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CHAPTER ONE

INTRODUCTION
1.1: Background of the Study
Human resource management audit oversees theahtard external audit of staff, establishes
audit programs, and hires and trains appropriaté aersonnel. The staff should have necessary
skills and expertise to identify inherent riskstlo¢ business and assess the overall effectiveness
of controls in place relating to the company’s inté controls. (Arter 2003:88)
The human resource management audit is a moretreaecept. It focuses on result, evaluating
the effectiveness and suitability of controls byaldmging underlying rules, procedures and
methods. Human resource management audit whichgemerally performed internally, are
compliance audits plus cause-effect analysis. Wieeformed correctly, it is potentially the most
useful of the evaluation methods as it resultspnadiound change (Arter, 2003:88).
In the past days, organizations have not given maasideration to human resource
management. As special field to improve produgtivif organizations, human resource
management nowadays has got more attention thailmde to improve productivity by finding
better and more efficient ways to meet their olyest for better quality of life. the strategic
approach to human resource management involvastegggration of personnel and other human
resource management consideration into firms olvecalporate planning and strategy
formulation procedures. It is seeking constantlgiscover new ways of utilizing the labor in a
more productive manner. Thus, it gives the impatt competitive advantage of the
business.(lbid)
The more modern and facilitating the infrastrucsune a country, the faster and dependable
growth will there be. The government is giving thecessary information and assistance for
those who have interest to invest in the countrymnoAg those investors Macro General
Contractor and Trading PLC is known for its papation on investment on flower and
horticultural, construction of dams, roads, realages, and stone crunching, etc on major
importance way on communication in the nations rddhout road, there will be a difficulty in
transportation and physical communication. The @&rras to sell his items of agricultural
products to the society living in town. In retuh® has to get some necessity items from the city.
So as to transport those goods, there will be d f@ehaving road. The contribution of Macro
General Contractor and Trading PLC in this reganckally appreciable. It has constructs a lot of

roads all over the country contributing a lot fiotarr linking cities.



According to its past experience, it has constdigtious buildings, bridges, roads etc. Some of
its clients are Ethiopian Roads Authority, GTZ, anibrld Vision etc. It became grade one

contractor and capital grew up to birr 25 milliardabuilding its new head office in 2500 Sqgm at

Lebu Industry Zone.

1.2 Statement of the Problem
Macro general Contractor and Trading PLC, altholig¥ing many strong sides, manifests some
problems as is usually true for natural coexisteotg@ositive and negative signs. From the
documents that | see from Human Resource Departamehfrom my site visit. The company’s
human resource management is poorly organized. résidt it has rarely made internal human
resource audit to clearly identify the problems apg@ortunities of its employees. It also did not
make a formal survey of workers’ motivations angigions. Grossly speaking, the company
seems to have believed that mere technological etenpe and engineering competence leads to
success. But this only do not lead to the succéss @rganization. The Human asset should
also be considered. In this regard it seems thexetis a gap between the Human Resource
management theory and the company practice. TSt researcher has a doubt on some of
the Human Resources management practices of thainagion. To mention some:

* Management practice on clarifying priorities analgaf the organization

» Companies practice on recruitment and promotion

» Companies practice on planning human resources

» Companies strategies in motivating it's employees
In the current competitive market, however, a comypean transform itself mainly through
increasing its workers productivity which actuai$y possible via continuous human resource
auditing, training, motivation and performance apgal. This research tries to look into the
problems faced by the human resource departmethieofompany and will at the end come up
with workable suggestions and solutions.
1.3. Research Questions
In pursuit of addressing the human resource agdpiroblems of the company, this research
wants to answered the following questions:

* What gaps do exist in terms of human resource iagdind utilization?
» What does the existing human resource auditingguha@ of the company look like?

* How motivated are the employees to inherently douate towards the company’s vision?



By answering such and similar questions, the rebeaill achieve its objectives. What are the
exact objectives of the research are treated ifoll@ving topic.

1.4. Objectives of the Study

1.4.1 General Objective

The general objective of this study is to asseessHtiman Resource Audit management
practices of Macro General Contractor and TradibG P

1.4.2 Specific objective

More specifically, the study strived:
v' To point out the gaps in terms of human resourcitiag and utilization
v To describe the existing Human Resource proceduteaompany.

v" To assess how motivated the employees are to batdrio the company vision.
1.5 Significance of the study

This study helped to accomplish a lot to the regesarin particular and other interested bodies in
general; but for the sake of simplicity it is bekel to have the following four major
significances:

One of the significance is the findings of the studitiated other interested researchers to
undertake a better and detailed study in the &eeond, it can be used as spring board for other
HRM audit on what to do and how to do it to satigfgir employees. Third, the outcome of this
study identified and highlight best practices efmfan resource management and suggests
measure to be taken in the sector. And final, megedhis paper helped the researcher to obtain
their BA degree and have experience for futureazaievelopment.

1.6 Delimitation of the study

The researcher intends to search for problems wfahuresource audit related topics in Macro
General Contractor and Trading PLC. When doingdlsaresearcher is restricted in the company
main organ which is found in the head office fotamhing the necessary information that helped
to make the research specific and meaningful. Bisearcher chose this topic restricted to the
head office to be as specific as possible for #asons of resource limitations such as finance,
human and time implication. It is expected that tinge period for implementing this project
proposal is during March to May.



1.7 Definition of terms

Empirical : Based on or characterized by observation andrempet instead of theory.

Human Resource the field of business concerned with recruiting ananaging employees.
Audit: Making detail account of assessment of sometfonduture information utilization on

specific organizational aspects.

