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ABSTRACT

Human resource management (HRM) is concerned wétting better result with the
collaboration of peopleluman resources are one of the most valuable regsuof an
organization and indeed an organization is nothimghout human resources. Getting
and keeping good people is critical to the succefsgvery organization. This study
investigates the Practices and Challenges of humesource management in Hamlin
Fistula Ethiopia. Furthermore the study assessethidéeHRM practices of Hamlin
Fistula, evaluated major challenges of HRM and farded possible recommendations
for problems identified in the study. This studgcdvered gaps in HRM practices
especially with regards to recruitment and selagtitraining and development, and
compensation policies and procedures of the Harigtula Ethiopia head office and
Desta Mender-rehabilitation center- which is orgegd under the head Office in the out
skirt of Addis Ababa particular KolfeKeranio SubtycTo achieve this purposethe
descriptive research design should employ by fatlgwsurvey approach and
guestionnaire a Likert scale of 5 levels listingegtions were distributed to a sample of
107 People out of the total population 357.Therahd\wdata was collected from 95 staff
members who work at head office and Desta Mender.gips which were observed in
the HRM practices were investigated descriptivetyuging quantitative data analysis
method. The collected data is analyzing using dte#il package for social sciences
(SPSS).This paper is expected to describe andodesdhiow, when and what of staff
Compensation, Training and development, Recruitmeerd Selection practice are
managed, executed and existing in the Hamlin FEsttthiopia. It also provides
important recommendations regarding staff CompeasatTraining and development,
Recruitment and Selection Policy.

Key words- staff Compensation, Training and develept, Recruitment and Selection,

Human Resource Management

Vii



Chapter One
Introduction

1.1 Background of the study

Human resource management (HRM) is concerned véthing better result with the

collaboration of people. It is an integral but olistive part of any management,
concerned with people at work and their relatiopstith enterprise. It helps in attaining
maximum individual development, desirable workiregationship between employee
and employers, employees and employees and efegtodeling human resources as
contrasted with physical resources. It is the réoent, selection, development,
utilization, compensation and motivation of humassaurces by the organization
(Ankur, 2009).

Human power is very decisive for the sustainabiityan organization and it is said to
be the most important (or critical) element in agamization since people make the
decisions concerning all other organizational reseal Therefore, getting and keeping
good people is critical to the success of everaoization, whether profit or non-profit,
public or private. It is needless to mention thatpoyees are very important for an
organization to achieve its goal. Organizational@dsghed to fulfill their goals. Different
organizations have different goals. Organizaticasycout their duties with the help of
their employees. Human resource is the most impbasset for any organization and it
is the source of achieving competitive advantagandging human resources is very
challenging as compared to managing technology apital and for its effective
management; organization requires effective HRMesys HRM system should be

backed up by sound HRM practices.

In recent times HRM professionalshave been facing challengs with employee
participation, performancemanagementemployeereward systems,high commitment
work systemsand humanresourceflow becauseof globalization. Traditional models



and technigues have no place in today’s busineskiwaiso local companies which go

global cannot use the same tactics in the globsinkeas world.

Many organizations face diverse challenges in tkea af human resource management
like inadequate performance management systemcudifés in maintaining balance
between employee and organization needs, lack fimiuand coaching mechanism for
new employees, inadequate career development omites, inadequate or clear

structures for rewarding performance. (Batti, 2014)

Hamlin Fistula Ethiopia (Addis Ababa Fistula Hogpjithas evolved since its founding
in 1974 by Drs. Reginald and Catherine Hamlin wlaone to Ethiopia to work in
1959.They were pioneers in performing surgery famen suffering from obstetric
fistula. Once they began this work, the need becamegreat that in 1974 they
established the Addis Ababa Fistula Hospital speadlfy for women with childbirth
injuries. Dr Reg. Hamlin died in 1993 but Dr. Cathe Hamlin never doubted that the
work had to continue. Hamlin Fistula Ethiopia (Thddis Ababa Fistula Hospital) is an
organization that cares for women with childbirtidarelated injuries. These women
come to the hospital destitute, in nothing butrtiveine soaked clothes, and more often
than not, barefoot. Distanced by their relativeg hospital is their only hope; therefore

all care, treatment and surgery is completely &rfiegharge.

Currently HFE has three functional areas: preventiceatment ( 5 regional hospitals)

and rehabilitation & reintegration.

According to Federal Charities and Societies Agdhimclamation No 621/2009 Hamlin

Fistula Ethiopia is registered as Ethiopian Resisl Charity and 100% of the fund are
from donors. Both its operational and Administratoost is covered by the contribution
made by donors.

Vision, Mission & Purpose of Hamlin Fistula Ethiopia

Vision: A world without maternal death, birth injuriesapstetric fistula.



Mission: Hamlin Fistula Ethiopia is the world’'s pioneeriragd leading obstetric

hospital.
Purposes:

e Care for the maternal health of Ethiopia’'s womenl @me committed to the

treatment and rehabilitation of women with childbinjures.

* Work on improving the quality and effectivenessradternal health professionals

by continually striving to do better and more.
+ Prevent & treat fistula & non- fistula urinary ingmence
+ Research, education, partnership, advocacy & athrea
+ Train doctors, midwives & clinical leaders from aller the world
+ Facilitate reintegration & independency of patients
+ Reproductive health service family planning & S@iteening
« Fundraising

« The Fistula Hospital has therefore built five minaspitals throughout Ethiopia
(In Mekele, BahirDar, Harara, Yirgalem, and Metkach has its own operating
theatre and trained staff. They have been locatethé grounds of existing
Government Referral Hospitals to ensure close loottion and partnership with
the regional health authorities. Complicated casesbe referred to the Fistula
Hospital in Addis Ababa.

« The Fistula Hospital has developed a practical samdtechnique for fistula
treatment that has inspired fistula service prowvisin many health facilities
around the developing world. It is a world center ffistula treatment,
rehabilitation, and Prevention. It provides tragifor health professionals, for
Ethiopian surgeons and obstetrician/gynecologisisifall over the developing
world. The hospital also officially established HamCollege of Midwives in
2007 to train a midwife in BSC degree and the gasekiare deployed to rural
area which used as strategy for prevention of Eigitoblem.



Moreover, Desta Mender facility, undertakes rehtaibn, training and re-integration
and college. The College provides free scholarstopstudents from different parts of

the country to become clinically competent Midwiaegl advocates of women’s health.
1.2 Statement of the problem

The practice of HRM is concerned with all aspedth@~ people are employed and
managed in organizations. It covers activities sashstrategic HRM, human capital
management, corporate social responsibility, kndgde management, organization
development, resourcing (human resource planngayuitment and selection, and talent
management), performance management, learning aedelogppment, reward
management, employee relations, employee well-bairdy health and safety and the
provision of employee services (Armstrong, 1977 sulggests that HRM practice has a
strong conceptual basis drawn from the behavioénses and from strategic
management, human capital and industrial relatilbesries.

Furthermore, HRM involves all management decisiammg action that affect the nature
of the relationship between the organization asdeinployees, its human resources
(Beer et al, 1984). It seems that it comprise aa$epolicy designed to maximize
organizational integration, efficiency and effeetress, employee commitment,
flexibility and quality of work. However, as thesesarcher observation there is a gap in
compensation, training and development, Recruitngm selection practice of the
organization.

