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ABSTRACT

This research intended to assess the readiness of the Municipal Human Resource
Management Officers (MHRMOs) and the local government units of Bohol towards the
assumption of full devolution as mandated by the Local Government Code of 1991 and
the subsequent supporting legislations namely, the Mandanas-Garcia Supreme Court
ruling and President Rodrigo Duterte’s Executive Order No. 138. Readiness is measured
in terms of the self-assessed level of comprehension of the MHRMOs on various
concepts related to devolution and human resource management, the level of completion
of the documentary requirements, and the level of exposure to training and workshops. A
descriptive method of research was used in the study. A researcher-made
guestionnaire was used to collect the needed data. The study's respondents were the
Municipal Human Resource Management Officers of all the forty-seven (47)
municipalities of the Province of Bohol. There was a moderate level of self-assessed
comprehension among the respondents on the different human resource management
concepts with the lowest rating observed for their understanding of devolution and re-
engineering. The compliance with documentary requirements is 75%. The most intense
challenges the MHRMOs encounter are the leadership’s lack of political will to prioritize
devolution efforts and the lack of budget. Recommendations are made for the
Department of Interior and Local Government, the Department of Budget and
Management, the Lawmakers, and the Provincial and Local Governments to intervene,
prioritize, and support devolution initiatives at the national and local levels.



Keywords: Executive Order No. 138, Full Devolution , Mandanas-Garcia Supreme
Court Ruling , Municipal Human Resource Management Officers (MHRMOQOs) , and
Readiness Assessment

INTRODUCTION

The Local Government Code of 1991 (RA 7160) marked a significant shift in
governance in the Philippines by mandating decentralization, allowing local government
units (LGUs) greater autonomy in decision-making, resource management, and service
delivery. This policy aimed to create a more responsive and accountable local government
structure, ensuring that LGUs had the authority to manage local development and
governance efficiently. However, despite this legal framework, full devolution remained an
ongoing challenge. Over the years, LGUs have struggled with financial and administrative
constraints, limiting their ability to assume devolved functions effectively. The demand for
increased fiscal resources led to the landmark Mandanas-Garcia Supreme Court Ruling
in 2018, significantly expanding LGUs' share of national taxes. This ruling redefined the
computation of the Internal Revenue Allotment (IRA) by including all national taxes, thus
increasing LGUs’ financial capacity to implement devolved functions. To operationalize
this ruling, Executive Order (EO) 138, s. 2021, was issued, mandating the full devolution
of specific national government functions to LGUs and setting the framework for their
transition toward greater autonomy.

As devolution progresses, LGUs face the challenge of strengthening their
institutional capacity to assume greater responsibilities effectively. Beyond financial
resources, the ability of LGUs to fully implement devolved functions depends on their
administrative capacity, leadership, and human resource management (HRM) practices.
HRM is crucial to this transition, as local personnel play a key role in executing devolved
services, ensuring regulatory compliance, and maintaining operational efficiency. The
Municipal Human Resource Management Officers (MHRMOs) ensure that LGUs comply
with legal requirements, enhance personnel competencies, and manage the transition
efficiently. However, the level of readiness of LGUs and MHRMOs in Bohol to fully assume
these devolved responsibilities remains unclear. Without adequate preparation, there is
a risk that devolution could lead to inefficiencies, gaps in service delivery, and
administrative bottlenecks at the local level.

Human Resource Management is crucial in improving organizational performance,
particularly in public sector modernization (Pollitt & Bouckaert, 2004; Boyne, 2003).
Strengthening HRM practices has enhanced service delivery efficiency and institutional
performance (Selden, 2009; Carmeli & Schaubroeck, 2005). Effective HRM enables
government institutions to attract, develop, and retain competent personnel who can
execute their functions effectively. Devolution requires an adaptive and strategic
approach to HR planning, as emphasized by Armstrong (2006), who highlighted that HRM
functions—including staffing, training, and performance management—must align with
organizational goals to achieve efficiency. The need for strategic HRM is further
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underscored by Papalexandri and Bourantas (2002), who argue that organizational
success largely depends on well-defined HR practices and leadership strategies.

Studies suggest that HRM'’s role in government transformation is key to improving
public service delivery (Ingraham, 2007; Tshewang, 2015). Proper human resource
planning ensures that LGUs have the necessary workforce to assume devolved
responsibilities, preventing inefficiencies in governance (Deadrick & Stone, 2014).
Additionally, training and development are critical in equipping employees with the
necessary competencies (Jehanzeb et al., 2013; Sultana et al., 2012), with performance
improvement directly linked to structured capacity-building programs (Aroge, 2012).
Without continuous training, capacity development, and organizational restructuring,
LGUs may struggle to sustain the quality of public service delivery expected under full
devolution.

Despite these findings, there remains a gap in studies focusing on the
preparedness of MHRMOs in devolution. Existing research on decentralization and fiscal
reforms in the Philippines has largely concentrated on financial aspects, with limited focus
on human resource preparedness. This study aims to assess the readiness of LGUs and
MHRMOs in Bohol by examining their comprehension of devolution policies (RA 7160;
EO 138, and the Mandanas-Garcia Ruling), exposure to capacity-building activities,
completeness of compliance with required devolution documents, and challenges in
ensuring the effectiveness of devolution. By addressing these areas, this study seeks to
provide valuable insights into the gaps and challenges in human resource management
within LGUs, offering recommendations for a more efficient and sustainable devolution
process. The findings will contribute to the broader discourse on local governance, HRM
capacity development, and policy implementation in the Philippines, particularly in full
devolution.

Research Questions

The study's main purpose was to assess the preparedness of the Human
Resource Management Officers and the Local Government Units of Bohol towards the
assumption of full devolution per RA 7160, the Mandanas-Garcia Supreme Court Ruling,
and Executive Order No. 138, s. 2021.

Specifically, the study sought to answer the following questions:

1. What is the profile of the MHROs of Bohol in terms of:

1.1. Position Status;

1.2.  Number of years in service in the position;
1.3. Age;

1.4. Highest Educational Attainment?

2. What is the level of exposure of the MHROs of Bohol on trainings, seminars,
workshops and/or capability-building activities related to the full devolution?

3. Based on self-assessment, what is the level of comprehension of the Municipal
Human Resource Officers of Bohol on the following important concepts related
to the implementation of the full devolution?

3.1. Implications of Mandanas-Garcia Supreme Court Ruling;
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4.

6.

