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ABSTRACT 5 
As youth organizations play a vital role in nation-building, retaining elected officials is essential for 6 
organizations to maintain created value. Youth are distinct from previous generations in their attitudes, 7 
behaviors, and personalities, and retaining them requires a distinct management strategy. This study 8 
aims to provide decision-makers with a more effective and efficient instrument for evaluating the types of 9 
career management activities contributing to the retention of SK Chairpersons. This study uses a 10 
spherical fuzzy analytic hierarchy-based approach to examine factors and activities according to their 11 
importance. It was conducted at Talakag, Bukidnon, participated by the SK Federation with twenty-nine 12 
(29) SK Chairpersons. The results indicate that "leadership and Management" is the most important 13 
factor, that "supportive leadership" has a significant impact on their retention, and that "development-14 
oriented career management activities" have the greatest influence on increasing the retention of SK 15 
Chairpersons. To accomplish more with youth programs and activities, the federation, under the 16 
supervision of the Barangay Council in each barangay, should prioritize Career Planning and Reflection, 17 
Performance Feedback, and Skill Development. 18 
 19 
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 22 
1. INTRODUCTION 23 
Youth possess immense creativity and vitality that can be utilized to boost their development and help 24 
them realize their full potential [1]. World Health Organization (WHO) and United Nations (UN) believe 25 
that young people are leading change and supporting the pandemic response and efforts in local 26 
communities worldwide via volunteer work and grassroots initiatives. This makes it possible for other 27 
underprivileged individuals to get motivated and implement the solutions in their own communities. 28 
Moreover, localizing youth organizations can solve the nation’s problems [2].  29 
 30 
In the Philippines, youth organizations are recognized and accredited by the Securities and Exchange 31 
Commission (SEC), which plays different roles according to their advocacies. Among them is the 32 
Sangguniang Kabataan (SK) which was institutionalized under the Local Government Code of 1991 33 
under RA 10742 [3], also known as the Sangguniang Kabataan Reform Act of 2015, and amended in RA 34 
11768, and is supervised by the National Youth Commission (NYC). SK’s overarching objective is 35 
integrating youth into nation-building and local governing processes and promoting their well-being 36 
through effective and responsive mechanisms and programs [4]. The SK’s main priority is to create and 37 
carry out programs, projects, and activities, but are not limited to, among the nine centers of youth 38 
development as stated by the united nations goal as follows; Equitable access to quality education, 39 
Environmental protection, Climate change adaptation, Disaster risk reduction and resiliency, Youth 40 
employment and livelihood, Health including health services and adolescent sexual and reproductive 41 
health, Anti-drug abuse, Gender sensitivity, and Capability building which emphasizes leadership training.  42 
 43 
The Sangguniang Kabataan was dogged by controversy and mistrust in its formative years, which led to 44 
several requests for its abolition over time [5]. Some of the critical areas of weakness are creating sound 45 
legislation, not consulting young organizations and constituents, and failing to match up programs being 46 
carried out by SK officials with the needs highlighted by the youth [6]. Despite the paucity of published 47 
academic studies on the SK, several research supports conclusions. One of the main drivers of change is 48 
the SK Chairperson’s need for knowledge and training about the execution of successful initiatives, 49 
further supported by their own opinions [7]. 50 
 51 
Talakag, Bukidnon is one of the municipalities in the country that has records of inactivity of SK 52 
Chairpersons. The recent evaluation of the Municipal Local Government Operations Office (MLGOO) on 53 



