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Abstract: This paper discusses the changing role of Human Resource Management 

(HRM) as it moves from being an administrative function to a strategic partner in 

organizational success. The shift, brought about by globalization, technological 

advancements, and changing employee expectations, has made both private and 

public sectors adopt performance-based HRM. In this context, performance-based 

HRM seeks to improve individual and collective performance by aligning HR practices 

with organizational objectives. This study specifically evaluates the effectiveness of the 

Philippine government's Program to Institutionalize Meritocracy and Excellence in 

Human Resource Management (PRIME-HRM) in modernizing HR practices within public 

sector agencies. PRIME-HRM focuses on four core systems: Recruitment, Selection, and 

Placement (RSP); Performance Management (PM); Rewards and Recognition (R&R); and 

Learning and Development (L&D), aiming to improve organizational efficiency through 

a highly effective workforce.BFAR-CAR exemplifies a model of the successful 

implementation of PRIME-HRM. Through continuous improvement, BFAR-CAR attained 

Maturity Level II in key HR systems on Recruitment, Selection, Placement, Performance 

Management, and Rewards and Recognition. Before receiving the prestigious Bronze 

Award, BFAR-CAR made significant progress in transforming its HR practices through 

the PRIME-HRM program. Achieving Maturity Level II in the key three HR core systems, 

BFAR-CAR prioritized Learning and Development to complete its HR modernization.The 

improvements fostered organizational growth, enhanced employee engagement, and 

established a performance-oriented culture, leading to better service outcomes. This 

study highlights PRIME-HRM’s transformative potential in strengthening the public 

sector. Moreover,through its ongoing HR transformation, BFAR-CAR sets a benchmark 

for other public sector agenciesand other regional BFAR offices to adopt best practices 

in HR management.This review provides a detailed analysis of the provided text, 

examining its content, structure, and key arguments. The approach includes literature 

review, case study analysis, and evaluation of the PRIME-HRM program. Through an 

assessment, the review identifies both the strengths and weaknesses of the program, 
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along with areas that require further research. By combining these insights, the review 

offers a clear and balanced evaluation of the study, along with recommendations for 

future investigation. 

Keywords: Institutionalization, Modernization, Efficiency, Engagement, Transformation 

 

Introduction 

Human Resource Management (HRM) has evolved significantly over the 

decades, transforming from a traditional administrative function to a strategic 

partner in organizational success. This evolution is driven by various factors, 

including globalization, technological advancements, demographic shifts, and 

changing workforce expectations (Guest, 2017). Human resourcesare an essential 

function that organizations deploy regarding the rising complexity and 

competitiveness in organizations. There is a need for successful human resources 

management methods for attracting, developing, and retaining the best talent, 

building a wonderful work environment, and eventually driving organizational 

performance. 

 

PRIME-HRM represents a significant step towards modernizing HRM practices 

in the Philippines. While like initiatives in other countries, it possesses distinct 

features shaped by the Philippines' specific social, cultural, and political context 

(Civil Service Commission, Philippines, 2023). Notably, a key focus of PRIME-HRM is 

combating corruption within the civil service system by prioritizing merit-based 

recruitment and selection (Civil Service Commission, Philippines, 2023).  

 

Comparing the PRIME-HRM with other countries' approaches, such as those in 

the United States, Australia, and Singapore, reveals distinct characteristics. For 

instance, the US federal government, with its large and diverse workforce, 

centralizes HR functions through the Office of Personnel Management (OPM). 

However, ensuring consistent practices across agencies remains a challenge (Office 

of Personnel Management, USA, 2021).  

 

In contrast, Australia emphasizes merit-based recruitment and performance 

management, with the Australian Public Service Commission (APSC) playing a key 

role in developing and implementing HR policies. Unlike PRIME-HRM, Australia 

places a strong focus on diversity and inclusion initiatives (Australian Public Service 

Commission, 2021).  

 

Similarly, Singapore's Public Service Division (PSD) is renowned for its 

efficient and effective HR practices, implementing various talent management 
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programs, like scholarships and leadership development initiatives, which differ 

from PRIME-HRM's current focus (Public Service Division, Singapore, 2021). 

 

The growing interest in performance-based human resource management 

(HRM) aligns closely with the United Nations Sustainable Development Goals (SDGs) 

for 2030. This approach emphasizes the importance of aligning HR practices with 

organizational goals to enhance both individual and collective performance. By 

clearly articulating expectations, providing regular feedback, and rewarding 

achievements, organizations can foster a culture that not only drives performance 

but also contributes to broader societal objectives. Performance-based HRM can 

significantly impact several SDGs, particularly those related to decent work and 

economic growth (SDG 8) and gender equality (SDG 5). For instance, organizations 

that adopt performance-based HRM practices are better positioned to implement 

equitable evaluation and reward systems, which can help mitigate gender 

disparities in the workplace (World Council of HRM, 2023).  

 

Furthermore, as companies align their HR strategies with sustainability goals, 

they can enhance their contributions to environmental sustainability (SDG 12) by 

promoting practices that encourage responsible consumption and production. 

Moreover, the integration of performance metrics that reflect sustainability 

objectives is crucial. Research indicates that organizations employing Green HRM 

practices can significantly improve their environmental performance while 

advancing circular economy principles (Kramar, 2014).  