As per the interview of the human resource manafetamlin Fistula Ethiopia there is
staff dissatisfaction, acute shortage of labor citreesponding increase in labor turnover
and costs of employee replacement have forceddgressgjvely compete for employees.
It seems that those are the challenges that affexoth practice of HRM in the
organization. Therefore, the study arises fromritbed to administer the HR of Hamlin
Fistula Ethiopia. So, the researcher is inspiredttaly on identifying practices and
challenges of HRM in Hamlin Fistula Ethiopia.



1.3 Research questions
The research will answer the following basic reskea@uestions.

1. How to practice HRM in Hamlin Fistula?

2. What are the major challenges of HRM in Hamlin HestEthiopia?
1.4 Objectives of the study
1.4.1 General objectives

The general objective of this study is to invesegthe Practices and Challenges of

human resource management in Hamlin Fistula Ethiopi
1.4.2 Specific objectives

1. To assess HRM practices of Hamlin Fistula;

2. To identify major challenges of HRM in Hamlin FiktlEthiopia
1.5 Significance of the study

Concerning with significance of the study, the migation under this investigation
intended to enhance HRM environment by understayitie needs of the customers and
benefits of quality of HRM practice. On top of thaishould help as a mechanism to
improve employees’ productivities. For decision mr&kalso, it is a good stepping-stone
to design and implement appropriate policy to impr¢iRM practice. Moreover, it
initiates Hamlin Fistula Ethiopia to reassess humegources management practices. On
the side of the researcher also it helps to enh#meexisting HRM practice and its

challenges.



1.6 Scope/Delimitation of the study

The finding of the research would be more fruitfuit conducted widely by including
managerial and non-managerial staff’s in overal @éhganization. However, due to time,
and money constraints the researcher is forcecelioi its scope only to Head office
and Desta Mender that is located in Addis Ababarddeer, the practice of HRM is very
wide to studies in this short period of time. Saalso delimited only selected variables
such as Training and Development, CompensationyuRe®nt and Selection and
Challenges of HRM that the researcher believedtitgitly affect the current practice of
HRM in Hamlin Fistula Ethiopia.

1.7 Organization of the study

This study is organized into five chapters and gmé=d in the form of a flow diagram
(Figure 1). After passing through introductory ctesipthe literature review can appear
followed by the methodology applied in order torgasut the research, and analysis of
collected data. Finally, conclusions have been ntadether with implications of the

results.



Figure 1: Outline of the Study
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Chapter Two
Review of the related literature

2. Review of Concepts of Human resources Management &utices

HRM involves all management decisions and actioat thffect the nature of the
relationship between the organization and its eyg#e- its human resources. (Beer et
al, 1984) and it comprise a set of policy desigrted maximize organizational
integration, efficiency and effectiveness, emplogeenmitment, flexibility and quality
of work. (Gust,1987Therefor HRM is a core management function in aypetof

organization. It creates the most crucial condifmmorganizational performance.

HRM is a process that assists organizations recaiect and develop staff within the
organization. According to Stanley and Albin (20118y define HRM as a management

function within organizations concerned with pecghel their relationships at work.

Human resource management is the performance ofaalhgerial functions involved in
planning, recruiting, selecting, developing, utilig, rewarding and maximizing the
potential of the human resources to the best aemewnt of the objective of an
organization. Human resource management is botliicademic theory and a business
practice that addresses the theoretical and pshdchniques of managing a work
force. Synonyms to the concept Human Resource meamagt include personnel
administration, personnel management, manpower geam@nt and industrial

management Jashim. (2005)

According to Noe et al. (2006), human resource mament refers to policies, practices
and systems that influence employees’ behaviatydéts, and performance.

Human resource management is the organizationatitumthat deals with issues related
to people such as compensation, hiring, performanm@magement, organization
development, safety, wellness, employee motivatmmmmunication administration,
and training (Heath field, 2006).



HRM practices differ from one country to anothed &hne factors which affect the HRM
practices include external and internal factorseréhare a number of Human resources
practices that could be tested in connection withpleyee performance. Human
resources management practices refers to orgamaatactivities directed at managing
the pool of human resources and ensuring thatdbeurces is employed towards the

fulfillment of organizational goal.

2.1 Recruitment and Selection

Today’s organization cannot ignore the fact thadteg element of an organization’s
resource capability is its people and greater attenis being given to the
recruitment/selection process than ever beforerudRatent/selection is just one of the
key human resource (HR) practices that need totegrated into a coherent “bundle”
by organizations in order to support the delivefybasiness or corporate strategy.
Newell and Rice (1999) noted that for some, renreitit/selection lies at the very centre
of human resource practices in organizations whpp®intment decisions represent one
of the most crucial ever taken by employers. Witihike recruitment/selection is typically
the responsibility of the HR Director/Personnatelimanagers in all the business units

of an organization also have an important rolderecruitment/selection process.

Recruitment and selection in any organization iseaious as the success of any
organization or efficiency in service delivery degds on the quality of its workforce
who was recruited into the organization through ruément and selection
exercises(Ezeali and Esiagu,2010). Bohlander, Sn&herman (2001) reported that it
is important for managers to understand the oljestipolicies and practices used for
selection .More importantly, those responsible fmaking selection decisions should
have adequate information upon which to base ttiegisions. As Robbins (2005)
observed, organization’s human resource policied ractices represent important
forces for shaping employee behavior and attitutfesiew of the findings, the study
suggests that in designing and instituting recrerttmand selection criteria quality

should not be compromised. This is more so asigfm type of labour is hard to come

by.



Recruitment and selection is a topical area. Whihas always had the capacity to form
a key part of the process of managing and leadiegple as a routine part of
organizational life, it is suggested here that ugsrent and selection has become ever
more important as organizations increasingly regaedr workforce as a source of
competitive advantage. Of course, not all emplogaigage with this proposition even at
the rhetorical level. However, there is evidencénofeased interest in the utilization of
employee selection methods which are valid, redianld fair. According to Arnold et al
(2005), it has been noted that ‘over several desaderk psychology has had a
significant influence on the way people are reeditinto jobs, through rigorous

development and evaluation of personnel selectiooqulures’.

Ensuring that the right people are in the rightelat the right time is a critical factor in
gaining and maintaining competitive advantage. Beoent and selection have always
been crucial processes for organizations. Theynéegrated activities. Bratton and Gold
(2007) refers to recruitment as “the process ofegaing a pool of capable people to
apply to an organization for employment. Seleci®ithe process by which managers
and other use specific instruments to choose fropoa of applicants the person or
persons most likely to succeed in the job(s), giveanagement goals and legal

requirements”.

Recruitment and selection are considered as seagrdior and obtaining potential
candidates in sufficient numbers and quality s¢ the organization can select the most
appropriate people to fill its job needs McCourtdaAwases, (2007).Similarly,
Armstrong (2001) stated the aim of recruitment seléction in relation to obtaining the
number and quality of employees with minimum cdsattcan satisfy the human
resource needs of the organization. As the aboweamthors are emphasis on hiring

new talent and reassigning serving staff includimigr organizational transfers.

