
M ost of the time, we human resource (HR) managers 
are often asked the question — is HR for the workers 
or management? It’s not exactly a difficult ques-

tion. My answer to that — HR should work in support of the 
organization’s best interests. Do you agree? — Blue Mountain.

I agree, 101%. However, many HR so-called professionals don’t 
share that opinion. They act like horses with partial blinders, fa-
voring only management. That reason alone sends the wrong sig-
nal to the workers, which are HR’s customers as well. Even man-
agement would agree to that. 

That’s why HR is required to pursue programs on engagement, 
empowerment, and others to reduce attrition rates and to moti-
vate workers to do their best. A good example of the balancing act 
HR must pull o�  is as follows:

Bobby is a department manager who supervises the work of Ernie. 
Last week, Ernie went to Henry, the HR manager, to complain about 
his boss’ toxic style. What’s the best approach for HR? First, HR must 
clarify with Ernie on how he feels about the way Bobby operates.

The examples must be based on 
actual facts that can be verified inde-
pendently.  

Simple allegations will not cut it. 
However, Henry should be sincere 
in showing he’s interested in helping 
Ernie, whose job may be adversely 
a� ected if his negative views of Bobby 
become public. Let Ernie feel that his 
complaint is being treated seriously. 
However, if Henry finds Ernie’s com-

plaint unmeritorious, he should explain it well without any hint 
of favoring Bobby. 

Conversely, if there’s merit to Ernie’s complaint, Henry should 
coax him to discuss the issue with Bobby. This is much better than 
HR resolving the case between the two to avoid escalating the 
situation by causing Bobby to feel aggrieved about Ernie going 
behind his back. 

If Henry is too timid to assert himself, then the best way is for 
HR to indirectly resolve the issue by coming up with a coaching 
program for all line supervisors and managers on avoiding con-
fl ict with their workers, without mentioning Bobby. 

THE DAVE ULRICH FRAMEWORK
There’s no better way to perform HR’s job than to follow the four-
fold framework of David Olson Ulrich, a global HR guru and uni-
versity management professor. The framework prescribes that 
HR professionals should ensure that everyone works towards the 
best interests of the organization. 

The HR manager can wear the hats of a strategic partner, 
an employee champion, an administrative expert and a change 
agent, not necessarily in that order. 

One, HR as strategic partner. This means selecting the best 
workers and managing their career growth with an eye towards 
retaining them long term. It also means establishing policies and 
programs that are not limited to training, one-on-one coaching, and 
intra- or inter-department transfers, among other interventions.

Two, HR as employee champion. This involves teaching line 
leaders, supervisors, and managers how to proactively identify 
and learn the specific sentiments and concerns of their workers. 
This can be done by coaching all line leaders on how to conduct 
casual but e� ective engagement dialogues.

Three, HR as administrative expert. This requires focusing 
on process improvement in all HR tasks to ensure efficiency in 
meeting the specific needs of employees. A good example of this 
is the prompt issuance of an employment certificate and other 
documents, and limiting the number of signatories to the bare 
minimum in leave applications.

Four, HR as a change agent. HR should also serve as a catalyst 
for organizational change and transformation using the corporate 
mission, vision, and value statements as a compass. Programs to make 
this happen include the conduct of an annual employee morale sur-
vey, monthly town hall meetings, team problem-solving activities, etc.

NOT A RUBBER STAMP
An HR department head should be an objective professional who 
must serve the organization’s best interests, rather than meet the 
specific whims and caprices of department heads. For instance, 
when another department head asks HR to organize an exclusive 
training program on problem-solving for its employees, the best 
approach of HR is to ask the following questions tactfully:

What made you think it is important for your employees to be in 
that training program? How many employees in your department 
have a poor performance rating that could be attributed to their fail-
ure to solve problems? Have you explored other options to company-
sponsored training? How about considering free courses o� ered by 
Coursera or other entities for training outside of office hours?

If the diplomatic approach does not succeed, the HR profes-
sional should be assertive enough to push back if a department 
head steps out of line. Indeed, HR must reconcile the interests of 
both labor and management and not act as anyone’s rubber stamp. 
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Bring REY ELBO’s popular leadership program called “Superior 
Subordinate Supervision” to your management team. Contact him
on Facebook, LinkedIn, X (Twitter) or e-mail
elbonomics@gmail.com  or via https://reyelbo.com

IN THE 
WORKPLACE
REY ELBO

ELBONOMICS: People 
management is all 
about doing it with 
care and tact.

THE Central Luzon regional wage board has approved an increase 
in the monthly wage for domestic workers to at least P6,000, the 
Department of Labor and Employment (DoLE) said.

More than 126,000 domestic workers are expected to benefit 
from the P1,000 to P1,500 increase, as approved by the Regional 
Tripartite Wages and Productivity Board, which issued Wage 
Order No. RBIII-DW-04. The new pay scale takes e� ect on April 1. 

The P1,000 increase applies to those working in cities and 
first-class municipalities in Central Luzon, while P1,500 will be 
added to other municipalities. 

“The increase considered the results of a survey and public 
hearings, as well as the needs of domestic workers and their 
families, the employer’s capacity to pay, and the existing socio-
economic conditions in the region,” according to a DoLE state-
ment. — Chloe Mari A. Hufana 

LABOR GROUPS said they re-
ceived assurances from US Com-
merce Secretary Gina Raimondo 
that US investors in the Philip-
pines will respect workers’ rights 
and comply with international 
labor standards.

Public Services Labor In-
d e p e n d e n t  C o n f e d e r a t i o n 
President Annie E. Geron told 
BusinessWorld on the sidelines 
of a briefing on Thursday that 
the labor groups raised the is-
sue of contractual workers in the 

workforce to Ms. Raimondo in a 
March 12 meeting. 

Ms. Geron said the groups 
also brought up the practice of 
“ red-tagging,” which the security 
forces use as a pretext for labor 
crackdowns, alleging union con-
nections with the Communist 
movement.

“(Ms. Raimondo) told us that 
she will see to it US companies 
in the Philippines adhere to the 
labor rules implemented in our 
country, such as the International 

Labor Organization (ILO) Con-
vention No. 190 or the elimina-
tion of violence and harassment 
in the workplace,” Ms. Geron said. 

“Ms. Raimondo stated that 
she is ‘very concerned’ about the 
problematic state of the Philippine 
labor rights situation,” the Trade 
Union Congress of the Philippines 
(TUCP) said in a press release. 

“Ms. Raimondo also promised 
to raise the issue with US compa-
nies operating in the Philippines 
of alleged anti-union practices, 

the TUCP said, citing methods 
like the transfer of production 
and orders to non-union opera-
tions,” TUCP said. 

They also brought up the role 
of the National Task Force to End 
Local Communist Armed Con-
flict in  red-tagging. 

Ms. Geron said 69 labor lead-
ers, organizers, and activists were 
killed in 2023. 

“No one gets investigated or pun-
ished for the killings,” Ms. Geron 
said. — Chloe Mari A. Hufana
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