
 cognizancejournal.com 

Aldrin Sebastian Valerio, Cognizance Journal of Multidisciplinary Studies, Vol.4, Issue.6, June 2024, pg. 425-440 

(An Open Accessible, Multidisciplinary, Fully Refereed and Peer Reviewed Journal) 

ISSN: 0976-7797 

Impact Factor: 4.843 

Index Copernicus Value (ICV) = 77.57 

 

©2024, Cognizance Journal, cognizancejournal.com, All Rights Reserved                        425 

Enhancing Good Governance through Strategic 

Human Resource Management: A Case Study 

of Zamboanga City, Philippines 
 

Aldrin Sebastian Valerio 
 

College of Public Administration and Development Studies, Western Mindanao State University, Zamboanga 

City, Philippines
 

 

valerio.aldrin@wmsu.edu.ph 

 

DOI: 10.47760/cognizance.2024.v04i06.026 

 
Abstract: 

This study examined the role of strategic Human Resource Management (HRM) in enhancing good governance 

within Zamboanga City, Philippines. A mixed-method approach was employed, combining qualitative interviews 

with key government officials and quantitative surveys distributed to public employees. Purposive sampling was used 

to select participants with substantial experience in HRM and governance. Data were analyzed using thematic 

analysis for qualitative data and statistical methods, including descriptive statistics and correlation analysis, for 

quantitative data, utilizing tools such as NVivo and SPSS. The reliability of the survey instrument was confirmed 

with a Cronbach's alpha of 0.85, indicating high internal consistency. The findings revealed that strategic HRM 

practices, such as performance management, capacity building, and transparent recruitment processes, significantly 

contributed to principles of good governance, including accountability, transparency, and efficiency. Departments 

with robust HRM systems reported higher levels of employee satisfaction and better public service delivery. 

Specifically, 70% of respondents perceived recruitment and selection processes as transparent and fair, 65% 

reported that training and development programs enhanced their skills, and 75% viewed the compensation and 

benefits system as adequate. However, 30% noted political interference in recruitment, and 40% pointed out 

resource limitations affecting training programs. Positive correlations were found between HRM practices and 

governance outcomes: accountability (r = 0.65), transparency (r = 0.62), and efficiency (r = 0.59). Challenges 

identified included political interference (30%), limited resources (40%), inadequate training programs (35%), delays 

in salary disbursement (25%), and management-employee conflicts (20%). Recommendations to enhance HRM 

included strengthening merit-based recruitment (90% support), expanding specialized training programs (80% 

support), improving performance management (70% support), ensuring timely compensation (75% support), and 

enhancing communication channels (85% support). The study underscored the importance of leadership 

commitment to HRM reforms and continuous professional development for staff. By prioritizing HRM reforms, 

Zamboanga City could set a benchmark for other municipalities aiming to enhance their governance frameworks. 
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I. INTRODUCTION 

Background of the Study 

Good governance has become a cornerstone in the effective management of public sector organizations 

worldwide. It entails principles such as accountability, transparency, efficiency, responsiveness, and 

inclusiveness, which are essential for the sustainable functioning of government institutions (World Bank, 

2020). Human Resource Management (HRM) is instrumental in achieving these governance standards. Effective 

HRM practices, when strategically aligned with organizational goals, can significantly enhance the performance 

and credibility of public sector entities (Giauque et al., 2019). 

Zamboanga City, a key urban center in the Philippines, faces multiple governance challenges, 

including issues related to bureaucratic efficiency, transparency, and public service delivery. The local 

government unit (LGU) of Zamboanga City has been undertaking various reforms to address these challenges. 
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This study focuses on the intersection of HRM and good governance, exploring how strategic HRM practices 

can contribute to improving governance outcomes in Zamboanga City. 

 

Statement of the Problem 

Despite numerous efforts to reform governance practices, the LGU of Zamboanga City continues to 

encounter obstacles in achieving optimal governance. This study seeks to address the following research 

questions: 

1. What are the current HRM practices implemented in the LGU of Zamboanga City? 

2. How do these HRM practices influence the principles of good governance? 

3. What are the perceived challenges and limitations in the implementation of strategic HRM practices? 

4. What measures can be recommended to enhance HRM practices for better governance outcomes? 

 

Objectives of the Study 

The primary objective of this study is to examine the role of strategic HRM in promoting good governance 

in Zamboanga City. Specifically, the study aims to: 

1. Identify and analyze the HRM practices currently in place within the LGU of Zamboanga City. 

2. Evaluate the impact of these HRM practices on governance principles such as accountability, 

transparency, and efficiency. 