the Youth Governance Sector shows that as their term concludes, their participation in the Barangay 54 
youth development programs becomes lesser. 55 
 56 
Talent retention is essential for organizations to maintain the value they have generated in the modern 57 
world. The attitudes, habits, and personalities of millennials differ from those of earlier generations; thus, 58 
us keeping them on board calls for a specific management program [8]. Additionally, organizations must 59 
develop a more adaptable approach for keeping all types of members, from occasional contributors to 60 
long-time philanthropists, by considering members' goals [9]. Furthermore, prioritizing such career 61 
management activities is essential to achieve the goal of SK officials’ retention process.  62 
 63 
After being developed by Saaty [10], AHP quickly became one of the most popular MCDM tools for 64 
prioritizing criteria and options due to its capacity to wrap up the entire decision-making process. Fuzzy 65 
sets, first suggested by Zadeh [11], quickly gained much attention in MCDM because they cope well with 66 
the imperfect information and ambiguity that many real-world issues contain. Numerous extensions to the 67 
original fuzzy sets, including type-II, intuitionistic, hesitant, Pythagorean, and Neutrosophic fuzzy sets, 68 
have been developed due to the dramatic increase in complexity and ambiguity in modern corporate life 69 
[12]. Spherical fuzzy sets, created by Kutlu Gundogdu & Kahraman [13] are one of the newest extension 70 
family members and are considered applicable to assessment, evaluation, and prioritization problems 71 
because it allows decision-makers to assign membership degrees since the squared sum of the spherical 72 
parameters can be at most 1. Also, decision-makers have a larger preference domain to assign 73 
membership degrees to according to the concept of spherical fuzzy sets (SFS) [13].  Thus, creating a 74 
spherical fuzzy AHP algorithm will be of use to the problem at hand. 75 
 76 
Following the introduction, there are five sections in this study. Section 2 states the related literatur. 77 
Section 3 describes a methodology based on a novel spherical fuzzy AHP method for the MLGOO and 78 
Barangay Council to improve the retention of SK Chairpersons, and its specifics are discussed. Section 79 
3.5 describes the proposed model in detail with its main and sub-criteria, and the criteria weights are 80 
computed. Section 4 in the results and discussion provides a numerical example from the actual world to 81 
demonstrate the model's practical applicability. In section 5 and section 6, a brief conclusion and 82 
recommendations for the future are presented, respectively. 83 
 84 
2. RELATED LITERATURE 85 
The Philippine government is the only nation in the world that has a process of incorporating the young 86 
sector into governance [1]. This is in response to the appeal of the United Nations Convention on the 87 
Rights of Children to develop an avenue wherein they may actively represent their sector in the 88 
operations of the local government and the country as a whole. 89 
 90 
In the modern corporate environment, loyalty to companies has disappeared, and millennials commit to 91 
their professions rather than organizations [7]. Diversity is also valued, and there must be some degree of 92 
turnover. But it's also challenging to find qualified workers in the market [8]. 93 
 94 
According to Baruch, activities that are official and fundamental include work rotations, internal job 95 
listings, and career mapping. All organizational jobs are depicted on career maps, along with the 96 
qualifications for advancement in each position. They provide details about the positions, such as the 97 
prerequisite knowledge, abilities, and expertise. It is challenging to create career maps in the 98 
unpredictable and changing corporate environment of today. To assess whether these prospects align 99 
with their professional aspirations or not, workers still want to see their future opportunities inside the firm 100 
in a realistic manner [9]. 101 
 102 
The spherical fuzzy analytic hierarchy process (SF-AHP) was invented by Gündodu and Kahraman [13] 103 
who used it to choose industrial robots and renewable energy sources. In order to demonstrate the 104 
spherical fuzzy VIKOR (SF-VIKOR) technique's applicability, expanded the traditional (VIKOR) approach 105 
thus created a novel approach to prioritization problems.  106 
 107 
3. METHODOLOGY 108 
Selecting the most effective career management activities for the retention of SK Chairpersons involves a 109 
novel approach; to achieve this objective, the following methodologies were implemented: 110 
 111 
 112 
 113 
 114 
3.1 Data Gathering 115 



Table 1. Classification and definition of the major and sub-criteria. 

