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REPORTER

We have longed for this time of the year when 
we can wind down, celebrate a year’s worth of 
achievements, reflect on our deeds, and simply 

be grateful for everything. The CSC joins you in all these 
activities brought by the Yuletide season. 

We hope that, amid the festivities, we can help each 
Filipino take time to remember our values as a nation. 
Our short feature on public service values is coupled with 
highlighted quotes from some of the nation’s Outstanding 
Public Servants to inspire civil servants and the aspiring 
ones. We also urge citizens to nominate for the next 
year’s Search to recognize outstanding contributions to 
the public service. 

Driven by our commitment to the continuous improvement 
of public service to Filipino people, we deliver the good 
news of CSC’s submission of its updated Citizen’s Charter 
to the Anti-Red Tape Authority (ARTA) in compliance with 
the Republic Act No. 11032 or the Ease of Doing Business 
and Efficient Government Service Delivery Act (EODB 
EGSD). 

Remembering our Filipino values this Yuletide season
Stories about our active participation in the 18-Day 
Campaign to End Violence Against Women (VAW), and 
the laws and policies against sexual violence highlight 
how we Filipinos value women in our society. These 
stories also underscore CSC’s steadfast commitment 
toward women empowerment and gender equality. 

To inspire government agencies to continually transform 
HR practices and systems, we have included in this 
issue HR articles featuring CSI’s 4th quarter Leadership 
Series, Green HRM forum, Bangko Sentral ng Pilipinas’ 
PRIME-HRM journey, and CSC’s message to local chief 
executives. 

These, among other stories, can be found in this issue 
and we hope you enjoy the read. 

We are deeply grateful for your continuous support. As we 
bid this year farewell, let me, on behalf of the CSC, extend 
to you our warm greetings of Merry Christmas and Happy 
New Year!

FROM THE CHAIRPERSON'S DESK

ALICIA dela ROSA-BALA
Chairperson
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P U B L I C
D O M A I N][

Contact Center ng Bayan   0908 881-6565 / email@contactcenterngbayan.gov.ph

Public Assistance Center

Reference Code: IRN0240105
“Good day. Ako po ay lubos na nagpapasalamat sa malaking tulong ninyo sa amin upang makuha po namin ang 
SSS pensyon adjustment ng aking tatay na si J**** P*****. Malaking tulong po ito para  sa mga gastusin medisina 
ng aking ina na kasalukuyang bed ridden. More power po sa inyo.”

Reference Code: IRN0240458
“Thank you very much CCB for helping us. My mother was so happy and pleased that our concerns were heard 
and answered. Mabuti nalang meron ng CCB, malaking tulong talaga sa mga ordinaryong mamamayan na 
minsan binabalewala ng mga nasa gobyerno. Sana marami pa po kayong matulungan. God bless po.”

Reference Code: IRN0239887
“Thanks much. complaint resolved. Thanks to all who pushed to help. Without the Contact Center ng Bayan and 
other agencies, this will not be resolved. Thanks again.”

Reference Code: IRN0240789
“Frontline staff are very courteous. Consistent commendation to the CSC front liners personnel as they showcase 
the totality of superb CSC public service :)”

Reference Code: IRN0240802
“Everything was quick and easy. The staff were friendly and accommodating. Plus, I liked the music playing :)”

Reference Code: IRN0240791
“Fast transaction nice and friendly employee's Good Job.”

To cap the year, we would like to appreciate our valued clients 
by featuring their commendations and acknowledge some of 
their suggestions sent through the Contact Center ng Bayan, 
our Public Assistance Center, and through our Facebook Page 
(@civilservicegovph). We commit to continuously improve our 
public service delivery and satisfy our stakeholders, so every 
commendation is a validation of our hard work. Thank you, Juan 
and Juana, for your appreciation!
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*The CCB project was launched on 27 September 2012 with the primary objective of providing an avenue for the public to air concerns 
on service delivery and, currently, any other violations of Republic Act No. 11032 or the Ease of Doing Business and Efficient Government 

Service Delivery Act of 2018 for resolution, assessment, and process improvement.

CSC Facebook Page

100% of the respondents like to recommend CSC Facebook 
Page to their friends for the following reasons (culled from actual 
responses):

“Job opportunities”, “Seminars/Trainings 
by CSC”, and “scholarships”

“You can get information without going to 
check on Google.”

“It will help us answer most of our 
concerns.”

“Good source of information in the 
government service.”

“Hassle-free.”

“Nowadays, people use social media to communicate. It is 
one way of reaching out or disseminating information for the 

knowledge of the concerned people.”

“It helps you get the latest news as a government 
employee, it also gives you some motivation to work 

hard for our Inang Bayan.”

“It gives you all the relevant or needed information 
about CS exams and other government related 

programs.”

Aside from the built-in Page review feature on Facebook, CSC has decided to open another 
feedback link (via Google Form: https://forms.gle/mwUwRYjKCbZTwF1UA) where our Facebook 
community can be more specific with what they think and feel about our Facebook Page and the 
content that they get from the platform. Here are some initial insights from 62 respondents: 

The three topics which they find most useful are:
 • CS Examination
 • Learning and development opportunities
 • CSC activities

When asked what type of information do they wish to see more on our Facebook Page, the most 
common answers were:

P U B L I C
D O M A I N
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Workshops were held to determine which 
services can be automated or can be applied 
for online. Some services initially identified 
are: Appointments Processing, Provision 
of L&D Intervention, Request for Service 
Extension, Accreditation and Registration 
of Employees' Organizations, Correction 
of Personal Information, Verification of CS 
Eligibility, and action on written requests 
such as queries, opinions, invitations, among 
others. 

Consultations with human resource 
management officers and practitioners, 
prospective examinees, members of the 
academe, among other stakeholders were 
held in three separate batches to ensure 
that CSC services are responsive to clients’ 
needs. FGD results served as inputs to the 
updated CSC's Citizen's Charter. 

T
he Civil Service Commission (CSC) has 
submitted its updated Citizen’s Charter 
on 6 December 2019 to the Anti-Red 
Tape Authority.

This is in compliance with Rule IV Section 3(d) 
of the Implementing Rules and Regulations 
(IRR) of Republic Act No. 11032 or the Ease 
of Doing Business and Efficient Government 
Service Delivery Act which requires the 
Reengineering of Systems and Procedures 
of all agencies and posting of an updated 
Citizen’s Charter 90 working days from the 
effectivity of the IRR. 

Even before the signing of RA No. 11032, 
the CSC issued a string of directives to its 
central and regional offices to identify all 
services rendered to external clients and 
begin re-crafting their respective Citizen’s 
Charter. Through Office Memorandum No. 
32, s. 2018, bottlenecks were identified in the 
CSC process with the goal of reviewing and 
revisiting systems and procedures for the 
purpose of re-engineering. 

We hear you. CSC consults stakeholders in compliance 
with the requirements of R.A. 11032 or the Ease of Doing 

Business and Efficient Government Service Delivery Act.

(Front row, left to right) ARTA Director General Jeremiah B. Belgica, CSC Chairperson Alicia dela Rosa-Bala, and DT Secretary Ramon M. Lopez show off the implemeting rules and regulations of 
the EODB EGSD Act of 2018. Also in photo are Senator Juan Miguel F. Zubiri (2nd row 4th from leftt), Rep. Bernadette Herrera-Dy (2nd row, 3rd from left), ARTA Deputy Director General Ernesto V. 
Perez (2nd row, 5th from left), and National Competitiveness COuncil co-chairperson Guillermo M.Luz (2nd row, rightmost).
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"The reason why we wanted you to join us 
in this initiative is to help us improve our 
services. With your support, we can make our 
systems and procedures more responsive 
and reflect these in our own Citizen's Charter," 
said CSC Chairperson Alicia dela Rosa-Bala 
to the stakeholders during the opening of the 
consultative dialogue.

"This dialogue will encourage and inspire us 
to serve you better because the end objective 
here is to improve our delivery of service. 
We need to sync our actions, we need to be 
united," said Commissioner Aileen Lourdes 
A. Lizada in closing.

The CSC considers the recent updating of its 
Citizen’s Charter as a milestone in improving 
its public service delivery as it underwent 
through a rigorous process consisting of 

(Front row, left to right) ARTA Director General Jeremiah B. Belgica, CSC Chairperson Alicia dela Rosa-Bala, and DT Secretary Ramon M. Lopez show off the implemeting rules and regulations of 
the EODB EGSD Act of 2018. Also in photo are Senator Juan Miguel F. Zubiri (2nd row 4th from leftt), Rep. Bernadette Herrera-Dy (2nd row, 3rd from left), ARTA Deputy Director General Ernesto V. 
Perez (2nd row, 5th from left), and National Competitiveness COuncil co-chairperson Guillermo M.Luz (2nd row, rightmost).

e o d b
e g s dhighlights
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Local government units are reminded to speed up 
service processes and fix redundant requirements 
for business registrations and renewals. This was 
according to a news release published on the Anti-
Red Tape Authority’s (ARTA) website (arta.gov.ph).

As quoted in the article, ARTA Director General 
Jeremiah B. Belgica cites securing Locational 
Clearance as one of the redundant requirements 
demanded from aspiring business owners. “There are 
still some LGUs that have redundant requirements 
that need to be updated or repealed. For example, 
a Locational Clearance is a requirement to make 
sure that the business is a match with the zoning 
of the area. Pero pag inisip niyo, kung ako ay nag-
aaply para magtayo ng negosyo sa mall, bakit ko 
pa kelangan ng Locational Clearance? Hinde pa 
ba klarong klaro na commercial yung zone kasi nga 
naman mall ito?” Belgica said.

Republic Act No. 11032 or the Ease of Doing 
Business and Efficient Government Service Delivery 
(EODB EGSD) Act covers “all government offices and 
agencies including local government units (LGUs), 
government-owned and controlled corporations 
and other government instrumentalities, whether 
located in the Philippines or abroad, that provide 
services covering business and nonbusiness-related 
transactions.” (Section 3, R.A. No. 11032)

To know more about the EODB EGSD, please visit 
the ARTA website at arta.gov.ph.

Side
Story

dialogues and consultations, reviews, and 
validation among CSC central, regional, and 
field offices, and various stakeholders. 