3. Determine the challenges faced by the LGU in implementing strategic HRM practices. 

4. Propose recommendations to strengthen HRM practices for enhanced governance in Zamboanga City. 

 

Significance of the Study 

This study is significant for several reasons. First, it provides empirical evidence on the relationship 

between HRM and good governance in a local government context (Osborne et al., 2021). Second, it offers 

practical insights and recommendations for policymakers and public administrators aiming to improve 

governance through strategic HRM (Farazmand, 2018). Third, the findings of this study can serve as a 

benchmark for other municipalities in the Philippines and similar developing regions, contributing to broader 

efforts to enhance public sector governance (Alonso et al., 2020). 

 

Scope and Limitations 

The study focuses on the LGU of Zamboanga City, examining its HRM practices and their impact on 

governance. The scope includes qualitative interviews with key government officials and quantitative surveys of 

public employees. While the study provides valuable insights, it is limited to the context of Zamboanga City and 

may not fully capture the complexities of HRM and governance in other regions. Additionally, the study relies 

on self-reported data, which may be subject to biases (Patton, 2019). 

 

Definition of Terms 

 Good Governance: The processes and structures that guide political and socio-economic relationships, 

characterized by principles such as accountability, transparency, efficiency, and inclusiveness (UNDP, 2021). 

 Human Resource Management (HRM): The strategic approach to managing people within an 

organization, focusing on policies and systems that improve employee performance and organizational 

effectiveness (Armstrong, 2020). 

 Local Government Unit (LGU): A political subdivision in the Philippines that operates as a 

government entity with administrative and fiscal autonomy (Republic Act No. 7160, 1991). 

 Strategic HRM: The proactive management of employees as assets who are critical to achieving 

organizational goals, emphasizing alignment between HR practices and strategic objectives (Boxall & Purcell, 

2016). 

 

Organization of the Study 

This study is organized into five chapters. Chapter 1 provides an introduction, including the 

background, problem statement, objectives, significance, scope and limitations, and definition of terms. Chapter 

2 reviews the related literature on HRM and good governance. Chapter 3 details the research methodology, 

including the research design, sampling techniques, data collection methods, and data analysis procedures. 
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Chapter 4 presents the results and discussion, highlighting the key findings and their implications. Finally, 

Chapter 5 offers conclusions and recommendations based on the study's findings. 

 

II. REVIEW OF LITERATURE 

Introduction 

This chapter reviews the existing literature on Human Resource Management (HRM) and good 

governance, with a focus on their intersection in the context of public sector organizations. The review covers 

key concepts, theoretical frameworks, and empirical studies relevant to the study. It aims to provide a 

comprehensive understanding of how HRM practices can enhance governance outcomes, particularly in local 

government units (LGUs) like Zamboanga City. 

 

Human Resource Management in the Public Sector 

Human Resource Management (HRM) in the public sector involves the strategic and coherent approach 

to managing an organization's most valued assets—the people working there. HRM practices are critical in 

shaping organizational culture, enhancing employee performance, and achieving strategic goals (Armstrong, 

2020). In the public sector, effective HRM is essential for ensuring efficient service delivery and maintaining 

public trust (Osborne et al., 2021). 

Key HRM practices include recruitment and selection, training and development, performance 

management, compensation and benefits, and employee relations. These practices must be aligned with the 

organization's strategic objectives to create a motivated, skilled, and productive workforce (Boxall & Purcell, 

2016). The alignment of HRM practices with organizational goals is particularly important in the public sector, 

where the stakes of governance and public accountability are high (Farazmand, 2018). 

 

Good Governance 

Good governance refers to the processes and structures that guide political and socio-economic 

relationships. It is characterized by principles such as accountability, transparency, efficiency, responsiveness, 

inclusiveness, and the rule of law (World Bank, 2020). Good governance is essential for sustainable 

development, social stability, and economic growth (UNDP, 2021). 

In the public sector, good governance ensures that institutions are accountable to the public and that 

they operate transparently and efficiently. This, in turn, builds public trust and confidence in government 

operations (Graham et al., 2019). The principles of good governance provide a framework for evaluating the 

performance of public institutions and identifying areas for improvement. 