1.8. Methodology and Design of the Research

1.8.1 Research Design

Descriptive research method was used to addresseigarch question and objective. The
method was selected due to the fact that it haadarantage to explain, describe and validate
events of findings about human resource manageaughit at Macro Construction and Trading.
PLC. Additionally, the method helps to engage quinte and qualitative statistical to organize
information on meaningful ways. To do so, a pretsemi-structured questionnaire prepared a
head of time and presented to randomly selectgbnelents both from the common employees
and different levels of management hierarchy. Texel management officials may also be
approached through interview. Maximum care takenkéep the business secrecy and

organizational welfare of the company, however.

1.8.2. Population and Sampling Techniques

The main target population of the study is the camramployees of the company working in
the head quarter located in Addis Ababa. Twentg percent of the total 80 workers in the head
guarter randomly selected after stratified listsdazhon sex to capture the gender sensitivity issue
of the study. Some number of regular customersfeanwdop management officials may also be
selected for cross checking of the information a@mcy In so doing, the research had a total
sample size of 20 employees for the questionnaidenat less than 10 customers from around 30

customers and top management officials as foaugpgdiscussants to refine the data findings.

1.8.3. Types of Data to be collected

The study start its data collection process fromerging of the official documents and reports
of the company. The researcher also consult othesnglary data sources from books and the
internet for theoretical frameworks and guidelineestionnaires. Similar study reports
simultaneously consulted and experience gathemd fither researchers who have conducted

similar study. Then primary data collected fromes&td sample groups and key informants.



1.8.4. Method of Data Collection

As mention in the above section, the research gmiptth primary and secondary data. The

primary data collected using semi-structured qoaesgire, interview guidelines and checklist

for the focus group discussion. Whereas, secondiatgy incorporated from internally generated

reports of the company, the organization’s proflepachers and externally sources such as
books, internet sources and other available métendhe library.

1.8.5. Method of Data Analysis

The data collected through questionnaire, interviamd secondary source consultation

systematically arranged, coded and processed falysis. Then, cleaning, editing and cross

check validity of the data made before enteringrayppated statistical data analysis software.

After data entry, the data analyzed using simggcdptive statistical tools and tabular data

presentation techniques interpreter the result.

1.9. Organization of the Study and Reporting

After the data collection, analysis and interpiietgtthe final findings synthesized and reported
at the end both to the company and the managenegairtthent of St. University College. The
final report of the study organized into four cleaptas follows:

Chapter one contained the introduction part ofrésearch background of study, statement of the
problem, objectives of the study and significantied study. The methodologies employed and

the procedures followed in data collection and ysialalso be incorporated in this chapter.

Chapter two devoted to the literature review conicgy related materials and theories referring

from different secondary sources such as bookgtenhternet.

In chapter three, the report presented about rasdltdiscussion by presenting, interpreting and
analyzing the findings of the research.
Chapter four devoted to the summary, conclusion s@mmmendations before the list of

references and appendices to be attached at thef émelreport.



CHAPTER TWO

LITERATURE REVIEW
2.1. Basic Management Functions

Managementin all business and organizational activitieshis &ct of getting people together to
accomplish desired goals and objectives efficieathd effectively. Management comprises
planning, organizing, staffing, leading or diregtirand controlling an organization (a group of
one or more people or entities) or effort for thegmse of accomplishing a goal. Resourcing
encompasses the deployment and manipulation of mureaources, financial resources,

technological resources, and natural resourcesgerach, et al, 2007).

Management operates through various functions,noftassified as planning, organizing,

staffing, leading/directing, and controlling/monita. i.e. (ibid):

« Planning: Deciding what needs to happen in the future {fodext week, next month,
next year, over the next 5 years, etc.) and gengrptans for action.

« Organizing: (Implementation) making optimum use of the researrequired to enable
the successful carrying out of plans.

- Staffing: Job analyzing, recruitment, and hiring indivicdki&dr appropriate jobs.

- Leading/Directing: Determining what needs to be done in a situadioth getting people
to do it.

« Controlling/Monitoring : Checking progress against plans.

- Motivation: Motivation is also a kind of basic function of nagement, because without
motivation, employees cannot work effectively. Ibtimation doesn't take place in an
organization, then employees may not contributééocother functions (which are usually

set by top level management). (Ilvancevich, et@0,72

2.2 Management Audit

Systematic assessment of methods and policiedimh'a management in the administration and
the use of resources, tactical and strategic phghnand employee and organizational
improvement is referred to as management audibbiisctives are to:-

& Establish the current level of effectiveness



# Suggest improvements, and
# Lay down standards for future performance.

Also HRM audit is a measurement and report of ffeceveness and results of certain business
procedures. HRM audits are usually performed irtiéynand check to see that procedures have
their intended effect. Unlike a compliance audihiet simply ensures that procedures are being
followed, HRM audits challenge the assumptions godls of procedures, with an eye toward
improving efficiency. A HRM audit may recommend obas in procedures resulting from

observed inefficiencies in existing procedures.rif@dsa and Corcoran, 1986).

2.2.1 Scope of HRM audit

An audit typically assesses a broad range of HRMttfans, such as the following: decision-
making and evaluation processes, policy-making,ouee allocation, communication
procedures, and goal setting and verification. &hdit can also examine the districts' work

environment, improvement process, and relationsfiip the community. (lbid)

A successful internally HRM audit, according to Bara Hansen and Thomas Corcoran (1986),
includes the following steps: board orientationthe audit process; audit team selection; plan
development; interviews and surveys: data analpseparation of audit report; and revision and
presentation to board (Barbara and Corcoran, 1936:3

2.2.2 Benefits of management audit

A well-administered auditing system can provide leatons that reflect how a company is
managing its human and financial resources. Antatidit possesses valid and measurable
objectives keeps a company true to its purposendJdata obtained from the audit to measure
the company's success in meeting its fundamentatagidn objectives allows the company to
adjust its efforts in order to achieve its broaderls. "A well-managed company,” English
(1979) claims, "is capable of changing its directiwshen necessary.” Other benefits of HRM

audits, Hansen and Corcoran explain include tHeviimhg (Hansen and Corcoran, 1979).



