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This amcle studies and classifies the human popuIatmn under three major categones, the dysfunction-
- alfunctioning, and Iughly effective. It describes the processes, strategies which assist these categories of people to
move from one point toward higher effectivity, as well as the professionals who help them achieve this movement.
It looks at human development Jrom its early efforts of primary care work with the wrban and rural poor (o the
. systematic hwmnan resource development work in the corporate world. There is special emphasis on the human- -
resourc: development (HRD) specialists as persons and professionals and the requisites that lead to their becoming
effective change agent-managers. All this is integrated in the diagrammatic formulation of a conceptual and
. operatiot:.ul framework thal may be useful to students and practitioners alike.

Introduction

A common theme that runs through many:
definitions of Human Development is this: It is °

a dynamic process—ongoing, continuing; it
- takes place on the social, economic, political, and
cultural levels of society; it is multi-sectoral—in-
volving all the many different groups of society.

Within the individual, it is multi-dimensional,

inﬂuencing the growth of the cognitive, affec-
tive, physxcal and spmtual facets of the human
person. The définitions récognize the strengths

and limitations of people, as well as their in--

herent potentials. They also state that individuals

-have an inner will to grow and in response to this
urge will actualize their potentials and become
all that they are meant to be. - '

This conceptual and experiential under-
standing of human development, coming as it is
expressed from people who are intensely in-
volved in their own personal and professional
‘growth, led to deep reflections on human
developmerit in the Philippines. What is being
done for the development of people in this
country, whose claim 1o glory is that one brief

“shining moment of “people power” at EDSA,
who proclaim that the country’s strongest assets
are its human resources. Searching for answers
meant a survey of the policies, programs and

~ publications of multi-sectoral organizations.
The result is the formulation of a conceptual and

operational framework of human development

for Philippine practitioners.
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Conceptual and Operatzonal F ramework

. The schematic dlagmm (Figure 1) and the
following expository text will present the
dynamics and *“drama” of Human Development.
It will unfold thé many roles and functions of the

HRD Practitioners/Specialists in Human
Resource Development and Management. It will

describe their vital responsibilities as Persons
and Professionals. (Words and phrases in all
1tahcwed letters match those in the dlagram )

Segment I, IA
Dysfunctional

- At the extreme left of the Continuum (Point
1) are people who have severe difficulties coping
with stress. Conscious reality becomes too pain-
ful and théy frequently withdraw into-their own
“world,” many times manifesting deviant be-

“havior. For their own care and safety, many are

institutionalized. The physically disabled, hand-
icapped by congenital and accident-caused and
disease-based deformities are cared for in institu-

tions. Many others who have violated the laws of

society are in prisons and reformatories.

A growing number of young people who are
caught'in drug addiction are oftentimes placed in
rehabilitation agencies. At present, the con-
science of the nation is focusing on child abuse.
Attention is now also drawn to the plight of
battered and maltreated wives.
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Therapy and Rehabilitation

The dysfunctional people, young and old,
characterized as they are by varying degrees of
incapability and unwillingness to make decisions

about their lives, need the help of caring families,

and competent professionals, to be able to func-
tion and cope with the stresses of their realities.
Concerned volunteer groups are also putting up
centers for rehabilitation and formulating plans
on how to stem the abuses done to the human
person.

Professionals active in this area of human
concern are men and women trained in the fields
of medicine, clinical psychology, mental health,
rehabilitation and social services.

Research professionals from the sovial-be-
havioral-psychological sciences conduct studies
and evolve theoretical constructs and frequently
become the bases for therapy models and sys-
tems.

The treatment processes of therapy and
rehabilitation use the medical model cf diag-
nosis-prognosis-follow-up which takes various
forms, such as medical and drug therapy,
psychotherapy, occupational therapy, health

FUNCTIONING

In the area between Points 2 to 3 in Figure 1
is the largest segment of the country’s popula-
tion. They are functioning, bravely but barely

_surviving the grim realities of their existence.
- They are the nation’s urban and rural poor.

At this writing programs which address the
widespread poverty in the Philippines are sys-
tematically planned.

Social Services and Community Development

Programs are designed to increase social
awareness of the poor, to organize them into
active communities, to educate them in health
care, in technical skills, in livelihood and micro-
enterprise project development and manage-
ment. The underlying process in all of these
interventions of-social services and community
development is designed to be participatory in
nature. This is envisioned to empower urban and
rural poor communities to attain self-rcliance
goals.

