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Purpose:  Organizational resilience is a prime concern 

among organizations, to respond and recover from 

challenging events. If organizations lack resilience, they may 

not be able to serve the public.  Essentially, this study aimed 

to review empirical evidence on how organizational 

resilience is affected by variables in the context of accredited 

government agencies under the Program to Institutionalize 

Meritocracy and Excellence in Human Resource 

Management (PRIME-HRM) of the Civil Service 

Commission in Davao Region.  

Methodology:  Two hundred government employees 

participated in the survey, selected through stratified 

sampling. The survey questionnaire used was validated and 

approved by experts.  Data were collected through manual 

accomplishment by some respondents, while the rest was 

accomplished through google form. This study utilized a 

quantitative research design and employed the descriptive-

causal method. The data analysis applied were mean, 

Pearson r, multiple regression, and the structural equation 

model. It was done using the IBM SPSS. 

Findings:  Results revealed that the unit heads have very 

high levels of human resource management practices, 

knowledge sharing, emotional intelligence, and 

organizational resilience.  A significant relationship exists 

between the exogenous latent variables and the endogenous 

latent variable. When regressed, only human resource 

management practices (HRMP) and emotional intelligence, 

including its manifest variables, revealed to be the best 

predictors of organizational resilience. The structural 

equation modeling showed that model 5 is best fit for 

organizational resilience in the context of government 

agencies. It was found in the model that human resource 

management practices, knowledge sharing, and emotional 

intelligence have a positive impact on organizational 

resilience. Indeed, the findings of this study have 

implications for human resource management in public and 

even private organizations. 

Recommendations:  The CSC as a learning institution may 

introduce learning sessions on organizational resilience for 

leaders which may give them more exposure to resilience 

strategies.  There is a need to continuously and seriously 

implement PRIME-HRM to strengthen organizational 

resilience.  There is also a need to evaluate to identify 

potential threats and challenges that may affect the 

organization by conducting organizational resilience survey.   

Keywords:  Organizational Resilience, Government 

Employees, Human Resource Management Practices, 

Knowledge Sharing, Emotional Intelligence
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1.0 INTRODUCTION 

Organizational resilience is the ability of an organization to respond and recover from disruptive events. 

Government agencies are often tasked to provide critical services and manage emergencies, making 

resilience a need for public safety and well-being (Burnard, Bhamra & Tsinopoulos, 2018).   

Government agencies provide critical services that are essential to the well-being of the public, such as 

healthcare, public safety, and transportation (Rahi, 2019).  If an agency lacks resilience, it may struggle 

to maintain these services during and after a disruptive event.  

Without organizational resilience, private and public organizations will be in a quandary to survive 

(Duchek, 2020).  In Italy, organizations realize that resilience is a solution strategy due to COVID-19 

pandemic.  There should be a sense of digitization, sustainability, agility and resilience (Miceli et al., 

2021).   In the Philippines, Filipinos are tagged as “resilient” for they can bounce back from any 

challenge (Ordoñez & Borja, 2021).  A study in Davao del Norte confirmed that the Philippines was 

tested due to COVID-19 pandemic, which shed light on the new normal that organizational resilience is 

important (Dagohoy, 2021).  However, if resilience is taken individually and not team-based, the 

organization will be unstable (Rangachari & Woods, 2020).   Therefore, the management’s commitment 

to the organization is relevant (Jafari, Nodoushan, Shirali, Khodakarim & Zare, 2018).  It leads to 

employees’ capacity to act on things that come unexpectedly.   

Since organizational resilience is a prime concern, researchers conducted studies to investigate the 

predictors of organizational resilience.  A positive linkage was confirmed between human resource 

management practices and organizational resilience.   Organizational resilience is influenced by human 

resource management practices and analytics as well as performance practices (Al-ayed, 2019).   

Moreover, affirmed that the high level of knowledge management of leaders with aspects of knowledge 

acquisition, knowledge storage, knowledge sharing and knowledge utilization leads to organizational 

resiliency (Godwin & Umoh, 2013, p. 116).  When there is consistency in knowledge sharing, 

organizational resilience will be achieved.  Also, emotional intelligence influences resilience (Trigueros 

et al, 2020).  When there is a higher level of emotional intelligence, there is a higher level of resiliency, 

in which an individual can face the challenges of life successfully.     

As presented, organizations use strategies in their human resource management practices to achieve 

competitive advantage (Sabiu, Ringim, Mei & Joarder, 2019).  In the context of this study, human 

resource management practices can strengthen organizational resilience through recruitment, 

compensation, and rewards training and development, employment security, performance appraisal and 

management, employee involvement, and career planning.  