 

Intersection of HRM and Good Governance 

The intersection of HRM and good governance is a critical area of study, as HRM practices can 

significantly influence the governance outcomes of public sector organizations. Strategic HRM practices that 

emphasize merit-based recruitment, continuous training and development, transparent performance 

management, and ethical leadership can enhance the principles of good governance (Alonso et al., 2020). 

Performance management systems, for instance, can promote accountability by setting clear 

performance expectations and providing regular feedback (Giauque et al., 2019). Transparent recruitment 

processes ensure that hiring decisions are based on merit, which can reduce corruption and increase public trust 

(Patton, 2019). Continuous training and development programs can enhance the skills and competencies of 

public employees, leading to more efficient and responsive service delivery (Farazmand, 2018). 

 

Empirical Studies on HRM and Good Governance 

Empirical studies have shown that effective HRM practices are associated with better governance 

outcomes. For example, a study by Giauque et al. (2019) found that performance management systems in public 

organizations were positively correlated with increased accountability and transparency. Another study by 

Alonso et al. (2020) highlighted the importance of merit-based recruitment and continuous professional 

development in promoting good governance in local government units. 

Research on HRM in the Philippine context has also underscored the challenges and opportunities in 

implementing strategic HRM practices. A study by Villanueva (2019) examined HRM practices in several 

LGUs in the Philippines and found that while there were significant efforts to adopt modern HRM practices, 
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issues such as political interference, lack of resources, and inadequate training persisted. The study 

recommended a more robust institutional framework to support HRM reforms in LGUs. 

 

HRM and Good Governance in Zamboanga City 

Specific studies on Zamboanga City have highlighted the unique challenges faced by the LGU in 

implementing HRM practices that support good governance. According to a recent study by Santos et al. (2022), 

the LGU of Zamboanga City has made strides in improving its HRM practices, particularly in areas such as 

recruitment and training. However, the study also pointed out the need for more comprehensive performance 

management systems and greater emphasis on ethical leadership. 

The findings from these studies indicate that while there is progress, there are still significant gaps that 

need to be addressed to fully realize the potential of HRM in enhancing good governance in Zamboanga City. 

This underscores the importance of continuous improvement and adaptation of HRM practices to meet the 

evolving needs of public sector governance. 

 

Theoretical Framework 

This study is grounded in several theoretical frameworks that explain the relationship between HRM 

and good governance. The Resource-Based View (RBV) theory posits that human resources are a critical asset 

that can provide a competitive advantage when effectively managed (Barney, 1991). This theory supports the 

idea that strategic HRM practices can enhance organizational performance and governance outcomes. 

 

 
Fig. 1. The Resource-Based View (RBV) theory 

 

Additionally, the Public Value Management (PVM) framework emphasizes the role of public sector 

organizations in creating value for society through efficient and transparent governance practices (Moore, 1995). 

This framework aligns with the principles of good governance and underscores the importance of aligning HRM 

practices with broader governance objectives. 
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Fig. 2. The Public Value Management (PVM) framework 

 

Conceptual Framework 

The conceptual framework for this study integrates principles of good governance with strategic HRM 

practices. It posits that HRM practices such as merit-based recruitment, performance management, training and 

development, and ethical leadership are key drivers of good governance. The framework suggests that by 

implementing these HRM practices, public sector organizations can enhance accountability, transparency, 

efficiency, and public trust. 

 
Fig. 3. The Conceptual Framework on Enhancing Good Governance through Strategic Human Resource Management: A Case Study of 

Zamboanga City, Philippines 

 

Independent Variables: 

 Merit-Based Recruitment: Transparent and competency-based hiring processes. 

 Performance Management: Systems for regular performance evaluations and feedback. 

 Training and Development: Continuous professional development programs for employees. 

 Ethical Leadership: Leadership practices that promote ethical behavior and decision-making. 
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Dependent Variables: 

 Accountability: The obligation of government entities to account for their activities, accept 

responsibility, and disclose results. 

 Transparency: The openness and clarity with which government operations are conducted. 

 Efficiency: The ability to achieve desired outcomes with minimal waste of resources. 

 Public Trust: The level of confidence that citizens have in their government. 

Moderating Variables: 

 Political Interference: The degree to which political considerations affect HRM practices. 

 Resource Availability: The extent to which financial and material resources are available to support 

HRM initiatives. 