The CSC will be waiting for the approval of 
the submitted Citizen’s Charter as it will be 
subjected to review by the Compliance, 
Monitoring, and Evaluation Office (CMEO) of 
the Authority before its posting in the form of 
information billboards.

The Citizen’s Charter is a comprehensive and 
uniform checklist of requirements for each 
type of application or request. It contains 
the procedure to obtain a particular service, 
person/s responsible for each step, maximum 
time to conclude the process, documents to 
be presented and fees to be paid (if any), as 
well as the procedure for filing complaints. 
Simply put, the Citizen’s Charter tells clients 
that, “These are the steps you will have to 
undergo and the fees to be paid. Other 
than what were listed are unauthorized and 
unnecessary.”

Commissioner Aileen Lourdes A. Lizada joins the consultation 
with stakeholders for the updating of the CSC's Citizen's Charter
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CSC Chairperson Alicia dela Rosa-
Bala addresses CSC officials and 
employees during the kick-off activity of 
the 18-Day Campaign to End Viiolence 
Against Women.

I
n observance of the 18-Day Campaign to End 
Violence Against Women from November 25 
to December 12, the Civil Service Commission 
(CSC), the central personnel institution of the 
Philippine Government, called on government 
agencies to do their share in ending violence 
against women (VAW) in the workplace.

“It is imperative that workplaces are kept fair, safe, and 
secure for women as it is where most employed women 
spend at least one-third of their day. This is specially critical 
in the public sector where half of the workforce is composed 
of women,” said CSC Chairperson Alicia dela Rosa-Bala.

Based on the CSC’s Inventory of Government Human 
Resources as of 31 May 2019, of the total 1,728,641 
officials and employees in the career and non-career 
service, 879,524 or 50.88% are females while 849,117 or 
49.12% are males.

CSC to gov’t agencies:
Help curb VAW in the workplace

N
E

W
S
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She said that VAW impacts on the physical, mental, 
economic, and social well-being, and when women 
in public service become the victims, it can hamper 
productivity and the quality of public services.

CSC Chairperson Bala underscored that VAW can 
be prevented through effective HR management. 
“Government agencies bear great responsibility in 
ensuring that VAW does not thrive in the workplace. 
HR is key to creating a safe and supporting working 
environment for women, one which offers not only 
protection against violent or controlling behavior but also 
opportunities for empowerment.”

She added, “Agencies need to take a look at their 
workplace policies and procedures on recruitment, 
learning and development, performance management, 
and rewards and recognition and study how these can 
contribute to eliminating VAW. Do women employees 
have a voice? Are there equal career and leadership 
opportunities for both men and women? Is there a 
reliable system to report and handle sensitive cases 
such as sexual violence?”

N
E

W
S

It is imperative that 
workplaces are kept fair, 

safe, and secure for women.



13

Annual campaign
The CSC Central Office workforce jumpstarted the 
observance of the 18-day Campaign to End Violence 
Against Women by wearing orange and sharing their 
commitment statements during the flag ceremony last 
November 25 at the Central Office in Batasan Hills, 
Quezon City. In her message, Chairperson Bala said, 
"Aside from starting at home, we should also start at 
our respective offices. I hope that within the halls of the 
Civil Service Commission, we would not be receiving 
any complaints about men violating the rights of women. 
Isapuso, isaisip, at isagawa natin ang ating adbokasiya 
para matigilan na ang karahasan sa mga kababaihan at 
kabataan." 

The 18-Day Campaign to End VAW from November 
25 to December 12 is an annual observance meant 
to raise awareness and ignite action on protecting the 
human rights of women and girls against all forms of 
gender-based violence. The campaign theme, “VAW-
free community starts with Me”, used for years 2016 to 
2021, emphasizes on primary prevention to reduce the 
incidents of VAW, as well as on the role of individuals, 
institutions, and communities in ending VAW. 

N
E

W
S
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No service interruption during Christmas parties - CSC

The Civil Service Commission (CSC) does not prohibit the 
holding of Christmas parties within government working 
hours as long as government agencies can assure 
continued delivery of efficient services.

CSC Chairperson Alicia dela Rosa-Bala reminded government 
offices nationwide to ensure that a skeletal force is in place to ensure 
that all clients who are within their premises are attended to amid the 
conduct of Christmas parties. 

“Let us celebrate the spirit of Christmas by ensuring efficient, 
responsive and compassionate delivery of public service to our 
clients,” said the CSC chairperson.

The CSC Chairperson also urged heads of agencies to issue 
advisories to enjoin employees to accept requests and/or applications 
with complete requirements being submitted by a client and attend to 
clients who are within the premises of the office or agency concerned 
prior to the end of official working hours in compliance with Rule XIII, 
Section 1 of the Implementing Rules and Regulations of Republic Act 
No. 11032 or the Ease of Doing Business and Efficient Government 
Service Delivery (EODB EGSD) Act of 2018 even while holding their 
year-end activities.

N
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Over 5,000 apply in Gov’t Online Career Fair

The Civil Service Commission (CSC), in partnership with 
JobStreet Philippines, received 5,171 job applications 
during the conduct of the nationwide Government Online 
Career Fair from 21 to 25 October 2019. 

JobStreet users mostly applied for positions such as customer 
associate, administrative assistant, accountant assistant, planning 
officer, and administrative officer, out of 115 critical and hard-to-fill 
job vacancies offered by a total of 30 government agencies that 
participated in the Online Career Fair.  

Land Bank of the Philippines, Philippine Veterans Affairs Office, 
Bureau of Internal Revenue, National Museum of the Philippines, 
and Government Procurement Policy Board Technical Support Office 
received the most number of applications. 

The participating agencies will conduct the initial assessment and 
notify applicants regarding their status of application and/or additional 
instructions or requirements through email or text message, the CSC 
said. 

“The application statistics show above standard averages which 
indicate that people want to work for the government,” said JobStreet 
Philippines Senior Manager for Special Projects Christine R. Sevilla. 

In response to the positive turnout of the event, CSC Chairperson 
Alicia dela Rosa-Bala thanked JobStreet for its continuous support 
and calls on all government agencies to use the said online platform. 
“The CSC appreciates the partnership with JobStreet Philippines 
as it helps agencies advertise their vacancies to a wider audience 
and find competent applicants nationwide.  Thus, we encourage 
government agencies to continuously coordinate with our regional 
and field offices to submit their vacancies for posting on the JobStreet 
website.”   

Since the said collaboration in 2018, more than 2,000 government 
agencies have posted their job vacancies on JobStreet. A total of 
113,670 jobs have been made available to the online public and have 
gained approximately 340,000 applications. 

The Government Online Career Fair was one of the activities of the 
119th Philippine Civil Service Anniversary in September. 
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The Civil Service Commission (CSC) announces the acceptance 
of nominations to the 2020 Search for Outstanding Government 
Workers. 

All government workers in the career and non-career service including 
appointive barangay may be nominated. Nominations may now be 
submitted to the CSC’s provincial and regional offices. Employees 
who are under job order or contract of service are excluded from the 
coverage of the program.

The three award categories under the Search are the Presidential 
Lingkod Bayan, Outstanding Public Officials and Employees or 
the Dangal ng Bayan and CSC Pagasa.   These awards are the 
highest and most coveted recognition given to individuals or group 
of individuals who have excelled or shown utmost dedication and 
commitment in government service. 

The Presidential Lingkod Bayan (PLB) is conferred to an individual 
or group for exceptional or extraordinary contributions that had 
nationwide impact. Included in the 2019 roster of PLB awardees 
were Dr. Joselito R. Chavez of the National Kidney and Transplant 
Institute and the Advanced Space Technology, Research, Operations, 
and Services (ASTROS) Team of the Department of Science and 
Technology  

Dr. Chavez championed the use of the Extracorporeal Membrane 
Oxygenation (ECMO) for leptospirosis patients afflicted with 
pulmonary complications, increasing survival rate of a condition 
considered as a death sentence before ECMO. Meanwhile, the 

Do you know honest and hardworking government workers deserving of an award?

ASTROS placed the Philippines in the space technology map 
by developing and operating the country’s first microsatellites 
DIWATA-1 and 2 and the first ground receiving station, the Philippine 
Earth Data Resource and Observation (PEDRO). These initiatives 
made possible the generation of images and data essential in 
weather forecast, disaster risk management, agricultural growth 
pattern detection, forest cover monitoring, cultural and historical sites 
monitoring and territorial border protection. 

The Outstanding Public Officials and Employees or Dangal ng 
Bayan Award is awarded to state workers for strict adherence to the 
norms of conduct which positively influences others to observe high 
standards and observance of ethics in the discharge of official duties. 
2019 Dangal ng Bayan recipients, Teachers Alvin F. Macalintal from 
Oriental Mindoro and Michelle D. Rubio from Sorsogon literally 
walked the “extra mile” so that indigent students need not travel far 
to school.

The CSC Pagasa Award is given to an individual or group of 
individuals for outstanding contributions that directly benefit more 
than one department of the government. One group awardee, the 
Tagum City Agriculture Office’s Tagumpay Agrivolving Fund was 
recognized for offering an easy-access credit facility that has broken 
the oppressive cycle of debt endured by their farmers. 

For more details on the 2020 Search, contact the HAP Secretariat at 
telephone numbers (02)8931-7993, (02) 8932-0381 and hotline (02) 
932-011, TextCSC 0917-839-8272 or email hapsecretariat@yahoo.
com  hapsecretariat@gmail.com.  

N
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SEARCH ON FOR LINGKOD BAYANI
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CSC introduces
“disruptive leadership”
to HR leaders
We are now living in a disruptive world, experts say.  

The Civil Service Commission (CSC), 
through the Civil Service Institute 
(CSI), introduced the topic “disruptive 
leadership” during its fourth offering of 
the CSI Leadership Series for 2019. 

Held on 20 November, the learning and development 
(L&D) event gathered government human resource 
(HR) leaders for a discussion on disruption as 
part of today’s work environment, and how to take 
advantage of it. 