This study surveyed twenty-nine elected SK Chairpersons through in-person written interviews. Two sets 116 
of questionnaires will be given. The first one measures their inactivity, which answers their demographic 117 
location, and barangay or municipal youth-related programs or events they have organized or participated 118 
in. The second one will answer their preferences on the criteria which will be guided by the SFAHP 119 
framework for sustainable career management activities and to understand the aspects affecting 120 
their retention. 121 
 122 
3.2 Definition of the Main criteria and Sub-criteria 123 
The classification and definition of the main criteria and sub-criteria are shown in Table 1 124 
 125 
 126 

Indicator Facet Sub-indicator Facet 

C1: Leadership and Management  

LM1: Trust to Management 

LM2: Supportive Leadership 

LM3: Positive Relationship and Communication 

C2: Improvement Opportunity 

I1: Cross-Functional Teamwork 

I2: Professional/Technical Improvement 

I3: Personal Improvement 

C3: Organizational Climate 

OC1: Empowerment 

OC2: Appreciation and Recognition 

OC3: Respect for Work-Life Balance 

C4: Structure 

S1: Organizational Strategies 

S2: Honorarium and Benefits 

S3: Organizational Justice 

 127 
The model's criteria can be described as follows: 128 
 129 
Leadership and Management (C1) 130 
Inspiring and motivating SK Chairperson will impact effective leadership skills by defining a clear vision, 131 
providing purpose, and articulating goals and expectations. They boost morale and productivity. When 132 
respected and motivated, they remain longer. 133 
 134 
Strong leadership and management develop trust and positive employee connections. Approachable, 135 
helpful, and open leaders build trust. This trust allows individuals to voice issues, seek advice, and 136 
collaborate with administrators. Trust in leaders increases satisfaction with work. 137 
 138 
Effective Communication between managers and leaders informs team members about organizational 139 
changes, goals, and expectations. Transparent communication reduces individuals’ stress and 140 
uncertainty. SK Chairpersons are more engaged and dedicated when they are informed and connected. 141 
 142 
In summary, Inspiring and motivating SK Chairpersons, developing trust and connections, fostering good 143 
communication, recognizing and rewarding success, supporting professional growth, and managing work-144 
life balance all impact retention. Strong leadership and management lead to employee retention, higher 145 
productivity, lower turnover costs, and pleasant work culture.  146 
 147 
The sub-criteria of leadership and management are: 148 
Trust to management (LM1) 149 
Supportive leadership (LM2) 150 
Positive relationship and communication (LM3) 151 
 152 
Improvement Opportunity (C2) 153 
Improvement opportunities are workplace chances to improve. It can include learning new abilities, taking 154 
on tough tasks, being promoted, or being given more responsibilities. Improvement opportunities help 155 
retain individuals for the following reasons: 156 
 157 
Career advancement: SK Chairpersons demand career growth. They're more inclined to stay with an 158 
organization if they can progress and learn new abilities. Improvement chances show that the 159 
organization cares about its individuals' careers. 160 
 161 



Improvement opportunities engage and encourage people. Learning new things stimulates and 162 
challenges people. This boosts personal fulfillment and organizational loyalty. Engaged individuals are 163 
less likely to leave their positions because they are fulfilled and purposeful. 164 
 165 
The sub-criteria of leadership and management are: 166 
Cross-functional teamwork (I1) 167 
Professional/technical improvement (I2) 168 
Personal improvement (I3) 169 
 170 
Organizational Climate (C3) 171 
Organizational climate is its atmosphere and surroundings. SK Chairpersons’ attitudes, values, behaviors, 172 
leadership style, communication strategies, and corporate policies shape it. Organizational climate affects 173 
teamwork, job satisfaction, and whether they remain or leave. 174 
 175 
Job Satisfaction: Positive organizational culture boosts job satisfaction. Satisfaction is higher when they 176 
feel appreciated, supported, and respected. A positive work environment comprises a supportive culture, 177 
fair treatment, growth and development opportunities, work-life balance, and appreciation for 178 
contributions. 179 
 180 
Individuals value work-life balance. Flexibility, remote work, flexible scheduling, and family-friendly 181 
policies help retain talent. SK Chairperson who feels supported personally is more inclined to stay. 182 
 183 
The sub-criteria of organizational climate are: 184 
Empowerment (OC1) 185 
Appreciation and recognition (OC2) 186 
Respect for work-life balance (OC3) 187 
 188 
Structure (C4) 189 
The structure affects SK Chairpersons' retention. A well-designed structure helps individuals understand 190 
their jobs, responsibilities, reporting lines, and career growth. Structure helps retain personnel: 191 
 192 
Accountability and feedback: Structure creates clear reporting lines so individuals know whom to report to 193 
and whom to ask for help. Regular feedback and regular performance assessments assist individuals in 194 
identifying their strengths and weaknesses, improving professional progress and job happiness. 195 
 196 
Fair-minded individuals may remain longer and behave better. Distributive justice affects turnover. 197 
Fairness and process also affect the retention of officers. 198 
 199 
The sub-criteria of the structure are: 200 
Cross-functional teamwork (I1) 201 
Professional/technical improvement (I2) 202 
Personal improvement (I3) 203 
 204 
The model's career management activities are described as follows: 205 
 206 
System-oriented career management activities (A1) 207 
It refers to formal and important SK Chairpersons activities, including committee rotations and career 208 
mapping. Career maps show the organizational structure and requirements for each position's 209 
advancement. They include information on the roles, such as what is required, expertise, skills, and 210 
experience. 211 
 212 
Development-oriented career management activities (A2) 213 
Coaching, mentoring, and training are examples of development-oriented activities in career 214 
management. Exercise for training and development strengthens the relationship between SK 215 
Chairpersons and constituents, provides flexible and competent members, and increases retention. 216 
 217 
Relationship-oriented career management activities (A3) 218 
Two examples of relationship-based career management activities are career counseling and 219 
performance management systems based on feedback. These events provide SK Chairpersons with 220 
career-related input from their peers, constituents, and youth development professionals. At the level of 221 
the youth organization, the team, and the officials, performance management with multidimensional 222 
feedback is a method that seeks to increase productivity. 223 



