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ABSTRACT 

 

Human Resource Management (HRM) plays a crucial role in the success of educational institutions, especially private 

schools, where the quality of education largely depends on the competency and commitment of teachers and staff. 

This article examines HRM practices among private schools in Cebu City, Philippines, exploring recruitment, 

training, performance management, and employee relations. The study aims to identify the challenges faced by these 

schools in managing their human resources and provides recommendations for improving HRM practices. Using a 

combination of document analysis, interviews, and case studies, this study sheds light on the current HRM practices 

and their effectiveness in enhancing employee satisfaction and school performance. 
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INTRODUCTION 

Human Resource Management (HRM) is a vital aspect of 

any organization, and its significance is particularly 

pronounced in the education sector. For educational 

institutions, particularly private schools, the effectiveness 

of HRM practices directly impacts the quality of 

education delivered to students, the satisfaction and 

performance of staff, and the overall success of the 

school. Human resources—teachers, administrators, and 

support staff—are at the core of any school’s ability to 

function smoothly and provide a high standard of 

education. As such, understanding and implementing 

effective HRM practices becomes essential for private 

schools, especially in urban areas like Cebu City. 

Cebu City, located in the central part of the Philippines, 

is a thriving urban hub and a prominent educational 

center in the Visayas region. Over the years, the city has 

seen significant growth in its private school sector, driven 

by increasing demand for quality education, diverse 

curricula, and specialized programs. This growth has 

made private schools crucial players in the local 

education system, offering alternatives to the public 

school system in terms of personalized learning, better 

student-teacher ratios, and specialized subjects. Private 

schools in Cebu City cater to a diverse student 

population, including families from varying 

socioeconomic backgrounds, which means these schools 

need to maintain high standards of service to stay 

competitive. 

To deliver on these expectations, private schools must 

ensure that their human resources are effectively 

managed. The quality of faculty and staff, their ongoing 

professional development, and the efficiency of HR 

practices all contribute to a school’s reputation, its 

educational outcomes, and its ability to attract and retain 

students. Private schools, however, face unique 

challenges when it comes to HRM, given the pressures of 

limited financial resources, high employee turnover, and 

the need to meet the demands of a competitive 

educational market. 

Private Schools in Cebu City are often constrained by 

budget limitations when compared to larger institutions 

or public schools, which may offer more competitive 

salaries, benefits, and career advancement opportunities. 

Many private schools face difficulties in recruiting 
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qualified teachers due to these constraints, which can 

impact the quality of education and the school's ability to 

innovate. Furthermore, the retention of qualified staff is 

a significant challenge, as teachers often leave for better-

paying jobs or seek opportunities in other institutions 

offering more comprehensive professional development. 

This complex environment requires private schools to 

adopt strategic HRM practices that are tailored to their 

specific needs. These practices must encompass various 

functions such as recruitment and selection, training and 

development, performance management, compensation 

and benefits, and employee relations. While recruitment 

and retention strategies focus on attracting and keeping 

high-quality staff, training and development programs 

aim to enhance teachers’ professional growth, which is 

essential in improving teaching standards. Similarly, 

performance management systems should motivate 

teachers to excel and contribute to the overall goals of the 

school. 

Moreover, fostering positive employee relations and 

creating a supportive and inclusive work environment are 

equally important for ensuring job satisfaction and 

reducing turnover. A healthy organizational culture 

encourages collaboration among staff and creates a sense 

of belonging, which in turn influences productivity and 

the quality of teaching. However, private schools in Cebu 

City face challenges related to balancing staff workload, 

particularly as teachers often take on multiple roles 

outside of teaching, such as administrative duties and 

extracurricular responsibilities. These additional 

responsibilities, when not managed properly, can lead to 

burnout and dissatisfaction among staff members. 

Despite these challenges, several private schools in Cebu 

City have managed to implement HRM practices that 

contribute to their success. The best-performing 

institutions prioritize not only the academic development 

of students but also the well-being and professional 

development of their teachers. By fostering a positive 

work environment and investing in HRM practices that 

support both personal and professional growth, these 

schools have achieved notable success in retaining 

quality staff and improving the overall educational 

experience. 

The goal of this study is to explore and analyze the 

current HRM practices in private schools in Cebu City, 

focusing on recruitment, training, performance 

management, retention, and employee relations. Through 

understanding the strengths and weaknesses of these 

practices, the study aims to provide actionable insights 

that can help improve HRM strategies in the private 

school sector. The findings of this research could serve 

as a valuable resource for private school administrators, 

HR managers, and policymakers in the education sector, 

offering guidance on how to address HR challenges and 

foster a sustainable and effective workforce. 

