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Abstract:  

The study explores how Authentic Leadership and Learning Transfer shape the work 

performance of non-social workers as case managers in the Pantawid Pamilyang Pilipino 

Program (4Ps) of the DSWD – Field Office XI. It utilized a quantitative, correlational 

research design with 159 respondents selected using proportional, stratified, and 

purposive sampling techniques across the Davao Region. The results revealed that both 

authentic leadership and learning transfer significantly influence employee performance, 

with learning transfer demonstrating a stronger predictive impact, where motivation to 

transfer emerged as the strongest predictor. It highlights the important role of employees’ 

willingness to apply acquired knowledge in actual work settings. In authentic leadership, 

internalized moral perspective and balanced processing also significantly contributed to 

performance outcomes, reinforcing the importance of ethical and transparent leadership 

in public service. Notably, while the overall performance levels were high, creativity and 

innovation got comparatively lower results, suggesting structural and professional 

potential limitations within the organization. The study emphasizes that strengthening 

post-training support mechanisms and fostering authentic leadership practices can 

significantly enhance workforce performance. Hence, it provides strategic insights for 

leadership development, capacity-building initiatives, and policy enhancement in social 

welfare agencies, particularly in contexts where non-social workers play pivotal roles in 

program implementation. 
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1. Introduction and Literature Review 

 

In social welfare and public service delivery, an individual's job performance is a key 

predictor of the effectiveness of social welfare programs (Asif & Rathore, 2021; Nor, 2025). 

Wang & Ahoto (2022) reported that the competence of personnel involved in case 

management significantly influenced client satisfaction and service outcomes. The results 

highlight the need to develop further the skills of all staff involved in delivering social 

welfare services, regardless of their professional background (Kohrt et al., 2025). For 

instance, Social Case Management is a crucial role for social workers that significantly 

impacts the success of implementing social welfare interventions (May et al., 2023). Balog 

(2026) argued that there are challenges in performing social work practice, particularly in 

the extent of the case management process. In contrast, Mdhlalose (2022) emphasized that 

employee learning and competency development are strengthened when organizations 

provide supportive environments that encourage the application of acquired knowledge 

and skills in the workplace. It was further noted that rising service demands in social 

welfare programs require organizations to maximize available human resources while 

continuously strengthening workforce competencies (Mdhlalose, 2022).  

 Furthermore, Park et al. (2021) found sufficient indicators that could substantially 

affect the performance of both social workers and non-social workers in service delivery. 

Consequently, this affects the program's accomplishment, as work performance in 

service implementation is highly correlated with better results, which eventually lead to 

satisfactory outcomes among program recipients (Wang & Ahoto, 2022). For instance, Tu 

et al. (2022) found that practitioners with higher work performance in social welfare 

organizations have higher job satisfaction and experience lower levels of burnout. Wang 

& Ahoto (2022) also implied that a similar significant impact on work performance is 

correlated to the organizational support and opportunities for professional development. 

Balog (2026), on the other hand, agreed that heavy workload, inadequate training, and 

lack of resources also affect the work performance of the program implementers in case 

management.  

 In the Philippines, the Pantawid Pamilyang Pilipino Program (4Ps) is the lead 

poverty reduction strategy of the national government that involves non-social workers 

in its case management in response to community concerns through the convergence of 

integrated services in elevating the well-being of the marginalized and disadvantaged 

sectors (4Ps 2020 Operations Manual [5th ed., p.24-25]). The program also includes other 

social service components that are responsive to beneficiaries' circumstances through an 

intensive social case management strategy (4Ps 2020 Operations Manual [5th Ed., p. 24-
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25]). Therefore, the work performance of the program implementers is a crucial factor in 

service delivery, particularly in case management (Destajo & Despi, 2025). 

 Recent studies suggest that employees from diverse professional backgrounds 

contribute varied perspectives, knowledge, and problem-solving approaches that can 

strengthen organizational performance and service delivery outcomes (Leroy et al., 2021). 

Wang & Ahoto (2022) also agreed that individuals with diverse educational backgrounds 

achieve better outcomes. While other studies suggest that non-social workers in social 

welfare services are among the multidisciplinary strategies for implementing programs 

(Lloyd et al., 2023). 

 Petrů and Zychová (2023) also found in their study that the efficiency of case 

management is greatly influenced by competence and performance. Hence, it is 

imperative to examine and evaluate which factors may have influenced the performance 

of field implementers, as several studies have shown that the effectiveness of social 

service programs similar to the 4Ps depends on the professional competency of each 

practitioner (Destajo & Despi, 2025). Furthermore, it is crucial to study the performance 

of both social workers and non-social workers, as this provides a better understanding of 

the factors that contributed to success and the gaps in activities that may affect the 

implementation of every social service program. Hence, this would reinforce which areas 

require improvement, the skills and knowledge expected for an effective and efficient 

outcome, the best practices adopted and implemented, and the internal or external 

supports necessary (Kan et al., 2025).  

 While most of the studies focused on the performance of social workers in social 

welfare programs and services and their impact on the success of the implementation, it 

is also significant to evaluate the efficiency of non-social workers as allied professions 

and paraprofessionals who carry out case management, as a multidisciplinary approach 

in program implementations to counter the multifaceted and intergenerational 

vulnerabilities of every sector in the country (Salih et al., 2026).  

 In a separate study, Maxhakana and Sithole (2024) found that both social workers 

and non-social workers face various challenges during case management; these 

challenges may differ in nature due to their different backgrounds and competencies. 

Hence, it is imperative to understand their differences in performance to develop, should 

it be necessary, interventions specific to the needs of both program implementers (Kan et 

al., 2025). This is also supported by a phenomenological study on the quality of case 

management services provided by social workers, which identified gaps that require 

regular training and other similar interventions to improve employee performance 

(Kambat, 2025). 

 A similar comparative study on the performance of social workers and non-social 

workers in case management in the Philippines found that social workers had a higher 

level of performance than non-social workers in various areas such as assessment, 

planning, implementation, and evaluation; however, there was no in-depth result on the 

reasons for factors that may have influenced the differences. Hence, this study is pursued 

to assess the significant factors influencing the work performance of social welfare 
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practitioners and to develop targeted interventions that lead to effective and efficient 

social welfare programs.  

 Furthermore, broader views link learning transfer to the concepts and roles of 

motivation and to the influence this can have on employees' work performance, their 

attempts to initiate transfer, and their persistence. In turn, this also links to the concepts 

of self-efficacy and creative self-efficacy, as well as to the notion of a growth mindset. 

Learning transfer is closely associated with employee motivation, self-efficacy, and the 

ability to apply acquired competencies within workplace settings. Employees who 

perceive training as relevant and beneficial are more likely to transfer learning into actual 

job performance (Mdhlalose, 2022).  

 Leaders' behavior has a substantial impact on how staff members carry out their 

tasks, remain engaged, and help the organization achieve its goals. Empirical research 

indicates that authentic leadership helps build trust, reinforces ethical conduct, and 

fosters a positive work environment, and these conditions are closely linked with higher 

levels of employee performance and job satisfaction (Leroy et al., 2021; Al-Ali et al., 2022). 

Ladao et al. (2022) concluded that authentic leadership positively correlates with 

performance, which this study will focus on. In particular, the study by Adarlo et al. 

(2025) found that supportive leadership leads to more satisfactory outcomes, even among 

non-social workers. Petinglay, L. G., & Abioda, L. A. (2024), on the other hand, cited in 

their study how facilitative leadership and opportunities for professional development 

and training are linked not only to improved performance but also to job satisfaction 

among program implementers. 

 Winton et al. (2022) reported that authentic leadership positively affects employee 

job satisfaction, engagement, and organizational outcomes. The review highlights the 

importance of ethical leadership practices in promoting positive employee attitudes and 

performance. Hence, a lack of substantive support, resources, and insufficient leadership 

inversely affects employee performance (Adarlo et al., 2025).  

 A related study by Maisyaroh et al. (2021) among non-social workers found that 

outcomes improved among leaders with clear expectations and who provided 

opportunities for self-development. This is also supported by the result of a similar study 

by Moullin et al. (2021), which focused on evidence-based practices. Hence, it is necessary 

for the program to also invest in learning transfer and effective leadership to improve 

program outcomes (Al-Ali et al., 2022).  

 The transformational leadership model is among the notable theories that best 

exemplify how leadership influences subordinate performance (Bass & Riggio, 2006). The 

study by Petinglay, L. G., & Abioda, L. A. (2024) found that transformational leadership 

among social workers and non-social workers strongly correlates with work satisfaction 

and experience, which eventually leads to improved job performance in case 

management. More directly relevant to the present study is the Authentic Leadership 

Theory proposed by Avolio and Gardner (2005). The theory highlights four key 

leadership qualities—self-awareness, relational transparency, balanced processing, and 
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an internalized moral perspective—as central traits that shape how employees think and 

feel about their work and how they perform. 