 

This alignment not only enhances organizational effectiveness but also 

supports the achievement of SDGs by fostering innovation and sustainable practices 

among employees. In both public and private sectors, the adoption of performance-

based HRM is increasingly recognized as a strategic imperative. By embedding 

sustainability into HR practices, organizations can ensure that their workforce is 

engaged in efforts that contribute to achieving the SDGs. This holistic approach not 

only enhances organizational performance but also promotes a shared commitment 

to sustainable development across all levels of the organization (Brewster et al., 

2016). 

 

The Philippine government's initiative to modernize human resource 

management (HRM) through the Program to Institutionalize Meritocracy and 

Excellence in Human Resource Management (PRIME-HRM) reflects a strategic 

response to the pressing need for effective governance and enhanced public 

service delivery. This program, spearheaded by the Civil Service Commission 

(CSC), aims to address systemic inefficiencies within government agencies by 
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focusing on critical HR systems such as recruitment, performance management, 

rewards and recognition, and learning and development (Civil Service Commission, 

2017). 

 

In the national context, these reforms are essential for fostering a meritocratic 

culture that promotes transparency and accountability in public service. Research 

indicates that effective HRM practices are vital for improving employee engagement 

and organizational performance, which are necessary for building public trust 

(Brewster et al., 2016).  

 

One government agency that has implemented PRIME-HRM is the Bureau of 

Fisheries and Aquatic Resources-Cordillera Administrative Region (BFAR-CAR). As a 

dynamic government agency responsible for the development, conservation, and 

management of the country's fisheries and aquatic resources, BFAR plays anactive 

role in ensuring food security and economic growth (Bureau of Fisheries and Aquatic 

Resources- Mandate). 

 

By adopting PRIME-HRM, the bureau aims to enhance its HR practices and 

improve its overall performance. It achieved a significant milestone in 2024 when it 

was recognized by the CSC for meeting Maturity Level II in its Human Resource 

Systems (HRS) and Human Resource Management Office (HRMO) competencies, 

specifically in Recruitment, Selection, and Placement (RSP)(CSC, 2024). Effective 

human resource management (HRM) is dynamic for public organizations like BFAR-

CAR to ensure the delivery of quality public service.  

 

By attaining Maturity Level II, BFAR-CAR demonstrated its commitment to 

implementing structured and systematic HR processes, particularly in recruitment, 

selection and placement, which aligns with the Philippine Development Plan 2023-

2028 (National Economic and Development Authority [NEDA], 2023).  

 

Several months after the initial recognition,BFAR was again awarded a 

Certificate of Recognition by CSC for achieving Maturity Level 2 in Human Resource 

(HR) Systems and HRMO competencies, particularly in Rewards and Recognition 

(R&R). This achievement comes after a previous recognition for the agency’s success 

in Recruitment, Selection, and Placement (RSP). The Civil Service Commission’s 

PRIME HRM (Program to Institutionalize Meritocracy and Excellence in Human 

Resource Management) initiative is designed to evaluate and enhance the human 

resource management capabilities of government agencies across the Philippines. 

Through this initiative, the CSC conducts regular assessments of HR systems and 

provides support to improve policies and practices that contribute to the effective 
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management of public sector employees. By achieving these milestones, BFAR-CAR 

demonstrates its commitment to strengthening its human resource management, 

which plays a crucial role in fostering efficiency and improving public service 

outcomes (Civil Service Commission, 2024). 

 

The BFAR-CAR once again recognized for achieving a Maturity Level II in 

Performance Management (PM). This award is recognition of the agency's 

continuous commitment towards improvement in its human resource management 

systems. As an integral part of the Program to Institutionalize Meritocracy and 

Excellence in Human Resource Management (PRIME-HRM), this achievement joins a 

larger program that tries to enhance public service delivery through the 

strengthening of HR practices of government agencies. PRIME-HRM encourages 

institutions to implement strategic HRM systems as performance-oriented, training 

development oriented with the purpose of establishing a meritocratic culture in the 

public sector. 

 

The recognition granted to BFAR-CAR is more than just an accolade but sets 

the standard for excellence in public service, reminding the entire government 

service to continuously undergo reform and modernization in the management of HR 

throughout the country. This win motivates others to bring about improvements on 

the same level as those seen, hence creating an efficient, accountable, and 

transparent government that could deliver to the complexities of public needs (Civil 

Service Commission, 2021; BFAR, n.d.). 

 

As part of its continuous efforts to enhance HR practices, BFAR-CAR is now on 

track to receive the prestigious Bronze Award, with only one remaining core HR 

area—Learning and Development (L&D)—to be formally recognized. This 

progression highlights the importance of effective performance management in 

fostering organizational development, improving employee engagement, and 

ultimately enhancing public service outcomes (Briscoe & Claus, 2008; AIHR, 2022; 

Investopedia, 2024). 

 

Human Resource Management (HRM) has evolved significantly over the 

decades, transforming from a traditional administrative function to a strategic 

partner in organizational success. Effective HRM practices are crucial for attracting, 

developing, and retaining top talent, fostering a positive work environment, and 

ultimately driving organizational performance (Guest, 2017). 

 

Performance-based HRM has emerged as a key strategy for organizations to 

enhance their competitiveness and achieve organizational goals. It involves aligning 
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individual performance with organizational objectives through performance 

measurement, feedback, and rewards. Effective performance management systems 

can motivate employees, improve productivity, and foster a culture of continuous 

improvement (Noe et al., 2017).  