 Employee Morale: The overall satisfaction and motivation of employees, which can influence the 

effectiveness of HRM practices. 

 Technology Adoption: The use of technology in HRM processes to enhance transparency and 

efficiency. 

This framework suggests that strategic HRM practices can directly influence good governance outcomes, but the 

relationship is moderated by factors such as political interference, resource availability, employee morale, and 

technology adoption. The effective implementation of HRM practices in the LGU of Zamboanga City, 

considering these moderating variables, can lead to improved governance and public service delivery . 

 

Research Gaps 

While there is substantial literature on HRM and good governance, there are still gaps that need to be 

addressed. Specifically, there is a need for more context-specific studies that examine the unique challenges and 

opportunities in different local government settings. Additionally, there is limited research on the long-term 

impact of HRM reforms on governance outcomes. This study aims to address these gaps by focusing on the 

LGU of Zamboanga City and providing empirical evidence on the role of HRM in enhancing good governance. 

The literature review highlights the critical role of HRM in promoting good governance in public sector 

organizations. It underscores the importance of strategic HRM practices in enhancing accountability, 

transparency, efficiency, and public trust. The review also identifies key research gaps and provides a theoretical 

and conceptual framework for the study. By focusing on the LGU of Zamboanga City, this study aims to 

contribute to the existing body of knowledge and provide practical insights for policymakers and public 

administrators. 

 

III. METHODOLOGY 

Introduction 

This chapter outlines the research methodology used to examine the role of strategic Human Resource 

Management (HRM) in enhancing good governance within the local government unit (LGU) of Zamboanga 

City, Philippines. It details the research design, sampling techniques, data collection methods, data analysis 

procedures, and ethical considerations adhered to during the study. The methodology is designed to provide a 

robust framework for obtaining reliable and valid results. 

 

Research Design 

The study employed a mixed-method research design, combining both qualitative and quantitative 

approaches. This design was chosen to provide a comprehensive understanding of the HRM practices and their 

impact on good governance in Zamboanga City. The qualitative component involved semi-structured interviews 

with key government officials, while the quantitative component utilized structured surveys distributed to public 

employees within the LGU. The mixed-method approach allowed for triangulation, enhancing the validity and 

reliability of the findings (Creswell & Creswell, 2018). 

 

Sampling Techniques 

A purposive sampling technique was used to select participants for the qualitative interviews. This 

technique was chosen to ensure that individuals with substantial experience and knowledge in HRM and 

governance were included in the study. For the quantitative surveys, a stratified random sampling method was 

employed to ensure a representative sample of public employees from various departments within the LGU. The 

stratification was based on department size and function, ensuring diversity in the sample (Bryman, 2016). 



 cognizancejournal.com 

Aldrin Sebastian Valerio, Cognizance Journal of Multidisciplinary Studies, Vol.4, Issue.6, June 2024, pg. 425-440 

(An Open Accessible, Multidisciplinary, Fully Refereed and Peer Reviewed Journal) 

ISSN: 0976-7797 

Impact Factor: 4.843 

Index Copernicus Value (ICV) = 77.57 

 

©2024, Cognizance Journal, cognizancejournal.com, All Rights Reserved                        431 

Data Collection Methods 

Qualitative Data Collection 
The qualitative data were collected through semi-structured interviews with 15 key government 

officials from different departments within the LGU. The interview guide included questions on current HRM 

practices, their perceived impact on governance, challenges faced in implementation, and suggestions for 

improvement. The interviews were conducted face-to-face and recorded with the participants' consent. Each 

interview lasted approximately 60 minutes. 

Quantitative Data Collection 
The quantitative data were collected using structured surveys distributed to 200 public employees 

across various departments within the LGU. The survey questionnaire comprised sections on demographic 

information, current HRM practices, perceptions of governance quality, and the impact of HRM on governance 

principles such as accountability, transparency, and efficiency. The surveys were administered online to ensure 

convenience and broader reach (Dillman et al., 2014). 

 

Data Analysis Procedures 

Qualitative Data Analysis 
The qualitative data were analyzed using thematic analysis. The recorded interviews were transcribed 

verbatim, and the transcripts were reviewed multiple times to identify recurring themes and patterns. The coding 

process involved both deductive and inductive approaches, allowing for the identification of predefined themes 

based on the literature review and the emergence of new themes from the data (Braun & Clarke, 2019). 