& A clearer picture of which activities affect stutlashievement
# Up-to-date data on which to base improvement plans

& A framework from which to conduct ongoing distréstaluation

# A method of organizing and disseminating informatatoout the district (Ibid)

Employee satisfaction, board confidence, accoulitigbiand a common sense of purpose
between organizational levels can be results ofel-nmvanaged company auditing procedure,
Genck reports. Open communication of evaluatiomgrovement plans, and their results can

lead to better community relations. (lbid)
An audit may be of use to you if you have considemy of the following issues:

« Are your internal security administration costs togh?

« Are you able to keep track of which users are aiogswhich systems within your
organization?

+ Is compliance with regulations driving you to makenges?

- Do you need to enforce central, policy based adsmmation of users whilst also
implementing effective access control for new sss® (Hawen and Corcoran, 1979:88)

2.3. Human Resource Planning and Auditing

2.3.1. Human Resource Planning

In an era of striving for excellence, human reseusecomes a crucial source of completive
(Ulrich, 1987). For example, Petter (1995) reportiedt the five best performing firms from
1972 to 1992 in the USA relied not on the techng|qEatents or strategic position but on the
management of their workforce for sustained adypetdn a global economy with fierce
competition, the role of human resource managerfldRiM) becomes increasingly critical.
(Crans, 1993:43)

Among various functions, Human Resource PlannindRRH recruitment selection and
placement are the areas that greatly enhance fteetieéness of HRM. Human resource

planning is a formal process of linking businesatsfyy with human resource practices (Smith



et.al, 1993). It directs such practices as recrmitimselection, placement, induction etc. Crans
(1993) wrote that human resource planning is tih@any task of a human resource department
and ranked as the most important factor affectivegdompetitiveness of business enterprises. In
the future career competition, companies will depbenore on competent, innovative and

motivated employees for quality, service and tetbomo(Crans, 1993:48)

2.3.2. Human Resource Audits

Human resource auditmeans the systematic verification of job analysid design, recruitment
and selection, orientation and placement, trairind development, performance appraisal and
job evaluation, employee and executive remuneratioativation and morale, participative
management, communication, welfare and social ggcgafety and health, industrial relations,
trade unionism, and disputes and their resolutitiR.audit is very much useful to achieve the
organizational goal and also is a vital tool whicklps to assess the effectiveness of HR

functions of an organization (Herzberg, F.,1966:56)

2.3.2.1 Scope of HR Audit

Generally, no one can measure the attitude of hubsmg and also their problems are not
confined to the HR department alone. So, it is veach broad in nature. It covers the following
source of HR areas(Herzberg, F., 1966:63)

« Audit of all the HR function.

- Audit of managerial compliance of personnel pocigrocedures and legal provisions.

« Audit of corporate strategy regarding HR plannisigffing, remuneration and other HR
activities.

« Audit of the HR climate on employee motivation, mlerand job satisfaction. (ibid)

2.3.2.2 Benefits of HR Audit

It provides the various benefits to the organizatibhese are:



« It helps to find out the proper contribution of tH¢éR department towards the
organization.

- Development of the professional image of the HRad@pent of the organization.

« Reduce the HR cost.

« Motivation of the HR personnel.

« Find out the problems and solve them smoothly.

« Provides timely legal requirement.

« Sound Performance Appraisal Systems.

- Systematic job analysis.

* Smooth adoption of the changing mindset. (Hegber, 1966:73)

2.3.2.3 Approaches to HR Audit
There are five approaches for the purpose of etialuaf HR in any organization:

« Comparative approach

« Outside authority

-+ Statistical

- Compliance approach and

« Management By Objectives(MBO) (Crans, 1993:19)

2.3.2.4 Methods of HR audit
Some writer advised to use one of the methods lig@dany organizations (Crans, 1993).

- Develop standards from the statistics generateth®yHR Audit. Use these to evaluate
your HR activities to detect mistakes and weakrgesse

« Make use of the elements of your HR informationtesysto find out whether your HR
activities comply with the law and organizationalipies.

- Use the 'management by objectives (MBO)' appro&ibmpare the objectives with
actual results. This detects poor performance, lemgplyou to take timely remedial
action.

« Using an outside party to conduct the audit dependn the situation (Crans, 1993:23)



Choose which approach fits the situation in yogaoization.

Ask the right questions to identify the types afaels that you can refer to when conducting the

Human Resources Audit. (Ibid)

You may end up with records such as recruitment dasa, job descriptions, employment
interview records, accident records, appraisakrvweg/ records, and grievance records. Find out

whether there are other relevant documents. (lbid)

2.3.2.5. Outcomes of HR audit
The following are some of the outcomes that magtpected from Human Resource Auditing:

- Cost-effectiveness of the recruitment and selegirocess

« Competency level of employees in the performandeeif job

- Effectiveness of training and development programs

- Employee commitment to assigned tasks

- Ability to achieve defined performance targets

- Rewards and incentive system that can motivate @repk to perform better

- Strategies to retain good employees (Maslow 1970)

2.4. Human Resource Behavior

As a leader, you need to interact with your follosygeers, seniors, and others; whose support
you need in order to accomplish your goals. To gaier support, you must be able to
understand and motivate them. To understand andvai®tpeople, you must know human
nature. Human nature is the common qualities ofiathan beings. People behave according to

certain principles of human nature. (Maslow 1970)



Human needs are an important part of human naWaieles beliefs and customs differ from
country to country and even within group to grobpt in general, all people have a few basic
needs. As a leader you must understand these beedsise they can be powerful motivators
(Maslow 1970).

