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Abstract 

This study examined the professional development plan for Administrative Officer II (AO 
II) personnel in Human Resource Management (HRM), Cluster 2, in SDO-Tarlac Province. It 
explored their current skills and competencies, identified specific professional development 
needs, assessed the availability and utilization of training resources, and analyzed barriers 
hindering the successful implementation of the plan. A descriptive research design was employed, 
utilizing frequency and percentage analysis to determine skills and training needs, and a five-
point Likert scale to evaluate constraints. 

Findings revealed the need for targeted mentorship programs, specialized training in 
digital HR tools, and strategic planning workshops. Recommendations included establishing an 
integrated learning management system that combines e-learning and hands-on training, 
fostering partnerships with educational institutions and private entities for cost-effective training, 
and securing grants for public sector professional development. Additionally, a continuous 
feedback mechanism was suggested to ensure the training remains relevant and adapts to 
emerging trends and participant needs. 

The study underscores the importance of structured and adaptive professional 
development initiatives to enhance the skills and competencies of AO II personnel in HRM, 
ensuring their contributions align with organizational goals and evolving demands in the education 
sector. 
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Introduction 

The ever-changing landscape of human resource management necessitates that 
professionals adapt to new technologies, regulations, and best practices. Within the public sector, 
Administrative Officer II personnel in HRM play a pivotal role in ensuring the effective 
management of human capital. Their responsibilities encompass a wide range of functions, from 
recruitment and selection to performance management and employee relations (Mahadi et al., 
2020). To maintain their effectiveness and contribute to organizational success, continuous 
professional development is essential. This introduction explores the critical need for a 
comprehensive professional development plan for Administrative Officer II personnel in HRM, 
highlighting the benefits, challenges, and key components of such a plan. 

In today's dynamic environment, organizations face increasing pressure to optimize their 
human capital. This requires HRM professionals to possess a diverse skill set, including expertise 
in talent acquisition, compensation and benefits administration, employee engagement, and legal 
compliance (Bala, 2021). A well-structured professional development plan provides 
Administrative Officer II personnel with the opportunity to enhance their existing skills, acquire 
new competencies, and stay abreast of the latest trends in HRM (Akpalu & Markom, 2022). By 
investing in the development of their HRM professionals, organizations can improve their overall 
efficiency, effectiveness, and ability to attract and retain top talent (Aleem & Bowra, 2020). 



ERF INTERDICIPLINARY RESEARCH AND DEVELOPMENT ISSN NO. 3028-2586 
Vol. 1. No. 1 January - March 2025 

 

87 
 

A professional development plan for Administrative Officer II personnel in HRM should be 
tailored to the specific needs of the individual and the organization. It should consider the current 
skills and competencies of the employee, as well as the future demands of the role(Ramapriya & 
Sudhamathi, 2021). The plan should also align with the organization's strategic goals and 
objectives, ensuring that the development activities contribute to the overall success of the 
organization. A comprehensive plan should encompass a variety of learning methods, including 
formal training programs, on-the-job experiences, mentoring opportunities, and self-directed 
learning (Kiryakova et al., 2023). 

One of the key benefits of a professional development plan is that it helps to bridge the 
gap between current skills and future requirements (Wenning & Vieyra, 2020). By identifying 
specific areas for development, the plan provides a roadmap for employees to acquire the 
necessary competencies to excel in their roles. This can lead to improved job performance, 
increased job satisfaction, and greater career advancement opportunities (Akpalu & Markom, 
2022). Furthermore, a professional development plan can help to address skill gaps within the 
organization, ensuring that the workforce possesses the necessary expertise to meet the 
challenges of the future (Gunnoe et al., 2020). 

However, implementing a successful professional development plan can be challenging. 
One of the main obstacles is securing adequate resources, including funding, time, and qualified 
trainers (Akpalu & Markom, 2022). Organizations may also face resistance from employees who 
are reluctant to invest time and effort in development activities. Furthermore, there can be a lack 
of alignment between the development activities and the organization's strategic goals, resulting 
in a disconnect between training and actual job performance (Kiryakova et al., 2023). 

To overcome these challenges, organizations need to create a culture of continuous 
learning and development. This involves fostering a supportive environment where employees 
are encouraged to pursue professional growth and development opportunities (Sinaga & Riyanto, 
2021). Leadership should champion the importance of professional development and provide the 
necessary resources to support these initiatives (Entsie et al., 2020). Furthermore, organizations 
should establish clear performance expectations and link development activities to performance 
goals. This will help to ensure that the training is relevant and contributes to improved job 
performance (Akpalu & Markom, 2022). 

A comprehensive professional development plan for Administrative Officer II personnel in 
HRM should include several key components. First, a needs assessment should be conducted to 
identify the specific skills and competencies that need to be developed. This can be achieved 
through surveys, interviews, performance evaluations, and job analysis (Setiadin & Rohida, 
2020). Second, the plan should outline specific learning objectives and activities that will address 
the identified needs. These activities can include formal training programs, workshops, 
conferences, online courses, mentoring programs, and on-the-job experiences (Cranfill et al., 
2023). Third, the plan should include a timeline for completion and a mechanism for evaluating 
the effectiveness of the development activities. This evaluation should assess the impact of the 
training on employee performance, job satisfaction, and organizational outcomes (2021). 