Delivery of these programs to the marginal-
ized population is being done by professionals
and para-professionals who are either on the staff
of social development agencies—non-govern-

care and nutrition therapy.
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ment organizations (NGOs), peoples organiza- -

tions (POs) _government organizations (GOs).
They'may. ‘also come from civic and school or-
ganizations. Church groups have long been very

active in charity and social development work:

for the poor.

Professionals who have specialized in com-
munity development and management, social
work, social psychology, community psychol-

.- 0gy, sociology, social action research and human
resource development are frequently contracted |

to assist in delivery of programs for the poor and

~underprivileged. Financing of poverty allevia-
tion programs come from govemment private
and foreign funding agcnmes

Self- Propelled People

Between Points 3 and 4 of the continuum, is
a relatively large group of functioning pepple,
who are not necessarily poor. They may be
described as reasonably satisfied with the way

they cope with stress. They arcadjusted,and they -

adapt fairly well to reality. They are for the most
" part self-propelled in the pursuit of self-actualiz-

ing goals. They make considerable progress

through ‘private reading and by following a

variety of self-development models. They are

alert in searching for informal and formal train-
ing and development programs offered by
* various sectors active in human development

work. For this group of people, an unusually

broad spectrum of strategies and technologies
from the social, behavioral, psychological, or-
ganizational and educational sciences are avail-

able to hurnan resource development specialists

working with this functioning clientele.
" Growth and Development
Professionals who assist the functioning

people to be highly effective come from a wide -

variety of disciplines. Formally trained for this
field is the social, community and organizational
psychologist, specializing in human' resource

* development. Others from the fiéld of business -

management who specialize in human resource

management for various sectors are also -

eminently qualified. Still others are those who

humanities, law; business, medicine, and from
among the clergy, men and women religious. In
effect, there is no disqualification of any educa-
tional background. Requisites are strong
development attitudes and orientations. The
skills, concepts, principles will be easily learned
and mastered.

Nonprofessmnals notably lay church people
were the earliest in human care and development

'work among urban and rural poor. Civic club
members active in community development ef-
forts may also be considered human resource .

development workers. Schools have been peren-

- nially engaged in various development services "

on top of their primary function of education and

research. This is evident in the faculty and staff

development programs they regularly sponsor.
Most schools have guidance offices and student
personnel services, Many creative teachers are
not simply pedagogic and are concerned with the

total development of their students.

Highly Effective

To the far right of the Human Development
continuum, at Points 5, 6, 7, and beyond are the
Highly Effective people; a relatively small group
who have attained a-high level of creativity,
productivity, and “efficacy. They are charac-
teristically deeply aware and challenged by the
ongoing process of self-actualization. They
manifest a joyfulness and aliveness of mien and
lifestyle: They refuse to be limited by age, tradi-
tions ard structures. This is not to say that they
are without problems. It means that they are not
immob:lized by the stresses of life. Their poten-
tials unfold to the point at_whlich they find mean-
ing in both the joys and pains that living this life

“brings. Their attitude is one of continuing open-
. niess for growth in their own lives and a passion
for contnbuhng to making life more meaningful
“for others ‘

‘Segment I

Human Resource Development
and Management

Human Resource Development (HRD) ap-

il : vho jpropnately has for its client groups, functioning
come from the disciplines of the arts and - ’ - : .

., Philippine Journal of Psychology
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people who are assisted to become creatively
productive and cffective.

From a historical perspective, it is the cor-
porate world of business, industry, and govern-
ment that made human resource development a
formal institutional structure. (Segment Il in the
diagram situates HRD in the Human Develop-
ment spectrum.)

Most organizations, to start with, have a Per-
sonnel Office. This is set up primarily for the
recruitment, selection, and placement of the
workforce at all levels. Since salaries have to be
determined, job descriptions and job evaluation
procedures are created so that a fair and equitable
Wages and Benefits program can be planncd.
This regularly leads to the realization that
workforce has to be traincd and upgraded in the
skills their job requirc. A Training Unit is there-
fore established. In organizations with a large
workforce,Wages and Benefits becomes a
separate unit. Training also is given its own
Training Head or Director. Initially the primary
thrust of the Training Unit was technical skills
training.