 

The Program to Institutionalize Meritocracy and Excellence in Human 

Resource Management (PRIME-HRM) is a significant HR reform initiative launched 

by the Civil Service Commission (CSC) in the Philippines. It aims to enhance the 

performance of government agencies by focusing on four core HR systems: 

recruitment, selection, and placement; performance management; rewards and 

recognition; and learning and development. PRIME-HRM seeks to improve 

organizational efficiency, effectiveness, and employee satisfaction by promoting 

meritocracy, accountability, and excellence in public service. By strengthening 

these core HR systems, PRIME-HRM aims to create a high-performance work culture 

and attract and retain talented individuals. (Civil Service Commission, 2017). 

 

The Bureau of Fisheries and Aquatic Resources (BFAR) is a government 

agency responsible for the development, conservation, and management of the 

country's fisheries and aquatic resources. As a key government agency, BFAR plays 

a significant role in ensuring food security and economic growth. By adopting 

PRIME-HRM, BFAR aims to enhance its HR practices and improve its overall 

performance. 

 

This review aims to examine the impact of the PRIME-HRM on the BFAR-CAR. 

The study will have four key objectives. First, it will assess the implementation of 

PRIME-HRM within BFAR-CAR, focusing on the four core HR systems outlined by the 

Civil Service Commission (2017): recruitment, selection, and placement; 

performance management; rewards and recognition; and learning and 

development. Second, the review will evaluate the impact of PRIME-HRM on BFAR-

CAR's organizational performance. This includes examining employee satisfaction, 

productivity, and service delivery (Briscoe & Claus, 2008). Third, the study will 

identify the challenges and opportunities associated with implementing PRIME-HRM 

in a public sector organization like BFAR-CAR (Guest, 2017).  

 

Finally, the review will provide recommendations for improving the 

effectiveness of PRIME-HRM and its contribution to BFAR-CAR's overall goals and 

objectives. By addressing these objectives, this review will contribute to a deeper 

understanding of the potential benefits and limitations of PRIME-HRM for public 

sector organizations in the Philippines (National Economic and Development 

Authority, 2023). 
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Review of Related Literature 

The Program to Institutionalize Meritocracy and Excellence in Human 

Resource Management (PRIME-HRM) is a government initiative aimed at enhancing 

the efficiency and effectiveness of public service delivery. This review of related 

literature seeks to explore the specific impact of PRIME-HRM on the Bureau of 

Fisheries and Aquatic Resources (BFAR) in the Cordillera Administrative Region 

(CAR). By examining existing research and relevant literature, this study aims to 

provide insights into the efficacy of PRIME-HRM in addressing the HR challenges 

faced by BFAR-CAR. 

 

The overview of PRIME-HRM 

PRIME-HRM was established by the Civil Service Commission (CSC) to 

develop HRM competencies, systems, and practices across government agencies, 

thereby fostering a culture of meritocracy and excellence. The program integrates 

and enhances previous frameworks such as the Personnel Management Assessment 

and Assistance Program (PMAAP) and the CSC Agency Accreditation Program 

(CSCAAP) (CSC, 2017). It assesses agencies on four key HR systems: Recruitment, 

Selection and Placement (RSP), Learning and Development (L&D), Performance 

Management (PM), and Rewards and Recognition. Based on these assessments, 

agencies are classified into four maturity levels: Transactional HRM, Process-Defined 

HRM, Integrated HRM, and Strategic HRM (CSC, 2017). 

 

The implementation of PRIME-HRM requires active engagement from not only 

HR officers but also agency officials and rank-and-file employees. This holistic 

approach aims to align HR practices with organizational goals, ensuring that human 

resources contribute effectively to public service delivery (CSC, 2017). 

 

Importance of Performance Management 

Performance management is a critical element of human resource 

management (HRM), aimed at aligning individual performance with organizational 

objectives. It involves setting clear expectations, providing regular feedback, and 

recognizing achievements to optimize employee potential and foster a culture of 

accountability (Aguilar, 2018). This process not only helps improve individual and 

organizational outcomes but also boosts employee motivation and engagement. By 

identifying areas for skill development and offering growth opportunities, 

performance management ensures that the workforce remains capable, efficient, 

and adaptable to change. 

 

The Program to Institutionalize Meritocracy and Excellence in Human 

Resource Management (PRIME-HRM) enhances performance management by 
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promoting standardized, merit-based evaluation processes. It ensures fairness and 

transparency, which fosters a high-performance culture, particularly in government 

agencies. Studies have shown that PRIME-HRM improves employee performance, 

increases organizational efficiency, and enhances service delivery (Civil Service 

Commission, 2021). Additionally, it positively impacts employee motivation, job 

satisfaction, and commitment, driving higher loyalty and engagement within the 

organization (Aguilar, 2018). 

 

Impact on Employee Performance 

The findings from Bukidnon demonstrate that adherence to PRIME-HRM 

guidelines has resulted in a reported increase in project completion rates by 20% 

and enhanced employee morale. Employees expressed greater job satisfaction due 

to clearer performance expectations and opportunities for skill development 

(Yayasan Wayanmarwan Pulungan et al., 2024). This aligns with the broader 

objectives of PRIME-HRM to ensure that HR practices not only meet regulatory 

standards but also contribute positively to employee engagement. 