2.4.1. Maslow's Hierarchy of Needs

Unlike others researchers in the earlier days pélpsiogy, Abraham Maslow's based his theory
of human needs on creative people who used all their talentsemkidl, and capabilities (Bootzin,
Loftus, Zajonc, Hall, 1983). His methodology di#er from most other psychological

researchers at the time in that these researctandynobserved mentally unhealthy people.

Maslow (1970) felt thahuman needs were arranged in a hierarchical order that coeldlibided

into two major groups: basic needs and metaneeglsgihorder needs):

» Basic Needsare physiological, such as food, water, and slaeg;psychological, such as
affection, security, and self-esteem. These basgds are also called “deficiency needs”
because if they are not met by an individual, ttrext person will strive to make up the
deficiency. (Maslow 1970).

« Metaneeds or being needs (growth needs). These include justice, goodnesauty,
order, unity, etc. Basic needs normally take ptyoover these meta needs. For example,

a person who lacks food or water will not normatiend to justice or beauty needs.

These needs are normally listed in a hierarchiodgroin the form of a pyramid to show that the

basic needs (bottom ones) must be met before gfnehorder needs: (Maslow 1970)



Self-
Actualization

Belongingnessand lov
Safety

Physiological

Maslow's Hierarchy of Needs — early years

5. Sdf-actualization — know exactly who you are, where you are going @hat you

want to accomplish. A state of well-being.

4. Esteem — feeling of moving up in world, recognition, fewubts about self.

3. Belongingness and love — belong to a group, close friends to confide with.

2. Safety — feel free from immediate danger.

1. Physiological — food, water, shelter, sex.

Maslow posited that people want and are forevevisty to meet various goals. Because the
lower level needs are more immediate and urgest) they come into play as the source and

direction of a person's goal if they are not siikf(Maslow 1970)

A need higher in the hierarchy will become a motéehavior as long as the needs below it
have been satisfied. Unsatisfied lower needs withithate unsatisfied higher needs and must be

satisfied before the person can climb up the hibrar(ibid)

Knowing where a person is located on the pyramil aid you in determining effective
motivators. For example, motivating a middle-classson (who is in range 4 of the hierarchy)
with a certificate will have a far greater impabtm using the same motivator to effect a
minimum wage person from the ghetto who is desphratruggling to meet the first couple of
needs. (ibid)



It should be noted that almost no one stays inparécular hierarchy for an extended period.
We constantly strive to move up, while at the saime various forces outside our control try to
push us down. Those on top get pushed down fot shwe periods, i.e., death of a loved-one or
an idea that does not work, while those on theobotyjet pushed up, i.e., come across a small
prize. Our goal as leaders therefore is to helpleeobtain the skills and knowledge that will
push them up the hierarchy on a more permanens.kiaeople who have their basic needs met
become much better workers as they are able tceotrate on fulfilling the visions put forth to

them, rather than consistently struggling to makdsemeet (ibid).

2.4.2. Criticisms and Strengths of Maslow’s Need érarchy

Note however, that the above statements may bedewed generalizations. Maslow's theory has
often been criticized because we can find exceptitm it, such as the military, police,
firefighters, etc. who will risk their safety fohe well-being of others or parents who will
sacrifice their basic needs for their children. ldger, there are very few theories that are not
flawed in that once we start drilling down to indivalistic levels, then the theory or
generalization often starts to fall apart. Forregke, even Newton's theory of physics, which

later became laws, fell apart once we were abtiiiodown to the atomic level (ibid).

Maslow's theory remains a classic because ratherltoking at psychology as strictly the study
of the mentally ill, his theory was based upon tisapersons. And being one of the first

humanistic ones, it has its share of flaws. (lbid)

Characteristics of self-actualizing people:

+ Have better perceptions of reality and are comiidetavith it.

« Accept themselves and their own natures.

« Lack of artificiality.

- They focus on problems outside themselves and @meecned with basic issues and

eternal questions.



« They like privacy and tend to be detached.

+ Rely on their own development and continued growth.

« Appreciate the basic pleasures of life (e.g. dotaké blessings for granted).
- Have a deep feeling of kinship with others.

« Are deeply democratic and are not really awareféérences.

« Have strong ethical and moral standards.

- Are original, inventive, less constricted and frerstinan others (Alderfer, 1969).

Going Beyond Maslow

While the research of Maslow's theory has underdioméed empirical scrutiny, it still remains
quite popular due to its simplicity and being thartsof the movement away from a totally
behaviorist/reductionist/mechanistic approach tm@e humanistic one. In addition, a lot of
concerns are directed at his methodology in thapibked a small number of people that he
declared self-actualizing and came to the conclusibout self-actualization. However, he
understood this and thought of his work as simpiypethod of pointing the way, rather than
being the final say. In addition, he hoped thaeahwould take up the cause and complete what
he had begun. (Alderfer, 1969)

Which brings us to the next models. Other reseaschave taken up his cause and furthered
refined them, mostly in the area of organizatiomd work. Herzberg, Alderfer, and McGregor's
research are all closely tied to Maslow's thedoyd(l

Chapter Three

Data Presentation, Analysis and Interpretation

This section of the study is used for presentirgydhta gathered using the questionnaire, the
interview of the selected management (refer to agpg and also the observation made on the
process of the human resource management audtalso used to analyze and interpret also

used to analyze and interpret the different dathayad and presented.