“The Human Side of Enterprise”

Most propitious for the workforce, there
began in recent years, a realization that an
organization’s life force is its human resources.
Top management recognizced that productivity
objectives depend to a large extent on the im-
plementation of the Law of Performance: Per-
formance = f (Motivation x Abilities). That is,
performance is the function of motivation multi-
plied by abilities. “The Human Side of
Enterprise”(McGregor, 1960) was born. A rush
of researches by social scientists conducted with
industrial organizations, evolved most of the
now well known human motivation theories.
Subsequently, publications in scientific journals
and books proliferated.

By-words in organizations are the now
famous Hawthorne Plant Experiment of Elton
Mayo, Maslow’s Hierarchy of Needs, Lewin’s
Field Theory, McGregor’s Theory X and Y,
McClelland’s Achievement Motivation Theory.
Names like Herzberg, Vroom, Drucker, and
many others are tossed around familiarly.
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Studies on corporate culture were also con-
ducted. Professionals now speak and plan for the
Quality of Work Life (QWL).

In the Philippines, dissatisfied with the
results of the applicability of the Western
developed theories, Filipino professionals and
social scientists began to study the workforce on
its different organizational levels. Studies on
what motivates the Filipino worker, the Filipino
Manager, the Filipino Farmer began to appear,

-such as Torres’ doctoral dissertation on Filipino

Pakikipag-kapwa (1981), Lanuza’s P-I-C-K
Theory and Tinio’s Pcople-Places-Purpose
Theory (1983), Andres’ Filipino Hierarchy of
Necds (1978). Ouchi of Japan developed his niow
popular Theory Z (1982) which emphasiz¢s the
human side of enterprise, and is much morc
applicable to Filipino organizations and
workforce.

This explosion of studics by social and or-
ganizational scientists on organizational life,
spurred responsible management to plan more
wholistic programs which would go beyond the
development merely of technical skills and
would plan more comprehensive personal and
professional development programs. Training
Units were upgraded (o Training and Develop-
ment Departments with Directors or Managers as
heads. Some large organizations expanded their
units into Divisions of Manpower Development
and Management, hcaded by Vice-Presidents.
However, since more women have joined the
workforce that appellate was changed to the
more generic term, Human Resource Develop-
ment and Management. In large business and
government corporations, this division becarie
the umbrella for other functionally scparate units
such as: Personnel, Wages and Benefits, Gr-
ganizational Development (OD), Career Flan-
ning, Training and Development, Labor
Relations, and Community Relations. Smaller
organizations would have one or two units offi-
cially, or a combination of functions ingor-
porated in one or several units. Community
Relations as aunitoreven a function of organiza-
tions is a very new concept in the corporate mind.
It is operational in only a few large corporaiions
who have acquired an awareness of their secial
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responsibility to the families of their rank and file
employees and also to the surrounding poor com-
munities wherein their plant sites are located.

Segment ITT »
The Hrd Practitioner/ Specnahst/consultant

Human development and/or human resource
development professionals (sce Segment III in
the diagram) are aptly called HRD Specialists.
Dep*nding on their specialized function within
*he ¢ rganization, they may be known as Training:
Spex ialist, or OD Specialists, or Career Develop-

_meni. Specialists or Personnel Officers, Labor
Relaiions Specialists, and so forth. They are also
referred to as the Internal Consultants of the
organization.

Professionals, external to the organization

who are contracted for specific professional and -

organizational development purposes are known
as External Consultants. Business Management
and Human Resource Management Consultancy
outfils were thriving business firms during the
years prior to Ninoy Aquino’s assassination. A
period of discouragement for HRD workers ac-
companied by a deteriorating economy followed

- thatreverberatingly shockmg eventin Phlllppme
history. .

Soon after EDSA many consulting firms

* cooperated with the Aquino government in its
reconstruction efforts. They offered valuable ex-
pertise in the rehabilitation of government firms
and in the reorganization of government offices.
The private sector is also beginning to move in
management development directions. It has been
quick to utilize its internal specialists as well as
engage external consultants. Now, as the
economy picks up, HRD and management-con-,

' sultancy is predicted to make vital contributions
to multi-sectoral organizations.

One important sector-beneficiary, beginning
to feel the need to upgrade and professionalize

their operations parallel to corporations are the’

social development agencies. They realize that
commitment and a.strong sense of social respon-
sibility must go hand-in-hand with efficient
" management and systematic delivery of services.

