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Objectives
To determine the acceptability of government agencies
of the Anonymized Competency-Based Recruitment and
Selection Process (ACBRASP) in their recruitment
process.
To provide sustainable practice that foster equal
opportunities for all applicants/candidates, regardless of
their demographic profile.
To encourage impartiality and enhance service quality,
as the applicants/candidates will be appointed in the
government service based on their abilities, expertise,
and competencies.

Introduction
In the public sector, the Human Resource Management
and Development Office (HRMDO) is directly
responsible for the hiring and selection of employees
who handle public service transactions of their
respective agencies, inevitably playing the major role of
determining the conduct and efficiency of their
respective agencies

Whereas
The Civil Service Commission (CSC), as mandated by the
1987 Constitution, is the central public service human
resources agency responsible for promulgating rules and
regulations and establishing qualification standards that
should adhere to by all government bodies, branches,
subdivisions, instrumentalities, agencies, or governmentowned-and-controlled corporations with original charters.

Introduction
‘Blind Hiring’, a merit-only system where identifiable
information is temporarily removed during the
recruitment and selection process. It promotes
sustainability in hiring and selection system, gives
neutral value to candidates’ skills and competencies, and
provides protection against bias and discrimination.
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Competency-Based Recruitment is the corporate strategy
and technique, streamlining observable competencies,
knowledge, ability, behavioral and action evaluation to
identify the appropriate human capital for the current and
future demands of the organization.

Anonymized Competency-Based Recruitment
and Selection Process (ACBRASP)?
It provides sustainable practice that
foster equal opportunities for all
applicants/candidates, regardless of
their demographic profile

It will hide identifiable information of the
applicants such as name, age, sex, school
attended, nationality, religion, etc.

It will encourage impartiality and enhance
service quality, as the applicants/candidates
will be appointed in the government service
based on their abilities, expertise, and
competencies

THEORETICAL FRAMEWORK

Talent Management identify key roles that are
highly essential and provide significant impact
for organizational competitiveness by creating
and generating a team of highly-potential
employees to accomplish tasks as a result of an
effective HR system that defines, prepare and
develop significant roles

THEORETICAL FRAMEWORK

The corporate strategy technique,
streamlining observable competencies,
knowledge, ability, behavioral and
action evaluation to identify the
appropriate human capital for the
current and future demands of the
organization

THEORETICAL FRAMEWORK

It connects top-potential and
highly
efficient
workers
subjected
to
standard
qualifications for the current or
potential key positions of the
organization.

THEORETICAL FRAMEWORK

To revitalize workforce's action and
commitment to attain maximum productivity,
the organization should engage in long-term
Talent Investment acquisition, exposing
employees to skill innovation and advance
technologies that will lead to quality
excellence as well as opportunities to
demonstrate their skills and abilities

THEORETICAL FRAMEWORK

Talent Orientation is the worker and
organization's practice of exchanging
experiences,
enhancing
personnel
understanding, and harnessing expertise by
establishing relationships and accountability
for the efficient setting of learning and
development towards merit or value creation.

THEORETICAL FRAMEWORK

•

•

The alignment of all these four aspects of human
talent will lead to Value Creation that allows the
organization to focus on the skills, expertise, and
competencies of its present staff and potential
workforce.
The ACBRASP suggests to concentrate on
candidates' ability to perform for a particular
position, whether these applicants/candidates belong
to external or internal sources, the organization can
tailor a long-term commitment to job satisfaction,
foster a feeling of accountability and facilitate
employee engagement.

THEORETICAL FRAMEWORK

Competency-Based Recruitment and Qualification
Standards (CBRQS)
• Competence is causally related to effective and
superior performance in a job or situation and
actually predicts who does something well or poorly
as measured on a specific criterion or standard.
• It provides a practice standard that highlights the
competencies that can be identified, assessed and
enhanced when developing the Competency-Based
Framework in a given position.

THEORETICAL FRAMEWORK

 As recruitment is performed by people, it is difficult to avoid subjectivity in
assessment and selection.
 Anonymized hiring promotes transparency-based job selection and the
assessment of the applicant’s qualification is focus on their skills, abilities and
potential that they can provide to the organization regardless of their
personal data
 This will enable the public sector to create a more diverse, fair and inclusive
environment that best reflects the society they serve as examples for best
practices.

CONCEPTUAL FRAMEWORK

The Civil Service Commission Competency-Based Recruitment
It focuses on identifying applicants who can show
behaviorally specified skills and abilities conveyed by the
candidate's previous accomplishments and experiences.

