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Abstract — Employee empowerment has become a strategic imperative in public utilities, where
empowered personnel demonstrate enhanced commitment, accountability, and service
responsiveness amid growing operational and governance demands. In the Philippine context,
local water districts face institutional constraints, governance fragmentation, and resource
limitations that necessitate strengthening leadership and organizational support systems to enable
effective employee performance. Despite the recognized importance of empowerment, limited
empirical evidence exists on the combined influence of leadership practices, organizational
support, and challenges on employee empowerment in decentralized provincial water districts,
particularly in geographically isolated settings. This study examined the leadership practices,
organizational support, organizational challenges, and employee empowerment among 117
employees from the six local water districts in Catanduanes Province, Philippines, using a
descriptive-correlational and predictive research design. Findings revealed that leadership
practices (GWM=3.30) and organizational support (GWM=3.25) were highly evident, while

challenges were occasionally encountered (GWM=2.95). Employee empowerment was high
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(AWM=3.30). Organizational support exhibited the strongest positive relationship (r=0.612) and
predictive influence (f=0.38, p<.001), followed by leadership practices (=0.24, p=.007), while
challenges negatively predicted empowerment (f=-0.20, p=.019), collectively explaining 53.9%
of variance (R?=0.539). Organizational support is the most critical determinant of employee
empowerment, surpassing leadership practices in predictive strength, highlighting the foundational
importance of resources, training, and managerial assistance. A strategic intervention plan
addressing recognition, mentoring, delegation, and workload management is proposed to

strengthen empowerment in local water districts.

Keywords: employee empowerment; leadership practices; organizational support;

organizational challenges; local water districts; Philippines

I INTRODUCTION

Employee empowerment has become a strategic priority in contemporary organizations
because it enhances employee commitment, accountability, innovation, and organizational
performance. In public utilities such as local water districts, empowered employees are more
capable of responding to operational challenges, delivering quality services, and sustaining
organizational effectiveness amid increasing environmental, technological, and governance
demands. Leadership practices and organizational support are widely recognized as essential
antecedents of employee empowerment because they foster participation, autonomy, trust, and
professional growth. Consequently, examining how these organizational factors influence
employee empowerment has become increasingly important for strengthening institutional

performance and ensuring sustainable public service delivery (Wan et al., 2023; Theng, 2023).

Globally, effective water governance depends not only on infrastructure and technology
but also on leadership quality and institutional capacity. Wan et al. (2023) emphasized that
sustainable water resources management requires accountable leadership, coordinated governance,
and strong institutional collaboration to address climate change and growing water demand.
Similarly, Kansara (2020) found that effective management systems and empowered employees

significantly improve water service quality, while Braimah, Amponsah, and Asibey (2016)
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highlighted that participatory leadership and employee accountability are essential for sustaining
rural water facilities. Furthermore, Theng (2023) demonstrated that leadership-driven employee
motivation positively influences productivity, reinforcing the importance of supportive leadership
in enhancing workforce performance. Collectively, these studies establish that leadership practices
and organizational support are indispensable mechanisms for promoting employee empowerment

and improving organizational outcomes.

Within Asia, rapid urbanization, climate-related risks, and technological advancements
have intensified the need for responsive leadership and empowered employees in water utilities.
Wan et al. (2023) observed that many Asian countries continue to experience increasing water
stress, requiring integrated governance and effective institutional leadership. Likewise, Huang et
al. (2026) emphasized that advances in water treatment and separation technologies require
technically competent employees who are empowered to adapt to innovation and operational
complexity. These developments demonstrate that employee empowerment has evolved beyond a
human resource concern into a strategic organizational capability necessary for maintaining

service quality, operational resilience, and sustainable development.

In the Philippine context, local water districts operate within a decentralized governance
system characterized by varying institutional capacities and resource availability. Velasco et al.
(2020) identified governance fragmentation, financial constraints, and institutional inefficiencies
that adversely affect water service delivery, while Blanco (2019) emphasized the need to
strengthen managerial and organizational capacities to improve domestic water governance.
Similarly, Lee et al. (2020) demonstrated that the 2019 Metro Manila water crisis exposed
significant governance vulnerabilities requiring proactive leadership and institutional
coordination. These studies collectively underscore the importance of strengthening leadership
practices and organizational support systems that enable employees to perform effectively despite

operational constraints.

Despite the growing literature, important research gaps remain. Existing studies have
primarily examined organizational culture, employee engagement, governance systems, or water
service performance independently (Galamiton et al., 2025; Velasco et al., 2020). Although these

investigations recognize the importance of leadership and organizational support, few have
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simultaneously examined the combined influence of leadership practices, organizational support,
and organizational challenges on employee empowerment. Moreover, previous Philippine studies
have focused predominantly on national-level governance issues or large water utility providers,
leaving limited empirical evidence from decentralized provincial water districts. Likewise, studies
have rarely employed predictive statistical models to determine the relative contribution of these
organizational factors to employee empowerment. Consequently, the organizational mechanisms
that most strongly influence empowerment within local water districts remain insufficiently

understood, particularly in geographically isolated provinces such as Catanduanes.

To address these gaps, this study examined the leadership practices, organizational support,
organizational challenges, and employee empowerment among the six local water districts in the
Province of Catanduanes. Specifically, it determined the relationships among these variables and
identified their predictive influence on employee empowerment. By providing localized empirical
evidence, the study contributes to the limited body of knowledge on employee empowerment in
Philippine local water districts and offers evidence-based insights for strengthening leadership
development, organizational support systems, and human resource policies that promote

sustainable organizational performance and improved public water service delivery.

Statement of the Problem

This study aimed to determine the leadership practices, organizational support, and
challenges affecting employee empowerment in the local water districts of the Province of

Catanduanes.