Conlmumg Professional Development

To maintain and contmue the upgrading of -

their professnonallsm HRD management prac-
titioners and those in related fields form profes-
sional associations. Hlstorncally, the earliest
formed would have been the Psychological As-
sociation of the Phlhppmes (PAP). Then the
Personnel Managers Association of the Philip-
pines (PMAP), closely followed by the
Managers Association of the Philippines (MAP).
In the early 70s, the Philippine Institute for Ap-
plied Behavioral Sciences (PIABS) was or-
ganized. In more recent years, the Philippine
Society for Training and Development (PSTD)

. came into being. This latter orgamzauon has a

swelling and active membershlp

. In the early 70s, PIABS conducted its first
formal Trainer Development Program. This
opened opportunities for organizations to see the
potential effectiveness of systematically trained

trainers in the upgrading and development of -

their workforce. For five consecutive summers
thereafter, PIABS continued to conduct this live-
in, two weeks intensive training for multi-sec-
toral participants. Subsequently, the running of
this program was turned over to some of its
membarsin the Human Resources Center (HRC)
of the Ateneo de Manila University. From 1976
t0 1983, HRC conducted Basic Human Relations
Trainzr Development Program (BHRTDP)
every summer. Programs other than Trainer
Development Programs which included wider
subject coverage of interest to HRD praciitioners
were later offered.

PETD has been regularly offering study ses-
sions and short-term seminars/workshops on
special topics for their members. These are also
open to non-members. All of the Associations
hold their Annual Conventions/Conferences for
one to five days. These days are marked by a
professional excitement, generated by a good

number of original and innovative ideas, by re- .
. search studies, models and constructs which are

presented to the participants—members and
guests. The themes of the conventions usually

reflect issues of orgamzauonal and national in-

terests.

Philippine Journal of Psychology
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Consistent with the high value that Filipinos
place on formal education, it is not surprising to
find a large number of mid-career professionals
enrolled in degree programs. Notably, they come
from the human development and business
management fields. Most schools in the Metro
Manila area, in fact, plan for evening classes to
accommodate these “working students.”

Formal degrees offered are on the college and
graduate levels, such as M.A. and Ph.D. in In-
dustrial/Organizational Psychology, M.A. in
Human Resource Development, M.A. and Ph.D.
in Organizational Development, Masters in
Business Administration (MBA) or Masters in
Management (MM) majoring in Human Be-
havior in Organizations. These degrez courses
are regular programs of schools such as the
Ateneo de Manila University (AdM1)), Asian
Institute of Management (AIM), De La Salle
University (DLSU), Southeast Asian Interdis-
ciplinary Institute (SAIDI), the University of the
Philippines (UP), and other local universities.

HRD Functions and Responsibilities

Professionals in human resource develop-
ment, unlike professionals in the treatment and
therapy fields, do not have sole responsibility for
planning and implementing intervention
programs, Both groups of professionals make
meticulous diagnosis of client problems and con-
cerns. However, while the therapist follows the
medical model, the HRD Specialist adheres to
the educational model. Furthermore, he/she fol-
lows Participative Analysis in determining
development needs of clients. In close consult-
ation with the requesting group or representative
of a group or organization, HRD professionals
undertake systematic Needs Assessment Proce-
dures (NAP). The objective is to acquire a
thorough understanding of the clients’ or poten-
tial clients’ work situations, to study deterrents
and enhancers to performance, to determine how
well personalfprofessional and organizational
goals have been achieved and the means by
which these objectives are attained.

Formal and informal interviews, at times
combined with questionnaires; informal and sys-
tematic observation of clients at work, meetings
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with key leaders, holding group diagnosis ses-
sions with the prospective client group: ali these
activities are preparatory to planning a program.

Participative analysis of all the data gathered
about the client group resuits in a formal program
proposal that will respond discriminately to the
organization’s development needs. However, the
proposal is subject still to modification after a
presentation to the client group. The clients’ own
assessment of what is appropriate for the or-
ganization is always given serious consideration,

In planning and designing personnel and
management and organizational development
programs, HRD specialists survey and study
local and indigenous researches and models as
well as foreign-developed technologies. They
also draw freely from the models, theories, tech-
nologies, and change strategies of the social-be-
havioral-organizational sciences, education,
business, management, statistics, research
theology, and anthropology.

