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Abstract
Human	resource	management	(HRM)	studies	have	been	continuously	developed	to	serve	as	a	reference	for	en-
hancing	the	quality	of	public	services.	This	includes	the	case	in	local	government	where	it	is	important	to	have	highly	
competent	resources,	because	civil	service	personnel	are	the	door	that	deals	directly	with	local	communities.	Us-
ing	bibliometrics	and	analysing	previous	research	coherently,	this	study	focuses	on	identifying	the	development	of	
HRM	discussions	on	local	governance	at	the	global	level,	both	in	developed	and	developing	countries.	As	a	result,	
although	in	general,	the	topics	raised	included	managerial	and	personnel	issues.	There	are	certain	issues	raised	
by	developed	countries,	 such	as	 innovation	 to	 contemporary	 social	 issues.	Meanwhile,	 in	developing	countries	
discussed	challenges	faced	by	local	governments	in	managing	their	resources.	This	study	contributes	to	the	devel-
opment	of	HRM	concern-mapping	in	local	government	globally	and	can	be	used	as	a	reference	for	increasing	the	
capacity	of	human	resource	management	in	local	government.
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Introduction

One	of	the	demands	of	the	development	of	the	government	system	is	related	to	managing	hu-
man	resources.	The	development	of	agile	government	requires	personnel	in	various	administrative	
government	departments,	from	service	at	the	front	to	policy	formulation	at	the	back	end	in	order	to	
be	able	to	develop	as	well	as	to	be	innovative	and	futuristic.	However,	managing	human	resources	
in	the	public	organisations	is	not	simple.	Ramachandran	et	al.	(2019)	discuss	the	most	recent	in-
novations	in	human	resource	management	while	addressing	a	variety	of	issues,	from	competitive	
challenges	such	as	globalisation	to	technological	developments,	human-resources-related	issues,	
to	recruitment	to	training;	as	well	as	employer	concerns	such	as	workers’	rights	to	privacy	issues.	
In	the	public	sector,	the	government	also	faces	challenges	in	developing	human	resources	in	local	
government.	Due	to	the	scarcity	of	trained	personnel	and	increasing	demands	for	enhanced	effec-
tiveness	and	efficiency,	local	governments	continue	to	face	a	number	of	challenges	in	managing	
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their	workforce	(Goodman	et	al.,	2015).	Moreover,	local	governments	in	developed	and	develop-
ing	countries	have	different	characteristic.	Developed	countries	typically	possess	well-established	
governance	systems	with	solid	 legal	 frameworks,	efficient	administrative	structures,	and	mature	
institutions	(Ermini	&	Fiorillo,	2008;	Gugler	et	al.,	2003).	Thus,	local	governments	in	these	nations,	
as	in	Europe,	focus	on	rebuilding	the	problem-solving	capacity	and	ability	for	societal	challenges	as	
well	as	strengthening	management	capacity	and	structures	to	make	public	administration	more	ef-
fective	and	efficient,	including	exploiting	technological	potentials	in	terms	of	electronic	government	
(Proeller,	2006).	 In	contrast,	 local	governments	 in	developing	countries	 face	governance	 issues	
such	as	weak	institutions,	fragmented	political	systems,	and	limited	resources	(Shamsul	Haque,	
1997).	 In	addition,	 there	are	obstacles	 faced	by	developing	countries’	adoption	of	sophisticated	
technology	and	digital	infrastructure,	which	has	a	negative	impact	on	their	local	government	opera-
tions.