Specifically, this study sought to answer the following sub-problems:

1 To what extent are leadership practices implemented in promoting employee

empowerment in the local water districts of the Province of Catanduanes in terms of:

1.1 Collaborative Decision Practices;
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1.2 Communication Feedback Systems;
1.3 Responsibility and Authority Delegation, and
1.4 Employee Recognition and Motivation?

2. To what extent is organizational support provided to promote employee empowerment in

the
local water districts of the Province of Catanduanes in terms of:
2.1 Professional Development Programs;
2.2 Resource and Tool Provision;
2.3 Administrative and Managerial Support; and
2.4 Monitoring and Mentoring Assistance?

3. To what extent are organizational challenges encountered in promoting employee

empowerment
in the local water districts of the Province of Catanduanes in terms of:
3.1 Resistance to Change;
3.2 Resource and Budget Constraints;
3.3 Workload and Operational Pressures; and
3.4 Policy and Organizational Barriers?
4. What is the level of employee empowerment in the local water districts of the Province of
Catanduanes?
5. Is there a relationship between:

5.1 leadership practices and employee empowerment;
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5.2 organizational support and employee empowerment; and
5.3 challenges encountered and employee empowerment?

6. To what extent do leadership practices, organizational support, and challenges predict

employee
empowerment in the local water districts of the Province of Catanduanes?

7. Based on the findings of the study, what strategic intervention plan may be proposed to
strengthen leadership practices, enhance organizational support, address organizational

challenges, and promote employee empowerment in the local water districts of the Province
of

Catanduanes?

Null Hypotheses

The following null hypotheses were tested at the 0.05 level of significance:

1. There is no significant relationship between leadership practices and employee

empowerment in the local water districts of the Province of Catanduanes.

2. There is no significant relationship between organizational support and employee

empowerment in the local water districts of the Province of Catanduanes.

3. There is no significant relationship between the challenges encountered and employee

empowerment in the local water districts of the Province of Catanduanes.

4. Leadership practices, organizational support, and challenges encountered do not
significantly predict employee empowerment in the local water districts of the Province of

Catanduanes.
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Scope of the Study. This study was conducted in the six local water districts of the Province of
Catanduanes during the calendar year 2026, involving managerial and support personnel. It
examined leadership practices, organizational support, challenges encountered, and employee
empowerment, and determined the significant relationships and predictive influence of leadership
practices, organizational support, and challenges on employee empowerment using descriptive,
correlational, and predictive analyses. The findings served as the basis for developing a Strategic
Intervention Plan to strengthen leadership practices, enhance organizational support, address
organizational challenges, and improve employee empowerment in the local water districts of the

Province of Catanduanes.

Theoretical / Conceptual Framework.The present study is primarily anchored on the
Empowering Leadership Theory of Spreitzer (1995), which emphasizes the critical role of leaders
in fostering employee empowerment through participative decision-making, delegation of
authority, autonomy, effective communication, and recognition. The theory posits that when
leaders empower employees by providing opportunities to participate in organizational decisions,
entrusting them with responsibilities, and recognizing their contributions, employees develop
greater competence, accountability, motivation, and commitment toward organizational goals.
These empowering leadership behaviors cultivate a supportive work environment where
employees feel valued and confident in performing their roles. Consistent with this perspective,
Arshad, Qasim, Farooq, and Rice (2022) reported that empowering leadership practices
significantly enhance employees' work engagement by promoting a stronger sense of ownership
and responsibility. In the context of this study, the theory provides the foundation for examining
how leadership practices influence employee empowerment in the local water districts of the

Province of Catanduanes.

The study is further supported by the Organizational Support Theory of Eisenberger et al.
(1986), which explains that employees are more committed, engaged, and productive when they
perceive that their organization values their contributions and supports their professional and
personal well-being. Organizational support is demonstrated through the provision of professional

development opportunities, adequate resources and tools, administrative and managerial
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assistance, and continuous monitoring and mentoring. Such support strengthens employees'
confidence, organizational commitment, and willingness to contribute to institutional success.
Kurtessis et al. (2017) affirmed that perceived organizational support positively influences
employee commitment, engagement, and performance. However, the theory also recognizes that
organizational challenges, including resistance to change, resource and budget constraints,
workload pressures, and policy barriers, may limit the effectiveness of leadership and
organizational support in promoting employee empowerment. Consequently, the integration of
these theories provides a comprehensive explanation of how leadership practices, organizational

support, and organizational challenges collectively shape employee empowerment.

Figure 1 presents the conceptual paradigm of the study, illustrating the relationships among
leadership practices, organizational support, organizational challenges, and employee
empowerment in the local water districts of the Province of Catanduanes. The framework identifies
leadership practices, organizational support, and organizational challenges as the independent
variables, while employee empowerment serves as the dependent variable. It assumes that
leadership practices and organizational support positively influence employee empowerment,
whereas organizational challenges may constrain its development. Moreover, the framework
examines both the relationships and predictive influence of these organizational factors to identify
strengths, existing gaps, and areas requiring improvement. Ultimately, the findings of the study
will provide empirical bases for developing a strategic intervention plan aimed at strengthening
leadership practices, enhancing organizational support, addressing organizational challenges, and

promoting employee empowerment in the local water districts of the Province of Catanduanes.
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CONCEPTUAL MODEL OF THE STUDY

LITERATURES.

This section reviews relevant literature and empirical studies that provide the theoretical
and empirical foundation for the present investigation. Specifically, it synthesizes existing
evidence on leadership practices and organizational support as key determinants of employee
empowerment, as well as the organizational challenges that influence its successful
implementation. The review also identifies existing knowledge gaps, particularly within the
context of local water districts, thereby establishing the need for the present study and providing a

basis for the proposed research framework.
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Leadership Practices and Their Influence on Employee Empowerment.