3.2. E.O.No. 138 s. 2021;

3.3. Capacity building;

3.4. Capacity Development Agenda;

3.5. Personnel re-engineering;

3.6. Performance Management;

3.7. Staffing Pattern;

3.8.  Committee on Devolution;

3.9.  Human Resource Planning; and

3.10. Devolution per Garcia-Mandanas Supreme Court Ruling?

What is the level of completeness of the MHRMOs on the prescribed

requirements such as:

4.1. Devolution Transition Plan;

4.2. State of Devolved Functions, Services and Facilities;

4.3. Capacity Development Agenda;

4.4. Organizational Structure and Staffing Pattern;

4.5. Inventory of LGU Functions, Services and Facilities;

4.6. Phasing of Full Assumption of Devolved Functions, Services, and
Facilities;

4.7. Local Revenue Forecast and Resource Mobilization;

4.8. Performance Targets;

4.9. Capability Building/Trainings Attended; and

4.10. Capability Building/Trainings Conducted?

What are the difficulties/challenges encountered by the MHRMOs in the
assumption of full devolution related to:

1.1. External support;

1.2. Leadership; and

1.3. Attitude?

What recommendations can be made in relation to the findings of the study to
improve the effectiveness of the implementation of Mandanas-Garcia Supreme
Court Ruling.

METHODOLOGY

Research Design

This study employed the descriptive survey method, utilizing a researcher-made
questionnaire as the primary data collection tool. Relevant literature was thoroughly
reviewed and considered to ensure a comprehensive analysis of the study’s objectives.

Research Environment

This study was conducted in the forty-seven (47) municipalities of the province of
Bohol. Bohol is a first-class province divided into three congressional districts, comprising
one component city and 47 municipalities, with 1,109 barangays. As a DILG employee in
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Bohol, the researcher selected this province as the study's locale, recognizing the
relevance and practical applicability of the findings.

Research Respondents

This study involved forty-seven (47) Human Resource Management Officers
(HRMOs) from various municipalities in Bohol. These officers were responsible for
performing human resource management functions within their respective local
government units (LGUSs), either in an appointed or designated capacity.

This group was chosen based on their critical role in human resource
management, as outlined in Section 8 of CSC Memorandum Circular (MC) No. 12, Series
of 2022. Their responsibilities include personnel development and management functions
essential to LGU operations. Furthermore, CSC MC No. 25, Series of 1997, identifies key
roles, functions, and fundamental skills required of Municipal HRM Officers, such as
designing training programs and developing effective HRM systems. These systems
include selection and recruitment, career development, performance evaluation,
employee suggestion and incentive programs, and grievance mechanisms.

These functions are crucial in meeting the requirements of full devolution, which
encompass planning, capacity building, personnel re-engineering, performance
management, staffing patterns, and modernization efforts to enhance the delivery of
devolved services.

This research employed purposive sampling, selecting participants based on
specific criteria. A complete enumeration approach was applied, ensuring that all eligible
HRM officers were included in the study.

Inclusion Criteria:
1. Must be serving as the human resource officer in a municipality
2. Can be either appointed or designated
3. Has held the position and performed HRM functions for at least two (2) years

Exclusion Criteria:
1. Performing HRM functions but without official appointment or designation
2. Appointed or designated HRM officer with less than two (2) years of service in the

position
Table 1. The Municipalities of Bohol
o Barangays Area National Tax Population
Municipality Category Allotment (2020)
Count Hectare Amount Count
Alburquerque 1 2865 Fifth Class Municipality 77,429,376 11,196
Alicia 15 11450 Fourth Class Municipality 126,237,177 22,915
Anda 16 6110 Fifth Class Municipality 99,704,813 16,462
Antequera 21 8205 Fourth Class Municipality 106,858,747 14425
Baclayon 17 3402 Fourth Class Municipality 103,462,384 20591
Balilihan 31 15022 Fourth Class Municipality 116,901,478 17903
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https://www.bohol.ph/mun1.html
https://www.bohol.ph/mun2.html
https://www.bohol.ph/mun3.html
https://www.bohol.ph/mun4.html
https://www.bohol.ph/mun5.html
https://www.bohol.ph/mun6.html

Batuan 15 7815 Fifth Class Municipality 88,135,179 12767
Bien Unido 15 4482 Fourth Class Municipality 110,935,390 27115
Bilar 19 13315 Fourth Class Municipality 117,074,852 17590
Buenavista 35 8730 Fourth Class Municipality 133,496,497 27261
Calape 33 7615 Third Class Municipality 135,991,658 30863
Carmen 29 24804 Second Class Municipality 209,080,450 46306
Catigbian 22 7848 Fourth Class Municipality 124,732,097 22675
Clarin 24 6279 Fifth Class Municipality 104,755,096 20301
Corella 8 3033 Fifth Class Municipality 75,983,345 8479
Cortes 14 4377 Fifth Class Municipality 92,887,769 16954
Dagohoy 15 9101 Fifth Class Municipality 107,899,149 19158
Danao 17 9786 Fourth Class Municipality 128,519,496 17890
Dauis 12 4288 Fourth Class Municipality 170,601,519 45663
Dimiao 35 7713 Fourth Class Municipality 110,630,199 14364
Duero 21 8890 Fourth Class Municipality 110,290,199 17876
Garcia- 30 11684 Fourth Class Municipality 129,383,222 24194
Hernandez
Guindulman 19 11770 Fourth Class Municipality 149,908,851 32408
Inabanga 50 13166 Third Class Municipality 191,146,664 45880
Jagna 33 12063 Third Class Municipality 152,459,323 33892
Jetafe 24 9980 Third Class Municipality 160,888,306 30955
Lila 18 3640 Fifth Class Municipality 82,728,780 12257
Loay 24 3479 Fifth Class Municipality 96,695,704 16691
Loboc 28 8541 Fourth Class Municipality 97,938,278 15993
Loon 67 11975 Second Class Municipality 168,981,063 43034
Mabini 22 6455 Fourth Class Municipality 133,302,105 27171
Maribojoc 22 5192 Fourth Class Municipality 106,320,642 20688
Panglao 10 5537 Fourth Class Municipality 144,223,885 33553
Pilar 21 6248 Fourth Class Municipality 136,965,610 27256
—ngﬁgg‘t 23 6528 Fourth Class Municipality 110,728,571 23356
Sagbayan 24 9675 Fourth Class Municipality 115,708,121 22339
San Isidro 12 4104 Fifth Class Municipality 82,224 558 8744
San Miguel 18 9156 Fourth Class Municipality 130,410,052 24135
Sevilla 13 6486 Fifth Class Municipality 98,597,829 10661
Sierra 22 10975 Third Class Municipality 149,596,443 24745
Bullones
Sikatuna 10 2675 Fifth Class Municipality 70,641,079 6726
Tagcb;'t‘;ra” 15 3061 Component City 585,610,784 105051
Talibon 25 17704 First Class Municipality 233,891,505 66969
Trinidad 20 9472 Third Class Municipality 168,318,174 31956
Tubigon 34 7556 First Class Municipality 169,588,767 45893
Ubay 44 20755 First Class Municipality 301,977,999 73712
Valencia 35 10077 Fourth Class Municipality 135,447,899 27126