Research Significance 

Given the growing importance of private schools in Cebu 

City and the increasing competition for high-quality 

educators, understanding how HRM practices influence 

employee satisfaction, retention, and performance is 

crucial. By focusing on this area, the research not only 

contributes to the existing body of knowledge on HRM 

in education but also provides practical recommendations 

for improving HRM practices in private schools. This is 

especially relevant as educational institutions strive to 

meet the demands of modern education, such as 

integrating technology, enhancing teaching 

methodologies, and addressing diverse learning needs. 

Research Objectives 

The primary objectives of this study are: 

1. To examine the current HRM practices in private 

schools in Cebu City. 

2. To evaluate the effectiveness of these HRM 

practices in attracting, developing, and retaining 

qualified teachers and staff. 

3. To identify the challenges faced by private 

schools in managing human resources. 

4. To provide recommendations for improving 

HRM practices in private schools to enhance 

overall school performance and employee 

satisfaction. 

By achieving these objectives, this study will offer 

insights that could help private schools in Cebu City 

enhance their HRM practices, thus improving their 

operational efficiency, employee satisfaction, and 

educational outcomes. 

Private schools in Cebu City, Philippines, are integral to 

the educational landscape, offering quality education and 

catering to diverse learning needs. Despite their 

importance, these schools face a unique set of challenges, 

particularly in the area of Human Resource Management 

(HRM). Effective HRM practices are essential for 

recruiting, training, retaining, and managing teachers and 

staff, ultimately influencing student performance and the 

overall success of the institution. 

In the context of Cebu City, which has a rapidly growing 

population and a competitive education sector, private 

schools must address several HRM challenges. These 

include the recruitment of qualified teachers, managing 

staff performance, addressing employee retention, and 

fostering a positive work environment. With the 

increasing demands for higher educational standards, it is 

crucial for private schools to implement HRM strategies 

that support not only administrative goals but also ensure 
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the well-being and development of the human resources 

within these institutions. 

This study seeks to analyze the HRM practices among 

private schools in Cebu City, focusing on the methods 

employed to attract, develop, and retain faculty members. 

Furthermore, it aims to evaluate the effectiveness of these 

practices in contributing to the overall educational quality 

and operational success of the institutions. 

METHODS 

This study employed a mixed-methods approach to 

gather comprehensive data on Human Resource 

Management (HRM) practices in private schools in Cebu 

City. By combining both qualitative and quantitative 

research methods, the study aimed to provide a holistic 

view of the HRM practices, their impact on employee 

satisfaction, and their effectiveness in managing human 

resources. The methods used in this study include 

document analysis, semi-structured interviews, surveys, 

and case studies, allowing for both in-depth 

understanding and broad generalization. 

1. Document Analysis 

The first method employed in this study was document 

analysis. This approach provided insight into the formal 

HRM processes and policies followed by private schools 

in Cebu City. Several key HR-related documents were 

reviewed to identify the HRM practices employed by 

schools, including: 

• Recruitment and selection advertisements: These 

documents revealed the specific requirements 

and qualifications that schools were seeking in 

potential employees. They provided insights into 

the types of candidates that private schools 

prioritized in their recruitment efforts. 

• Employee handbooks or manuals: These 

manuals offered valuable information about 

school policies regarding employee rights, 

benefits, working conditions, and expectations. 

They helped identify how schools manage 

employee relations and set standards for conduct 

and performance. 

• Training and development programs: Documents 

detailing training schedules, programs offered, 

and professional development opportunities 

helped assess how schools prioritize the growth 

of their teachers and staff. 

• Performance evaluation forms: These 

documents, including evaluation criteria and 

feedback forms, were examined to understand 

how schools measure teacher effectiveness, set 

performance expectations, and use evaluations to 

drive professional development. 

• Retention and reward policies: HR documents 

related to compensation, incentives, and 

retention strategies were analyzed to identify the 

benefits and recognition offered to employees 

and how these policies contributed to employee 

satisfaction and retention. 

The document analysis allowed the researcher to 

understand the formal structures of HRM practices and 

the guidelines followed by school administrators. 

However, this method alone did not provide a complete 

picture of how these practices were perceived or 

experienced by the staff. 

2. Semi-Structured Interviews 

To gain a deeper understanding of HRM practices from 

multiple perspectives, semi-structured interviews were 

conducted with key stakeholders in private schools, 

including administrators, HR managers, and teachers. A 

total of 15 participants from various private schools in 

Cebu City were selected for the interviews. These 

individuals were chosen based on their roles in HRM 

decision-making or their direct involvement in teaching. 

The interviews were designed to explore the following 

areas: 

• Recruitment processes: Questions addressed 

how schools identify and attract potential 

candidates, the selection criteria, and the 

methods used to assess candidates during the 

hiring process. 

• Training and development: Participants were 

asked about the training opportunities offered by 

the school, how these programs align with staff 

needs, and the frequency of professional 

development activities. 