 Within this theoretical frame, authentic leaders are understood to build 

workplaces where trust, ethical behavior, and positive psychological development are 

present. These conditions, in turn, are associated with stronger employee performance 

and better overall organizational functioning. For this study, the theory therefore serves 

as the primary lens for examining how authentic leadership shapes the performance of 

non-social workers. 

 Another theory adopted in this study is the Social Learning Theory (SLT), which 

posits that learning may occur through observational learning, modeling, and positive 

reinforcement (Bandura, 1977). Further, Self-Determination Theory (SDT) holds that 

every person has an inherent need for independence, competence, and connection (Deci 

& Ryan, 1985). Hence, the theory implies that the correlation between leadership and self-

development can predict success, along with a self-reliant and capable workforce that has 

relationships with its leaders (Petinglay, L. G., & Abioda, L. A., 2024). 

 Systems Theory is one of the recognized models in Social Work because of its array 

of applicability (Teater, 2014). The theory acknowledges that every person has several 

interdependent systems that impact the underlying interrelatedness of one's behavior 

from the micro to the macro level (Robbins, Chatterjee, & Canda, 2018). Systems Theory 

applies to this study because it views employee performance as the result of how various 

organizational conditions and individual characteristics work together. In this 

framework, authentic leadership is treated as a feature of the organizational system, 

whereas learning transfer is understood as an aspect of individual development. In the 

social welfare setting, these factors work together to shape how staff go about their day-

to-day responsibilities. From this perspective, the theory supports the view that 

performance arises from the changing interactions among various systems rather than 

from any single, independent influence. 

 The Walumbwa et al. (2008) study will serve as the basis for the indicators of the 

first independent variable, which include self-awareness, relational transparency, 

balanced processing, and an internalized moral perspective. In addition, Holton et al.'s 

(2000) study will serve as the basis for the indicators of the second variable: employee 

readiness, performance self-efficacy, and motivation to transfer. Furthermore, the study 

by Esmael et al. (2016) will serve as a basis for the indicators of the dependent variable, 

namely, work efficiency, work planning, creativity and innovation, and effort. These 

components are discussed in detail to gain further insight into the impact of authentic 

leadership and learning transfer on the performance of non-social workers. 

 The first independent variable is authentic leadership, a management style in 

which people act in a genuine, sincere, and true-to-self way (Walumbwa et al., 2008). It 

has the following indicators: self-awareness, relational transparency, balanced 

processing, and an internalized moral perspective. In this study, self-awareness refers to 

an understanding of how one derives meaning from the world and how that meaning-

making process shapes one's self-view over time. Secondly, relational transparency is the 
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act of presenting one's authentic self to others. Such behavior promotes trust by openly 

sharing information and expressing one's true thoughts and feelings, while minimizing 

displays of inappropriate emotions. Balanced processing in this study refers to 

objectively analyzing all relevant data before reaching a decision. Such people also solicit 

views that challenge their deeply held positions. Lastly, internalized moral perspective 

refers to an internalized and integrated form of self-regulation. This sort of self-regulation 

is guided by internal moral standards and values rather than by group, organizational, 

and societal pressures, and it results in expressed decision-making and behavior that are 

consistent with these internalized values. 

 In this study, the measures of learning transfer are adapted from the Learning 

Transfer System Inventory (LTSI) developed by Holton, Bates, and Ruona (2000). The 

LTSI highlights key influences on how effectively employees bring newly learned 

knowledge and skills into their work, focusing in particular on employee readiness, 

performance self-efficacy, and motivation to transfer. 

 Employee readiness in this study refers to the formal, explicit sharing of 

information about a training program and its expectations. In addition, performance self-

efficacy refers to an individual's internal beliefs, confidence, and self-motivation. These 

are thoughts that a person has internalized based on prior experience or incidents. Lastly, 

motivation to transfer refers to the imparting of explicit knowledge and motivation to 

apply that learning at work.  

 Lastly, the dependent variable of the study is employee performance, which refers 

to how a member or staff member fulfills the duties of their role, completes required 

tasks, and behaves in the workplace (Esmael et al., 2016). Accordingly, it states that 

employee performance is divided into 4 domains: work efficiency, work planning, 

creativity and innovation, and effort. Efficiency in this study refers to the greatest number 

of tasks and labor accomplished with the least time and effort. In addition, planning the 

work refers to an innovative approach to accomplishing work within an organization. 

Moreover, creativity and innovation are centered on original thought and knowledge, 

which unleash potential and are integral to idea generation, helping turn your ideas into 

viable solutions. 

 In recent years, the extant literature on the connections among authentic 

leadership, learning transfer, and employee performance has grown markedly. However, 

no studies have investigated the combined impact of these two variables on the 

performance of non-social workers. Although scholarship on authentic leadership, 

learning transfer, and employee performance has expanded in recent years, most studies 

have treated these constructs separately or have focused on settings such as social work 

practice, private-sector organizations, or the broader public service, rather than 

examining them together in a single framework. 

 There is still limited empirical work on how, together, authentic leadership and 

learning transfer affect the performance of non-social workers who serve as case 

managers in social welfare agencies. In addition, research on the Pantawid Pamilyang 

Pilipino Program (4Ps) has mainly focused on program implementation, beneficiary 
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outcomes, and social workers' competencies, with far less attention to the factors that 

shape performance among non-social workers. 

 This gap necessitates an investigation into the predictive influence of authentic 

leadership and learning transfer on employee performance among non-social workers 

engaged in social welfare service delivery. Therefore, this portion of the study reviews 

the relevant literature on the relationship between the independent and dependent 

variables. 

 Most previous studies focused separately on social workers or non-social workers, 

using similar variables to those in the present study and its correlations. This research, 

on the other hand, will include non-social workers serving as case managers and will 

focus on how authentic leadership and learning transfer influence their performance. 

This study is broader due to its variables, for which no similar studies have been 

conducted in this setting. 

 Furthermore, the study will be conducted with participants from social services 

agencies, such as the Department of Social Welfare and Development, and non-

governmental organizations. The study is well-timed and relevant, given that the 

department is currently leading the massive hiring of case managers to address the 

growing number of program beneficiaries. 

 The main objective of this study is to determine the influence of authentic 

leadership and learning transfer on performance among non-social workers. To achieve 

this, this study aims to address the following objectives: 

1) To describe the level of authentic leadership among non-social workers in terms 

of (1.1) self-awareness, (1.2) relational transparency, (1.3) balance processing, and 

(1.4) internalized moral perspectives. 

2) To describe the level of learning transfer among non-social workers in terms of 

(2.1) employee readiness, (2.2) performance self-efficacy, and (2.3) motivation to 

transfer. 

3) To describe the level of performance among non-social workers in terms of (3.1) 

efficiency of the work, (3.2) planning the work, (3.3) creativity and innovation, and 

(3.4) making efforts. 

4) To determine the significant relationship between the level of authentic leadership 

and learning transfer towards performance among non-social workers. 

5) To determine which of the domains in authentic leadership and learning transfer 

significantly influences the performance among non-social workers. 

 To answer questions 4 and 5, this study’s hypotheses will be tested at a 0.05 level 

of significance: 

1) There is no significant relationship between the level of authentic leadership and 

learning transfer towards performance among non-social workers. 

2) No domain in authentic leadership and learning transfer significantly influences 

performance among non-social workers. 

 The non-social workers who handle case management in social welfare agencies, 

such as the Pantawid Pamilyang Pilipino Program of the Department of Social Welfare 
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and Development in the Davao Region, will be the participants in this study. Currently, 

social welfare agencies and organizations employ professionals from diverse educational 

backgrounds.  

 This study is closely linked to Sustainable Development Goal (SDG) 16, which 

focuses on Peace, Justice, and Strong Institutions, by seeking to strengthen the 

effectiveness and accountability of agencies that deliver social services. It also indirectly 

supports SDG 8 (Decent Work and Economic Growth) by emphasizing workforce 

competence, productivity, and professional development among public service workers. 

By improving leadership practices and promoting effective learning transfer, the study 

contributes to building a capable workforce capable of providing high-quality social 

services. In turn, better employee performance supports more effective institutions and 

more sustainable public service delivery. This is further reinforced by Petinglay and 

Abioda (2024), who highlighted that structured and sound case management practices 

within local social welfare development offices are vital for ensuring outstanding job 

performance and the successful delivery of social welfare programs to beneficiaries. In 

addition, fostering an ethical and supportive work environment strengthens employee 

engagement, organizational commitment, and performance, ultimately helping create 

stronger, more responsive public institutions (Rego et al., 2021). 

 Additionally, SDG 17 (Partnerships for the Goals) supports the study, as 

strengthening human resource capacity, promoting knowledge exchange, and improving 

public institutions to deliver inclusive and sustainable services require cross-sector 

partnerships (Dikshit & Tiruwa, 2026), particularly in the Pantawid Pamilyang Pilipino 

Program, where non-social workers' roles encompass multidisciplinary and inter-agency 

service delivery. Hence, this study will be beneficial to social welfare agencies and other 

social service organizations, both locally and offshore, particularly in decision-making, 

developing program guidelines, improving interventions through evidence-based 

recommendations, and other similar processes where the results of this study are 

relevant.  