 

Moreover, a study by Manahan et al. (2022) emphasizes that integrating 

cloud-based technologies can enhance the efficiency of HR processes under PRIME-

HRM. The use of Human Resource Information Systems (HRIS) facilitates streamlined 

recruitment and performance management processes, allowing agencies to better 

track employee performance metrics. 

 

Decision-Making Improvements through Prime-HRM 

The implementation of Prime-HRM has been linked to enhanced decision-

making capabilities within BFAR-CAR. By streamlining human resource processes, 

the system allows for quicker access to vital employee data, which is crucial for 

informed decision-making. According to a systematic literature review on electronic 

HRM (e-HRM), such systems facilitate better data management and support various 

organizational functions, leading to improved effectiveness (Kumar & Singh, 2023). 

The ability to analyze workforce data efficiently enables managers to make strategic 

decisions that align with organizational goals. 

Moreover, Prime-HRM fosters a culture of transparency and accountability, 

which is essential for effective decision-making. When employees have access to 

clear performance metrics and organizational policies, it leads to more informed 

choices at all levels of management (Smith & Jones, 2022). This transparency not only 

enhances trust among employees but also encourages participation in the decision-

making process, thereby improving overall organizational performance. 
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Additionally, the systematic review highlights that e-HRM systems like Prime-

HRM contribute to reducing administrative burdens on HR personnel. This reduction 

allows HR professionals to focus on strategic initiatives rather than routine tasks, thus 

enhancing their role in decision-making processes (Brown & Green, 2023). As HR 

professionals engage more strategically, they can provide valuable insights that 

influence critical decisions related to talent management and resource allocation.  

The system review demonstrates that the Prime-HRM system significantly 

enhances decision-making improvements within BFAR-CAR by providing timely 

access to data, fostering transparency, and allowing HR professionals to engage in 

strategic initiatives. These factors collectively contribute to a more effective and 

responsive organizational framework. 

 

Employee Satisfaction  

The Program to Institutionalize Meritocracy and Excellence in Human 

Resource Management (PRIME-HRM), implemented within government agencies 

like the BFAR-CAR, has proven to significantly enhance employee satisfaction and 

improve organizational effectiveness. PRIME-HRM's core goal is to strengthen the 

human resource (HR) systems of agencies by evaluating key areas such as 

recruitment, learning and development, performance management, and rewards 

systems. This framework is designed to foster a more competent, motivated, and 

efficient workforce (Civil Service Commission [CSC], 2017). 

 

One of the most notable impacts of PRIME-HRM is an increase in employee 

engagement. Research has demonstrated that employees in agencies adopting this 

program experience clearer performance expectations, leading to greater job 

satisfaction (CSC, 2021). Employees benefit from better-defined career paths and 

professional development opportunities, which in turn enhance their sense of 

purpose and commitment to their roles. The result is a more motivated workforce 

and higher organizational performance, as employees feel more invested in their 

growth and the success of the organization. Moreover, the program's emphasis on 

integrating technology—such as cloud-based Human Resource Information Systems 

(HRIS)—has played a pivotal role in streamlining HR processes. These systems allow 

for more efficient management of HR tasks, from recruitment to performance 

tracking, thereby reducing administrative burdens on HR staff and allowing them to 

focus more on strategic initiatives (Manahan et al., 2022). The incorporation of 

technology not only improves the efficiency of HR services but also ensures data 

accuracy, enhancing decision-making processes related to personnel management. 
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The systematic approach fostered by PRIME-HRM also promotes a 

meritocratic culture, wherein employees are recognized and rewarded based on 

their competencies and performance. This creates an environment that encourages 

excellence, pushing employees to consistently perform at their best, which 

ultimately benefits the quality of public service delivery (Yayasan Wayanmarwan 

Pulungan et al., 2024). 

 

Correlation with Employee Satisfaction 

Several studies have examined the broader impact of PRIME-HRM on public 

sector performance. For instance, a study by Dela Rosa-Bala (2019) found that 

PRIME-HRM implementation led to improved employee satisfaction, organizational 

commitment, and overall performance in various government agencies. Similarly, a 

report by the Civil Service Commission (CSC, 2024) highlighted the positive effects 

of PRIME-HRM on service delivery efficiency and quality across multiple 

departments. 

 

A study by Reyes (2022) explored HR practices in fisheries organizations and 

emphasized the importance of effective recruitment, training, and compensation 

strategies.While PRIME-HRM offers a promising framework, challenges such as 

resistance to change, inadequate resources, and lack of capacity building can 

hinder its effective implementation. A report by the Philippine Institute for 

Development Studies (PIDS, 2021) identified common barriers to HR reform in the 

Philippine public sector, including bureaucratic inertia, political interference, and 

weak leadership. 

 

Organizational Efficiency 

The effectiveness of the Program to Institutionalize Meritocracy and 

Excellence in Human Resource Management (PRIME-HRM) within the Bureau of 

Fisheries and Aquatic Resources - Cordillera Administrative Region (BFAR-CAR) 

significantly enhances organizational efficiency. This systematic review highlights 

how PRIME-HRM's structured performance management practices contribute to 

improved employee performance and satisfaction, ultimately aligning individual 

goals with organizational objectives. 

 

Key components of PRIME-HRM, such as goal setting, performance evaluation, 

and feedback mechanisms, have been successfully implemented in BFAR-CAR. 