In addition, a complex set of factors surrounds an employee in a knowledge sharing process to become 

relevant and competitive in the organization (Obrenovic et al., 2020). In the context of this study the 

influence of leaders and morale influence could have an impact on how resilient an organization is. 

Correspondingly, emotional intelligence enriches one’s behavior as it is about emotions of people that 
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guide supervisors and rank and file in performing excellently in the organization (Drigas & Papouts, 2019).  

In the context of this study, self-emotional appraisal, other’s emotions, use of emotion, and regulation of 

emotion are factors that would develop the employees’ character to achieve organizational resilience.    

Essentially, organizational resilience is a prime concern among organizations.  Researchers studied to 

investigate what predicts or influences organizational resilience.  A positive linkage between human 

resource management practices and organizational resilience was affirmed (Al-ayed, 2019).   It was 

revealed that good practices in human resource management and analytics as well as performance 

practices affect organizational resilience. 

The sudden shocks in Dubai during the Covid-19 pandemic challenged organizations in the service sector 

(Made Odeh et al., 2023).  It was a realization for the Dubai government to know if there is a lack of 

understanding on organizational resilience, to address the challenging times, particularly in its roots- 

situation awareness, and management of keystone vulnerabilities.  Relatedly, the Myanmar government 

also faced problems during the pandemic, combined with its political plight (Aung & Fernando, 2022).  

Through the resilient organization roadmap, it was high time for the employees to properly understand 

what aids the government’s resilience and how these strategies can be applied.  

Problem Statement  

While organizational resilience has been a research subject worldwide, the interest of people in the matter 

continued (Ma, Xiao & Yin, 2018).   It is for this reason that the researcher aims to review empirical 

evidence on how organizational resilience is affected by variables in the context of accredited government 

agencies under the Program to Institutionalize Meritocracy and Excellence in Human Resource 

Management (PRIME-HRM) in Davao Region in which no study yet is conducted concerning the 

variables present on this study.  

Objectives of the Study  

This study deals with the unit heads of the government in Davao Region.  First, to describe their level of 

human resource management practices.  Second, to determine their level of knowledge sharing.  Third, 

to ascertain their level of emotional intelligence.  Fourth, to measure their level of organizational 

resilience.  Fifth, to determine the significant relationship between human resource management 

practices and organizational resilience, knowledge sharing and organizational resilience, and emotional 

intelligence and organizational resilience.  Sixth, to determine the singular and combined influence of 

exogenous variables on organizational resilience.  Seventh, to identify which model best fits for 

organizational resilience in government agencies in Davao Region. 

Theoretical Framework 

This study is anchored on the Resource-Based View (RBV) theory of Jay Barney and Birger Wernerfelt. 

This theory denotes that a firm's resources, including its human resources, are key drivers of competitive 

advantage and organizational performance (Anthony, 2019). In the context of this research, RBV could 
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inform the investigation of how human resource management practices, such as training and development, 

performance management, and compensation, can contribute to the development of a resilient organization.   

Another that is important to understand in this study is the Social Exchange Theory developed by George 

Homans and Peter Blau. This theory has been clarified that social interactions and relationships are 

governed by norms of reciprocity, and that individuals will engage in behaviors that maximize their 

rewards and minimize their costs (Moilanen & Ikaheimo, 2019). In the context of this research, Social 

Exchange Theory could inform the investigation of how knowledge sharing among unit heads can be 

fostered by creating an environment of trust, cooperation, and mutual benefit for resiliency in the 

organization.  

Also of relevance is the Emotional Intelligence Theory of Peter Salovey and John D. Mayer which is of 

value in this study as it posits that individuals who possess high levels of emotional intelligence are better 

equipped to perceive, understand, and manage their own emotions and those of others. In the context of 

this research, it is emphasized that emotional intelligence could inform the investigation of how unit heads' 

emotional intelligence can contribute to the development of a resilient organization (Zhao, 2021).  

Emotional intelligence can be improved in the organization by fostering effective communication, conflict 

management, and collaboration between and among employees. 

2.0 METHODOLOGY 

A total of only 200 respondents participated in the study from the 43 PRIME-HRM accredited government 

agencies out of the 225 government agencies. According to the Monte Carlo model, to have a 200 sample 

is already safe and stable for a study (Boomsmah, 1983).  With this number, a study can be made possible. 

A stratified sampling was employed in the study to ensure proper selection of respondents.  It is widely 

used in surveys coming from the word “strata” (Tafalla, 2021).  In this study, it refers to the sub-

populations known as the classification of government agencies of the PRIME-HRM accredited agencies 

in Davao Region if they belong to the local government unit, national government agencies, government 

owned and controlled corporations, and state universities and colleges/local colleges. 

