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Abstract

This qualitative study explores the exemplary approaches and organizational intricacies of public
sector organizations implementing the Program to Institutionalize Meritocracy and Excellence in Human
Resource (PRIME-HRM). Given the scarcity of research on PRIME-HRM implementation across different
levels of government, this study evaluates the challenges encountered by HRM champions representing
a National Government Agency (NGA), a Local Government Unit (LGU), and a Government-Owned and
Controlled Corporation (GOCC). Using a multiple-case analysis design, the researcher interviewed twelve
participants from DepEd Balanga City, the Balanga City Local Government Unit, and the Balanga City
Water District—all of which have attained Maturity Level 2 (Bronze Recognition) under the Philippine
Civil Service Commission’s (CSC) standards. The findings revealed several emerging themes, specifically
recarding implementation challenges, increased employee satisfaction, improved engagement, and
strengthened retention strategies. By documenting the best practices of these "champion" implementers,
the research identifies critical areas for improvement and strategic success. Furthermore, this study
advances the Job Demands-Resources (JD-R) Theory by demonstrating how public sector resources,
such as servant leadership and transparency, effectively buffer bureaucratic stress to foster employee
commitment. Ultimately, these results provide a foundation for evidence-based policy, advocating for
flexible work arrangements and professional development as essential tools for maintaining a stable,

high-performing civil service workforce.
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Introduction

Human resource is a crucial component of every organization, company, or industry. A portion
of their responsibilities includes planning, recruiting, evaluating, and determining whether or not people
are completing their assigned tasks successfully. It consists of individuals who do various activities to
construct a well-established and well-organized organization or group of any kind. They are the minds
responsible for achieving the goals of the sector or organization to which they belong. As defined by
Barney et al. (2023), human resource management is employee management with an emphasis on
employees as company assets. In this context, it is occasionally acknowledged that individuals
employed by an organization may be regarded as human capital. During the early twentieth century,
and with greater frequency in the sixties, the term "human resources" gained popularity to characterize
an organization's workforce. The proliferation and augmentation of intergovernmental entities like the
ASEAN and the European Union have resulted in a significant expansion and heightened complexity of
human resource development (HRD) operations, particularly from the perspective of (Crocco &
Tkachenko, 2022; Euler, 2021).

Former-president Gloria Macapagal Arroyo signed into law Republic Act 9485 or the Anti-Red
Tape Act of 2007 or ARTA in June 2007. This law primarily aimed to improve the efficacy of public
services and governance. Tomasi (2024) stated that the Philippine government tracked the efficiency of
essential bureaucratic civil services through the Contact Center ng Bayan. The Philippine Civil Service
Commission (CSC), as the central human resources management agency, conferred awards to
government offices, accentuating paramount amelioration in the government transactions in view of
accessibility and affordability. The Civil Service Commission instituted the Program to Institutionalize
Meritocracy and Excellence in Human Resource Management (CSC, 2021) or PRIME-HRM as a risk
mitigation strategy in addressing the enigmas of the government offices. In view of the absence of
investigation relative to PRIME-HRM implementation among local and national government agencies,
this study evaluated the issues and challenges encountered by the PRIME-HRM champions representing
a NGA, an LGU, and a GOCC. The study examined the optimum approaches of these public sector

organizations in their execution of the Program as they have attained Bronze Recognition maturity level.

Literature Review

The PRIME-HRM catalyzed the service delivery to public sector human resource indulgences,
ensuring efficient and effective delivery of services anchored on the legal framework, supervising the
implementation (Barney et al, 2023; Scheibmayr, 2023). Valencia-Inarda (2020) underscored that PRIME-HR
further aimed to enhance human resource services through evaluation, support, and recognition of
policies, processes and capabilities vis-a-vis the maturity level index para international norms in the
public entities Fostering a tradition of quality and meritocracy in human resource management in

government offices - on a national and local scales of governance and government-controlled
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corporations, is the kernel goal of the CSC’s PRIME-HRM. They are expected to consistently empower
individuals about their performance, acknowledge their exemplary practices, and simultaneously act as
a platform for the exchange and cultivation of expertise among Human Resource practitioners
concentrated on the four critical areas of recruitment, selection, placement, and induction; learning and
development; performance management; and rewards and recognition encompassing three distinct
phases, namely: "Assess," "Assist," and "Award" (Domer, 2024). The Commission will provide technical aid
and interventions to enhance the performance of the government agency. Upon satisfying the
assessment and recommendation of the Commission, the agency will be given the zeal of excellence
award on Human Resource Management (Suringa, 2024) based on four distinct levels, namely: Level |
or Transactional HRM, Level Il or Process-Defined HRM, Level lll or Integrated HRM, and Level IV or
Strategic HRM (CSC, 2012).

In 2022, Manahan et al. (2022) carried out a study utilizing cloud-based technology on the
implementation of the PRIME-HRM program. The study deduced how cloud-based technology, focusing
on Human Resource Information System (HRIS), could be used in implementing the PRIME-HRM in the
Department of Health (DOH), which has transpired in the government agencies in the Philippines since
2012. This research intended to create a cloud-based Human Resource Information (HRIS) that
progressed human resources functions of the DOH and presented profound reforms to the prosaic
system of the DOH. The application of dexterous and robust processes required a fastidious
requirements engineering. Valencia-Inarda (2020) evaluated teacher’s substantial papers employing the
Cluster Analysis to look into the concerns in the evaluation of qualifications of the hiring process in
DepkEd, Butuan City. In this study, the PRIME HRM Recruitment, Selection, and Placement Core Group
utilized the rating scheme to determine the most suited teacher-candidate. The research uncovered
underlying concerns, which demanded in-depth analysis to appraise teacher’s qualifications and the
registry of qualified teacher- applicants should manifest these issues. Apilada et al. (2023) emphasized
that the outcome of the English Proficiency Test (EPT), which determines teacher applicant’s
qualifications, functioned as the groundwork for designing training activities to improve the English

language competency and proficiency of teachers.

In 2023, Mamon initiated a study pinpointing the assessment of readiness of the Professional
Regulations Commission (PRC) in the Western Visayas striving for the Level 1 PRIME HRM accreditation.
Using a mixed-method approach, the quantitative data gathered were validated for further evaluation
using a qualitative process to look for specific patterns and themes. Through the interview, it was found
that the PRC Region VI Office has established a solid foundation of readiness, but has to initiate
intervening steps to fully meet the standards needed for the PRIME-HRM level of maturity. Two of the
four strategic segments comprising the PRIME Human Resource Management (HRM) model have
achieved complete readiness. These segments, specifically "recruitment, selection, and placement" and

"performance management,” have attained full preparedness. However, the "learning and development"
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segment has only partially reached this level of readiness, while the "rewards and recognition” segment
is not. As to the qualitative phase, for category 1: Recruitment, Selection, and Placement, PRC Region VI
proved to have an established procedure in the hiring and recruitment process. For category 2:
Performance Management, some areas need improvement, though they have been proven to be fully
ready. In category 3: HRD Learning and Development (L&D), a lack of human resource development
personnel and poor management support are the factors explaining why PRC Region VI appeared to be
partially ready. Lastly, for category 4: Rewards and Recognition, due to the fact that this is still under the
function of the Central Office, the result was undeniably partially ready.

A separate investigation in the Province of Rizal centered on the propositions and mechanisms
of human resource management within public service establishments, encompassing its correlation with
organizational commitment. The study used the tools made available by the Civil Service Commission (CSC)
Program to Institutionalize Meritocracy and Excellence in Human Resource Management (PRIME-HRM)
alongside the Organizational Commitment Questionnaire (OCQ). The study sampled a population of
219 local government professionals across 27 offices using a stratified sampling technique, with the
determined final sample size to be n=142 individuals. The implementation of PRIME-HRM has occurred
with varying degrees of success. The participants exhibited a significant degree of dedication, expressing
their gratification in being a member of the organization and feeling at ease with it. Nonetheless, they
considered it not to be the most optimal work environment. Implementing human resource systems
has been observed to correlate directly with the level of commitment demonstrated by employees.
Therefore, the organization may delve into and appreciate the positive effects of having
well-implemented human resource management programs, which will impact commitment in the form
of policy improvement or the initiation of worthwhile activities relative to it, consequently, to meet the
highest proficiency level of PRIME-HRM geared towards Strategic Human Resource Management.
(Egcas and Lacueta, 2018).

Employee Satisfaction

Numerous factors can augment employee satisfaction within the workplace, including
establishing a robust organizational culture and fostering favorable relationships between individuals
and the agency or workplace. These variables can be attained by establishing a conducive and
efficacious organizational culture that fosters a collective sense of accountability amidst employees,
consequently nurturing a robust sense of commitment and dedication to job duties among all

participants within the organization.