The L&D event featured experts on technology and 
customer service, led by Asia Pacific telecoms and 
IT industry expert KC Lee, Oracle’s Cloud Platform 
Group Senior Sales Director Alexander Jenewein, 
and Emovation Inc. Head Ruben Manalac. 
Meanwhile, Valenzuela City Mayor Rex Gatchalian 
and Anti-Red Tape Authority Director-General Atty. 
Jeremiah Belgica shared their own experience in 
seeking innovation to change the way they provide 
service to customers.

Technology has largely driven changes in work flow 
and customer service all over the world and in the 
Philippines as well. Government is keeping with the 

changing demands of the public by changing the 
mindset of its leaders. Leaders can no longer remain 
traditional and “safe” if they want to have lasting 
impact in their organizations. 

Lessons on Disruption
Disruptive leaders are those who are fearless 
in initiating or facilitating change to achieve 
breakthrough results. They innovate and rock the 
boat in order for things to budge and give way to 
something better. 

Disruptive leadership complements the current 
disruptive world in which human resource (HR) 
management and public service now thrive. This 
world is characterized by urbanization, accelerating 
technological change, increasing life expectancy and 
a graying workforce, and greater global connections 
with higher vulnerability. 

Leaders, said Alexander Jenewein in his talk, should 
thus be always looking for improvement. Jenewein 
also said being disruptive could simply mean going 
back to the basics of research, revisit or re-defining 
goals, and engaging commitment to a vision or 
mission in order to cope with a rapidly changing 
workplace. Meanwhile Ruby Manalac said emotional 
intelligence is still the unique competency of humans 
that make them different from machines. Machines 
may take on a myriad of tasks that were previously 
only reserve for humans, but they cannot replace 
relational activities that should take into account 
emotion. Thus, according to Manalac, a disruptive 
leader understands the value of automation and 

N
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International IT expert KC Lee 
introduces HR leaders to the 
disruptive world of technology 
and globalization, dubbed the 
Fourth Industrial Revolution or 
FIRe. 

Oracle’s Cloud Platform Group Senior Sales Director Alexander Jenewein discusses disruptive 
leadership and its effect in organizations.
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machines, but does not discount distinctly human 
needs and values such as health and wellness, 
morale, and creativity. 

Exponential Change
The key though is not merely to change things 
up, but to pursue change that is exponential. KC 
Lee explained that exponential change disrupts 
an existing market and ushers in a new one. This 
means practices and trends also change, which will 
have an impact on an organization’s performance. 

According to Lee, job trends in the Philippines are 
also changing. Social media marketing, frontend 
web development, and human-centered design were 
identified as the emerging careers and industries on 
demand. This has implications on existing plantilla 
positions and job functions in government. More 
and more agencies are engaging in social media 
and automation, which means HR is now looking at 
competencies that are technology-oriented. 

Atty. Jeremiah Belgica, head of the Anti-Red Tape 
Authority, is at the helm of steering the government 
toward modernization, as provided for in Republic 
Act No. 11032 or the Ease of Doing Business 
and Efficient Government Service Delivery 
(EODB EGSD) Act of 2018. He anchored his talk 
on President Rodrigo Roa Duterte’s marching 
orders on “streamlining investment application 
process and integration of the services of various 
government offices.” He sees the EODB EGSD as 
groundbreaking legislation in pushing for public 
service excellence in the country. 

N
E
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Meanwhile, the City Government of Valenzuela led 
by Mayor Rex Gatchalian has served as an example 
of disruptive leadership in terms of revolutionizing 
its frontline services. For years, it has run its 3S 
Program, which stands for simple, speed, and service. 
Recently, the city government launched the 3S+ 
Program, with the “plus” referring to innovative use 
of technology. Today, the city government remains 
a showcase of technology platforms designed for 
customer convenience and fast transactions.  

Leadership Series 
Disruptive Leadership is just one of the topics offered 
by CSI under its Leadership Series. The Series is 
a learning and networking event held on a quarterly 
basis designed to inspire government managers to 
continually enhance their leadership effectiveness. It 
showcases the best practices of successful leaders 
in both the government and the private sectors.

To inquire about the next Leadership Series topic, 
contact the CSI at 02 8931-8019 or 02 8931-7939 
local 302. The 2020 L&D Calendar may also be 
accessed through the www.csc.gov.ph.  

ARTA Director General Jeremiah Belgica emphasizes 
the need for disruption and modernization in order for 
government to meet the standards set by the EODB EGSD 
Act of 2018. 

Mayor Rex Gatchalian shares with the audience his experience of championing innovation at the 
Valenzual City Government's frontline services.
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CSC confers Local Treasurer eligibility on 
more than 700 individuals

The Civil Service Commission (CSC) 
has conferred civil service eligibility 
on 729 individuals who passed the 
Basic Competency on Local Treasury 
Examination (BCLTE) held on 13 October 
this year. The number of passers 
represents 17.86% of the 4,082 total 
examinees.

 
The BCLTE is part of the Standardized Examination 
and Assessment for Local Treasury Service (SEAL) 
Program of the Department of Finance which aims to 
professionalize the ranks of local treasurers by improving 
their competencies, instilling a culture of excellence in 
local treasury operations service, and promoting good 
local fiscal governance in the local government units.
 
The resulting Local Treasurer Eligibility is a second 
level eligibility specific and appropriate for appointment 
to Local Treasurer and Assistant Local Treasurer 
positions. It is also applicable to positions under the 
Financial Services in the civil service, except those 
requiring practice of profession or are covered by Bar/
Board and special laws.
 
Rodel Ladringan from Davao region led the 729 new 
Local Treasurer eligibles, garnering a rating of 91.51. 
On the second spot is Shena Liz Pantaleon from Central 
Luzon, with a 90.68 rating. Lea Jumalon from Caraga 
region, came in third with a rating of 90.41.
 
Other top passers include: Mohammad Muktadir 
Estrella (SOCCSKSARGEN)–90.14; Vlademer 
Brit (Caraga)–89.86; R James Manglalan (Davao 
region)–89.59; Dan CarloSan Gabriel (NCR)–89.59; 

Floramae Constantino (Northern Mindanao)–89.32; 
Abby Gaile Piol (Central Luzon)–89.32; Deo 
Aguilar (Bicol region)–89.04; Hamseya Bedial 
(SOCCSKSARGEN)–89.04; and Rosana Falle 
(Southern Tagalog)–89.04.   
 
Region XI (Davao region) got the highest passing rate 
at 24.66% or 36 passers out of 146 examinees. Other 
top performing regions of the country in terms of passing 
rate include Region III (Central Luzon)-23.32%, Region 
IV (Southern Tagalog)-22.94%, Region VI (Western 
Visayas)-21.61%, and CAR-21.25%. 
 
The complete list of successful examinees of the 13 October 
2019 BCLTE may be accessed at the CSC website at 
www.csc.gov.ph/cseresult101319/cseppt/.

 
Passers are 
advised to access 
and read thoroughly 
the corresponding 
CSC Examination 
Advisory No. 17, 
s. 2019, posted on 
the CSC website, 
for requirements 
and procedures 
in claiming their 
Certification of 
Eligibility. 

EXAMS ELIGIBILITIES
and
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CSC grants eligibility to IT specialists

Information technology specialists who passed the 
proficiency test or training course administered by 
the Department of Information and Communication 
Technology (DICT) may be granted the Electronic 
Data Processing Specialist Eligibility (EDPSE), the 
Civil Service Commission (CSC) said.

Proficiency tests or training courses conducted by the 
DICT as basis for the grant of EDPSE are Systems 
Analysis and Design, Computer Programming, Java, 
MS Access, Visual Basic, C#, and V.B.net.

DICT conducts the ICT Specialist Proficiency 
Examination annually to evaluate the competence of an 
individual to perform programming or systems analysis 
and design functions. Those who pass the examination 
are given a Certificate of Proficiency.

The EDPSE is considered appropriate only to positions 
for which the eligibility was given, to other functionally 
related positions belonging to the Information 
Technology/Management Information System Group, 
such as Data Encoder, Data Machine Operator, Auxiliary 
Machine Operator, Data Encoder-Controller, Computer 
Programmer, Information Systems Analyst, and to other 
positions as may be determined by the Commission.

Filing of applications for the grant of EDPSE must be 
within three (3) years from the date of issuance of the 
DICT’s Certificate of Proficiency.

Applicants should submit their Certification of Proficiency, 
filled CSC application form, three (3) passport-sized I.D. 
picture with name tag, and one valid I.D. card to the CSC 
Regional Office concerned or to any of its field offices.

For complete information on EDPSE, please visit the 
CSC website at http://www.csc.gov.ph/electronic-data-
processing-specialist-eligibility-csc-res-90-083.



20

On the exam day
This is the third installment of our Exam 101 series. In the 
last two features, we explained what the Career Service 
Examination (CSE) is all about and shared some tips on exam 
preparation. In the following article, we give out reminders and 
tips for examinees for the exam day itself.

1. Fuel up! Whether you’re driving or not to your exam venue, 
by ‘fuelling up’, we mean ‘eat!’. Take your breakfast 
because you will be sitting in for 3 hours and 10 minutes for 

the CSE Professional Exam, or 2 hours and 
40 minutes for the CSE SubProfessional 

Exam. Can you imagine taking an exam 
that long with an empty stomach? You 
can also bring bottled water or your 
preferred beverage (except alcoholic 

beverage) placed in clear/
transparent container, and 

candies or biscuits which 
shall be subject to 
inspection by the Room 

Examiner.

2. Do not forget your I.D. card. CSC strictly implements the “No 
I.D., No Exam” rule. Bring the valid I.D. that you presented 
for your exam application. If it is no longer valid or if you 
lost it, you must present any of the following I.D. cards: 
Driver’s License/Temporary Driver’s 
License/Student Driver’s 
Permit; Passport; PRC 
License; SSS I.D.; GSIS 
I.D. (UMID); Voter’s I.D./
Voter’s Certification; 
School I.D.; Police Clearance/
Police Clearance Certificate 
(with picture); Postal I.D.; 
Barangay I.D.; NBI Clearance; 
Seaman’s Book; HDMF 
Transaction Card; PWD I.D.; Solo Parent I.D.; Senior 
Citizen’s I.D.; and CSC Eligibility Card. It is best if you 
check everything you need to bring the night before the 
exam, and I.D. card should be no. 1 on your checklist.