Leadership practices are widely recognized as key drivers of employee empowerment by
fostering motivation, autonomy, accountability, and participation in organizational processes.
Transformational and empowering leadership encourage participative decision-making,
continuous feedback, recognition, and delegated responsibility, thereby enhancing employee
performance and organizational effectiveness (Eliyana et al., 2019; Kumari & Sinha, 2023).
Likewise, leadership integrated with continuous learning develops employees' confidence,
engagement, and problem-solving capabilities (Imam, 2025). In local water districts, these

practices strengthen initiative, commitment, and service delivery.

Participative, authentic, and supportive leadership further promotes employee
empowerment by building trust, ownership, and organizational commitment. Leaders who involve
employees in decision-making, communicate clear goals, and provide mentoring and recognition
encourage innovation and responsibility (Kungwola, 2023; Wang et al., 2021). Similarly, intrinsic
and extrinsic motivational strategies enhance employee engagement and empowerment (Nguyen
& Liu, 2024), while role clarity and structured feedback reinforce confidence and accountability
(Pahi et al., 2020). Moreover, leadership commitment through employee development, resource
provision, motivation, and organizational support sustains empowerment and organizational

performance (Qalati et al., 2022; Din et al., 2025; Kaunda & Yangailo, 2023).

Empirical evidence further demonstrates that leadership commitment characterized by
accountability, feedback, participation, professional development, and appropriate reward systems
improves employee morale, engagement, operational performance, and service responsiveness
(Africa-Fandino, 2026; Dupe et al., 2023; RAM & Mohan, 2021; Bachman & Asbury, 2019).
However, previous studies primarily examined broad leadership approaches across diverse
organizational settings, with limited attention to collaborative decision practices, communication
feedback systems, responsibility and authority delegation, and employee recognition and
motivation in local water districts. Likewise, few studies have simultaneously examined their
extent, relationship, and predictive influence on employee empowerment. These gaps justify the

present study, which investigates these leadership dimensions in the local water districts of the

Copyright © 2026 IJAMS, All right reserved
176



€ S D INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES
SX0) I]AMS Volume VI, Issue 7 July 2026, eISSN: 2799-0664

Province of Catanduanes and provides empirical evidence for developing a strategic intervention

plan.

Organizational Support to Promote Employee Empowerment.

Organizational support is a vital factor in promoting employee empowerment by providing
the resources, policies, and management practices that enable employees to perform effectively.
Employees who perceive strong organizational support demonstrate greater commitment,
engagement, and accountability toward organizational goals (Velasco et al., 2021). Likewise,
professional development through training and capacity-building enhances employees'
competence, confidence, and decision-making abilities (Lemma, 2024), while adequate resources,
equipment, and technological support improve operational efficiency and service delivery in local

water districts (Tantoh & McKay, 2020).

Administrative and managerial support further strengthens employee empowerment by
fostering trust, collaboration, and shared responsibility. Supportive leadership, participative
decision-making, effective delegation, and clearly defined roles encourage employees to exercise
initiative, innovation, and accountability (Torach, 2018; Ontiri, 2018). Similarly, continuous
monitoring, coaching, and mentoring enhance employees' competence and commitment by
providing constructive feedback and professional guidance (Sekgobela, 2023). These support
mechanisms promote active participation in organizational improvement and problem-solving

(Motieri & Minja, 2019).

Moreover, investments in infrastructure, workplace resources, and leadership-driven
mentoring create an enabling environment that enhances employee performance and professional
growth (Mate & Deshpande, 2024). Mentoring and knowledge-sharing opportunities further
strengthen employees' decision-making capabilities and innovation (Putera et al., 2020), while
aligning employee roles, expectations, resources, and engagement initiatives promotes sustained
empowerment, organizational commitment, and continuous improvement (Komen & Mose, 2025).
Collectively, these studies affirm that organizational support is essential for enhancing employee

empowerment and organizational effectiveness.
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Despite these findings, previous studies have generally treated organizational support as a
broad organizational construct, with limited attention to its specific dimensions in local water
districts. Few studies have comprehensively examined the combined influence of professional
development programs, resource and tool provision, administrative and managerial support, and
monitoring and mentoring assistance on employee empowerment in Philippine public water
utilities. Accordingly, the present study addresses these gaps by determining the extent of
organizational support, examining its relationship with employee empowerment, and assessing its

predictive influence in the local water districts of the Province of Catanduanes.

Challenges Encountered in Promoting Employee Empowerment

Employee empowerment initiatives often face organizational and motivational barriers that
limit employees' participation in decision-making and organizational improvement. Adequate
motivation, effective leadership, and sufficient organizational resources are essential for fostering
initiative, autonomy, and engagement. Conversely, poor communication, inconsistent leadership,
and limited access to training, technology, and other resources constrain employees' capacity to

contribute effectively (Anderson, Woods-Wells, Amal, & Bass, 2018; Meng, 2024; Chacha, 2018).

Organizational culture and structural constraints further impede empowerment.
Hierarchical structures, limited psychological safety, bureaucratic procedures, inconsistent
motivational practices, and inadequate professional development reduce employees' confidence,
innovation, and decision-making capability, thereby weakening empowerment initiatives,
particularly in public sector organizations (Achieng, 2018; Murugayya, 2019; Mutuyimana &
Sikubwabo, 2024; Abd Razak, 2025).

Operational demands also influence the sustainability of empowerment. High workloads,
resource shortages, excessive job demands, resistance to change, unclear performance standards,
and diverse employee needs diminish participation and organizational effectiveness. These
challenges require flexible leadership, supportive human resource policies, and well-defined

performance systems to sustain employee empowerment (Azis et al., 2019; Albrecht, Green, &
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Marty, 2020; Bakker & Demerouti, 2017; Bass & Avolio, 1994; Alsobaey & Alkhateeb, 2025;
Bandhu et al., 2024; Bashir, Hameed, Bari, & Ullah, 2023).