It provides a profound strategy, it is implemented during the
exam and interview stage. Pre- and post-stage procedures stay
prone to discrimination and biased behaviour.

It provides a practice standard that highlights the
competencies that can be identified, assessed and
enhanced when developing the Competency-Based
Framework in a given position

It combines knowledge, expertise, and behaviour are
connected to the exceptional job results that produce
brand image and best practices.

The Competency Development Manual (2011 to 2012) contains four kinds of
competencies, namely:
•

Core Competencies – skills that will bring exceptional
value to the organization.

•

Organizational Competencies – abilities that the
organization needs to have to accomplish its objectives

•

Leadership Competencies – capabilities required to perform
organizational functions and procedures anticipated in
management roles.
•

Technical/Functional Competencies – specific knowledge,
skills, and expertise needed to conduct a clearly specified
service or work function, particularly the skills needed within
a functional group.

Blind or Anonymized Hiring
A merit-only system where identifiable information is
temporarily removed during the recruitment and
selection process.
Name

Age
School/University Attended or Alma Mater
Sex or Gender
Nationality
Socio-Economic Background

Other Identifiable Information
It gives neutral value to candidates’ skills and
competencies, and provides protection against bias and
discrimination

Anonymized Competency-Based Recruitment and Selection
Process (ACBRASP)
It involves temporarily separating the personally identifiable information of the applicants
such:

Name

Civil Status

Socio-Economic
Background
Sex/Gender

Age

Religion
Attended
University

Photograph

Instead, the applicants will be given an Applicant’s Reference Tracking System
(ARTS) codes to establish their identities during the process.

The acceptance of ACBRASP is the future of human resources administration

Encouraging civil servants to be
satisfied with the position they are
appointed to, since they are
employed based on their
competencies, leaving behind the
doubts that employees are hired
because of:

Familiarity

Influence

Personal
Preference

Leading to unconscious bias, negative
first impression and partiality

The acceptance of ACBRASP is the future of human resources administration

Familiarity

Anonymized CompetencyBased Recruitment and
Selection

Influence

Personal
Preference
This method will help the public sector to discover great
talents, to recruit skilled people and to discover future
leaders.

STATEMENT OF THE PROBLEM

METHODOLOGY
The Descriptive Method was used to evaluate the acceptability of government agencies
and their employees to integrate ACBRASP in their recruitment process, in:
•

Filing of application form
•

Four-Point Likert
scale
one (1): "Strongly
Agree"
four (4): "Strongly
Disagree"

Written examination
•
•

•

Behavioural interview
Evaluation by the Promotion and Selection
Board

Selection by the Appointing Authority

• This research provides a numerical formulation based on a quantitative approach.
• Survey questionnaires were distributed to respondents individually and by electronic
message. The results of the responses were collected and tallied.
 The researcher has two sources of respondents: (1) official and employees of Local
Government Unit of Quezon City, Commission on Higher Education, Commission on
Human Rights, and the Philippine Institute of Volcanology and Seismology; and (2) online
survey questionnaire on selected government employees. The complete number of
respondents who participated is 185.

RESULTS
Acceptability of Human
Resource Personnel on
the Anonymized
Competency-Based
Recruitment
 Majority of HR respondents believe that adopting the ACBRASP in
their hiring process will ensure that the applicant is evaluated on
merit or qualification and not on his/her personal data. They also
consider that this process will help them identify the best candidate
for the position.
 The overall assessment on the acceptability of the HRMDO to
integrate ACBRASP in their hiring process obtained an "Agree"
result with a weighted average of 2.03.

RESULTS
Acceptability of Official
and Employees on the
Anonymized
Competency-Based
Recruitment
 The result indicates that the respondents are interested in accepting the
process with a weighted mean of 1.75 with a verbal interpretation of
"Agree".
 The respondents affirmed that this new process will provide more
opportunities and chances for low-profile and minority candidates to be
considered in a position, as the application process ensures fair
opportunities and a sustainable, effective public sector's recruitment
system, receiving a weighted mean of 1.82 with a verbal interpretation
of “Agree".
 The overall assessment of the respondent’s acceptance on the
ACBRASP obtained an "Agree" result with a weighted average of 1.79.

