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Abstract: The state of work and organizational psychology in the Philippines was examined in the seminal work of
Hechanova in 2004. The current study seeks to provide an update on this important work, and to determine the
developments and changes that have occurred in the two decades that have passed in the education, research, and
practice of the field. Using a mixed-methods approach, the study utilized data from desktop research as well as interviews
and surveys from work and organizational psychologists in the country. Results examine education and training, research
conducted, trends that shaped the field, contributions and roles of work and organizational psychologists, as well as the
challenges and ethical dilemmas faced by practitioners. Findings suggest the increased relevance of technology,
well-being and mental health, and diversity, among many others. Implications on the competencies needed by work and

organizational psychologists are discussed.

Keywords: work and organizational psychology, 10 psychology, human resource management, Philippines

Impact and Implications: This paper contributes to SDG 8 — decent work and economic growth — by examining developments in the field of work
and organizational psychology in the Philippines, a country in the Global South. Findings of the study also point to challenges faced by
professionals in the field and Filipino employees in general, as well as areas where they may be further supported, thereby contributing to SDG

3 - good health and well-being - for the workforce.

The field of work and organizational psychology (WOP)
has evolved tremendously in the past century. From its
roots in the 1900s and its emphasis on productivity and
efficiency to the focus on selection and training during
World War I there was a shift to what is termed the human
relations movement indicating a more humanistic per-
spective. In the 1960s, the issue of civil rights became front
and center in the United States that also created ripples in
the world of work (Conte, 2024). At the turn of the century,
technology emerged as the biggest lever of change shaping
the nature of work, organizational structures, and workers’
behaviors, making issues such as virtual teams and tele-
commuting more salient. Advancements such as cloud and
mobile computing, artificial intelligence, big data and
machine learning, and advanced robotics emerged. Al-
though such technologies help enable efficiency and
speed, they may also lead to a reduction in human rela-
tionships, organizational commitment, motivation, and
well-being. Also worrisome is the likelihood of competence
obsolescence or the higher requirement for technical
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skills, which may create a loss of jobs and lead to un-
employment (Ghislieri et al., 2018).

Sott et al. (2020) conducted a bibliometric analysis re-
vealing the evolving research themes in WOP from 1919 to
2019. As a science, the field of WOP has exploded from 31
publications in 1919 to 7,410 publications in 2019. From
1919 to 1949, the focus was on industrial and organizational
psychology, organizational behavior, worker disability, social
processes, and education psychology. From 1944 to 1968,
other than industrial-organizational (IO) topics, research on
personality testing, personnel psychology, psychiatry,
military, and research methods was conducted. From 1969
to 1993, new topics that emerged included therapy, orga-
nizational behavior, and interpersonal relations. From 1994
to 2019, issues of employee engagement, organizational
commitment, health care, positive organizational behavior,
and innovation became salient. Also notable is the obser-
vation that most published research in WOP are from the
United States, highlighting the need to strengthen the field in
other countries (Conte, 2024).
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History of Work and Organizational
Psychology in the Philippines

In the Philippines, a paper entitled State of Industrial/
Organization Psychology in the Philippines (Hechanova,
2004) reported that even though psychology as a disci-
pline was introduced in the country in 1926, it was only in
1960 that IO-related content was formally taught when Fr.
Jaime Bulatao, one of the founding fathers of Psychology,
taught a Group Process class in the Ateneo de Manila
University (AdMU). By 1974, the AAMU also created what
is now known as the Ateneo Center for Organization
Research and Development (CORD), which has become a
practice and research arm for WOP. In 1988, the Psy-
chological Association of the Philippines (PAP) created a
standing committee in IO psychology, and 10 years later,
an IO Psychological Division was officially established.

In terms of practice, Hechanova (2004) noted that the
country mirrored the growth in the West, beginning with
personnel services and moving to that of being a strategic
HR partner. However, a 2005 study by Franco reports that
Filipino HR practitioners are still stronger in their role as
administrative experts and employee champions com-
pared to the roles of change agent and strategic partner.

As regards to challenges, Franco (2005) documented
globalization, downsizing, and information technology as
trends most salient to Filipino companies. It also reported
that priority responses for HR practitioners were facili-
tating change, creating HR information systems, devel-
oping new HR competencies, and becoming a strategic
partner. Another study identified critical competencies
practitioners need to develop are strategic thinking,
change management, and organization diagnosis (Lanuza
& Hechanova, 2005). Beyond these global issues,
Hechanova (2004) identified local issues such as the need
to raise the profile of 10 psychologists, the inclusion of IO
psychologists in licensure of psychologists, building and
disseminating knowledge in IO psychology, and the need
to go beyond business organizations and making the
presence of Filipino psychologists felt in the international
community.

Two decades hence, there has been no systematic study
documenting the state of WOP in the Philippines. In this
study, we shifted the labeling from IO Psychology to WOP
to broaden the focus and include people’s experiences of
and at work that can be outside of formal organizational
settings, as well as shifts in work contracts and arrange-
ments. An updated understanding of WOP is necessary,
given the numerous changes, developments, and events
that have impacted the world of work (such as the COVID-
19 pandemic) and the field of psychology in the country
(such as various CHED Memorandum Orders and the
proposed Psychology Law). In doing so, organizations,
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practitioners, educational institutions, and professional
organizations may be better equipped in responding to
challenges and shaping the field. As such, this study seeks
to capture the current environment, practices, and chal-
lenges in this field. Specifically, we ask, what is the state of
Work and Organizational Psychology in the Philippines, in
terms of education and training, research, and practice?

Method

Research Design

This study employed a convergent mixed-methods design,
where qualitative and quantitative data were collected in
parallel, analyzed independently, and then integrated to
provide a comprehensive understanding of the research
problem (Creswell & Creswell, 2018). Three distinct
research methods—desktop research, survey, and inter-
view were employed simultaneously to conduct a thorough
analysis of the research question. In this design, the aim is
to integrate or triangulate findings from these various data
sources which enhances the validity and richness of the
results by integrating both quantitative and qualitative
methods. The data sets were then compared or merged at
the interpretation stage to see if they provide comple-
mentary insights or support the same conclusions
(Creswell & Clark, 2017). Quantitative data from the
desktop research, particularly in the Education and
Research sections, were used to quantify trends. Quali-
tative data from surveys and interviews with WO psy-
chologists provided deeper insights into contextual factors
influencing trends in training, research, and practice.

Study 1. Desktop Research

The collection and analysis of secondary data from (1)
Commission of Higher Education (CHED) Memorandum
Orders and the Database of Graduate Programs and (2) the
Database for Research in Philippine Psychology (DRIPP,
n.d.) were employed to provide the landscape of WO
psychology and OD in the Philippines, particularly in higher
education programs and research publications, respectively.