Previous studies have identified organizational and behavioral barriers including resistance
to change, resource limitations, workload pressures, bureaucratic structures, and policy constraints
as key challenges to employee empowerment (Meng, 2024; Chacha, 2018; Bakker & Demerouti,
2017; Bashir et al., 2023). However, these factors have largely been examined independently or
outside public water utilities. Limited empirical evidence exists on their combined influence
alongside leadership practices and organizational support in local water districts. Thus, the present
study addresses this gap by comprehensively examining these variables and providing empirical
evidence to inform a strategic intervention plan for strengthening employee empowerment in the

local water districts of the Province of Catanduanes.

I1. METHODOLOGY

Research Design. This study employed a quantitative descriptive—correlational research design to
determine the extent of leadership practices, organizational support, organizational challenges, and
employee empowerment in the local water districts of the Province of Catanduanes, examine the
relationships between these organizational factors and employee empowerment, and assess their
predictive influence. The descriptive component was used to systematically describe the existing
conditions of the study variables, while the correlational component determined the strength and
direction of their relationships and the extent to which leadership practices, organizational support,
and organizational challenges predict employee empowerment. This design is appropriate for
describing organizational phenomena, examining naturally occurring relationships among
variables, and generating empirical evidence to support the development of a strategic intervention
plan for strengthening employee empowerment in local water districts (Creswell & Creswell,

2023; Fraenkel, Wallen, & Hyun, 2019; Saunders, Lewis, & Thornhill, 2019).
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Population of the Study. The study population comprised all 117 employees from the six local
water districts in the Province of Catanduanes, namely Baras, Bato, Pandan, San Andres, Viga,
and Virac Water Districts. Given the relatively small and accessible population, total enumeration
was employed, allowing all employees to participate as respondents. The respondents included
managerial and rank-and-file personnel occupying permanent, casual, and job-order positions who
were actively involved in the daily operations and organizational processes of their respective
water districts. Total enumeration is appropriate when the target population is manageable, as it
maximizes population coverage, minimizes sampling error, and enhances the representativeness
and generalizability of the findings to the entire population under investigation (Creswell &

Creswell, 2023; Taherdoost, 2016).

Instrumentation and Validation. A researcher-developed structured questionnaire served as the
primary data-gathering instrument for this study. It was developed in accordance with the study
objectives and consisted of four parts: (1) leadership practices, (2) organizational support, (3)
organizational challenges, and (4) employee empowerment. Leadership practices covered
collaborative decision practices, communication feedback systems, responsibility and authority
delegation, and employee recognition and motivation; organizational support included
professional development, resource and tool provision, administrative and managerial support, and
monitoring and mentoring assistance; while organizational challenges encompassed resistance to
change, resource and budget constraints, workload and operational pressures, and policy and
organizational barriers. Employee empowerment was measured in the final section. Responses
were obtained using a four-point Likert scale, with higher scores indicating more favorable

perceptions of the corresponding construct.

The instrument underwent content validation by experts in organizational leadership,
human resource management, public administration, and research to ensure its relevance and
alignment with the study objectives. It was subsequently pilot-tested among 30 employees from a
local water district outside the Province of Catanduanes, who were excluded from the actual study.
Internal consistency was established using Cronbach's alpha, yielding a coefficient of 0.939,

indicating excellent reliability and confirming the instrument's suitability for data collection
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(Creswell & Creswell, 2023; DeVellis & Thorpe, 2021). The evaluation and scoring scheme used

in the study is presented in Table 1.

TABLE 1
EVALUATION AND SCORING GUIDE FOR THE STUDY VARIABLES
Assigned | Numerical | Leadership | Organizational | Organizational Employee
Points Range Practices Support Challenges Empowerment
Highly Highly Frequently Highly
4 3.25-4.00 ‘
Evident Supported Encountered Empowered
. Occasionally
3 2.50-3.24 Evident Supported Empowered
Encountered
Less Rarely Less
2 1.75-2.49 _ Less Supported
Evident Encountered Empowered
) Not Least
1 1.00-1.74 | Not Evident | Not Supported
Encountered Empowered

Data Collection. Prior to data collection, the researcher obtained formal approval from the heads
of the six local water districts in the Province of Catanduanes through letters of request. Upon
approval, coordination was undertaken with the respective offices to facilitate the administration
of the researcher-developed questionnaire. Participants were informed of the study's objectives,
the voluntary nature of their participation, and the confidentiality and anonymity of their responses
before completing the questionnaire in either printed or electronic format. The accomplished
questionnaires were subsequently retrieved through the agreed mode of submission, and all data
were securely stored and used solely for research purposes in accordance with established ethical
principles on informed consent, confidentiality, and responsible data management (Creswell &

Creswell, 2023; American Psychological Association, 2020).
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Data Analysis. The data were analyzed using appropriate descriptive and inferential statistical
techniques. Weighted mean was employed to determine the extent of leadership practices,
organizational support, and organizational challenges, as well as the level of employee
empowerment. The Pearson product-moment correlation coefficient was used to examine the
relationships between leadership practices, organizational support, organizational challenges, and
employee empowerment, while multiple regression analysis determined the predictive influence
of these independent variables on employee empowerment. All statistical analyses were performed
using appropriate statistical software, with the level of significance set at 0.05 to determine
statistically significant relationships and predictive effects (Creswell & Creswell, 2023; Field,
2018).

Ethical Considerations. The study was conducted in accordance with established ethical
principles governing human participants in research. Prior to data collection, permission was
obtained from the appropriate authorities, and informed consent was secured after participants
were adequately informed of the study's purpose, procedures, voluntary nature, and their right to
withdraw at any stage without penalty. Participants' anonymity and confidentiality were
safeguarded by excluding personal identifiers, securely storing all research data, and restricting
access to authorized individuals for academic purposes only. Furthermore, the principles of
beneficence, non-maleficence, and research integrity were upheld by minimizing potential risks,
protecting participants' rights and welfare, and ensuring that the findings were reported objectively,
honestly, and solely for scholarly purposes (American Psychological Association, 2020; World
Medical Association, 2013).