Figure 1. The proposed model for career management activity selection decision 

 224 
Future-oriented career management activities (A4) 225 
These career management activities consist of succession planning and talent management. The process 226 
of talent management is complex and involves numerous approaches. To accomplish the organization's 227 
strategic objectives, talent management activities such as talent pool creation, leadership training, 228 
succession selection, planning, development, and retention must be implemented. 229 
 230 
3.3 Framework 231 
This study prioritizes career management activities to retain SK Chairpersons on their service. Figure 1 232 
shows the final SFAHP design decision to adjust the career management SFAHP structure and serve as 233 
the basis for the decision-makers’ prioritization process. This study creates four main criteria facets, 234 
twelve sub-criteria, and four career management alternatives. 235 
 236 
 237 
 238 
 239 
 240 
 241 
 242 
 243 
 244 
 245 
 246 
 247 
 248 
 249 
 250 
 251 
 252 
 253 
 254 
 255 
 256 
 257 
 258 
 259 
3.4 Spherical Fuzzy Sets 260 
Spherical fuzzy sets (SFS) were created based on the idea that SK Chairpersons, as decision-makers, 261 
can naturally express their hesitation regardless of membership or non-membership. It combines 262 
Pythagorean and Neutrosophic Fuzzy Sets. It lets decision-makers use membership functions on a 263 
spherical surface and set all parameters, including hesitancy, in a bigger domain. Thus, in SFS, each 264 
membership, non-membership, or hesitating parameter can be taken individually as long as its squared 265 
sum is no higher than 1. in this case, it can be defined using Equation (3). 266 
 267 
SFS Ãs is denoted as follows. 268 
 269 
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where Ãs denotes a spherical fuzzy set of the universe X. 272 
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 , representing membership, non-membership, and hesitancy degrees, respectively, 277 
of each x to Ãs. 278 
 279 
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 281 
 282 
 283 



Table 2. Linguistic measures of importance used for pairwise comparisons 

 284 
2.5 Developed Spherical Fuzzy AHP Model 285 
Spherical fuzzy AHP will be employed for compromised SK Chairpersons' choices. 286 
 287 
After providing the decision makers with the framework and definition of the main criteria and sub-criteria, 288 
their preference on the subjects were considered to form a pairwise comparison matrix through a 289 
linguistic measurement of importance as shown on Table 2.  290 
 291 
Since decision-makers lost interest in deciding between two following linguistic words, the author added 292 
mid values to the table. This will emphasize further the intensity of their comparison between 293 
criteria.Equations (4) and (5) can be used to calculate score indices for these mid values. The experts 294 
were assigned a mid-value when they hesitated between using the linguistic variables High Importance 295 
(HI) (0.7, 0.3, 0.2) and Slightly More Importance (SMI) (0.6, 0.4, 0.3). (0.65, 0.35, 0.23). The hierarchy 296 
(primary criterion, sub-criteria, and options) applies at all levels. 297 
 298 
 299 