RESULTS
Acceptability of Official
and Employees on the
Anonymized
Competency-Based
Recruitment during
Filing of Application
Form

 The respondents agreed that demographic information such as name,
age, civil status, sex (gender), religion, school attended and date of birth
should not be included in the application form having obtained a
weighted mean of 1.99 with a verbal interpretation of "Agree".
 They also agree that demographic profiles affect the HR assessment
when considering the applicant's qualification, receiving a weighted
mean of 2.05 with a verbal interpretation "Agree".
 A verbal interpretation of "Agree" with a weighted mean of 2.38 is
provided to the overall evaluation of respondents' acceptance to
anonymize the application form.

RESULTS
Acceptability of Official
and Employees on the
Anonymized
Competency-Based
Recruitment during
Written Examination
 The overall evaluation provides a verbal interpretation "Disagree"
with a weighted mean of 2.55 on the statement that the applicant's
demographic information and photograph should be included in the
answer sheet.
 The findings indicate that the respondents believe that the answer
sheet should be anonymized.

RESULTS
Acceptability of Official
and Employees on the
Anonymized
Competency-Based
Recruitment during
Behavioural Interview
 Most respondents find it crucial to have a face-to-face conversation,
they also think that such communication can lead to bias and
discrimination as it will affect the view of the interviewer in assessing
the applicant's reaction owing to familiarity or personal bias.
 The overall result received a verbal interpretation of “Agree” with a
weighted mean of 2.35. Although respondents consider that the
interviewer should be made familiar with demographic information,
such as name, age, status, sex and religion, the school name and date of
birth, they also consider that such information is not essential when
assessing the applicant's response during the interview.

RESULTS
Acceptability of Official and
Employees on the
Anonymized CompetencyBased Recruitment during
Selection by the Appointing
Authority
 The respondents do not agree to disclose demographic information such as
name, age, sex, ethnicity, religion, school name and place of birth of the
individual to the appointing authority, nor do they believe that such data
and pictures are important for assessing the qualification of the applicant..

 The overall result received a verbal interpretation of “Agree” with a
weighted mean of 2.42. The respondents believe that the demographic
profile and photograph of the candidate should not be disclosed to the
appointing authority as it may influence or affect his/her decision to
appoint the candidate for the position. Such a revelation is a feasible source
of favoritism, prejudice, and discrimination.

CONCLUSION AND RECOMMENDATION

Employment in the public sector
should be based on an individual’s
experience, education, training,
eligibility,
and
competency.
Demographic information must not
be taken as a condition of the above
requirements.

During qualification assessments,
unconscious bias and discrimination
usually happen as early as the
application form is submitted. HR
employees assessing applicants'
skills
are
susceptible
to
stereotyping,
prejudice,
bias,
discrimination,
and
favoritism
attributed to familiarity or even
personal subjectivity.

Anonymized Competency-Based Recruitment
and Selection

Anonymized Competency-Based
Recruitment and Selection

 Results show that the government agencies
participated in the present study expressed their
interest to adopt the strategy introduced by the
researcher called Anonymized Competency-Based
Recruitment and Selection Process (ACBRASP), as it
will enable better neutrality when assessing
prospective employees. The HR Respondents
affirmed the belief that ACBRASP will guarantee the
minorities equal opportunities as they will be
assessed on the basis of merit and not on their
personal information.
 It, therefore, offers applicants the opportunity to be
evaluated fairly.
 ACBRASP promotes equality and sustainability in
the recruitment process, ensuring that the rights of
the government workforce are protected by
employing and promoting them depending on their
abilities, skills, and knowledge that would lead to
progressive organizational performance.

•

•

•

The overall findings of the present research provide
almost 100% acceptability or “Agree” answer from
the respondents to adopt and implement ACBRASP
starting with the submission of the application form,
in the conduct of examination, in the behavioural
interview and in the selection of the appointing
authority.
This process will intensify objectivity in
recruitment that will lead to a more inclusive
environment which benefits both the organization and
its workforce.
The participants consider that the demographic
information and pictures of the applicants are
immaterial in the assessment of qualifications.
Therefore, an Applicant Reference Tracking
System (ARTS) code should be assigned to all
applicants/candidates to recognize them in the system
and to properly place/record their scores in the
summary form presented to the appointing authority.

RECOMMENDATION
The researcher recognizes that ACBRASP does not apply to all positions in the
government, depending on the nature of its service/operation. The following should be
considered before adopting this new process:
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Anonymized Competency-Based Application Form

Competency Sheet

Anonymized Examination Sheet

Selection Form of the Appointing Authority
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