The continuing process of evolving, for-
mulating, and innovating development and
change strategies is a significant activity of the
HRD professionals. As these development
programs are {ransmitted 10 the clientele, they
are translated and adapted to its “language.” It
is, in fact, an ethical responsibility for the HRD
practitioners as professionals to consider
seriously the prevailing beliefs, practices, values
of the corporate andlor community culture. This
practice stresses the importance of mutually
agreed upon parameters and paradigms in ail
Planned Change Interventions.

Implementation of the program design is
rarely a solo responsibility. A preferred mode is
the Team Approach or Shared Leadership. Ex-
pertise from within the organization is solicited.
External consultants, specialists are usually con-
tracted to be group/team leaders and/or resource
speakers. :

The HRD professional conscientiously docu-
ments the content and processes of the programs;
designs a systematic plan of evaluation. This
plan will include essentially monitoring and as-
sessment of Impact on program beneficiaries,
whether these are individual participants or or-
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ganizations and communities. The purpose of the
evaluation is to determine to what extent
achievement of development goals and obJec-
tives have: ‘been attained. '

Results of the analysis of the data derived
from these evaluation activities will be tlfe bases
for planning the follow through or continuing
development:design. This continuing cycle of

funcuons of action-research-action activities’

will predictably enable HRD practitioners to be-
come -witnesses of and participants in the in-
creaséd creativity and productivity of a
workforce. They can see themselves as sig-
nificant contributors to the improved quantity
and quality of work life of the clientele and
partners in the attainment of orgamzatronal and
. community goals.

The HRD Client System
The client system of the HRD pracuuoners is

the entire workforce of the organizations and :

communities Wthh arc seeking change. It is
composed of all levels—from the lowest in rank-
and-file to the highest order of top management.

It can be from any conceivable sector of society:

schools, business, industry, government, church,
parishes, the ‘military, hospital, prisons, urban
and rural poor- communmes socio- cxvrc groups,

professional SOCICDCS “There is no. limit to the -

type of organizations that can be served by the
human resource development worker The only
limit i is that Wthh is deterrmned by the clientele

S itself _in 1ts readmess to ,accept change and“r

development. S -

S
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Segment IV - _
The HRD Specialist: Person
and Professnonal

Philosophy of Change ¢

At this point in this study, it may be more ..

' appropriate to speak in, the first person. A good

" ‘deal of what I will be presentxng ‘will be drawn;
from my own experience and from that of my-

colleagues in the professron

) Invarlably, human resource developmenl
* practioners I have talked or worked with express

; i
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‘we do employ the educational model of planned
change intervention, in opposition to the treat-
ment mode of the medical model. As such, we
.are in all respects, educators. This is specially
true when we function as trainors, for training in

the’teaching and educational arm of human'

resource development:

Participants in training sessions come from
all walks of life, from myriad orientations. They
bring with them their own biases, fears, hopes,
beliefs, and expectations. They are armed with

~ their own knowledge and unique experiences.

We are called upon therefore, to master the

art and science of Andragogy, that is, helping

adults 10 learn. Our role is t6 evoke, to harness
all the experiences and items of knowledge the

adult learner has amassed during a life-time and

to form these into a coherent and integrated

- whole which will allow the individuals to under-

stand themselves and their competencies at
deeper’levels with the use of this teaching and
leaming approach. My experience has been that

"development goals are achieved faster with the -

use of this adult learning method

In dealing with adults, the HRD practmoner
cannot be primarily Pedagogzc It would be a

mlstake for me to see myself as a schoolteacher

who views participants as pupils, empty recep-
tacles into which knowledge-is poured. Neither
am I a fountain of wisdom and- knowledge. I
percenve my role in the session and conference
rooms as I implement the developmem program
design to be that of a facilitator and consultant,

f«_ . snmullaneously or altematwely Icarefully plan .
. ~the sessions and arrange the ‘physical environ- .

ment; ™ be conducive to learning. I take pains to
evoke and encourage partwnpants to be respon-

> sibly participative in the attainment of their
: lcammg goals. :

Frequemly, I'am called upon or pressured to:
become pedagogic. Filipinos schooled in the -

traditional way of learning demand to be taught,
to be told the whys, the whens, and the hows.

Thus, I find myself systematically orienting par- .

ticipants’at the start to this alternative process of

‘ ave o ‘ - thinking and learning.
a common philosophy of change and agree that- , =~ "7 -
. . t S e ‘-_ . C L
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Necessarily the HRD professional, has to be
personally convinced about the greater efficacy
of andragogy and firmly committed to the
philosophy of this educational process. Other-
wise, one may easily succumb to the pressure of
traditional teaching and learning.