Specifically, recruitment, as defined by Brattord aBold (2007), refers to a process
used to attract potential capable applicants fopleyment in the organization, while
selection is the process by which different insteats are used to choose from a pool of

applicants who can fit with the required requiretsen



Hence, emphasis may be placed on admitting onlgettapplicants who are likely to
behave, acquire skills and show attitudinal comreaititrin line with the requirements of
the organization’s strategy. Effective recruitmeglies on the degree to which overall
management philosophy supports and strengthenp@nach to HRM that focuses on
the deployment and development of new employeee trey have gained entry to an
organization. In doing this, there needs to benaglligent uses of recruitment channel.
An organization has two sources of labour suppéyititernal and the external labour

market.

Internal recruitment involves words-of-mouth, reecoendation or notice board
advertisements. In contrast, recruitment in themal labour market involves different
ways: advertising, job centres, employment agenci®alk-in and professional
associations Sisson and Storey (2000). Merit-basaditment and promotion is widely
acknowledged as the hallmark of well performinglpuadministration systems Olowu
and Adamolekun (1999). They further assert thatAfrecan experience of applying
merit in the public service has also underlined gigmificance of balancing merit with
other considerations aimed at ensuring some degireepresentativeness like race,
ethnicity and gender to ensure equal employmenbippity. Merit involves dealing
with people based on their knowledge, skills arfeeotapabilities rather than irrelevant

characteristics Lee, (1993).
2.1.1 Definition of Recruitment and selection

Recruitment is the process through which the omgditun seeks applicants for potential
employment. Selection refers to the process by hwitiee organization attempts to
identify applicants with the necessary knowledgdillss abilities, and other

characteristics that will help the organizationiaeh its goals. An organization makes
selection decision in order to add employees towmibskforce as well as to transfer

existing employees to new positions

At some organizations, the selection process maysfoon specific skills, such as

experience with a particular programming languageaype of equipment. At others,



selection may focus on general abilities, sucthasability to work as part of a team or
find creative solutions. The focus an organizaferors will affect many choices, from
the way the organization measures ability, to thestjons it asks in interviews, to the

places it recruits.

2.1.2 Process of Recruitment and Selection

(a) Planning the recruitment and selection process

Upfront planning includes thinking about the stapsecruitment and selection early; and
scheduling the activity, resources and time to supihe process. Planning is essential in
the recruitment and selection process as it ensliedsest possible process is followed. It
helps to manage time constraints and streamlinesetruitment and selection process

for both the organisation and applicant.

Planning is crucial as it allows analysis and desif the position to be filled to be
according to what the organisation needs at the &ind in the future. The departure of a
staff member provides an opportunity to considet amalyse whether the position itself

should change in order to provide increased betwefite organisation.

Good planning also positively affects an applicergkperience of the recruitment and
selection process and their perception of the asgéon. When the recruitment process
is clear, it allows the recruiter to take a metibatiand professional approach to the task.
This in turn, influences their likelihood to compehe recruitment process and accept an

offer of employment.
(b) Job analysis

Job analysis is critical to recruitment and setecthecause it is the foundation of a high
quality process and when done well identifies mdy ¢he skills and knowledge required
to perform a role but also the attributes, which ba used to assess ‘cultural fit" within
an organisation. Job analysis helps to identifykég selection criteria and inform the
position description, which are both key aspectatiracting suitable candidates. A poor
job analysis is likely to adversely affect the ayabf outcomes, irrespective of how well

the rest of the selection process is executed.



For example, without proper job analysis, internaesvmay develop incorrect beliefs

about the position requirements and hire a perssuaitable for the role.
(c) Attraction

Attracting the right candidates to apply for vacaoles is an important step in the
recruitment and selection process. It is importEntunderstand how your attraction
strategy has worked by evaluating the process taddsr.

Attraction is the result of a range of activitieadaprocesses, including employer
branding, employment value proposition, recruitmamd induction. Attraction strategies
provide opportunities for an organisation to mar&etl communicate the benefits they

can offer applicants.

(d) Short-listing

The short-listing processinvolves determining which applicants meet theimum key
selection criteria to perform the job satisfactoahd/or ranking applicants to progress to
the next stage of the selection process.

Short-listing candidates supports an efficient mgpit assessment process through
ascertaining whether candidates meet the relevaatia to reduce the applicant pool to
a manageable size.

Best practice techniques in short-listing applisantlude:

% Using a standard application form. This form should
v standardise the format and information collectaainfrapplicants to reduce
potential subjectivity in the assessment process
v/ contain statements confirming that the form hasnbewiewed for fairness
and equity
v/ communicate who will see the information, privacydow information will
be used in the recruitment and selection procedsstate that applicants may
be required to verify the information provided
¢+ using a scoring procedure to evaluate whether equs meet the key selection
criteria or determine ranking for the next stagéhefprocess
Developing, where possible, a talent pool (withleapts’ permission) of those
who were not successful for this particular positibut who may be suitable for
an alternative position.

*.
°

(f) Selection process: interviewing



Interviewing is the most commonly used selectiashtégue. It can be expensive, time
consuming and most organisations do not maximisevélue. However, if used

appropriately, interviewing can be a good prediafovork performance.

Research suggests that many organisations condsictiotured interviews (i.e. have the
person in for a ‘chat’ to see what they are likKE)ey may also simply ask the same
questions of each applicant believing this congua ‘structured’ interview. This is

only considered best practice if the structuredstjaes are behaviourally-oriented.

The aim of behaviourally-oriented questions istfag applicant to demonstrate through
past behaviour that they meet the required KSC Rigpse describe a time when you
had to raise funds for a particular purpose witaim organisation. What was the
situation, what did you do and what was the result?

Interviewing that is not behaviourally-orientedr{stured or not) does not align with
best practice and is not considered an effectigecansistent method of predicting work
performance. The key selection criteria arisingtigh the job analysis should be used

to create the behaviourally-oriented interview does.

Where a candidate does not meet all criteria toréugeiired level, the interview also
provides an opportunity for the organisation to sidar the candidate’s potential to

grow into the role.

In order to assess this potential, it is importemthave questions that cover how the
candidate might gain the skills and knowledge neamsto fill the role, for example,

covering openness to further study or asking hosvapplicant learns best. This may
also provide an opportunity to sell the role t@aagér pool of candidates via learning and

development opportunities.

In order to ensure that assessments made duriexyiews are objective, it is advisable
that more than one person be involved in conductimg interview and in some
circumstances for someone external to the orgammsabut with the appropriate

interviewing skill, to assist in this process.dtadlso important to advise candidateswho



will be conducting the interview.

(9) Reference checking

Reference checks are generally used to obtain the following information:

1. Employment dates
2. Appraisal of an applicant’s claimagainst the key selection criteria
3. Estimates of an applicant’s job performance capabilities

4. Employer’s willingness to re-hire the applicant.

Professional referees (i.e. a previous employer) should be contacted to provide
information on the applicant. If an applicant does not provide professional referees and
does not have a legitimate reason, this could indicate issues around their past
experiences. It is advisable to explore reasons as to why recent previous employers’

details are not given.

Telephone reference checks are the most frequently used method of reference
checking. This method has a number of advantages:

— High return rate

— allows the reference checker to ask follow up questions for clarification

— it is inexpensive to conduct

— Speed.

A structured approach to reference checks improves its value. A standardised
guestionnaire that requires referees to rate the applicant’s standing on a number of job
relevant attributes (rating scale 0-5) with a descriptively anchored response format

should be used.