In addition to these core components, a professional development plan should also 
address the specific challenges faced by Administrative Officer II personnel in HRM. This may 
include training on new technologies, such as HR information systems and data analytics tools. 
It may also involve developing skills in areas such as change management, conflict resolution, 
and communication (Adam, 2020). Furthermore, the plan should address the ethical and legal 
considerations of HRM, ensuring that employees are aware of their responsibilities and 
obligations (Duvvuri, 2021). 

By implementing a comprehensive professional development plan, organizations can 
empower their Administrative Officer II personnel in HRM to excel in the dynamic and ever-
changing environment. This benefits not only the individual employees but also contributes to the 
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overall success of the organization (Lauzon, 2020). A well-developed HRM function is essential 
for attracting, retaining, and developing top talent, which is critical for achieving organizational 
goals and objectives (Nugroho, 2022). Therefore, investing in the professional development of 
Administrative Officer II personnel in HRM is a strategic imperative for any organization seeking 
to succeed in today's competitive landscape. 

 
Method  

 
Research Design 

This study employed descriptive research design. The aimed was to explore the 
professional development needs and requirements of Administrative Officer II personnel in the 
HRM function of a public sector organization. 
 
Participants 

The participants for this study consisted of 30 Administrative Officer II personnel working 
in the HRM department of a SDO in SDO Tarlac Province, Cluster 2. The participants were 
selected through purposive sampling, ensuring that they met the criteria for being Administrative 
Officer II personnel with a minimum of 3 years of experience in the HRM function. 
 
Instrumentation 

This study's data collection instrument was a survey questionnaire. The questionnaire 
included closed ended to elicit information on the participants' professional development needs, 
preferred learning methods, and barriers to professional development. The questionnaire was 
developed based on a review of relevant literature and input from subject matter experts in the 
HRM field. 
 
Data Analysis 

The survey data was analyzed using descriptive statistics, including frequencies, 
percentages, means using five-point likert scale.  
 
Results 
 
Professional Development Needs among Administrative Officer II in Cluster 2, Focusing on 
Human Resource Management 

The findings from this study revealed that "Effective Leadership and Management" 
emerges as the most cited area, with 90% of respondents identifying it as a need.  
Similarly, "Strategic Workforce Planning" and "Change Management" are identified by 83.3% and 
86.7% of respondents, respectively, pointing to a keen awareness of the evolving nature of the 
workforce and the need for HR officers to be adept at planning for future staffing needs while also 
being capable of managing organizational change. 
On the other hand, areas like "Conflict Resolution Skills" and "Diversity and Inclusion Training" 
received the lowest frequencies, at 50% and 56.7% respectively. While still important, these 
findings suggest that Administrative Officer II personnel in HRM may perceive these as relatively 
less pressing development needs compared to the aforementioned areas. 
 
Preferred Learning Methods 

The survey results indicate that "On-the-job Training" and "In-house Workshops" are the 
most preferred learning methods, with 93.3% and 90% of respondents respectively indicating 
these as their top choices.  
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In contrast, "Online Courses" and "Conferences/Seminars" were relatively less preferred, 
with only 60% and 63.3% of respondents indicating these as preferred learning methods. 

This suggests that Administrative Officer II personnel in HRM may be more inclined 
towards learning approaches that are practical, immediately applicable, and sponsored by their 
own organizations. 

 
Barriers to Professional Development 

The highest mean scores associated with "Budget Constraints" (4.1) and "Lack of 
Leadership Support" (3.9) signify these as the most substantial barriers encountered by HR 
professionals in their pursuit of professional development. 

On the other end of the spectrum, "Resistance to Change" (2.6) and "Lack of Awareness 
of PDP Benefits" (2.9) received the lowest mean scores, suggesting these are perceived as less 
critical barriers by the respondents. 

These findings underscore the need for organizations to prioritize and provide adequate 
resources for the professional development of their HR teams, as well as to ensure that leadership 
actively supports and encourages these initiatives. 
 
Discussion 

This study provides valuable insights into the professional development needs, preferred 
learning methods, and barriers faced by Administrative Officer II personnel in the HRM function 
of a public sector organization. The findings underscore the importance of a well-designed and 
comprehensive professional development plan that addresses the evolving competency 
requirements of HR professionals (Kim et al., 2017).  

The emphasis on "Effective Leadership and Management," "Strategic Workforce 
Planning," and "Change Management" as key development needs aligns with the growing 
recognition that HR professionals must possess a broad range of strategic and leadership skills 
to effectively navigate the complexities of the modern workplace (Kim et al., 2017). 

The preference for practical, organization-sponsored learning methods, such as on-the-
job training and in-house workshops, highlights the need for HR departments to tailor their 
professional development initiatives to the specific needs and learning styles of their personnel 
(Redmond & Macfadyen, 2020). Furthermore, the identification of budget constraints and lack of 
leadership support as significant barriers underscores the importance of securing organizational 
commitment and resources to support the professional development of HR teams (Zhao et al., 
2020). 

The preference for on-the-job training and in-house workshops suggests that HR 
professionals value learning opportunities that are directly applicable to their day-to-day 
responsibilities and are supported by their own organizations (Duvekot & Onstenk, 2021). 
Moreover, the identification of budget constraints and lack of leadership support as the most 
significant barriers to professional development highlights the need for organizations to prioritize 
and invest in the continuous development of their HR teams (Cseh & Crocco, 2020). 
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