Research Instrument

This research utilized a researcher-made questionnaire to assess and analyze the

perceived readiness of Municipal Human Resource Management Officers and LGUs for
full devolution following the implementation of EO No. 138, S. 2021. The questionnaire

allowed the researcher to gather essential and relevant data for the study. The survey

took approximately 15 minutes to complete, and participants' involvement concluded

upon submission of their responses.
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https://www.bohol.ph/mun7.html
https://www.bohol.ph/mun49.html
https://www.bohol.ph/mun8.html
https://www.bohol.ph/mun9.html
https://www.bohol.ph/mun11.html
https://www.bohol.ph/mun13.html
https://www.bohol.ph/mun14.html
https://www.bohol.ph/mun15.html
https://www.bohol.ph/mun16.html
https://www.bohol.ph/mun17.html
https://www.bohol.ph/mun18.html
https://www.bohol.ph/mun19.html
https://www.bohol.ph/mun20.html
https://www.bohol.ph/mun21.html
https://www.bohol.ph/mun22.html
https://www.bohol.ph/mun23.html
https://www.bohol.ph/mun23.html
https://www.bohol.ph/mun24.html
https://www.bohol.ph/mun25.html
https://www.bohol.ph/mun26.html
https://www.bohol.ph/mun27.html
https://www.bohol.ph/mun28.html
https://www.bohol.ph/mun29.html
https://www.bohol.ph/mun30.html
https://www.bohol.ph/mun31.html
https://www.bohol.ph/mun32.html
https://www.bohol.ph/mun33.html
https://www.bohol.ph/mun34.html
https://www.bohol.ph/mun35.html
https://www.bohol.ph/mun36.html
https://www.bohol.ph/mun36.html
https://www.bohol.ph/mun37.html
https://www.bohol.ph/mun38.html
https://www.bohol.ph/mun39.html
https://www.bohol.ph/mun40.html
https://www.bohol.ph/mun41.html
https://www.bohol.ph/mun41.html
https://www.bohol.ph/mun42.html
https://www.bohol.ph/mun43.html
https://www.bohol.ph/mun43.html
https://www.bohol.ph/mun44.html
https://www.bohol.ph/mun45.html
https://www.bohol.ph/mun46.html
https://www.bohol.ph/mun47.html
https://www.bohol.ph/mun48.html

Research Procedure
Gathering of Data

The researcher distributed informed consent forms and questionnaires to all 47
Municipal Human Resource Management Officers (MMHRMOS) after securing approval
from the President of the Association of Human Resource Management Officers of Bohol.
Using a complete enumeration method, the study ensured 100% participation. To
maintain confidentiality, the questionnaire excluded personally identifiable information,
and the researcher personally handled the distribution and collection of survey forms.
After data analysis, all completed questionnaires were securely shredded.

Participation was voluntary, with each MMHRMO signing an informed consent
form. The introduction letter informed participants of their right to withdraw at any time.
To ensure credibility, the researcher coordinated with the association’s President, first
through a phone call and later through a formal meeting where an official letter was
delivered. The President helped inform MMHRMOs in advance, and the researcher
personally visited their offices to distribute and collect the questionnaires.

The study involved MMHRMOs of legal age, capable of independent participation,
with no vulnerable groups included. Each respondent received a clear explanation of the
study’s objectives, and their consent was confirmed through their signatures. There were
no anticipated risks, as the questionnaire was simple, non-intrusive, and had no impact
on employment status.

The study's findings will aid the provincial government in supporting municipalities
with devolution, strengthening HRMOSs' roles, and assessing municipal readiness. The
results will inform necessary organizational changes and provide insights for
policymakers. No financial or material incentives were offered, as participation was
entirely voluntary.

Data Analysis

To determine the typical responses to each item in the questionnaire, the
descriptive method was used to analyze and interpret the collected data. Frequency,
percentage, and weighted mean were employed for data analysis.

The percentage was computed using the formula:
% =(f/n)x100

Where:
f = frequency of response
n = total number of responses
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To compute the central tendency of the responses, the weighted mean was
utilized, following the formula:

M=2Z(fxx)/N

Where:
M = weighted mean
2 = summation
f = frequency
X = weight
N = total number of responses

Table 2. Qualitative Interpretations of Weighted Mean

Weighted Mean Qualitative Interpretation Intensity
4.21-5.00 Excellent Very High Intensity
3.41-4.20 Very Good High Intensity
2.61-3.40 Good Moderate Intensity
1.81-2.60 Fair Low Intensity
1.00-1.80 Poor Very Low Intensity

Table 2 defines the value ranges of the weighted means and their corresponding
qualitative interpretations. These interpretations were applied to analyze participants'
responses, providing insights into the intensity of their perceptions.

RESULTS

This chapter presents, analyzes, and interprets the data collected regarding the
perceived level of comprehension of Human Resource Management Officers in the
municipalities of Bohol on various concepts related to devolution and human resource
management. Additionally, it examines the degree of compliance of Local Government
Units (LGUs) in Bohol with the required documentation for the assumption of full
devolution following the implementation of Executive Order No. 138, Series of 2021.The
chapter is divided into four sections. The first section outlines the profile of the
participants, including the training programs and capability-building activities attended by
Human Resource Officers. The second section presents the self-evaluation of their
understanding and comprehension of full devolution, as defined by Republic Act No.
7160, the Mandanas-Garcia Supreme Court Ruling, and Executive Order No. 138. The
third section highlights the challenges encountered by their respective offices in preparing
for full devolution. Finally, the fourth section details the completion rate of the required
documentation in preparation for the assumption of full devolution.
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Table 3. Profile of Participants as to Position Status

Position Status f Percentage (%)
Appointed 37 79
Designated 10 21
Total 47 100

Table 3 shows the position status of the Municipal Human Resource Management
Officers (MHRMOs). Most participants (79%) hold an appointed position, while the
remaining 21% are designated HR officers. Those with a designated status are officially
assigned to another position but are tasked with performing HRMO functions.