 300 
 

(μ, υ, π) 
Score 
Index 
(SI) 

Absolutely Higher Importance (AHI) 0.9 0.1 0 9.00 

 0.85 0.15 0.04 8.00 

Very High Importance (VHI) 0.8 0.2 0.1 7.00 

 0.75 0.25 0.14 6.00 

High Importance (HI) 0.7 0.3 0.2 5.00 

 0.65 0.35 0.23 4.00 

Slightly More Importance (SMI) 0.6 0.4 0.3 3.00 

 0.55 0.45 0.3 2.00 

Equally Important (EI) 0.5 0.4 0.4 1.00 

 0.45 0.55 0.3 0.50 

Slightly Lower Importance (SLI) 0.4 0.6 0.3 0.33 

 0.35 0.65 0.23 0.25 

Lower Importance (LI) 0.3 0.7 0.2 0.20 

 0.25 0.75 0.14 0.17 

Very Low Importance (VLI) 0.2 0.8 0.1 0.14 

 0.15 0.85 0.04 0.13 

Absolutely Lower Importance (ALI) 0.1 0.9 0 0.11 

 301 
 302 
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 306 
Their preference then was recorded as the pairwise comparison matrix for the SFAHP Model. 307 
 308 
To verify the consistency of the decision makers on the comparison, a defuzzified matrix consistency 309 
checks are frequently employed. The score indices (SI) in Table 2 defuzed the spherical fuzzy numbers, 310 
and Equations (6) and (7) determined the Consistency Ratio (CR). 311 
 312 
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 314 

   
  

  
                      (7) 315 

 316 
where CI is the consistency index, n is the number of decision criteria, and RI is the random index. Step 4 317 
was taken if the computed CR value was less than 0.1, indicating consistency. The authors guided 318 
decision makers to revisit their pairwise comparisons if they were inconsistent. 319 
 320 



Table 3. Pairwise comparisons and calculated weights of main criteria 

Table 4. Pairwise comparisons and local weights of the sub-criteria of leadership and management 

After considering the consistency of the comparison matrix, the fuzzy local weights of main and sub-321 
criteria and alternatives were determined using the Spherical Weighted Arithmetic Mean (SWAM) 322 
operator as in Equation (8) with regard to weights,                  such that         , and      

   323 
1.  324 
 325 
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 327 
The scoring function (S) defuzzied the spherical fuzzy criteria weights as in Equation (9), and Equation 328 
(10) normalized the results to obtain crisp local weights. 329 
 330 
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 334 
 335 
Multiplying local weights by main criteria weights yielded global weights for sub-criteria and alternatives. 336 
 337 
This process is done to the main criteria, sub-criteria, and alternatives as well to will determine the career 338 
management activity that will have the highest influence on SK officials’ retention. 339 
 340 
4. RESULTS AND DISCUSSION 341 
SK Chairpersons were surveyed to determine the main and sub-criteria weights. The criteria, definition, 342 
and evaluation process were explained first. Table 2 linguistic terms were used to create pairwise 343 
comparisons. These evaluations were utilized to generate compromised decision matrices, and 344 
Methodology analyzed their consistency ratios. Pairwise comparisons were examined if the consistency 345 
ratio exceeded 0.10. 346 
 347 
The previous method were used to calculate the local and global weights of the criteria. Tables 3 and 4 348 
provide sample pairwise comparisons of both main and sub-criteria, estimated spherical fuzzy and crisp 349 
local weights, and consistency ratios. 350 
 351 
 352 

 353 

 354 
Additionally, pairwise comparisons of alternatives against each sub-criterion yielded spherical and crisp 355 
weights. Tables 5 and 6 demonstrate the method numerically. Table 5 compares four alternatives 356 
regarding trust to management. Table 6 shows pairwise comparison of four alternatives in terms of 357 
supportive 358 
leadership sub-criteria. 359 
 360 
 361 
 362 
 363 
 364 