National	reinvention	programmes	and	various	state	and	local	initiatives	have	strengthened	pub-
lic	officials	and	administrators’	accountability	 for	 their	performance	and	outcomes,	changing	 the	
public	sector	of	HRM	throughout	 the	past	several	decades	 (French	&	Goodman,	2011).	That	 is	
why	 it	 is	 important	 to	see	how	it	develops	 in	different	countries,	because	there	 is	a	demand	for	
increased	personnel	capacity.	This,	 in	 turn,	 is	because	effective	human	 resource	strategies	are	
needed	 to	 negotiate	 the	 legislative,	 policy,	 and	 technology	 changes	 required	 by	 this	 increased	
emphasis	on	performance	and	results-oriented	government	services,	rising	costs,	as	well	as	bet-
ter	performance	control	and	efficiency	(French	&	Goodman,	2011).	This	research	aims	to	examine	
the	development	of	HRM	in	local	government	in	various	countries	by	using	a	bibliometrics	study.	
Research	on	similar	topics	and	methods	has	been	carried	out	several	times.	For	example.	Boselie	
et	al.	 (2021)	discuss	how	human	 resource	management	 (HRM)	 is	becoming	more	prevalent	 in	
public	management	and	public	administration	studies.	Then,	at	the	local	government	level,	Harris	
(2004)	examines	how	local	government	HR	practices	are	being	affected	by	the	externally-enforced	
best	value	review	performance	evaluation	process	and	how	much	they	are	evolving	to	support	the	
high-performance	paradigm	represented	in	central	government	performance	interventions.	Others	
(Kravariti	&	Johnston,	2020)	redefine	talent	management	in	the	public	sector	and	investigate	the	
opportunities	and	issues	impacting	its	implementation.	Also.	Piatak	et	al.	(2020)	focus	on	the	con-
nection	between	public	service	motivation	(PSM)	and	HRM.	However,	prior	research	tended	to	con-
centrate	on	HRM	in	the	public	sector	as	a	whole,	or,	if	local	government	was	brought	up	theoreti-
cally,	the	study	was	limited	and	unable	to	explain	how	HRM	evolved	in	local	government	in	various	
regions.	Therefore,	this	study	compares	how	human	resource	management	in	local	governments	
in	various	countries	from	the	public	sector	is	done,	which	is	supposed	to	close	this	research	gap.	
This	could	be	achieved	by	identifying	the	development	of	HRM	discussions	in	local	governance	at	
the	global	level,	both	in	developed	and	developing	countries.	It	is	important	to	review	the	extent	to	
which	HRM	is	developing	and	how	the	future	direction	of	this	topic	of	study	looks	like.

Defining Human Resources Management

As	many	public	organisations	shift	towards	a	performance-oriented	approach	to	providing	pub-
lic	services,	human	resource	management	(HRM)	employees	are	expected	 to	make	substantial	
contributions	 to	choices	concerning	staff	management	and	the	key	goals	of	 the	governing	body	
(French	&	Goodman,	2012).	According	 to	Järvalt	 (2012),	changes	 in	administrative	systems	on	
a	larger	scale	are	associated	with	the	implementation	of	strategic	HRM	in	the	public	sector.	The	
process	of	improving	employees’	capacity	to	carry	out	various	public	duties	is	known	as	„human	
resource	capacity	building”	(Kiragu	&	Mambo,	2002;	Pallangyo	&	Rees,	2010).	The	main	goals	of	
the	governmental	entity	and	choices	involving	staff	management	are	expected	to	benefit	greatly	
from	the	expertise	of	HRM	experts.	To	better	support	and	advance	the	operational	and	strategic	
goals	of	public	entities,	the	evolving	nature	of	work	in	public	entities	needs	a	renewed	emphasis	on	
human	resource	management	(Bertucci,	2006;	French	&	Goodman,	2011;	Snavely	&	Desai,	2010).	
Human	resource	management	(HRM)	entails	managerial	choices	regarding	the	laws	and	customs	
that	collectively	form	the	work	relationship	and	serve	to	accomplish	specific	objectives	(Boselie,	
2014;	Boselie	et	al.,	2021).
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In	order	to	better	understand	HRM	in	the	public	sector,	we	can	identify	how	it	differs	from	the	
private	sector.	Human	resource	management	(HRM)	 in	the	public	and	private	sectors	 is	distinct	
in	a	number	of	significant	ways.	The	primary	objective	of	the	private	sector	is	to	maximise	profits,	
whereas	the	objective	of	 the	public	sector	 is	 to	serve	the	public	 interest	(Harel	&	Tzafrir,	2001).	
Human	resource	management	in	the	private	sector	focuses	on	attracting	candidates	who	align	with	
organisational	requirements,	whereas	HRM	in	the	public	sector	prioritises	fairness	and	equal	op-
portunities	(Boyne	et	al.,	1999).	The	private	sector	frequently	bases	compensation	on	performance	
(Harel	&	Tzafrir,	2001),	whereas	the	public	sector	relies	on	structured	schedules	and	benefits.	In	
the	private	sector,	employee	 relations	emphasise	 individual	performance,	whereas	 in	 the	public	
sector,	unions	and	collective	bargaining	are	prevalent.	Human	resource	management	in	the	private	
sector	 focuses	on	 individual	performance	evaluations,	whereas	 the	public	sector	evaluates	ser-
vice	delivery	and	outcomes.	In	the	context	of	human	resource	management	in	local	government,	
Jacobson	and	Sowa	(2015)	mentioned	that	it	frequently	lagged	behind	state	government	practices.	
Since	old	days,	HRM	in	local	government	have	been	facing	challenges	with	regard	to	restricted	
resources.	This	leads	to	obstacles	in	clear	strategic	thinking	(Perlman,	2016).	As	a	result,	opera-
tional	evaluations’	number,	breadth,	and	frequency	will	be	uncertain.	Local-government	HRM	will	
use	routines	and	processes	that	can	be	tweaked	to	solve	challenges.	Therefore,	the	study	of	HRM	
in	local	government	with	more	points	of	view	is	also	needed.