Table 4. Number of Years in the Position

Years in Position f Percentage (%)
1-3 years 24 51
4-6 years 7 16
7-9 years 8 17
10-12 years 3 6
13-15 years 1 2
16-18 years 1 2
19+ years 3 6
Total 47 100

Table 4 shows the years the participants have held their current HRMO position. A
significant proportion (51%) have been in the role for 1 to 3 years, indicating a relatively
new tenure for many officers. In contrast, only 5 participants (11%) have served in the
position for more than 13 years.

Table 5. Profile of Participants as to Age

Age Range f Percentage (%)
25-30 3 6
31-35 4 9
36-40 12 26
41-45 9 19
46-50 9 19
50+ 10 21
Total 47 100

Table 5 shows the age distribution of the HR officers. The most represented age
group is 36-40 years old (26%), followed by those aged 50 and above (21%). Only a small
portion (6%) of participants is between 25-30 years old.

Table 6. Highest Educational Attainment

Educational Attainment f Percentage (%)
College Graduate 38 81
With Units in Master’s Degree / Juris Doctor 3 6
With Master’s Degree / Juris Doctor 5 11
PhD / DPA 1 2
Total 47 100
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Table 6 shows the highest educational attainment of the HR officers. A vast majority
(81%) are college graduates, while only a small percentage (2%) have attained a PhD or
Doctor of Public Administration (DPA). Additionally, 11% have completed their master's
degree or Juris Doctor, while 6% have taken graduate studies without completing them.

Table 7. Trainings Attended by HR Officers Related to Full Devolution

Trainings Attended Frequency | Percentage
Executive Order No. 138, Full Devolution of Certain Functions of

the Executive Branch to Local Governments, Creation of a 43 91
Committee on Devolution, and for other Purposes

Capacity Development Agenda 39 83
Devolution Transition Plan per Mandanas-Garcia Supreme Court 38 81
Ruling

Capacity Building 30 64
Performance Management 30 64
Human Resource Planning 19 40
Implications of the Supreme Court Ruling on the Mandanas- 16 34
Garcia Case

Staffing Pattern 15 32
Other Related Trainings 14 30
Reengineering of Personnel 7 15

Table 7 shows that HR Officers have attended various preparatory trainings and
capability-building activities related to full devolution. The top three most attended
trainings include Executive Order No. 138 (91%), Capacity Development Agenda (83%),
and Devolution Transition Plan per Mandanas-Garcia Supreme Court Ruling (81%).
These reflect the prioritization of crucial areas essential for effective local governance.

However, certain training programs, such as Reengineering of Personnel (15%),
Staffing Pattern (32%), and Implications on the Supreme Court Ruling on the Mandanas-
Garcia Case (34%), were attended by fewer participants. The low attendance in these
areas may result in gaps in knowledge and preparedness, which could impact the officers'
ability to implement full devolution efficiently. Effective training is essential to ensure
competence, improve performance, and prevent inefficiencies that may arise from
inadequate preparation.

Table 8. Self-Assessment of Comprehension of Full Devolution

. . Qualitative

Salient Topic/s Average Description
Definition/description of Mandanas-Garcia Supreme Court Ruling 2.74 Good
Implications of the Supreme Court ruling on the LGUs 2.66 Good
Roles of the LGU per Supreme Court ruling 2.70 Good
Supreme Court decision in the Garcia petition 2.57 Fair
Impacts of Mandanas-Garcia Supreme Court Ruling 2.55 Fair
Overall Average 2.64 Good

Table 8 shows the self-assessed comprehension of HR Officers regarding full
devolution. The overall average rating of 2.64 ("Good") suggests that participants
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moderately understand the subject. However, there are notable areas for improvement,
particularly in understanding the Supreme Court decision (2.57) and the impacts of the
Mandanas-Garcia ruling (2.55), both of which received a "Fair" rating.

Since full devolution has significant implications for fiscal sustainability, service
delivery, and governance, further literacy training is needed to enhance their
understanding. Providing comprehensive training, mentoring initiatives, and continuous
knowledge enhancement can help HR Officers become more equipped to facilitate
devolution effectively.

Table 9. Self-Assessment of Comprehension of Executive Order No. 138

. . Qualitative
Salient Topics Average Description
Definition/description of Executive Order No. 138 2.72 Good
Funding sources for the implementation of Executive Order No. 138 270 G
S. 2021 ' ood
Functions, Services, and Facilities for Full Devolution 2.64 Good
Guiding principles of Executive Order No. 138, Series of 2021 2.60 Fair
Coverage of Executive Order No. 138, S. 2021 2.60 Fair
Overall Average 2.65 Good

Table 9 shows the HR Officers' self-assessment of their understanding of
Executive Order No. 138. The ratings suggest a moderate comprehension, with an overall
average of 2.65 ("Good"). However, the guiding principles (2.60) and coverage (2.60) of
the order were rated "Fair," indicating a need for additional training and deeper
internalization of these topics. Strengthening knowledge in these areas will be essential
for effective devolution implementation.

Table 10. Self-Assessment of Comprehension of Capacity Building

. . . I Qualitative
Salient Topics on Capacity Building Average Description
Definition/description of Capacity Building 3.1 Good
Importance of Capacity Building 3.09 Good
Elements of Capacity Building 3.04 Good
Strategies of Capacity Building 3.00 Good
Capacity Building Methods 2.96 Good

Overall Average 3.04 Good

Table 10 shows the HR Officers' self-assessment of their comprehension of
Capacity Building to full devolution. The overall rating of 3.04 ("Good") indicates a solid
understanding of its key concepts. However, Capacity Building Methods (2.96) received
the lowest score, suggesting additional emphasis and clarity may be needed.

Capacity building is vital in ensuring that HR Officers are well-equipped to train
local government personnel, enhancing service delivery and governance. Given that
municipalities have varying needs, a structured training mechanism should be established
to strengthen their knowledge and application of capacity-building strategies.
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Table 11. Self-Assessment of Comprehension of Capacity Development Agenda
Formulation

. . . Qualitative

Salient Topics on Capacity Development Agenda Average Description
Definition/description of Capacity Development Agenda 3.06 Good
Pillars of Capacity Development 2.98 Good
Importance of Capacity Development Agenda 2.83 Good
Purposes of Capacity Development Agenda 2.79 Good
Steps in Formulating Capacity Development Agenda 2.68 Good
Overall Average 2.87 Good

Table 11 shows the HR Officers' comprehension of the Capacity Development
Agenda formulation. The overall rating of 2.87 ("Good") indicates a solid concept
understanding. However, the steps in formulating the agenda (2.68) received the lowest
rating, suggesting a need for further guidance in this technical aspect.