To examine changes in WOP education, the following
documents were analyzed: (1) CHED Memorandum Order
(CMO) No. 38 Series of 2010 on policies and standards for
undergraduate psychology programs, (2) CHED Memo-
randum Order (CMO) No. 34 Series of 2017 on updated
policies and standards for undergraduate psychology
programs, and (3) CHED Memorandum Order (CMO) No.
39 Series of 2010 on policies and standards for graduate
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psychology programs. The CHED Database of Graduate
Programs was accessed to compile a list of Higher Edu-
cation Institutions (HEIs) in the Philippines that offer
graduate programs related to WOP and Organization
Development (OD). A literature and internet search was
conducted to gather information from secondary sources
(Moore, 2006) in order to verify graduate programs and
compile books in WOP and OD published in the Philip-
pines from 2001 to 2024.

The DRIPP, an initiative of the Psychological Association
of the Philippines Research in Psychology Special Interest
Group (PAP RIPSIG), collated information on articles pub-
lished in local and international journals. The DRIPP was
used to analyze the observed trends in research publications
related to WOP in the Philippines from 2000 to 2021. Data
were categorized by topic, decade, and type of publication.

Study 2. Survey

Participants

The survey sample consisted of 40 employees who
identified as an IO or a WO psychologist. More specifically,
the inclusion criteria entailed the participant to have had
an educational degree in psychology and applied their
educational training in some way to understand people’s
cognitions and behaviors in the workplace.

The ages of the participants ranged from 24 to 89 years
(M = 35 years, SD = 12). Females comprised 52% of the
sample, while 45% were male and 2% preferred to not
disclose their sex. In terms of region, there was repre-
sentation from Luzon, Visayas, and Mindanao, with 50%
of the participants coming from the National Capital
Region, 20% from Luzon, 10% from Visayas, and 20%
from Mindanao. With regards to educational background,
56% had an undergraduate degree in psychology, 37% a
master’s degree in psychology, and 7% a doctoral degree in
psychology. In terms of employment, 84% of the partici-
pants were employed in an organization, 24% self-
employed, and 2% unemployed. In terms of sector, 53%
belonged to private organizations, 40% belonged to the
public sector, and 7% to nonprofit. Seventy-nine percent
also reported that their current work is related to WOP
while 21% reported otherwise. More specifically, 65%
described their work as a formal practice of WOP in the
form of HR and OD work, 22% as teachers of psychology,
and 13% as researchers of WOP.

Additionally, 61% of the survey participants are mem-
bers of a professional organization related to WOP. In
particular, they belonged to organizations such as the
Psychological Association of the Philippines (51%), the
Philippine Society for Talent Development (11%), the
People Management Association of the Philippines (11%),
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and the Organization Development Practitioners Network
(4%). The remaining 23% belonged to other organizations.
Finally, in terms of licensure, 58% of the sample were
registered psychometricians, 10% were registered psy-
chologists, and 27% were neither.

Research Procedure

Prior to data collection, the research team ensured the
ethical approval of the university’s research and ethics
committee (Protocol ID: AAMUREC_23_010). This study
utilized convenience sampling wherein participants were
recruited through social media platforms based on their
availability and willingness to participate in the survey.
Prior to participation in the survey, information about the
study’s purpose, their rights to anonymity and confiden-
tiality, and the voluntary nature of their participation was
presented in the first page of the survey. Participants who
gave their consent proceeded to the next page, while those
who did not had the option to close the survey and not
answer at all.

Measures

The survey contained open-ended questions to gather rich
descriptive and qualitative data. Questions revolved
around challenges (“What are the challenges you currently
experience in your work?”), trends (“What are the trends
that affect your workers and organizations currently?”),
training (“Do you see the need for specialized training for
work and organizational psychology currently and in the
future?”), and the use of scholarly work or publications as
references. Finally, the survey ended with demographic
questions examining the professional and educational
background of the participants.

Study 3. Interview

Participants

The study involved seven professionals (five females and
two males) in WOP in the Philippines (see Table 1). The
interview participants collectively represented a wealth of
expertise in psychology and OD, with professional experi-
ence ranging from 11 to 55 years across various roles, in-
cluding faculty positions, HR management, and specialized
consulting. The inclusion criteria specified that participants
must hold a degree in psychology and have utilized their
educational training to gain insights into individuals’
thoughts and behaviors within the workplace context.

Research Procedure

A semistructured interview guide was designed to explore
current trends, observed changes, key milestones, pro-
fessional roles, contributions, scholarly references,

International Perspectives in Psychology
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Table 1. Interview participants

Source code  Sex Position/role

Number of years work in field  Education background

Int-A Male Full-time Faculty/Former Department Chairperson 18 years Psychology
Int-B Male Full-time Faculty/Consultant/Learning & Dev Specialist 14 years Psychology
Int-C Female  HR Manager 1 years Psychology
Int-D Female Retired Learning and Dev/Talent Management Head 16 years Psychology
Int-E Female  Director for Special Projects in a Center for Organization 55 years Psychology
and Research and Development/Part-time as a Professor
Int-F Female  HR/OD Practitioner 40 years in HR, 30 years Psychology
in OD
Int-G Female  Current Director of HRD; Retired Faculty/Former Director 19 years Psychology

of HRD

challenges, ethical dilemmas, and future relevance in the
field of WOP in the Philippines. This approach allowed
flexibility in exploring participants’ insights while main-
taining a consistent framework for inquiry (Creswell &
Poth, 2018).

Following ethics approval from the university’s ethics
committee, participants were recruited using criterion
sampling, specifically targeting WO psychologists within the
research team’s professional networks. This sampling ap-
proach ensured that only individuals with relevant expertise
in the field were included (Palys, 2008), as participants
were selected based on their professional background in
WOP. Upon agreeing to participate in the interviews, par-
ticipants received an email containing the (a) interview
questions; (b) invitation letter outlining the study’s purpose,
significance, and the anticipated duration (approximately
1-1.5 hours); and (c) an informed consent form with im-
portant details such as the study’s purpose, procedures,
confidentiality assurances, the right to withdraw, and a
statement confirming that participation is voluntary. In-
terviews were either in-person or via video conferencing
platforms (i.e., Zoom) to accommodate geographical con-
straints. Each session was video-recorded with the partic-
ipants’ consent to ensure accurate data capture for
subsequent analysis. These recordings were transcribed
verbatim and were reviewed by the researchers.

Data Analysis

Study 1 (Desktop Research)
Secondary data from various sources, including CHED
Memorandum Orders (CMOs), the CHED Database of
Graduate Programs, and the DRIPP database, were exam-
ined to identify trends and developments in WO psychology
and OD within the Philippines in education and research.
To track developments in WO psychology within the
prescribed undergraduate and graduate education cur-
ricula, CMOs No. 38 Series of 2010 and No. 34 Series of
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2017 were compared and analyzed. Additionally, CHED
Memorandum Order No. 39, Series of 2010, which gov-
erns graduate psychology programs, was examined along
with the announcement of Alvarez-Agnes (2021) to assess
the psychology program alignment with educational
standards.

The CHED Database of Graduate Programs served as
the primary source for identifying relevant institutions
which offer WOP and OD. Secondary sources through
internet search were conducted to cross-check the pro-
grams in WOP and OD within the Philippines. This ap-
proach ensured a thorough verification of data and
allowed for a detailed analysis of educational offerings in
these specialized fields over the two-decade period. The
geographic distribution of these programs was also ex-
amined to understand regional concentrations and
disparities.