• Performance management: Administrators and 

teachers were asked to share their experiences 

with performance evaluations, the criteria used 

for assessing teachers, and how performance 

evaluations influenced their professional growth 

and career progression. 

• Employee satisfaction and retention: Teachers 

were asked to provide insights into their job 

satisfaction, factors contributing to retention, and 

their perceptions of the fairness and 

competitiveness of their compensation packages. 

The interviews followed a semi-structured format, 

allowing for flexibility in the conversation while ensuring 

that key topics were covered. The interviewer used open-

ended questions to encourage participants to provide 
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detailed responses, which were then transcribed and 

analyzed for recurring themes and patterns. 

3. Survey 

To complement the qualitative data collected from 

interviews, a survey was administered to a larger sample 

of faculty members across five private schools in Cebu 

City. The survey aimed to collect quantitative data on 

HRM practices, employee satisfaction, and the perceived 

effectiveness of these practices. The survey was designed 

with a mix of closed and open-ended questions to capture 

both measurable data and more nuanced opinions. 

A total of 100 teachers from different private schools 

participated in the survey. The survey was distributed 

online and included questions on the following topics: 

• Recruitment and selection: Respondents were 

asked about their experiences with the recruitment 

process, including how they found out about job 

opportunities and the clarity of the hiring process. 

• Professional development: Teachers were asked 

how often they participated in training and development 

programs, the relevance of these programs to their 

professional growth, and their satisfaction with the 

available training opportunities. 

• Performance evaluation: Questions focused on 

the perceived fairness of performance evaluations, how 

evaluations were conducted, and how feedback was used 

to improve teaching practices. 

• Compensation and benefits: Teachers were asked 

to rate their satisfaction with their salary, benefits, and 

other incentives offered by the school. 

• Job satisfaction and retention: The survey asked 

teachers to assess their overall job satisfaction, their 

likelihood of remaining at the school in the long term, and 

the factors influencing their decisions to stay or leave. 

The survey provided a broader perspective on HRM 

practices and allowed the researcher to quantify the 

responses, making it possible to identify trends and 

patterns across different schools and staff groups. 

4. Case Studies 

In addition to the survey and interviews, case studies 

were conducted with three private schools in Cebu City 

to explore in-depth examples of HRM practices. These 

schools were selected based on their reputation for 

effective HRM practices and their willingness to 

participate in the study. The case studies aimed to: 

• Provide a detailed examination of the HRM 

strategies implemented by these schools, including their 

approach to recruitment, professional development, 

performance management, and employee retention. 

• Analyze the successes and challenges faced by 

these schools in managing human resources, with a 

particular focus on innovative practices and strategies 

that have been particularly effective. 

• Explore the role of school culture and leadership 

in shaping HRM practices and fostering a positive work 

environment for teachers. 

Data for the case studies was collected through 

interviews with administrators, HR managers, and 

teachers at these institutions. Additionally, observations 

of school events, HR activities, and staff meetings were 

conducted to gain a more comprehensive understanding 

of how HRM practices were executed in day-to-day 

operations. 

Data Analysis 

The data collected from the document analysis, semi-

structured interviews, surveys, and case studies were 

analyzed using a combination of thematic analysis for 

qualitative data and descriptive statistics for quantitative 

data. Thematic analysis involved identifying key themes 

and patterns in the interview transcripts, open-ended 

survey responses, and case study reports. These themes 

were then categorized and compared across different 

schools to identify commonalities and differences in 

HRM practices. 

For the survey data, descriptive statistics such as 

frequency distributions, mean scores, and percentages 

were used to analyze responses and identify trends related 

to teacher satisfaction, training opportunities, and 

compensation. 

The combined analysis of qualitative and quantitative 

data provided a comprehensive view of the HRM 

practices in private schools in Cebu City, offering both 

in-depth insights and generalizable findings. 

This mixed-methods approach provided a well-rounded 

understanding of HRM practices among private schools 

in Cebu City. The combination of document analysis, 

interviews, surveys, and case studies allowed the study to 

capture both the formal HRM processes and the personal 

experiences of teachers and administrators. The data 

collected through these methods revealed a rich 

understanding of how HRM practices are implemented in 

the context of private education, the challenges faced by 

school leaders, and the impact of these practices on 

teacher satisfaction and school performance. 

Results 

The results of the study revealed several key findings 

regarding the HRM practices in private schools in Cebu 
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City: 

1. Recruitment Practices 

Private schools in Cebu City primarily relied on job 

advertisements, online job portals, and word-of-mouth 

referrals to attract candidates. Recruitment processes 

typically included an initial application review, 

interviews, and sometimes teaching demonstrations. 

However, a lack of formal recruitment policies was noted 

in many schools, leading to inconsistencies in how 

teachers were selected. 