The data presentation, analysis and interpretatiordone by grouping the data categories: -
» General Characteristics of the respondents
» Existing gaps in the Human Resource ManagementtAudi

» Existing Human Resource Auditing Procedure of tbenBany

3.1 General Characteristics of the Respondents

The study is conducted on Macro General Contraatdr Trading PLC. The study encompasses
a sample of 20 employees for filling the questioreM@25% of the total population) as well as 4
management personnel for the interview of the samiglentified; All of the questionnaires were
responded and returned fully.

Therefore, the data presentation and analysis wdsrtaken considering the 20 questionnaires

properly filled and the interviews answered.

As stated in the methodology, simple random sargpléchnique was employed to select 20
respondents. The age composition, gender, leveldatation and service year of the sample

respondents is summarized in the following table.



Table 1: - Background of the Respondents

No. Item Measurement Employees
Frequencyy %
Sex Male 4 20
! Female 16 80
Total 20 100
Below 25 years 9 45
Age 26-35 years 10 50
2 36-45 years 1 5
Above 45 years - -
Total 20 100
Single 6 30
Marital Status Married “ [
3 Divorced - -
Windowed - -
Total 20 100
12 Completed - -
Academic Certificate 2 10
4 Qualification Diploma 13 65
Degree 5 25
Total 20 100
Less than 5 years 14 70
Service Years > years ? o
5 6 years 2 10
Above 6 years 1 5
Total 20 100

Source: compiled from questioner

According to table 1 item 1 it shows that 20% af thspondents are male while 80% of them are
female. When viewed from the gender perspectivgonitya of the respondents are female. The

male counter part consists only 20% of the respatsddhis shows that 80% majority of the



respondents are female. Form this we understartdirthhe organization female employees
dominated.

From table 1 item 2 and 3 indicated that 50% ofrdspondents age between 26-35 years where
as 45% age below 25. the age range was found ® lteen between 19 and 55 years of age. It
was also discovered that 70% of the respondentsardged which implies relative stability of

the staff turnover.

Table 1 item 4 it shows that as far as the emplgylegel of education is concerned, majority of
them were found to be diploma holders. In fact, di@oma holders consist of 13(65%) of the
respondents. The degree level graduates are 3(25%Qpposed to the certificate holders.
Moreover the company has focused the employeeajetrtg for their related job.

Table 1 item 5 it shows that 70% of the responthetdw 5 years and 3(15%) of the respondents
are 5 service years. Majority of the employees Q%)/were found to be less than five years of
service in the company. Those who served aboveysats are only 1(5%) of the total
respondents. This shows that the company has ®mgre emphasis on making employees a

means to make them stay at the organization.



3.2. Existing gaps in the Human Resource ManagemeAudit

Table 2: -Type of Human Resource Management Audit Bquired

No. ltem Measurement Employees
What Kind of Frequency, %
auditing roles do Systematic 4 20
you prefer the Comprehensive 4 20
1 human resource 12 60
department to Departmental
exhibit?
Total 20 100
Does human Yes 3 15
resource audit play No 4 20
2 a crlggﬁ: F:glney[? the Have no idea 13 65
Total 20 100
How does the Very good - -
management clarif Good 1 5
the priorities and Well 2 10
3 goals of the Weak 13 65
organization? Very weak 4 20
Total 20 100
How do you rate Excellent - -
the system of Very good - -
recognition, Good 7 35
4 rewards and Weak 10 50
unishments in the 3 15
P organization? Very weak
Total 20 100
How do you think Very high 1 5
that employees are High 3 15
5 free to make Medium 9 45
decisions regarding Low 5 25
their profession? Very low 2 10
Total 20 100

Source: compiled from questioner

Table 2 item 1 shows that 12(60%) of the resporsdehtemployees answered departmental.

Other respondents are 4(20%) each chose systearaticomprehensive equally. This shows

that most of the respondents prefer departmentadl kif auditing roles. The rest of few

respondents that means 40% the respondents sharkind of auditing roles equally. So, the

existing auditing roles are being preferred by mgjof the employees.



In the case of the second item which is whetheeitigting human resource audit play or critical
role in the company or not. 65% of the respondegtee that human resource audit is a vital
issue and play a paramount role in the companyrémgthen the human resource management
whereas, 20% of the respondents respond as ifuhmaim resource audit has no rate the rest of
15% of the employees have no idea or they don’'wknbhis means human resource audit is
considered to be the corner stone of Human Resddacagement.

The 3% item asks how the manager of the organizatiorifidarthe goals of the company by
prioritizing them. 65% of the respondents respontthad the manager clarifies the goals of the
organization insignificantly or he is passive tarifly the priorities and goals. Also 20% of the
respondents highly agreed with the majority of tespondents the rest of 10% and 5%
respectively responded well and good. This dataifstgg that the manager of the company is
poor communicating in the company’ goals and objest

In the case of the system of the organization vatiard to recognition, rewards and punishment,
The respondents rated as follows 50% of the reggguedate that the system is weak, the other
15% of the respondents highly agreed with the abmespondents the rest 35% of the
respondents testify that the system is good. Whercempare the respond of the employees
most of them justified that the system is weak.

The final item is table 2 requires answering whethe organization allows the employees to
participate in decision making 45% of the respotslésstified that the employees somehow are
allowed to participate indecision making but, nigingficantly 5% and 15% of the respondents
agreed very highly and highly respectively that theganization has open room for the
participation of employees in decision making. Tast 35% of the respondents disagreed that
the organization poorly recognized employees tonlelved in decision making. We can see
from the data the organization is required somertffto allow employees to take part in the

decision making system.