Leadership of the HRD Practitioner

The effective HRD Fractitioner models a
leadership that is person-oriented and group-
centered; a style that is participative and consult-
ative; and aims to achieve results in terms of
personal, professional, and organizational objec-
tives.

The following model (Figure 2) developed
by R. Tannenbaum (1969), a social psychologist,
together with my own modifications, helpsine to
present graphically the dynamics that determine
the rate of growth as influenced by leadership
style.

Leader-Centered D

S T o 52
USE OF AUTHORITY \{\M/@%
2]

Dictates Tells Asks Consults Joins Escapes

Figure 2. Continuum of Leadership Styles

This model indicates that Group-Centered
Leadership is the style of lcadership that will
facilitate the individual’s right to free expression
and decision-making.

At the extreme left, outside the model, and at
the extreme right are styles of leadership which
either disallow participation of the group in
decision-making, the Autocrat or abdicate any
responsibility for the decision of the group—the
abdicrat. The former dictates what the group is
to do, the latter evinces no interest in developing
the group’s decision-making ability. The former
is a dictator, the latter an absentee/escaping
leader.
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As one moves up the slanted line, in the
leader-centered group, use of authority by the
ieader is not absolute as in the case of the
autocrat. The leader will ask their opinions of the
members of the group but ultimatcly it is his
perception of what is good fcr the group that wiil
determine what the group will do. The group in
the final analysis is as dependent on the lcader-
centered leader as it would be nn the autocrat.

The democratic style of leadership bas thc
leader sincerely consulting the group, thus cn-
couraging the group tu exercise independence of
himself, giving them a greater voice in decision-
making by means of votation.

In the group-centered type of leadership, the
leader beconies part of the group. It is the whoic
group that through a process of discussion (shar-
ing of ideas, feelings, insights, weighing alterna-
tives) arrive consensually at a decision which
will determine what the group will do.

Intrinsic and necessary to the group-centered
style of leadership is a deep faith that pcople,
given the opportunity in a climate of acceptance
and encouragement, will fird within themselves
and among themselves the answers (o their ques-
tions, the steps to be taken in the solution of their
problems, the alternative responses to their
various concerns, It also means a strong belicf
that freedom is ‘having options’, finding altcrna-
tives to unfree sitnations, having the right to
make Gecisions about one’s life, searching for
ways o achieve one’s goals.

To be congruent in philosophy and practice,
human devclupment workers must be ready to
explore, practice, and espouse this style of
lcadership.

Functions of the Group-Centered Leader

Mcest HRD practitioners would agree that one
of the most basic functicns of the group-centered
leader is that of a communicator. The group-
centered Icader is popularly known as the
facilitator. The means facilatators use to initiate
and promote growth of the group and of its
members are basic communication skills. These
skills need not be inherent in the individual; they
can be acquircd (easily, if one is determined).
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But whether inherent or acquired, these skills are
essential to every successful planned change in-

" tervention or strategy. .

Gordon (1980), in his book appropnately

_entitled, The Group-Centered Leader, lists five

basic functions of this most recently evolved
style of leadership.

The facilitator, manager, and consultant Ac-
tivelv Listens to content and feelings/attitudes of
the client/speaker, thus fully grasping the total
meaaing of messages. These are further checked
for eccuracy by Reflecting Back or paraphrasing
the essence of what was expressed. This Clarifies
the tioughts, feelings, and attitudes in the mind
of the speaker as well as of the group. Such
interest and comprchension consistently
manifested by the leader will invariably en-
courage participation and free expression of
ideas and concerns.

The leader also performs a Linking function
by connecting related ideas, and also what may
initially appear as disparate thoughts to the main;
issue or theme under discussion. Ramblings and
long narrations will be summarized and linked to
pertinent points in the discussion. This linking
function is premised on the recognition that each
member’s contribution, no matter how trivial it
may seem to be, is, in fact, very important to the.
speaker.

Conveying Acceptance is another significant

“function that may spell the difference between

active participation and resistance or passivity in

- the group members. This skill is crucial in max-

imizing participation in Filipino groups. We are
known to be particularly sensitive to judgment
and evaluation and react to these defensively.

