, and the professionals in human
resources (19).

Talent management is becoming one of the main tools of business competitiveness, and organizations can hardly compete
without highly skilled workers and the continual investment in the human capital and to have the right people in the right
places and at the right time is critical for any organization to achieve the competitive advantage. Furthermore, the success of any
organization depends strongly on having talented individuals. Therefore, the ability to deal with talent and talent management
TM effectively has been andwill be one of the biggest challenges facing organizations today (20). On the other hand, HRM ismore
focused on the development of people. Talentmanagement is viewed as a strategic processmandatory for the global strategy (21).

Human resources management focuses on all employees, while talent management focuses on “key employees” or “talent”
or “top talent”, top talent can be defined as a person “who routinely exceeds expectations while exhibiting the right behaviors
and is agile in the learning approach. These are the people whom customers pay a premium and others strive to work with (22).

The concept of integrated talent management integrates the business strategy, the human resources strategy, talent
management processes, and the organizational culture (23).

Economic shock, global health crisis, social behavior, and business impact are among the adverse consequence brought about
by the COVID-19 pandemic. Also, operations of the business which includes the academe required talent management for a
smooth transition in new normal policies (24).

Institutional performance can be assessed and measured on three different levels. As one of the most complicated areas but
vital for the implementation of public policy in various government sectors but one of the key fields in research (25). In higher
education, leaders and experts or key officials focus on four aspects such as teaching, research, impact, industry collaboration,
and international Outlook (26).

Today, improving institutional performance is different from decades ago. For instance, society viewed higher education as
an individual benefit and expenses must be shoulder by individuals rather than by the government. Also, competition among
schools to provide quality education for all is very strong especially in for-profit institutions (27).

The study of 107 SUCs on digital governance and institutional performance results showed early and middle stages
of implementation and mostly concentrated on content and usability features. Both digital governance and institutional
performance have a substantial relationship. Many of these SUCs according to their levels focused on instruction, research,
extension, and productions as their pillars (28).

With the lack of knowledge in technologies and gadgets, much higher education faculty experience difficulties in the new
educational policy in this pandemic. Thus, the majority disagreed with “Classroom teaching could be completely replaced by
online teaching mode” (29).
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In Indian, online learning is getting popular as one of the in-demand teaching strategies in times like this; however, health
issues among teachers and students are the major concern coupled with lack of connectivity. But face-to-face learning is now
prohibited, the education community has no choice but to accept the current trends but with proper precautions (30).

In the Philippines, the Commission on Higher Education (CHED) under the Unified Students Financial Assistance System
for Tertiary Education (UniFAST) legislated by the House of Congress provides tertiary education subsidies (TES) to help
students belong to low-income families. During this pandemic, CHEDcontinues to release funds for SUCs and local universities
and colleges (LUCs) for the academic year 2019-2020 (31).

To this effect, the main objective of the study is to identify school key officials’ work-life balance, talent management skills,
and institutional performance of Northern Iloilo Polytechnic State College (NIPSC) during the COVID 19 pandemic.

2 Methods
This is a descriptive correlational study that used purposive sampling techniques by selecting the current administrators as
respondents. The instrument used to gather the data pertinent to the investigation consisted of four parts: Part One was used to
obtain data about the personal factors of the respondents; Part Two, was used to determine the level school work-life balance
of the respondents; Part Three, was used for talent management skills; and Part Four, was used for performance.

Tomeasure the participants’ work-life balance, the researcher used the work-life balance questionnaire by Beluso.The work-
life balance questionnaire is composed of sixty-one (61) statements that pertain to respondents’ work-life balance activities in
different indicators such as personal factors; work-related factors; and non-work-related factors.