Measurement

Total
No Item Very high High Medium Low V/ Low
How do you rate the human
resource auditing of the company
1 to achieve its goals?
Frequency 2 1 8 6 3 20
% 10 5 40 30 15 100
Are you satisfied with the
companies recruitment and
2 promotion practice?
Frequency - 2 4 12 2 20
% - 10 20 60 10 100
Did your human resource
3 department treat you fairly?
Frequency - - 4 13 3 20
% - - 20 65 15 100
Are you happy by the practice of
human resource department
acknowledging mistakes and
4 asking apologies?
Frequency 1 1 7 7 4 20
% 5 5 35 35 20 10C
Does the department promises any
5 what it can deliver?
Frequency 1 3 9 4 3 20
% 5 15 45 20 15 100
Does the department practice
6 confidentiality?
Frequency 4 5 6 3 2 20
% 20 25 30 15 10 100
IS the department honest
7 Frequency 2 6 8 4 -
% 10 30 40 20 - 20
Do you feel that the department
proactively action openness,
) honesty and trustful relationship
Frequency 4 6 3 4 3 20
% 20 30 15 20 15 100
Does the department recognized
respect the contribution of
9 individuals & other departments?
Frequency - - 7 6 7 20
% - - 35 30 35 10C
Do you think that the department is
10 committed and loyal to employeeg?
9
Frequency - 1 4 9 6 20
% - 5 20 45 3C 10C

Source: compiled from questioner




In table three item one raised concerning regulandn resource auditing. Here aggregately 55%
of the respondents agree the existence of humannasauditing regularly, of these 55% - 40%,
5%, 10% of them rated medium, high and very higipeetively the rest 45% o the respondents
are disagree the existence of regular human res@uditing significantly.

In the case of the second item significant numibénerespondents 70% of which 60% how and
10% very low are justified that the promotion aedruitment policies of the company are not
promising or sound 20% of the respondents agreéhbytrated medium. The rest of respondents
10% testified that the policies are sound by grgdiary good. To some up the data, majority of
the respondents don’t agree the existence of soun@omoting promotion and recruitment
policies. This signifies that the department of lanmesource should reconsider its policies.

The 3d item concerns treatment of employees. Bidase, in spite of the existence of treatment
50% of the respondents advocate the insignificaoicyair treatment of employees in the
organization. Because 65% of the respondents thadhere is low treatment and 15% of the
respondents rated very low. Whereas 20% of the ®yapbk rate that there is medium fair
treatment. According to the above data the orgéinizeshould recombine its human treatment
mechanism so as to retain its human resource.

In the case of the"™item 55% of the respondents rated that the orgéiniz acknowledges its
mistakes and ask apologies in appropriately. Thero#5% of the respondents rated excellent,
very good and good, agree of the company’s ackrdgment of its mistakes and request for
apology and advice. The above data signifies tiebtganization should evaluate itself in order
to tackle its mistakes.

The 8" item is about the commitment of the organizatiomi¢liver its promises; In this regard
65% of the respondents rated the commitment obthanization medium, high and very high.
This shows that the organization is committed &poad for what it promised. But, the other
35% of the respondents testify that the organimapoorly delivers units promote or has no
commitment.

The 6" item concerns about confidentiality of the compahiere 75% of the respondents
testified that the organization keeps exemptedidenftial information of the company of these
75% of the respondents 30%, 25%, 20% of them refggbrmedium, high and very high
respectively. What so ever it is all are agree dhganization doesn’t disclose the exempted
materials (respects Confidentiality) the rest 258the respondents are not optimistic that the
organization keeps confidential information as rexfi The data signifies there is no significant
problem on confidentiality of the information.



In the case of honesty of the organization 80%hefrespondents testified that the company acts
with honesty few rated from medium to very highhwéimount of 40% , 30% 10% respectively.
It's the above item here also most of the respandgree that their company is honest, few
respondents (20%) responded low and very low.

In 8" item the respondents rated whether the organizatiorks proactively, honestly and for
mutual benefits. In this regard most of the respoitsl recognize this there is a sense of trust,
honest and mutual benefit use the organization iadts proactively. 65% of them rated
medium, high and very high with the respective petite of 15%, 30% and 20%. The rest of
35% don’'t agree with that. They protest by ratiogy land very low with the respective amount
of 20% and 15%.

In item 9" most the respondents responded that the orgamizatsignificantly recognizes,
respects, and values individuals Contributions famgtions 65% of the respondents pated low
and very low with the respective percentile of 3886l 35% but, the rest 35% of the respondents
rated medium. This data testified that the complaay remark in recognition of individual's
effort and job.

In the final item raised about personal commitmemd loyalty of managers to the employees.
Here also majority of the employee have no truspersonal relationship with managers of the
organization 75% the respondents testified thatetle low level of demonstration of personal
commitment and loyalty of managers towards empleyeg@nly 25% of the respondents
recognized that by rating medium and high with thgpective percentile of 20% and 5% here

also the data shows remark on manager regardinghdarent and loyalty to employees.



Table 4: - Motivation in the Macro General Contracior and Trading PLC

No. ltem Measurement Employees
Frequency %
Very high - -
Is the department committed High 2 10
1 to develop employees? Medium 7 35
Low 9 45
Very Low 2 10
Total 20 100
Very high - -
Does the department promote High . -
2 people transparently? Medium 2 10
' Low 14 70
Very Low 4 20
Total 20 100
Very high 1 5
High 1 5
I B S S R
Low 7 35
Very low 2 10
Total 20 100
Excellent - -
Does the department open if Very good L S
4 planning of human resource Good 6 30
Low 12 60
Very low 1 5
Total 20 100
Very high - -
" High 1 5
B iy B | s
Low 4 20
Very low 4 20
Total 20 100
Very high - -
Does the department Act High 3 15
6 according to the rules and Medium 7 35
regulations of the company? Low 7 35
Very low 3 15
Total 20 100

Source: compiled from questioner
In the case table 4 item 1 over motivation develgppeople through the circumference of
assessment result show that 10% the populationlsatopform qualitatively high score, 35%

sample population included in medium, 45% sampleutadion will involved low and the rest



population sample compromise in very low captioande, the management audit in human

resource management pertain to motivation devefppaople beyond 50% dissatisfied.