Methods

Using	bibliometric	analysis,	 this	study	aims	 to	synthesise	 literature	on	HRM	 in	 local	govern-
ment.	 Bibliometrics	 has	 been	 widely	 employed	 to	 create	 a	 comprehensive	 map	 of	 knowledge	
(Sajida,	2022).	Science-mapping	using	bibliometric	methods	helps	researchers	quickly	understand	
the	research	network	of	a	topic	and	adds	objectivity	to	literature	analyses	(Zupic	&	Čater,	2015).	
Bibliometric	studies	quantitatively	assess	bibliographic	data	using	verifiable	values	and	markers	
of	scientific	output	(Cancino	et	al.,	2020;	Pedraja-rejas,	2022)	as	well	as	enhance	the	subject	of	
research	by	highlighting	trends	and	knowledge	gaps	(Pedraja-rejas,	2022).	These	bibliometric	tools	
might	 establish	 a	 systematic,	 transparent,	 and	 repeatable	 review	 procedure,	 enhancing	 review	
quality.	They	help	researchers	find	the	most	significant	publications	and	map	the	study	field,	reduc-
ing	subjective	bias	in	literature	evaluations	(Fachada	et	al.,	2022).	However,	in	designing	this	study,	
researchers	attempted	to	examine	as	comprehensively	as	possible	the	development	of	the	subject	
of	local-government	HRM.	Several	stages	were	involved	in	the	preparation	of	this	study,	which	was	
preceded	by	bibliometric	research	(Chae	et	al.,	2020;	Fachada	et	al.,	2022)

The	analysis	in	this	study	draws	from	various	literature	sources	that	can	be	reached	by	research-
ers.	In	keeping	with	the	goals	of	this	study,	Scopus	was	selected	for	its	high	quality	and	compre-
hensive	coverage	of	information	(Herrera-Franco	et	al.,	2020).	Then,	the	inclusion	criteria	were	set	
up	to	find	the	right	scientific	work	to	analyse	and	to	leave	out	literature	that	has	nothing	to	do	with	
the	topic	at	hand.	In	this	analysis,	the	phrases	„human	resource”	and	„local	government”	are	used	
as	keywords.	The	literature	search	became	the	first	stage	after	the	keywords	were	compiled,	a	total	
of	30,554	publications	were	found	from	database	sources.	We	do	not	limit	the	time	of	publication,	
publisher,	nation	or	subject	area,	affiliation,	or	any	other	factors.	However,	we	limited	this	study	with	
regard	to	articles	type	and	the	English	language.	This	second	filterisation	finds	19,672	publications.	
The	second	stage	after	this	literature	searching	involved	inclusion	and	exclusion	process.	We	only	
included	keywords	related	to	„human	resource”	and	„local	government”.	In	this	step,	we	found	159	
publications.	Next,	an	assessment	of	the	availability	of	complete	documents	was	also	carried	out.	
The	results	of	the	screening	provided	80	publications	that	can	be	accessed	openly.	The	title	and	ab-
stract	were	then	read	to	locate	the	appropriate	article.	Several	findings	from	the	literature,	articles,	
and	book	chapters	followed	the	including	and	excluding	of	the	article,	after	which	we	found	62	arti-
cles	related	to	this	focus	of	study,	and	this	only	included	those	papers	which	examine	the	practice	of	
local-government	HRM.	In	this	study,	the	mapping	in	the	literature	is	visualised	using	VOS-Viewer	
1.6.17	(Van	Eck	&	Waltman,	2021)	that	is	commonly	used	to	assist	in	knowledge	visualisation.	In	
line	with	 the	goals	of	 this	study,	keyword-mapping	and	content	analysis	were	also	carried	out	 to	
review	issues	or	topics	were	brought	up	in	discussions	about	local-government	HRM	in	developed	
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and	developing	countries.	Full	reading	analysis	of	the	articles	was	carried	out	to	find	out	the	discus-
sion	focus	of	the	62	included	articles	so	that	the	patterns	of	topics	could	be	identified	extensively.