The Capacity Development Agenda serves as a strategic roadmap for enhancing
organizational capabilities. HR Officers are critical in defining priority interventions to
improve local government workforce competencies. Since the formulation process is
technical, additional support and training from municipal officials may be necessary to
strengthen their capacity.

Table 12. Self-Assessment of Their Comprehension of Reengineering

. . . . Qualitative

Reengineering of Personnel Salient Topics Average Description
Definition/Description of Reengineering 2.32 Fair
Elements of Reengineering 2.19 Fair
Importance of Reengineering 215 Fair
Aspects of Reengineering 2.1 Fair
Reengineering Tools 2.09 Fair
Overall Average 217 Fair

Table 12 displays the understanding and comprehension of Human Resource
Management Officers (HRMOs) on reengineering in connection with full devolution. The
findings indicate that reengineering has the lowest comprehension scores, as all
assessed topics received a Fair rating. Even the fundamental definition of reengineering
was rated as fairly understood, suggesting that HRMOs require additional training to
strengthen their grasp of the concept.

This result highlights the need for further capability-building initiatives to ensure
that HRMOs are adequately prepared to implement the reengineering process in
accordance with the Mandanas-Garcia Supreme Court ruling. Without sufficient
knowledge, they may face challenges in designing and executing personnel restructuring
efforts required for full devolution.
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Table 13. Self-Assessment of Their Comprehension of Performance Management

Performance Management Salient Topics Average S)uallt'atl've

escription

Benefits of Performance Management 3.43 Very Good
Definition/Description of Performance Management 3.40 Good
Aims of Performance Management 3.40 Good
Characteristics of Performance Management 3.36 Good
Methods of Performance Management 3.34 Good
Overall Average 3.39 Good

Table 13 presents the self-assessment of HRMOs on their comprehension of
performance management, a critical component of full devolution. The results indicate an
overall Good level of understanding, with the Benefits of Performance Management
receiving the highest rating (Very Good, 3.43).

The findings suggest that participants possess moderate to high confidence in their
knowledge of performance management concepts and applications. However,
continuous professional development is necessary to ensure that HRMOs can effectively
assess and enhance employee performance in alignment with full devolution initiatives.

Table 14. Self-Assessment of Their Comprehension of Staffing

Staffing Pattern Salient Topics Average DQuallt_atl_ve

escription

Description/Definition of Staffing 3.57 Very Good
Characteristics of Staffing 2.98 Good
Importance of Staffing 2.96 Good
Benefits of Staffing 2.94 Good
Requirements of Staffing 2.89 Good
Overall Average 3.07 Good

Table 14 illustrates the participants’ perceived level of comprehension regarding
staffing in full devolution. While the definition of staffing received the highest rating (Very
Good, 3.57), other aspects, such as its characteristics, importance, benefits, and
requirements, were rated as Good.

This suggests that HRMOs generally understand the staffing process but may
require further refinement in their knowledge of staffing characteristics and requirements.
Since staffing involves determining the right number of employees with appropriate
gualifications, HRMOs must be well-equipped to implement staffing plans aligning with
full devolution policies.

Table 15. Self-Assessment of Their Comprehension of the Concept of Devolution

. . Qualitative
Salient Topics Average Description
Description/Definition of Devolution 2.51 Fair
Functions, Services, and Facilities for Full Devolution 2.47 Fair
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Agencies Where Some of Their Functions Were Devolved 2.47 Fair
National Agencies That Compose the Committee on .
X 2.45 Fair
Devolution
Roles of the Committee on Devolution 2.40 Fair
Composite Mean 2.46 Fair

Table 15 reveals that HRMOs have a relatively low comprehension of devolution,
as all topics received a Fair rating. This finding is concerning, given that HRMOs play a
crucial role in preparing for and implementing the full devolution process.

Despite the Local Government Code of 1991 establishing the groundwork for
devolution, the results indicate that many HRMOs lack a strong grasp of its core
principles. The low rating suggests an urgent need for refresher courses and in-depth
training to enhance their competence in handling devolved functions.

Since full devolution is mandated under the Mandanas-Garcia Supreme Court
ruling, a stronger understanding of devolution is essential for HRMOs to effectively
oversee the transition and ensure compliance with the new governance framework.

Table 16. Self-Assessment of Their Comprehension of Human Resource Planning

Human Resource Planning Concepts Average DQuallt_atl_ve

escription
Definition/description of Human Resource Planning 3.17 Good
Process of Human Resource Planning 3.13 Good
Importance of Human Resource Planning 3.13 Good
Steps of Human Resource Planning 3.06 Good
Formulation of Human Resource Plan 3.06 Good
Overall Average 3.1 Good

Table 16 shows the self-assessment of the Human Resource Management
Officers (HRMOSs) regarding their level of understanding and comprehension of Human
Resource Planning. The overall average rating of 3.11 (Good) indicates that the
respondents strongly grasp its fundamental concepts. Among the components, the
definition and description of Human Resource Planning received the highest rating (3.17),
while the steps and formulation of the Human Resource Plan were rated the lowest (3.06).
This suggests that while HRMOs understand the importance of the general human
resource planning process, they may require further training in executing specific steps
and formulating comprehensive plans.

Understanding human resource planning is crucial as it allows HR officers to
forecast personnel needs, assess available employees, and ensure that competencies
align with job descriptions, all while being mindful of budget limitations within their
municipalities. Proper planning enhances organizational success by optimizing employee
placement and experiences.
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Table 17. Self-Assessment of Their Comprehension
of the Devolution Transition Plan

Devolution Transition Plan Concepts Average Quallt_atl_ve
Description
Gwde_ll_nes for LGUs to prepare the Devolution 268 Good
Transition Plan
Content of the Devolution Transition Plan 2.66 Good
Purposes of the Devolution Transition Plan 2.66 Good
Gwde_ll_nes in the preparation of the Devolution 262 Good
Transition Plan
Formulation of the Devolution Transition Plan 2.60 Fair
Overall Average 2.64 Good

Table 17 shows the self-assessment of HRMOs regarding their comprehension of
the Devolution Transition Plan (DTP). The overall rating of 2.64 (Good) indicates a
moderate plan understanding. However, while the respondents rated their understanding
of its guidelines and purposes as "Good," their self-assessed comprehension of
formulating the Devolution Transition Plan was lower, receiving a "Fair" rating (2.60).