III. RESULTS

This section presents, analyzes, and interprets the findings of the study in accordance with
the specific problems identified. The presentation follows the sequence of the research objectives
and integrates relevant literature to explain the results. The findings provide empirical evidence on
the extent of leadership practices, organizational support, and organizational challenges

influencing employee empowerment in the local water districts of the Province of Catanduanes, as
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well as their relationships and predictive influence, serving as the basis for the proposed strategic

intervention plan.

Leadership Practices in Promoting Employee Empowerment.

Table 2 presents the composite summary of leadership practices employed in promoting
employee empowerment. Overall, leadership practices were highly evident (GWM = 3.30, SD =
0.75), indicating that leaders consistently foster employee involvement, autonomy, and
engagement. Among the dimensions, collaborative decision practices obtained the highest rating
(WM = 3.39, SD = 0.71), suggesting that employees are actively involved in organizational
decision-making. This was followed by responsibility and authority delegation (WM = 3.33, SD
= 0.72), reflecting leaders' practice of entrusting employees with greater responsibility and
decision-making authority. Communication feedback systems ranked third (WM = 3.30, SD =
0.76), indicating that open communication and regular feedback are generally maintained.
Meanwhile, employee recognition and motivation received the lowest rating (WM = 3.19, SD =
0.80), although still evident, suggesting that recognition and motivational efforts are less
consistently practiced than other leadership dimensions. The relatively low standard deviations
(SD = 0.71-0.80) indicate consistent perceptions among respondents. Overall, the findings
demonstrate that leadership in the participating local water districts emphasizes collaboration,
delegation, and communication to promote employee empowerment, while recognition and

motivation remain an area for improvement.
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TABLE 2
COMPOSITE SUMMARY OF LEADERSHIP PRACTICES EMPLOYED IN
PROMOTING EMPLOYEE EMPOWERMENT (N =117)

Weighted Standard Verbal
Dimensions Rank
Mean Deviation Interpretation
1. Collaborative Decision
) 3.39 0.71 Highly Evident 1
Practices
2. Communication Feedback _ _
3.30 0.76 Highly Evident 3
Systems
3. Responsibility & Authority . _
) 3.33 0.72 Highly Evident 2
Delegation
4. Employee Recognition & '
o 3.19 0.80 Evident 4
Motivation
Grand Weighted Mean 3.30 0.75 Highly Evident --

Notes: 3.25-4.00-Strongly Agree / Highly Evident; 2.50-3.24 -Agree / Evident, 1.75-2.49-Disagree
/ Less Evident,; 1.00-1.74 Strongly Disagree / Not Evident

Organizational Support in Promoting Employee Empowerment

Table 3 presents the composite summary of organizational support provided to promote
employee empowerment. Overall, organizational support was perceived as highly supported
(GWM = 3.25, SD = 0.86), indicating that respondents generally viewed their organizations as
providing adequate support to foster employee empowerment. Among the dimensions, resource
and tool provision received the highest rating (WM = 3.44, SD = 0.69), suggesting that employees
are sufficiently equipped with the resources needed to perform their duties effectively. This was
followed by administrative and managerial support (WM = 3.29, SD = 0.86), reflecting leaders'

active involvement in facilitating employee performance and organizational goals. Professional
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development programs ranked third (WM = 3.14, SD = 0.98), indicating that training and capacity-
building opportunities are generally available but could be strengthened. Monitoring and
mentoring assistance obtained the lowest rating (WM = 3.13, SD = 0.91), although still supported,
suggesting that guidance and coaching mechanisms are present but are less consistently provided
than other forms of organizational support. The relatively low standard deviations (SD = 0.69—
0.98) indicate generally consistent responses among participants. Overall, the findings
demonstrate that organizational support is primarily manifested through adequate resources and
strong managerial assistance, while greater emphasis on professional development and mentoring

could further enhance employee empowerment.

TABLE 3
COMPOSITE SUMMARY OF ORGANIZATIONAL SUPPORT PROVIDED TO
PROMOTE EMPLOYEE EMPOWERMENT (N =117)

Dimensions WM | SD Verbal Interpretation Rank
1. Professional Development
3.14 | 0.98 Agree / Supported 3
Programs
Strongly Agree / Highl
2. Resource Tool Provision 3.44 | 0.69 SV As = 1
Supported
3. Administrative Managerial Strongly Agree / Highl
s 3.29 | 0.86 SV As = 2
Support Supported
4. Monitoring and Mentoring
) 3.13 | 0.91 Agree / Supported 4
Assistance
Strongly Agree / Highl
Grand Weighted Mean 3.25 | 0.86 By As sy --
Supported

Notes: 3.25-4.00 Strongly Agree / Highly Supported; 2.50-3.24 Agree / Supported; 1.75-2.49
Disagree / Less Supported; 1.00—1.74 Strongly Disagree / Not Supported.
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Organizational Challenges Encountered in Promoting Employee Empowerment

Table 4 shows that organizational challenges in promoting employee empowerment were
occasionally encountered overall (GWM = 2.95, SD = 0.91), suggesting that these concerns are
present but not overwhelming in the day-to-day operations of the local water districts. Among the
identified challenges, workload and operational pressures emerged as the most pressing concern
(WM = 3.06, SD = 0.90), implying that employees often work under conditions where time, tasks,
and service demands leave limited room for deeper participation and empowerment initiatives.
This was followed by policy and organizational barriers (WM = 2.95, SD = 0.90), indicating that
internal rules and structural limitations sometimes slow down or complicate empowerment efforts.
Resource and budget constraints ranked third (WM = 2.93, SD = 0.92), reflecting that while
support may exist, financial and material limitations still create noticeable friction in
implementation. Change resistance issues received the lowest mean (WM = 2.85, SD = 0.90), yet
still fell within the occasionally encountered range, suggesting that hesitation toward new practices
exist but is not the most dominant obstacle. The close spread of standard deviations points to fairly
consistent perceptions among respondents. Overall, the findings suggest that the road to
empowerment is not blocked, but it is often slowed by the weight of work demands, policy
limitations, and resource constraints—challenges that call for more agile systems, responsive

leadership, and practical support mechanisms.