 C1 C2 C3 C4         
      

C1 0.5 0.4 0.4 0.7 0.8 0.8 0.8 0.5 0.3 0.8 0.3 0.1 0.630 0.354 0.271 17.52 0.313 
C2 0.4 0.7 0.2 0.5 0.6 0.6 0.6 0.6 0.3 0.6 0.4 0.3 0.478 0.500 0.319 12.73 0.227 
C3 0.5 0.6 0.3 0.6 0.7 0.7 0.7 0.4 0.4 0.7 0.3 0.2 0.579 0.403 0.303 15.83 0.283 
C4 0.3 0.8 0.1 0.4 0.5 0.5 0.5 0.7 0.2 0.5 0.4 0.4 0.379 0.596 0.292 9.92 0.177 
CR = 0.0295 CONSISTENT       

 LM1 LM2 LM3         

LM1 0.8 0.4 0.6 0.9 0.7 0.9 0.9 0.7 0.8 0.396 0.567 0.303 0.249 
LM2 0.5 0.3 0.5 0.8 0.4 0.6 0.6 0.4 0.6 0.612 0.363 0.302 0.404 
LM3 0.6 0.4 0.5 0.8 0.6 0.8 0.8 0.4 0.6 0.535 0.438 0.315 0.347 

CR = 0.0747 CONSISTENT 



Table 5. Pairwise comparisons and weights of alternatives in terms of trust to management sub-criteria 

Table 6. Pairwise comparisons and weights of alternatives in terms of supportive leadership sub-

criteria 

Table 7. Local and global weights of career management activities regarding sub-criteria 

 365 
 366 
 367 
 368 

 369 
 370 
 371 
 372 

 373 
 374 
Table 7 shows that development-oriented career management activities including training, mentorship, 375 
and coaching are the most important alternative for SK Chairpersons on. System-oriented career 376 
management activities follow. Due to the technicalities and processes of RA 10742's SK System reform, 377 
SK Chairpersons were encouraged to play a more active part and be well-versed in decision-making. 378 
Improving their skills is one of the essential measures for success. Young talent is dedicated to their 379 
professions and other skills-building activities. Career-minded individuals stayed longer. Systematic 380 
career management activities serve the same purpose. Future-oriented career management activities 381 
likely don't benefit SK Chairpersons because they don't wish to advance in their careers but rather learn 382 
and use their technical skills. 383 

 362 
 363 
The ideal solution's sensitivity is assessed by increasing the main criteria weights from 0 to 1 by 0.1. 364 
Other important criteria weights stay proportional. Parts 1.a, 1.b, 1.c, and 1.d in Fig. 2 indicate the 365 
sensitivity analysis results of the SK Chairpersons on Urban Barangays for leadership and management 366 
(C1), improvement opportunity (C2), organizational climate (C3) and structure (C4), respectively. 367 
 368 
This decision is sensitive to the relative weights of the main criteria, as indicated by the sensitivity 369 
analysis. In addition, as weights increase, A1, A3, or A4 will surpass A2 as the best option. 370 
 371 
 372 

 A1 A2 A3 A4         
      

A1 0.8 0.4 0.6 0.8 0.6 0.8 0.9 0.7 0.9 0.6 0.4 0.6 0.471 0.509 0.316 12.53 0.224 
A2 0.6 0.4 0.6 0.8 0.4 0.6 0.9 0.7 0.8 0.7 0.5 0.6 0.514 0.465 0.318 13.79 0.247 
A3 0.5 0.3 0.5 0.6 0.4 0.5 0.8 0.4 0.6 0.4 0.3 0.4 0.665 0.320 0.247 18.70 0.335 
A4 0.8 0.6 0.8 0.8 0.6 0.7 0.9 0.8 0.9 0.8 0.4 0.6 0.414 0.561 0.310 10.87 0.194 
CR = 0.0973 CONSISTENT       