Employee satisfaction in the public sector is no longer driven solely by job security, but is
increasingly dependent on organizational culture, inclusive human resource management (HRM), and
adaptive leadership styles. Contemporary research emphasizes that leadership style is a cornerstone of

employee satisfaction within government-linked and public institutions. Serang et al. (2024) demonstrate
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that ethical leadership significantly enhances work engagement and commitment, as leaders who model
moral behavior and transparent communication help mitigate the negative effects of corruption and
bureaucratic failure. Furthermore, Alrawahi et al. (2020) applying Herzberg’s two-factor theory in public
health settings found that while professional development and training act as strong "satisfiers," factors
like inadequate health and safety protocols and heavy workloads serve as major "dissatisfiers" that can

undermine overall performance.

The physical and social work environment has also emerged as a critical mediator.
Dewi Nusraningrum et al. (2024) found that motivation positively influences performance, but this
relationship is significantly mediated by the presence of a "green" or supportive work environment and
high levels of employee engagement. In the context of modern infrastructure, the transition to remote
work during the early 2020s provided a unique satisfaction boost for many public sector workers.
Pabilonia and Vernon (2023) noted that remote arrangements increased job satisfaction by reducing
commute times and grooming costs, allowing employees to reclaim approximately 60 to 75 minutes of
their day. However, satisfaction remains vulnerable to extrinsic factors such as salary and interpersonal

teamwork, which are consistently identified as key determinants of career contentment in public service.

Employee Engagement

Employee engagement is a multidimensional psychological framework that is critical for public
sector performance and resilience. Unlike simple job satisfaction, engagement involves a deep cognitive,
emotional, and physical investment in work, which research shows is heavily mediated by leadership

quality and internal resource availability.

Recent quantitative studies highlight that engagement in government organizations is driven by
a combination of intrinsic and extrinsic factors. Isler Dent (2024) identified senior leadership, professional
development, and work-life programs as statistically significant predictors of high engagement levels in
the federal sector. This is supported by Masuku et al. (2025), who applies the Job Demands-Resources
(JD-R) theory to show that while heavy workloads (demands) can lead to disengagement, providing
resources such as leadership support and career progression opportunities can foster "vigour, dedication,
and absorption" among municipal staff. Leadership effectiveness has emerged as the most dominant
factor in engagement research during this period. Harter (2024) research indicates that managers or team
leaders account for approximately 70% of the variance in team engagement, emphasizing that
employees seek purpose rather than just a paycheck. Yue & Walden (2022) further demonstrate that in
the federal government, there is a strong correlation between transparent leadership communication
and employee trust, which directly increases public service motivation and engagement levels. Jiatong
et al. (2022) specifically link transformational leadership to improved job performance, noting that
employee engagement acts as a vital bridge (mediator) that turns supportive leadership into tangible

organizational results.
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Engagement is increasingly recognized as a leading indicator of government efficiency. Batubara
et al,, (2020) found a positive correlation between engagement and overall organizational success,
suggesting that engaged employees are more likely to deliver better citizen outcomes and show
resilience during periods of change. Furthermore, a Philippine-based study (2021) showed that employee
engagement accounts for nearly 60% of the variation in work performance, proving that psychological

"ownership" of tasks is a powerful driver of productivity.

Retaining Employees

Retaining employees in the government and public sector requires a strategic shift from
traditional management to a dual-focus approach that manages "hygiene factors" while enhancing
"motivational factors". Studies indicate that while competitive compensation remains a moderate
predictor of retention, qualitative factors such as leadership support, organizational culture, and
work-life balance are the primary drivers of an employee's intention to stay. Subramaniam et al.
(2024) and Lee et al. (2022) argue that "hygiene factors"—including salaries, working conditions,
and job security—must be maintained to prevent dissatisfaction and immediate turnover, but
they do not necessarily foster long-term commitment. In contrast, "motivational factors" such as
recognition, growth opportunities, and the intrinsic nature of the work are what truly drive
long-term retention and engagement. Leadership support has emerged as a statistically significant
predictor of retention in the public sector. Nusraningrum et al. (2024) demonstrate that supportive
leadership does not just improve performance but also fosters a "green" or positive work
environment that significantly mediates the relationship between employee motivation and their
decision to remain with an organization. Furthermore, Haricharan (2023) notes that moving away
from rigid, command-and-control hierarchies toward more employee-centric governance models

is essential for reducing "burnout" and improving retention in public service.

In the specific context of government agencies and educational institutions, career
development and work-life balance have become critical retention strategies. Research suggests
that despite limited budgets, public organizations can improve retention by providing clear career
progression pathways and professional training. Additionally, Pabilonia and Vernon (2023) highlight
that the flexibility offered by remote or hybrid work arrangements—which became more
prevalent in the early 2020s—significantly boosted job satisfaction and reduced turnover

intentions by allowing for better work-life integration.

Despite the preceding literature, there was no evaluation of implementing PRIME-HRM
among local and national government agencies in Balanga City, Bataan. Specifically, there has
been no investigation into the issues and challenges encountered by implementers and the most

effective methods of implementation. This study examines the optimum approaches of the
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Department of Education, local government units, and government-owned and controlled
corporations, particularly the water district, in their execution of the Priority Development
Assistance Fund Rationalization program. The basis for selecting the three agencies was their
attainment of the PRIME-HRM Bronze Award from the CSC. The objective was to reveal the
methodologies that led to their success in earning the bronze level and to share such practices

with other agencies.

This study explored the issues, challenges, and best practices of three government
agencies, namely: DepEd SDO City of Balanga, Balanga City Local Government Unity, and Balanga
Water District in the Province of Bataan, in championing PRIME-HRM during the fiscal year 2023.
Specifically, it sought to answer the following questions: 1. What are the issues and challenges in
the implementation of PRIME-HRM; 2. How does the implementation of PRIME-HRM affect
employee job satisfaction in public sector organizations; 3. How does the implementation of
PRIME-HRM affect employee engagement in public sector organizations; 4. How does the
implementation of PRIME-HRM affect employee retention in public sector organizations; and

5. What are the best practices of each agency in championing PRIME-HRM?

With the given experiences of the identified government agencies, here are the following
assumptions are made: 1. There are some issues and challenges in the implementation of PRIME-
HRM; 2. PRIME-HRM in three government agencies was not institutionalized properly;
3. PRIME-HRM was an awakening call to all agencies in streamlining their processes; and
4. Best practices in the implementation of PRIME-HRM can be used as a basis for developing a

standardized manual of implementation.

The delimitation of this study is the inability to generalize the data to a larger population since
only three participating agencies were considered in the study. The participants’ perceptions in the
implementation of PRIME-HRM specifically on the challenges, lessons learned, best practices, and the
road ahead in leading their organization. In addition, the researcher had a pre-conceived concept
about the challenges, lessons learned, best practices, and the road ahead in leading an organization

that may influence the result of the interpretation.
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Methodology

This study utilized a qualitative multiple case analysis design to describe the challenges, lessons,
and best practices of three identified agencies in Balanga City, Province of Bataan, alongside the
implementation of PRIME-HRM. According to Gustafsson (2017), the use of multiple cases makes the findings
more robust and reliable because the evidence is often considered more compelling. By comparing different
cases, researchers can identify "literal replication" - where cases produce similar results or "theoretical
replication'- where cases produce contrasting results but for predictable reasons). Further, Surikova et al.
(2025) justify the use of multiple case studies in educational governance by noting that it increases the
transferability of the findings. When a study finds that "servant leadership" boosts engagement in three
different School Divisions, the recommendation carries more weight for the entire Department of Education
than a study focused on just one office. Furthermore, Nzimande et al. (2025) highlights that this design
allows researchers to develop a "composite” of best practices. In the context of HR retention, multiple case
analysis helps separate unique "fluke" successes from the systematic practices that consistently lead to high

employee satisfaction across various government units.

The methodology that was used was the Replication Strategy because it grants the researcher the
ability to recognize potential patterns within the data and further investigate them through fieldwork to
obtain additional data sources. Using these methodologies ensured that information shared in the interviews
was explanations of phenomena derived from empirical evidence validated consistently in the investigation.
The constant comparative method (Strauss and Corbin, 1998) within the academic circles was repeatedly

validated by collecting, analyzing, comparing, and revising.

Evaluating the public sectors, which were the recipients of the Bronze Level 2 in the PRIME-HRM was
the focal point of this inquiry as there were three (3) identified research locations predicated on their
readiness to aptly handle academic probe. This research engaged in a deliberate selection process of
organizations based on the researcher's knowledge and experience of their respective geographic locations,
as well as a practical consideration of the feasibility of conducting participant observations and interviews.
Participant selection was conducted using specific criteria to identify those who would be either included or

excluded from the study.

The principle of purposive sampling combined with structured multisectoral approach was used
in order to obtain proportionate participants from the 3 public sector organizations. The study involved
twelve (12) participants, including four (4) officers in human resource management, four (4) PRIME-HRM
focal persons, and four (4) senior management representatives. By selecting 4 key representatives from
the 3 public sector organizations, it was considered to ensure corroboration of the findings across various
sectors of the government bureaucracy. The exploration applied open-ended questions and a multiple-
case study design, which applied the propositions of data saturation, deriving at an interview-based
comprehensive data analysis. Triangulation of findings, as a part of document evaluation, involved

examination of pieces of data, observations of noted and records of transcripts on interviews.
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The study employed an open-ended inquiry methodology whereby participants were invited to
provide personalized feedback specifically focused on the narratives of the study’s subject regarding their
challenges and concerns, as well as gained insights into the implementation of the PRIME-HRM.
The instrument validation process entailed seeking specialists’ aid and carrying out in person assessments.
The assistance of human resource professionals and practitioners with varied experience in HR practices were
sought. These professionals exhibited aptitude in the four fundamental tenets of PRIME-HRM.