The DRIPP data were analyzed quantitatively by
counting the number of studies conducted between 2000
and 2021 under each category to identify patterns and
trends. Descriptive statistics were employed to examine
the frequency of publications, research methods used, and
publication sources.

Study 2 (Survey) & Study 3 (Interview)

Qualitative data analysis for both the survey (Study 2) and
the interview (Study 3) utilized Braun and Clarke’s (2006)
thematic analysis framework, which involved a systematic
approach to identifying, analyzing, and reporting patterns.
Participants were labeled differently to ensure clarity and
maintain anonymity: Survey participants were assigned
number-based labels (e.g., S1, S2), while interviewees were
given letter-based codes (e.g., Int-A, Int-B). The survey
responses and interview transcripts were entered into
Microsoft Excel to facilitate thematic coding. The analysis
proceeded through several phases: First, researchers fa-
miliarized themselves with the data by reading and re-
reading the survey responses and interview transcripts
multiple times; second, initial codes were generated to
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highlight relevant segments, resulting in higher-order
themes. Next, these codes were grouped into potential
themes, emphasizing the interrelations among subthemes
and their contribution to the overarching themes. The
themes were reviewed and refined for coherence, ensuring
they accurately represented the data, and each was clearly
defined and named. Survey and interview data were in-
tegrated in a comparative analysis, with distinct labeling
(e.g., S1 for surveys, Int-A for interviews) facilitating cross-
referencing. Themes identified from the survey data were
corroborated by findings from the interviews, validating
patterns across qualitative data sets. Finally, the analysis
culminated in a comprehensive report that synthesized
findings, supported by verbatim participant quotes to il-
lustrate themes (Terry et al., 2017).

Reflexivity

In conducting this research, it was crucial to reflect on the
diverse backgrounds and experiences of the researchers as
they could influence the data collection and analysis pro-
cesses (Finlay, 2002). Four of the researchers teach subjects
related to WOP, which contributed to a deep understanding
of the study’s focus. Measures were taken to ensure that
interpretations of the findings remained objective. Addi-
tionally, five researchers are based in the National Capital
Region (NCR) and one in the Visayas. This geographical
distribution may have impacted how the researchers con-
ceptualized issues related to WOP across the Philippines.
Two researchers were involved in HR and OD projects
across the country, while one researcher worked in the
similar field internationally. These professional roles likely
influenced the researchers’ views on organizational prac-
tices and needs. The research team comprised four
members with graduate degrees in psychology, one with a
graduate degree in human resources management, and one
currently pursuing a graduate degree in psychology,
bringing a diverse mix of academic backgrounds and ex-
pertise to the study. To address these diverse viewpoints
and potential biases, the researchers engaged in multiple
discussions and member checking throughout the study to
ensure the findings were as accurate and representative as
possible (Creswell & Creswell, 2018).

Results

This section describes the results of the study. First, it
covers information and themes related to formal educa-
tion and training (based on desktop research, survey, and
interview data). Next, it examines the state of research in
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WOP (based on desktop research, survey, and interview
data). Finally, themes related to the trends that shape the
field, roles and contributions of WO psychologists, chal-
lenges, and ethical dilemmas they face in their practice are
presented (based on survey and interview data).

Education

Since 2010, two Commission on Higher Education
(CHED) memorandum orders (CMOs) on policies and
standards for undergraduate psychology programs have
been implemented to update and enhance the curriculum.
Notable differences exist between CHED Memorandum
Order (CMO) No. 38 Series of 2010 and CHED Memo-
randum Order (CMO) No. 34 Series of 2017, particularly
regarding the subject IO Psychology. In CMO No. 38 Series
of 2010, “Industrial Psychology” was designated as an
elective course (Commission on Higher Education,
2010a), with a focus on the application of psychological
principles in industrial settings. However, CMO No. 34
Series of 2017, aligning with the agency’s broader initiative
for competency-based education, redefines the subject as
a mandatory requirement under the title “Industrial/
Organizational Psychology,” highlighting its expanded
relevance not only in industrial sectors but also across
diverse organizational settings (Commission on Higher
Education, 2017). This shift from optional to mandatory
requirement not only underscores the increased recogni-
tion of this field as fundamental for all psychology students
but most notably, seen as a necessity since IO Psychology
is a subject covered in the psychometrician board exam-
ination since its introduction in 2014.

Currently, CHED Memorandum Order (CMO) No. 39,
Series of 2010, on Policies and Standards for Graduate
Programs in Psychology remains in effect for both master’s
and doctoral programs, despite the existence of a “Pro-
posed Policies, Standards, and Guidelines for Graduate
Programs in Psychology” introduced in 2017 (Alvarez-
Agnes, 2021). IO Psychology is also one of the key areas
of advanced practitioner training that a PhD psychology
intern can pursue through a 6-unit internship, highlighting
its practical importance in real-world settings. Addition-
ally, the CMO ensures that students pursuing graduate-
level IO psychology have a foundational understanding of
the subject by requiring the completion of an under-
graduate industrial psychology course, thus reinforcing the
need for specialized knowledge and research in workplace
dynamics, organizational behavior, and human resource
management (Commission on Higher Education, 2010b).

Across the Philippines, WO psychologists pursuing
further studies choose graduate programs not only in IO
Psychology but also in Organization Development, which

International Perspectives in Psychology
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the Commission on Higher Education (CHED) classifies
under the domain of Business Administration and Related
Fields (Hechanova, 2004). Compared to 20 years ago,
there is a significant growth in these academic programs
offered by state universities, private HEIs, and local uni-
versities and colleges (LUCs). Presently, 26 HEIs offer
graduate programs in WOP and OD, a number that has
doubled over the past two decades.

Graduate programs in WOP are available in four key
regions of the Philippines - National Capital Region
(NCR), CALABARZON, Central Visayas, and Zamboanga
Peninsula - offering specialized master’s programs in se-
lect universities, along with doctoral options. OD graduate
programs are available in four regions in the Philippines,
with the National Capital Region (NCR) again providing
the widest array of options, including both master’s and
doctoral levels. In contrast, regions such as Cagayan
Valley, CALABARZON, and Central Visayas provide more
specialized programs through select institutions, concen-
trating on Organization Development and Planning. Al-
though they are not explicitly named or identified as such,
there appear to be doctoral programs with OD-related
courses in both the Northern Mindanao and Davao
regions.

Bridging Theory to Practice

Participants of the survey emphasized the need to bridge
the gap between theoretical education and practical ap-
plication, calling for improvements in on-the-job training
(OJT) and practicum programs, greater undergraduate
specialization, and the ability to translate theories into
practical programs and policies.

Improving Training Programs

The need to enhance OJT and practicum programs was
frequently mentioned. Many participants noted that the
gap between academic learning and real-world applica-
tion remains significant. One participant emphasized the
need for “practicum requirements for all undergraduate
students” (S42) to ensure meaningful HR experience.
Survey participants also stressed the value of hands-on
experience, with one participant stating, “because there
are so many practical things that I learned from the job
that cannot be learned through theories” (S9). Aligning
training programs with industry standards is crucial for
effectively preparing psychology students for the
workforce.