The Devolution Transition Plan is a critical document mandated by Executive
Order No. 138, guiding local government units (LGUs) in assuming their devolved
functions and responsibilities. The findings suggest that while HRMOs conceptually
understand the plan, they may lack confidence in drafting and implementing it effectively.
This highlights the need for capacity-building programs and technical training to equip HR
officers with the skills required for proper DTP formulation.

Table 18. Consolidated Perceptions of MHRMOs
on Various Concepts Related to Devolution

Concepts/Topics Percei\{ed
Comprehension Level
Full Devolution Good
Executive Order No. 138 Good
Capacity Building Good
Capacity Development Agenda Good
Re-engineering Fair
Performance Management Good
Staffing Good
Devolution Fair
Human Resource Planning Good
Devolution Transition Plan Good

Table 18 shows the consolidated self-assessment of HRMOs regarding their
comprehension of various devolution-related concepts. The respondents rated their
understanding of Full Devolution, Executive Order No. 138, Capacity Building, and
Performance Management as Good, suggesting familiarity with these fundamental
devolution components.
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However, Re-engineering and Devolution were rated Fair, indicating gaps in
understanding. Re-engineering involves restructuring processes to enhance efficiency,

crucial in the transition to full devolution. The lower rating for Devolution suggests that
while HRMOs comprehend its basic principles, they may need further clarification on its
implementation and impact on governance.

Table 19. External Support Difficulties Experienced by HR Officers
in the Assumption of Full Devolution

- . Qualitative
External Support Difficulties Average Description
Lack of budget 3.85 High Intensity
Lack of training 3.28 Modergte
Intensity
Moderate
Lack of support 2.87 Intensity
Lack of guidance 3.21 Modergte
Intensity
Lack of manpower 3.02 Modergte
Intensity
Overall Average 3.26 Moderz_ate
Intensity

Table 19 shows the external support difficulties encountered by HRMOs in
assuming full devolution. Lack of budget was identified as the most significant challenge
(3.85 — High Intensity), reflecting the financial constraints many LGUs face, particularly in
Bohol’'s municipalities.

Other difficulties, such as lack of training, support, guidance, and manpower, were
rated at Moderate Intensity, indicating that while these challenges exist, they are not as
pressing as budget constraints. These findings underscore the need for additional
financial allocations, capacity-building initiatives, and human resource support to aid
HRMOs in effectively transitioning to full devolution.

Table 20. Leadership Difficulties Experienced by the HR Officers
in the Assumption of Full Devolution

Leadership Difficulties Average Quallt_atl_ve
Description
Lack of prioritization 3.55 ngh.
Intensity
Lack of unification 2.79 Moderelate
Intensity
Lack of focus 2.74 Modergte
Intensity
Lack of political wil 279 | Moderate
Intensity
Lack of management 2.66 Modergte
Intensity
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Moderate

Overall Average 293 Intensity

Table 20 shows the leadership difficulties HR officers encounter in the assumption
of full devolution. The most significant challenge is the lack of prioritization, rated at 3.55
(High Intensity), indicating that HR officers struggle to determine and execute urgent and
essential tasks in the devolution process.

Leadership plays a crucial role in municipal governance as leaders formulate and
implement policies, facilitate devolution, and ensure effective local governance. Effective
leadership requires setting priorities, which involves organizing tasks based on urgency
and importance to achieve full devolution outcomes. A clear prioritization framework
enables LGUs to maximize resources, streamline governance, and promote efficiency in
service delivery. Addressing leadership challenges, particularly in prioritization, can
significantly improve the transition to full devolution in the municipalities of Bohol.

Table 21. Attitudinal Difficulties Experienced by the HR Officers in the Assumption
of Full Devolution

Attitude Difficulties Average S)uallt_atl_ve

escription
Lack of cooperation 2.77 Modergte
Intensity
Lack of interest 2.79 Modergte
Intensity
Lack of dedication 2.77 Modergte
Intensity
Overall Average 2,77 Modergte
Intensity

Table 21 shows that HR officers perceive attitudinal difficulties as moderate in
intensity, indicating that while these challenges are notable, they are not severe. The most
significant difficulty is a lack of interest (2.79), followed closely by a lack of cooperation
(2.77) and a lack of dedication (2.77).

A positive working attitude is essential for effective governance, particularly in
successfully implementing full devolution. The commitment and mindset of municipal
officials and employees influence how they embrace changes and navigate challenges
transitioning to full devolution. Encouraging cooperation, engagement, and dedication
among HR officers can enhance teamwork, productivity, and overall efficiency in
municipal governance.

Table 22. Percentage of Completion of the LGU on the Requirements for

Devolution
Required Devolution Documents Average | Percentage
Devolution Transition Plan 5.00 100%
Capacity Development Agenda 5.00 100%
State of Devolved Functions, Services, and Facilities 3.70 75%
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Organizational Structure and Staffing Pattern 3.98 75%
Inventory of LGU Functions, Services, and Facilities 3.85 75%
Phasing of Full Ass_umptlon of Dg_v_olved Functions, 3.45 759

Services, and Facilities
Local Revenue Forecast and Resource Mobilization 3.68 75%
Performance Targets 3.81 75%
Capability Building/Trainings Attended 3.49 75%
Capability Building/Trainings Conducted 3.38 50%
Overall Average 3.93 75%

Table 22 shows the completion percentage of required documents for devolution
among Local Government Units (LGUs). The Devolution Transition Plan and Capacity
Development Agenda are reported as fully completed (100%). This contradicts HR
officers' self-assessment of their comprehension of the Devolution Transition Plan, where
they rated their understanding as only "Fair." This discrepancy suggests that while these
documents have been formally completed, there may be gaps in HR officers' confidence
in their ability to draft and apply them effectively.

Most other required documents, including the State of Devolved Functions,
Organizational Structure, Local Revenue Forecast, and Performance Targets, are
perceived to be 75% completed. However, capability-building training, attended (3.49)
and conducted (3.38), shows the lowest levels of completion, indicating an urgent need
for additional training sessions to ensure HR officers are fully prepared for their devolved
responsibilities.