In the case of table 4 the second item throughvattin promotion on time though hemisphere
of the assessment result show that 10% of popula@nple qualitatively medium, 70% the
population sample included low and the rest 20% {@wv. Thus, management audits pertaining

provision, promotion on time over sample show \ahylow.

In the 3% item table 4 through motivation criteria, the fashmanagement of employees within
content of the assessment will depict that 10% $amppulation quantitatively valued high
category, 45% sample population included mediunti@apthe rest 45% compromised in low.

Hence the management fashion medium, low relatieglal.

In the 4" item table 4 through motivation criteria strategitd operational planning of human

resource over the conducted study assessment stswit that 10% population sample valued
gualitatively very good, 30% population sample e®d), the rest 65% categorized qualitatively
included in low. Therefore, the management audégaming human resource management

strategic and operational planning human resownducted result beyond 60% show poor.

In the case of the"5item table 4 motivation sensitive and sympathé&eling for employee
through the conducted assessment, effect depicb#aaample population qualitatively included
high 55% sample population involved medium, the 4886 sample population summarized low

and very low. This management audit conducted addveyond 50% justify medium.

In 6" item motivation act as company's rule and regatdttrictly over the conducted
assessment outcome show that 15% sample populgtialitatively high strict, 35% sample
populated justify medium 35% sample population 1@&% of sample population involved very
low. Hence, management audit related act as compaleyand regulation justify relatively

equal.



Table 5: - Reaction of Respondents Concerning the ut#han Resource Management

Departments
No. ltem Measurement Employees
Frequency %
Very high - -
Does the department give High 1 5
1 training and advice? Medium 8 40
Low 10 50
Very Low 1 5
Total 20 100
Very high 9 45
- High 7 35
Does the department facilitate Me dgium Z 20
2 loan service?
Low - -
Very Low - -
Total 2 100
Very high 1 5
Does the department ngh 1 5
3 | distribute bones during profit? Medium 9 45
Low 8 40
Very low 1 5
Total 20 100
Excellent 16 80
Does the department provid Veéy good 4 20
4 transport service? ood . -
Low - -
Very low - -
Total 20 100

Source: compiled from questioner

In table 5 case 1 item reaction of respondents esmecd in human resource management
departments to training and advice conducted assgdsresult low 5% sample population
gualitatively high, 40% sample population contentegdium, the rest 55% summarized in low
categories. Hence, management audit over provisaamng and advisory service relatively low.
In the 29 case item reaction of respondents concerned irahuesource department pertaining
to loan services through the conducted assessnfieat show that 45% sample population
qualitatively high, 35% sample population high, 408&mple population medium. Thus,
management audit concerned loan provision beyofa giitain loan.

The 3% item asks does the company gives bonus during goafid 45% of the respondents agree

that when the company gets good profit, the comgavgs bonus for his employees. Also 40%



of the respondents agreed with the majority o #spondents, the rest of 5% of the respondents
responded that the company dos not give bonusglgond profit. This data signifies that most
of the time the company gives bonus during gooditpro

The forth item asks does the company give tranaport services to his employees or not, the
majority of the respondents (80% of the respondemtsponds that the company gives
transportation services excellently. The rest efréspondents (20% of the respondents) respond
that the company gives transportation services gegd. This data shows that the company

treats his employees to get transpiration service.



CHAPTER FOUR
Summary, Conclusions and Recommendations

Summary of major findings

As mentioned in the research questions, the studyasnducted to answer the following

guestions.

What gaps do exist in terms of human resource iagdaind utilization?

What does the existing human resource auditingguha@ of the company look like?
How motivated are the employees to inherently doate towards the company’s vision?
Majority 80% of the respondents were females.

95% of the majority of the respondents are age éatvbelow 25-35.

Majoring of the respondents 70% are married.

With regard to education majoring of the responsl&a®o are diploma holders.

When we see the service year majoring of the retgas 70% have less than 5 year
experience.

Regarding existing human resource audit majorityo68f the respondents agree that
human resource audit is a vital issue and playranpaunt role in the company.

Majority 65% of the respondents responded thatntheager clarifies the goals of the
organization insignificantly or he is passive tartly the priorities and goals.

In the case of the system of the organization wetpard to recognition, rewards and
punishment, The respondents rated as follows 658%teafespondents rate that the system
is weak.

Regarding employees to participate in decision n@ki5% of the respondents testified
that the employees somehow are allowed to parteipaecision making.

Concerning regular human resource auditing. Hegreggtely 55% of the respondents
agree the existence of human resource auditindgagu

significant number of the respondents 70% of low jaistified that the promotion and
recruitment policies of the company are not prongsi

Majority 55% of the respondents rated that the wigdion acknowledges its mistakes
and ask apologies in appropriately.

Regarding commitment of the organization to delitgrpromises majority 65% of the

respondents rated the commitment of the organizatiedium.



Concerns confidentiality of the company majority2@®f the respondents testified that
the organization keeps exempted confidential infdiom of the company.

In the case of honesty of the organization 80% ntgjof the respondents testified that
the company acts with honesty few rated from medium

65% of majority respondents rated whether the argdéion works proactively, honestly
and for mutual benefits high.

The respondents responded that the organizatiagnifisantly recognizes, respects, and
values individuals Contributions and functions 66Pthe respondents pated low.
Majority of the employee have no trust on persae#tionship with managers of the
organization 75% the respondents testified thateth® low level of demonstration of
personal commitment and loyalty of managers towandgloyees.