Mandatory checks (e.g. police checks) are an important part of the recruitment and
selection process. These checks must be added into the recruitment and selection

process as relevant to the organisation.
(h) Making a selection decision

It is common throughout organisations to make siiwe judgements to assess an
applicant’s suitability to the role. This does abgn with identified best practice.

Best practice is to use a scale (for example 046 wescriptors for each point of the



scale) to rate each assessment and then combireiafjs for each assessment activity
for each applicant throughout the recruitment asldction process to provide the basis
for a decision. This is an especially good methbeénrvmore than one selection technique
is used. This approach means the selection dedsiomre objective, removing the risk

of bias or “gut feeling” which is not backed up éyidence.

() Induction/orientation
Induction/orientation facilitates a new startertustment into an organisation. Effective

orientation is an investment in employee moraledpctivity and retention.

Industry best practice suggests induction/orientashould involve:

— Conducting a structured induction process thagitactical and administrative issues
— Using a buddy system

— Obtaining formal feedback from new starters adtspecified time in the new role

— Monitoring and managing probation.

() Evaluation
Collecting accurate information is essential to @y understanding what is taking

place, but also to ensure correct interpretatiotheffacts.

A gap analysis assessment tool has been developzdvide a resource for the sector to

assess recruitment and selection processes atfasstdefined as best practice.

The tool is a questionnaire based on the follovdimgensions:
—Job analysis and key selection criteria

— Short-listing

— Interviewing and additional assessment

— Induction/orientation

— The process (which includes evaluation of thect&ln process).

This tool can help the sector identify areas willeeg can improve their implementation
of best practice and also measure their improvemssta number of years through

annual assessments.



2.2 Training and Development

Training and employee development are key ingreslienthe competitiveness of firms.
Rapid change, especially in the area of technologpylires that employees continually

learn new skills.

In the past organizations equipped employee tallfulfganizational requirements
through training and development interventions. Eesr the scope and cost of training
and development has risen with the reality of #diremployees quitting before the

training and therefore many organizations do nat por this.
2.2.1 Definition of Training and Development

Training is planned effort to enable employeesearn job-related knowledge, skills,
and behavior, For example, many organizations ciféety training to teach employees
safe work habits. Development involves acquiringwiedge, skills and behavior that
improve employees’ ability to meet the challengéa oariety of new or existing jobs,

including the client and customer demands of thobse. Development programs often

focus on preparing employees for management regpliys

Dale S. Beach defines training as ‘the organizescqmure by which people learn
knowledge and/or skill for a definite purpose’. ifitag refers to the teaching and
learning activities carried on for the primary posp of helping members of an
organization acquire and apply the knowledge, skilbilities, and attitudes needed by a

particular job and organization

According to Edwin Flippo, ‘training is the act wicreasing the skills of an employee

for doing a particular job’.

Training consists of an organization’s planned rgfdo help employees acquire job-
related competencies with the goal of applyingehas the job. A training program may

range from formal classes to one-on-one coachimdjjtanay take place on the job or at



remote locations. No matter what its form, traingan benefit the organization when it

is linked to organizational needs and when it naigg employees.

Employees’ commitment to their organization dependshow their managers treat
them. To “win the war for talent” managers must dide to identify high-potential

employees, make sure the organization uses thetdatd these people, and reassure
them of their value, so that they do not becomedtisfied and leave the organization.
Managers also must be able to listen. Although eewployees need direction, they
expect to be able to think independently and batérk with respect. In all these ways,
managers provide for employee development the awemibn of formal education, job

experiences, relationships, and assessment of naityoand competencies to help
employees prepare for the future of their careelBM establishes a process for

employee development that prepares employees palelorganization meet its goals.

With training so essential in modern organizatiahss important to provide training

that is effective. An effective training programtuslly teaches what it is designed to
teach, and it teaches skill and behaviors thathvelp the organization achieve its goals.
Training programs may prepare employees for fufupeitions in the organization,

enable the organization to respond to change, estluoover, enhance worker safety,
improve customer service and product design, anet many other goals. To achieve
those goals, HR professionals approach trainingutyit instructional design a process

of systematically developing training to meet spedineeds.

Development implies learning that is not necesgaglated to the employee’s current
job. Instead, it prepares employees for other ostin the organization and increases
their ability to move into jobs that may not yetistx Development also may help
employees prepare for changes in their current j@lsh as changes resulting from new
technology, work designs, or customers. So devedopnis about preparing for change
and achieving one’s full potential in the form afw jobs new responsibilities or new

requirements.



2.2.2 Objective of training

The fundamental objective of training is to helpe tlorganization to meet its
organizational objectives by increasing the valdieit® major resource, namely, its

employees. Armstrong (2001) sets out three specéining objectives:

a. To develop the competences of employees and imghaneperformance.

b. To help people growth within the organization inlerthat, as far as possible, its

future needs for human resources can be met frahnathe organization.

c. To reduce the learning time for employees starimgew job on appointment,
transfer or promotion and ensure that they becaiye dompetent as quickly and

economically as possible.

2.2.3 Significance of Training and Development

The significance of Human Resource Managementléoge extent depends on human
resource development, and training is its most mamo technique. It is a fact that no
organization can get a candidate who exactly matchéh the job, and the

organizational requirements. Hence, training isartgnt to develop the employee, and
make him suitable to the job. Training works tovgaxdlue addition to the company
through HRD. The significance of training and depshent can be understood from the

following observations. Katta Ashok Kumar(2013).

Training and development help employees to incréase level of performance, which
directly leads to increased productivity, and inya profitability to companies.
Further, it helps employees and managers to urastetdhe most effective and efficient
way of performing the job. In fact, the increasingéchnical nature of modern jobs
demands systematic training to make possible evamum levels of accomplishment.
Training and development also help employees toron® their job knowledge and
enable them to remain up-to-date. They can haotl@perations with relative ease and

comfort; thereby they can achieve the targets feathi heightened morale.



Employees who are trained can perform jobs withtéichsupervision. Both employees
and supervisor want less supervision but greaependence, which is not possible,
unless the employee is adequately trained. Alktmae, trained employees are not prone
to accidents. Further, organizations can be stavien if key employees and managers
leave them. This is due to the fact that the tidhiwerk force can adjust to the changes
easily in the organization. For instance, flextiilithe ability to adjust to short-run
variations in the volume of work requires personméth multiple skills. It is no
exaggeration to state that trained employees withiipte skills can only adjust to the

short-term fluctuations in the volume of work.
2.2.4Challenges ofTraining and Development

Challenge facing staff in NGOs is the lack of careehancement opportunities. This
would involve continuously working towards creatimgw job opportunities and
supporting staff to develop within the organizatiorkeep up the morale.

In situation where training opportunities were é&lale to the relevant staff was not
given opportunity to attend and instead anotheff st sent for training or the
supervisors attend the training yet they are notctly involved in  implementation

activities.