Literature Searching

1st Query:
TITLE-ABS-KEY(((human AND

resource*) OR person* OR people OR
labour OR labor AND manage*) OR
"HR" AND (neighborhood OR region*
OR cit* OR town OR municipal OR
provinc* OR village* OR local AND
govern*))
 30554 publications
Selection of research criteria by type of

articles, languages
19672 publications

Include and Exclude 
Process

Screening by keywords related in to 
HRM and local government
159 documents
Document could be accessed full text
80 documents
Full reading in search for relevance
62 documents

Visualizing keyword network
between articles using Vos
Viewer
Observing the pattern of topic

local government HRM in
developed and developing
countries

Analysis

Figure 1. Method

Source:	Created	by	authors.

Results – literature development

The	62	publications	 that	were	part	of	 the	preliminary	screening	process	provided	 the	source	
material	for	the	data	that	was	used	in	this	study.	To	begin,	if	we	look	at	the	year	of	publication,	the	
findings	of	the	first	literature	that	discusses	HRM	in	local	government	began	in	1994,	discussing	
a	series	of	innovative	programmes	carried	out	by	the	Brazilian	state	government,	where	strong	em-
ployee	commitment	to	work	influences	enhanced	performance	in	a	health	programme	in	Northeast	
Brazil	 (Tendler	&	Freedheim,	1994).	Jumping	ahead	 to	 two	years	 later,	visionary	 research	 from	
Steel	and	Lovrich	(1996)	provided	research	that	examined	how	human	resource	management	in	
local	government	has	developed	rapidly	with	the	diversity	of	gender	and	minority	populations	that	
have	penetrated	 local-government	election	offices.	This	has	contributed	 to	 the	establishment	of	
measures	such	as	the	official	affirmative	action,	sexual	harassment	policy,	and	collective	bargain-
ing,	 and	Employee	Assistance	Programs	 (EAPs).	 In	 2013,	 the	 peak	 year	 for	 local	 government	
HRM	publications,	there	were	six	publications.	One	research	(Gnan	et	al.,	2013)	analysed	certain	
management	methods	that	may	be	utilised	to	improve	the	quality	of	corporate	governance	in	Local	
Public	Utilities	(LPU)	in	Italy.	This	is	also	one	of	the	most	often	quoted	studies	on	HRM	in	municipal	
government	(see	Figure	3).
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Then,	at	the	beginning	of	this	decade,	there	was	a	research	by	Kong	and	Su	(2020),	demon-
strating	 that	merit	 selection	 is	 the	most	 important	approach	 to	obtaining	a	government	position	
and	the	foundation	of	successful	HRM.	In	the	end	of	2022,	the	final	year	of	this	research	Monang	
et	al.	(2022)	determine	which	abilities	are	necessary	for	excellent	performance	at	three	levels	of	
management,	from	senior	to	medium	to	lower-level	executive	offices	of	province	governments	in	
Indonesia.

In	addition,	a	search	of	 the	 literature	 that	was	most	 frequently	mentioned	was	carried	out	 to	
identify	the	publications	that	were	most	often	referred	to	as	sources	of	information	while	discuss-
ing	HRM	in	local	government.	The	authors	used	the	VOS	Viewer	as	part	of	their	investigation	into	
the	possible	existence	of	a	citation	network,	which	included	a	study	of	the	interrelationships	that	
exist	between	the	various	papers.	The	outcome	can	be	seen	in	Figure	3.	The	process	of	mapping	
reveals	that	several	papers	are	regarded	equivalent,	because	they	reference	the	same	article.

One	of	the	publications	that	has	had	a	significant	impact	on	this	subject	is	provided	by	Gould-
Williams	(2003),	who	demonstrates	the	significance	of	HR	policies	for	performance	improvement	
in	enterprises	that	are	run	by	local	governments.	In	addition,	the	author	discussed	how	‚high’	ex-
change	links	may	result	in	greater	discretionary	effort	and	worker	motivation,	but	they	do	not	result	
in	 increased	 levels	of	work-related	stress,	a	decrease	 in	quality	of	 life,	or	a	desire	 to	 leave	or-
ganisations.	On	the	other	hand,	„negative”	exchanges	had	the	opposite	effect,	decreasing	workers’	
motivation	and	quality	of	life	while	simultaneously	raising	stress	levels	and	the	likelihood	that	they	
would	leave	their	jobs	(Gould-Williams,	2007).	Other	findings	(Walker	&	Boyne,	2006)	revealed	that	
the	importance	of	management	and	reform	can	make	a	difference	to	public	services’	performance.	
Innovative	companies	that	employ	performance	management	systems	and	collaborate	closely	with	
service	consumers	tend	to	attain	high	performance	standards.