3. Black ball pen/s only. Noticed the change from CSE “Pencil-
and-Paper Test” to “Pen-and-Paper Test”? This is because 
black ball pens are now the only pens accepted in filling out 
the CS Exam answer sheets. Pencils, gel pens, sign pens, 
friction pens, and other colored ball pens are NOT allowed. 
Pick a good black ball pen, one that you have already 
tested. You may also want to back it up with at least two 
more black ball pens in case your primary pen happens to 
be more nervous than you and decides to back out on the 
exam day. 

5. Fill out the answer sheet properly. What is your exam 
review and preparation for if you are not able to properly 
fill out the answer sheet? Below are important reminders in 
accomplishing the Answer Sheet:

Use BLACK BALLPEN only in filling out all text fields and in 
marking/shading answers. 

Again, DO NOT USE gel pen, sign pen, fountain pen, friction 
pen, or any other kinds of pen, including other colors of ball 
pen. 

4. Must-NOT-haves. Other than black ball pens, your bottled 
water, your candies/biscuits, and yourself, there is nothing 
anymore that you are allowed to bring inside the exam 
room. 

It is NOT allowed to bring cellular phones and any other 
gadgets, including smart phones/watches and pens/
eyeglasses with built-in camera, wristwatches with 
calculator, books and other forms of printed materials 
and all other similar items. It is also NOT allowed to use 
any aid in answering the test (such as calculators, books, 
dictionaries, and other forms of printed materials, tablets, 
and any other gadgets, and all other similar materials/
items).

Exam 101

20
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Exam 101 The CS Reporter is doing a series on 
exam guidelines to help examinees know 
what to do before, during, and after taking 
the Career Service Examinations (CSE). 
In the last EXAM 101 feature, we provided 
you with a list of things to do before the 
exam. We now continue with points to 

remember on the exam date.

Shade neatly and completely the circles that correspond 
to your answers. 

To change an answer: 
- Put an “X” mark over the original answer, then shade the 
circle that corresponds to the new and final answer. 
- DO NOT USE correction fluid, correction pen, correction 
tape, pen eraser, or any other similar materials. 
- Examinees are allowed to CHANGE AN ANSWER for 
each test item ONLY ONCE. 

DO NOT make any stray/unnecessary marks on the 
Answer Sheet.

ILLUSTRATION:

Marking/Shading Answers

Changing an Answer

6. Be early! “Lose an hour in the morning, and you will be all day 
hunting for it,” said English rhetorician Richard Whately. If 
you are a CSE examinee, the worst thing that could ever 
happen to you on the exam day is to not make it before 
the gates close at 7:30 a.m. All your efforts from exam 
application to exam review will be put to waste. 

This scenario can be avoided if you wake up early, and 
if you follow our advice on what to do before the exam.  
Know where you will take the exam and visit the site at 
least a day before you take the test. Do not rely or leave 
your fate to Waze or any other GPS navigation app on 
exam day. You can get your school assignment through 
CSC Examination Advisory or through the Online Notice 
of School Assignment (ONSA) which is released around 
one to two weeks before the date of exam. If you have 
questions, please immediately contact your CSC Regional 
Office to be properly guided. Testing centers are open as 
early as 6:00 a.m. If you are early at the exam venue, you 
will save yourself some time to locate your exact room, 
review some notes (if that’s your thing), freshen up, and 
relax before the test begins.

CORRECT SHADING

WRONG SHADING

X

To change your answer put 
an X over the answer, then 
shade your new answer.

X
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CSC RO XII and CSC ARMM 
reach out to North Cotabato 
quake victims

22

To give aid to families displaced by the series of 
earthquakes that shook Mindanao, CSC Regional 
Office XII and CSC-Autonomous Region in 
Muslim Mindanao (CSC-ARMM) held an outreach 
program with Gender and Development (GAD) 

Immersion. Employees from the two CSC regional offices 
gathered voluntary contributions which amounted to around 
PHP100,000.  On top of the donations, CSCRO XII also 
allotted PHP50,000 from its GAD Fund to augment the 
budget especially for the women and children who are most 
affected by the earthquakes.  The affected families were in 
dire need of shelter, hence trapal (material for tents), used 

tarpaulins, mosquito nets and malongs were given during 
the November 9 activity to protect them from heat, cold and 
other adverse conditions.  Hygiene kits (packed in utility pails) 
containing bath soap, laundry soap, toothpaste, toothbrush 
and insect repellant were also given to families displaced in 
Kidapawan City.  Around 350 family-beneficiaries from Brgy. 
Indangan and Brgy. Nuangan, Kidapawan City were visited 
and received donations.

The said activity is a joint initiative of the two Regional Offices 
(RO), in partnership with the Pinag-Isang Tinig, Isip at Gawa 
(PINTIG) chapters of both ROs.    

Contributor: Mariam Amabelle Salcedo, CSC Region XII
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Relief before Christmas. CSC RO XII and CSC ARMM official and employees reach out to help quake victims in North Cotabato.
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LOCAL CHIEF EXECUTIVES, ENCOURAGED 
TO LEAD BY EXAMPLE THROUGH FAIR HR 
PRACTICES AND EXCELLENT PUBLIC SERVICE

O
ur partners, local chief executives in Western 
Visayas, CSC Director IV Nelson G. Sarmiento and 
members of the CSC family in Region VI, guests, 
fellow lingkod bayan, isang mapagpalang araw sa 

inyong lahat! It is a pleasure to be invited to this gathering of 
local chief executives so we, your CSC, can provide needed 
answers on the pressing realities and issues affecting the civil 
service, particularly in the local government units.  

Section 3 or the Operative Principles of Decentralization of 
the Local Government Code states that in the formulation and 
implementation of policies and measures on local autonomy “…
subject to civil service law, rules and regulations, local officials 
and employees paid wholly or mainly from local funds shall be 

appointed or removed, according to merit and fitness, by the 
appropriate appointing authority.” Section 78 further states that, 
“all matters pertinent to human resources and development in 
local government units shall be governed by the civil service 
law and such rules and regulations and other issuances 
promulgated pursuant thereto, unless otherwise specified.”

Local chief executives together with the Sanggunian play 
a pivotal role in the crafting of sound economic, social, and 
fiscal policies that help shape and boost development in 
provinces, cities and/or municipalities that impact on the lives 
of their constituents. For its part, the Civil Service Commission 
or CSC, as the central human resource institution of the 
Philippine government, has put in place programs designed to 
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LOCAL CHIEF EXECUTIVES, ENCOURAGED 
TO LEAD BY EXAMPLE THROUGH FAIR HR 
PRACTICES AND EXCELLENT PUBLIC SERVICE

Local chief executives, 

together with the 

Sanggunian, play 

a pivotal role in the 

crafting of sound 

economic, social, 

and fiscal policies 

that help shape and 

boost development in 

provinces, cities and/

or municipalities that 

impact on the lives of 

their constituents.

uphold merit, justice and fairness in the civil service; and build 
the competence, expertise and character of public servants, 
including those in the local government. 

The CSC ensures that its HR programs are aligned with 
the Philippine Development Plan particularly under Pillar 1. 
Pillar 1 is Enhancing the social fabric (Malasakit) toward the 
establishment of greater trust in public institutions and across 
all of society. Under this pillar the CSC shall work toward 
“people-centered, clean, and efficient governance.” 

To establish a “people-centered, clean, and efficient 
governance,” we focus on our 1.7 million government 
workers, wherein almost a quarter of the workforce at 22.52% 

or 389,361 (269,001 career and 120,360 non-career)1 are 
employed by LGUs. The changing role of local government 
has underscored the urgent need to develop human resources. 
Local government personnel should have the competency of 
facilitative functions and here comes the need to craft strategic 
HR programs designed to address the ever-evolving needs of 
our human capital in local governments. 

Civil service rules in LGUs
We make special mention of recruitment underscoring the need 
to make sure that the best applicant will be given the priority 
for employment over the non-qualified ones who are usually 
appointed for their connections to those who are in power. This 
allegedly, is the usual case in LGUs.

At present, appointments are evaluated based on compliance 
with the Qualification Standards composed of eligibility, 
education, experience, and training requirements. These are 
time-tested measures which aim to ensure objectivity in the 
recruitment process. Lately, agencies have expanded their 
qualification standards through their Merit Selection Plans to 
include relevant competencies for positions such as Effective 
Service Delivery, Developing People, Managing Projects, 
Writing Effectively, and Partnering and Networking. 

The development of a competency-based HR is linked closely 
with the concerns on job security and tenure. Job security and 
tenure is like a double-bladed sword – it has its advantages 
and drawbacks.  On one side is the need to provide security 
to competent civil servants, including LGU workers, to isolate 
them from political machinations so that they can focus on the 
work at hand and not worry about having to get the good graces 
of superiors. At the other end of the equation are those who use 
security of tenure to cling to their posts. The unfit, unqualified 
and inefficient invoke security of tenure. There remains the 
false notion that security of tenure in government is absolute. 
The CSC emphasizes that security of tenure is performance-
based, that tenure in government is based purely on satisfactory 
performance.

And speaking of satisfactory performance, the area of 
performance management is a critical indicator of good 
governance as it diagnoses not just a civil servant’s 
performance, but is also reflective of an organization’s standing. 
Last year, in compliance with President Rodrigo R. Duterte’s 
directive, the Department of Budget and Management issued 
Memorandum Circular No. 2018-1 (Guidelines on the Grant 
of the Performance-Based Bonus for Fiscal Year 2018 under 
Executive Order No. 80 S. 2012 and Executive Order No. 201 
s. 2016) mandating the implementation of a Results-Based 
Performance Management System (RBPMS) and a people-
centered Performance-Based Incentive System (PBIS).  

It is within this principle that the CSC is prioritizing the 
implementation of definitive measures geared towards 
upgrading the standards of public sector governance through 
the Strategic Performance Management System or SPMS. 