The researcher endeavored to adhere to ethical obligations by protecting participants rights and
advancing their well-being. The protection of the rights and welfare of research participants is predicated on
a fundamental ethical framework. The participants in this study were regarded as individuals entitled to
dignity and self-determination as autonomous agents. They were allowed to exercise the right to withdraw
using the Informed Consent provision at their discretion without incurring any adverse consequences or
responsibilities. As to the principle of beneficence, the investigation abstained from eliciting any data that
could result in emotional hardship or further physical harm to the participants. Maintaining the confidentiality
of the participants and systematically encoding their responses has necessitated the utilization of numerical
identifiers exclusively to represent the three distinct public sector organizations within the territorial confines

of Balanga City, Philippines.

The researcher commenced a thorough data collection procedure by obtaining preliminary
authorization from the authorities of the involved agencies. Before commencing the interview,
an exhaustive review and discussion of the informed consent form were undertaken to acquire the
participants with their entitlements as subjects of research. Upon establishing a mutually acceptable
framework for the investigation, participants were instructed to fulfill a document indicating their consent to
participate. Following the completion of the initial procedural steps, the researcher proceeded with carrying
out the interview. In order to streamline the management of the comprehensive interview, the researcher
requested information regarding the availability of each participant to organize an interview session.
Each interview session had a duration of approximately one hour. To ensure the participant's sustained
involvement with their work environment and their organization's human resource management and
operations, conducting the interview on-site at their office or workplace was deemed necessary.
The researcher employed the data saturation methodology, wherein each participant was interviewed until
information saturation was attained before proceeding to the next participant. This approach ensured that
sufficient information was collected from each participant and allowed for a rigorous analysis of the data.
Throughout the interview sessions, the researcher documented observational notes that served as a

reference point in the post-analysis of the collected data.

While undertaking comprehensive, in-depth interviews, the researcher formally requested access to
salient documentation, including the PRIME-HRM 4 Pillars Manual and other applicable records and entities,
to further augment their comprehension of the implementation of PRIME-HRM. These documents were

utilized and meticulously assessed to determine correlations with the results gathered from the compiled
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interviews. The findings of the current investigation were validated using established methodological

protocols.

Results and Discussion

The study's findings are addressed in this part, divided into five parts, focusing on the scope of
practices, obstacles, and possibilities encountered during the implementation of PRIME-HRM by the

three public sector organizations in Balanga City, Bataan.

1. On the Implementation Challenges and Difficulties:

The challenges and difficulties experienced by the participants in the process of applying for and
implementing PRIME-HRM focus on the participants’ journey from processing the needed documents until

implementing PRIME-HRM in their organizations. Among the challenges were: Documents Not Prepared in
Time; Unfamiliarity with Processes; and Challenges Posed by the Pandemic.
Table 1: Generated Themes on the Implementation Challenges and Difficulties Experienced by the

Participants

Themes Description Participants Sample Text
Documents | This theme primarily discusses | Participant 1 “During the application process for PRIME-HRM in
Not Prepared | challenges  participants identified | Participant 3 | the water district office, we encountered some

in Time while attempting to obtain crucial | Participant 8

difficulties when trying to collect paperwork from

paperwork from process owners | Participant 11 ) i
various process owners; they weren’t able to
throughout their PRIME-HRM
I~ submit on time. Our projected timeline of
application process.
application came to a stall as a result of this in
some way.”
-Participant 11
Unfamiliarity | In light of the incomplete | Participantd4 | “The SDO adheres to all policies established by
with institutionalization of their processes, | Participant 6 | the HRDD, but during the evaluation, we
Processes this theme focuses on the challenges | Participant 10 | - orod that several of our processes were not
articipants face while applying for
P P pRYIng yet fully institutionalized.”
PRIME-HRM.
- Participant 6
Challenges This theme focuses on the challenges | Participant 1 “There’s a limitation on the mobility of personnel
Posed by the | and obstacles the participants had in | Participant 3 due to fear of COVID — 19. The pandemic was a
Pandemic preparing  for,  validating, and | Participant 4

implementing PRIME-HR due to the

unforeseen pandemic.

Participant 6

challenging time for almost all aspects of SDO
operations. Since we were caught off guard by the
phenomenon, we had to establish new ways to
implement the policies set by PRIME HRM.”
-Participant 4
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It is imperative to consistently pursue improvements in initiatives that are intended to initiate
the evaluation process at both the integrated-defined and strategic-defined levels to enhance the
implementation of PRIME-HRM, although these public sector organizations are already recognized as
process-defined. For the successful and effective deployment of PRIME-HRM, reliable and effective
human resource is essential. Without a skilled and competent workforce, we cannot improve the quality
of government services and transparency through digital and online platforms. Thus, skilled and well-

trained personnel are essential for the effective implementation of PRIME-HR programs.

The public sector's human resource problems make it necessary to create and follow strategic
policies and procedures to effectively manage and integrate new technology (Kupeta 2022). Human Resource
managers play an important role in organizations since they are the ones who make these changes happen.

Their main job is to make the organization better at adapting to and taking advantage of reforms.

Thorough and precise assessment of resources allocation for human capital investments was
paramount for government employees, equipping them with relevant tools in e-government programs
and initiatives. People strategy and processes profoundly influenced the digital remodeling of the
government entities, contributing to the employee’s welfare, enthusiasm, and effectiveness.
The establishment of an overarching structure in HR enabled adjustment of e-government, aligning with

the swift and immense digital reconstruction in the government system.

Moreover, Rashwan and Nour, (2023) highlighted the establishment of trust and integrity as vital
precursors of viability in government service. Strategic system, such as integrated reporting, mitigated
systemic issues in public governance. Emphasis on transparency and collaboration is vital to stress open
government initiatives to stakeholders (The Government Affairs Management Office of the People’s
Government of Yuexiu District, Guangzhou Municipality, Guangdong Province, 2021). Public entities that
actively engaged stakeholders through data access promote robust and skill-based organization that

prioritize values and innovation.

2. On the Increased Employee Satisfaction

This section shows the effect of PRIME-HRM implementation on the employee satisfaction in
their respective organizations. It further explores the profundity of the participants' experiences and
illustrates the very essence of these experiences in relation to their present work. The themes that
emerged from the transcripts of the interviews with the participants that reflect how implementing
PRIME-HRM improves their working environment are as follows: Enhanced Accountability at Work and

Continuous Learning and Improvement.
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Table 2: Generated Themes on the Increased Employee Satisfaction Experienced by the Participants

Themes

Description

Participants

Sample Text

Enhanced
Accountability
at Work

This theme focuses on the encouraging
and beneficial developments that the
participants' increased accountability due
to the implementation of PRIME-HRM in
their various organizations.

Participant 1
Participant 2
Participant 6
Participant 7

"Since PRIME-HRM, | was more in sync with
my role here at Water District. | am more
conscious that | am responsible for my job. |
sharpened my concentration on the
accomplishment of my goals and
responsibilities. In addition, | improved my
ability to concentrate by reducing the
number of external factors that could divert
my attention and the amount of pressure |
put on myself. | have faith that my team will
recognize this and that they will see that |
am leading by example for them. | want to
instill a strong work ethic in my team to

achieve our goals.”

-Participant 2

Continuous
Learning and

Improvement

This theme shows how the introduction of
PRIME-HRM has ingrained a culture of
learning and professional advancement in

its workplace.

Participant 1
Participant 6
Participant 9
Participant 11

"Continuous learning in the workplace has
been a new culture here in LGU since PRIME-
HRM was implemented. Our bosses have
stressed to the staff the importance of
prioritizing  continual learning  and
improvement. PRIME-HRM has established a
new culture in which it is clear that
management cares about our professional
advancement and career by providing us
with opportunities for continuous learning
and growth that are easily accessible, which,
in the long term, will result in improved work
performance on our side.”

-Participant 9

This study validates that ecosystem ownership cultivates a culture of trust and transparency in
corporate world. Moreover, the results accentuate the establishment of a firm human relations increases
job satisfaction and emotional commitment to the organizations. In 2023, Pattinaja et al. explicated how
sense of belonging motivated government employees to create more meaningful activities from their
routine task, turning the ordinary into distinctive shared goals in the organization. Self-assurance in

handling work-related activities increases ownership and accountability, leading to communication
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symmetry and maximization of their responsibility. Regular and transparent feedback mechanism is

tantamount to the enhancement of employee performance and development (Atmaja et al., 2022)

The PRIME-HRM created an opportunity for public sector managers to implement viable learning
environment (Asrar-Ul-Hag & Anwar, 2018). On the other note, Fuertes, et. al 2020 viewed efficient
leadership promotes organizational development. Nonetheless, strategic management plays a crucial
role in the organizational progress. Prioritizing long-term learning for the development of employees
through training, interdepartmental efforts, and information distribution was vital. The disparity and gaps
between the present competencies and the future organizational demands rest on the
institutionalization of perpetual leamning improvement, targeting excellence in human resources.
This established system automates government employees in yielding high index of engagement and
productivity. Moreover, employees’ needs and aspirations dictate the continuous improvement in the
public service (Martinez-Bravo and Sanz, 2023). This inquiry verified that diverse hurdles and predictions
in the learning and development pillar of the PRIME-HRM keep the abreast on digital and work-related
policies targeting the improvement in administration, virtual learning, and automated performance,

which enhances learning (Hinkley et al., 2022).