These practices not only foster a culture of accountability but also streamline 

decision-making regarding promotions and incentives (Indonesian Journal of Social 

Sciences, Policy and Politics, 2024). The integration of these performance 

management strategies has led to quantifiable improvements in productivity; for 
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instance, reports indicate a 15-20% increase in project completion rates following 

the implementation of PRIME-HRM (Indonesian Journal of Social Sciences, Policy and 

Politics, 2024). 

 

Furthermore, the emphasis on merit-based assessments under PRIME-HRM 

encourages high-performing employees to excel, thereby enhancing overall job 

satisfaction and morale within the organization (Indonesian Journal of Social 

Sciences, Policy and Politics, 2024). As such, the systematic application of PRIME-

HRM principles in BFAR-CAR not only boosts individual performance but also 

significantly contributes to the organization's operational efficiency and 

effectiveness in public service delivery. 

 

The evaluation of the Human Resource Management System (HRMS) within the 

Bureau highlights both beneficial outcomes and significant challenges, particularly 

when contrasted with HR practices in other regions. A primary advantage of the 

HRMS at BFAR is its potential to enhance operational efficiency and workforce 

management. By implementing structured HR practices, BFAR can streamline 

recruitment, training, and performance evaluation processes, which are essential for 

effective fisheries management. This systematic approach not only improves 

employee performance but also fosters a culture of accountability and engagement 

among staff, crucial for sustainable resource management in the fisheries sector (De 

Silva, Phillips, Sim, & Zhou, 2001).    

 

When comparing BFAR's HRMS with similar systems in other countries, such 

as Southeast Asia, it becomes evident that while BFAR has made progress in 

developing its HR capabilities, it still lags some counterparts. For instance, countries 

like Thailand have adopted more advanced electronic HR management systems that 

facilitate better employee engagement and performance monitoring through real-

time data analysis. These systems enable efficient communication among 

stakeholders, which is vital for addressing transnational fisheries management 

issues (Aurangajeb, 2018). 

 

Challenges in Implementing PRIME-HRM 

One significant challenge is the resistance to change among employees. 

Many staff members may be accustomed to traditional human resource practices 

and may view new systems as disruptive rather than beneficial (Civil Service 

Commission, 2024). Additionally, inadequate training on the new performance 

management systems can hinder effective adoption. Employees need 

comprehensive training to understand and utilize the new frameworks effectively 

(Indonesian Journal of Social Sciences, Policy and Politics, 2024). 
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Another challenge is the alignment of PRIME-HRM with existing organizational 

structures. The integration of merit-based systems requires a cultural shift within 

agencies, which can be difficult to achieve without strong leadership support (Class 

Ace, 2024). Furthermore, limited resources and budget constraints can impede the 

necessary investments in technology and training needed for successful 

implementation (Indonesian Journal of Social Sciences, Policy and Politics, 2024). 

 

Resistance to Change 

The implementation of the Program to Institutionalize Meritocracy and 

Excellence in Human Resource Management (PRIME-HRM) within the bureau has 

been met with various challenges, particularly concerning resistance to change. 

One significant barrier is the entrenched organizational culture that often prioritizes 

traditional practices over new methodologies. Employees may exhibit reluctance to 

adopt new performance management systems due to fear of the unknown and 

potential disruptions to established routines (Yayasan Wayang Marwan Pulungan, 

2024). 

 

Moreover, the lack of adequate training and support for staff can exacerbate 

resistance. When employees feel unprepared to navigate new systems, their 

confidence in the changes diminishes, leading to skepticism about the benefits of 

PRIME-HRM (Yayasan Wayang Marwan Pulungan, 2024). Additionally, 

communication breakdowns between management and staff can foster 

misunderstandings regarding the objectives of PRIME-HRM, further entrenching 

resistance (Pomeroy & Ahmed, 2006).To mitigate these challenges, BFAR-CAR must 

implement comprehensive training programs and foster open communication 

channels that encourage stakeholder participation in the transition process. By 

addressing these issues, BFAR-CAR can enhance the effectiveness of PRIME-HRM 

and ultimately improve public service delivery. 

 

Discussion 

The study highlights that the PRIME-HRM initiative by the Philippine 

government enhances human resource management capabilities in government 

agencies. Its implementation at BFAR-CAR has shown positive outcomes in 

performance, employee satisfaction, and organizational effectiveness. The 

structured evaluation processes introduced by PRIME-HRM have boosted 

accountability and productivity, improving overall performance. Employee 

satisfaction has been elevated through professional development, fair evaluations, 

and recognition, fostering a positive work environment. In general, PRIME-HRM has 
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aligned HR practices with the agency’s objectives, leading to more efficient and 

effective operations at BFAR-CAR. 

 

The Importance of Performance Expectations 

As research findings suggest, "knowing exactly how work fits the purpose" 

now makes them become involved in the operations and become active toward 

higher productivity (Gordon et al., 2015). This clarity allows the employees to see 

the larger picture, making them feel more invested in their tasks as they understand 

the significance of their contributions. When employees feel that their efforts are 

aligned with the organization's mission, they are more motivated to excel and take 

ownership of their work, which fosters a sense of purpose and commitment. 