In the case motivation developing people throdghdircumference of assessment result
show that 55% the population sample conform qualéby low.

In the case of promotion significant number of tagpondents 90% of low.

In the 37 item table 4 through motivation criteria, the fashmanagement of employees
within content of the assessment will depict tha%lsample population quantitatively
valued high category, 45% sample population indudedium caption, the rest 45%
compromised in low.

motivation criteria strategic and operational plagnof human resource over the
conducted study assessment result show that 65#4igiigm sample valued qualitatively
low.

Motivation sensitive and sympathetic feeling for pdoyee through the conducted
assessment, effect depict that 55% medium.

Motivation act as company’s rule and regulationzyr over the conducted assessment
outcome show that 15% sample population qualitbtiv@gh strict, 35% sample
populated justify medium 35% sample population Id&% of sample population
involved very low.

Reaction of respondents concerned in human resomagagement departments to
training and advice conducted assessment resubiryap5% low.

Thus management audit concerned loan pravisayond 75% obtain loan.

Company gives bonus during good profit 45% of tegpondents agree that when the
company gets good profit, the company gives boou$it employees. Also 40% of the

respondents agreed with the majority o the respusde



- Regarding to transportation services majority @& tbspondents 80% responds that the

company gives transportation services excellently.



Conclusions

As per the study conducted the student researcagrréached to the following

conclusions.

Majority of the respondents preferred departmeftaliting role.

Most of the respondents feel the management peengietting is weak.

Half of The respondents rate the companies systeatognition reward and punishment
weak.

The employees have diverged opinion about freedoma&ing decision.

Promotion and recruitment policy of the compartg taw.

The employees do not feel that they are treately fai

The employees attitude towards the company’s pkegping is not satisfactory.

Most of the employees do not believe that the caommpdemonstrates personal
commitment and loyalty.

Majority of the employees don not believe the comypgive promotion on time.

The employees perception about strategic and opeahiplanning of human resource is
low

Majority of the employees believe the company hgead loan service.

Most of the employees do not believe they get baleusa good profit



Recommendations

From the result of the research the student resealike to recommend the following

points.

The company management should put on effect tormehthe capacity of its priority
setline.

It is the company’s responsibility to make cleae 8ystem of recognition rewards and
punishment.

The recruitment and promotion policy must be cheat tokens parent to the employees.
There should be a mechanism to make every bodyiedmpany is treated fairly.

The company should try to work hard to demonstiatality commitment to its
employees

The company should commit itself to give promotntime

It is an ethical act to a company to give bonusmwihere is good profit.
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Appendix



St. Mary University College
Business Faculty
Department of Management

Dear Colleague, this questionnaire is prepared to assess the situation of Human Resource
Management Audit at Macro General Contractor and Trading PLC. Please, answer the
following questions as freely as possible. | assure you that your responses will be kept very

confidentially. I am highly grateful to you in advance for your cooperation.
) Background Information

1. Age

A. Below 25 |:| B. 26- 35year51:| C. 36-45yea|:| D. Abd;E/gaearD

2. Sex

A. Male |:| B. Female |:|

3. Marital Status

A. Single |:| B. Married C. DivorceD D. Widowe1:|

4. What is your academic qualification?

A. 12 Complet{ | B. Certificat] | C. Diplom[ ] D. BA Degr{ |

E. Master and Above|:|

5. How long have you been working or custom in the gany?

A Lessthan5yea] | B.5ye{ | C.6-10s{ | D.Above 6 years| |

1)) Existing gaps in the in the Human resource Audit

6. What kind of auditing roles do you prefer the humasource department to exhibit?



A. Systematiqj B. Comprehens|:| C. Depental |:|
7. Does human resource audit play a critical roldveadcompany?

A. Structural [ ] B.Compressi{ | C. Separate departn] |

8. If yes, what kind of role does it play?

9. How well does the leader clarify the priorities ayahls of the organization?

A. Veryhigh [ ] B.High[ | C.Mediun | D.Lo{ | E.veigw [ |
10.What is the system of recognition, rewards, andgbuments in the organization?

A. Excellenf | B.Verygool ] C.Good .lbw  E.Verylow
11.Do you think that employees are free to make dewssregarding their profession?

A. Very high B. High C. Medium D. Low E. Vekpw



[1l. Existing human resource auditing procedure ofthe company

A. Do you agree or disagree with the following staiments about human resource auditing

procedure of the company

. . , Very

No. Very high | High | Medium Low Low
12 | The human resource department makes

regular human resource auditing
13 | Adhere at all times to the company’'s

promaotion recruitment policy
14 | Treats people fairly
15 | Acknowledge mistakes and

apologies/seeks advice when appropriate
16 | Keep promises and therefore only commit

to what can be delivered
17 | Respect confidentiality
18 | Act with honesty
19 | Proactively develops open, honest and

trusting relationships for mutual benefit
20 | Recognizes, respects and values |the

different contributions of individuals and

functions
21 | Demonstrates a personal commitment jand

loyalty to the employees of the company




A. Indicate whether the human resource department hafigh, medium low or of the

following attributes:

Effectiveness

Very

High | Hi9n

Medium

Very

Low Low

22

Is the department committed to develop employees?

23

Does the department promote people transparently?

24

Is the department manage employee well?

25

Does the department open in planning of human resou

26

Is the department sensitive emphatic for employees?

27

Does the department Act according to the rules

regulations of the company?

and

C. As an employee of the organization do you haveeess to the following services?

Very
High

High

Medium

Low

Very Low

32 | Does the department give

training and advice?

33 | Does the department facilitats
loan service?

A} "4

34 | Does the department distribute

bones during profit?

35 | Does the department provide
transport service?
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