Enhancing Specialization and Application

Participants emphasized the need for greater specializa-
tion and practical application in undergraduate psychology
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education. While the current curricula provide a strong
theoretical foundation, many felt there were limited op-
portunities for skill development. One participant noted
that “specialization of skills even during the undergrad-
uate level” (S38) is necessary to better prepare students for
specific roles. Another participant expressed concern
about the lack of specialized training in WOP during their
undergraduate vyears (S19). Additionally, participants
highlighted a gap between theoretical knowledge and its
application in real-world settings. One participant re-
flected, “My psych education. . .is not enough in terms of
translating these theories to actual programs, projects, or
activities” (S41). This highlights the importance of cur-
riculum reforms that combine specialized training with
real-world experience, helping graduates develop the skills
needed to successfully implement organizational
programs.

Professional Training

Survey participants identified seven key areas where
further specialized training is crucial for WOP practi-
tioners in the Philippines. These areas encompass OD,
human resources (HR) and people management, tech-
nology and HR analytics, business and legal acumen,
leadership and project management, well-being, and
psychological assessment.

Organization Development

Participants emphasized that competencies in OD are
essential for WO psychologists. Specialized courses on OD
processes are deemed critical for understanding organi-
zational structures, performance management, and
change implementation. One respondent noted the need
for “competency mapping and the development of com-
petency frameworks” (S19). Another stressed the impor-
tance of teaching teams to align their goals with
measurable performance outcomes, highlighting the role
of WOP in “developing and implementing competency
models/frameworks” (S41).

HR and People Management

HR and people management were identified as key
competencies. Survey participants underscored the im-
portance of understanding HR processes, including con-
flict management and group dynamics. Strategic HR was
highlighted, with one respondent emphasizing that prac-
titioners need to contribute to long-term workforce
planning, not just administrative tasks. The need for
psychological expertise in addressing issues such as em-
ployee retention was also noted, as “dealing with imme-
diate resignations” (524) presents a unique challenge.
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Technology and HR Analytics

With technology transforming HR functions, participants
called for training in HR analytics and data-driven
decision-making. A survey participant emphasized that
“data-driven decision-making is gaining prominence”
(S16), underscoring the need for practitioners to develop
skills in data analysis and statistical techniques. The
growing relevance of artificial intelligence (AI) and other
technology-related advancements was also mentioned as
key areas for skill development.

Business and Legal Acumen

Many participants expressed concern about the lack of
both business and legal acumen among psychology
graduates. They emphasized that understanding the
business side of organizations is just as important as
psychological expertise, particularly for those working in
corporate settings. One respondent shared that, “Most
psychology graduates don’t have the innate business
acumen” (S45), highlighting the gap in training. Others
echoed the need for psychology programs to incorporate
more business-related content, such as management
principles and consumer strategies, to help graduates
communicate more effectively with business leaders and
stakeholders.

Similarly, several participants pointed out the impor-
tance of legal knowledge, particularly in handling labor
laws and employment-related cases. They noted that while
psychology programs cover workplace behavior and or-
ganizational dynamics, they often overlook the legal as-
pects of HRM. One survey participant specifically
mentioned that “handling labor cases” (S11) is not suffi-
ciently covered in academic programs, underscoring the
need for specialized training in labor laws. These insights
suggest that integrating both business and legal training
into psychology curricula could better prepare graduates
for the realities of professional practice.

Leadership and Project Management

Participants highlighted how leadership and project
management are both essential in driving organizational
success. Leadership was seen as more than just a
position—it was about guiding teams, making informed
decisions, and creating a productive work environment.
One participant emphasized this by stating, “Effective
leadership is vital for organizational success” (S16). Others
echoed this sentiment, pointing out that leadership is not
just about authority but also about inspiring and moti-
vating teams. At the same time, project management
emerged as another crucial skill, especially in ensuring that
workplace policies and procedures are successfully
translated into action. One respondent noted that “training
in project management would be particularly beneficial for

© 2025 Hogrefe Publishing

those working closely with human resources and organi-
zational development teams” (S41). Participants recog-
nized that strong project management skills are essential
for keeping up with the fast-paced demands of modern
workplaces.

Well-Being

The area of employee well-being, including mental health,
stress management, and crisis intervention, emerged as
critical for practitioners. One participant emphasized the
rising demand for specialized training in work psychology,
particularly related to “mental health and well-being”
(S16). This reflects the increasing responsibility of WO
psychologists to address the mental health needs of em-
ployees and promote psychological well-being.

Psychological Assessment

Psychological assessment tools and techniques are rapidly
evolving, necessitating regular training updates. One
participant mentioned that “psychological assessment
tools require ongoing training to stay current” (S16). As
psychological assessment forms the foundation for many
HR interventions and organizational decisions, staying
updated is crucial.

Research

Interviewees emphasized the importance of research,
stating “more interest in research is also a milestone” (Int-E)
and that “it’s really important because that’s the evi-
dence. . ..to strengthen any argument that you can have”
(Int-A). In terms of resources related to research, inter-
viewees and survey participants noted that they used journal
articles such as “the PAP journals” (S22), “journal data-
bases” (S8), and other specific journals online. They
also noted the use of books and other printed materials.
These include “books on human resource management”
(S32), “all Ateneo CORD published books” (S8), “PAP
handbooks” (S32), and methods-focused materials such as
“Cresswell’s Research books” (S44), and other popular
international books. Based on the desktop research, many of
the locally published books related to WOP were published
by the Ateneo de Manila University Press, including titles
such as “Understanding the Filipino Worker and Organi-
zation” in 2017, “Organization Development Practice in the
Philippines” in 2018, “Workplace Well-being in the Phil-
ippines” in 2023, and “Evolving HR: Knowledge and Stories
in Philippine Organizations” in 2024. Materials from the
government such as the “CSC [Civil Service Commission]
Generic Competency Dictionary” (S19) and the “DOH
[Department of Health] Competency Catalog” (S19) were
also cited. They also used online reports from magazines
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and organizations. These include “online articles by busi-
ness websites, Times, Harvard, etc.” (S20); “HBR,
McKinsey, World Economic Forum” (Int-E); and “Gallup,
HBR, and Deloitte position papers” (S8).

Trends were observed in the Database for Research in
Philippine Psychology (DRIPP) about research conducted
between 2000 and 2021. Within that time frame, there
were a total of 115 journal articles that delved into the
experiences of Filipino workers and of WOP in the Phil-
ippines. There has been a significant increase in the
number of publications in recent years, with the highest
number of publications in 2021 (f = 28), 2018 (f = 11), and
2020 (f = 10) and 2019 (f = 10), accounting for half
(51.30%) of the total publications. In terms of methods
utilized in the studies, 55% were quantitative, 33% were
qualitative, 9% were mixed-method, and 3% were clas-
sified as using other methods. The articles were published
in both local (8.70%) and international (91.30%) journals.

Trends that Shaped the Field of Work and
Organizational Psychology

Participants from both interviews and survey identified
trends that affect Filipino workers and organizations which
consequently shaped the practice of WOP in the country.
These trends include giving greater importance to em-
ployee well-being, increasing digitization of work and the
consequent preference for remote work, enhanced con-
nectivity through globalization that contributes to attrition,
diversity of the workforce, as well as the greater recog-
nition of psychology as a profession.