TABLE 4
COMPOSITE TABLE ON THE CHALLENGES ENCOUNTERED IN PROMOTING
EMPLOYEE EMPOWERMENT (N =117)

Dimensions WM | SD | Verbal Interpretation Rank
1. Change Resistance Issues 2.85 [0.90 | Occasionally Encountered 4

2. Resource Budget Constraints 2.93 |0.92 | Occasionally Encountered 3

3. Workload Operational Pressures 3.06 | 0.90 | Occasionally Encountered 1

4. Policy and Organizational Barriers 2.95 |0.90 | Occasionally Encountered 2
Grand Weighted Mean 2.95 |0.91 | Occasionally Encountered | ---

Notes : 3.25-4.00 = Strongly Agree / Frequently Encountered ; 2.50—3.24 = Agree / Occasionally
Encountered ; 1.75-2.49 = Disagree / Rarely Encountered ; 1.00—1.74 = Strongly Disagree / Not
Encountered.
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Level of Employee Empowerment

Table 5 presents the level of employee empowerment among the respondents. Overall,
employees were highly empowered (AWM = 3.30, SD = 0.70), indicating that they generally
experience a work environment that promotes autonomy, accountability, and active participation.
The highest-rated indicators were feeling accountable for work results and being given leeway to
take initiative in improving service delivery (WM = 3.42, SD = 0.63), suggesting that employees
are trusted to take ownership of their responsibilities and contribute to organizational
improvement. This was followed by having access to the information needed to perform tasks
effectively (WM = 3.40, SD = 0.61), highlighting the importance of information accessibility in
supporting empowered performance. Conversely, having authority to make decisions related to
their work (WM = 3.19, SD = 0.73) received the lowest rating, although it remained within the
empowered category, implying that decision-making authority is exercised to a lesser extent than
other aspects of empowerment. The relatively low standard deviations (SD = 0.61-0.79) indicate
consistent perceptions among respondents. Overall, the findings suggest that employee
empowerment is characterized by high levels of accountability, initiative, and access to
information, while greater decision-making authority could further strengthen empowerment in

the participating local water districts.
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TABLE 5

LEVEL OF EMPLOYEE EMPOWERMENT (N =117)

Verbal
Indicators WM | SD Rank
Interpretation
1. Employees are given autonomy in performin Highl
Py g . yinp ¢ 3.25 1 0.70 = 7
their assigned tasks. Empowered
2. Employees have the authority to make
3.19 | 0.73 Empowered 10
decisions related to their work.
3. Employees are encouraged to participate in
Py o g . P . P 3.23 1 0.79 Empowered 8
organizational decision-making.
4. Employees’ ideas and suggestions are Highl
ey . = 3.28 | 0.77 = 5.5
considered by management. Empowered
5. Employees can influence outcomes related to Highly
o o 3.33 | 0.64 4
their job responsibilities. Empowered
6. Employees are trusted to carry out their duties Highl
Py . Y 3.28 1 0.72 = 5.5
independently. Empowered
7. Employees are involved in problem-solving
. o 3.22 1 0.79 Empowered 9
and planning activities.
8. Employees have access to information needed Highly
' _ 3.40 | 0.61 3
to perform their tasks effectively. Empowered
9. Employees feel accountable for the results of Highly
3.42 1 0.63 1.5
their work. Empowered
10. Employees are given leeway to take Highly
S . _ . 3.42 1 0.63 1.5
initiative in improving service delivery. Empowered
Highly
Average Weighted Mean 3.30 | 0.70 ---
Empowered

Notes: 3.25-4.00 indicates Strongly Agree / Highly Empowered,; 2.50-3.24 indicates Agree /

Empowered, 1.75—2.49 indicates Disagree / Less Empowered, and 1.00-1.74 indicates Strongly

Disagree / Least Empowered.
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Relationship Between Organizational Factors and Employvee Empowerment

Table 6 presents the relationships between organizational factors and employee
empowerment. The findings revealed that leadership practices were moderately and positively
associated with employee empowerment (r = 0.548, p < .05), indicating that stronger leadership
practices correspond to higher levels of employee empowerment. Organizational support exhibited
the strongest positive relationship with employee empowerment (r = 0.612, p < .05), suggesting
that employees are more empowered when they receive adequate organizational resources,
guidance, and managerial support. In contrast, challenges encountered in promoting employee
empowerment demonstrated a moderate negative relationship with employee empowerment (r = —
0.486, p < .05), implying that increasing organizational barriers and operational challenges are
associated with lower levels of employee empowerment. Since all computed correlation
coefficients exceeded the critical value (r = 0.182), all null hypotheses were rejected. Overall, the
findings underscore the pivotal role of supportive leadership and organizational support in
fostering employee empowerment while highlighting the detrimental effect of organizational

challenges on empowerment outcomes.