Figure 3. Network	of	document	citation	of	HRM	in	local	government	publications

Source:	Created	by	authors	using	VOS	Viewer,	2022.

Discussion – local government HRM in developed and developing countries

As	was	stated	earlier,	 the	analysis	 that	 is	 included	 in	 this	study	examines	 the	 topic	of	 local-
government	HRM	in	both	developed	and	developing	nations	through	the	lens	of	two	distinct	ap-
proaches.	The	advancement	of	HRM	topics	in	local	governments	can	be	deduced	from	the	key-
words	that	are	used	in	research	discussions	taken	from	publications	that	have	been	subjected	to	
a	screening	and	reading	procedure.	Using	the	help	of	the	VOS	Viewer,	we	look	at	the	density	of	
keywords	that	appear,	and	then	we	observe	the	patterns	that	appear	from	these	keyword	schemes	
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and	categorise	them	into	group	‘developed’	and	‘developing’	countries,	as	shown	in	Figure	4.	The	
representation	of	the	keywords	that	appear	are	keywords	that	appear	more	than	twice	in	the	visu-
alisation	tools,	so	we	cannot	yet	describe	the	important	topics	raised	by	previous	authors	in	depth.	
Therefore,	data	extraction	was	also	carried	out	to	analyse	the	contents	of	the	articles.	The	results	
of	data	extraction	show	that	there	were	11	countries	in	the	‘developed’	group	(Sweden,	the	United	
States,	the	United	Kingdom,	Australia,	Spain,	Brazil,	Italy,	South	Korea,	Poland),	and	12	countries	
in	the	‘developing’	group	(South	Africa,	Malawi,	Ghana,	Lithuania,	Indonesia,	Malaysia,	Zimbabwe,	
Sri	Lanka,	Tanzania,	Thailand,	Vietnam,	Serbia)	which	have	discussed	HRM	in	local	government	
with	various	focuses	raised	(see:	Table	1	in	Appendix).	Thus,	the	authors	will	analyse	the	pattern	of	
discussion	development	in	these	groups	of	countries.

Figure 4. Grouping	of	local	government	HRM	keywords	in	developed	and	developing	countries

Source:	Created	by	authors	using	VOS	Viewer,	2022.

Developed countries

We	identify	the	first	core	density	as	a	group	of	developed	countries	because	of	the	emergence	
of	the	two	countries	shown	in	Figure	4,	namely	Australia	and	the	United	Kingdom,	which	are	loci	
where	HRM	in	local	government	has	been	studied	extensively.	In	this	group,	the	dominant	one	is	lo-
cal	government	and	surrounded	by	keywords	such	as	new	public	management,	innovation,	or	trust	
in	public	service	motivation.	This	is	influenced	by	research	that	discusses	how	the	development	of	
new	concepts	of	payroll	appraisal	and	performance	rewards	is	influenced	by	the	emergence	of	new	
concepts	of	public	management	(Duckett	&	Langford,	2013).

Based	on	our	preliminary	research,	we	determined	that	issues	concerning	managerial	reform	
were	being	discussed	 in	developed	countries.	To	begin,	 there	are	reviews	done	by	Huff	 (2011),	
who	measures	the	impact	of	reforms	in	the	local	government	of	the	United	States	by	system-level	
performance	results.	With	regard	to	the	United	Kingdom,	Walker	and	Boyne	(2006)	conducted	an	
analysis	of	the	Labour	government’s	approach	to	the	improvement	of	the	public	service	as	part	of	
their	programme	to	reform	public	management.	Concern	on	the	assessment	of	the	public	sector’s	
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pay	reform	for	public	servants	emerged	some	time	later,	according	to	Perkins	and	White	(2010).	
Then,	Gill-McLure	(2014)	writes	reviews	of	managerial	reforms	in	local	government	in	England	from	
the	post-war	period	to	the	contemporary	period.

Next,	the	governance	approach	in	HRM	is	another	topic	that	is	brought	up	in	conversations	be-
tween	the	local	governments	of	developed	countries.	Governance	approach	in	this	case	is	similar	
to	the	findings	of	Wright	and	Reames	(2020)	in	the	United	States,	who	demonstrate	how	community	
engagement,	human	resource	capability,	district/local	government	collaboration,	government	sup-
port,	and	revenue	diversification	are	significant	indicators	of	community	sustainability	success	in	
local	economic	development.	Meanwhile,	research	was	undertaken	on	the	joint	network	of	home-
less	help	in	Warsaw,	involving	social	welfare	facilities	and	voluntary	groups	(NGOs)	(Opolski	et	al.,	
2019).	It	demonstrates	a	number	of	relationships	between	trust	and	satisfaction	from	collaboration,	
as	well	as	contentment	from	job,	system	evaluation,	and	impacts.