1Inventory of Government Human Resource (IGHR) as of 31 May 2019, Integrated Records Management Office, Civil Service Commission

Lead by example. Commissioner Leopoldo Roberto W. 
Valderosa Jr. urge local chief executives in Western Visayas 

to demonstrate HR and public service excellence.
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The Strategic Performance Management System or SPMS was 
designed to address the gaps found in previous performance 
evaluation systems. The SPMS emphasizes the strategic 
alignment of the office’s thrusts with the day-to-day operations 
of its various units. It focuses on scientific and verifiable 
parameters in assessing organizational performance and the 
collective performance of individuals within the organization. 

In essence, the SPMS is a mechanism that ensures that the 
employee achieves the objectives set by the organization and 
in turn, the organization achieves the objectives that it has set 
for itself in its strategic plan. 

Starting August of 2012, we have required all government 
agencies to submit their agency SPMS to the CSC for approval. 
By January 2014, all agencies should have a CSC-approved 
SPMS. Accordingly, it is expected that by now, all performance-
based human resource movements or interventions such as 
promotion, scholarship, training, rewards and incentives shall 
only be based on a CSC-approved SPMS. A streamlined 
and consistent performance measurement system will allow 
the bureaucracy to better assess its performance, gauge its 
competitiveness, and identify appropriate interventions. 

I expect LGUs in Western Visayas not to simply have SPMS 
in place, but have a functional one, which serves as basis 
of all performance-based human resource movements 
or interventions such as promotion, scholarship, training, 
rewards and incentives. 

Also, the CSC revisited the Omnibus 
Rules on Appointments and Other Human 
Resource Actions or ORAOHRA to make 
its provisions more relevant to the ever-
evolving needs of the bureaucracy. The 
ORAOHRA is a consolidation of rules 
pertaining to any action denoting the 
movement or progress of human resource 
in the civil service. All HR actions such 
as promotion, transfer, reappointment, 
reinstatement, reemployment, 
reclassification, detail, reassignment, 
secondment, and separation should 
follow ORAOHRA. 

Furthermore, Article IX (B), Section 2(2) of the 1987 Philippine 
Constitution states, “Appointments in the civil service shall be 
made only according to merit and fitness to be determined, 
as far as practicable, and, except to positions which are 
policy-determining, primarily confidential, or highly technical, 
by competitive examination.” Simply put, avoid nepotism, a 
grave administrative offense punishable by dismissal from the 
service.
 
Section 125, Rule XII (Prohibitions) of the ORAOHRA 
provides, “In the local government career service, the 
prohibition extends to the relatives of the appointing or 
recommending officer/authority within the fourth civil degree of 
consanguinity or affinity. However, for the non-career service 
in the local government, the prohibition extends to the third 
degree either of consanguinity or of affinity of the appointing 
or recommending authority, or head of office, or of the person 
exercising immediate supervision over the appointee.”

The rule on nepotism covers all kinds of appointments whether 
original, promotional, transfer and reemployment, regardless 
of status, including casuals and contractuals. The exemption 
covers teachers, physicians, members of the Armed Forces 
of the Philippines, scientific and technology personnel under 
R.A. 8439, and primarily confidential positions such as 
Administrator (Provincial/City/Municipal), Executive Assistant, 
Private Secretary, and Chauffeur/Driver and those involved in 
the personal security of elective or appointive officials; as well 

as the personal staff of elective officials, 
department heads. 

LGU BPLOs Key to Improved 
Competitiveness
Going back to ensuring that there will 
be greater trust in public institutions 
and across all of society in response 
to Ambisyon Natin 2040, we have 
to collectively ensure the effective 
implementation of Republic Act No. 
11032 or the Ease of Doing Business and 
Efficient Government Service Delivery 
Act of 2018. 

In the 547th day of its implementation, 
I know that we have collectively started 
to feel the pressure to improve frontline 
service delivery and it is not simply by 

EXECUTIVE  LETTER
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having a public assistance desk, observing the no noon break 
rule or posting a Citizen’s Charter. R.A. No. 11032 demands 
so much more— revamp, streamline, transform, re-engineer, 
automate and revolutionize the way we do things in business 
and non-business transactions. With these buzzwords 
related to EODB EGSD, we definitely have some serious 
“leapfrogging” to do.  

I make special mention of LGUs since businesses are 
clamoring for simplified and streamlined procedures in the 
issuance of business licenses, clearances and other permits. 
Long queue time and red-tape ridden processes drive 
investors away, thus with streamlined processes in business 
applications and renewals, you can lay a “red carpet” to 
welcome investors to set up business in your LGUs. 

It is albeit timely that the Western Visayas LGUs are expressing 
interest to be actively involved in enhancing business and 
investment climate. As our millennials say, SANA ALL. 
Meaning, all BPLOs in the country should feel this sense of 
urgency to strictly comply with the provisions of the law. 

Being business-friendly can be done and one notable example 
is the Tayo Na, Valenzuela program which has been elevated to 
the Philippine Chamber of Commerce Most Business-Friendly 
Local Government Unit Hall of Fame. The city uses technology 
to streamline government transactions, its infrastructure 
brings government services closer to its constituents, and joint 
venture projects with the private sector. 
Under its 3S (Simple, Speed, Service) 
Plus Program, revenue-generating 
offices employ electronic technology for 
efficient delivery of services. Instead of 
sending inspectors to the property sites, 
the City Assesor’s Office evaluates real 
properties using satellite images in a 
geographical information system. At the 
Office of the Building Official, the process 
of construction permits application has 
been shortened from two months to two 
days at most with the use of automated 
Electronic Terminal.

Also, the Marikina Business Portal is 
a web-based information system that 
enables interaction between the offices 
included in the business process. It is an 

electronic workflow with data base of registered businesses 
such as its City Development Planning Office, Business 
Permit and Licensing Office, City Engineering Office (CEO), 
and the Bureau of Fire Protection. Thus, from multiple steps, 
voluminous number of requirements, and the acrimonious 
environment experienced by its clientele, through the MBP, 
the ease of doing business in the city has been realized.

If these LGUs can deliver, why not benchmark from them 
to improve the competitiveness of your respective LGUs? 
I challenge the local chief executives from the provinces 
of Aklan, Antique, Capiz, Guimaras, Iloilo, and Negros 
Occidental to ensure that in the next days and months, you 
will be recognized as the most business-friendly region in the 
whole country. 

I conclude my message with this food for thought from former 
United States Secretary of State Condoleeza Rice. She said 
and I quote, “There's no greater challenge and there is no 
greater honor than to be in public service.” Public service is a 
challenge because every day, we have to ask ourselves: ‘Do I 
love my people that I strive to serve them better? Am I willing 
to listen to diverse opinions in order to choose the best path?’ 
As local chief executives and as leaders, if you do not ask 
these questions, your governance will not be good. We need 
to constantly ask ourselves if we are ready for the sacrifices 
that public service entail and make the noble task of serving 
our fellow Filipinos our top priority.  

I would like to congratulate the entire CSC 
Regional Office VI family led by Director 
IV Sarmiento for organizing this event, a 
timely and much-needed opportunity for 
the Commission to meet and address 
LGU concerns. The CSC continues to 
look forward to a fruitful partnership with 
all of you toward upholding the efficiency 
and effectiveness of public service and in 
building a future that the Filipino people 
deserve. 

Maraming salamat at mabuhay ang 
serbisyo publiko! 

Public service is a 

challenge because 

every day, we have to 

ask ourselves: ‘Do I love 

my people that I strive 

to serve them better? 

Am I willing to listen to 

diverse opinions in order 

to choose the best path?’



28

F
E

A
T

U
R

E Bawal ang Bastos!
Know the Laws and Policies Against Sexual Violence

V
iolence against women, particularly 
sexual violence, is a persistent global 
issue. It manifests in many forms and 
places. It can happen to the least likeliest 
of individuals. It affects women of different 
ages and socio-economic status. And in 

many cases, victims find themselves unsupported, 
maligned, and shamed.

Data from the World Health Organization estimate 
that 35 percent of women worldwide have 
experienced either physical and/or sexual intimate 
partner violence or sexual violence by a non-
partner.  In a United Nations study, the percentage 
of women who have experienced sexual violence 
at least once in their lifetime varies from country to 
country, ranging from 4 to 32 percent. 

In the Philippines, the situation is no different. While 
statistics paint a better picture—in the same UN 
study, less than 10 percent of Filipino women have 
experienced sexual violence in their lifetime—one 

person is still one too many. Besides, it is common 
knowledge that not all incidents are being reported.

The Philippine Government continues to make 
the fight against sexual violence a national policy 
by passing laws and regulations and mobilizing 
various sectors toward protecting and upholding 
the dignity of women.

Blazing the Trail
True to its mandate as the central personnel 
institution of the Philippine Government, the 
Civil Service Commission (CSC) has been at the 
forefront of promoting a safe and supportive working 
environment where civil servants are treated with 
dignity and respect. A number of its policies for the 
public sector have preceded national policies and 
laws or have become a basis for such.

As early as 1994, the Commission adopted a Policy 
on Sexual Harassment in the Workplace through 
the issuance of CSC Resolution No. 94-2854. The 

V
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Bawal ang Bastos!
Know the Laws and Policies Against Sexual Violence

In line with the 
observance of the 
18-Day Campaign to 
End Violence Against 
Women and their Children 
from November 25 to 
December 12, this issue 
of the Civil Service 
Reporter takes a closer 
look at the different laws 
and policies that serve 
as the weapons we can 
wield in the fight against 
sexual violence.

policy provides a definition of sexual harassment 
including the circumstances when an act can 
be considered such. It includes but is not limited 
to sexual harassment that ocurred at the office, 
outside the office, at office-related social functions, 
in the course of work assignments outside the 
office, at work-related conferences or training 
sessions, during work-related travel, or even over 
the telephone.

It also imposes responsibilities on heads of agencies, 
which include investigating formal complaints of 
employment-related sexual harassment, providing 
support or assistance to victims, designating an 
officer of the agency to be responsible for the 
investigation and hearing of complaints on sexual 
harassment, among others.

In 2001, the Commission, in CSC Resolution 
No. 01-0940, promulgated the Administrative 
Disciplinary Rules on Sexual Harassment Cases in 
the Civil Service, circularized through Memorandum 

Circular No. 17, s. 2001. It refines the definition and 
forms of sexual harassment, as well as identifies 
the persons liable for the act.