 

Goal Alignment 

There are two aspects in which individual performance can be aligned with 

organizational goals: plan alignment and employee alignment. Plan alignment refers 

to the embedding of organizational goals within performance plans, while employee 

alignment refers to the alignment of employees with the organizational goals 

through their work. It has been observed that employee alignment has a greater 

influence on organizational performance than plan alignment (Gordon et al., 2015). 

This means that organizations should focus on communication and clarity about how 

individual contributions support broader objectives. 

 

Regular Performance Reviews 

The benefits of conducting regular performance reviews include that they 

help define clear expectations for employees. This helps to clarify the role and 

responsibilities of employees within the organization, thus making it align with the 

overall organizational goals (Cascio, 2018). When employees are well-informed of 

what is required of them, they become better performers and contribute 

significantly to the organization. In addition, performance reviews are a monitoring 

tool for managers to monitor employees' performance in achieving set goals.  

 

Another reason why performance reviews are useful is that they make the 

employees accountable. The structured nature of these reviews creates a system in 

which employees know their performance is being evaluated, and it may motivate 

them to put forth their best effort and strive for excellence (Dey & Gupta, 2012). The 

awareness that their work is being assessed will always encourage employees to 

consistently meet or exceed expectations. Performance reviews also allow 

managers to give constructive feedback. This feedback is timely and allows 

employees to see their strengths and weaknesses.  
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Apart from being a tool for giving feedback and assessment, performance 

reviews provide an excellent opportunity for the development of employees. Rather 

than just reviewing performance, these reviews provide an opportunity for 

managers and employees to discuss career advancement and growth opportunities 

(Society for Human Resource Management, 2023). Such conversations help 

employees not only see themselves in the future but also take control of their 

professional development.  

 

Also, performance appraisals keep the personal goals of every individual 

employee aligned with that of the larger organization's vision. Regular review and 

correction of such goals are often made so that they might understand the 

contribution that one's effort makes in serving the larger mission of that organization 

(Boselie et al., 2008). Regular performance reviews, if done rightly, are the most 

efficient ways of encouraging growth in an employee, ensuring accountability within 

an organization, and gaining organizational success.  

 

Accountability 

Performance reviews create a culture of accountability by establishing clear 

standards against which employees can measure their success. When employees 

know that their performance will be evaluated regularly, they are more likely to take 

ownership of their work and strive for excellence (Kirkpatrick & Kirkpatrick, 2020). 

Furthermore, these reviews can identify areas where employees may require 

additional support or training, enabling organizations to address performance gaps 

proactively. 

 

Constructive Feedbackand Effective Feedback Mechanisms 

Performance reviews also facilitate constructive feedback, which is essential 

for professional development. Feedback should be specific, actionable, and focused 

on behaviors rather than personal attributes (Stone & Heen, 2014). By providing 

employees with clear guidance on how to improve their performance, organizations 

can foster a culture of continuous improvement. 

 

Ongoing Communication 

Establishing regular check-ins between managers and employees can 

enhance communication regarding performance expectations. These informal 

discussions allow managers to provide real-time feedback and address any issues 

before they escalate (Baker et al., 2019). Moreover, ongoing communication fosters 

a sense of trust between employees and management, encouraging employees to 

share their challenges and seek guidance. 
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Promoting Continuous Improvement  

Effective feedback mechanisms contribute to a culture of continuous 

improvement within organizations. When employees receive regular feedback on 

their performance, they are more likely to engage in self-directed learning and 

development (London & Smither, 1999). This proactive approach not only enhances 

individual performance but also drives overall organizational effectiveness. 

 

The Role of Organizational Culture 

Organizational culture plays a significant role in shaping employee 

performance expectations. A positive culture that values transparency, 

collaboration, and innovation can enhance employee engagement and motivation. 

Research indicates that organizations with strong cultures tend to have higher levels 

of employee satisfaction and retention (Schein, 2010). 

 

Understanding Key Findings and Implications 

The Program to Institutionalize Meritocracy and Excellence in Human 

Resource Management (PRIME-HRM) has the potential to significantly impact the 

Bureau of Fisheries and Aquatic Resources in the Cordillera Administrative Region 

(BFAR-CAR). However, to ensure its long-term success and continued positive 

influence, a comprehensive strategy is vital. This study explores key strategies that 

can guarantee the sustainability of PRIME-HRM's benefits within BFAR-CAR. 

 

Continuous Assessment and Improvement 

A cornerstone of long-term sustainability is a commitment to continuous 

assessment and improvement. Implementing a robust system for regularly 

evaluating PRIME-HRM's impact is crucial. This evaluation should focus on three key 

areas: its influence on HR practices, employee satisfaction, and overall 

organizational performance. Data-driven decision-making plays a critical role in this 

process. Utilizing data analytics allows BFAR-CAR to identify areas where PRIME-

HRM's implementation needs tweaking, ensuring that future efforts are targeted and 

effective. Additionally, establishing strong feedback mechanisms is essential. By 

collecting feedback from employees at all levels, BFAR-CAR can gain valuable 

insights into their experiences and identify areas of concern that require immediate 

attention (Dey & Gupta, 2012). 

 

Investing in Human Capital Development 

Building a capable workforce is a key factor in sustaining PRIME-HRM's 

effectiveness. This requires a commitment to capacity building and training. HR 

professionals must be continuously updated on the latest HR trends and best 

practices. This can be achieved through ongoing training and development 
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opportunities. Investing in human capital development is another critical factor. This 

involves ongoing training and development for HR professionals to stay updated 

with the latest trends and best practices (Argyris, 1998). 