Quantitative Data Analysis 
The quantitative data were analyzed using statistical software (SPSS). Descriptive statistics were used 

to summarize the demographic characteristics of the respondents and the prevalence of various HRM practices. 

Inferential statistics, including correlation and regression analyses, were conducted to examine the relationships 

between HRM practices and governance outcomes. The reliability of the survey instrument was tested using 

Cronbach's alpha, and factor analysis was employed to validate the constructs measured (Field, 2018). 

 

Ethical Considerations 

Ethical considerations were paramount in this study. Informed consent was obtained from all 

participants prior to data collection, ensuring they were fully aware of the study's purpose, procedures, and their 

rights. Participants were assured of the confidentiality and anonymity of their responses. The study adhered to 

ethical guidelines for research involving human subjects, as outlined by the Philippine National Ethical 

Guidelines for Health and Health-Related Research (Philippine Health Research Ethics Board, 2017). Ethical 

approval was obtained from the relevant institutional review board prior to the commencement of the study. 

 

Limitations of the Study 

While the study provides valuable insights into the role of HRM in enhancing good governance in 

Zamboanga City, it is not without limitations. The reliance on self-reported data in both interviews and surveys 

may introduce response biases. Additionally, the cross-sectional nature of the study limits the ability to establish 

causality between HRM practices and governance outcomes. Future research could benefit from longitudinal 

designs to track changes over time and experimental approaches to establish causality (Bryman, 2016). 

This chapter detailed the comprehensive methodology employed to investigate the role of strategic 

HRM in promoting good governance within the LGU of Zamboanga City. The mixed-method design, sampling 

techniques, data collection methods, data analysis procedures, and ethical considerations were outlined to ensure 

the study's robustness and credibility. The next chapter will present the results of the study, highlighting key 

findings and their implications for HRM practices and governance in Zamboanga City. 

 

IV. RESULTS AND DISCUSSION 

Introduction 

This chapter presents the results of the study on the role of strategic Human Resource Management 

(HRM) in enhancing good governance within the local government unit (LGU) of Zamboanga City, Philippines. 

The chapter is organized into sections that detail the findings from both qualitative and quantitative data 

analyses. The discussion integrates these findings with existing literature to provide a comprehensive 

understanding of the impact of HRM practices on governance outcomes. 
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Demographic Characteristics of Respondents 

The survey sample consisted of 200 public employees from various departments within the LGU of 

Zamboanga City. The demographic profile of the respondents is summarized in Table 1. The majority of 

respondents were aged between 31 and 40 years (45%), followed by those aged 41-50 years (30%). Females 

comprised 55% of the sample, while males accounted for 45%. Most respondents had a college degree (60%), 

with 25% holding postgraduate degrees and 15% having completed high school. 

 

Table 1: Demographic Profile of Respondents 

Demographic Variable Frequency Percentage (%) 

Age   

21-30 30 15 

31-40 90 45 

41-50 60 30 

51 and above 20 10 

Gender   

Male 90 45 

Female 110 55 

Education   

High School 30 15 

College Degree 120 60 

Postgraduate Degree 50 25 

 

 
 

The demographic data indicates a diverse sample with a balanced representation of genders and a wide 

range of ages. The majority of respondents were between 31 and 40 years old, highlighting a relatively young 

workforce. Most respondents had a college degree, suggesting a well-educated workforce, which is crucial for 

effective HRM implementation and governance. 
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HRM Practices in the LGU of Zamboanga City 

Recruitment and Selection 
The study found that the LGU of Zamboanga City has implemented merit-based recruitment and 

selection processes, which were perceived as transparent and fair by 70% of respondents. The use of 

competency-based assessments and structured interviews were highlighted as key practices (Santos et al., 2022). 

However, 30% of respondents indicated instances of political interference, suggesting areas for improvement. 

Training and Development 
Continuous training and professional development programs were identified as critical HRM practices. 

Approximately 65% of respondents reported participation in regular training sessions, which they believed 

enhanced their skills and competencies (Farazmand, 2018). Despite this, 35% noted the need for more 

specialized training tailored to their specific roles and responsibilities. 

Performance Management 
The performance management system in the LGU was found to be partially effective. While 60% of 

respondents indicated that performance evaluations were conducted regularly and feedback was provided, 40% 

felt that the evaluations were not entirely objective and were sometimes influenced by non-performance factors 

(Giauque et al., 2019). 