 

2. Methods 

 

2.1 Target Population and Respondents 

The primary target of this study is non-social workers of employable age who are 

currently employed as case managers under the Pantawid Pamilyang Pilipino Program 

of the Department of Social Welfare and Development Field Office XI. The target 

population of this research will include professionals with diverse educational 

backgrounds whose functions involve case management, who have experienced multiple 

leadership strategies from their supervisors, and who have opportunities for learning 

transfer.  
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2.2 Sample Size and Sampling Design 

The study's sample size will complement the research design and statistical 

considerations, particularly regarding the degree of confidence and precision. 

Furthermore, a larger sample size has been found to yield more robust and broader study 

results (Creswell, 2009). For instance, if the population is 70% social workers and 30% 

non-social workers, the sample should follow the same distribution. It should be 

calculated based on relevant factors in the study, such as the confidence level, effect size, 

type of analysis, desired precision, and other factors (Cochran, 2021; Rahman, 2023).  

 

2.3 Sample Size and Sampling Design 

A proportionate stratified random sampling technique was employed in the study. The 

six City and Provincial Operations Offices served as strata. Respondents were 

proportionately allocated according to the number of eligible non-social workers in each 

office. After determining the proportional allocation, participants who satisfied the 

inclusion criteria were randomly selected within each stratum. This approach ensured 

adequate representation of all operational offices while minimizing sampling bias. 

Furthermore, the population will be distributed proportionally across strata or 

subgroups, thereby reducing the tendency toward sampling error (OUP, 2021).   

 In this regard, there will be a lower risk of bias, since the operational offices 

identified will have an equal chance of being selected for the study. Moreover, purposive 

sampling techniques shall be advantageous for ensuring that participants are relevant to 

the study. Allen & Spaulding (2018) noted that random and purposive sampling enhance 

the representativeness of the sample population in research.  

 

2.4 Population Distribution by Operations Office 

The distribution of respondents will focus on non-social workers from the City and 

Provincial Operations Offices of the Pantawid Pamilyang Pilipino Program in the Davao 

Region. The total respondents of the study which will be taken mainly from the City and 

Provincial Operations Offices of the Program: Provincial Operations Office of Davao del 

Norte which have 53 non-social workers, Provincial Operations Office of Davao de Oro 

which have 59 non-social workers, Provincial Operations Office of Davao del Sur which 

have 33 non-social workers, City Operations Office of Davao City which have 26 non-

social workers, Provincial Operations Office of Davao Oriental which have 60 non-social 

workers, and Provincial Operations Office of Davao Occidental which have 38 non-social 

workers. Thus, the total number of pre-identified non-social workers is 269.  

 Considering the confidence level (95%), the margin of error (5%), and the 

population variability (0.5, since the estimated proportion of an attribute is unknown), 

the sample size is 159 non-social workers. The sample size was computed using Cochran's 

formula for finite populations. Based on a total population of 269 non-social workers, a 

95% confidence level, a 5% margin of error, and a population variability estimate of 0.50, 

the following was applied: The resulting sample size requirement was 159 respondents. 

This sample size is considered statistically adequate to represent the target population 
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and ensure sufficient statistical power for correlation and regression analyses. Following 

this process, the sample size and the percentage of distribution of Davao City Operations 

Office is 15 (9.43%), Davao de Oro Operations Office is 35 (22.01%), Davao del Norte 

Operations Office is 31 (19.50%), Davao del Sur Operations Office is 20 (12.58%), Davao 

Occidental is 22 (13.84%), and Davao Oriental is 36 (22.64%).  

 

2.5 Inclusion, Exclusion, and Withdrawal Criteria 

Participation in the study will be voluntary, and no participation will involve any penalty 

or benefits to which they are otherwise entitled. The results of this study are relevant only 

to the specific context of selected non-social workers of the Program in Davao Region. 

 Additionally, the study will use a random sample of 159 non-social workers. These 

non-social workers will be selected based on the following criteria: (1) they are currently 

working under the Pantawid Pamilyang Pilipino Program for at least six months to one 

year, (2) they will have to agree to answer the survey questionnaire for this study, (3) 

have relevant experience that falls within the scope of the study, and (4) employed as case 

managers of the program to ensure the relevance of insights to the research. The 

participants' experience, both in their supervisors' different leadership strategies and in 

their transfer of learning, is also considered in the study.   

 In contrast, participants whose roles do not align with case management, have no 

relevant experience in a broad spectrum of leadership strategies, and have insufficient 

exposure to any relevant and significant performance will be excluded from the research. 

On the other hand, participants will be withdrawn from the study if they intend to fail to 

participate in the data collection process, there are changes in the participants' profiles 

that are no longer significant for the study, or ethical concerns that may hamper the well-

being of the participants arise during the conduct of the research. Hence, it is important 

to disclose the study's intent and criteria to ensure informed consent, maintain the 

confidentiality of potential participants, and uphold the ethical standards of research 

throughout the study. 

 

2.6 Research Locale / Setting 

The study will be conducted in the diverse area of the Davao Region in Mindanao, 

Philippines. Geographic and socioeconomic variations, in which most government and 

private organizations that lead in providing social services, may support the rationale for 

the research setting. The region also includes rural and urban communities, coastal zones, 

geographically challenging areas, multicultural domains, diverse resources, and 

marginalized and vulnerable sectors, all of which are essential for case management and 

other comprehensive approaches. Hence, the locale is ideal for investigating the influence 

of leadership dynamics and career development opportunities on the work competence 

of non-social workers in implementing integrated social service programs. Thus, the 

results of this study will greatly impact decision-making, policy formulation, and the 

implementation of social welfare programs and services. On a national and global scale, 
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the conduct of this study will not only benefit the locale but will also be relevant in areas 

with similar contexts.  

 

2.7 Research Instruments / Measurement Tools 

The employee performance model questionnaire will be used to measure the 

performance of non-social workers, including their effectiveness and proficiency in 

conducting case management. The employee performance model is a self-rated tool that 

uses a Likert scale ranging from "Strongly Disagree" to "Strongly Agree". The 

questionnaire covers four-dimensional indicators: efficiency of work, planning the work, 

creativity and innovation, and effort. Moreover, the Authentic Leadership Inventory 

(ALI) questionnaire shall be used to gauge the impact of supervisors' leadership 

strategies on participants' work competence. Similar to the previous questionnaire, the 

ALI will also use a Likert scale, with respondents indicating whether they agree or 

disagree with statements about their supervisors regarding self-awareness, relational 

transparency, balanced processing, and an internalized moral perspective. 

 On the other hand, learning transfer will be measured through the Learning 

Transfer System Inventory (LTSI) questionnaire. The tool will assess the effectiveness of 

learning and development interventions, support, and professional advancement 

opportunities on participants' work performance and competence. The Likert Scale will 

be used in this questionnaire to measure respondents' viewpoints on statements ranging 

from "Strongly Disagree" to “Strongly Agree”.  

 

2.8 Scoring, Interpretation, and Scale Classification 

The responses will be interpreted using the Likert Scale, consistent with all variables. For 

instance, statements with scores ranging from 1-2 indicate lesser or negative insights, a 

score of 3 indicates impartial or neutral, and scores of 4-5 indicate strong or positive 

insights. Lindner and Lindner (2024) also suggested that the Likert Scale can be evaluated 

using descriptive statistics, particularly the means and standard deviations, to support 

the interpretation of variables within each component. Hence, the result will be analyzed 

as follows: 4.21–5.00 = Very High, 3.41–4.20 = High, 2.61–3.40 = Moderate, 1.81–2.60 = 

Low, and 1.00–1.80 = Very Low. Also, the instruments and the process to be employed 

will provide a comprehensive understanding of the correlation of the three variables 

measured in this study.  

 

2.9 Research Design and Typology 

Furthermore, a correlational research design will be the most appropriate approach and 

adopted, as this study will investigate the link between authentic leadership style, 

learning transfer, and employee performance. This research design will also include 

observations on how each variable changes and how these changes are associated with 

other variables without controlling for any variables. A correlational research design is 

also significant in exploring the relationship, whether notable or insignificant, and the 

extent of interdependence between variables. Campbell and Fiske (1959) noted in their 
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study that a correlational study is well-suited to identifying patterns and evaluating the 

strength of relationships. In addition, the study's complexity, including the possibility of 

multifaceted correlations, is taken into account. The conscientious process of the study 

will constrain direct manipulation of the variables; hence, the natural setting of the study 

will remain while still yielding valuable results (APA, 2017). Lastly, the correlational 

approach can also predict changes in variables.  

 This study's typology will employ both the objective and time dimensions to 

explicitly assess the correlations among authentic leadership style, learning transfer, and 

performance among non-social workers. In the objective dimension, the study will 

integrate exploratory and descriptive research methods to understand the complexities 

of the variables and gain deeper insights into the relationships, thereby contributing to 

existing evidence-based knowledge. Consequently, the study will also adopt the cross-

sectional research design. Collecting data within a specific time frame will allow the 

research to capture the recent situation and direction of the variables for analysis. 