3. On the Improved Level of Employee Engagement

The themes that emerged from the participant interviews indicate how installing PRIME-HRM has
improved their working environment. The themes that emerged are: Better Engagement Toward Better
Performance; Increased Employee Appreciation; and Expressed Inclusivity in the Workplace.

Table 3: Generated Themes on the Improved Level of Employee Engagement Experienced by the

Participants

Themes Description Participants Sample Text
Better This theme explains participants' Participant 2 “It made effective communication easfer. In the
Engagement | sense of connection and belonging Participant 4 organization, there has been evidence of open and
Toward in their organizations following the Participant 9 honest communication between the leadership and
Better implementation of PRIME-HRM. Participant 11
P P the workforce. It results in the promotion of dedication,
Performance
trust, and understanding among all of the team
members.”
-Participant 4
Increased This theme describes how the Participant 1 “Employee appreciation was a positive by-product of
Employee | deployment of PRIME-HRM has | Participant 4 | PRIME-HRM implementation. A reward system in the
Appreciation | given participants a greater sense of Participant 6 LGU was created, and employees who perform well
appreciation and rewards at work. Participant 7 ) ) ) - .
are publicly recognized during flag-raising ceremonies.
Participant 12
-Participant 7
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Table 3: Generated Themes on the Improved Level of Employee Engagement Experienced by the

Participants (Continued)

Themes Description Participants Sample Text

Expressed | This theme explores the inclusive Participant 1 Ever since the implementation of PRIME-HRM, there
Inclusivity in | culture and sense of value Participant 4 has been improved inclusivity in the SDO. Our senior
the participants observed at work due Participant 7
Workplace | to utilizing PRIME-HRM. Participant 12

leaders reviewed and revised our policies and
procedures to ensure that they are non-
discriminatory and promote equal opportunities for
all employees. We have also provided training and
development opportunities for our employees to
improve their awareness and understanding of
diversity, equity, and inclusion in the workplace.
Additionally, we have established support networks
to provide a safe and inclusive space for
underrepresented employees to voice their
concerns and seek support. Since in PRIME-HRM,
employees are valued and motivated, they are
confident to involve themselves in decision-making

and contribute their ideas and opinions.

-Participant 1

There is a big impact on job satisfaction (Nurlaila, 2022) that significantly connects the
performance of employees when servant leadership is felt in the organization (Roy & Konwar, 2020).
Active listening, empathy, and responsible stewardship build stakeholder trust and involvement in
servant leadership (Canavesi and Minelli, 2022). Public sector leaders must constantly address
stakeholder needs. A servant leadership style and supporting framework boost staff engagement and

deliver better performance.

Job contentment also promotes employee performance, according to the theoretical framework.
Employee engagement requires servant leadership (Neubert et al. 2016). Active listening, empathy,
and responsible stewardship are servant leadership traits that create stakeholder trust and involvement.
Public sector leaders must remain in touch with stakeholders and meet their demands. Servant leadership,

alongside supportive organization, may boost employee engagement and productivity.

Neubert et. Al (2016) explained the adoption of servant leadership in the organization affected
and enhanced employee engagement. Servant leadership demonstrated qualities of active listening,
compassionate insight, ethical management. These merits contributed to establishing trust and boosting
engagement among the stakeholders. One of the strategies in enhancing servant leadership effectiveness
was distributive decision making, which enabled leaders to work with the stakeholders, addressing their

needs in time.
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There were many variables such as job challenge, meaning and purpose, social su pport and
autonomy activated the enhanced employee engagement. More so, the vital consonance of employee
appreciation was integral in worker engagement. This concept entailed a sense of worth and
acknowledgement to the worker’s labor, elevating the level of work gratification that resulted to
enhanced work performanced. Employees, who have strengthened work engagement exemplified
outstanding attitude and proactive thinking within the organization, elevating their performances and

contributing meaningfully to targeting the organization’s thrusts (Nakinaalwa, 2022).

According to Domdom (2022), the Safe Space Act, as outlined in Republic Act 11313,
encompasses a tangible, mental, and emotional setting in which participants exhibit a heightened
consciousness regarding their duty to shield one another against instances of discrimination and
harassment. This legislation necessitates the development of a gender-sensitive atmosphere and the
adoption of pertinent work policies by both governmental entities and private enterprises. Such policies
should incorporate training initiatives designed for employees and establish a mechanism to address

grievances.

According to Xie and Camulli (2019), a key challenge in promoting inclusivity in the workplace
is the resistance to change demonstrated by employees unaccustomed to inclusivity or diversity.
Developing a corporate environment characterized by transparency and effective communication is
imperative to effectively confront and surmount the challenges, wherein individuals with diverse
backgrounds can exchange their unique experiences and viewpoints. In order to cultivate an
organizational climate that emphasizes inclusivity and recognizes its inherent value, leaders must
implement comprehensive educational initiatives and training programs centered on the principles of
diversity and inclusion. By doing so, employees will gain an enhanced comprehension of the advantages
of inclusivity and a heightened awareness of its significance within the workplace. Employers can involve
their employees in endeavors that foster diversity, including establishing affinity groups or hosting various
cultural events. These endeavors contribute to establishing an inclusive atmosphere where individuals

perceive themselves as respected and assisted.

Dela Cruz (2023) presented wide arrays of important insights on the implementation of efficient
ways to intensify inclusivity in an organizational locale. There were numerous ways to advance inclusivity
in employment practices. It involved prioritizing accessibility and accommodation within the workplace
such as deploying adaptive technologies, implementing alternative work arrangements, and tailoring the
physical workspace. To help employers create and promote a more inclusive workplace, programs in
mentoring, coaching, and career development for individuals with disabilities are crucial to enable an

inclusive culture that values diverse employees and their contributions.
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4. On Strengthened Strategies for Retaining Employees

Discussion on how the adoption of PRIME-HRM has improved retention in the organization is discussed
in this section. Two themes that came out of interview with participants about retention were Improved Career
Development Culture and Implementing Equal Opportunity in the Workplace. Organizations must have
transparent and steady rules for internal promotions (Ghani et al.,, 2022). The implementation of incentive
programs for outstanding achievement among the employee’s performance is a trailblazer. The principles
underscore the idea of employees comparing the rewards they acquire with those of their colleagues.
Consequently, workers must distinguish the outcomes of their hard work to be fair and equitable in order to

boost motivation, lessen attrition rate, and amplify productivity.

Table 4: Generated Themes on the Strengthened Strategies Employed by the Organizations to Retain Employees

Themes Description Participants Sample Text
Improved This theme emphasizes how employing Participant 2 “There became more opportunities when it
Career PRIME-HRM has given employees better Participant 3 comes to professional development like

Development

Culture

career opportunities.

Participant 4
Participant 10

training and  leadership  development
programs, mentoring and coaching programs,
scholarship  and  education  assistance
programs, career coaching and mentoring, job
shadowing  and

cross-functional  training

opportunities, performance feedback and
evaluation processes, succession planning and
career pathing, performance management and
career conversations, and other professional
development workshops and seminars.”

-Participant 10

Implementing
Equal
Opportunity in
the Workplace

The main focus of this theme is the

establishment of equal access and
consideration in employment, training,

promotion, and other benefits.

Participant 1
Participant 3
Participant 5
Participant 6
Participant 9

“We ensure that all job openings are posted
internally and externally and that all qualified
candidates are given equal consideration
regardless of their backsround. We provide
equal access to training and development
opportunities for all employees. We establish
clear and objective criteria for evaluating
employee performance and making promotion
and compensation decisions, and we ensure
that all employees have access to the same
benefits, such as healthcare, retirement plans,
and vacation time.”

-Participant 9




Implementation of PRIME-HRM in Promoting Meritocracy and Excellence in HRM

Practices in Select Public Sector Organizations in the Philippines | 33

In 2023, Kanninen stressed numerous exemplary ways to adopt and establish equal opportunity
within the organizational setting. These methods involved fostering environmental culture of diversity
and inclusivity, equitable access to information, resources, and opportunities, human capital

enhancement, engagement of employees in the decision-making process, and career cultivation.

According to Noya et al. (2023), organizations faced employee retention difficulties. It includes
scarce infrastructure, flawed fiscal rewards, sparse professional and personal aids, deficit prospect
advancements, lessened job satisfaction, and scant recognition. On the other hand, there were
suggested varied strategies for employee retention. These ways encompassed educational, regulatory,

financial, professional, and personal reinforcement.