Compensation and Benefits 
The compensation and benefits system was generally viewed as adequate by 75% of respondents. 

However, issues such as delays in salary disbursement and inequities in benefit distribution were raised by 25% 

of respondents, highlighting areas that require attention. 

Employee Relations 
Strong employee relations and a supportive work environment were reported by 70% of respondents. 

Open communication channels and employee involvement in decision-making processes were cited as positive 

aspects. However, 30% noted occasional instances of management-employee conflicts that impacted morale and 

productivity (Armstrong, 2020). 

 

Table 2: Perceptions of HRM Practices 

HRM Practice Perception of Effectiveness Frequency Percentage (%) 

Recruitment and Selection Effective 140 70 

 Ineffective 60 30 

Training and Development Effective 130 65 

 Ineffective 70 35 

Performance Management Effective 120 60 

 Ineffective 80 40 

Compensation and Benefits Effective 150 75 

 Ineffective 50 25 

Employee Relations Effective 140 70 

 Ineffective 60 30 
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The data reveals that a majority of respondents perceive the HRM practices in the LGU as effective, 

particularly in areas such as recruitment and selection, and compensation and benefits. However, there are 

significant concerns about political interference in recruitment and the need for more specialized training 

programs. Performance management also showed a substantial percentage of perceived ineffectiveness, 

indicating the need for more objective and comprehensive evaluation criteria. 

 

Impact of HRM Practices on Good Governance 

Accountability 
The study found a significant positive correlation between HRM practices and accountability (r = 0.65, 

p < 0.01). Merit-based recruitment and transparent performance management were particularly influential in 

promoting accountability within the LGU (Alonso et al., 2020). 

Transparency 
HRM practices also positively impacted transparency (r = 0.62, p < 0.01). Respondents noted that transparent 

recruitment processes and open communication channels contributed to a culture of transparency (Osborne et 

al., 2021). 

Efficiency 
Efficiency was another governance principle positively affected by HRM practices (r = 0.59, p < 0.01). 

Continuous training and professional development were key drivers of improved efficiency in service delivery 

(Patton, 2019). 

 

Table 3: Correlation between HRM Practices and Governance Outcomes 

Governance Principle HRM Practice Correlation Coefficient (r) Significance (p) 

Accountability Recruitment and Selection 0.65 < 0.01 

 Performance Management 0.60 < 0.01 

Transparency Recruitment and Selection 0.62 < 0.01 

 Communication Channels 0.64 < 0.01 

Efficiency Training and Development 0.59 < 0.01 

 Compensation and Benefits 0.57 < 0.01 
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The results show significant positive correlations between HRM practices and governance outcomes. 

Recruitment and selection practices have a strong impact on accountability and transparency, emphasizing the 

importance of merit-based processes. Performance management is also crucial for accountability, while training 

and development significantly enhance efficiency. These findings underscore the integral role of strategic HRM 

in promoting good governance within the LGU of Zamboanga City. 

 

Challenges in Implementing Strategic HRM Practices 

The study identified several challenges in the implementation of strategic HRM practices within the 

LGU of Zamboanga City. Political interference, as noted by 30% of respondents, remains a significant barrier to 

fully merit-based recruitment and selection (Villanueva, 2019). Limited resources and budget constraints were 

highlighted by 40% of respondents as factors that hinder the effective implementation of comprehensive training 

programs and timely compensation. 

 

Challenges in HRM Implementation 

Challenge Frequency Percentage (%) 

Political Interference 60 30 

Limited Resources/Budget Constraints 80 40 

Inadequate Training Programs 70 35 

Delays in Salary Disbursement 50 25 

Management-Employee Conflicts 40 20 
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The table highlights the primary challenges faced in implementing strategic HRM practices within the 

LGU. Political interference and budget constraints are the most significant barriers, affecting the effectiveness 

of recruitment, training, and compensation systems. Addressing these issues through policy reforms and 

increased budget allocations is essential for improving HRM practices and enhancing governance. 

 

Recommendations for Enhancing HRM Practices 

Based on the findings, the study proposes the following recommendations to enhance HRM practices and 

promote good governance in Zamboanga City: 

1. Strengthening Merit-Based Recruitment: Ensuring strict adherence to competency-based 

assessments and minimizing political interference can enhance the fairness and transparency of the recruitment 

process (Santos et al., 2022). 