In NGOs there is no certainty of growing in oneaeer as the funding duration is
normally short term and funds or opportunities tgport development of human

resources capacity are normally few or not avadlabl
3.1 Compensation
3.1.1 Defining compensation

Milkovich and Newman (1999) stated that, Compensatefers to all forms of financial
returns and tangible services and benefits emptoyeeeive as part of an employment
relationship. The Journal of Global Business ananémics (2010) also defines

compensation as the combination of all cash inecestand the fringe benefits mix that



an employee received from a company which consestuan individual’s total
compensation. Chabra (2001) refers to Compensasoa wide range of financial and
non-financial rewards given to employees in excleafiog their services rendered to the
organization. According to him, it is paid in therrh of wages, salaries and employee
benefits such as paid vacations, insurance, mateleave, free traveling facility,

retirement benefits, etc.

He indicated that the term ‘wage’ is used to desha®muneration to workers doing
manual or physical work. Thus, wages are givenaimpensate the unskilled workers
for their services rendered to the organizationg®¥g¢amay be based on hourly, daily,
weekly or even monthly bases.

According to DeNisi and Griffin (2001) compensatie a reward system that a
company provide to individuals in return for thaiillingness to perform various jobs
and tasks within organizations. They further statieat relevant and commensurate
rewards need to be provided to the employees sbtliey feel valued and their
expectations on exchanging their skills, abilitesl contribution to the organization are

met.

Compensation is the total amount of the monetadyraon-monetary pay provided to an
employee by an employer in return for work perfodnas required. Robert E.Lee and
Andrew M.Thompson(2013)t is based on market research about the wortsiroilar
jobs in the marketplace, employee contributions accbmplishments, the availability
of employees with like skills in the marketpladee desire of the employer to attract and
retain a particular employee for the value theymerceived to add to the employment
relationship, and the profitability of the compamrythe funds available in a non-profit
or public sector setting, and thus, the ability af employer to pay market-rate

compensation.

Compensation also includes payments such as bqnpsEg sharing, overtime pay,
recognition rewards and sales commission. It caa @clude non-monetary perks such

as a company-paid car, stock options in certaitait®s, company-paid housing, and



other non-monetary, but taxable income items. Corsgigion management is a general
policy, designed to help an organization maximize teturns on available talent. The
ultimate goal is to reward the right people to greatest extent for the most relevant

reasons.

Compensation systems, also known as reward sysaewohspay systems refer to the
scheme by which rewards are distributed to an eysplBarr (1998). According to

Thomas (1998) the typical compensation packagedes two basic components: direct
pay and indirect pay or benefits. Compensationesystvary across organizations and
Gerhart and Milkovich (1988) suggested that “emplsytend to distinguish among
themselves through differences in the contingeri@pmpensation.”

Scholars have argued that compensation systemsdprawutsiders with information
about less visible organizational characteristicrh@rt and Milkovich, (1990) and
therefore, they might signal to a job applicant indraorganization’s culture, norms, and
values are like Rynes and Barber (1990). It ishierrtsuggested by Rynes (1987) that
“compensation systems are capable of attractingefoelling) the right kind of people
because they communicate so much about an orgamizaphilosophy, values, and
practices.” Organizations could therefore take lamotlook at their compensation
packages and redesign them to attract those cdasdida the job market who they think

are very skilled and can help them reach theirgyoal
3.1.2 Compensation and benefit

This issue is most challenging in NGOs becauserinffecompetitive benefits to
employees has high cost implications and local N@G®@got have the financial resource
to do so. The salaries or incentives provided apeddent on the donor funds received
or the income generated through an enterpriseigctimdertaken by the organization.
This sometimes impacts heavily on the staff momabel performance within these

organizations



Compensation is the most important part worth awersition in any employment
exchange. It is perhaps the only reason push peopbe employed and employment
relationship is characterized by compensation Marah Simon (1958).

The growth of global economy plays a major roleg@meral business, especially in the
areas of human resource management. It has béka agenda of company leaders to
chase the qualification of global mind-sets by wihibey used to meet the challenges
brought by the trend of globalization of economyd acreate more opportunities.
Compensation in international human resource maneageis one of the aspects for
them to come up with to form the global mind-setkich is more than complex. When
it comes to use some incentives and rewards tovatetiemployers from different
countries, so-called multinational employers, theltmational cultures are extremely
important to be taken into consideration. In &k global mind-set talked earlier can be
attained by the proper adoption of compensation reméhrd systems. Otherwise, the

systems will come to hinder the development of glabind-set if improper.

Labor supply drives the amount of compensation sin@ss must offer to attract
employees. In an oversaturated market, when ungmmglot is high and many more
qualified candidates exist than job opportunitibg, amount of compensation you must
provide is less than when a shortage of candidatis¢s and you are competing against
multiple other companies to recruit employees. HRstmcontinually evaluate the
compensation structure by conducting industry- lmedtion-specific salary surveys to
ensure wages remain competitive enough to attrattetain key staff members but low
enough that the business remains financially coitiyeet HR must also ensure that the
internal compensation structure is fair -- for epdan experienced workers with
specialized qualifications should earn more thaemecollege graduates performing the
same tasks.

Compensation systems play a significant role im@iing organizations’ strategic goals
Milkovich (1988).Traditionally, compensation systemvere designed to strictly reward
employees based on the specific jobs they perforiadier researches have concluded

that employees are the most important resourceh@farganization, and to satisfy



customers, organizations must first satisfy themployee’s requirements. And also
organizations have in the recent past experimewidd this tradition as stated above
and with increasingly varied forms of compensatiased for example, on the market or

on employee skills Nebeker et al. (2001).

In comparing the traditional system with the shkilsed pay systems, the latter rewards
employees for the array of skills they possessercombination of different jobs they
can do. Two employees doing the same piece of woukd be placed on very different
pay levels because one may possess more skillghikasther. Which is quite different

from the job based pay systems.

The result-based system approach to compensatiold ¢mwever be a very good
system to ensure that irrespective of the skills possess, your compensation is only
tied to your output, as proposed by one reseafohéine name Aguinis (2007). It is not
always true that only the employee who demonstrdtescompetencies desired will
produce the desired output and that makes the anguby Aguinis very valid. Much
heated debate has centered on the philosophidatatites inherent in these system and
their purported benefits Barrett et al (1991) ew fempirical researches have focused

on comparing pay structures and outcomes Gerhdriviilkoyich (1992).

3.1.3 The Importance of Compensation Management damployee Performance

According to Baker (2002) the output or performant@an employee is a combination
of effort, ability and an error margin, providingrfall uncontrollable factors, at least
from the employee’s perspective. He stated thatergithe employee’s private
informationvis a vishe employer, the employer must depend on perfoceameasures
in order to estimate the effort the employee hasipuPerformance measures are
selected based on two criteria:(a) Alignment with brganizational objective and, (b)
controllability by the employee as proposed by BgkR€02).The performance measure
is used to evaluate the performance of the employdech forms the basis for
determining the amount of variable monetary comatnis an employee will receive

and for making career decisions.



According to him fixed compensation, as opposedadable compensation, does not
induce effort and its role is limited to retentiand selection. In practice, completely
fixed compensation that is totally unrelated tof@enance is extremely rare, for

instance, the probability of being fired createsrarentive to perform. Further breaking
it down, baker identified two forms of fixed compation as primary compensation and
secondary compensation. Primary compensation hedstaonsists of monetary

payments for employees whereas secondary condiimmghe non-monetary benefits
such as a company car, cell phone and pension iteenBfierry (1987) stated that of

compensation systems to be effective depended me gperceived features, which are
transparency, fairness and controllability.