Workload factors and reviewing monitoring guidelines and practices were determinants to
intensify employee retention (Brady & Wilson, 2022) Leaders sought effective strategies, which were
valuable and industry-specific resource, in addressing workload issues. Leaders, who examined workload
and accountability policy might yield advantages in distinct contests for facilitating intricate interaction.
Thus, it enhanced its relevance.

In a study in 2022, Liu et. al revealed the importance of coherent government response schemes
in government communication’s objectivity, transparency, and, veracity. The policies had integral part
in attaining stakeholder’s trust and support. The study also highlighted the principle of impartiality,
efficacy, and accountability among offices immensely affected citizen’s disposition. It also suggested
that public confidence in the effectiveness of government officials played great significance for the

viability of future’s pandemic confinement initiatives.

Tessema et. al (2022) discussed the significance of effectively minimizing employee turnover.
It involved implementing varied retention schemes that encompasses employee development gearing
to promotion of healthy work-life balance and competitive compensation deals, and provision of
adequate employee assistance . It was imperative for an organization’s approach to assess and evaluate
the costs and advantages of the strategies and the customization to account for the specific work
contexts. During the pandemic period, modernization and adaptation of human resources policies and
practices sufficed in efficiently coping in the abrupt modification in the work place. The execution of
the retention plan was a requisite in the revision of the organizational work habits. Institutions, which
were apt to efficiently reshape the organizational values and adapt to the changing demands of the
corporate world held the capacity to withstand adversity, mitigating the consequences of employee
turn over. Thus, leaders should master the arts of creative and innovative strategies in employee

retention.
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5. On Best Practices of Champion PRIME-HRM Implementers

This section exhibits the best strategies of the recognized PRIME-HRM organization in the
adoption of the PRIME-HRM principles. The themes that emerged are Digital Integration in HR Processes
and Strong Leadership and Commitment.

Table 4: Generated Themes on Best Practices of PRIME-HRM Champion Implementers

Themes Description Participants Sample Text

Digital Integration in | This theme stresses how Participant 3 “Here at LGU, we’re trying to employ digital
HR Processes integrating digital technology Participant 9 systems that would allow easier access and
into. HR procedures  can Participant 11 handling of data that are relevant to policy

improve employee satisfaction

P 4 formulation.”
and boost productivity.

-Participant 9
Strong Leadership | This theme highlights how Participant 5 “The commitment and leadership of our
and Commitment effective leadership and Participant 6 supervisors in SDO have helped implement

commitment in PRIME-HRM Participant 10 PRIME-HRM to a great extent. We express our

ractices at work improve
P P appreciation for the diligence displayed by the
employees' performances.
individuals in their endeavors to attain optimal
outcomes for our institution and workforce.
Through this process, we are equally motivated
to exert our utmost endeavors toward the
betterment of the organization.”

-Participant 6

The importance of digital integration in PRIME-HRM, Knies et al. (2022), cannot be set aside, as
digital integration is essential for effective HR performance to achieve organizational outcomes and HR
targets (Blom et al., 2024). Digital integration in HRM provides new opportunities to enable the workforce
to become strategic assets of organizations (Montero Guerra et al, 2023) and improve HRM's
effectiveness, efficiency, and strategic relevance to organizations. (Lu et al, 2023). Implementing
electronic human resource management (e-HRM) technologies in government structures will facilitate
the sharing and development of human resource-related data, information, services, databases,
methods, and solutions, and can improve HR practices through digital integration (Grdzelishvili &
Gogolauri, 2022). The e-HRM refers to using web technology-based channels to support the
implementation of HRM strategies, policies, and practices in organizations to achieve organizational
excellence. It can bridge the gap between traditional internal HR processes and external systems (Nyathi
& Kekwaletswe, 2023).
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Soomro & Ahmed (2022) suggest that integration increases the contribution of human resources
professionals at the strategic level, leading to more efficient management of the workforce and
improved organizational performance. Xia et al. (2023) explained that public sector organizations have
started adopting digital integration since digital tools are becoming ubiquitous in contemporary HRM
practices, such as the use of technology to automate and integrate HR processes (Penpokai, 2023),
including recruitment, selection, performance appraisal, and training and development, and the

development of an online information management system to streamline and monitor HR processes.

Hazafi & Kajtar (2022) elucidate that a digitally trained workforce is a prerequisite for taking
advantage of the technological innovations of the 4th industrial revolution. Organizations introduce new
technological tools to enhance the effectiveness of recruitment and selection, e.g., a camera analyzing
the candidates' choice of words, facial expression, and body language during the interview. Data and

fact-driven decision-making are indispensable for strategic HRM and workforce planning.

Cloud-based solutions have been found to transform HR processes effectively. Using statistics,
developing a sense of belonging with the organization, and performance management are the three
outcomes of cloud-based solutions for HR practices. Performance as a service and software as a service
have been found to strongly and significantly direct human resource practices, respectively (Al-Rwaidan
et al., 2023). Through digitization, data will become more accessible, operations more efficient, improving
the HR function, providing better customer service, and increasing productivity (Prifti et al., 2023)
In support of decisive leadership and commitment in HRM, Blom et al. (2024) explained that HRM
practices should be supported by senior management or leadership, who are committed to HRM goals
and can facilitate the integration of HRM across organizational departments and levels. Likewise,
Grdzelishvili & Gogolauri (2022) stated that leadership commitment is essential for an effective HR

management system and the successful implementation of HR policies.

There are best practices that can be adopted and considered by public sector organizations as
they prepare for a higher level of PRIME-HRM accreditation. Hazafi & Kajtar (2022) explained that the
intelligent application of big data in HR services (Shet et al., 2021) should create a competitive advantage
for public sector organizations to use digital tools in workforce planning. Amidst the rapid changes
brought by the COVID-19 pandemic and the increasing importance of HR analytics, the use of predictions,
algorithms, and Al (Prikshat et al., 2021) is also expected to accelerate. The trend should improve not
only the speed of decision-making but also its accuracy. These trends can be considered ways forward
to be implemented by public sector organizations as best practices in HR processes to vet for integrated
and strategically defined processes in the PRIME-HRM.
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Malik et al. (2022) supported the concept that commitment- and collaboration-based HRM
systems were positively related to the firm's innovation, cost constraints, and bottom-line performance.
The dual-force perspective: the "modernization" of HRM practices and the influence of traditional
institutions and customary culture play essential roles in HRM pluralism or hybridism among
organizations. A hybrid approach (high commitment and compliance) produced the highest
organizational performance, suggesting that commitment-eliciting and compliance-achieving practices

are essential for organizational performance.

Galanti et al. (2023) emphasized the importance of organizations setting up learmning and training
programs to guide workers to acquire new skills required by Industry 4.0. These programs will enable
workers to collaborate, build functional relationships, and adapt to new work processes. Therefore, one
of the best practices in HR is to prioritize continuous learning and training programs for employees to
help them develop the necessary technical and soft skills for future workplaces. Public sector
organizations should acknowledge the potential of digitalization in transforming the traditional way of

work and highlight the need for HR management to implement digital integration in its processes.

Public sector organizations may also develop or procure HR software (Barney, 2023) with
embedded analytical capabilities and features to integrate with other organizations' data as they vet for
integrated-defined or strategic-defined PRIME-HRM. Various technologies may be required to gather data,
translate it into insightful workforce analysis, and then use those insights to inform strategic decision-

making.

Aligning human resource management with the sustainability agenda is critical for mitigating
external risks and ensuring organizational longevity. Suringa (2024) pinpointed that HR personnel
spearheaded the reformation in an organization, ensuring reconciliation practices and strategies in the
top level management. This technique cultivated a workplace favorable to change (Ren et al., 2023). In
addition, considering the mentioned HRM strategies, as foundation of transformation, allowed
institutions to upgrade and upskill their potentials and employee satisfaction. Thus, the workplace
projected a sustainable foundation and competitive edge in preparation for future intricacies (Al Awadhi
& Muslim, 2023).

The findings showed the hurdles that impeded the application of the PRIME-HRM policies.
Numerous arguments surfaced, highlighting the participant’s experiences - processing the required
documents to executing PRIME-HRM in the workplace. Documents nit prepared in time, unfamiliarity
with the processes, and pandemic-related challenges were the generated themes. Further,
this investication uncovered the improvement in the employee’s satisfaction through the
implementation of the PRIME-HRM. Identified themes appeared in the exploration of the employee’s
work experiences relative to the satisfaction in the work experiences. Enhanced accountability at work

and continuous learning and improvement are the generated themes. Moreover, the inquiry revealed
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the significance of implementing PRIME-HRM in the commitment of the employee. The generated
themes involved Better engagement towards better performance, Increased Employee Appreciation,

and Expressed Inclusivity in the Workplace.

The study showed improvement in retaining employees during the implementation of the
PRIME-HRM in the workplace. The generated theme included Improved Career Development Culture
and Implementing Equal Opportunities in the Workplace. The findings demonstrated the best strategies
of the participants' organizations, adopting the implementation of the PRIME-HRM. The emerging themes
were Digital Integration in HR Processes and Strong Leadership and Commitment.