Furthermore, the study could incorporate a longitudinal research approach, depending 

on data availability. Hence, collecting data at multiple time points allows for 

understanding of changes, particularly in the relationships among variables over time. 

 

2.10 Data Collection Procedures 

Before data collection, the researcher explained the objectives, procedures, potential risks, 

and benefits of the study to all prospective participants. Written informed consent was 

obtained before administering the survey instruments. Participants were informed that 

their participation was voluntary and that they could withdraw from the study at any 

stage without penalty. Confidentiality and anonymity were maintained throughout the 

research process. 

 The research proponent will follow a systematic procedure to gather data for the 

study. Initially, the researcher will download the questionnaires about authentic 

leadership style, learning transfer, and employee performance and will modify them to 

suit the study's context. Afterward, the questionnaires will undergo validation by a panel 

of experts. Once validated, the researcher will administer the survey questionnaires to 

the study's respondents, non-social workers in the Davao Region. The researcher will ask 

for permission from the regional director to conduct the study.  

 

2.11 Data Processing and Statistical Treatment 

The collected data will be analyzed and interpreted in accordance with the study's 

purpose. A statistician will provide interpretations and implications for the statistical 

findings.  

 The mean will be used to determine the level of authentic leadership and learning 

transfer towards the performance of non-social workers. The researcher will use 

Pearson's r to identify any significant relationship between authentic leadership and 

learning transfer in non-social workers’ performance. Multiple Regression Analysis will 
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be employed to assess the considerable influence of authentic leadership and learning 

transfer on non-social workers’ performance.  

 

2.12 Ethical Considerations 

For ethical considerations, the researcher will follow proper guidelines to avoid potential 

problems associated with the study's methods. Participation in the research will be 

voluntary for respondents, and refusal to participate will incur no penalty or loss of 

benefits. Participants will have the right to withdraw their consent without any adverse 

consequences. Moreover, their participation in the study will not waive any legal claims, 

rights, or remedies. The respondent's data will be kept as private as possible, and any 

personal information necessary for the study will remain confidential. The researcher will 

focus on important moral principles, such as honesty, decency, and respect for 

respondents' perspectives. All collected data will be securely stored in password-

protected electronic files and locked cabinets with limited access. The storage duration of 

research data will be determined by the publication date of the research paper.  

 

2.13 Data Privacy and Data Disposal 

Once the research project has ended, the researcher will securely dispose of the data in 

accordance with the Data Privacy Act. Sensitive and confidential information, such as 

personal identifying information, is destroyed by shredding or other secure means. Non-

sensitive or non-confidential data will be stored for the specified duration, then securely 

deleted or disposed of in a manner that does not compromise privacy. In accordance with 

Republic Act No. 10173, also known as the Data Privacy Act of 2012, which aims to protect 

personal data, the research will comply with all applicable data protection legislation. 

Includes obtaining informed consent from research participants, keeping their data 

secure and confidential, and ensuring that their rights to access, modify, or delete their 

data are respected. 

 

3. Results and Discussion 

 

This section presents the study's empirical findings and their broader implications in 

relation to the existing literature. The data gathered from the 159 non-social workers of 

the Pantawid Pamilyang Pilipino Program of the Department of Social Welfare and 

Development Field Office XI were analyzed using the mean, standard deviation, 

Pearson's correlation, and multiple regression, as per the research objectives. The 

discussion begins with a description of the learning transfer, authentic leadership, and 

employee performance levels, followed by the correlation and regression analyses. 
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Table 1: Level of Learning Transfer 

Components Mean SD Interpretation 

Readiness 4.37 0.64 Very High 

Performance Self-Efficacy 4.38 0.60 Very High 

Motivation To Transfer 4.59 0.60 Very High 

Learning Transfer 4.44 0.55 Very High 

Legend: 4.21–5.00 = Very High; 3.41–4.20 = High; 2.61–3.40 = Moderate; 1.81–2.60 = Low; 1.00–1.80 = Very 

Low. 

 

The study found that the level of Learning Transfer among the respondents was relatively 

high, with an overall mean score of 4.44 (SD = 0.55). As shown in Table 1, the motivation 

subscale had the highest mean (M = 4.59, SD = 0.60) of all the subscales. Meanwhile, the 

readiness (M = 4.37, SD = 0.64) and performance self-efficacy (M = 4.38, SD = 0.60) both 

got lower mean values. These results suggest that respondents had very strong 

motivation to apply the knowledge and skills they learned from the professional 

development interventions to their respective work practices. Furthermore, it implied 

that the respondents' motivational factors remained paramount, though most felt 

confident and prepared to deliver post-training activities. The standard deviation, on the 

other hand, ranged from 0.55 to 0.64 and was relatively low, suggesting consistent 

responses among participants.   

 Within the context of the Pantawid Pamilyang Pilipino Program, the high level of 

motivation to transfer may be attributed to the nature of case management 

responsibilities, which require the immediate application of acquired knowledge and 

skills. Non-social workers frequently participate in capability-building activities related 

to case management, beneficiary monitoring, and program implementation. As a result, 

training interventions become directly relevant to their daily functions, increasing the 

likelihood of knowledge utilization in the workplace. 

 
Table 2: Level of Authentic Leadership 

Components Mean SD Interpretation 

Self-Awareness 4.35 0.60 Very High 

Relational Transparency 4.40 0.60 Very High 

Balance Processing 4.42 0.60 Very High 

Internalized Moral Perspective 4.36 0.60 Very High 

Authentic Leadership 4.38 0.56 Very High 

Legend: 4.21–5.00 = Very High; 3.41–4.20 = High; 2.61–3.40 = Moderate; 1.81–2.60 = Low; 1.00–1.80 = Very 

Low. 

  

The data in Table 2 indicated that respondents perceived their supervisors as exhibiting 

a very high level of authentic leadership, with an overall mean score of 4.38 (SD = 0.56). 

Balance processing, among the sub-categories, had the highest mean score of 4.42 (SD = 

0.60), whereas self-awareness, although still high, had the lowest mean score of 4.35 (SD 

= 0.60). The other categories also showed high results: relational transparency received 

4.40 (SD = 0.60), and the internalized moral perspective received 4.36 (SD = 0.60). 

Generally, respondents observed that their supervisors weighed relevant information 
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and objectively considered diverse perspectives before making decisions. They were 

perceived as open, honest, and leaders guided by strong ethical standards. It was also 

evident that other supervisors need further professional interventions to increase their 

awareness of their strengths, limitations, and impact on others. Furthermore, all sub-

categories had consistent standard deviations of 0.60, reflecting common perceptions of 

leadership behaviors among the supervisors within the organization.  
 

Table 3: Level of Employee Performance 

Components Mean SD Interpretation 

Efficiency of the Work 4.48 0.58 Very High 

Planning The Work 4.59 0.60 Very High 

Creativity and Innovation 3.97 0.55 High 

Making Efforts 4.44 0.63 Very High 

Employee Performance 4.37 0.51 Very High 

Legend: 4.21–5.00 = Very High; 3.41–4.20 = High; 2.61–3.40 = Moderate; 1.81–2.60 = Low; 1.00–1.80 = Very 

Low. 

 

The respondents' employee performance was relatively high, with an overall mean of 

4.37 (SD = 0.51). This meant that, on average, employees demonstrated strong 

performance across the four assessment categories. Planning the work had the highest 

mean of 4.59 (SD = 0.60), while creativity and innovation had the lowest mean, though 

still considered moderately high, with M = 3.97 (SD = 0.55). This suggests that 

prioritization and systematic workload management are among the respondents' 

strengths. However, they are less inclined to introduce innovative ideas or to initiate best 

practices in their assigned roles. This may be addressed through management 

interventions. Furthermore, other components, such as the efficiency of the work (M = 

4.48, SD = 0.58) and efforts (M = 4.44, SD = 0.63), also had high means, indicating the 

respondents' strong work commitment and diligence in delivering their tasks. The 

standard deviations were also low, ranging from 0.51 to 0.63, indicating that the 

respondents were performing individuals, though with some room for improvement in 

creativity and innovation. 

 Regarding the research objectives, the uniformity or stability of the standard 

deviations confirms strong consensus and perception among the respondents across all 

variables. For instance, at the level of learning transfer among non-social workers, 

respondents shared common positive perceptions about applying learned competencies. 

This is similar to Mdhlalose's (2022) observation that motivation and self-efficacy are 

several factors in confidence and persistence in adopting new knowledge. In social 

services, improved learning transfer requires not only professional development 

interventions but also internalization, enabling continuous improvement in service 

delivery and operational efficiency.  

 Furthermore, all components support a strong consensus on the level of authentic 

leadership among non-social workers. The result implies that supervisors within the 

organization effectively adopt authentic leadership behaviors necessary to foster trust, 

balanced decision-making, and supportive work environments for employees. Iqbal et al. 
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(2020) and Leroy et al. (2021) also argued that leaders who demonstrate integrity, 

transparency, and balanced judgment contribute significantly to employee engagement 

and performance. 