To measure the participants’ talent management skills, the researcher used the talent management skills question-
naire (32). The talent questionnaire was composed of forty-three (43) statements that pertain to respondents’ work talent man-
agement skills. The items indicate the degree of the respondents’ agreement or disagreement with the responses with the fol-
lowing descriptions and numerical weights; 5 - strongly agree; 4 – agree; 3 - neither agree nor disagree; 2 – disagree; 1 - strongly
disagree. The reliability coefficient (Cronbach alpha) in the pilot study, for all 15 items will be 0.83.

The data gathered were subjected to computer-processed statistics employing the Statistical Package for the Social Sciences
Software (SPSS) using frequency count, percentage, mean, standard deviation, t-test, One-Way Analysis of Variance, and
Pearson’s r. The margin of error was set at .05.

3 Results and Discussion
Table 1 shows the level of key officials’ work-life balance during the pandemic.

Table 1. Level of Key Officials’ Work-Life Balance
Work-Life Balance Mean Verbal Description SD
Personal Life Factor 4.49 Highly Balanced .525
Work Related Factor 4.38 Highly Balanced .510
General Mean 4.44 Highly Balanced .512

Legend: 4.21-5.00 (Highly Balance);3.41-4.20 (Moderately Balanced);
2.61-3.40 (Balanced); 1.81-2.60 (Moderately Imbalanced); 1.00-1.80
(Imbalanced).

The results reveal the level of school administrators’ work-life balance. It was classified according to Personal Life Factor
(M=4.49, SD=.525) and Work-Related Factor (M=4.38, SD=.510). Both categories had a description of “Highly Balanced” with
Personal Factor taking the highest mean.

Table 2 shows the level of school administrators’ talent management skills when categorized into: “Establishes andmaintains
Positive Relationship” (M=4.68, SD=.493), “Attract andRecruits Talent” (M=4.68, SD=.493), “Remunerates andRewards Fairly”
(M=4.50, SD=.503), “Provides Meaningful and Challenging Work” (M=4.50, SD=.503), “Identifies and Differentiates Talented
Employees” (M=4.50, SD=.503), “DevelopsOthers” (M=4.38, SD=.510), and “Display a TalentManagementMindset” (M=4.38,
SD=.510). All categories had a description of “Highly Managed” with “Establishes and maintains Positive Relationship” and
“Attract and Recruits Talent” as the highest mean scores.

One of the major issues of organizations on the Covid-19 pandemic is about impairing the capacities of workers. This
unexpected event challenges the skills and knowledge of high-ranking officials (33). The lockdown causes a sudden shift to
work from home scheme. The availability of technology and connectivity is the top priority. Thus, the key officials should
revisit the policy and make revisions for the new normal (34). The study on work-life balance showed health is important as a
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family (35). Work from home policy is a fruitful innovation to both employees and organizations (36).

Table 2 shows the talent management skills of key officials of NIPSC during Covid 19 crisis.

Table 2. Talent management skills of key officials during Covid 19 crisis
Talent Management Skills Mean Mean SD
Establishes and Maintains Positive Relationship 4.68 Highly Managed .493
Attract and Recruits Talent 4.68 Highly Managed .493
Remunerates and Rewards Fairly 4.50 Highly Managed .503
Provides Meaningful and Challenging Work 4.50 Highly Managed .503
Identifies and Differentiates Talented Employees 4.50 Highly Managed .503
Develops Others 4.38 Highly Managed .510
Display a Talent Management Mindset 4.38 Highly Managed .510
General Mean 4.52 Highly Managed .519
Legend: 4.21-5.00 (Highly Managed); 3.41-4.20 (Moderately Managed); 2.61-3.40 (Managed); 1.81-
2.60 (Moderately Unmanaged); 1.00-1.80 (Unmanaged).

Table 3 show also reveals the level of school administrators’ institutional performance. This level of performance was
categorized into Extension (M=4.68, SD=.493), Production (M=4.5=, SD=.503), Instruction (M=4.49, SD=.525), and Research
(M=4.38, SD=.510) where all Performance indicators had a description of “Outstanding” with Extension having the highest
mean.

Redesigning talent management practices during this pandemic is important. Remote working is the new normal (37).