These perceptions have a linkage with each othéchwis discoursed below in more
detail.

(a) Transparency:

According to how a compensation system is seer toansparent will depend on how it
iIs communicated and the level of complexity. A sj@arent system not only informs
employees who would not want to take risk of tHeswf the compensation system, but
it also brings them a breast with the objectivestied organization. The rules if
effectively communicated to these personnel witlilfate their understanding of the
system works and create and environment to supihatimplementation of the
compensation system. (Perceived) uncertainty dsesethe effectiveness of incentive
compensation Gibbons (1998).

In short, how employees perception a compensatisteis to be transparent will have a
positive and propelling effect on their level of tiwation to perform. Lessening the risk
of working hard and not getting compensated acogfdiin return is projected to make

employees want to put in more effort and thereioceesase performance.

(b) Fairness:



According to Prendergast (1999) although econorhieoty of trust is not well
developed, the reliability and trustworthinessha principal is expected to influence the
actions of the employee greatly. Other theories like Reciprocity theory have also
concentrated on the concept of fairness as well, Hawe used different angles. It
mentions that in relation to the employer, empléyemmpensation should be an
amount that is fair. According to this theory i thgency contract any surpluses created
must be divided fairly so as to enhance incentiiethe employee perceives that this
concept of fairness has not been delivered in apyweere is the likelihood that their

motivation to perform will be reduced hence redggwerformance.

Moreover, according to Locke and Henne (1986) gahieory emphasizes the fact that
employee’s need to receive a fair amount of comgéns relative to the other
employees and that the employee is expected to a@rips/her ratio of performance
over reward to the same ratio of other employees. deviation in this ratio causes a
state of inequity. A study by Janssen (2001) hasvehthat managers who perceive
effort-reward fairness perform better and feel maedisfied than managers who
perceive under-reward unfairness. In some econainities conducted by Prendergast
(1999) some supervisors in evaluating their sulmargis tended to evaluate the with
relatively high scores which defeat the argumentfaifness for a compensation
management system to ensure improved performanperdsors could not risk telling
their subordinates that their performances werevbelverage which in the short run
will make both parties unhappy.

But inaccurate or untrue and undifferentiated estaduns reduce the effectiveness of
incentives in organizations Prendergast (1999).cdeperceived fairness is expected to

be a determinant to motivate for performance.
(c) Controllability:

The third characteristic we use to evaluate thepsarsation system's effectiveness is the
perceived relationship between effort and (varipbtenpensation. Baker (2002) defines

controllability as the extent to which the employseable to control or influence the



outcome. The effect on the performance measurelghauy as little as possible in

order to have control of one’s incentive comperosati

Within the cognitive evaluation theory, the conlirg and informing elements of a
compensation system are expected to have an eft@abnly on performance but on
motivation as well Frey (1997). Employees percaigatrollability and the controlling

element of the compensation system as two oppsisiés of the same coin.

The need for self-determination is the foundation this dimension Ryan (1985).An
employee, who is involved in determining the parfance measures that are used in an
incentive program, will perceive the performanceameement itself as less controlling.
This is in line with the cognitive evaluation thgarvere the informing and controlling
elements are proxies for the possibilities of seffermination of the employees.
Although the underlying theoretical concepts aféetent for the cognitive evaluation
theory and the agency theory, the expected rekttipn between control (self-
determination) and motivation to influence perfonoa is similar. Compensation
combines with effort, ability and with external @mmstances to determine actual
performance. Looking at it from the other way amuone could infer that managing a
compensation system effectively has the potentiainbtivate employees to improve
their effort and ability to perform desirably. Honotivated and employee is to perform
can be measured by the amount of effort the empladgenonstrates in the performance

of their job.

From the discussions above two types of compenmsétiwe been identified which are
direct and indirect compensation. The two put togetwill determine the total

compensation and therefore, both types must b take account in the analysis for the
optimal amount of effort that can be reached reggrémployee performance which
according to Aguinis (2007) is not only about thecome of employees work but also
about what employees do, it i.e. behaviors. In otherds performance management
system include measures of results or the consegsethat we infer are the direct
results of employee behavior. He also presentemn2rsions of the behavior we label

as performance. Firstly they can be classifiedvatuative, meaning that such behavior



can be judged to be negative, positive or neutraktie individual and organizational
effectiveness. The behavior can be valued as eitbetributing to or hampering
individual and organizational goal achievement. ddety performance should be
understood to be multidimensional. Which implieattthere could be many different
aspect of the behavior that have the potency toaramly the achievement of
organizational goals.

Employers expect their employees to perform spetafsks by which they can ascertain
their performance. It is therefore very importamtunhderstand what performance really
is and how it can be measured. Several researbheeswritten on the subject and some
of their findings and definitions are discussedobel Performance measurement is a
topic discussed extensively but rarely definedtétally it is the process of quantifying
action and measurement is the process of quanidficeof an action leading to
performance Neely et al. (1995). The performancasmement concept is related to
effectiveness and efficiency. Effectiveness reterthe extent to which the firm's goals
are attained while efficiency is a measure of haanemically the firm's resources are
utilized when achieving its targets. Therefore f@®nance measurement can be defined

as the process of quantifying the efficiency arfdaifveness of action Neely (1994).

Flapperetal(1996). States that staff carrying raspmlity for certain activities within
the system, need performance measurement to seavhlbhey are performing their
task.

So performance indicators are important for eveeyimside an organization, as they tell
what has to be measured and what are the contrité lthe actual performance should
be within. The need to understand and appreciat@ whrformance is will help us

determine how effective it should be measured t®impact in any institution. It has
been pointed out by Bates and Holton (1995) thebpeance is multi-dimensional and
measuring it varies depending on a variety of f@ctd@here are however divergent
views as to what performance really is. It can égarded as simply the record of
outcomes achieved. On an individual basis, it isrexord of the person’s

accomplishments Armstrong (2003).



Casio (1989) in discussing the Expectancy Theoajedtthat this theory emphasizes
“perceived relationships” — what does a person e?pAccording to him performance
combines ability and effort, that is, an employesdsill, training information and talents.
Performance then produces certain output (rewar@iBese outputs (positive or
negative) may be as a result of either the enviemin(example: co-workers, the
organization’s reward system or supervisors) ordbmapleting of a performance task
(example: personal worth or esteem and feelingechfevement and accomplishment,).
Sometimes people perform but do not receive rewénds are incorporated in the
organization’s Conditions of Service. However, ag tperformance-reward system
process occur again and again, actual events gduidher information to support a
person’s beliefs (expectances) and beliefs affeat people are motivated in the future.
The Expectancy Theory also suggests that satisfaidibest characterized as a result of
performance rather than as a cause of it. Howeaaording to Casio people can be
urged on by the feeling of satisfaction having perfed a task well and this feeling can
go a long way to reinforce their beliefs concernittge consequences of their
performance. In other words, the more people atisfiga in their job on the rewards
they expect and received from managers or the ag@on in which they work, the
higher they will perform since the believe thatithefforts and contribution will be

compensated for equitably.