The leader, therefore, conveys acceptance in

word, in attitude and in behavior. Verbalization
is descriptive, not prescriptive; objective not

-evaluative. It refrains from using highly

judgmental words and has minimum *“shoulds”
and “should nots.” It does not give unsolxcned
advice nor does it moralize.

I have added a sixth function to Gordon’s llS[

" of five. I have.termed it as the group-centered

leader’s Skill of Humanness or Skill of maka-tao. -

Thisimplies a sensitive ability tobe in touch with
68 ‘ '

one’s own humanness and the ability to relate to
the humanness of individuals in the group. This
also demands a clear understanding and ap-
preciation of the- facilitator’s own- strength,

“limitations and potentials and a willingness to

disclose these at appropriate moments in the
group’s life as data for consideration and possib-
ly asa source of learning. This function is closely
akin to the Modeling Base of Learning.

What does this type of leadership produce,
one may well ask. If the leader consistently prac-

tices the above-mentioned functions, menibers

cventually and invariably within the group life,

* learn and exhibit these skills themselves. Not

solely from imitating a style of leadership, but
because they soon experience a sense of con-
fidence within and among themselves. They will
develop the skills- of the group-centered leader,
in varying degrees, thus maximizing freedom to
grow within their group.

- The psychodynamics of this process may be
stated as follows: As members in a group are
listened to with comiplete understanding as they
come to recognize that in the group—there is
neither judgment nor prescriptions, and as they
see that their ideas and experiences are treated
only with.respect and objectivity, the members
feel their own self-gstéem growing and increas-
ing. - :

Each member of the group will then become
more expressive as he/she finds all the members
listening carefully to what he says, asking ques-
tions for clarification and expanding on the ideas
he has presented. In this way all the group mem-
bers tecome clearer about the common concerns.
Thus, the complexity that formerly characterized
their concerns is reduced to greater simplicity.

Ir the accepting and nonthreatening atmos-
phere, defensiveness and resistance are reduced.
This results in'more openness'to new ideas and

approaches. Data is studied from a broader and

more ‘objective point of view. There is greater
courage and more willingness to plan innovative
alternatives. The end result will be creative prob-

-lem-solving and innovative planning for the at-

tainment of goals and objectives.
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Development and Instructional
Methoedologies

The HRD professional utilizes distinctive
development and instructional methodologies.
These initiate and carry on the psychodynamic
process which moves the group members well
along the way to becoming highly effective, self-
actualizing human beings. Carkhoff (1981) sug-
gests the following three bases of learning
appropriate to adult education. (I have incor-
porated my own insights in the preseatation).

Modeling Base of Learning

Imitation of parents or significant others is
surely where the largest degree of lezrning takes
place in children as well as in adults, Modeling
continues to be most critical in any kind of
development program, and the HRD profes-
sional is the key model. Not as a perfect human
being but as someone who Icts the learners know
whether the goals of development can be
achieved, whether itisatall possible. The model-
ing consists in this: that I am perceived as a
person, not only as congruent and genuine, but
also as one who has worked out an ¢ffective yet
open-ended development technology. One who
lives responSIVELY and responSIBLY. One
who is dedicated to my own continuing growth
and development. Such a person can encourage
learners to develop and integrate their own
growth and thus, themselves lcam to live respon-
sively and responsibly.

Experiential Base of Learning

Closely related to modeling as another in-
structional base toward the goal of sclf-actualiza-
tion is Experiential Learning. The emphasis here
is the leamer’s first hand experience of the
dimensions involved. Thus, if the program is
focusing upon, say, the communication of em-
pathy, the learner must experience the facilitator
communicating a depth of empathetic under-
standing to the learner. The learners must ex-
perience their own expressions understood in
depth with a degree of accuracy that extends
communication and allows the learners to undcr-
stand themselves at deeper and deeRer levels.
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The facilitator must also be able to link the
experiences of the participants to the theme cuy-
rently in focus. Hopefully, each member of the
group will find in the shared experiences of the
others, matters that are relevant to the attainment
of his/her own personal goals.

Didactic Base of Learning

Although the learning program is Dbasically
experiential in execution and although its suc-
cess relies, to a large extent on the ability of the
facilitator to be genuinely human and sensitive
to the learners’ needs, a didactic base of learning
will be a third factor in the success of the pro-
gram.