CSC Resolution No. 01-0940 lays down the 
procedures for handling administrative cases 
of sexual harassment to be followed across all 
government agencies. At present, these have been 
incorporated into the 2017 Rules on Administrative 
Cases in the Civil Service.

Recognizing that language, as a very essential 
tool in communication, can be used to promote 
gender sensitivity and eliminate bias in language, 
the Commission issued Memorandum Circular No. 
12, s. 2005 encouraging government officials and 
employees to use non-sexist language in official 
documents, communications, and issuances. 
The Philippine Commission on Women issued a 
similar policy in 2014 to promote gender-sensitive 
language in the drafting and review of legislative 
measures.
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withdrawal of financial support, preventing the victim 
from engaging in any legitimate occupation or business 
activity, or deprivation of financial resources and the 
right to use conjugal/common property.

There are a lot of important provisions in R.A. 9262, 
but a few worth noting are those that impose greater 
responsibility upon government offices in eliminating 
violence against women. Grassroots action and 
support is fundamental in curbing domestic violence 
so the law directs local government units, starting 
from the barangay level, to act on violations of the law, 
provide support to victims, and conduct education and 
information programs.

The law also provides for the creation of the Inter-
Agency Council on Violence Against Women and 

their Children (IAC-VAWC), composed of 
12 national agencies, including the 

CSC. The IAC-VAWC is tasked to 
formulate programs and projects 

to eliminate VAW based on 
their mandates.  

Call for Safer Streets
For many years, women 
have called for protection 
against harassment in public 
spaces. Sadly, some people 

take these incidents lightly. 
Girls who have experienced 

being catcalled or wolf-whistled on 
the streets are often hesitant or afraid 

to complain as someone might make fun 
of them or accuse them of being “feeling sexy” or 

“GGSS” (gandang-ganda sa sarili). Some would argue 
that these acts are merely a form of a compliment or 
joke.

But why does ending street harassment matter? In 
reality, it impedes people’s fundamental right to freedom 
of movement. It can cause victims to limit their mobility, 
choose less convenient routes, avoid going out at night, 
or use costlier transportation options such as driving 
a car even in short distances or taking a taxi. In more 
extreme situations, others have moved neighborhoods 
or workplaces.

To protect individuals against sexual harassment in 
streets and public spaces, Republic Act No. 11313, also 
known as the Safe Spaces Act, was enacted in April 
2019.

Public spaces, as defined in the Act, include “streets 
and alleys, public parks, schools, buildings, malls, bars, 
restaurants, transportation terminals, public markets, 
spaces used as evacuation centers, government 
offices, public utility vehicles as well as private vehicles 
covered by app-based transport network services, and 
other recreational spaces such as, but not limited to, 
cinema halls, theaters, and spas.”

Early policies of the CSC have also become the basis 
for certain provisions in the Magna Carta of Women, 
particularly those pertaining to equitable participation 
and representation in the third level of the civil service, 
and non-discriminatory practices in recruitment and 
training.

Power and Violence
Republic Act No. 7877, also known as the Anti-Sexual 
Harassment Act, was enacted in February 1995. It 
was the first legislation to define and penalize sexual 
harassment in workplaces and educational or training 
institutions.

The law recognizes that violence is a manifestation 
of power inequalities; thus, part of the definition 
of sexual harassment in the law is that it is 
committed by “an employer, employee, 
manager, supervisor, agent of the 
employer, teacher, instructor, 
professor, coach, trainor, or any 
other  person who, having 
authority, influence or moral 
ascendancy over another in a 
work or training or education 
environment, demands, 
requests or otherwise 
requires any sexual favor  
from the other, regardless of 
whether the demand, request 
or requirement for submission is 
accepted by the object”.

An important provision of the law is that it 
imposes a duty on employers or heads of offices 
to create a Committee on Decorum and Investigation 
which shall “increase understanding and prevent 
incidents of sexual harassment” as well as “conduct 
the investigation of alleged cases constituting sexual 
harassment”. It also holds employers liable if they were 
informed of any instance of sexual harassment within 
their employment, education, or training environment 
and no immediate action was taken.

Ending Violence Behind Doors
The home is commonly regarded as a safe haven, 
except for women abused by their intimate partners. 
Data compiled by the United Nations Statistics Division 
reveal that the proportion of women experiencing 
intimate partner physical and/or sexual violence at 
least once in their lifetime ranged between 6.1 to 67.6 
percent across 22 countries. 

The Philippines responded to the silent cries of 
victims behind doors with Republic Act No. 9262, or 
the Anti-Violence Against Women and their Children 
Act. Passed in March 2004, this law has widened 
the scope of violence beyond physical and sexual 
abuse. It covers psychological abuse such as public 
ridicule or humiliation, repeated verbal abuse, and 
marital infidelity; as well as economic abuse such as FE
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i World Health Organization, Department of Reproductive Health and Research, London School of Hygiene and Tropical Medicine, South African Medical Research Council, 
2013. Global and regional estimates of violence against women: prevalence and health effects of intimate partner violence and non-partner sexual violence. Accessed at 
https://apps.who.int/iris/bitstream/handle/10665/85239/9789241564625_eng.pdf;jsessionid=FA01B24C90AF3D3D35F91829C15AD88C?sequence=1.

ii United Nations, 2015. The World's Women 2015: Trends and Statistics.
New York: United Nations, Department of Economic and Social Affairs, Statistics Division. Accessed at https://unstats.un.org/unsd/gender/downloads/worldswomen2015_
report.pdf.

iii Ibid.

Under Section 11 of the law, unlawful acts include 
“cursing, wolf-whistling, catcalling, leering and intrusive 
gazing, taunting, cursing [sic], unwanted invitations, 
misogynistic, transphobic, homophobic, and sexist 
slurs, persistent unwanted comments on one’s 
appearance, relentless requests for one’s personal 
details such as name, contact and social media details 
or destination, the use of words, gestures or actions 
that ridicule on the basis of sex, gender or sexual 
orientation, identity and/or expression including sexist, 
homophobic, and transphobic statements and slurs, the 
persistent telling of sexual jokes, use of sexual names, 
comments and demands, and any statement that has 
made an invasion on a person’s personal space or 
threaten’s the person’s sense of personal safety.”

Other illegal acts mentioned are “making 
offensive body gestures at someone, 
exposing private parts for the sexual 
gratification of the perpetrator 
with the effect of demeaning, 
harassing, threatening or 
intimidating the offended party 
including flashing of private 
parts, public masturbation, 
groping, and similar lewd 
sexual actions. Further, it 
penalizes stalking, touching, 
pinching, or brushing against 
any part of the body of the 
offended person.

The list is rightfully clear and 
comprehensive. To those who have 
experienced being groped inside public 
transportation, badgered for a phone number while 
having clean fun in a bar, or catcalled by a group of 
drinking bystanders, the law indeed provides big relief 
knowing that they can report such harassing to the 
authorities and that perpetrators can face penalties 
ranging from a fine of PHP1,000 and community 
service of 12 hours, up to a fine of PHP100,000 or six 
months of jail time, depending on the violation.

To take things a step further, R.A. 11313 protects 
individuals against harassment not only on public 
spaces but also on cyberspace. The law declares 
unlawful gender-based online sexual harassment, 
which includes “acts that use information and 
communications technology in terrorizing and 
intimidating victims through physical, psychological, 
and emotional threats, unwanted sexual misogynistic, 
transphobic, homophobic and sexist remarks and 
comments online whether publicly or through direct and 
private messages, invasion of victim’s privacy through 

cyberstalking and incessant messaging, uploading and 
sharing without the consent of the victim, any form of 
media that contains photos, voice, or video with sexual 
content, any unauthorized recording and sharing of any 
of the victim’s photos, videos, or any information online, 
impersonating identities of victims online or posting lies 
about victims to harm their reputation, or filing false 
abuse reports to online platforms to silence victims.”

Interestingly, R.A. 11313 also contains provisions 
pertaining to sexual harassment in workplaces and 
educational and training institutions. What is noticeably 
different about the new law is that anyone can be 
considered an offender, even a person who does not 
have “authority, influence or moral ascendancy over 
another” as mentioned in R.A. 7877. Thus, an offender 

can be a subordinate who committed any of 
the unlawful acts to a superior officer or 

employer, an employee to his or her 
peer, a student to a teacher, or a 

trainee to a trainor.

The Fight Continues
The role of women in society 
has significantly evolved and 
flourished through centuries. 
From their traditional role at 
home bearing children and 
keeping the household, they 

are now excelling in different 
fields and careers and holding 

tremendous power as leaders of 
entire nations. Yet, women still suffer 

from gender-based oppression, inequality, 
stigma, and hate. These manifest in many forms, 

including sexual violence.

Last 25 November 2019, which marks the International 
Day for the Elimination of Violence Against Women, 
thousands of people rallied across the globe, including 
Guatemala, Russia, Sudan, South Africa, and Mexico 
City, to denounce violence against women. While there 
has been a big advance for women’s rights around the 
world, more challenges remain. As long as there is one 
girl being killed, abused, or treated unfairly because of 
her gender, we must continue to stand in solidarity as 
we work for an equal, fair, and just society for all. 

(Note: All laws and policies mentioned in this article 
protect individuals against sexual violence regardless 
of gender, except for R.A. 9262 which specifically caters 
to women and their children. Perpetrators can be of any 
gender, including in R.A. 9262 which presupposes that 
there are victims who are in lesbian relationships.)
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As the premiere human resource institution of 
the Philippine government, the Civil Service 
Commission’s (CSC) core purpose is to make every 
civil servant a servant hero (Gawing lingkod bayani 

ang bawat kawani), and it holds values formation as a major 
factor in fulfilling its mission. Not only does it champion values 
through the CSC’s Public Service Values Program, but also by 
recognizing outstanding public servants through the annual 
Search for Outstanding Government Workers. By putting them 
on the limelight, CSC also recognizes the values they imbibe, 
their work principles, and their motivation to work in the public 
sector.

Below is a message from CSC Chairperson Alicia dela 
Rosa-Bala delivered during the 18th Regional Conference of 
Human Resource Management Practitioners in the Cordillera 
Administrative Region last December 4-5, 2019 bearing the 
theme, “Reinforcing Public Service Values for a Dynamic 
Organization”: 

I am delighted to welcome you all to the 18th Regional 
Conference of Human Resource Management 
Practitioners in the Cordillera Administrative Region with 
the theme “Reinforcing Public Service Values for a Dynamic 
Organization”. 