Employee Well-Being
The importance of focusing on employee well-being came
from the observed “increase in (the) number of people ex-
periencing burnout” (S39), “low job satisfaction” (S39),
“demotivation,” as well as “poor work performance (and)
poor employee morale” (S19), especially during the pan-
demic (S31). Participants noted how there was greater pri-
oritization of mental health amid COVID-19 (e.g., Int-B, Int-
D, etc.). An interviewee (Int-B) recounted how people seem
to have become more mindful of mental health and were
seeking for programs to enhance this in their organizations.
Even before the pandemic, the legislation of the Mental
Health law facilitated the emphasis on workplace wellness.
Int-C pointed out that the law requires companies to have
policies in place and to ensure that their employees are
aware of where to go when they experience mental health
challenges. These trends seem to have lessened the stigma
on help-seeking. As noted by Int-D, “I noticed that there is
less stigma now in asking for help, it’s like ‘It’s okay to not
be okay’ and to say that you’re not okay.”
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Digitization and Remote Work

The need to adapt to “digitization” (Int-F), “technology
and new innovations” (S17), as well as “digital transfor-
mation and the influx of Al tools” (S41) was also men-
tioned as trends by the participants. New and emerging
technologies are now used in recruitment (S17) and in
analyzing data/numbers within the HR function (S43) or
for automation (such as in the use of labor-saving devices
(S45). As such, “digital adaptation” (Int-F) is necessary
even for older employees (S32).

The digitization of work enabled the adaptation of new
work set-ups (526) such as “work from home or hybrid”
(S38). One of the interviewees shared the need to be
“creative enough and innovative enough to find ways to
allow people to work from home, because that is the trend
now...” (Int-A). A survey participant on the other hand
noted “the difficulty in recruiting the younger generation
workforce (i.e., Gen Z) to the ‘typical’ on-site work because
of mainstream pure online work opportunities
(i.e., freelance virtual assistant)” (S8).

Globalization and Attrition

“The Philippines is part of the world, so what’s happening
in the world. . .in all aspects, socio-political, economic, all
of those will actually impact on how businesses will op-
erate here” (Int-F). Aside from how global trends affect
business operations, the interviewees likewise emphasized
the value of connectedness and how this makes Filipinos
“aware about the(ir) rights” (Int-A), as well as the im-
portance of “inclusion, of making people feel that they
belong, they are able to contribute (and) that they are
valued” (Int-D).

Exposure to work options outside of the country con-
tributes to attrition through “labor migration” (S39). In-
terviewees from both academe and industry shared
challenges related to retaining their employees. They at-
tribute attrition to bigger compensation offered by com-
petitors (Int-A), the restlessness of young workers (Int-G),
being overworked but not properly compensated (Int-B),
low resilience (Int-C), and mental health issues (S40)
among others.

Workplace Diversity

The participants noted “the increasing diversity in the
workplace” (S17) and the emphasis on DEI or diversity,
equity, and inclusion. According to S16, “DEI initiatives are
a top priority for academic institutions. Creating more in-
clusive and equitable work environments is essential, and
performance management must align with these goals to
ensure that all employees have equal opportunities for
growth and development.” Observed changes include
“cultural differences” (S45) and the “rise of women. . .more
women in leadership positions in orgs.” (Int-D).
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Generational difference is another form of workplace
diversity mentioned by the participants. The newest
generation to join the workforce are the Gen Zs (S44),
expanding the cohorts that are now in organizations to
Baby Boomers, Gen X, Millennials, and this youngest
generation. One participant (S9) expressed a challenge on
how “to make different generations (ages) within the
company. . .work with each other without any rising con-
flicts.” Some observations of the younger generations of
the workforce include being cognizant of “work-life bal-
ance” (Int-E) and being “woke” (Int-D).

Psychology’s Recognition

One positive trend shared by the interviewees is the
greater recognition of psychology as a profession. Int-G
noted that “it’s a good thing that we professionalize our
field, because that also makes our profession secure and
only qualified people can perform (it).” The same inter-
viewee also mentioned the increasing awareness of IO
psychology as a potential area of practice among under-
graduate students intending to work in industries. Int-B
attributed this increased appreciation to the passage of the
mental health law and the growing knowledge of how
psychologists as mental health practitioners can support
employees.

With the recognition of Psychology as a profession is the
demand to ensure that interventions are “evidence-
informed” and based on “needs assessment” (Int-B). A
survey participant also noted the “increasing emphasis on
using data and analytics to inform performance man-
agement decisions” (S16).

Roles and Contributions of Work and
Organizational Psychologists

Two roles emerged from the data - human resource
management (HR) practitioners and academics. Majority
of the responses pertained to WO psychologists’ roles in
HR and their consequent contributions to organization
development and advocacy to focus on their people. Some
of the participants also shared about roles and contribu-
tions in academic institutions.

Human Resource Management Practitioners

Psychologists in HR assume the role of generalists (takes
care of multiple HR functions; e.g., S42) or specialists in
“recruitment and selection, organization development,
and mental health programs development” (S20). They
also handle “learning and development, performance
management, and rewards and recognition” (532). The HR
practitioners work in both private and public sectors. The
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impact and comprehensiveness of the HR function were
captured in the following sharing of S38:

As work and organization psychologist, I helped in terms
of providing valuable insights on implementing effective
onboarding and socialization, understanding group
dynamics, crafting effective learning designs, delivering
impactful learning and development interventions that
enhance retention and change of behaviors, giving
insights on objective performance evaluation and
effective coaching for employees, understanding and
delivering leadership and team development programs.

Their role as HR practitioners allowed them to contribute in
the growth and development of organizations as well as drive
the necessary focus on employee engagement and well-being.

Supports Organization Development

A survey participant (S44) shared how one of the expecta-
tions from him/her as a practitioner is “to execute a wide
range of activities to support the development and im-
provement of organizations using behavioral science/
approach (psychology).” Other survey participants similarly
highlighted how their learnings from psychology allowed
them to meaningfully contribute to their organization - “My
main contribution as a work and organizational staff has been
to enhance the overall performance, well-being, and effec-
tiveness of both employees and the organization as a whole.
By applying psychological principles and data-driven insights,
I have helped create positive workplaces that foster growth,
productivity, and organizational success” (S16); “With the
help of industrial organizational psychology, we learned
about productivity, motivation, culture- the good culture,
productive culture in the entire organization” (Int-C).

Focus on People

There was also an emphasis on how WO psychologists, as
HR practitioners, advocate for a focus on the human aspect
of organizations. As expressed by S7 “In my line of work, I
put the ’human’ in human resources - making sure that the
knowledge, skills, abilities, and skills of people are ac-
counted for in all the roles in the organization.” S37 also
noted being “able to put a ‘human’ dimension in the laws
and regulations that we implement. Policy implementation
had become more human-centric.”

Academics

A significantly fewer number of participants shared about
their roles as “instructor” (S13), “university admin-
istrator...and college professor” (S14), or “guidance
counselor” (S22), in educational institutions. For some (S13
and S14), their job in the university was complemented by
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consultancy work. In describing their contributions in the
academe, S15 shared how they “prepare graduating stu-
dents in the realms of the workplace by equipping them
(with) the necessary knowledge and skills.”