 Similar results among respondents are also evident in employee performance 

levels. In a study by Cinar and Simms (2022), they found that employees in public 

organizations tend to improve at procedural and administrative tasks but may show 

lower engagement in innovative practices. The comparatively lower score in creativity 

and innovation may also be influenced by the highly structured nature of government 

programs, where operational procedures, reporting requirements, and policy compliance 

are strictly regulated. While these mechanisms promote accountability and 

standardization, they may inadvertently limit opportunities for experimentation and 

innovative problem-solving. Similar observations were reported in public-sector 

organizations, where employees demonstrate strong procedural performance but exhibit 

lower tendencies toward innovation due to institutional constraints. Hence, despite the 

high level of work performance among non-social workers, adopting initiatives could 

promote creativity and adaptability in delivering results, complementing their 

operational competence.  

 These results imply the fundamental impact of both authentic leadership and 

learning transfer on the performance of non-social workers in a social service and 

contribute to operational excellence. Therefore, leaders or supervisors who exercise 

balanced judgment, moral integrity, and openness create a better environment that 

encourages non-social workers to apply their training and skills effectively. Similarly, 

highly motivated employees demonstrate greater confidence and readiness in learning 

transfer, resulting in higher performance outcomes. These implications are both practical 

and organizational and may foster accountability, ethical conduct, and sustainable 

improvement, which are critical factors in social welfare service delivery. Leadership 

development interventions should focus on enhancing authentic behaviors, while 

training programs must include motivational and post-training support strategies. 

Another implication of the study's results is the identification of motivation to transfer 

among the respondents. It reinforces the idea that, as the highest individual indicator of 

work performance, beyond knowledge transfer, the willingness to apply learning is the 

most decisive factor in improving job effectiveness. Hence, management interventions 

that influence intrinsic motivation, such as recognition systems, mentoring, and 

opportunities for self-help learning, are necessary. In contrast, the least individual 

indicator - creativity and innovation suggests a need for organizational strategies that 

encourage flexibility and good practices.  

 The Social Learning Theory (Bandura, 1977) and Authentic Leadership Theory 

(Avolio & Gardner, 2005) also provide strong support for the study's results. Anchored 

in Bandura's Social Learning Theory, learning occurs through observation, imitation, and 

reinforcement. However, improvement in work performance depends on individual 

motivation and self-efficacy. These findings affirm this principle, as motivation to 

transfer and performance self-efficacy emerged as significant determinants of work 
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performance. The consistency between these constructs and their predictive influence 

validates the theory's assertion that both internal cognitive factors and environmental 

reinforcement influence behavioral change and performance outcomes. 

 Furthermore, Authentic Leadership Theory emphasizes the relational and moral 

foundations of leadership among supervisors. Rego et al. (2021) observed that employees 

under authentic leaders exhibit higher levels of engagement, trust, and performance due 

to the leaders’ ethical foundation and objective decision-making. While most of the 

results align with the hypothesized outcome, the relational transparency component of 

authentic leadership did not significantly predict work performance in the regression 

model. 

 
Table 4: Correlation between Learning Transfer and Employee Performance 

Variable Readiness 
Performance  

Self-Efficacy 

Motivation  

To Transfer 

Learning 

Transfer 

Efficiency of  

the Work 

0.616 0.725 0.787 0.784 

< .001 < .001 < .001 < .001 

Planning  

the Work 

0.695 0.762 0.815 0.837 

< .001 < .001 < .001 < .001 

Creativity and 

Innovation 

0.46 0.411 0.388 0.466 

< .001 < .001 < .001 < .001 

Making  

Efforts 

0.637 0.715 0.817 0.799 

< .001 < .001 < .001 < .001 

Employee  

Performance 

0.7 0.761 0.82 0.841 

< .001 < .001 < .001 < .001 

 

The table shows a very strong correlation between Learning Transfer and Employee 

Performance (r = .841, p < .001). The study found statistical significance, and the null 

hypothesis of no relationship was rejected (p < .05). On the other hand, high levels of 

learning transfer were significantly associated with high levels of employee performance 

in the sample. Furthermore, an r of .841 indicated a strong effect, explaining roughly 

70.7% of the shared variance (r² ≈ .707). This also means that at the bivariate level of the 

study, learning transfer was closely correlated with performance outcomes among non-

social workers. 

 

Table 5: Correlation between Authentic Leadership and Employee Performance 

Variable 
Self-

Awareness 

Relational 

Transparency 

Balance 

Processing 

Internalized 

Moral Perspective 

Authentic 

Leadership 

Efficiency  

of the Work 

0.71 0.711 0.704 0.757 0.77 

< .001 < .001 < .001 < .001 < .001 

Planning  

the Work 

0.736 0.77 0.759 0.76 0.808 

< .001 < .001 < .001 < .001 < .001 

Creativity and  

Innovation 

0.419 0.402 0.445 0.42 0.45 

< .001 < .001 < .001 < .001 < .001 

Making  

Efforts 

0.731 0.69 0.772 0.733 0.781 

< .001 < .001 < .001 < .001 < .001 

Employee  0.756 0.75 0.781 0.778 0.819 
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Performance < .001 < .001 < .001 < .001 < .001 

 

There was also a strong, positive correlation between Authentic Leadership and 

Employee Performance (r = .819, p < .001). A similar probability result (less than 0.05) 

rejected the null hypothesis of no relationship. Moreover, it accounted for a large portion 

of variance, since r = .819 corresponds to a very large bivariate effect (r² ≈ = .671). Hence, 

Authentic Leadership and Employee Performance were strongly correlated. 

 
Table 6: Linear Regression of Employee performance as predicted by learning transfer 

  B SE B t p 

(Intercept) 0.89 0.176  5.064 < .001 

Readiness 0.173 0.048 0.218 3.6 < .001 

Performance Self-Efficacy 0.175 0.065 0.205 2.688 0.008 

Motivation To Transfer 0.426 0.066 0.502 6.425 < .001 

Note: R2=0.72; Adj R2=0.715; F-value=133.046; p-value=0.00  

 

The data analysis presented a multiple regression in which learning transfer components 

(readiness, performance self-efficacy, and motivation to transfer) jointly predict 

employee performance. Among the components, the motivation to transfer was the 

strongest and most significant unique predictor (standardized β ≈ .502, p < .001). 

Readiness (β ≈ .218, p < .001) and performance self-efficacy (β ≈ .205, p = .008) were also 

significant. Thus, each component contributes exceptionally, with motivation carrying 

the greatest weight. The model fit was also relatively strong: R² = .720 (Adjusted R² = .715), 

F(3, 155) = 133.05, p < .001. Since the model's p-value is < .05, the predictors significantly 

explain variance in performance. Hence, the null hypothesis that learning transfer 

variables do not predict performance was rejected. 

 
Table 7: Linear Regression Analysis of Employee  

Performance as Predicted by Authentic Leadership 

  B SE B t p 

(Intercept) 1.099 0.183  5.993 < .001 

Self-Awareness 0.184 0.081 0.217 2.281 0.024 

Relational Transparency 0.03 0.09 0.036 0.335 0.738 

Balance Processing 0.281 0.084 0.328 3.329 0.001 

Internalized Moral Perspective 0.251 0.082 0.296 3.081 0.002 

Note: R2=0.678; Adj R2=0.67; F-value=81.04; p-value=0.00  

 

This table presents the regression results using authentic leadership components (self-

awareness, relational transparency, balanced processing, internalized moral perspective) 

as predictors of employee performance. The model indicated that the predictors of 

Authentic Leadership, as evidenced by R² = .678 (Adjusted R² = .670), F(4, 154) = 81.04, p 

< .001, significantly predict performance. Moreover, the null hypothesis that Authentic 

Leadership components do not jointly predict performance was rejected. Among its 

predictors, balance processing (β ≈ .328, p = .001) and internalized moral perspective (β ≈ 

http://oapub.org/soc/index.php/EJSSS/index


Ricky F. Tijon, Minda B. Brigoli 

AUTHENTIC LEADERSHIP AND LEARNING TRANSFER IN SOCIAL WELFARE AGENCY:  

A PREDICTION MODEL ON THE PERFORMANCE OF NON-SOCIAL WORKERS 

 

European Journal of Social Sciences Studies - Volume 12 │ Issue 4 │ 2026                                                                                96 

.296, p = .002) emerged as the strongest unique predictors. Self-awareness was a minimal 

but significant predictor (β ≈ .217, p = .024). However, relational transparency did not 

emerge as a significant unique predictor in the multivariate model (β ≈ .036, p = .738). 

Although relational transparency demonstrated a significant bivariate correlation with 

employee performance, its predictive effect became non-significant in the regression 

model after controlling for the other authentic leadership dimensions. This finding 

suggests that the influence of relational transparency may overlap with the effects of 

balanced processing and internalized moral perspective. Consequently, employees may 

place greater value on leaders' ethical decision-making and objective judgment than on 

interpersonal openness when evaluating factors that influence their work performance. 