Conclusions

The execution of the PRIME-HRM initiatives in human resource management programs -
recruitment, selection, placement, learning and development, performance management, and rewards
and recognition were in exceptional performance as detailed in the participant’s responses. This result

stemmed from the HR personnel diligence in the execution of their duties.

In the duration of PRIME-HRM implementation, participants experienced minutest to average
challenges. This endeavor addressed the impediment in the HR delivery in the provision of the human
resource management services within the organizational framework. Moreover, this initiative guaranteed
the attainment of the targets of elevating human resources in the government offices, maximizing good
governance and effective public service delivery. The current findings offer a seamless direction for

providing and incorporating means to uphold human resources in the public institutions.

The execution of PRIME-HRM offers numerous platforms for organizations, such as the
opportunity to serve as exemplary governmental institutions, garner local or national government
backing, receive acknowledgment of HRM practices of other agencies, and participate in HR knowledge
transfer activities with other agencies. These initiatives are a few of the available opportunities. Primarily,
the participants were granted the opportunity to provide a more specific definition of PRIME-HRM, which
aims to enhance the capacity of agencies to consistently carry out human resource management tasks

utilizing the Assess-Assist-Award approach.

The implementation of the PRIME-HRM in the public sector organizations across all levels of
bureaucracy can advance the Job Demands-Resources (JD-R) Theory (Bakker & Demerouti, 2007) by
demonstrating how specific public sector "resources"—such as servant leadership and institutional
transparency—buffer against the unique "demands" of bureaucratic stress to foster engagement.
This investigation have provide government leaders and managers with a data-driven framework to
design targeted intervention programs, such as mentorship initiatives and non-monetary reward systems,

that directly address the primary drivers of employee retention and satisfaction. The study serves as a
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foundational document for evidence-based policy-making within the Civil Service framework. The results
can be used to advocate for the institutionalization of Flexible Work Arrangements (FWA) and tailored
Professional Development Plans, proving that these are not just "perks" but essential strategic tools for
maintaining a high-performing and stable public sector workforce.

The study suggested to enhance public trust by ensuring that government frontline services are
manned by satisfied and engaged civil servants. The roadmap for succession planning has to be ensured
by that of the mid-level managers in order to develop and retain the next generation of public leaders.
The specific impact of public service motivation should define the concept of governmental employee

satisfaction.

Recommendations
On Recruitment, Selection, and Placement. Because the selection of qualified candidates and

applicants relies heavily on the interview process, organizations may wish to conduct additional reviews
of the process to ensure that it is centered on the applicants' skills. They may include background

interviews, written exams, and psychological testing, particularly personality assessment, in their processes.

On Learning and Development. There is a significant possibility for organizations to seek to

explore redesigning their performance improvement interventions to concentrate on workplace
development and performance that aligns with the core job requirements as per the demands of
organizational strategy. A standard coaching and mentoring program based on the results of a full
learning needs analysis is one way that could work. A valuable way to improve performance and
productivity is to give new employees onboarding tasks in the form of online modules. Public
organizations can also set up Learning Institutes to offer seminars and training to their employees as

well as to other government agencies.

On the Performance Management System. The heads of government institutions may conduct

operational assessments on the execution of gender and development (GAD) policies within the context
of their respective performance management systems. The focus can be either within or beyond the
jurisdiction of entities that exhibit expertise in a particular method for implementing the specified
benchmarks. The implementation of a 360-degree evaluation feedback system may be considered
suitable, as it accurately reflects an employee's comprehensive performance. Stated differently, it
facilitates the creation of a more lucid depiction of an employee's efficacy. It is also advised that an exit
interview be added to the organization's procedure so that professionals can leave their existing jobs
with as little difficulty as possible. The objective is to avoid alienating present co-workers because doing
so could hinder their ability to advance professionally in the future. An exit strategy also aids in learning
as much as possible about why the person is leaving. This is an excellent chance to learn about pay or

work-life balance concerns.
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On Rewards and Recognition. Continued assessment of the implementation initiatives of

Continued assessment of the implementation initiatives of individualized policies and provisions on
rewards and recognition programs for all authorities and employees, as well as consultation with the
organization's GAD focal/point persons regarding how to make the program gender-responsive.
An institutionalized PRAISE Program for respective organizations may also be taken into consideration.
Organizations may develop and implement further best practices and innovations in line with what is
advocated by PRIME-HRM. It will be necessary to modify one's approach to human resources
administration and conduct more studies to develop new implementation strategies and innovations.
To successfully institutionalize meritocracy and excellence, as proposed by the CSC, it is essential to

manage human resources using a strategic approach.

On Future Research. Future research is recommended to utilize a phenomenological approach

to explore the lived experiences of Human Resource Management Officers (HRMOs) and Agency Heads
during the transition from Level 2 (Process-Defined) to Level 3 (Integrated). This study could identify the
specific tipping points in leadership mindset and organizational culture required to shift from merely
following SOPs to using data-driven metrics for continuous improvement. Additionally, investigation on
the integration of generative Artificial Intelligence (Al) and machine learning within the PRIME-HRM
framework specifically focusing on how these technologies can accelerate digital government
transformation in human resource systems may also be undertaken. Such research could explore the
"digital readiness" of government personnel as a mediator between HR maturity levels and overall

organizational innovation performance.

It is recommended that future research adopt longitudinal designs to track the long-term impact
of PRIME-HRM maturity on employee outcomes, thereby establishing clearer causal relationships beyond
seasonal snapshots. Studies should also expand their geographic and sectoral scope to include diverse
municipal and national agencies, ensuring that retention strategies are validated across varying localized
cultures. Finally, comparative research between Level 2 and Level 4 agencies is essential to create a
scalable roadmap that assists lower-maturity organizations in overcoming the foundational hurdles to
strategic excellence. Finaly, Public Service Motivation (PSM) as a core mediator within the Job Demands-
Resources (JD-R) Theory may be theoretically explored to better explain how altruistic values influence
the motivational process specifically in government settings. Furthermore, future studies should
investigate the interaction between digital maturity and personal resources (such as self-efficacy) to
refine the theory's "buffering effect" against the unique technological stressors of modern public

administration.



40 | Journal of Public Administration, Public Affairs, and Management

References

Alrawahi, S., Sellgren, S. F., Altouby, S., Alwahaibi, N., & Brommels, M. (2020). The application of
Herzberg’s two-factor theory of motivation to job satisfaction in clinical laboratories in Omani
hospitals. Heliyon, 6(9), e04829. https://doi.org/10.1016/j.heliyon.2020.e04829

Al Awadhi, T. H., & Muslim, S. B. (2023). Reviewing the Relation between Human Resources Practices,
Talent Management and Succession Planning In UAE Public Sector. Information Sciences

Letters, 12(4), 1271-1283. https://doi.org/10.18576/is\/120442

Al-Rwaidan, R. M., Aldossary, N., Eldahamsheh, M. M., Al-Azzam, M. K. A., Al-Quran, A. Z., & Al-Hawary,
S.I.S. (2023). The impact of cloud-based solutions on digital transformation of HR

practices. International Journal of Data and Network Science, 7(1), 83—

90.https://doi.org/10.5267/}.ijdns.2022.12.003
Apilada, Y. A., Cameros, C. G., De La Rita, M. S., Ceniza, M. L., & Golandrina, J. (2023). Cluster Analysis of
the Teacher — Applicants to be Enlisted in the Registry of Qualified Applicants for Public School

Teachers: Basis for Policy Formu-lation. International Journal of Multidisciplinary Applied
Business and Education Research, 4(2), 421-428. https://doi.org/10.11594/ijmaber.04.02.09
Asrar-ul-Hag, M., & Anwar, S. (2018). The many faces of leadership: Proposing a research agenda through
a review of literature. Future Business Journal, 4(2), 179-188.
https://doi.org/10.1016/j.fbj.2018.06.002
Atmaja, D. S., Fachrurazi, F., Abdullah, A., Fauziah, F., Zaroni, A. N, & Yusuf, M. (2022). Actualization of
performance management models for the development of human resources quality, economic
potential, and  financial ~ governance  Policy  in Indonesia ~ Ministry  of
Education. https://digilib.iainptk.ac.id/xmlui’handle/123456789/3082
Barney, N., Chai, W., & Sutner, S. (2023). human resource management (HRM). Search HR Software.

https://www.techtarget.com/searchhrsoftware/definition/human-resource-management-HRM
Batubara, K., Syam, B., & Wahyuni, S. E. (2020). Job demands-resources model affects the performance
of associate nurses in hospital. Systematic Reviews in Pharmacy, 11(7), 111-118.
https://repository.unar.ac.id/jspui/handle/123456789/938
Blom, R., Voorn, B., & Borst, R. T. (2024). HRM autonomy, integration and performance in government

agencies: tests of necessity and sufficiency. Public Management Review, 26(5), 1223-1241.

https://doi.org/10.1080/14719037.2022.2145348
Brady, J., & Wilson, E. (2022). Comparing sources of stress for state and private school teachers in England.
Improving Schools, 25(2), 205-220. https://doi.org/10.1177/13654802211024758