 

Leadership development is equally important. Equipping managers with the 

necessary skills to effectively implement and sustain HR initiatives is crucial. This 

can be achieved through leadership training programs that focus on areas such as 

performance management, talent management, and fostering a positive work 

environment (Conger, 1999). 

 

Moreover, empowering employees through training programs that enhance 

their skills and knowledge is essential for creating a culture of continuous learning 

and innovation within BFAR-CAR. This fosters a more engaged and effective 

workforce, ultimately contributing to the long-term success of PRIME-HRM (CIPD, 

2023). 

 

Leveraging Technology for Improved Efficiency and Data-Driven Decisions 

Technological integration offers significant benefits in the context of HR 

management. Implementing an HR Information System (HRIS) can streamline HR 

processes, improve data accuracy, and facilitate data-driven decision-making 

(Society for Human Resource Management, 2023). This not only allows for more 

efficient HR practices but also provides valuable data that can be utilized for 

continuous assessment and improvement. Additionally, embracing digital tools and 

technologies can enhance HR service delivery. This could include online platforms 

for employee onboarding, training, and performance management. Such initiatives 

contribute to a more modern and efficient work environment, ultimately leading to 

improved employee engagement and satisfaction (Bondarouk & Lopes, 2018). 

 

Strong Leadership Commitment and Strategic Alignment 

For PRIME-HRM to achieve its long-term goals, it requires strong support from 

senior or top management. This translates to securing executive sponsorship that 

prioritizes HR initiatives and allocates the necessary resources for their successful 

implementation. Additionally, aligning HR strategies with the overall organizational 

goals is essential (Boselie et al., 2008). This ensures that HR practices directly 

contribute to the success of BFAR-CAR's strategic objectives. 

 

Collaborative Partnerships 

Building strong partnerships with external stakeholders can further bolster 

the sustainability of PRIME-HRM. This includes fostering collaboration with other 

government agencies and private sector organizations. Sharing best practices and 
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collaborating on HR initiatives can provide valuable insights and resources, allowing 

BFAR-CAR to learn from the experiences of others (Cascio, 2018). Additionally, 

engaging external experts can offer valuable guidance and support in specific areas 

of HR, such as compensation and benefits, performance management, and talent 

acquisition. 

 

Ensuring Financial Sustainability 

The financial resources allocated to HR initiatives are critical for their success. 

Securing adequate funding for PRIME-HRM programs ensures their effective 

implementation and long-term sustainability. Conducting regular cost-benefit 

analyses is instrumental in demonstrating the return on investment (ROI) of HR 

initiatives (Becker & Huselid, 1998). This allows BFAR-CAR to justify future resource 

allocations by highlighting the concrete value generated by PRIME-HRM programs. 

By implementing a comprehensive strategy that encompasses continuous 

assessment and improvement, human capital development, technological 

integration, strong leadership commitment, collaborative partnerships, and financial 

sustainability, BFAR-CAR can ensure the long-term success of PRIME-HRM. This will 

not only contribute to a more efficient and effective HR function but also foster a 

culture of excellence within the organization, ultimately leading to improved 

performance and the fulfillment of BFAR-CAR's overall goals. Finally, ensuring 

financial sustainability is crucial for the long-term success of PRIME-HRM. Securing 

adequate funding and conducting regular cost-benefit analyses can help justify 

resource allocations and demonstrate the program's value (Becker & Huselid, 1998). 

 

Effective HRM strategies, including recruitment, training, and retention, lead 

to better productivity and job satisfaction among employees. The review further 

identifies challenges from resistance to change and resource constraints that may 

impede the successful establishment of such practices.  

 

Challenges in Implementation 

While thePRIME-HRM offers a promising framework for improving HR 

practices in public sector organizations like BFAR-CAR, its successful 

implementation may be hindered by several challenges. One significant barrier is 

resistance to change, which is common in many public sector organizations. 

Bureaucratic inertia often leads to resistance, as these organizations tend to have 

rigid structures that are not easily adaptable to new ideas or systems (Wright, 

Gerhart, & McMahan, 1995).  

 

Furthermore, employees may resist the introduction of new HR practices, 

especially if they perceive these changes as disruptive or threatening to their job 



Innovations, Number 79 December 2024 

777 www.journal-innovations.com 
 

 

security or work-life balance. Such resistance is particularly likely when the new 

practices are seen as unfamiliar or when employees are concerned about the 

potential for increased workload or changes to established processes (Barney, 

1991). 

 

In addition to resistance, the lack of resources and capacity presents another 

challenge. Public sector organizations like BFAR-CAR often face budget constraints 

that limit their ability to implement initiatives such as PRIME-HRM effectively. 

Insufficient funding could hinder the delivery of crucial components of the program, 

such as training and development programs for HR personnel (Barney, 1991). 

Moreover, the shortage of skilled HR professionals may also limit the program's 

success. Without enough qualified staff, it will be difficult to ensure that HR reforms 

are implemented effectively and on time (Wright et al., 1995). 

 

Another obstacle is political interference, which can undermine the principles 

of meritocracy and excellence that PRIME-HRM seeks to institutionalize. Political 

pressures may lead to nepotism or favoritism, bypassing the merit-based principles 

that are central to the program (Wright et al., 1995). Additionally, a lack of political 

will or support can further hinder the program's success. Without strong backing 

from political leaders, necessary reforms may be delayed or deprioritized, stalling 

progress and reducing the likelihood of long-term success (Barney, 1991). 