TABLE 6
RELATIONSHIP BETWEEN LEADERSHIP PRACTICES, ORGANIZATIONAL
SUPPORT, CHALLENGES ENCOUNTERED, AND EMPLOYEE EMPOWERMENT (N

=117)
. e Critical
Variables Statistical | Computed Value @ Decision Interpretation
Test Value (r) 05
. . Significant
Leadership Practices and Pearson r 0.548 0.182 Reject Ho | Moderate Positive
Employee Empowerment . .
Relationship
Organizational Support Significant Strong
and Employee Pearson r 0.612 0.182 Reject Ho Positive
Empowerment Relationship
Challenges Encountered onifi
in Promoting Employee . Significant .
E Pearson r -0.486 0.182 Reject Ho | Moderate Negative
mpowerment and . .
Relationship
Employee Empowerment

Note: Ho = There is no significant relationship between the variables. o. = 0.05 level of significance, two-
tailed test. df = N — 2 = 115; critical r-value = 0.182. All computed r values exceed the critical value (in
absolute terms for the negative correlation), thus all null hypotheses are rejected.
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Predictive Influence of Organizational Factors on Employee Empowerment

Table 7 presents the multiple regression analysis examining the predictive influence of
organizational factors on employee empowerment. The regression model was statistically
significant (F = 43.62, p <.001) and demonstrated a moderate-to-strong relationship (R = 0.734),
explaining 53.9% of the variance in employee empowerment (R? = 0.539; Adjusted R? = 0.526).
Among the predictors, organizational support emerged as the strongest positive predictor (§ =0.38,
p < .001), indicating that greater organizational support substantially enhances employee
empowerment. Leadership practices also significantly and positively predicted employee
empowerment (B = 0.24, p = .007), suggesting that effective leadership contributes to higher
empowerment levels. Conversely, challenges encountered significantly and negatively predicted
employee empowerment (f = —0.20, p = .019), implying that increasing organizational barriers
reduce employee empowerment. Overall, the findings demonstrate that organizational support,
effective leadership, and reduced organizational challenges collectively play a significant role in

shaping employee empowerment, with organizational support exerting the greatest influence.

TABLE 7
MULTIPLE REGRESSION ANALYSIS OF THE COLLECTIVE INFLUENCE OF
LEADERSHIP PRACTICES, ORGANIZATIONAL SUPPORT, AND CHALLENGES
ON EMPLOYEE EMPOWERMENT (N =117)

B Std. B p-
Variables t Interpretation
(Coefficient) | Error | (Beta) value
Baseline level of
Constant
0.98 0.29 — 3.38 | .001 employee
(Intercept)
empowerment
Leadership Significant positive
0.22 0.08 024 |2.75| .007 ‘
Practices predictor
Organizational Strongest positive
0.33 0.07 0.38 | 4.71 | <.001 ‘
Support predictor
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Challenges - Significant negative
-0.19 0.08 -0.20 .019
Encountered 2.38 predictor

Model Summary

Moderate-to-strong

R 0.734
relationship

53.9% variance

R? 0.539

explained
Adjusted R? 0.526 Stable model fit
Model is statistically
F-statistic 43.62 <.001

significant

Proposed Strategic Intervention Plan for Enhancing Employee Empowerment

Drawing from the findings, the proposed strategic intervention plan focuses on
strengthening the leadership and organizational conditions that promote employee empowerment,
while addressing the operational and structural barriers that hinder it. The plan gives priority to
organizational support, since it emerged as the strongest predictor of employee empowerment, and
likewise targets leadership practices and empowerment indicators that need further enhancement,
particularly employee recognition, mentoring, decision-making participation, and authority

delegation.
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TABLE 8
PROPOSED STRATEGIC INTERVENTION PLAN FOR ENHANCING EMPLOYEE
EMPOWERMENT

Persons
Key Result Evidence from Obiectives Strategies / Involved and Timeline Expected Success
Area Findings 1 Activities Resources Output Indicators
Needed
M
. Conduct anagers,
Collaborative . . supervisors,
decision Sustain participatory team leaders Increased
Strengthening ractices were employee planning emplovees: ’ Greater participation in
Collaborative P . involvement sessions, ployecs; employee planning and
Decision- highly evident in consultation meeting venue, -\ Quarterly articipation in decision-
. and ranked o . facilitation p P .
Making highest (WM = organizational meetings, and materials decisions. making
& decisions. joint problem- : activities.
3.39). solvine forums documentation
£ ) forms.
Implement
e tructured
Responsibility structure Managers,
. Improve delegation -
Enhancing delegation and clarity of guidelines supervisors, Clearer Improved work
Delegation and communication roles reoular ? employees; responsibilities performance
gation ai feedback were S & feedback tools, | Monthly and stronger and
Communication . . accountability, feedback . .
Feedback highly evident and feedback sessions. and communication feedback communication
WM = 3.33 > latforms, culture. satisfaction.
flow open p
and 3.30). ’ communication templates.
channels.
Empl,
mployee Introduce Management,
recognition and o ;
motivation Increase recognition HR/unit heads, Higher
Improving obtained the recognition programs, employees; Monthl Stronger emplovee
Employee lowest ratin and incentive awards, / ¥ morale and mo tivg ti(?n and
Recognition amon g motivation mechanisms, certificates, Quarterl appreciation recoonition
and Motivation & among and incentive fund, y culture. &
leadership employees appreciation recognition ratings.
practices (WM ployees. PP n
~3.19) rituals. materials.
Resource
provision an d Administration,
administrative Conduct
Expand .. HR,
support were traiming .
. . support Supervisors, Increased
Strengthening highly programs, Better- L
e through . employees; . - participation in
Organizational supported trainin mentoring trainine funds Semi- equipped and trainine and
Support (WM =3.44 men torii, sessions, and mo dgules ’ annually more capable mentogr in
Systems and 3.29), & regular needs- . ¥ employees. aroring
. and resource equipment, activities.
while based support .
. access. mentoring
mentoring and assessment. .
guides.
development
were lower.
Workload
Revi Management,
pressures, eview lanmin
policy barriers, Minimize workload 12) fﬁcersg More Reduced
. and budget . distribution, > reports of
Reducing constraints barriers that simplif finance staff, manageable workload
Organizational were weaken rocelt)iurzs employees; Ongoing work stress. polic
Challenges . empowerment proceaures, policy review processes and » POTCY
occasionally and prioritize . delays, and
efforts. tools, workload fewer barriers.
encountered resource matrix. budeet resource gaps.
(WM =3.06— planning. lz’lns &
2.85). plans.
Regul
em :\%:r?rrlent Management,
Employee Maintain and pau dits HR, Continuous Sustained or
Sustaining empowerment further emplo ;:e employees; improvement improved
Employee was highly strengthen P oY survey forms, Ongoing in P
. feedback . empowerment
Empowerment evident overall empowerment surveys. and monitoring empowerment scores
(AWM = 3.30). outcomes. or forym’ance tools, data practices. ’
P . reports.
monitoring.
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General Implementation Framework

The plan shall be implemented through a participatory, data-driven, and continuous
improvement approach. It emphasizes strong organizational support, responsive leadership, and
regular feedback to ensure that empowerment is sustained and strengthened across the local water

districts.