What an opportune time it is to gather and remind ourselves 
of the values we share in the public service. Aside from 
the nationwide celebration of Filipino Values Month last 
November, Christmas season gives an atmosphere where 
we can reflect on our deeds, and look forward to bettering 
ourselves in the year to come. 

This year’s HRMP here in the Cordillera Administrative 
Region present an opportunity for us to discuss and share 
insights on how we can better solidify public service values 
in our organizations in the midst of dynamic changes in 
the workplace. More than anything that is constant in the 
world such as “change”, the Civil Service Commission 
believes that our values must also be one of our constants 
as we continuously carry out our mission in the public 
service. Values are our compass—they guide us to the 
right direction, give us wisdom in making decisions, and 
give us courage to stand our ground when faced with moral 
dilemmas.

In human resource perspective, it is best when job 
applicants are not only assessed based on their fitness 
to the job, but also on their fitness or alignment with the 
organizational values or values-fit. In the public service, it 
is crucial that our values are harmonized so that we know 
what unites us, what drives us to work for the Filipino 
people, what fuels our performance, and what motivates us 
to stay in the service despite the changing landscapes and 
demands within and outside our organizations.

Hence, in 2016, the CSC rolled out the Public Service 
Values Program which seeks to promote the core values 
of a lingkod bayan: patriotism, integrity, excellence, and 
spirituality. As of November 2019, the CSC central and 

regional offices have conducted PSVP training sessions 
to 39 government agencies joined by over 5,000 public 
servants. We set our hopes high on these civil servants 
and agencies to lead by example and advocate our public 
service values. I urge most especially those who sit in 
the top management like me, and the middle managers 
to imbibe these values. We are key to transformational 
change in our organizations. We cannot expect our people 
to demonstrate patriotism, integrity, excellence, and 
spirituality if we ourselves are not living examples. 

I would beg to disagree to anyone who would say that it is 
difficult to remember these foundational values and even 
harder to live by. Every Monday morning, we raise our right 
hands to say our “Panunumpa sa Watawat ng Pilipinas” 
and “Panunumpa ng Lingkod Bayan” and recite these lines:

“Katungkulan ko ang maglingkod nang buong katapatan 
at kahusayan…” Isn’t that a show of commitment to 
excellence?

“Hindi ako magiging bahagi at isisiwalat ko ang anumang 
katiwalian na makakaabot sa aking kaalaman…” Does that 
not speak about integrity in the public service?

“Lahat ng ito para sa ating Dakilang Lumikha at ating 
bayan…” Don’t you feel patriotic and spiritual when you 
say this line?

I am certain that you also have your own ways of 
demonstrating our public service values. Keep it up. 
Believe me, it will go a long way. I have seen it in many of 
our awardees of the Search for Outstanding Government 
Workers. When asked for their advice to aspiring public 
servants, almost all of them spoke about values such as 
“love of God and country”, “honesty and transparency”, 
“servant-leadership”, “stewardship”, among others. Those 
are the values and work principles they demonstrated in 
the service that fueled their performance and eventually 
resulted to their national recognition. 

You are lucky that through this HRMP, you will learn from 
esteemed speakers who have proven the impact of public 
service values in governance and service excellence. Let me 
say my thanks to Baguio City Mayor Benjamin Magalong, 
2006 Dangal ng Bayan Awardee Lt. Col. Jo-ar Herrera, 
Fr. Augustine Villanueva, our very own Commissioner 
Aileen Lourdes Lizada, Commissioner Leopoldo Roberto 
Valderosa Jr., Assistant Commissioner Ariel Ronquillo 
and CSI Executive Director Arthur Luis Florentin who will 
generously share insights in this two-day learning event.

I hope that you will make the most out of this experience, 
connect with fellow practitioners and exchange best 
practices. At the end of the day, we hope that we will all be 
values ambassadors in our workplaces and in the Filipino 
society.

Thank you very much. Mabuhay kayong lahat!

Fundamentals of Quality Public Service
Core Values:
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SACRIFICE
“A servant hero is one who lives to 
serve others; one who is willing to 
sacrifice for the good of others.”

Deputy Executive Director IV,
National Kidney and Transplant Institute

2019 Presidential Lingkod Bayan Awardee

Dr. Joselito R. Chavez

Provincial Disaster Management Officer, Provincial 
Government of Albay

2019 Dangal ng Bayan Awardee

MORALITY
“Morality is very important component in life 
to become a decent, professional, and honest 

civil servant with integrity and honor.”

Cedric D. Daep

Visayas State University, Baybay City, Leyte
2019 CSC Pagasa Awardee (Group)

LOVE OF GOD
“A public servant can serve with 

honesty and integrity only if s/he has 
fear and love of God.”

VSU Cocotech GenMovers

City Government of Tagum, Davao del Norte
2019 CSC Pagasa Awardee (Group)

PRIDE IN THE PUBLIC SERVICE
“Put value and importance to your work as public servant 
because not everyone has the opportunity to work in the 

government and serve the Filipino people.”

Tagumpay Agrivolving Fund - 
City Agriculture Office

Associate Professor II, Nueva Vizcaya State University, 
Bambang, Nueva Vizcaya

2019 CSC Pagasa Awardee

Lovella G. Velasco

SERVANT-LEADERSHIP
“A servant-hero is a servant-leader like Jesus 

Christ—one who is selfless and willing to 
sacrifice for the greater good.” 

Supervising Science Research Specialist,
Philippine Rice Research Institute, Nueva Ecija

2019 Presidential Lingkod Bayan Awardee

Ricardo F. Orge

STEWARDSHIP
“Be a good steward. 

Take care of government 
resources.”

Master Teacher II, Calao Elementary 
School, Department of Education-Division 

of Sorsogon, Sorsogon
2019 Dangal ng Bayan Awardee

HONESTY and 
TRANSPARENCY
“Public servants ought to practice 

honesty and transparency in 
public service.”

Michelle D. Rubio
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...masakit, kasi you know for a fact na 
hindi ka ganoon. So ang ginagawa ko ay 
ginagalingan ko pa yung aking trabaho...

para sa ganoon, makita nila na hindi 
lahat ng nasa gobyerno ay tamad.

-Dale

-Rey

Tsina-challenge ko yung sarili 
ko kung papaano ko mapa-
facilitate yung service nang 

maayos, na masa-satisfy yung 
client.

Get inspiration from people in the government as we feature them on

Stories. 
Reasons. 
Motivations.
Perspectives. 

-Nicka

Minsan naiiyak pa sila sa sobrang 
tuwa sa service na pinapakita mo 
sa kanila...I want to help the public. 
I want to help people.

-Josephine

The main reason for me na nag-apply 
at nag-stay ako sa government ay 
gusto ko talaga makapag-give back 
because I have been subsidized by the 
government sa pag-aaral ko since I 
was in highschool, and up until college, 
and even sa law school days ko, 
subsidized pa rin ako ng government. 
So for me, I think that’s the least I can 
do, na makapag-serve man lang ako sa 
kanila during my entire career.
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BSP blazes the trail in transforming 
HR through PRIME-HRM

he Civil Service Commission (CSC) is continuously 
on the hunt for HR champions in the government 

through the Program to Institutionalize Meritocracy and 
Excellence in Human Resource Management or PRIME-
HRM. PRIME-HRM aims to elevate public sector human 
resource management to a level of excellence through 
the assessment, assistance, and awarding of HRM 
Systems, Practices, and Competencies using maturity 
level indicators that are at par with global HRM standards. 

The four core HRM systems assessed in PRIME-HRM are 
(1) Recruitment, Selection, and Placement, (2) Learning and 
Development, (3) Performance Management, and (4) Rewards 
and Recognition.

The CSC understands that the shift from transactional (Level 
1) to strategic (Level 4) HRM would entail a lot of effort from 
government agencies, but is not impossible to achieve. Bangko 
Sentral ng Pilipinas stands as an epitome of strong commitment 
to HR transformation as it was conferred the PRIME-HRM 
Bronze Award (Level 2) in 2017 and the first ever Gold Award 
(Level 4) and Seal of HR Excellence in 2019. 

To inspire other government agencies, we asked BSP through 
Ms. Arlene Ebron, Officer-in-Charge of BSP’s Human Resource 
Management Department, about the organization’s journey 
toward achieving PRIME-HRM’s coveted awards.

T
CSC and BSP officials smile for the cam after the conferment of PRIME-HRM Gold Award to BSP. In photo (from left to right) CSC Human Resource 
Policies and Standards Office Director IV Rodolfo B. Encajonado, BSP Institute Director Iñigo L. Regalado III, BSP Human Resource Management 
Department Officer-in-Charge Arlene N. Ebron, Human Resource Sub-sector Acting Managing Director Jayzle D. Ravelo, Currency Production Sub-
sector Acting Managing Director Mary Anne P. Lim, CSC Chairperson Alicia dela Rosa-Bala, BSP Governor Benjamin E. Diokno, CSC Executive 
Director Arthur Luis Florentin, Health and Wellness Department Senior Director Susan Y. Sison, CSC NCR Director Judith Dongallo-Chicano, Office 
of the Governor Chief of Staff and Managing Director Amenah F. Pangandaman, Data Management and Analytics Group Acting Deputy Director 

Angeline B. Narvaez, and BSPI Acting Bank Officer V John Raymund S. Almeda.

F E A T U R E

What do you think is the importance of PRIME-HRM in the 
government?
PRIME-HRM serves as a holistic framework—through its 
progressive rubrics of indicative behaviors—guiding government 
institutions in their development and implementation of people 
management policies and programs. It provides a picture of 
the interoperability of the core HR areas from recruitment to 
retirement and their impact on employee experience.

When did BSP embark on its journey toward achieving 
PRIME-HRM Awards?
Even prior to the PRIME-HRM, the CSC had recognized in 
1991 that the BSP’s HR processes were already defined. When 
the PRIME HRM was established in 2012, the BSP had also 
been subjected to accreditation. Thus, years later, the BSP’s 
HR was recognized to have achieved again a Process-Defined 
status—PRIME-HRM Maturity Level 2.