As	was	mentioned	in	the	Introduction,	the	discussion	of	HRM	in	local	government	is	not	only	
about	administrative	or	managerial	issues,	but	also	about	personnel	elements	(Hidayah	&	Zarkasyi,	
2017).	The	term	„personnel”	in	this	context	refers	to	the	operational	aspects	of	recruiting,	assessing,	
training,	and	compensating	employees.	The	„staff”	function	played	a	significant	role	in	the	majority	
of	organisations	(Taslim	Ahammad,	2017).	This	personnel	refers	to	discussions	revolving	around	
capacity	management,	public	service	motivation,	and	 leadership.	This	may	be	demonstrated	by	
looking	at	 the	developed-countries	grouping.	This	 is	 the	scenario	 in	 the	Australian	 local	govern-
ment,	where	the	amount	of	training,	collaboration,	and	respect	for	people	has	a	big	effect	on	staff	
accomplishment	of	 intended	outcomes,	and	when	results	orientation	has	a	substantial	 influence	
on	staff	attainment	of	desired	levels	of	performance	(Baird	et	al.,	2012).	Then,	in	South	Korea,	if	e-
government	leadership	training	and	a	clear	vision	are	what	it	takes	to	motivate	employees,	and	how	
e-government	 innovation	 requires	 strong	 IT	education	management,	HRM	capacity,	 and	citizen	
capacities,	one	should	consider	work	by	Kim	(2008).	Continuing	with	the	topic	of	capacity-building	
through	training,	local	governments	in	the	United	States	understand	the	significance	of	leadership	
development	training	for	the	purpose	of	organisational	growth	in	order	to	meet	the	challenges	of	the	
future	(Getha-Taylor	et	al.,	2015;	Goodman	et	al.,	2015).

It	is	interesting	that	the	development	of	local-government	HRM	studies	in	developed	countries	
does	not	only	wrap	managerial	 issues	or	administrative	 resource	arrangements.	This	 is	 one	of	
the	things	that	makes	this	aspect	of	the	development	captivating.	However,	it	does	bring	up	some	
issues,	such	as	the	need	for	innovation	in	HRM,	as	Figure	4	demonstrates.	According	to	Timeus	
and	Gascó	(2018),	 the	presence	of	 innovation	 labs	 in	Barcelona	contributes	 to	 idea	production,	
knowledge	management,	and	an	innovation-focused	HR	strategy.	This	article	was	written	to	dis-
cuss	how	the	presence	of	innovation	labs	in	Barcelona	boosts	innovation	capabilities	within	a	pub-
lic	organisation.	Then,	consider	an	alternative	viewpoint	(Ko	et	al.,	2021)	that	discusses	how,	 in	
South	Korea,	 the	National	Assembly	demonstrates	the	benefits	 for	 local	agencies	to	emphasise	
the	capacity	of	innovation	in	the	process	of	resolving	policy	issues.	This	contrasts	with	the	situation	
in	Sweden;	Nählinder	(2013)	finds	that	practitioners’	lack	of	understanding	of	innovation	will	rein-
force	the	public	sector’s	image	of	being	non-innovative	and	will	hinder	its	use	as	a	tool	for	human	
resources	management.

In	addition,	social	concerns	regarding	the	establishment	of	secure	and	welcoming	environments	
have	been	brought	up	in	several	developed	countries	in	recent	years.	It	was	also	the	case	in	the	
United	States,	where	policies	on	sexual	harassment	in	the	formal	sphere,	affirmative	action,	and	
collective	bargaining	in	organisations	were	also	raised	alongside	an	increase	in	the	number	of	roles	
played	by	women	in	the	public	sector	of	the	County	Government	(Steel	&	Lovrich,	1996).	Others	
(Wyatt-Nichol	&	Antwi-boasiako,	2016)	brought	up	the	topic	of	diversity	in	their	research.	The	find-
ings	investigate	how	effective	the	organisation’s	diversity	strategy	was	for	attracting,	keeping,	de-
veloping,	and	promoting	people;	yet,	the	approach	had	a	significant	influence	on	the	organisation’s	
performance.
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Developing countries