2. Expanding Training Programs: Developing more specialized training programs tailored to the 

specific needs of different departments can improve employee competencies and service delivery efficiency 

(Farazmand, 2018). 

3. Improving Performance Management Systems: Implementing objective and comprehensive 

performance evaluation criteria can ensure fairness and motivate employees to achieve higher performance 

standards (Giauque et al., 2019). 

4. Ensuring Timely Compensation: Addressing delays in salary disbursement and ensuring equitable 

distribution of benefits can improve employee satisfaction and morale (Armstrong, 2020). 

5. Enhancing Employee Relations: Fostering a more inclusive and communicative work environment 

can mitigate management-employee conflicts and enhance overall organizational productivity (Osborne et al., 

2021). 

Table 5: Recommendations for HRM Improvement 

Recommendation Frequency Percentage (%) 

Strengthening Merit-Based Recruitment 180 90 

Expanding Specialized Training Programs 160 80 

Improving Performance Management 140 70 

Ensuring Timely Compensation 150 75 

Enhancing Communication Channels 170 85 
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The recommendations reflect the respondents' views on necessary improvements in HRM practices. 

Strengthening merit-based recruitment and expanding specialized training programs are seen as top priorities. 

Improving performance management and ensuring timely compensation are also crucial. Enhancing 

communication channels within the LGU can further foster transparency and employee relations, contributing to 

better governance outcomes. 

The findings of this study align with existing literature on the positive impact of strategic HRM 

practices on good governance principles. The significant correlations between HRM practices and governance 

outcomes such as accountability, transparency, and efficiency highlight the critical role of HRM in public sector 

governance (Alonso et al., 2020; Graham et al., 2019). 

The challenges identified, including political interference and resource constraints, underscore the need 

for continuous improvement and adaptation of HRM practices to meet evolving governance demands. 

Addressing these challenges through targeted reforms and policy interventions can further enhance the 

effectiveness of HRM practices in promoting good governance in Zamboanga City (Villanueva, 2019). 

 

Gaps Attained 

This study has filled several research gaps identified in the literature. First, it provides context-specific 

insights into HRM practices and their impact on good governance within a local government setting in the 

Philippines, a topic that has been underexplored in existing research (Santos et al., 2022). Second, it combines 

both qualitative and quantitative data, offering a comprehensive analysis that enhances the validity and 

reliability of the findings. Third, the study highlights the practical challenges and barriers to effective HRM 

implementation, providing actionable recommendations that are directly applicable to the local context. By 

addressing these gaps, the study contributes valuable knowledge to the field of public administration and HRM, 

particularly in the context of developing regions. 

This chapter presented the results of the study, highlighting the significant positive impact of strategic 

HRM practices on good governance within the LGU of Zamboanga City. The discussion integrated these 

findings with existing literature, providing a comprehensive understanding of the role of HRM in enhancing 

governance outcomes. The recommendations offered aim to address the identified challenges and further 

strengthen HRM practices to promote good governance in Zamboanga City. 
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V. CONCLUSION AND RECOMMENDATION 

Introduction 

This chapter synthesizes the findings of the study on the role of strategic Human Resource 

Management (HRM) in enhancing good governance within the local government unit (LGU) of Zamboanga 

City, Philippines. It provides a comprehensive conclusion based on the research results, discusses the 

implications of the findings, and offers recommendations for policy and practice. Additionally, it identifies areas 

for future research to further explore the intersection of HRM and governance in public sector organizations. 

 

Summary of Findings 

The study aimed to investigate the impact of HRM practices on good governance in Zamboanga City. 

The key findings are summarized as follows: 

1. Demographic Profile: The respondents were predominantly aged between 31 and 40 years, with a 

balanced gender distribution and a high level of educational attainment, indicating a relatively young and well-

educated workforce. 

2. HRM Practices: The LGU of Zamboanga City has implemented several HRM practices perceived as 

effective by a majority of respondents, including merit-based recruitment, continuous training and development, 

and adequate compensation and benefits. However, there were significant concerns about political interference 

and the need for more specialized training. 

3. Impact on Good Governance: There were significant positive correlations between HRM practices 

and key governance principles. Recruitment and selection processes were strongly linked to accountability and 

transparency, while training and development were critical for enhancing efficiency. 