 In summary, both Authentic Leadership (AL) and Learning Transfer (LT) were 

very strongly correlated with Employee Performance (EP) (r = .819 and r = .841, 

respectively; both p < .001) at the bivariate level. While in multivariate regression 

analyses, each component explains a very large share of Employee Performance variance 

(LT model R² = .720; AL model R² = .678). Thus, both the Independent Variables were 

powerful predictors of the Dependent Variable when considered independently.  

 

4. Conclusion and Recommendations 

 

The study concluded that authentic leadership among non-social workers in the 

Pantawid Pamilyang Pilipino Program (4Ps) of the Department of Social Welfare and 

Development (DSWD) Field Office XI was perceived as very high. Among its dimensions, 

balanced processing received the highest rating, indicating that supervisors were 

generally perceived as making objective decisions after considering relevant information 

and diverse perspectives. Self-awareness, relational transparency, and internalized moral 

perspective likewise received very high ratings, suggesting the presence of leadership 

practices characterized by ethical conduct, openness, and self-regulation. 

 The study further concluded that learning transfer among non-social workers was 

also very high. Motivation to transfer emerged as the highest-rated dimension, followed 

by performance self-efficacy and employee readiness. This indicates that respondents 

were highly motivated and confident in applying the knowledge and skills acquired 

through training and professional development to their actual work functions. The 

findings suggest that learning and development interventions within the organization 

are effectively translated into workplace practice. 

 Regarding employee performance, the study found a very high overall level 

among non-social workers. Planning the work obtained the highest mean score, followed 

by efficiency of work and making efforts. However, creativity and innovation received 

the lowest rating among the performance dimensions, although it remained within the 

high category. This finding suggests that while respondents demonstrate strong 

commitment, productivity, and work organization, there remains an opportunity to 

strengthen innovative practices and creative problem-solving within the workplace. 
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 The study likewise concluded that authentic leadership and learning transfer were 

both significantly related to employee performance. The results indicate that 

improvements in leadership practices and learning transfer mechanisms are associated 

with enhanced employee performance. These findings affirm the importance of both 

organizational and individual factors in enhancing work outcomes among non-social 

workers engaged in social welfare service delivery. 

 Finally, the study concluded that several dimensions of authentic leadership and 

learning transfer significantly influenced employee performance. Among the learning 

transfer dimensions, motivation to transfer emerged as the strongest predictor of 

employee performance, highlighting the critical role of employees’ willingness to apply 

acquired learning in the workplace. Among the authentic leadership dimensions, 

balanced processing and internalized moral perspective were identified as the strongest 

predictors of performance. These findings emphasize that objective decision-making, 

ethical leadership practices, and employee motivation are key determinants of work 

performance among non-social workers in social welfare agencies. 

 The findings validate the assumptions of Social Learning Theory and Authentic 

Leadership Theory, demonstrating that both leadership behaviors and learning-related 

factors contribute significantly to employee performance. The study therefore confirms 

that strengthening authentic leadership practices and enhancing learning transfer 

mechanisms can serve as effective strategies for improving the performance of non-social 

workers in social welfare organizations. 

 

Acknowledgements 

“Give thanks in all circumstances; for this is God’s will for you in Christ Jesus.” – 1 

Thessalonians 5:18 (NIV). 

 The completion of this study would not have been possible without the guidance, 

support, and resources provided by many individuals and institutions. I extend my 

sincere gratitude to all who contributed to its success. 

 To the Pantawid Pamilyang Pilipino Program (4Ps) Management Division, the 

Policy and Plans Division, and the Department of Social Welfare and Development Field 

Office XI as a whole, thank you for the trust and for granting permission to conduct this 

study. May the findings of this research contribute to the delivery of more effective, 

efficient, and quality social welfare services. 

 To the study participants from the City and Municipal Operations Offices, I am 

deeply grateful for your valuable insights shared through the survey questionnaires. I 

also extend my appreciation to the Monitoring and Evaluation Officers from the Regional 

and Provincial Operations Offices for their assistance and support. 

 To my thesis adviser, panel members, validators, reviewers, and all others who 

may not have been mentioned, thank you for your guidance, constructive feedback, and 

patience throughout the completion of this study. 

http://oapub.org/soc/index.php/EJSSS/index


Ricky F. Tijon, Minda B. Brigoli 

AUTHENTIC LEADERSHIP AND LEARNING TRANSFER IN SOCIAL WELFARE AGENCY:  

A PREDICTION MODEL ON THE PERFORMANCE OF NON-SOCIAL WORKERS 

 

European Journal of Social Sciences Studies - Volume 12 │ Issue 4 │ 2026                                                                                98 

 To my family, closest friends, and special someone, thank you for your 

unwavering support and encouragement. You have been a constant source of strength 

and motivation throughout this journey. 

 Above all, I give thanks to the Almighty, without whom this endeavor would not 

have been possible. For this, I am profoundly grateful. 

 

Creative Commons License Statement 

This research work is licensed under a Creative Commons Attribution-NonCommercial-

NoDerivatives 4.0 International License. To view a copy of this license, visit 

https://creativecommons.org/licenses/by-nc-nd/4.0. To view the complete legal code, visit 

https://creativecommons.org/licenses/by-nc-nd/4.0/legalcode.en. Under the terms of this 

license, members of the community may copy, distribute, and transmit the article, 

provided that proper, prominent, and unambiguous attribution is given to the authors, 

and the material is not used for commercial purposes or modified in any way. Reuse is 

only allowed under the terms of the Creative Commons Attribution-NonCommercial-

NoDerivatives 4.0 International License. 

 

Conflict of Interest Statement 

The authors declare no conflicts of interest. 

 

About the Author(s) 

Ricky F. Tijon is a Registered Social Worker and currently serves as Executive Assistant 

III, handling the Strategic Planning and Social Impact Division of the City Social Welfare 

and Development Office of the Local Government Unit of Tagum City, Philippines. He 

has been in public service for nearly ten years, previously holding various positions in 

the Department of Social Welfare and Development – Field Office XI, where he 

contributed to the implementation and management of social welfare and development 

programs. He is also frequently invited by academic institutions offering social work 

programs to serve as a resource person, sharing his expertise and professional experience 

with students and faculty. Mr. Tijon is currently pursuing a Master of Science in Social 

Work, major in Advanced Social Work Practice, at the University of Mindanao – 

Professional School. He earned his Bachelor of Science in Social Work from Mindanao 

State University – Main Campus. His research interests include social welfare 

administration and evidence-based social work practice. 

Dr. Minda B. Brigoli is the co-author of this study. She holds a Doctor of Rural 

Development degree and is a Professor at the University of Mindanao. Dr. Brigoli is a 

distinguished social work practitioner with extensive experience in social welfare 

administration and development. She previously served in various leadership positions 

in government social welfare agencies in the Philippines, where she championed poverty 

alleviation and social protection programs. 

 

 

http://oapub.org/soc/index.php/EJSSS/index
https://creativecommons.org/licenses/by-nc-nd/4.0/
https://creativecommons.org/licenses/by-nc-nd/4.0/legalcode.en


Ricky F. Tijon, Minda B. Brigoli 

AUTHENTIC LEADERSHIP AND LEARNING TRANSFER IN SOCIAL WELFARE AGENCY:  

A PREDICTION MODEL ON THE PERFORMANCE OF NON-SOCIAL WORKERS 

 

European Journal of Social Sciences Studies - Volume 12 │ Issue 4 │ 2026                                                                                99 

References 

  

Adarlo, G. M., Wang, Y., & King, R. B. (2025). Exploring the role of supervisors in 

supporting graduate students’ psychological needs and well-being. Journal of 

Further and Higher Education, 49(7), 831–852. 

https://doi.org/10.1080/0309877x.2025.2504008  

Al-Ali, W., Ameen, A., Isaac, O., Khalifa, G., & Shaalan, K. (2022). Workplace fun and 

informal learning: the mediating role of motivation to learn, learning 

opportunities, and management support. Journal of Workplace Learning, 34(4), 291–

310. https://doi.org/10.1108/JWL-05-2021-0062 

American Psychological Association. (2017). Ethical principles of psychologists and code 

of conduct. https://www.apa.org/ethics/code 

Asif, A., & Rathore, K. (2021). Behavioral Drivers of Performance in Public-Sector 

Organizations: A Literature review. SAGE Open, 11(1). 

https://doi.org/10.1177/2158244021989283  

Avolio, B. J., & Gardner, W. L. (2005). Authentic leadership development: Getting to the 

root of positive forms of leadership. The Leadership Quarterly, 16(3), 315–338. 

https://doi.org/10.1016/j.leaqua.2005.03.001 

Balog, G. (2026). Challenges faced by social workers handling violence against women 

and their children. International Journal of Sustainability and Advanced Integrated 

Research, 2(2), 1918–1924. https://doi.org/10.65339/ijsair.v2.i2.400  

Bandura, A. (1977). Social learning theory. Prentice Hall. Retrieved from 

https://psycnet.apa.org/record/1979-05015-000 

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership. Psychology Press. 