The	second	grouping	of	visualised	keywords,	found	in	Figure	4,	is	one	that	we	understand	to	
include	representations	of	developing	nations.	This	is	due	to	the	fact	that	the	emergence	of	three	
countries	–	Africa,	Tanzania,	and	Ghana	–	 is	surrounded	by	concepts	such	as	decentralisation,	
human	resource	development,	health	services,	and	contracts	to	health	services.	The	findings	indi-
cate,	in	general,	that	the	problems	that	are	faced	in	developing	countries	are	not	that	dissimilar	to	
the	issues	that	are	encountered	in	developed	countries.	For	example,	Ncoyini	and	Cilliers	(2020)	
review	 the	 influencing	 factors	of	knowledge	management	systems	 for	 the	purpose	of	 improving	
knowledge	transfer	in	local	government	as	part	of	the	management	sub-discussion	in	South	Africa.	
The	next	step	is	to	look	at	the	factors	that	influence	the	organisational	culture	with	regard	to	talent	
for	a	local	government	(Masale	et	al.,	2021).	This	should	be	done	specifically	in	Botswana.	There	
is	 a	 case	 study	 in	 the	Limpopo	province,	South	Africa,	which	 looks	at	 records	of	management	
practices	in	public	schools.	These	schools	are	expected	to	have	uniform	standards,	which	is	one	of	
the	interesting	things	about	HRM	in	the	local	agencies	in	developing	countries.	Another	interesting	
thing	about	this	topic	is	that	it	does	not	only	focus	on	local	government	as	an	administrative	ser-
vice	provider	(Mojapelo,	2022).	In	developing	countries,	discussions	on	governmental	reform	are	
similar	to	those	that	take	place	in	developed	countries,	albeit	from	a	slightly	different	perspective.	
For	instance,	the	Tanzanian	Local	Government	Reform	Program	(LGRP)	boosted	HR	capability,	
but	also	 faced	challenges	such	as	 insufficient	 training	coordination,	difficulty	with	attracting	and	
keeping	essential	personnel,	and	bad	working	conditions	in	rural	and	lowest	LGA	levels	(Pallangyo	
&	Rees,	2010).

In	keeping	with	the	theme	of	the	capability	of	human	resources,	discussions	pertaining	to	per-
sonnel,	similar	to	those	from	earlier,	are	continued	here.	However,	our	findings	also	show	that	the	
development	of	HRM	in	the	local	governments	of	developing	countries	faces	several	challenges	at	
the	personnel	level.	These	challenges	are	related	to	the	fact	that	there	are	fewer	people	working	in	
these	governments.	In	Ghana,	for	example,	challenges	in	the	public	sector	reform	in	local	govern-
ment	in	the	early	2000s	included	decreased	work	satisfaction	as	a	result	of	low	salaries,	insufficient	
funds	 for	 training	and	development,	and	 imbalanced	 training	and	development	opportunities	 for	
all	employees	(Antwi	&	Analoui,	2008a,	2008b).	Similar	personnel	constraints	are	experienced	in	
Malawi,	where	capacity	issues	such	as	a	lack	of	trained	personnel	and	a	lack	of	funds	severely	
hinder	 the	effective	delivery	of	public	 services.	The	same	can	be	said	about	Zambia	 (Kennedy	
Hussein,	2006).	South	Africa,	which	is	located	on	the	same	continent,	is	also	dealing	with	several	
challenges,	the	most	significant	of	which	are	connected	to	a	lack	of	trust	and	issues	that	were	dis-
covered	during	the	process	of	performance	management	and	evaluation,	both	of	which	are	nega-
tively	affecting	the	performance	of	the	municipality’s	staff	(Ndevu,	2019).

The	difficulties	in	HRM	that	are	experienced	by	the	local	governments	of	developing	countries	
also	extend	into	the	realm	of	health	service	provision.	Maluka	(2018)	discovered	that	the	various	
stakeholders’	opinions	were	in	conflict,	just	as	they	were	in	Tanzania,	which	organises	its	health	
services	 using	 service	 agreements	 and	 contracts	 (SA).	According	 to	 the	 government,	SA	were	
able	to	improve	access	to	primary	healthcare	in	areas	that	lacked	public	hospitals;	however,	fund-
ing	delays,	partner	distrust,	and	inefficient	contract	enforcement	processes	led	to	negative	opin-
ions	from	the	SA.	Not	only	that,	but	a	study	that	measured	community	satisfaction	in	Zimbabwe	
(Marumahoko,	2020)	found	significant	public	discouragement	regarding	the	provision	of	local	pub-
lic	services.	This	is	thought	to	be	due	to	the	city’s	poor	performance	in	the	Mutare	City.