Challenges

Participants identified various significant challenges WO
psychologists face both within the workplace and across
the country. These include precarious work conditions,
limited opportunities for growth and development, poor
organization culture, and poor employee work-life balance
and mental health. Participants of the study also cited the
general lack of understanding of the field of psychology as
an emerging challenge. Additionally, participants high-
lighted the need to adapt to the VUCA (volatile, uncertain,
complex, and ambiguous) environment, generational
differences, and technology and digitalization, as critical
areas.

Precarious Work Conditions

Precarious work is a multilayered and ever-present issue in
the Philippine context. This is evident in the “economic
instability” (S11), “rising prices of commodities” (S7), and
rampant corruption (S32) in the country. Participants
highlighted “low salaries” (S31, S29, S44) as a critical
component of their experience of precarious work. Many
feel that “they do not get paid equitably for their hard
work” (S40) and that their low salaries are due to “low
valuation of competencies by some employers” (S9).

In addition to concerns about inequitable compensa-
tions, participants emphasized the lack of legal and social
protection. As one participant pointed out, “some workers
face issues related to labor rights and protection, including
inadequate enforcement of labor laws, unsafe working
conditions, and unfair labor practices” (S16). Within their
respective companies, participants noted the “absence of
employee voice mechanisms and the employer’s delib-
erate effort to avoid these (i.e., trade unionism and col-
lective bargaining)” (S39). Moreover, there seems to be a
substantial gap in health care benefits as many workers
“lack access to essential health care services and social
security benefits” (S16).

Recognizing that “finding stable and suitable employ-
ment can be a challenge for many Filipinos,” (S16) survey
participants highlighted not only unemployment but also
underemployment, “where workers are employed in jobs
that do not fully utilize their skills and education” (S16).
Participants also cited “contractual issues” (S15), “security
of tenure” (S9), and the “misclassification of workers to
nonregular employees” (S39) as contributors to job
instability.

International Perspectives in Psychology

Limited Opportunities for Growth and Development
Participants highlighted limited opportunities for growth
and development, in the form of limited opportunities for
learning and development, job mismatch, and lack of
opportunities for advancement, as major challenges in the
field of WOP.

Since “rapid advancements in various fields necessitate
ongoing development, employees need opportunities for
continuous learning to stay relevant, and performance
management should support this through personalized
development plans” (S16). However, participants em-
phasized that there is “limited access to quality education
and skills training [which] can hinder career advancement
and economic mobility for many workers” (516). Another
participant pointed out that management does not “invest
well in employment training and development because
they prioritize profit over employee retention” (S9).

Participants also noticed a misalignment between col-
lege courses and the availability of jobs in the market (S38).
According to one participant, “there are organizational and
technical competencies that Filipinos cannot meet because
we don’t produce enough graduates in certain fields like
physics, chemistry, agriculture, nutrition, speech therapy
etc. We mass produce commerce/bus ad graduates, en-
gineers (common ones like civil, electrical), nurses” (S40).
Among those employees who wish to further their careers
in WOP, participants highlighted “minimal opportunities
for promotion” (S8) and a general “lack in opportunities”
(S7, S13).

Poor Organization Culture

Poor organizational culture was another salient challenge
among participants. This came in various forms such as
“office politics, backstabbing, overburdening the new-
comers, not properly endorsing work, bad/toxic seniors”
(S33). Participants from the government setting also
highlighted the following, “lack of teamwork, lack of
shared vision from top management, organizational and
personal goal disconnect resulting in disengagement”
(S18).

Poor Employee Work-Life Balance and Mental Health
In light of the COVID-19 pandemic, survey participants
stressed the importance of work-life balance and mental
health in the workplace. Some participants noted “too
much workload” (S21) and the “work from home setting”
(S22) as major contributors to “loose work and home
boundaries” (S18) and an overall decrease in employee
well-being. One participant highlighted that despite the
Mental Health Act, there is still stigma surrounding mental
health and a prevailing expectation for Filipino employees
to remain “resilient” (S45). This general lack of focus on
mental health prevents employers and managers from
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crafting proactive measures against burnout and other
mental health issues.

Lack of Understanding of the Psychology
Field/Psychologist

While survey participants noted the greater recognition of
psychology as a profession in the Philippines, they also
emphasized that this applies mostly to licensed clinical
psychologists. One interviewee (Int-B) explained that for
the common employee, the distinction among different
specializations in psychology is unclear, thereby leading
them to question the role of WO psychologists in the
workplace.

Licensure and Professional Identity

The licensure of psychologists plays a heavy role in the
unclear professional identity of WO psychologists.
Whereas the participants of the study acknowledged the
importance of obtaining a master’s degree and a license to
regulate the practice of the profession, and the licensure
examination for psychologists in the Philippines is heavily
focused on clinical psychology (Int-B). This emphasis on
clinical subject matters of expertise puts WO psychologists
at a disadvantage, as their areas of practice, from OD and
employee well-being to work performance, are not ade-
quately represented in the licensure process. In addition,
survey participants highlighted that it “takes a lot [of] in-
vestment in time. . . [and] finances” for HR professionals to
go through the necessary steps to obtain licensure (Int-G).

Lack of Recognition and Shortage of WO Psychologists
These issues concerning licensure and professional
identity lead many employees to undervalue the signifi-
cant contributions of WO psychologists in the workplace. A
survey participant shared that “managers aren’t familiar
with Organizational Development or other transforma-
tional activities that can be done by IO practitioners”
(S44). Therefore, there is an added challenge for WO
psychologists to “convince the administrator, top man-
agement, and the department heads that [they] can make a
difference in improving performance of employees and
teams within the organization” (518). This undervaluation
of WOP translates into an apparent gap in the number of
trained WO psychologists in the country, affecting both
practitioners in organizational settings and educators in
the academe. A survey participant (S18) expressed “feeling
isolated” due to this lack and emphasized the additional
responsibility of “orienting HR personnel about psycho-
logical concepts and principles at work.”

The Need to Adapt to the VUCA Environment

In light of the emerging changes in organizational settings,
the need to adapt to the VUCA (volatile, uncertain,

© 2025 Hogrefe Publishing

complex, and ambiguous) environment was a salient
challenge. According to the survey participants, these
unpredictable changes include “complex emergencies”
(S29), “change in management” (S32), and “digital
transformation” (S41). On the other hand, one interviewee
pointed out that “understanding change” (Int-E) and
adapting quickly to the evolving needs of the younger
generation are currently some of the biggest challenges in
the VUCA environment.

Generational Differences in the Workplace

In terms of diversity, equity, and inclusion, there appears
to be a general consensus among survey and interview
participants regarding “generational differences” (S21) as
a significant challenge. In particular, one participant ex-
pressed that “managing these generational differences
and expectations presents a challenge in performance
management, requiring flexibility and tailored ap-
proaches” (S16). An interviewee (Int-E) echoed this sen-
timent, emphasizing the need to adopt an open mind and
find common ground where different generations can
harmoniously work together.