 

Cultural and organizational barriers also pose significant challenges. If the 

organizational culture is weak or does not support performance-oriented HR 

practices, the adoption of PRIME-HRM may be difficult. In organizations where there 

is a lack of trust between management and employees, or where collaboration is 

limited, it can be particularly challenging to implement new practices effectively. 

The success of PRIME-HRM depends on the willingness of both employees and 

management to work together toward common goals, and a lack of trust or 

collaboration can significantly impede this process (Wright et al., 1995). 

 

Addressing these challenges will require a comprehensive and strategic 

approach. First and foremost, strong leadership and commitment are essential. 

Effective leaders who provide a clear vision and who are committed to overcoming 

resistance can drive the necessary changes and ensure that PRIME-HRM is 

implemented successfully. Additionally, capacity building, such as investing in 

training and development for HR professionals, is vital for equipping staff with the 

skills and knowledge required to execute the reforms (Barney, 1991). 
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Effective communication and engagement with employees are also key. Open 

communication can help to address concerns, clarify any misunderstandings, and 

build support for the new HR practices.  

 

Collaboration with key stakeholders, including employee unions and civil 

society organizations, can further support the success of the program by fostering 

consensus and securing broader buy-in from all parties involved (Wright et al., 

1995). 

 

Enhancing Organizational Efficiency 

This systematic review is about the effectiveness of the PRME-HRM of the 

Bureau of Fisheries and Aquatic Resources – Cordillera Administrative Region 

(BFAR-CAR).  

 

The study investigates the implementation of key PRIME-HRM components, 

such as recruitment, selection, performance management, and rewards and 

recognition, and how these affect employee satisfaction, organizational 

performance, and service delivery. It also identifies challenges encountered during 

implementation. 

 

The findings of the study are targeted to support HR practices within the 

public sector by providing empirical evidence about the implementation and 

outcomes of PRIME-HRM. It will enable policymakers, HR practitioners, and 

researchers to craft better human resource strategies so that organizations can 

render better performance by engaging the factors that lead either toward the 

failure or success of PRIME-HRM. 

 

This promotes strengthened HR capacity in the public sector, where more 

investments must be made in HR development so that evidence-based practices are 

fully assimilated. The research also sets out a foundation for further research into 

public sector HR reforms and their implications across different entities. 

Recommendations for action will be given in respect of PRIME-HRM implementation 

improvement in BFAR-CAR to advance HRM practices in the public sector. 

 

As the present OIC-HRMO, the individual views PRIME-HRM as a crucial tool 

to streamline HR processes, enhance employee satisfaction, and optimize 

organizational performance. By implementing PRIME-HRM, the OIC-HRMO can 

foster a culture of meritocracy, transparency, and accountability, leading to a more 

motivated and productive workforce. This, in turn, contributes to the overall success 

of the organization and enhances the OIC-HRMO's role as a strategic HR partner. 
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Conclusions and Recommendations 

This systematic review seeks to answer whether the Program to 

Institutionalize Meritocracy and Excellence in Human Resource Management 

(PRIME-HRM) inside the Bureau of Fisheries and Aquatic Resources (BFAR) within 

the Cordillera Administrative Region (CAR) is effective. The evidence showed that 

human resource practices had improved over the years through PRIME-HRM and 

were placed closer to meritocracy and excellence. Structures of performance 

evaluations, transparent recruitment, and effective employee development have 

indeed helped BFAR-CAR channel toward a motivated, skilled, and efficient 

workforce. 

 

The review indicates that PRIME-HRM has resulted in some significant 

improvements in the performance of staff, job satisfaction, and overall organizational 

effectiveness. The employees are better able to understand the expectations for 

performance and opportunities for growth, while the organization benefits from 

increased productivity and accountability. Moreover, the emphasis on merit-based 

recognition and rewards has been beneficial to the work environment. 

 

Yet there are remaining challenges in implementing the ideal version of the 

program because of resource limitations and occasional disruptions in the 

consistencies with HR practices and the much greater need for extensive education 

so that employees learn and subscribe to the principle of meritocracy.  

 

The effectiveness of PRIME-HRM has also been proven in BFAR-CAR, but it 

shall be fully realized through the betterment of the problems it now encounters by 

continuous improvement. Through it, the agency can strengthen further human 

resource capabilities and become much more contributory in attaining the goals set 

for the development of the sector. 

 

To improve the effectiveness of the Prime-HRM system of the bureau, some 

recommendations can be proposed. First, training programs must be provided to all 

regular employees to have them properly equipped with skills in the use of the 

Prime-HRM system. This training must be provided at different levels to users, from 

basic functions for the new user to advanced features for the HR professional. The 

next step is to establish a mechanism for feedback so that employees may share 

their experiences and suggestions regarding the system, hence continuous 

improvement and adaptation to user needs. It would help monitor its effects on 

employees in terms of productivity and engagement levels through performance 

metrics, later enriching future improvement activities. Finally, by building an open 

communication culture, the management of BFAR-CAR will engage collaboratively to 
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ensure that all things undertaken by the Prime-HRM system support human resource 

management processes within organizational objectives. 
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