Canavesi, A., & Minellj, E. (2022). Servant Leadership and Employee Engagement: A Qualitative
study. Employee Responsibilities and Rights Journal, 34(4), 413-

435. https://doi.org/10.1007/510672-021-09389-9



Implementation of PRIME-HRM in Promoting Meritocracy and Excellence in HRM

Practices in Select Public Sector Organizations in the Philippines | 41
Civil Service Commission. (2012). Memorandum Circular No. 3, s. 2012: Program to institutionalize
meritocracy and  excellence in  human  resource management  (PRIME-HRM).
https://www.csc.gov.ph/phocadownload/userupload/irmo/mc/2012/mc3s2012PRIMEHRM.pdf
Civil Service Commission. (2021). Memorandum Circular No. 01, s. 2021: Program to Institutionalize
Meritocracy and Excellence in Human Resource Management (PRIME-HRM): Revised guidelines
on conferment of HR recognition and award. Civil  Service  Commission.

https://csc.gov.ph/phocadownload/userupload/irmo/mc/2021/MC%20No.%2001,%20s.9%20202
1.pdf
Crocco, O. S., & Tkachenko, O. (2022). Regional human resource development: the case of Southeast

Asia and  ASEAN. Human  Resource  Development  International, 25(1),  40-58.
https://doi.org/10.1080/13678868.2020.1858261

Dela Cruz, J. M. M. (2023). Human Resource Management Practices on Inclusive Employment for
Persons With Disabilities (PWDs) in the Philippines. International Journal of Multidisciplinary:
Applied Business and Education Research, 4(1), 263-
270. https://doi.org/10.11594/ijmaber.04.01.24

Domdom, B. J. V. (2022). Situating Lesbian Work Inclusivity: Safe Spaces Implications. Research Gate
Conference: De La Salle University- Araneta 7th Psychology Research Congress.At: Philippines.
https://www.researchgate.net/profile/Bobby-JonesDomdom/publication/369307984 Situating
Lesbian_ Work Inclusivity Safe Spaces Implications/links/.pdf

Domer, B. F. C. (2024). Program to institutionalize meritocracy and excellence in human resource
management (PRIME HRM) practices and school performance in public elementary schools in
the Division of Calamba City (Master's thesis, Laguna College of Business and Arts). ResearchGate.
https://doi.org/10.13140/RG.2.2.31915.45602

Egcas, R. A, & Lacuesta, M. P. (2018). PRIME-HRM implementation in select schools divisions in one
province in the Philippines. Asia Pacific Journal of Multidisciplinary Research, 6(4), 11-17.
https://www.apjmr.com/files/wp-content/uploads/2018/08/apjmr-2018-6.4.02.pdf

Euler, D. (2021). Human Resources Development Readiness in ASEAN. Sea-vet.
https://sea-vet.net/resources/publications/892-human-resources-development-readiness-in-
asean

Fuertes, G., Alfaro, M., Vargas, M., Gutierrez, S., Ternero, R., & Sabattin, J. (2020). Conceptual Framework for the

Strategic Management: A Literature Review—Descriptive. Journal of Engineering, 2020, 1-21.

https://doi.org/10.1155/2020/6253013



42 | Journal of Public Administration, Public Affairs, and Management

Galanti, T., De Vincenzi, C., Buonomo, I., & Benevene, P. (2023). Digital transformation: inevitable change
or sizable opportunity? The Strategic role of HR Management in Industry 4.0. Administrative
Sciences, 13(2), 30. https://doi.org/10.3390/admsci13020030

Ghani, B., Zada, M., Memon, K. R., Ullah, R., Khattak, A., Han, H., Ariza-Montes, A., & Araya-Castillo, L.
(2022). Challenges and Strategies for Employee Retention in the Hospitality Industry: A
review. Sustainability, 14(5), 2885. https://doi.org/10.3390/su14052885

Grdzelishvili, N., & Gogolauri, N. (2022). Ways to improve Human Resource Management in Local self-
governments of Georgia. eDoc BSEU Digital Library.
http://edoc.bseu.by:8080/bitstream/edoc/95200/1/Grdzelishvili N. 277 279.pdf

Gustafsson, J. (2017). Single case studies vs. multiple case studies: A comparative study [Student
thesis, Halmstad University, School of Business, Engineering and Science]. DiVA Portal.
https://www.diva-portal.org/smash/get/diva2:1064378/FULLTEXTO1.pdf

Harter, J. (2024, September 4). World's largest ongoing study of the employee experience. Gallup.
https://www.gallup.com/workplace/649487/world-largest-ongoing-study-employee-
experience.aspx

Haricharan, S. (2023). Leadership, management and organisational implications for public service
employee  well-being  and performance. SA  Journal  of  Human  Resource
Management, 21. https://doi.org/10.4102/sajhrm.v21i0.2080

Hazafi, Z., & Kajtar, E. (2022). The impact of COVID on the development of HRM in public service. Beltgyi
Szemle, 70(1. ksz.), 88-106. https://doi.org/10.38146/bsz.spec.2022.1.5
Hinkley, S. (2022). Technology in the public sector and the future of government work. UC
Berkeley Labor Center. https://laborcenter.berkeley.edu/technology-in-the-public-sector-and-
the-future-of-government-work/

Ister Dent, R. (2024). Employee engagement in public sector organizations (Doctoral dissertation,
Liberty University). https://digitalcommons.liberty.edu/doctoral/6358/

Jiatong, W., Wang, Z., Alam, M., Murad, M., Gul, F., & Gill, S. A. (2022). The impact of transformational
leadership on affective organizational commitment and job performance: The mediating role of
employee engagement. Frontiers in Psychology, 13, 831060.
https://doi.org/10.3389/fpsyg.2022.831060

Kanninen, T. (2023). The state of professional governance in Finland and interventions to strengthen
it: Perspectives of nursing staff (Doctoral dissertation, University of Eastern Finland). University

of Eastern Finland. https://erepo.uef.fi/bitstream/handle/123456789/29005/urn_isbn_978-952-
61-4752-9.pdf?sequence=1


https://digitalcommons.liberty.edu/doctoral/6358/

Implementation of PRIME-HRM in Promoting Meritocracy and Excellence in HRM
Practices in Select Public Sector Organizations in the Philippines | 43
Knies, E., Borst, R. T., Leisink, P., & Farndale, E. (2022). The distinctiveness of public sector HRM: A
four-wave trend analysis. Human Resource Management Journal, 32(4), 799-825.
https://doi.org/10.1111/1748-8583.12440
Kupeta, O. M. C. (2022). Rethinking e-government reforms under the shadow of COVID-19 pandemic in
Malawi's public sector: Implications for human resources management. In P. F. S. Bipin (Ed.),
Recent  trends in  multidisciplinary — research  (pp.  47-78). Ryan  Publishers.
https://www.researchgate.net/publication/367334897 Rethinking E-
government Reforms _under the Shadow of COVID-
19 _Pandemic_in_Malawi%27s Public_Sector Implications for Human Resources Management
Lee, B, Lee, C, Choi, I, & Kim, J. (2022). Analyzing determinants of job satisfaction based on two-factor
theory. Sustainability, 14(19), Article 12557. https://doi.org/10.3390/su141912557
Liu, J., Shahab, Y., & Hoque, H. (2022). Government Response Measures and Public Trust during the
COVID-19 Pandemic: Evidence from Around the World. British Journal of Management, 33(2),
571-602. https://doi.org/10.1111/1467-8551.12577
Ly, Y., Zhang, M. M., Yang, M. M., & Wang, Y. (2023). Sustainable human resource management practices,
employee resilience, and employee outcomes: Toward common good values. Human Resource
Management, 62(3), 331-353. https://doi.org/10.1002/hrm.22153
Malik, A., Pereira, V., Budhwar, P., Froese, F. J., Minbaeva, D., Sun, J., Nguyen, A. T., & Xue, S. (2022).
Multilevel relational influences on HRM practices: a cross-country comparative reflective review
of HRM practices  in  Asia.  Asian  Business &  Management,  21(5),  745-779.
https://doi.org/10.1057/541291-022-00208-z
Mamon, L. L. (2023). Perceived readiness for accreditation to PRIME-HRM Level 1 of Professional
Regulation Commission Region VI: A mixed method (Unpublished Master’s thesis). Central
Philippine University, Jaro, Iloilo City.
Manahan, J., Lacatan, L. L., & Miguel, A. R. (2022). Implementation of PRIME-HRM program using Cloud-
Based technology. Technium Romanian Journal of Applied Sciences and Technology, 4(9), 102-
119. https://doi.org/10.47577/technium.v4i9.7415
Martinez-Bravo, M., & Sanz, C. (2023). Trust and accountability in times of polarization (Working paper).
CEMFI. https://monicamartinezbravo.org/wp-content/uploads/2023/04/Paper Trust2023.pdf
Masuku, N. G., Esterhuyzen, E., & Ramajoe, M. G. (2025). Determinants of employee engagement and job
satisfaction in a local municipality. SA Journal of Human Resource Management, 23, a2988.
https://doi.org/10.4102/sajhrm.v23i0.2988
Montero Guerra, J. M., Danvila-del-Valle, I., & Méndez-Suarez, M. (2023). The impact of digital

transformation on talent management. Technological Forecasting and Social Change, 188,