Technology and Digitalization

The present times call for the digitalization of organiza-
tional practices. This poses a challenge to some employees
who are used to more traditional methods. As one inter-
viewee highlighted, there is a need “to catch up with the
use of technology” (Int-G) to increase productivity and
efficiency in the workplace.

Ethical Dilemmas

Ethics plays a significant role in the field of psychology,
whether it is in the clinical or organizational setting. The
responses brought to light key areas where ethical di-
lemmas frequently arise, such as integrity or nepotism,
balancing interests of organization and employees, orga-
nizational justice, data privacy, and dual relationships.
Majority of these issues were observed in both private and
public sectors, namely in government agencies.

Integrity/Nepotism

In the workplace, ethical dilemmas involving integrity and
nepotism come in various forms. One participant high-
lighted the prevalence of “bribery” (S30) while another
emphasized the “hiring people that are not qualified due to
nepotism, promoting people because of seniority and not
competency” (S8). In addition, instances of “political ac-
commodations” were noted, where employees are given
preferential treatment due to political connections instead
of merit and competencies (S33).
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Balancing Interests of Organization and Employees
Balancing the interests and demands of the organization
and employees also emerged as an ethical dilemma. For
one survey participant, this was evident in “situations
where he must evaluate an employee’s performance
honestly, even if it could have negative consequences for
their career or job security” (S16). For another, this
manifested in a “lack of cooperation from old employees”
(S46) who wanted to retain the status quo that proved to be
advantageous for them. Thus, managers often feel “pulled
in between the interests of management and employees”
(S42).

Organizational Justice

In terms of organizational justice, one survey participant
highlighted issues regarding letting employees go without
following the proper documentation and legal processes
“because it is more practical for them to skip the docu-
mentations than to delay the business process” (S9).
Another participant emphasized the question of ensuring
fairness and justice, especially when it comes to labor
cases (S11).

Data Privacy

With the increased digitization of organizational practices,
the ethical dilemma of Data Privacy comes to the fore-
front. As one participant shared, it is important to “always
uphold Confidentiality and Data Privacy and that only
when it is requested by the court there I will share and

Table 2. Summary of key findings in 2004 versus 2024 study

comply since it is assumed that my client’s/someone else’s
life is in danger” (S22). For another, data privacy extends
to the realm of social media, where employees sometimes
“rant” (S38) or share their experiences at work.

Dual Relationships

Dual relationships in the workplace constitute an ethical
dilemma for some participants. In the organizational
setting, this was apparent in romantic relationships be-
tween coworkers (S21). Meanwhile, one participant high-
lighted dual relationships in the “counseling setting and
the importance of obtaining informed consent” (544).

Discussion

The results of this study showed some trends and chal-
lenges that were similar to those raised in Hechanova
(2004) but also indicated new challenges (see Table 2).
Globalization and employee attrition were already iden-
tified two decades ago as a major challenge faced by
Philippine organizations. Downsizing was not cited as a
major challenge in 2004 and in this 2024 study, this issue
was articulated in terms of unemployment and job in-
stability. This may be an outcome of the economic impact
of the COVID-19 pandemic. However, the results also
suggest that a key challenge for the Philippines is meeting
its goals for Sustainable Development Goal 8 particularly

Areas 2004

2024

Trends/challenges Global:
e Globalization and attrition
e Downsizing
e Information technology

Local:

e Raising the profile of |0 psychologists (locally and

internationally)

e Inclusion of 10 psychologists in licensure of psychologists

Global:

e Globalization and Attrition

e Unemployment and job instability

e Digitization of work; Al, preference for hybrid/remote work
e Employee well-being

e Workforce diversity (gender, generations, race)

Local:

e Greater recognition of psychology as a profession

e Demand for “evidence-informed” and based on “needs
assessment”

e Building and disseminating knowledge in |0 psychology

e Going beyond business organizations

Education and e |0 Psychology as a required major

training e Rise in graduate programs in |0 psychology
e Need to bridge academe and industry
Research e |0 related publications represent less than 5% of total
publications in Psychology
Practice e Transition from personnel services to strategic HR

e Inclusion of 10 Psychology as a licensure subject

e PSGs for PhD in 10 Psychology

e Doubling of WO psychology and OD graduate programs across
26 HEls in the country

e Demand for practicum and specialized HR competencies

e Growth in publications both locally and internationally

e HR and OD

e Employee engagement and well-being

e Expanded use of data analytics

e Enhanced integration of technology in HR practices
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on full and productive employment and decent work. This
has, in fact, been recognized by the Philippine government
that has articulated a goal of reducing unemployment from
the current rate of 10% to 5% by 2030 (National Economic
and Development Authority, 2023).

The impact of technology in the workplace was already
cited as far back as 2004. Then, issues were related to
automation and digitization, while in 2024, technology
issues evolved to artificial intelligence and big data. This is
consistent with global trends suggesting the increasing use
of Al in human resource management. Mer (2023) de-
scribed the use of Al in screening, onboarding, learning,
and employee engagement. At the same time, chatbots,
employee surveys, and wearable technology can also pave
the way to support mental health. Related to this, the
emergence of new technologies allowed the adoption of
hybrid work and remote work during the pandemic. This
has required the restructuring of the location and content
of work and the nature of supervision and engagement
(Przytula et al., 2020).

Well-being has always been an area of interest. In this
study, mental health was a commonly cited trend perhaps
because of the COVID-19 pandemic and its impact on mental
health (Gerstein & Rami, 2022; Przytuta et al., 2020).

Workforce diversity is a new issue that was not raised
two decades ago. However, this is not unique to the
Philippines. Bernard et al. (2019) report that increasing
diversity in the workplace also raises issues of discrimi-
nation and may create division and conflict. In the case of
the Philippines, diversity issues do not appear to be about
race but revolve around gender identity and generations.

The study also highlights shifts in local issues and
trends. In 2004, the issue of identity of this subdiscipline
was mentioned, and this still appears to be relevant today.
Although most Philippine schools still use the label IO
psychology similar to that of North America, other parts of
the world such as Europe have dropped the term Industrial
and replaced it with Work and Organizational Psychology.
Other labels include Organizational Psychology or In-
dustrial, Work, and Organizational Psychology (Anderson
et al., 2001).

What has been the largest shift at least in the Philippine
setting is the greater recognition of psychology as a pro-
fession which can be attributed to RA 10029 or the
Philippine Psychology Act of 2009. Although the law was
made to protect the public and ensure quality counseling
and psychotherapy services similar to that in other
countries, there appears to be a greater appreciation for the
role of psychologists, especially in provision of mental
health services for workers. However, there was still a
clamor to enhance the visibility and value of WO psy-
chologists, especially vis-a-vis HR practitioners. This issue
is not necessarily unique to the Philippines though. Ones
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et al. (2017) highlight the same issue in the United States
and cite as an example where in an HR Tech Conference,
10,000 delegates were asked if they had ever heard of IO
psychology and fewer than 10% had. The authors sug-
gested that some reasons for this is the overemphasis on
theory and methodological rigor vis-a-vis real-world
practice. Ones et al. (2017) also suggest that the disci-
pline is losing ground to other fields such as behavioral
economics, neuroscience, education, and marketing that
sell themselves better. They also cite the preference for
professional credentialing over graduate education. All of
these suggest the need to review and reimagine education
and research in WOP, and to continue to bridge academy
and industry. The clamor for specialization of skills and
real-world experience are critical elements for both un-
dergraduate and graduate psychology programs. At the
same time, the movement toward professional cre-
dentialing cannot be ignored and will have implications on
the nature of programs that can be offered by institutions.