The respondents of the study were permanent rank and file government employees who were being 

coached, mentored, supervised by the respective unit heads and most importantly who have experienced 

the benefits of PRIME-HRM.  They were selected with the assistance of the Human Resource 

Management Officer who takes charge of the plantilla of personnel of the agency. The utilized the original 

downloaded questionnaires on human resource management practices (Quansah, 2013), knowledge 

sharing (Van Gelder, 2011), emotional intelligence (Western, 2017), and organizational resilience (Jones, 

2015). Although the questionnaires were already used in various studies, all were modified for the local 

setting.  The 97-item research questionnaire was improved after few edits so that the terms used will fit 

for the government agencies.  

The modified questionnaire was validated by a pool of experts which was made available to the 

respondents manually for those of easy reach and through the google survey form to facilitate the 
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collection of data for agencies located outside Davao City.  It yielded an excellent internal consistency 

in all the items of the variables for generating more than .90 Cronbach’s alpha. This study used the 5-point 

likert scale for the respondents to manifest their degree of agreement and disagreement on the modified 

statements (Taherdoost, 2019).  To interpret the responses of respondents, the scale used was 4.20-5.00 

which means that the measure is always true; 3.40 – 4.19 which means that the measure is often true; 2.60-

3.39 which means that the measure is sometimes true; 1.80 – 2.59 which means that the measure is seldom 

true; and 1.00 – 1.79 which means that the measure is never true. 

This study is quantitative using descriptive-causal method.  The most suitable research design in 

acknowledging people’s perception is through quantitative study (Ramachandiran & Dhanapal, 2018).  

To add, a descriptive method can be conducted through a survey to find out the respondents’ views (Mishra 

& Alok, 2022). Relatedly, it was affirmed that the purpose of causal method is to come up with a basis on 

what affects a certain program (Miller & Ross, 2020).  This method provides the source of an outcome.  

It determines which among the variables have an impact to the target variable. 

Correlatively, this study employed the Structural Equation Model being one of the most widely used 

research models (Ringle, Sarstedt, Mitchell & Gudergan, 2020). The result of the survey questionnaires 

was analyzed to find the best fit model for the organizational resilience of government agencies in Davao 

Region.  It is advantageous to employ the Structural Equation Model as it leads the researcher to find out 

the closest statistical model that is aligned to the theories presented in this study. Meanwhile, as a standard 

procedure of the University of Mindanao, after the validation of questionnaire, the endorsement was 

secured from the Office of the Dean of the Professional Schools to conduct the study.  The validated 

survey questionnaire to collect data was only administered after the approval of the University of 

Mindanao Ethics Review Committee with UMERC protocol number UMERC-2023-051.   

3.0 FINDINGS 

The human resource management practices of unit heads of government agencies in Davao Region is 

described as very high. This indicates that the implementation of human resource management practices 

by the unit heads of government agencies is apparent. The knowledge sharing of unit heads of government 

agencies in Davao Region is described as very high.  This proves that knowledge sharing through 

government leaders is very evident. The emotional intelligence of unit heads of government agencies in 

Davao Region denotes a very high level. The very high level of emotional intelligence of unit heads speaks 

that character plays a vital role in the organization. This manifests that the emotional intelligence of unit 

heads is part of their leadership brand that they have good characters, blended with a professionally 

matured and supportive staff.  

The organizational resilience of government agencies in Davao Region is described as very high. This 

shows that the respondents believe that organizational resilience is felt in government agencies. In addition, 

all tests are significant, thus, rejected the null hypothesis affirming the study that human resource 

management practices and organizational resilience are positively connected (Al-ayed, 2019), knowledge 
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sharing and organizational resilience are associated (Godwin & Umoh, 2013), and that there is a link 

between emotional intelligence and organizational resilience (Trigueros et al., 2020).   

Meanwhile, only human resource management practices and emotional intelligence influence 

organizational resilience.  Knowledge sharing has no significant influence on organizational resilience.  

This refutes the study that leaders who practice knowledge sharing in an organization positively influence 

organizational resilience (Godwin & Umoh, 2013).  Perhaps, this study projects that knowledge sharing 

is not automatically the cause of organizational resilience. 

Ultimately, this study found Model 5 to be the best-model fit for meeting all the criterion indices of the 

goodness of fit measures.  The model showed that all indices fit each criterion range: p-value = 0.076, 

CMIN/DF = 1.290, RMSEA = 0.38, p-close = .768, TLI=.992, NFI=.975, CFI=0.996, and GFI = 0.982, 

all greater than 0.95. Relative thereto, the findings of the study rejected the null hypothesis that there is 

no best-fit structural model on organizational resilience. Model 5 best explains the organizational 

resilience of government agencies in Davao Region as shown in Table 1. 