Conclusion

The	above	findings	show	how	HRM	in	local	government	on	a	global	scale	has	a	certain	pattern	
between	developed	and	developing	countries.	If	we	look	at	comparative	studies	between	countries’	
HRM	in	the	private	sector,	we	will	see	how	HRM	in	different	continents	(Asia,	Europe,	and	North	
America)	has	sub-discussions	that	are	different	from	one	another	(Uysal,	2009).	This	also	applies	
to	local-government	HRM	studies.	Although	globally	the	sub-discussion	discusses	managerial	and	
personnel,	the	focus	of	the	discussion	between	the	two	groups	of	countries	seems	quite	contrasting.	
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In	developed	countries,	HRM	in	the	local	government	is	discussed	with	regard	to	innovation,	mana-
gerial	reform,	and	how	to	manage	human	resources	better	by	focusing	on	personnel	or	social	is-
sues,	so	that	it	can	become	a	lesson	for	local	governments	to	improve	the	management	of	their	
direction.	Social	issues	that	are	also	brought	to	the	fore	today,	such	as	creating	a	safe	workspace	
for	women,	had	been	discussed	decades	before	now.	The	focus	is	quite	different	from	the	discus-
sion	on	HRM	in	local	government	in	developing	countries,	where	various	previous	studies	explored	
different	problems	and	challenges	faced	by	developing	countries	in	advancing	their	organisations.	
Local-governments	HRM	in	developed	and	developing	countries	yield	important	lessons.	Australia	
and	the	UK	emphasise	new	public	management	and	managerial	reforms	to	improve	HRM.	HRM	
success	relies	on	capacity-building	and	leadership	development.	HRM	innovation	could	boosts	or-
ganisation	growth,	and	diversity	and	security	can	improve	employee	satisfaction	and	performance.	
Meanwhile,	developing	countries	must	overcome	resource	and	personnel	constraints.	Addressing	
stakeholder	conflicts	and	streamlining	contract	processes	improves	health	services.	These	lessons	
from	developed	and	developing	countries	can	improve	local-government	HRM.	Understanding	the	
discussion	focus	in	local-government	human	resources	management	between	developed	and	de-
veloping	countries	 really	matters.	First,	 it	optimises	 resource	allocation	 in	developing	countries.	
Also,	it	identifies	specific	capacity-building	needs	to	improve	recruitment,	training,	and	performance	
management	practices.	Then,	it	also	promotes	international	collaboration	and	knowledge-sharing,	
helping	developed	countries	improve	their	human-resources-management	practices.

This	study	can	ultimately	serve	as	a	lesson	for	local	governments	in	various	countries	to	see	
how	far	their	organisations	have	developed.	Like	other	studies,	this	study	is	also	limited	to	some	
extent.	The	authors	acknowledge	its	limitations,	including	its	reliance	on	secondary	analysis	and	
a	single	database	source,	namely	Scopus.	Therefore,	future	research	should	conduct	empirical	re-
search	or	expand	the	database	to	provide	a	more	exhaustive	analysis.	As	a	consequence,	it	is	pos-
sible	that	the	findings	do	not	adequately	represent	the	breadth	of	the	relevant	literature.	In	addition,	
the	study	concentrates	predominantly	on	identifying	the	primary	subtopics	and	discussions	in	local-
government	human	resource	management	in	both	developed	and	developing	nations.	Therefore,	
a	comprehensive	analysis	of	lessons	learned	is	not	included	in	this	study.	However,	the	research	
provides	significant	 insights	and	suggests	potential	 future	 research	directions.	Further	 research	
may	use	a	variety	of	approaches	or	methods	to	explore	the	same	topic	empirically.	It	will	help	to	see	
how	the	practice	fits	our	findings.	Moreover,	examining	the	impact	and	effectiveness	of	manage-
rial	reforms	might	serve	as	a	future	research	direction.	This	study	could	evaluate	the	effectiveness	
of	reform	initiatives	in	terms	of	performance,	efficiency,	citizen	satisfaction,	and	service	delivery.	
Furthermore,	subsequent	studies	could	 investigate	 the	adoption	of	 innovative	practices	such	as	
technology-enabled	processes,	data-driven	decision-making,	and	agile	workforce	management.	In	
the	context	of	developing	countries,	capacity-building	and	training	in	human	resource	management	
should	be	explored,	with	a	focus	on	the	challenges	and	opportunities	faced	by	the	local	govern-
ments.	Other	 future	studies	could	 investigate	 recruitment	and	retention	challenges,	 training	and	
development	opportunities,	and	effective	performance	management	systems,	as	well	as	the	impact	
of	local-government	reform	initiatives	in	developing	countries.
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