A promising development is the movement toward the
Psychology Law (House Bill 9611) that seeks to change the
label of Psychometrician to Psychology Associate and an
expansion of roles to include: (1) Psychological screening
on risk assessment and behavioral assessment; (2) Psy-
chological evaluation of nonclinical populations for hiring,
school admission, and among others; (3) Intake interviews
for nonclinical populations; (4) Needs assessment for
groups, organizations, or communities; (5) Psychosocial
support not requiring graduate and/or specialist training;
(6) Training/learning and development programs; (7)
Psychoeducation (e.g., mental health literacy); (9) Provi-
sion of human resource management services in organi-
zations and communities; (10) Development, planning,
implementation, monitoring, and evaluation of wellness
programs for organizations and communities; and (11) All
psychological services and functions that mental health
associates and/or mental health professionals for non-
clinical populations. The inclusion of human resource
management and mental health in workplaces acknowl-
edge the importance of WOP which may address the
demand for professionalization. However, these require-
ments imply the need to upgrade education and the
psychology curriculum. At the same time, such regulation
will mean the need to provide exposure to the career
pathways of WO psychologists.

In terms of education, the study highlights the evolution
of the role of WOP. From a required course for Psychology
undergraduates, the Industrial Psychology course was
made a required subject area in the licensure exam for
psychometricians. This has elevated the importance of the
subdiscipline in the practice of psychology.

The growth of graduate education in WOP is also seen in
the latest study with the offering of PhDs in WOP as well as
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in related fields such as OD. The push for relevant edu-
cation is still evident but has evolved from needing to
bridge academe and industry in 2004 to the demand for
practicum and specialized HR competencies in the 2024
results.

In terms of research, the 2004 study noted that
“research in IO psychology [was] still in its infancy”
(Hechanova, 2004, p. 6). A positive development shown in
the 2024 study is the increase in the number of not only
local publications but also international publications. This
may be a reflection of the push of local universities toward
journal publications. Majority of publications in WOP
appear to be in international peer-reviewed journals.
However, a possible downside to this is that the majority of
the Filipino students and WOP practitioners would not
have access to these. As such, it would be important to
ensure that scientific knowledge production in WOP is also
complemented by efforts to make knowledge accessible.
This can be in the form of open-access publications or by
laymanizing research and disseminating them in other
forms.

Finally, the 2024 study shows a slight shift in the
practice of WOP. The main practice areas of WOP
practitioners still appear to be in HRM and OD. These
also continue to be the competencies most needed by
practitioners. However, the emergence of employee en-
gagement and well-being as an area of practice also re-
flects the rise in the mental health issues as well as the
recognition of the value of psychological practice in
addressing mental health and well-being needs of
workers. At the same time, the articulated need for more
competencies on well-being and psychological assess-
ment may reflect the need to ensure that local WO
psychologists have these competencies. This has impli-
cations on the education and curriculum as currently,
these courses are not necessarily a requirement in the
education of a WO psychologist.

Data and evidence-based practice are also not new as
even in 2004, there was a recognition of the importance of
a scientist-practitioner model. However, the use of
evidence-based practice appeared more salient in practi-
tioners’ responses in the 2024 study, suggesting that the
awareness of the importance of data has increased. All of
these are consistent with the literature on global trends in
WOP (Ghislieri et al., 2018). The push for evidence-based
practice has implications on the education and training of
local WO psychologists. Majority of references used in the
education of Filipino WO psychologists are Western.
However, there is a need to ensure a science-practitioner
orientation so that local WO practitioners not merely apply
Western theories, technologies, and practices but also
learn how to develop and evaluate theories, technologies,
and practices that are context salient.

International Perspectives in Psychology

In addition, the results also suggest the greater inte-
gration of technology in HR practice. This has implications
on not just what is being taught but how WOP is being
taught. With many HR services being automated, it is
important that local WO practitioners understand how
technology can change the landscape of practice in HR and
OD. For example, the Philippines is a choice destination
for Information Technology and Business Process Man-
agement (IT-BPM) due to low labor costs and highly
skilled workforce with facility for the English language.
This includes the provision of HR and employee assistance
program services (Pabilico & Patriwirawan, 2019). How-
ever, with the advent of generative Al, some of these
services are being replaced with chatbots, which means
displacement of WO workforce. At the same time, it is also
important to consider local contexts and cultures. For
example, the adoption and integration of these technol-
ogies in the Philippines may face unique challenges, in-
cluding fear of Al, and limited infrastructure, and digital
literacy gaps among others (Concepcion et al., 2019;
Roberts & Hernandez, 2019).

Given the rapid pace of change, the findings affirm the
need to hone flexibility and resilience to handle workplace
issues such as disruptions and change. Change and ad-
aptation will become the norm, and as such, 21st century
competencies such as adaptation, self-directed learning,
and emotional intelligence will be critical competencies for
WO practitioners. At the same time, the findings suggest
the need for social consciousness and the ability to deal
with justice issues such as precarious work, decent wage,
and integrity. Finally, as the world grapples with envi-
ronmental issues, WO psychologists need to also be able to
understand how the discipline can contribute to
sustainability.

Limitations and Future Studies

This exploratory study examined the evolution of the field
of WOP in the Philippines and its current status in terms of
education, research, and practice. A constraint of the study
is the limited sample. It must be noted that important
nuances exist within the country (i.e., sector, industry,
region, rural/urban), which the study was not able to delve
into, thus limiting its generalizability. As such, it would
help for future researchers to gather more data from a
broader range of contexts in order to better understand
unique challenges faced.

The study provided a snapshot of issues that Filipino
WOP practitioners are faced with. Further research can be
conducted on which organizational settings particular is-
sues such as ethical dilemmas are experienced, and how
these are addressed by Philippine organizations and HR
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practitioners. Moreover, the study was conducted just as
the world recovered from the COVID-19 pandemic. Future
studies may determine whether some of the observed
trends (e.g., focus on employee well-being) will continue.

Conclusion

This paper aimed to provide an overview of the state of
WOP in the Philippines through a mixed-methods ap-
proach. It delved into various facets of the education and
training, research, and practice in the field in the past two
decades. Findings suggest that although there are key
challenges, there has also been a greater interest in
building knowledge in the field as well as recognition of the
contributions of the WO psychologists in work organiza-
tions and academic institutions in the country. Nonethe-
less, there are many opportunities for improvement (for
example, through specialized training and tying theory to
practice) so that competencies that are relevant to the
demands of the roles as well as the changing nature of
work can be developed among students and practitioners.
WO psychologists help promote well-being, foster diver-
sity, and facilitate adaptation to digitization, which are key
trends shaping today’s workplace.
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