At this stage, full compliance with all devolution requirements should ideally have
been achieved. The results emphasize the need for intensified efforts in training and
capacity-building initiatives to ensure that LGUs are not just formally compliant but are
also well-prepared to implement devolution effectively.

Findings

The following are the findings obtained after the collation of data obtained
from the Human Resource Management Officers who served as participants of the study:

1. Profile of the Human Resource Management Officers
Position Status. Of the total respondents, a great majority possessed
official appointments as Municipal Human Resource Officers. A few were
holding the positions in designated capacities. When a government employee
is in a designated capacity, s/he is appointed to another position, but s/he
performs the functions of an HRMO.

Number of years in service in the position. A great majority of the
MHRMOs held the position for less than 10 years, while the rest held it for more
than 10 years, with a few holding it for at least 19 years.

Age. Aslight plurality of the MHRMOs are 40 years old and below, while
a slight majority are 41 years old and above.
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Highest Educational Attainment. Most MHRMOs are college
graduates, while a few have earned units in graduate studies or a degree,
including a doctoral degree.

2. Exposure is measured by the attendance of the MHRMOs to capability-
building activities. All of them were exposed to these activities. However, not
all of them attended 100% of the training provided. This means that the
exposure of the MHRMOs to capability-building activities are limited to the ones
they have attended. The top three most attended training, which represents the
activities to which the participants are most exposed, are (1) Executive Order
No. 138, Full Devolution of Certain Functions of the Executive Branch to Local
Governments, Creation of a Committee on Devolution, and for other purposes,
(2) Capacity Development Agenda, and (3) Devolution Transition Plan per
Mandanas-Garcia Supreme Court Ruling.

However, there are poorly attended seminars and trainings, which
means those to which the MHRMOSs are least exposed. These are trainings on
the (1) Mandanas-Garcia Supreme Court Ruling, (2) Staffing, and (3) Re-
engineering of personnel.

3. The Human Resource Management Officers show moderate
comprehension (Good) of all the concepts related to devolution except for re-
engineering and devolution, which they assessed with Fair comprehension. A
good comprehension of re-engineering would capacitate MHRMOs to re-create
the organization and processes, which would be a relevant skill in devolution
efforts. Understanding the central idea of devolution would channel the efforts
of all stakeholders, including the MHRMOs, to a more focused direction.
Staffing received the highest quantitative assessment rating. The results
likewise showed a moderate comprehension of some concepts of capacity
building. However, there is a relatively lower comprehension of the
technicalities of preparing the Capacity Development Agenda. There remains
some potential for enhancing their understanding of specific methods.

There is a relatively high comprehension of the Mandanas-Garcia
Supreme Court Ruling and EO implications. No. 138 s 2021, Human Resource
Planning and Devolution, though they need more capacity building to enhance
their competence.

4. The level of completion of the prescribed requirements
The following documentary requirements were reported as Fully
completed (100%):
Devolution Transition Plan. This is the main instrument to
operationalize the transition to full devolution. The plan guides the transition in
assuming the devolved roles and responsibilities.

Capacity Development Agenda. All forty-seven municipalities have
complied with the preparation of the Capacity Development Agenda of their
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respective municipalities. Their respective offices are familiar with the training
needs of their personnel, and this guided them in the identification and content
of the needed training to capacitate them for more effective basic services to
the public. The following documentary requirements are reported to be partially
completed at 75%.

State of Devolved Functions, Services, and Facilities. Some
municipalities are still preparing for it, and some have not considered this a
priority. Some LGUs need more knowledge and guidance on their preparation
and compliance.

Organizational Structure and Staffing Pattern. Some LGUs did not
consider this a priority. This may be because of political reasons since the local
chief executives have the authority to appoint personnel, and consequently,
formal processes are bypassed. This is a requirement that needs to be
complied with.

Inventory of LGU Functions, Services, and Facilities. An average
of seventy-five (75%) of the LGUs could comply with this requirement.
Preparation of an inventory of functions, services, and facilities is quite simple
to comply with compared with the other requirements, but seemingly, this is not
given priority. An inventory is important to keep track of the existing and the
needed resources.

Phasing of Full Assumption of Devolved Functions, Services, and
Facilities. An average of seventy-five percent (75%) of the LGUs could follow
this mandate. There are already devolved functions, services, and facilities in
the municipalities. However, they must update and revise them based on the
Mandanas-Garcia Supreme Court ruling.

Local Revenue Forecast and Resource Mobilization. This study
found that the assistance of the Local Finance Committee is needed to
complete this requirement. In consideration of their regular workloads, they
were not able to comply with this yet, but they possess the competence to
complete this as part of their official functions.

Performance Targets. With only seventy-five percent (75%) as to
completion, there is a need to fast-track this compliance to plan for strategic
changes that implementing the full devolution will bring about. This involves the
specific, planned level of performance to be achieved within a specific
timeframe.

Capability Building/Training Attended. Not all municipality
MHRMOSs have been trained. These officers must still attend capability-
building/training to be capacitated to perform their functions. With an average
of seventy-five percent (75%) as to completion, this study found that not all of
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them could attend all the required mandatory training in preparation for full
devolution.

The following documentary requirements were reported as partially
completed at 50%.

Capability Building/Training Conducted. This earned the lowest
completion rating of fifty percent (50%). This implies that human resource
management offices must conduct mandatory employee training. With the
implementation of full devolution, there is a need to capacitate the employees
to prepare them for the assumption of full devolution. Many factors will
contribute to the completion of this requirement, and the most important is the
financial support from the LGU for them to conduct and implement the needed
capability-building/training.

5. Difficulties encountered by the Human Resource Management Officers.

The lack of budget and prioritization were considered difficulties experienced in
high intensity by all MHRMOs in the municipalities of Bohol. The necessary preparations
for full devolution assumption were not included in the annual budget. Despite the various
training and capability-building activities they attended, their assessment shows that they
cannot fully implement the required activities and preparations, which affects their
readiness for the assumption of full devolution.

Conclusions

This study's results reveal that there is a gap between the ideal and the perceived
actual level of readiness of municipal human resource officers and the local government
units to assume full devolution. This affirms the baseline study conducted by the
Philippine Institute for Development Studies (PIDS) published in 2023 as a benchmark to
measure the state of devolution thereafter. The study revealed that none of the LGUs
(provincial, city, and municipal) was reported to have achieved 100% devolution by the
end of 2024.