https://doi.org/10.4324/9781410617095  

Cinar, E., Trott, P., & Simms, C. (2022). Public sector innovation in context: A comparative 

study of barriers and capabilities. Public Management Review. 

https://doi.org/10.1080/14719037.2022.2080860 

Cochran, W. G. (2021). Sampling techniques (3rd ed.). Wiley. Retrieved from 

https://books.google.com/books/about/Sampling_Techniques.html?id=xbNn41D

UrNwC 

Collin, V., Meiring, S., Noden, S., Barber, S., & Hayhoe, B. W. J. (2025). Training health 

and social care professionals in multidisciplinary team working: a document 

analysis of undergraduate educational requirements. Journal of Interprofessional 

Care, 39(3), 448–458. https://doi.org/10.1080/13561820.2025.2469298  

Creswell, J. W. (2009). Research design: Qualitative, quantitative, and mixed methods 

approaches (3rd ed.). Sage.  Retrieved from 

https://www.researchgate.net/profile/Rulinawaty-

Kasmad/publication/342328830_THIRD_EDITION/links/5eed839ca6fdcc73be8d8

69e/THIRD-EDITION.pdf 

http://oapub.org/soc/index.php/EJSSS/index
https://doi.org/10.1080/0309877x.2025.2504008
https://doi.org/10.1108/JWL-05-2021-0062
https://www.apa.org/ethics/code
https://doi.org/10.1177/2158244021989283
https://doi.org/10.1016/j.leaqua.2005.03.001
https://doi.org/10.65339/ijsair.v2.i2.400
https://psycnet.apa.org/record/1979-05015-000
https://doi.org/10.4324/9781410617095
https://doi.org/10.1080/14719037.2022.2080860
https://books.google.com/books/about/Sampling_Techniques.html?id=xbNn41DUrNwC
https://books.google.com/books/about/Sampling_Techniques.html?id=xbNn41DUrNwC
https://doi.org/10.1080/13561820.2025.2469298
https://www.researchgate.net/profile/Rulinawaty-Kasmad/publication/342328830_THIRD_EDITION/links/5eed839ca6fdcc73be8d869e/THIRD-EDITION.pdf
https://www.researchgate.net/profile/Rulinawaty-Kasmad/publication/342328830_THIRD_EDITION/links/5eed839ca6fdcc73be8d869e/THIRD-EDITION.pdf
https://www.researchgate.net/profile/Rulinawaty-Kasmad/publication/342328830_THIRD_EDITION/links/5eed839ca6fdcc73be8d869e/THIRD-EDITION.pdf


Ricky F. Tijon, Minda B. Brigoli 

AUTHENTIC LEADERSHIP AND LEARNING TRANSFER IN SOCIAL WELFARE AGENCY:  

A PREDICTION MODEL ON THE PERFORMANCE OF NON-SOCIAL WORKERS 

 

European Journal of Social Sciences Studies - Volume 12 │ Issue 4 │ 2026                                                                                100 

Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human 

behavior. Springer. Retrieved from https://link.springer.com/book/10.1007/978-1-

4899-2271-7 

Destajo, F. D., & Despi, D. E. (2025, March 19). Challenges encountered by the social 

workers in the implementation of Pantawid Pamilya in Sorsogon. UIJRT » United 

International Journal for Research & Technology. 

https://uijrt.com/paper/challenges-encountered-social-workers-implementation-

pantawid-pamilya-sorsogon-city 

Esmael, E. A. A., Tabouli, E. M., Habtoor, N. A., & Disomimba, M. N. (2016). The impact 

of human resources management on employee performance: Organizational 

commitment mediator variable. Asian Social Science, 12(9), 176–192. 

https://doi.org/10.5539/ass.v12n9p176 

Evans, W., Kolka, S., Sullivan, J., & Turner, P. (2023). Fighting Poverty One Family at a Time: 

Experimental Evidence from an Intervention with Holistic, Individualized, Wrap-Around 

Services. In National Bureau of Economic Research. 

https://doi.org/10.3386/w3099tan2  

Hodgins, S., Kok, M., Musoke, D., Lewin, S., Crigler, L., LeBan, K., & Perry, H. B. (2021). 

Community health workers at the dawn of a new era: 1. Introduction: tensions 

confronting large-scale CHW programmes. Health Research Policy and Systems, 

19(S3), 109. https://doi.org/10.1186/s12961-021-00752-8  

Holton, E. F., Bates, R. A., & Ruona, W. E. A. (2000). development of a generalized 

learning transfer system inventory. Human Resource Development Quarterly, 11(4), 

333–360. https://doi.org/10.1002/1532-1096(200024)11:4<333::AID-

HRDQ2>3.0.CO;2-P  

Iqbal, S., Farid, T., Ma, J., Khattak, A., & Nurunnabi, M. (2020). The impact of authentic 

leadership on organizational citizenship behaviors and the mediating role of 

corporate social responsibility in the banking sector of Pakistan. Sustainability, 

12(9), Article 3519. https://doi.org/10.3390/su10072170 

Kambat, J. (2025). Case Management Practices of Social Workers with Children in Conflict 

with the Law: A Phenomenological Inquiry. Psychology and Education a 

Multidisciplinary Journal, 49(1), 1–4. https://doi.org/10.70838/pemj.490101  

Kan, W. S., Wong, Y. C., & Lou, V. W. (2025b). The challenge of social work-led case 

management: A qualitative study of community-based home care for older adults. 

The British Journal of Social Work 9(6). https://doi.org/10.1093/bjsw/bcaf212 

Kohrt, B. A., Pedersen, G. A., Schafer, A., Carswell, K., Rupp, F., Jordans, M. J. D., West, 

E., Akellot, J., Collins, P. Y., Contreras, C., Galea, J. T., Gebrekristos, F., Mathai, M., 

Metz, K., Morina, N., Mwenge, M. M., Steen, F., Willhoite, A., Van Ommeren, M., 

Yurtaev, A. (2024). Competency-based training and supervision: development of 

the WHO-UNICEF Ensuring Quality in Psychosocial and Mental Health Care 

(EQUIP) initiative. The Lancet Psychiatry, 12(1), 67–80. 

https://doi.org/10.1016/s2215-0366(24)00183-4  

http://oapub.org/soc/index.php/EJSSS/index
https://link.springer.com/book/10.1007/978-1-4899-2271-7
https://link.springer.com/book/10.1007/978-1-4899-2271-7
https://uijrt.com/paper/challenges-encountered-social-workers-implementation-pantawid-pamilya-sorsogon-city
https://uijrt.com/paper/challenges-encountered-social-workers-implementation-pantawid-pamilya-sorsogon-city
https://doi.org/10.5539/ass.v12n9p176
https://doi.org/10.3386/w30992
https://doi.org/10.1186/s12961-021-00752-8
https://doi.org/10.1002/1532-1096(200024)11:4%3c333::AID-HRDQ2%3e3.0.CO;2-P
https://doi.org/10.1002/1532-1096(200024)11:4%3c333::AID-HRDQ2%3e3.0.CO;2-P
https://doi.org/10.3390/su10072170
https://doi.org/10.70838/pemj.490101
https://doi.org/10.1093/bjsw/bcaf212
https://doi.org/10.1016/s2215-0366(24)00183-4


Ricky F. Tijon, Minda B. Brigoli 

AUTHENTIC LEADERSHIP AND LEARNING TRANSFER IN SOCIAL WELFARE AGENCY:  

A PREDICTION MODEL ON THE PERFORMANCE OF NON-SOCIAL WORKERS 

 

European Journal of Social Sciences Studies - Volume 12 │ Issue 4 │ 2026                                                                                101 

Ladao, L., Lacap, J. P., Batac, J. A., Batac, J., & Dungo, J. M. (2022). The Mediating Effect 

of Perceived Organizational Support on the Relationship between Authentic 

Leadership and Turnover Intention. Asia-Pacific Social Science Review, 22(1). 

https://doi.org/10.59588/2350-8329.1438  

Leroy, H., Anseel, F., Gardner, W. L., & Sels, L. (2021). Authentic leadership, authentic 

followership, basic need satisfaction, and work role performance: A cross-level 

study. Journal of Management, 47(4), 823–852. 

https://doi.org/10.1177/0149206312457822 

Lévesque, M., & Negura, L. (2021). Organizational context and healthcare reforms: What 

effect on the professional distress of Canadian social workers and social service 

provision? Frontiers in Sociology, 6, 651240. https://doi.org/10.3389/fsoc.2021.651240  

Lindner, J. R., & Lindner, N. (2024). Interpreting Likert type, summated, unidimensional, 

and attitudinal scales: I neither agree nor disagree, Likert or not. Advancements in 

Agricultural Development, 5(2), 1–8. https://doi.org/10.37433/aad.v5i2.351 

Lloyd, T., Beech, J., Wolters, A., & Tallack, C. (2023). Realising the potential of 

community-based multidisciplinary teams: insights from evidence. 

https://doi.org/10.37829/hf-2023-iau01  

Maisyaroh, W., B. B., H., Valdez, A. V., Mangorsi, S. B., & Canapi, S. P. (2021). The 

implementation of instructional supervision in Indonesia and the Philippines and 

its effect on variations in teacher learning models and materials. Cogent Education, 

8(1). https://doi.org/10.1080/2331186x.2021.1962232  

Maxhakana, Z., & Sithole, M. S. (2024). Experiences of Social Workers in Working with 

Health Care Practitioners: a Multidisciplinary Team Approach. Social 

Work/Maatskaplike Werk, 60(1). https://doi.org/10.15270/60-1-1254  

May, P. A., Marais, A., Kalberg, W. O., De Vries, M. M., Buckley, D., Hasken, J. M., Snell, 

C. L., Röhrs, R. B., Hedrick, D. M., Bezuidenhout, H., Anthonissen, L., Bröcker, E., 

Robinson, L. K., Manning, M. A., Hoyme, H. E., Seedat, S., & Parry, C. D. H. (2023). 