122291. https://doi.org/10.1016/j.techfore.2022.122291



44 | Journal of Public Administration, Public Affairs, and Management

Nakinaalwa, P. (2022). Public service motivation, employee engagement and task performance among
public sector employees of Mpigi District Local Government.
https://dissertations.mak.ac.ug/items/725c6ed43-1ebd-4f70-a909-17324cbc217d

Neubert, M. J., Hunter, E. M., & Tolentino, R. C. (2016). A servant leader and their stakeholders: When

does organizational structure enhance a leader’s influence? The Leadership Quarterly, 27(6),

896-910. https://doi.org/10.1016/j.leaqua.2016.05.005
Noya, F. C, Carr, S. E., & Thompson, S. C. (2023). Attracting, recruiting, and retaining medical workforce:

a case study in a remote province of Indonesia. International Journal of Environmental Research
and Public Health, 20(2), 1435. https://doi.org/10.3390/ijerph20021435
Nurlaila, P. (2022). PERFORMANCE MODEL: Satisfaction, Commitment and Reward Based. KINERJA: Jurnal
Manajemen Organisasi Dan Industri, 1(1), 19-26. https://doi.org/10.37481/jmoi.v1il.4
Nusraningrum, D., Rahmawati, A., Wider, W., Jiang, L., & Udang, L. N. (2024). Enhancing employee

performance through motivation: the mediating roles of green work environments and
engagement in Jakarta’s logistics sector. Frontiers in Sociology, 9,
1392229. https://doi.org/10.3389/fs0c.2024.1392229

Nyathi, M., & Kekwaletswe, R. (2022). Realizing employee and organizational performance gains through
electronic human resource management use in developing countries. African Journal of
Economic and Management Studies, 14(1), 121-134. https://doi.org/10.1108/ajems-11-2021-
0489

Nzimande, C.S., Ruggunan, S., Maramura, T.C., & Olabiyi, O.J. (2025). Human resource management in the
public sector: A study on recruitment, selection and retention practices in South Africa. SA
Journal of Human Resource Management/SA Tydskrif vir Menslikehulpbronbestuur, 23, a3205.
https://doi.org/10.4102/sajhrm.v23i0.3205

Pabilonia, S. W., & Vernon, V. (2023). Who is doing the chores and childcare in dual-earner couples during
the COVID-19 era of working from home? Review of Economics of the Household, 21(2), 519-
565. https://doi.org/10.1007/511150-022-09642-6

Pattinaja, E. M., Lenggono, T. O., Wattimury, J. S., & Apituley, R. (2023). THE INFLUENCE OF BUDGETING
PARTICIPATION, ORGANIZATIONAL CULTURE AND LOCUS OF CONTROL ON PERFORMANCE
ACCOUNTABILITY: a CASE STUDY IN MALUKU PROVINCE GOVERNMENT.
https://ejournal.seaninstitute.or.id/index.php/Ekonomi/article/view/1220

Penpokai, S., Vuthisopon, S., & Saengnoree, A. (2023). The Relationships Between Technology Adoption,
HR Competencies, and HR Analytics of Large-Size Enterprises. International Journal of

Professional Business Review, 8(3), e0971.

https://doi.org/10.26668/businessreview/2023.v8i3.971



Implementation of PRIME-HRM in Promoting Meritocracy and Excellence in HRM

Practices in Select Public Sector Organizations in the Philippines | 45
Prifti, K., Koli, Z., & Bushi Gjuzi, J. (2023). Future human resources, technologically engaged. Journal of
Production, Operations Management and Economics, 3(1), 34-43.
https://doi.org/10.55529/jpome.31.34.43
Prikshat, V., Malik, A., & Budhwar, P. (2021). Al-augmented HRM: Antecedents, assimilation and multilevel
consequences. Human Resource Management Review, 33(1),
100860. https://doi.org/10.1016/j.hrmr.2021.100860
Rashwan, A. R. M., & Nour, A. (2023). The supervisory role of applying governance mechanisms to reduce
the effects of the Covid-19 pandemic in the public shareholding insurance companies listed on
the Palestine  Stock Exchange. AAU  JOURNAL of Business and Law, 74-
103. https://doi.org/10.51958/aaujbl2023v7izpa
Ren, S., Cooke, F. L., Stahl, G. K, Fan, D., & Timming, A. R. (2023). Advancing the sustainability agenda
through strategic human resource management: Insights and suggestions for future
research. Human Resource Management, 62(3), 251-265. https://doi.org/10.1002/hrm.22169
Roy, R., & Konwar, J. (2020). Workplace happiness: a conceptual framework. International Journal of
Scientific and Technology Research, 9(1), 4452-4459.
Scheibmayr, I., & Reichel, A. (2023). Beating the advertising drum for the employer: How legal

context translates into good HRM practice. Human Resource Management Journal, 33(1),

95-114. https://doi.org/10.1111/1748-8583.12413
Serang, S., Ramlawati, R., Suriyanti, S., Junaidi, J., & Nurimansjah, R. A. (2024). The role of ethical

leadership on employees’ behaviours and commitment to the organisation. SA Journal of
Human Resource Management, 22. https://doi.org/10.4102/sajhrm.v22i0.2373
Shet, S., Poddar, T., Samuel, F. W., & Dwivedi, Y. K. (2021). Examining the determinants of successful

adoption of data analytics in human resource management - A framework for

implications. Journal of Business Research, 131, 311-

326. https://doi.org/10.1016/j.jbusres.2021.03.054
Scheibmayr, I., & Reichel, A. (2023). Beating the advertising drum for the employer: How legal

context translates into good HRM practice. Human Resource Management Journal, 33(1),

95-114. https://doi.org/10.1111/1748-8583.12413
Soomro, N., & Ahmed, A. (2022). HRM Through the Lens of an Academic Policy Maker: An Interview with

Professor Dr Aamir Firoz Shamsi. South Asian Journal of Human Resources Management, 9(1),

164-170. https://doi.org/10.1177/23220937211020908
Strauss, A., & Corbin, J. (1998). Basics of qualitative research: Techniques and procedures for developing

grounded theory (2nd ed.). SAGE Publications



46 | Journal of Public Administration, Public Affairs, and Management

Subramaniam, S. H., Wider, W., Tanucan, J. C. M., Lim, K. Y., Jiang, L., & Prompanyo, M. (2024). Key factors
influencing long-term retention among Contact Centre employee in Malaysia: a Delphi method
study. Cogent Business & Management, 11(1). https://doi.org/10.1080/23311975.2024.2370444

Surikova, S., Iigko, D., Baranova, S., NImante, D., Silina-Jasjukevica, G., & Griga!una, . (2025). Towards
effective training transfer in teacher professional development: A multiple case study. Journal
of Education Culture and Society, 16(1), 475-502. https://doi.org/10.15503/jecs2025.2.475.502

Suringa, M. N. (2024). SUPREME HRM: A proposed enhanced framework in PRIME HRM. Zenodo.
https://doi.org/10.5281/zenodo.10884557

The Government Affairs Management Office of the People’s Government of Yuexiu District, Guangzhou
Municipality, Guangdong Province. (2021). Striving to create a “transparent Yuexiu District” and
provide first-class government services. In H. Tian & Y. Lv (Eds.), Assessing g¢overnment
transparency in China 2019 (pp. 187-200). Springer. https://doi.org/10.1007/978-981-16-2810-
8 8

Tessema, M. T., Tesfom, G., Faircloth, M. A., Tesfagiorgis, M., & Teckle, P. (2022). The “Great Resignation”:
Causes, Consequences, and Creative  HR Management Strategies. Journal of Human Resource
and  Sustainability Studies, 10(01), 161-178. https://doi.org/10.4236/jhrss.2022.101011

Tomasi, S. (2024). Public funding for development and global public goods: How can they be measured?

Fondation pour les Etudes et Recherches sur le Développement International (FERDI). HAL Id:
hal-04849651. https://hal.science/hal-04849651
Valencia-Inarda, A. . (2020). Exploring Prime-Human Resource Management and Organizational

Commitment: A Perspective. PalArch’s Journal of Archaeology of Egypt / Egyptology, 17(2), 501

517. https://www.archives.palarch.nl/index.php/jae/article/view/2534
Xie, G., & Camulli, J. E. (2019). The Employment Continuum: A Framework for Hiring People with
Disabilities in  Dubai, UAE. Asian  Journal of Interdisciplinary  Research,  56-
75. https://doi.org/10.34256/ajir1936
Xia, J., Zhang, M. M., Zhu, J. C,, & Fan, D. (2023). Reconciling multiple institutional logics for ambidexterity:
human resource management reforms in Chinese public universities. Hisher Education, 87(3),
611-636. https://doi.org/10.1007/510734-023-01027-7
Yue, C. A, & Walden, J. (2022). Leader transparency as change message framing: The impact on
employees’ appraisal of change and openness to change. Journal of Contingencies and Crisis
Management, 30(2), 198-211. https://doi.org/10.1111/1468-5973.12430