4. Challenges: The study identified political interference, limited resources, inadequate training 

programs, and delays in salary disbursement as major challenges to effective HRM implementation. 

5. Recommendations: Strengthening merit-based recruitment, expanding specialized training programs, 

improving performance management systems, ensuring timely compensation, and enhancing communication 

channels were recommended to enhance HRM practices and promote good governance. 

 

Implications of the Findings 

For Policy and Practice: 

The findings underscore the importance of strategic HRM practices in promoting good governance in 

public sector organizations. Policymakers and public administrators in Zamboanga City and similar contexts 

should consider the following implications: 

1. Merit-Based Recruitment: Ensuring transparency and fairness in recruitment processes can 

significantly enhance accountability and reduce corruption. Implementing strict adherence to competency-based 

assessments and minimizing political interference is crucial (Santos et al., 2022). 

2. Continuous Professional Development: Regular and specialized training programs tailored to the 

specific needs of employees can improve skills and efficiency, leading to better service delivery (Farazmand, 

2018). 

3. Performance Management: Developing objective and comprehensive performance evaluation criteria 

can motivate employees and ensure fairness in evaluations, ultimately improving organizational performance 

(Giauque et al., 2019). 

4. Timely Compensation: Addressing delays in salary disbursement and ensuring equitable distribution 

of benefits can enhance employee satisfaction and morale, which are vital for productivity (Armstrong, 2020). 

5. Enhanced Communication: Fostering open communication channels within the LGU can improve 

transparency and employee relations, contributing to a more inclusive and effective governance framework 

(Osborne et al., 2021). 

 

For Research: 

This study contributes to the growing body of knowledge on HRM and good governance, particularly 

in the context of local government units in developing regions. Future research should consider longitudinal 

studies to track the long-term impact of HRM reforms on governance outcomes. Additionally, comparative 

studies across different LGUs can provide broader insights into best practices and common challenges. 
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Recommendations 

Based on the findings and their implications, the following recommendations are proposed: 

1. Strengthening Merit-Based Recruitment: The LGU should implement policies that ensure strict 

adherence to merit-based recruitment processes. This includes the use of standardized competency assessments 

and minimizing political interference (Santos et al., 2022). 

2. Expanding Specialized Training Programs: There should be a greater focus on developing and 

delivering specialized training programs that address the specific needs of different departments. This can 

enhance employee competencies and improve service delivery (Farazmand, 2018). 

3. Improving Performance Management Systems: The LGU should develop more objective and 

comprehensive performance evaluation criteria. Regular feedback and performance reviews can help identify 

areas for improvement and motivate employees to achieve higher standards (Giauque et al., 2019). 

4. Ensuring Timely Compensation: Addressing administrative delays in salary disbursement and 

ensuring equitable distribution of benefits is crucial. Implementing an efficient payroll system can enhance 

employee satisfaction and morale (Armstrong, 2020). 

5. Enhancing Communication Channels: The LGU should foster a more inclusive and communicative 

work environment. Regular town hall meetings, open forums, and transparent communication channels can help 

address employee concerns and improve organizational transparency (Osborne et al., 2021). 

 

Future Research Directions 

Future research should explore the following areas to build on the findings of this study: 

1. Longitudinal Studies: Conducting longitudinal studies to examine the long-term effects of HRM 

reforms on governance outcomes can provide deeper insights into the sustainability of these practices. 

2. Comparative Studies: Comparing HRM practices and governance outcomes across different LGUs 

can identify best practices and common challenges, offering broader implications for policy and practice. 

3. Impact of Technology: Investigating the role of technology in enhancing HRM practices and 

governance can provide valuable insights, especially in the context of digital transformation in public 

administration. 

4. Employee Perspectives: Further research should focus on understanding the perspectives of 

employees at different levels within the LGU to identify specific needs and tailor HRM practices accordingly. 

The study has demonstrated that strategic HRM practices play a critical role in enhancing good 

governance within the LGU of Zamboanga City. By implementing merit-based recruitment, continuous training, 

effective performance management, timely compensation, and improved communication channels, the LGU can 

significantly improve its governance outcomes. Addressing the identified challenges through targeted reforms 

and policy interventions is essential for achieving sustainable good governance. The findings and 

recommendations of this study provide a valuable framework for policymakers, public administrators, and 

researchers to enhance HRM practices and governance in similar contexts. 
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