The lcarnings gained by the participants have
been attained by means of experiential activitics
and facilitated by a responsive and responsible
leader. Nevertheless, these experiences will be-
come insightful learnings only when analysis of
them by means of rational and fecling reflection
will lead to meaningful insights that will cnable
the learner to apply them to the life situations
they will be facing.

Furthermore, the leamings and also the entire
framework of the program, must be validated by
rclating them to relevant theories that have been
established by a strong cmpirical base of re-
search. The constructs developed by rescarch,
both foreign and indigenous; findings of studies
and surveys especially those that have been
tested on the Filipino clientele; by scholarly ar-
ticles written by Philippine writers and profes-
sionals must be transmitted in the program.

The essence then of the didactic base of the
program is the systematic, step-by-step proce-
dures that make intended goals achicvable. To
have direction, the learner must know at ecach
stage that he/she has either achieved the goals or
not. The goals must be specifiable, the means to
achieve the goals must be made clear. If these are
evident, then the program is honest.

Techniques, Strategies, Approaches

In addition to the above mentioned tun-
damental methodologics, the HRD specialist is
also called upon to be familiar with specific
development techniques, strategies and ap-
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proaches enrich and facilitate the attainment of
development program objectives. The HRD
professional has a responsibility to keep abreast
with developments in the field and to_be

knowledgable of the techniques and strategies .

currently used in the Philippine human'resource

development scene. This rich repertoire of -

abilities will certainly give him/her numerous
options that will benefit learners in their develop-
ment objectives. ‘ :

Framework for Personal and
Professional Growth

I have developed a framework for personal
and professional growth that is dynamic and
evolving. It is holistic, interdisciplinary, and
humanistic. It is a framework that I commit

myself to, and which I invariably propose and-

" present to various client groups. The following
diagram and explanatory text will elucidate this.

Technical
Proficiency

Personal/Human Relations -
Effectively

Figure “The Efficacy Wheel” and Pagka-tao

In the Philippines, there is a high premium
placed on Smooth Interpersonal Relations (SIR):
“pakikibagay, pakikisama, and pakikiramdam.”
Filipinos are known for their high affiliation and
personalism needs. Importance of the pagkatao
isemphasized. Studies have shown that presence

of these characteristics and attributes in the work
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settings contribute significantly to cohesiveness
and productivity:

~ Inthe Efficacy Wheel drawn above, the ‘cog’
of Personal and Interpersonal Effectivenessis at
the base or the starter for the other cogs. The
human resource developers’ “product line” so to
speak, are people. A proficiency therefore, in

dealing with complex human relationships in the -

fulfillment of various Technical roles and func-
tions, and as Manager, to competently analyze,
plan, implement, evaluate development
programs with staff and other professionals, will
determine the effective implementation and at-

tainment of human and organizational develop-

ment goals.

Furthermore, [ believe that the effectiveness
of any professional, regardless of orientation, is
determined by his/her capacity to live life effec-
tively as ahuman being. I view a person as whole
and unfragmented; who functions simultaneous-
ly or sequentially ona cognitive, affective, physi-
cal, spiritual level; relates to life in an
intrapersonal, interpersonal, transpersonal, and
structural fashion. Therefore, the ability to grow
and develop in these many dimensions will in-

fluence the professional’s competence and con- -

fidence in planning change.and development
interventions for his/her client system.

- Conclusion

The- “¢rama” Of Human Development is
enacted in a seemingly complex, yet utterly
simple fashion when we are able to touch in a
meaningfui way, the human mind, heart and

. Spirit,

. As long as there is life, movement continues

- along the continuum of human development—
_slowly, swiftly, circularly, in fits and starts,
_progressively, retrogressively—hopefully in the
‘overall picture always toward High Effectivity,

that is to say, toward the confident capacity to
effectively plan changes, growth and develop-
ment for one’s self and one’s client system.

The first and foremost client of the human
resource development worker is his or her own
person. My own growth and confidence as a
person and asa professional will “ripple” into the
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lives of personally significant people, into per-
sons I work with and organizations I plan with.
These persons and organizations, if they are open
to change, will communicate their new-found
values and effectiveness to other organizations
and communities and eventually to the nation
itself. (“If” isimportant. Still the only way to start
is with one’s self.)

The individual who creates this “multiplic
cffect” may never come into direct contact witl
many of the developed persons or groups o
organizations. This process of “rippling,” how
ever, is in all its respects and dimensions Peopl
Empowering ... people building, nation build
ing!
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