Table 3. Level of Key Officials’ Institutional Performance
Performance Mean Description Std. Deviation
Extension 4.68 Outstanding .493
Production 4.50 Outstanding .503
Instruction 4.49 Outstanding .525
Research 4.38 Outstanding .510
General Mean 4.51 Outstanding .501
Legend: 4.21-5.00 (Outstanding); 3.41-4.20 (Very Good); 2.61-3.40
(Good); 1.81-2.60 (Fair); 1.00-1.80 (Needs Improvement).

The results also revealed that there are no significant differences in the level of work life balance of school administrators
when classified according to Educational Attainment (Personal Life Factor: F(2,87) = .071, p = .931; Work Life Factor: F(2,87)
= .214, p = .808) and Academic Rank (Personal Life Factor: F(3,86) = .066, p = .978; Work Life Factor: F(3,86) = .128, p = .944).

Also, there were no significant differences in the level of talent management of school administrators when classified to age
(Display a Talent Management Mindset: t(88) = .385, p= .701; Attract and Recruit Talent: t(88) = .399, p= .691; Identify and
Differentiates Talented Employees: t(88) = .000, p= 1.000; Develops Others: t(88) = .385, p = .701; Establish and Maintains
Positive Relationship: t(88) = .399, p= .691; and Provides Meaningful and Challenging Work: t(88) = .000, p= 1.000).

In addition, the findings indicates that there were no significant differences in the level of talent management of school
administrators when classified to gender (Display a Talent Management Mindset: t(88) = .430, p= .668; Attract and Recruit
Talent: t(88) = .671, p= .504; Identify and Differentiates Talented Employees: t(88) = .627, p = .532; Develops Others: t(88)
= .430, p= .668; Establish and Maintains Positive Relationship: t(88) = .671, p= .504; Provides Meaningful and Challenging
Work: t(88) = .627, p= .532; and Remunerates and Rewards Fairly: t(88) = .627, p= .532).

Further, the outcomes exposed that there were no significant differences in the level of talent management of school
administrators when classified to the length of

(Display a Talent Management Mindset: t(88) = -.304, p= .762; Attract and Recruit Talent: t(88) = -.316, p= .753; Identify
and Differentiates Talented Employees: t(88) = .000, p = 1.000; Develops Others: t(88) = -.304, p= .762; Establish and Maintains
Positive Relationship: t(88) = -.316, p= .753; and Provides Meaningful and Challenging Work: t(88) = .000, p= 1.000; and
Remunerates and Rewards Fairly: t(88) = .000, p= 1.000).

Additionally, there were no significant differences in the level of talent management of school administrators when classified
to educational attainment of (Display a TalentManagementMindset: F(2,87) = .214, p = .808; Attract andRecruit Talent: F(2,87)
= .068, p = .934; Identify and Differentiates Talented Employees: F(2,87) = .255, p = .775; Develops Others: F(2,87) =
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.214, p = .808; Establish and Maintains Positive Relationship: F(2,87) = .068, p = .934; Provides Meaningful and Challenging
Work: F(2,87) = .255, p = .775; and Remunerates and Rewards Fairly: F(2,87) = .255, p = .775).

Moreover, it revealed that there were no significant differences in the level of talent management of school administrators
when classified to the educational attainment of

(Display a Talent Management Mindset: F (3,86) = .128, p = .994; Attract and Recruit Talent: F(3,86) = .055, p = .983;
Identify and Differentiates Talented Employees: F (3,86) = 1.409, p = .246; Develops Others: F (3,86) = .128, p = .944; Establish
and Maintains Positive Relationship: F(3,86) = .055, p = .983; Provides Meaningful and Challenging Work: F(3,86) = 1.409, p =
.246; and Remunerates and Rewards Fairly: F (3,86) = 1.409, p = .246).