Multifaceted case management during pregnancy is associated with better child 

outcomes and less fetal alcohol syndrome. Annals of Medicine, 55(1), 926–945. 

https://doi.org/10.1080/07853890.2023.2185808  

Mdhlalose, D. (2022). Transfer of training: The revised review and analysis. Open Journal 

of Business and Management, 10(6), 3245–3265. 

https://doi.org/10.4236/ojbm.2022.106161 

Moullin, J. C., Dickson, K. S., Stadnick, N. A., Rabin, B., & Aarons, G. A. (2021). Systematic 

review of the Exploration, Preparation, Implementation, Sustainment (EPIS) 

framework. Implementation Science, 16, 1. https://doi.org/10.1186/s13012-020-01056-

1  

Nor, A. I. (2025). The effect of training on public service delivery effectiveness in public 

sector organizations: the mediating role of civil servants’ performance. Cogent 

Social Sciences, 11(1). https://doi.org/10.1080/23311886.2025.2466788  

http://oapub.org/soc/index.php/EJSSS/index
https://doi.org/10.59588/2350-8329.1438
https://doi.org/10.1177/0149206312457822
https://doi.org/10.3389/fsoc.2021.651240
https://doi.org/10.37433/aad.v5i2.351
https://doi.org/10.37829/hf-2023-iau01
https://doi.org/10.1080/2331186x.2021.1962232
https://doi.org/10.15270/60-1-1254
https://doi.org/10.1080/07853890.2023.2185808
https://doi.org/10.4236/ojbm.2022.106161
https://doi.org/10.1186/s13012-020-01056-1
https://doi.org/10.1186/s13012-020-01056-1
https://doi.org/10.1080/23311886.2025.2466788


Ricky F. Tijon, Minda B. Brigoli 

AUTHENTIC LEADERSHIP AND LEARNING TRANSFER IN SOCIAL WELFARE AGENCY:  

A PREDICTION MODEL ON THE PERFORMANCE OF NON-SOCIAL WORKERS 

 

European Journal of Social Sciences Studies - Volume 12 │ Issue 4 │ 2026                                                                                102 

Park, S. K., Rhee, M., & Lee, S. W. (2021). The effects of job demands and resources on 

turnover intention: The mediating roles of emotional exhaustion and 

depersonalization. Work, 70(1), 301–309. https://doi.org/10.3233/wor-213574  

Petinglay, L. G., & Abioda, L. A. (2024). Leadership practices and style, managerial 

effectiveness, and job satisfaction and performance among heads of local social 

welfare development offices (LSWDOs). Educational Administration: Theory and 

Practice, 30(9), 710–725. https://doi.org/10.53555/kuey.v30i9.7714 

Petrů, G. J., & Zychová, K. (2023). Competence development as a means of HR 

management in the field of social work. Frontiers in Psychology, 14, 1212131. 

https://doi.org/10.3389/fpsyg.2023.1212131  

Rahman, M. M. (2023). Sample size determination for survey research and non-

probability sampling techniques: A review and set of recommendations. Journal of 

Entrepreneurship, Business and Economics, 11(1), 42–62. Retrieved from 

https://www.researchgate.net/publication/368287070_Sample_Size_Determinatio

n_for_Survey_Research_and_Non-

Probability_Sampling_Techniques_A_Review_and_Set_of_Recommendations 

Rego, A., Yam, K. C., Owens, B. P., Story, J., Pina e Cunha, M., Bluhm, D., Lopes, M. P., 

& Liu, W. (2022). Leader humility and team performance: Exploring the mediating 

mechanisms of team psychological capital and task allocation effectiveness. Journal 

of Management, 48(4), 1009–1037. https://doi.org/10.1177/0149206316688941 

Robbins, S. P., Chatterjee, P., & Canda, E. R. (2018). Contemporary human behavior theory: 

A critical perspective for social work (4th ed.). Pearson. Retrieved from 

https://books.google.ro/books/about/Contemporary_Human_Behavior_Theory.h

tml?hl=ms&id=_G86swEACAAJ&redir_esc=y 

Salih, J., Atilano-Tang, L. A., & Moreno, F. (2026). Child welfare governance: Evaluating 

the implementation and service delivery performance of aftercare policies for 

youth offenders transitioning out of institutional care in Zamboanga City, 

Philippines. https://doi.org/10.13140/RG.2.2.29706.12487  

Teater, B. (2014). An introduction to applying social work theories and methods (2nd ed.). Open 

University Press. Retrieved from 

https://www.researchgate.net/publication/264932805_An_Introduction_to_Apply

ing_Social_Work_Theories_and_Methods 

Tiruwa, A., & Dikshit, S. (2025). Building Sustainable Futures: Cross-Sector Partnerships 

for Capacity Building under SDG 17. SSRN Electronic Journal. 

https://doi.org/10.2139/ssrn.5317795 

Tu, B., Luo, X., Sitar, S., & Huang, C. (2022). Job demands, resources, and task 

performance in Chinese social workers: Roles of burnout and work engagement. 

Frontiers in Public Health, 10. https://doi.org/10.3389/fpubh.2022.908921  

Walumbwa, F. O., Avolio, B. J., Gardner, W. L., Wernsing, T. S., & Peterson, S. J. (2008). 

Authentic leadership: Development and validation of a theory-based measure. 

Journal of Management, 34(1), 89–126. https://doi.org/10.1177/0149206307308913 

http://oapub.org/soc/index.php/EJSSS/index
https://doi.org/10.3233/wor-213574
https://doi.org/10.53555/kuey.v30i9.7714
https://doi.org/10.3389/fpsyg.2023.1212131
https://www.researchgate.net/publication/368287070_Sample_Size_Determination_for_Survey_Research_and_Non-Probability_Sampling_Techniques_A_Review_and_Set_of_Recommendations
https://www.researchgate.net/publication/368287070_Sample_Size_Determination_for_Survey_Research_and_Non-Probability_Sampling_Techniques_A_Review_and_Set_of_Recommendations
https://www.researchgate.net/publication/368287070_Sample_Size_Determination_for_Survey_Research_and_Non-Probability_Sampling_Techniques_A_Review_and_Set_of_Recommendations
https://doi.org/10.1177/0149206316688941
https://books.google.ro/books/about/Contemporary_Human_Behavior_Theory.html?hl=ms&id=_G86swEACAAJ&redir_esc=y
https://books.google.ro/books/about/Contemporary_Human_Behavior_Theory.html?hl=ms&id=_G86swEACAAJ&redir_esc=y
https://doi.org/10.13140/RG.2.2.29706.12487
https://www.researchgate.net/publication/264932805_An_Introduction_to_Applying_Social_Work_Theories_and_Methods
https://www.researchgate.net/publication/264932805_An_Introduction_to_Applying_Social_Work_Theories_and_Methods
https://doi.org/10.2139/ssrn.5317795
https://doi.org/10.3389/fpubh.2022.908921
https://doi.org/10.1177/0149206307308913


Ricky F. Tijon, Minda B. Brigoli 

AUTHENTIC LEADERSHIP AND LEARNING TRANSFER IN SOCIAL WELFARE AGENCY:  

A PREDICTION MODEL ON THE PERFORMANCE OF NON-SOCIAL WORKERS 

 

European Journal of Social Sciences Studies - Volume 12 │ Issue 4 │ 2026                                                                                103 

Wang, W., & Ahoto, A. T. (2022). Influence of supervisors’ fairness on work climate, job 

satisfaction, task performance, and helping behavior of health workers during 

COVID-19 outbreak. Frontiers in Psychology, 13. 

https://doi.org/10.3389/fpsyg.2022.822265 

Winton, B. G., Whittington, J. L., & Meskelis, S. (2022). Authentic leadership: making 

meaning and building engagement. European Business Review, 34(5), 689–705. 

https://doi.org/10.1108/ebr-01-2022-0020  

 

 

 

 

http://oapub.org/soc/index.php/EJSSS/index
https://doi.org/10.3389/fpsyg.2022.822265
https://doi.org/10.1108/ebr-01-2022-0020