Evaluation Mechanism

The effectiveness of the plan shall be assessed through pre- and post-intervention surveys,
employee feedback, training participation records, recognition reports, and periodic monitoring of

empowerment indicators.

IV.  DISCUSSION

The empirical model validated the tripartite theoretical interplay among leadership
practices, organizational support, and workplace challenges, collectively accounting for 53.9% of
the variance in employee empowerment (R? = 0.539, F =43.62, p <.001). Notably, organizational
support emerged as the paramount driver ( = 0.38), surpassing leadership practices (p = 0.24),
while challenges exerted a significant though lesser suppressive effect (B = —0.20). This
hierarchical ordering underscores that systemic resource allocation and managerial infrastructure
are more foundational than dyadic leadership interactions alone in the context of public water
utilities, extending prior assertions that primarily emphasized individual leader behaviors (Eliyana

etal., 2019; Kumari & Sinha, 2023).

Within leadership practices, collaborative decision-making and responsibility delegation
were highly evident (WM = 3.39 and 3.33), reflecting leaders’ consistent engagement in
participative processes that stimulate psychological ownership and accountability through social
exchange mechanisms (Wang et al., 2021). However, employee recognition and motivation

received the lowest rating (WM = 3.19), a deficit mechanistically attributable to bureaucratic
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inertia and the absence of formalized reward infrastructures, which constrain spontaneous
appreciative practices commonly observed in private-sector settings (RAM & Mohan, 2021;
Bachman & Asbury, 2019). Concurrently, organizational support demonstrated the strongest
relational and predictive influence (r = 0.612; B = 0.38), with resource and tool provision rated
highest (WM = 3.44). This primacy is mechanistically rooted in organizational support theory
(Eisenberger et al., 1986), wherein tangible resource adequacy enhances employees’ self-efficacy
and psychological safety, enabling proactive role engagement (Tantoh & McKay, 2020; Lemma,
2024). Yet, professional development and mentoring assistance ranked lower (WM = 3.14 and
3.13), signaling that while basic operational tools are supplied, systematic capacity-building and
coaching remain under-institutionalized—often displaced by pressing operational urgencies

(Sekgobela, 2023; Putera et al., 2020).

Conversely, organizational challenges were only occasionally encountered overall (GWM
= 2.95), but their moderate negative correlation (r = —0.486) and significant predictive weight (3
=—0.20) confirm that even moderate barriers meaningfully dampen empowerment. Workload and
operational pressures ranked as the foremost obstacle (WM = 3.06), consistent with the job
demands-resources model (Bakker & Demerouti, 2017): excessive job demands deplete
employees’ cognitive and emotional reserves, curtailing discretionary behaviours such as
initiative-taking and participative problem-solving (Azis et al., 2019; Albrecht et al., 2020).
Resource constraints and policy barriers, while present, were perceived as less immediately
obstructive than daily workflow inefficiencies, suggesting that micro-level operational friction

rather than macro-structural rules poses the more immediate threat to empowerment sustainability.

A critical empirical paradox emerged: while employees demonstrated high accountability
and initiative (WM = 3.42), their perceived authority to make independent decisions was notably
lower (WM = 3.19). This divergence reveals a structural misalignment wherein personnel are held
responsible for outcomes yet lack commensurate jurisdictional autonomy—a hallmark of
hierarchical decision-making ossification commonly observed in public-sector utilities (Ontiri,
2018; Torach, 2018). Mechanistically, this gap perpetuates learned helplessness and reduces
intrinsic motivation, as accountability without authority undermines the very psychological

ownership that empowerment seeks to cultivate (Bandhu et al., 2024).
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Synthesizing these findings, this study conclusively establishes that employee
empowerment in local water districts is contingent upon a tripartite equilibrium where material
and administrative support serves as the non-negotiable foundation, yet its efficacy is critically
moderated by leadership’s capacity to provide consistent recognition and by the organization’s
agility in mitigating operational stressors. Crucially, the results challenge the over-reliance on
charismatic or transformational leadership as a panacea, advocating instead for a systemic re-
engineering of support architectures and authority frameworks to sustain intrinsic motivation and
proactive service delivery. The moderate influence of leadership relative to organizational support
further implies that investments in infrastructural resources and managerial enabling systems yield
higher marginal returns for empowerment than leader-development programs alone—a nuanced

conclusion that refines contemporary empowerment discourse.

Translating these conclusions into actionable strategy, interventions must pivot toward
formalizing structured recognition schemes and institutionalizing mentorship frameworks to
bridge the developmental gap, while simultaneously streamlining workflow protocols and
delegating genuine decision-making purview to frontline echelons. Specifically, periodic
participatory planning forums and clear delegation guidelines should be operationalized to
transform accountability into authentic autonomy. Concurrently, workload distribution reviews
and procedure simplification are imperative to alleviate the resource-depleting effects of
operational pressures. An iterative evaluation mechanism, comprising pre- and post-intervention
empowerment audits, employee feedback surveys, and performance monitoring, is indispensable
to ensure that resource enhancements, leadership development, and procedural simplifications
yield measurable, sustained improvements in empowerment indices. Ultimately, these
interconnected interventions (implemented through a participatory, data-driven continuous
improvement approach) will systematically fortify the organizational conditions that enable
employees to thrive, thereby enhancing both individual fulfilment and institutional effectiveness

in public water service delivery.
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