Likewise, it revealed that there were no significant differences in the level of institutional performance of school
administrators when grouped according to age (Instruction: t(88) = .815, p= .369; Research: t(88) = .039, p= .845;
Extension: t(88) = .908, p= .343; and Production: t(88) = .346, p = .758). And, there were no significant differences in the
level of institutional performance of school administrators when grouped according to sex (Instruction: t(88) = .328, p= .369;
Research: t(88) = .831, p= .845; Extension: t(88) = .155, p= .343; and Production: t(88) = .000, p = .701).

There were no significant differences in the level of institutional performance of school administrators when grouped
according to length of service (Instruction: t(88) = .479, p= .328; Research: t (88) = .872, p= .831; Extension: t(88) = .451, p=
.155; and Production: t(88) = .529, p = 1.000). Also, the results uncovered that there were no significant differences in the level of
institutional performance of school administrators when grouped according to educational attainment (Instruction: F(2,87) =
.071, p = .931; Research: F(2,87) = .214, p = .808; Extension: F(2,87) = .068, p = .934; and Production: F(2,87) = .255, p =
.775. It was also discovered that there were no significant differences in the level of institutional performance of school
administrators when grouped according to academic rank (Instruction: F(3,86) = .066, p = .978; Research: F(3,86) = .128, p =
.944; Extension: F(3,86) = .055, p = .983; and Production: F(3,86) = 1.246, p = .246.

The results further showed that there is a strong significant relationship between work-life balance and institutional
performance (r = 1.000, p = .000). And, there is a strong significant relationship between work-life balance and institutional
performance (r = .436, p = .000).

Nowadays, teachers are facing a lot of stress and a low level of work-life balance; thus, interventions like mental health
awareness are important (38). Furthermore, teachers with the same age bracket have similar perceptions in terms of personal life
interference and work-life enhancement (39).

In the business world, talentmanagement is a source of competitiveness to attract employees to performbetter for the success
of the companies. Thus, leaders in these companies worked hard as innovative assets to sustain potentials, talented employees.
However, this skill must be reviewed and often assessed (40). Managing a group of people; specifically, in academe requires great
talent. Talent management skills showed a great impact on the performance of the organization. If this skill is properlymanaged
and implemented it can help the organization achieve goals and vision (41). In higher education, t talent management strategies
of a private higher education institution are still a work in progress due to lacking evidence (42).

ArticleXIVSection 10 of the 1987PhilippinesConstitutions state to give priority to research. Furthermore, the EducationAct
of 1994 or Republic Act No. 7722 created the CHED and one of the mandated is the research (43). Research is the heart of every
SUCs in the country.Through research, we can improve instruction, create extensions and produce production. However, many
higher institutions in the archipelago have little interest in research. One of them is NIPSC and but the administration works
hard to encourage faculty to engage in research by giving funding and sending to various conferences local and international.

Higher education institutions (HEIs) comprising the Philippine Association of State Universities and Colleges (PASUC)
highlight the role of extension and research this pandemic during their annual summit last August 26, 2020.During thismeeting
participated by 112 member organizations shared research and extension activities to combat COVID 19 pandemic (44). All
higher institutions are a force to engage in COVID 19 related types of research.

4 Conclusions
The highly balanced lifestyle of the key officials enabled them to cater to the need of their work and personal life during the
COVID-19 pandemic. These attitudes and behaviors of NIPSC unit heads are a big help to the ideal norms that are affected by
the new normal educational policy due to the current situations. Work-life balance for administrators was supervisor-driven;
administrators who worked in different divisions and different areas within those divisions had varied work-life experiences.
Therefore, it was concluded that the school administrators highly manage the talents of their constituents which resulted in a
good relationship in the state college. There was a need to consider the work-life balance of the administrators to improve the
institutional performance of the campuses despite limited access because of various restrictions to combat the rapid spread of
the coronavirus. A policy must be formulated as best practices of NIPSC to battle against any human and natural disasters in
the future to safeguard the quality education to various clientele.
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