 A1 A2 A3 A4         
      

A1 0.8 0.4 0.6 0.8 0.6 0.8 0.8 0.6 0.7 0.5 0.3 0.5 0.537 0.446 0.304 14.57 0.260 
A2 0.6 0.4 0.6 0.8 0.4 0.6 0.6 0.4 0.5 0.4 0.3 0.4 0.640 0.344 0.271 17.82 0.318 
A3 0.7 0.5 0.6 0.9 0.7 0.8 0.8 0.4 0.6 0.6 0.4 0.6 0.514 0.465 0.318 13.79 0.246 
A4 0.9 0.7 0.9 0.9 0.8 0.9 0.8 0.6 0.8 0.8 0.4 0.6 0.379 0.596 0.292 9.92 0.177 
CR = 0.0973 CONSISTENT       



(a) SENSITIVITY OF  

LEADERSHIP AND MANAGEMENT 

(c) SENSITIVITY OF 

ORGANIZATIONAL CLIMATE 

(b) SENSITIVITY OF 

IMPROVEMENT OPPORTUNITY 

(d) SENSITIVITY OF 

STRUCTURE 

Figure 2. Sensitivity analysis of main criteria with respect to different weights 
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 377 
 378 
 379 
 380 
 381 
 382 
 383 
 384 
 385 
 386 
 387 
 388 
 389 
 390 
 391 
 392 
 393 
 394 
 395 
 396 
 397 
 398 
 399 
 400 
 401 
Part (a) of Fig. 2 demonstrates that when the weight of "leadership and management" increases to 0.3, 402 
A2 yields the lead to A3. However, in part (b), A2 remains the best option. Part (c) shows that A2 loses 403 
the lead to A3 when the weight of "organizational climate" increases to 0.6, whereas A4 will assume the 404 
lead at 0.9. Additionally, in part (d) demonstrates that A2 loses the lead to A1 when the weight of 405 
"structure" increases to 0.2. Increasing the weight of each main criteria certainly had a significant impact 406 
on the order of activities. Therefore, when selecting a career management activity, each of the main 407 
criteria must be carefully considered.  408 
 409 
5. Conclusion 410 
The Local Government Unit and Municipal Local Government Office monitor Youth Leaders and find 411 
ways to keep them in youth programming for longer. Despite annual gatherings, seminars, and training, 412 
there are no research supporting management in SK Chairperson retention, which is vital for the 413 
federation. 414 
 415 
This study offers academics and practitioners a basic career management activity selection methodology 416 
to retain SK Chairpersons. This is the first study to propose a systematic methodology to analyze their 417 
preferences on a crucial topic for retention and future programs. The suggested model uses Spherical 418 
Fuzzy Analytic Hierarchy Process (SFAHP), a unique method that tackles severe vagueness and 419 
subjectivity in evaluation processes. 420 
 421 
The approach considers leadership and management, improvement opportunity, organizational climate 422 
and structure, and their twelve sub-criteria. In a high-tech company, a case study proves the model's 423 
viability. The optimal career management activity is chosen from system-oriented, development-oriented, 424 
relationship-oriented, and future-oriented alternatives. This ready-to-use approach helps organizations 425 
measure career management activity. 426 
 427 
Since the Barangay Council's action directly affects SK Chairpersons, leadership and management are 428 
the most significant criteria for activity selection. supportive management is the most significant sub-429 



criterion for leadership and management since administrator assistance directly influences youth leaders' 430 
production. 431 
 432 
The case study shows that the selected organization prefers development-oriented career management 433 
activities like training, mentoring, and coaching. Young talents may need LGU development initiatives to 434 
help them succeed in the new system as specified by RA 10742. 435 
 436 
As major criteria weights vary, all career management activities have the possibility to be favored by the 437 
organization, according to the sensitivity analysis. Alternative selection is sensitive in all criteria. 438 
 439 
6. Recommendation 440 
Issues for future investigation include: (1) A similar study can be done in other municipalities or cities to 441 
comment on possible differences, (2) interval-spherical fuzzy sets can be modeled and compared, (3) 442 
new aggregation algorithms might be developed and used for a comparable problem, and (4) spherical 443 
fuzzy extensions of other multi-criteria decision-making methods like VIKOR, TOPSIS, etc. can be applied 444 
to the defined problem. 445 
 446 
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