Table 1: Summary of Goodness of Fit Measures of the Five Generated Models  

 

Model 

P-Value 

(>0.05) 

CMIN / DF 

(0<value<2) 

GFI 

(>0.95) 

CFI 

(>0.95) 

NFI 

(>0.95) 

TLI 

(>0.95) 

RMSEA 

(<0.05) 

P-Close 

(>0.05) 

 

1 
.000 6.801 .704 .806 .781 .775 .171 .000 

 

2 
.000 4.317 .788 .891 .863 .871 .129 .000 

 

3 
.000 3.166 .803 .928 .899 .916 .104 .000 

4 .000 2.939 .819 .936 .907 .925 .099 .000 

 

5 
.076 1.290 .951 .994 .975 .992 .038 .768 

 

Legend:  CMIN/DF- Chi Square/Degrees of Freedom       NFI –Normed Fit Index 

      GFI     - Goodness of Fit Index            TLI -Tucker-Lewis Index 

      RMSEA -Root Mean Square of Error Approximation  CFI - Comparative Fit Index 

4.0 CONCLUSION AND RECOMMENDATIONS 

Conclusion 

The study reveals that human resource management practices, knowledge sharing, and emotional 

intelligence of unit heads in government agencies in Davao Region are at a very high level. The success 

can be attributed to the well-implemented systems and practices in human resource management practices 

in the agencies. The knowledge sharing practices of unit heads in government agencies in Davao are highly 
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effective. Meanwhile, emotional intelligence is found to be a crucial component of effective leadership 

for organizational resilience, and unit heads who possess this trait can create a work environment that 

leads to the success of government agencies. More importantly, organizational resilience has particular 

strengths in innovation and creativity, situation awareness, leadership, and staff engagement. However, 

there is room for improvement in decision-making, as respondents rated this high rather than very high.  

This suggests that there may be inconsistencies in the decision making of unit heads and more work could 

be done to improve the ability of leaders to find solutions during difficult times.   

Based on the data provided, it can be concluded that there is a significant relationship between human 

resource management practices, knowledge sharing, emotional intelligence, and organizational resilience 

in government agencies. The study supports previous research that found a positive connection between 

human resource management practices and organizational resilience. Additionally, the study highlights 

the importance of knowledge sharing as a factor that contributes to organizational resilience. The data also 

confirms that emotional intelligence plays a critical role in organizational resilience.   

Based on the findings, it can further be determined that human resource management practices and 

emotional intelligence have a significant influence on organizational resilience.  This finding is 

consistent with previous studies that have shown the positive relationship between these variables and 

organizational resilience. Specifically, the study found that human resource management practices and 

emotional intelligence were important factors in achieving organizational resilience. On the other hand, 

while the study found no significant influence of knowledge sharing on organizational resilience, which 

goes against the findings of some previous studies, knowledge sharing is still a critical aspect of 

knowledge management.  

And lastly, it can be concluded that the study has found a best-fit structural model for organizational 

resilience. The study identified human resource management practices, knowledge sharing, and emotional 

intelligence, which were found to significantly influence organizational resilience. The findings of this 

study support the previous research on the positive impact of human resource management practices, 

knowledge sharing, and emotional intelligence on organizational resilience.  

Recommendations 

The Civil Service Commission as a learning institution may introduce learning and development on 

organizational resilience for leaders which may give them more exposure to resilience strategies. It is 

essential for organizations to prioritize the development of emotional intelligence among their workforce 

as it contributes to the overall resilience of the organization. Thus, there is a need to continuously and 

seriously implement PRIME-HRM to strengthen organizational resilience. Non-accredited agencies must 

aim to be accredited to the program to take advantage of the benefits it accords. There is also a need to 

evaluate organizational resilience to identify potential threats and challenges that may affect the 

organization by conducting organizational resilience survey focusing on physical, emotional, intellectual, 

social, and spiritual activities in the organization.  The survey somehow prepares them to be future-ready. 

http://www.ajpojournals.org/


American Journal of Public Policy and Administration   

ISSN 2520-4696 (Online)     

Vol.8, Issue 2, pp 61 – 73, 2022                              www.ajpojournals.org                                                                          

 

68 

 

Government agencies should foster knowledge sharing as a learning culture by making it a continuous 

practice in the agency to enhance employee’s overall knowledge base and expertise. Furthermore, the 

study suggests that government agencies should focus on establishing and implementing human resource 

management practices, knowledge sharing, and emotional intelligence through the specific manifest 

variables identified in the study to ensure organizational resilience. Model 5 as a structural model for 

organizational resilience in this study should be considered by government agencies to develop and 

strengthen their resilience strategies. Future researchers may also conduct a comparable study on 

organizational resilience for other groups or clusters exploring new variables which may also be predictors 

of organizational resilience. With this, a new structural model on organizational resilience may be 

discovered. 
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