Comprehension of MHRMOs on human resource management concepts, as well
as those related to devolution, is also moderate, which presupposes a need for them to
strengthen this. Regarding documentary preparedness, the local government units have
not fully complied with the requirements, with some having achieved only 50%
completion. Commendable efforts were exerted, but the compliance of the requirements
was not fully met, and there are still some deficiencies.
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Recommendations

In light of the results of the study, the following are recommended:
To the Department of the Interior and Local Government:

1. Create a concrete strategy to improve coordination among national government
agencies. The department will serve as the liaison among national government agencies,
and the Commission on Devolution in order to align the devolved services. They should
assess whether devolved services at the local government unit level are aligned with
national priorities. This will guide the agency to issue supplementary policies and institute
the necessary mechanism to further guide and facilitate the implementation of devolution
to the local government units.

2. To respond to the MHRMOs’ FAIR comprehension on the crafting of the
Devolution Transition Plan, the Department should establish a comprehensive and
effective monitoring and evaluation system of the devolution plans of the local
government units. The Department needs to evaluate the LGUs’ readiness and the
preparations they are making on the mandated requirements so the agency can
determine the extent and quality of compliance, the progress and effectiveness of its
implementation. Through the comprehensive monitoring and evaluation, the Department
can assess the appropriateness of their strategies, identify areas of improvement and
ensure the attainment of the desired result of devolution implementation.

3. Provide a more effective capacity-building support to local government units to
improve their capacity and overall service delivery. The Department needs to provide the
needed and identified capacity interventions in order for them to be empowered and self-
reliant, minimizing, if not, eradicate dependency to the national government. The
Department needs to strengthen the institutional capacity of the local government units
by providing them the needed training that will foster them the sense of empowerment.
They need to fully prepare and capacitate them to implement the devolved functions,
services and facilities to ensure the effective and efficient delivery of devolved functions,
services and facilities by the local government units.

To the Department of Budget and Management:

1.Provide additional budgetary support to the poorer local government units for
specific programs and projects to support the transition and devolution process.
Uncertainty arises on how local government units will manage to fully assume all devolved
functions and whether the prescribed devolution transition period is sufficient. Hence, the
LGUs need support in order to empower them in accordance with the Local Government
Code, the Mandanas-Garcia Supreme Court Ruling and EO 138.

2. Address the inequality among the local government units by providing targeted
support to poor local government which lack proper capacity and resources. Reducing
inequality requires transformative change. = To address the financial constraints and
budgetary limitations of the poor local government, they should be provided with the
needed assistance and support.
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To the Lawmakers:

1.Reuvisit and review the existing policies concerning to the implementation of the
full devolution in order to help determine the best option that will produce the most
desirable result. The process will help to identify gaps, outlines areas for improvement,
and provides valuable information vital for the efficient and effective implementation of
the full devolution. Enact laws that support the devolution process. They should review
the timeline given for the devolution of some functions to local governments units to find
out whether there is a need to extend the devolution implementation considering of the
deficiencies.

2.Enact policies that promote equality. They have to determine the specific
functions and services that are appropriate to each respective local government unit level.

The devolution policy should focus on equity objectives and targets that consider
the capacity of the local government units in the implementation of the full devolution.

3.Establish an oversight function to look at the process and progress of the
implementation of the full devolution to all local government units supported with database
building. There is a need to have watchful eyes, direction and control in the
implementation of the full devolution. By this, the national government will be able to
assess its effectiveness in the local government units, whether the desired results are
achieved and what next steps to take. Database building, management and analyses be
also established to provide decision inputs for the local government units.

4.Review the timelines for the implementation of the full devolution because not all
LGUs are equally capacitated. This requires targeted function-matching and capacity
development interventions to effectively perform new devolved services. Reviewing the
timeline for full devolution helps avoid the risks of excessive institutional shocks and
service delivery failure.

To the Provincial Government:

1.Inter-LGU coordination should be established. Devolution should be contingent
on the LGU development priorities, capacity, and availability of resources. They should
improve coordination with local government units through the Municipal Mayors,
especially with those less-developed, through policies and programs that address their
needs.

2.Conduct massive and effective information dissemination on Mandanas- Garcia
Supreme Court Ruling, and Executive Order No. 138 Series of 2021 to scale up the level
of awareness of the local government units. The local officials and employees need to
understand this mandate in order to enhance their knowledge and competency to further
improve strategies and plans in navigating the implementation of the full devolution.

3.Establish a system and a process to deploy the programs devolved from the
national government, as well as the controls and accountability mechanisms to the local
government units. The system, process, and accountability mechanisms seek to identify
and foster means for collaboration, cooperation and knowledge sharing between and
among national level and the local government units.
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To the Municipalities:

1. Implement a local or customized decentralization strategy considering that
service delivery varies for the municipalities due to diverse local contexts and capacities.
The local chief executives have different priorities and their constituencies have different
needs. There can be different approaches in order to solve and respond to the problems
and challenges of their respective municipalities. Adoption of a local or customized
strategy can help in the process to respond to the development needs and improve the
delivery of basic services in the light of devolution.

2. Provide capacity-building support to the personnel of the municipalities to
improve their implementation capacity and overall service delivery. Capacity building will
help strengthen the municipalities’ ability to fulfill its mission by promoting sound
management, and strong good governance. Guided by their capacity development
agenda, the municipalities need to implement the appropriate individual and
organizational enhancement interventions to be competent to ensure the effective
implementation of their programs, projects and activities. Capability-building and training,
education and skills development should be provided to strengthen the institutional
capacity of the municipalities.

3. Establish a clear and effective monitoring and evaluation system to determine
the progress and effectiveness of devolution, how the people responded to the full

implementation, its effects and benefits. The local government units are in a position to
know their constituents’ development needs. Monitoring and evaluation help to identify
any potential issues, track progress, and measure the outcomes of the devolution.

4. Prioritize and allocate budget for the implementation of the full devolution. They
need to consider the requirements of the devolution in order to establish an efficient
transition and the important manpower needed to maintain the quality of the devolved
functions and services. The municipalities need a budget to fully implement the mandates
and requirements of Executive Order No. 138, Series of 2021.They also need to respond
and act on the challenges, difficulties, and deficiencies encountered in preparing for the
smooth and effective implementation of the full devolution.

5. Enact the needed ordinances and laws supporting the full devolution
implementation. This is for the Sangguniang Bayan, the legislative branch of the LGU and
responsible for making laws for implementation. They have the important function of
passing laws and ordinances. With the implementation of the full devolution, they need
to enact legislative measures to support its implementation in their respective local
government units.
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