2. Training and Professional Development 

Training and development opportunities varied 

significantly among schools. Larger institutions with 

more resources provided regular in-house training 

programs, workshops, and seminars on topics such as 

pedagogy, classroom management, and technology 

integration. However, smaller schools struggled to 

provide such opportunities due to budget constraints. 

Teachers expressed a desire for more continuous 

professional development and opportunities for advanced 

certifications. 

3. Performance Appraisal 

Performance evaluations were conducted annually in 

most schools, with criteria focusing on teaching 

effectiveness, student outcomes, and extracurricular 

contributions. While some schools used self-assessments, 

peer reviews, and student feedback, the appraisal process 

was often considered subjective. There was a lack of 

clear, standardized performance metrics, which led to 

inconsistencies and dissatisfaction among staff regarding 

the fairness of evaluations. 

4. Employee Retention Strategies 

Retention strategies in private schools largely focused on 

offering competitive salaries, small bonuses, and 

occasional recognition awards for outstanding 

performance. However, the salary packages were often 

lower than those offered by public schools, leading to 

high turnover rates. Teachers frequently cited job 

dissatisfaction and limited career advancement 

opportunities as the main reasons for leaving their 

positions. 

5. Employee Relations and Work Environment 

The work environment in private schools was generally 

positive, with many schools fostering a collaborative and 

supportive culture. However, teachers often faced heavy 

workloads, which contributed to burnout. Many teachers 

felt that they were overburdened with administrative 

tasks, leaving little time for lesson planning or student 

interaction. The study also found that while schools 

promoted teamwork and open communication, not all 

institutions had structured grievance redress 

mechanisms. 

DISCUSSION 

The findings of this study highlight several strengths and 

weaknesses in the HRM practices among private schools 

in Cebu City. On the positive side, most schools 

recognized the importance of recruiting qualified and 

competent teachers and provided some form of training 

and development to improve teaching effectiveness. The 

schools also focused on creating supportive work 

environments that encouraged collaboration among staff 

members. 

However, several challenges were identified that 

hindered the effectiveness of HRM practices. The 

recruitment processes were often inconsistent and lacked 

a standardized approach, which affected the quality of 

new hires. Training programs were also unevenly 

distributed, with smaller schools lacking the resources to 

offer comprehensive professional development. 

Moreover, performance management systems were not 

always perceived as fair, with many teachers feeling that 

appraisals were subjective and lacked transparency. 

The issue of retention was particularly concerning. 

Although some private schools offered competitive 

benefits and recognition programs, the overall 

compensation packages were lower than those in public 

schools, contributing to high employee turnover. 

Teachers expressed dissatisfaction with the limited career 

growth opportunities available, highlighting the need for 

schools to create clear career development paths and offer 

more substantial incentives to retain talented staff. 

Additionally, the study revealed that many schools were 

facing challenges related to teacher workload. With 

administrative duties often taking precedence over 

teaching responsibilities, teachers experienced burnout, 

which affected their overall job satisfaction and 

performance. This issue calls for a reevaluation of how 

tasks are distributed and how schools can better support 

their teachers' well-being. 

CONCLUSION 

Human Resource Management (HRM) plays an essential 

role in the functioning and success of private schools in 

Cebu City. As the education sector becomes more 

competitive, private schools are increasingly recognizing 

the importance of implementing effective HRM practices 

to attract, develop, and retain talented teachers and staff. 

In this context, the quality of HRM directly influences the 

educational outcomes, school reputation, and overall 

operational efficiency of these institutions. 

The findings from this study have shed light on several 
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key HRM practices in private schools in Cebu City, 

including recruitment and selection, training and 

development, performance management, compensation 

and benefits, and employee relations. Although many 

private schools have adopted practices to enhance the 

effectiveness of their human resources, significant 

challenges remain in terms of recruitment, retention, and 

workload management. Despite these challenges, there 

are notable examples of schools that have successfully 

implemented HRM strategies, fostering a work 

environment that is conducive to both professional 

growth and personal satisfaction. 

Human Resource Management practices in private 

schools in Cebu City play a crucial role in determining 

the quality of education provided by these institutions. 

While many private schools in Cebu City implement 

effective HRM practices, there are areas for 

improvement, particularly in recruitment consistency, 

performance management, and teacher retention. The 

findings suggest that private schools should invest in 

standardized recruitment processes, provide more 

extensive professional development programs, and 

enhance their retention strategies through improved 

compensation and career advancement opportunities. 

To address these challenges, it is recommended that 

private schools in Cebu City develop more structured 

HRM policies and practices. Schools should establish 

clear performance evaluation criteria, create a more 

supportive work environment, and implement effective 

workload management strategies. By improving HRM 

practices, private schools can enhance employee 

satisfaction, reduce turnover, and ultimately provide 

better educational outcomes for their students. 
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