What was/were BSP’s key motivation in improving its HR 
systems/processes in line with the PRIME-HRM?
The BSP is keen on maintaining its reputation as an Employer 
of Choice and top government agency in various aspects, 
including human resource management vis-à-vis Employee 
Engagement which has been consistently rated high by BSP 
employees. The BSP has long been considering human capital 
as its greatest asset. It was coincidental too that during the 
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the organization to others. In BSP, employee motivation is a 
strategic objective under the Organizational Capability Theme of 
the BSP Strategy Map 2018-2023, as it serves as the multiplier 
of employee ability or competence in the formula of overall 
work performance. As to client and stakeholder feedback, we 
have been sought for knowledge sharing and benchmarking by 
several government institutions, and our public perception has 
also steadily been in the affirmative.

What were the challenges faced by BSP’s HR leaders in 
implementing these changes? How did you overcome 
these?
The transformation of BSP’s HR entailed reorganizations, 
new systems in place, new leadership incumbents, new skill 
sets, and new directions. But BSP’s HR leaders consistently 
communicated well down the line with rhyme and reason. The 
Management’s support was a major help in the implementation. 
HR also found significant assistance from the administrative 
officers of the different units of BSP to help in the transition 
stages. HR also announced open communication lines and 
reached out even as far as the regional offices and branches 
from Luzon to Mindanao to cultivate readiness and commitment 
to change.

How did you generate buy-in from your people to fully 
support BSP’s efforts in attaining PRIME-HRM Bronze and 
Gold Awards?
It was not a hard sell, since BSP has been an achiever in many 
ways. Getting due recognition from an authority that is CSC is 
in itself a great validator and motivator. So if achieving Level 
4 was the goal, efforts leading to it, no matter how rigorous 
and laborious, were necessary and taken with much hope and 
perseverance.

What are your current plans in continuously improving 
your HR practices?
The BSP HR continuously does audit of its policies and 
programs based on data gathered from the employees in 
consultation with the Management, from best practices in the 
private and public sectors even from counterpart central banks, 
and from local and international studies and reports. We are 
looking into harmonizing more our corporate brand with our 
employer brand, exploring social media platforms to optimize 
talent acquisition, partnering with academic institutions for 
scholarship grants as part of recruitment, and streamlining our 
processes to improve even further our efficiency fill rate. We are 
also reviewing our Performance Management System to make 
it even much simpler and practicable, and more cultivating of a 
coaching culture. Our blended learnings, especially e-learning, 
and capacity building programs are also being enhanced to 
become more targeted for future competencies. We are also 
collaborating with South East Asian central bank counterparts 
to align our initiatives and help others set foot on the same page. 
We will also soon implement the holistic Total Rewards project 
with focus on employee motivation and wellness. As part of our 
Digitalization Journey, we are developing more institutionalized 
Human Capital dashboards and analytics-based reports to 
support executive decision-making and provide inputs to local 
and international researchers.

Do you have any message for other government agencies 
vying for a PRIME-HRM Award?
We have learned so much from the process and it united our 
people even more, so we wish you a fruitful journey in your 
quest for progress towards sustained HR service excellence. 
Our humble doors are also open for knowledge-sharing and 
mutual learning and cooperation.

establishment of PRIME-HRM in 2012, BSP articulated in its 
2012-2017 Strategy Map the role of HR under the theme of 
Organizational Readiness—making HR more strategic rather 
than support-oriented. Coming from Level 2 (Process-defined) 
in 2013, the BSP also saw the need to level up to at least reach 
Maturity Level 3 (Integrated) so it embarked on efforts, primarily 
the adoption of an integrated HR information system (iHRIS), 
leading to HR digitalization and analytics—an indicator under 
Level 4: Strategic.

What were the role of BSP’s HR leaders in driving the 
necessary changes?
The BSP HR leaders, with much guidance and support from 
the top management, served as champions and change agents 
in transforming HR from administrative and traditional into 
strategic and developmental. The HR leaders also served as 
HR Objective Owners under the BSP Strategy Map from 2012 
up to the present.

Identify the major changes/shifts in BSP’s HR systems and 
processes to comply with PRIME-HRM Maturity Level 4.

- Strategic Recruitment, Selection, and Placement has been 
achieved by means of e-recruitment, manpower forecasting, 
close partnership with departments on the annual manpower 
plans, viable succession management plan for key and 
critical positions, and improved efficiency fill rate.

- Strategic Performance Management has been achieved 
through competency-based and organizational strategy-
based individual performance contracting, coaching, and 
evaluation or appraisal.

- Strategic Learning and Development in BSP refers to the 
facilitation of foundational programs of onboarding, central 
banking, and values formation, enforcement of targeted 
capacity building programs for every occupational grouping 
addressing the core, common, technical-functional, and 
managerial and leadership competencies, implementation of 
blended learning, local and foreign workplace development 
interventions, global certification and scholarship programs, 
and in-house world-class training facilities.

- Strategic Rewards and Recognition (with Retention) means 
performance-based incentivizing, continued evaluation 
of jobs vis-à-vis principles of internal equity and external 
competitiveness, adoption of a Total Rewards (monetary 
and non-monetary) system, comprehensive health-related 
privileges and variety of wellness facilities and programs, and 
regular formal and informal recognition rites and avenues.

- As a foundation for all of these areas, the BSP continuously 
reviews the organizational structure, systems, capabilities, 
and culture; ensures organizational mastery through the 
intranet (iKnow portal); and integrates all of the HR systems 
through the iHRIS.

What are the key benefits of these changes to your people 
and to your clients? What are people saying about it?
Based on the inputs we gathered from the respondents to the 
validation interviews by the CSC and the Certifying Board, 
employees feel motivated to work for a prestigious institution, 
and the PRIME-HRM recognition is one of them. Per the 
biennial BSP Organizational Climate Survey results since 2012, 
Employee Engagement has been consistently the highest-
rated facet to refer to the feeling of being associated with the 
BSP, enjoyment of the job, and spreading the good word about 
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For three straight years, the 
Civil Service Commission’s 
Office for Human Resource 

Management and Development 
(OHRMD) has been conducting 
the CSC-wide Human Resource 
(HR) Forum to equip its officials 
and employees with up to date 
practices in HR and OD. This 
year, the theme is “Green Human 
Resource Management and 
Sharing of Best Practices in 
PRIME-HRM”. Human resource 
development officers from the 
CSC central and regional offices 
attended the forum which was 
held last October 16-17, 2019 at 
the Laguna Lake Development 
Authority (LLDA) building in East 

starts now!
#GreeningtheCSC

Avenue, Diliman, Quezon City. 
True to its intent of featuring smart 
and sustainable office practices, 
the LLDA building was the perfect 
venue for said HR Forum as it 
is the first and only government 
structure granted with a Building for 
Ecologically Responsive Design 
Excellence (BERDE) certification 
by the Philippine Green Building 
Council (PhilGBC). 

Hugging Green HRM. CSC HR  forum participants share their commitments 
toward green practices in this symbolic tree-hugging session.
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CSC HR forum 
participants visit  
Google Philippines 
to benchmark best 
practices.

This two-day forum included an 
orientation on Sustainability and 
Biodiversity in the Workplace 
centered on the four (4) HR 
systems as well as a workshop 
on identifying “green” practices 
that can be easily implemented in 
the workplace. Participants were 
also treated to a benchmarking 
visit at the Google Philippines 
office at the Bonifacio Global City, 
Taguig. Google Philippines’ Yves 
Gonzalez toured the participants 
into the dynamic sections of 
the office which feature Filipino 
culture-inspired design and 
structure. LLDA General Manager 
Jaime C. Medina also gave 
a short talk about the LLDA’s 
journey towards sustainability. 

Participants actively shared their 
ideas during the Action Planning 
workshop on integrating Green 
HRM into the HR systems such 
as Recruitment and Selection, 
Learning and Development, 
Performance Management, and 
Rewards and Recognition. Best 
practices on the implementation of 
the four HR systems through the 
PRIME-HRM were presented by 
representatives of CSC Regional 
Offices II, IV, CARAGA, and CAR. 
As a wrap-up of this year’s HR 
Forum, participants shared their 
commitment statements with 
#GreeningtheCSC during the 
symbolic tree-hugging session 
at the Ninoy Aquino Parks and 
Wildlife Center. 

Contributor:
Ditta Mae Siena, 

CSC Office for 
Human Resource 

Management
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Text
0908 881-6565

Call
1-6565*

*5.00 + VAT per call anywhere in the Philippines 
via PLDT landlines from 8 am to 5 pm, Monday to Friday

Log-on to
www.contactcenterngbayan.gov.ph

www.facebook.com/civilservicegovph

Refusal to accept 
application or request 
with complete 
requirements being 
submitted by an 
applicant or requesting 
party without due 
cause;

a.

Failure or refusal 
to issue official 
receipts; and

g.

Failure to give 
applicant or 
requesting party a 
written notice  on 
the disapproval of 
an application or 
request;

d.
Imposition 
of additional 
requirements other 
than those listed 
in the Citizen’s 
Charter;

b.

Fixing and/or 
collusion with fixers 
in consideration 
of economic and/
or other gain or 
advantage.

h.
Failure to render 
government services 
within the prescribed 
processing time on 
any application and/
or request without 
due cause;

e.

Imposition of 
additional costs 
not reflected in the 
Citizen’s Charter;

c.

Failure to attend to 
applicants or requesting 
parties who are within 
the premises of the office 
or agency concerned 
prior to the end of official 
working hours and during 
lunch break;

f.

Report the following acts under 
Section 21 of Republic Act No. 11032 or the Ease of Doing 
Business and Efficient Government Service Delivery Act of 2018

The International Association of Business Communicators (IABC) awarded the Contact Center ng Bayan the 
2014 Quill Award for Communication Management Strategies for Customer Relations

CCB
Your direct line to efficient public service

CONTACT
C E N T E R

BAYANng

Civil Service Commission Central Office IBP Road, Batasan Hills, 1126 Quezon City

Penalties are stipulated under Section 22 (a) and (b) of the Republic Act No. 11032.