Aguinis an authority in the field of performance magement has introduced some three
approaches to performance measurement. He sugberigait, Behavioural and Result
approaches to the measurement of employee perfoanéte alludes that every human
being has certain traits which makes them diffefeoin other persons. He further
suggested that traits such as abilities, aptitudéslligence, skills, talents and
conscientiousness among others can be a sourceasurement of one’s performance.

That is, the extent to which one possesses andmgrates such traits.

He also makes a case for the behaviours of emm@ogeethe job as a means of
measuring their performance. By the nature of ¢ieip question certain behaviours are

required to make one successful on that particigdx. So the more of such



behavioursdemonstrated would be an indication oétivdr or not the employee is

performing at desired levels.

The result approach as mentioned by Aguinis (2@d7)hasizes the outcomes achieved
by the employee. In this case the employee’s pmdoce is only measured by the
results they produce on a job. He also admonisha&idfor a better understanding of the
performance of and employee the trait, behavicamdlresults approaches could be used

together to measure performance.
3.1.4 Relating Compensation and employee performaac

It has been found that there is a significant refesthip between compensation and
employee and organizational performance Shin-Rond &hin-Wei (2012). For
example,Mayson and Barret (2006) found that a Sredility to attract, motivate and
retain employees by offering competitive salariad appropriate rewards is linked to
firm performance and growth. On the other hand,brés Pedro (2011) found that the
compensation system used for the sales people igagicaint effects on individual
salesperson performance and sales organizatiootieéfieess. Therefore, in an ever
competitive business environment, many companidaytare attempting to identify
innovative compensation strategies that are dydetked to improving organizational

performance (Denis and Michel 2011).

According to Nebeker et al. (2001) Customer’'s $atioon and organizations
performance is the result of its employee’s satisda. There has been research proving
a positive relationship between stock bonus andi@yap performance. The evidences
in Taiwan suggest that there exist positive assiocis. between the amount of stock
bonuses and firms’ operating performance. It i® &sind that firms with larger firm

size or high growth opportunity tend to adopt stbokus.

Performance-based compensation is the dominant thussurce practice that firms
use to evaluate and reward employees’ efforts €llamd Clark,(2003).Evidently,
performance-based compensation has a positive teffggon employee and

organizational performance. In a quantitative cont@analysis of the narrative



descriptions of 50 rapid- growth firms and a congmar group of 50 slow-growth
companies conducted by Barringer et al(2005) resdémonstrated that employee
incentives differentiated the rapid-growth from #lew growth firms. Firms that were
rapid-growth oriented provided their employeesiiicial incentives and stock options as
part of their compensation packages. In doingismsfmanaged to elicit high levels of
performance from employees, provide employees #winly that they have an
ownership interest in the firm, attract and rethigh-quality employees, and shift a
portion of a firm’s business risk to the employees.

Delery and Doty (1996) identified performance-basminpensation as the single
strongest predictor of firm performance. Both perfance-based compensation and
merit-based promotion can be viewed as ingredi@ntsganizational incentive systems
that encourage individual performance and reter@iba et al. (2005). Collins and Clark
(2003) studied 73 high-technology firms and showed the relationships between the
HR practices and firm performance (sales growth stodk growth) were mediated
through their top managers’ social networks. Chalef2005) suggested that incentive
plans is effective in decreasing turnover ratesnk®a et al. (2001) conducted a
longitudinal study of the effectiveness of inceatplans in the hotel industry and found
that incentive plans were related to higher revenugcreased profits, and decreased
cost. In a related study Paul and Anantharaman3(2@und that compensation and
incentives directly affect operational performande be effective, compensation
practices and policies must be aligned with orgaional objectives. While
performance-based compensation can motivate engspysometimes employees
perceive it as a management mechanism to conteal blehaviour Lawler and Rhode,
(1976). In such a case, employees are less logat@mmitted, thus compensation plans
have the opposite than desired outcome Rodriguez\amtura (2003). Employee
turnover can significantly slow revenue growth, tigatarly in knowledge-intensive

industries (Baron and Hannan, 2002).



3.1.5 Types of Compensation Packages

According to Dessler (2011). Compensation can b&led into 2 forms- Direct and

indirect compensation which are discussed belogetail.
3.1.5.1 Direct Compensation

He explained that direct compensation is usuatihytéid to the direct cash benefits that
the employees receive on monthly, bi-monthly or kidasis for the services they
render as employees of a particular organizatibooulld also be in the form of stock
bonus compensation, where employees of the orgamzare given the opportunity to
own shares in the organization they work for anthatend of every year they have the
opportunity again some divided in the form of eguiin their shares. This is also

referred to as executive stock options (ESO).
3.1.5.2 Indirect Compensation

Dessler (2011) refers to Indirect Compensation hes indirect financial and non-
financial payments employees receive for continuthgir employment with the
company which are an important part of every emgddy compensation. Other
terminology such as fringe benefits, employee sesii supplementary compensation
and supplementary pay are used. According to Aongt(2009) Indirect Compensation
or Employee benefits are elements of remuneratigangin addition to the various
forms of cash pay. They also include items thatrarestrictly remuneration such as
annual holidays. Management uses it ostensiblyatilitate its recruitment effort or
influence the potential of employees coming to wiarka company, influence their stay
or create greater commitment, raise morale, redbsenteeism in general and improve
the strength of the organization by institutingamprehensive programme in this area
Noeet al. 1996).

According to Chhabra (2001), Indirect or SuppleragntCompensation involves ‘fringe
benefits' offered through several employee serviaed benefits such as housing,

subsidized food, medical aid, créche and so orinvblves rewards provided by



organization to employee for their membership, retsace or participation in the

organization.

Because of the increasing cost of fringe beneditspe people also label them as hidden
payroll. Benefits currently account for almost 4 pent of the total compensation costs
for each employee. The basic purpose of fringe fitesr@ supplementary compensation
is to attract and maintain efficient human resosiraad to motivate them. From the
above literature, it can however be deduced thedt mesearcher who have considered
work in this field agree on the definition of thexm compensation and also agree on the
types of compensation being considered by thisereviSome have also classified
compensation into fixed and variable compensatidhese are term that relate to the
concept of direct and indirect compensation alsnetones referred to as primary and

secondary compensation.

Byars and Rue (2008) mentioned the following asesainthe more popular indirect
compensations offered by today’s organizations.ughahe list below is not exhaustive
it is meant to give a fair idea of the kinds of keges that organizations consider as

indirect compensation in the corporate settingsyod
a.Paid Holidays:

These comprise holidays such as Christmas Day, Xeav's Day, Independence Day,
Labour Day, etc. One relatively new concept isftbating holiday, which is observed
at the discretion of the employee or the employerther relatively new concept is
referred to as personal time-off or personal dblysler this concept, organizations give
employees a certain number of days with pay tondtte personal affairs. Normally
these days can be taken at the employee’s diserefiasual leave days can also be
considered in this category as paid holidays hatdiscretion of the employer and the
request of the employee.

b. Workers’ Compensatiorn



This is meant to protect employees from loss obiine and to cover extra expenses
associated with job-related injuries or illness.eThaws generally provides for
replacement of lost income, medical expenses, rigiaéibn of some sort, death benefits

to survivors, and lump-sum disability payments.
c. Social Security

This is a federally administered insurance sys#&ocording to law, both employer and
employee must pay into the system, and a certaceptge of the employee’s salary is
paid up to a maximum limit. How much is paid by doyer and employee is calculated
on the average monthly wage (weighted toward tte lgears). It is provided mainly to

give financial security to employees during thetirement.
d. Retirement Plans:

Retirement and pension plans, which provide a soofcincome to people who have
retired, represent money paid for past servicasater plans can be funded entirely by
the organization or jointly by the organization at@ employee during the time of
employment. One popular form of pension plan isdaBned-benefit plan. Under this,

the employer pledges to provide a benefit deterchibg a definite formula at the

employee’s retirement date. The other major typeetifement plan is the defined —
contribution plan, which calls for a fixed or knovamnual contribution instead of a

known benefit.
e.Paid Vacations:

Typically, an employee must meet a certain lendth-gervice requirement before
becoming eligible for paid vacation. Also, the timeowed for paid vacations generally
depends on the employee’s length of service. Utliideday policies that usually affect
everyone in the same manner, vacation policies wiféfer among categories of
employees. Most organizations allow employeeshke tecation by the day or week but
not in units of less than a day. Organizations roHigr a wide range of additional

benefits, including food services, exercise fdedif health and first-aid services,



financial and legal advice, and purchase discoumtaddition to the major benefits

previously discussed to motivate employees.
3.1.6 Performance Indicators

Aguinis stated in one of his books on performan@agement that “..Standards can
refer to various aspects of a specific objectiveeJuding quality, quantity, and time.
Each of these aspects can be considered critebia tsed in judging the extent to which
an objective has been achieved.” Aguinis (2007 )ther words to be able to measure
performance one must use the quantity of work dbw& much unit of a product has
been produced), quality on work produced (how wed work has been done) and the
timeliness of the work that has been done (meetugdates, adhering to schedules and

deadline) according to Aguinis these will determinosv performance can be measured.

In the context of an organizational, performancesisally defined as the extent to which
an individual employee or a group of employees routes to achieving the goals of the
organization and therefore the performance coulcheasured based on the goals set for
those individuals or groups and the extent to wihiah goals of the organization have
been achieved.Suwignjo et al. (2000) have develoQeantitative Models for
Performance Measurement Systems (QMPMS), a modemgasuring performance
with respect to a factor. The model utilizes cageitmaps and analytic hierarchy
process to identify factors affecting performanoel gheir relationships, quantify the
effect of the factors on performance, and expréssntquantitatively. However, the

model has the limitation to be used as an evaloatiol.
3.1.7 Challenges associated with compensation maeagent

The main problem with indirect compensation is thek of employee participation
according to Aswathappa (2007). He mentions thateoan employee benefit
programme is designed by the organization, empkyesve little discretion. For
instance, the same pension usually is grantedl twakers. Younger employees see
pension as distant and largely irrelevant. Oldendie workers feel that maternity
benefits are not needed. The uniformity of benefdds to recognize workforce



diversity. Admitted, uniformity leads to adminidixee economies, but when employees
receive benefits they neither want nor need, tleesmomies are questionable. Since
employees have little choice in these benefit pgekamost workers are unaware of all
the benefits to which they are entitled. This latknowledge often causes employees
to request for more benefits to meet their needs perhaps even worse, employee
confusion can lead to complaints and dissatisfactbich could adversely affect their
performance hence productivity.



Chapter Three
Research Design and Methodology

3.1 Research Design

The descriptive research design should employ Wypwing survey approach. The
reason for selecting descriptive research design that it is a systematic method for
gathering information from a relatively large numioé cases at a particular time (Best
and Kahn, 1989). In addition to this descriptivedss help the researcher must be able
to define clearly, what he wants to measure andt rfind adequate methods for
measuring it along with a clear cut definition opopulation’ he wants to
study.(C.R.Kothari 2004).

3.2 Research Population and Sampling Techniques

Among 357 target population the researcher were laenlin Fistula Ethiopia
employees, who are currently working on Addis Abalead office and Desta mender

employees.

Hamlin Fistula Ethiopia (HFE) head office currertigve 175 female and 61 male staffs
which is a total of 236 staffs among these 20 Mansnt and 216 non- management
staff andDestaMendeb8 female and 63 male which is a total of 121fstamong these
teaching 20 and 101 admin staff both office.

As far as the sample size concerned for the cadleatf primary data, the researcher
will be used based on the formula of Yamini, (1963%al population proportion to

determine sample size based on 95% confidencevaitand at alpha level of 0.05 and
on the basis of this a sample size were obtaifikdt is, Out of 236 Head office staff
was uses 71 and out of 121 Desta Mender employees selected 36. In this way, a
total of 107 respondents were contacted from &csed sections by using proportionate

to size rule.



Departments Total number Sample
of staffs

No.

1 Management staffs from Head20 6
office

2 Non-Management staff from Head216 65
office

3 Teaching staff 20 6

4 Administrative staff 101 30

Total 357 107

Sample size: Theoretical aspects, formulas

Simplified formula for proportions™

(Taro Yamane)

T 145N+

n - the sample size
N - the population size
e - the acceptable sampling error

* 95% confidence level and p = 0.5 are assumed

(e)?



Figure 1: Organization structure on target population

Hamlin Fistula
Ethiopia (HFE)

HFE Head office Desta Mender
(236) (121)

L Noir Teching staff Administrative

(20) staff (101)

staff management
(20) staff (216)

A blend of sampling techniques was used for thectiein of the various source
information for this study. ThereforStratified Sampling was used to divide tot
population based on their section/department/pragiidnen,Simple random sampling
techniqgue was also apply to select the respondemts each selected program &
distributed questionnaire for the

3.3 Data Source

The data source of the study is both primary amdrsgary sources. The secondary (
have been derived from different reports, datapgldocuments and manuals as we
files from the archives of the organization. Tledestion of these data as eurce if
internationally based on the expectation that thegy have better information a
experience regarding the activitieCompensation, Training and developme
Recruitment and Selection practi

In general, the study were conducted based on primary and secondary de

regarding HR PracticescCompensation, Training and development, Recruitnaard



Selection practicethe secondary data is an approach. The primay @ptantitative)
was collected using questionnaire survey; one@®k#ry reasons to apply this method is
to get firsthand information on the staff membeysiception of the organization’s HR
practices.

3.4 Data gathering tools

Concerning data gathering tools because of theemzate availability of organized
secondary data, the study mainly depended on pyiswurces of data collection. From
different primary data collection tools, a combioat of questionnaire and personal
observation on the spot have been used to gatf@mation from respondents so that
limitation of one method is counter balanced bylibrefit of the other.

Questionnaire was used because it is appropriateédoeach quite considerable number
of respondents. The researcher specifies the mibafehe questionnaire so as to find
relevant information from respondents. The questine pretested to eliminate some
ambiguities. After pretest the questionnaire adsténed to the selected Sample to
collect relevant information. The questionnairesvpaepared in English and translated
in to Amharic (local language) and distributed e respondents. Then the collected

data were tabulated and analyzed.

Furthermore, observation that was intended to cbltelevant information has been
conducted on the overall procedures of Compensafioaining and development,
Recruitment and Selection practice in the orgaiimat Finally the theoretical frame
work part is fully covered by secondary data suslb@oks, journals, internets and other

sources.
3.5 Data analysis Technique

The analysis and interpretation of the data wasenteded on quantitative results. The
data gathered through both primary and secondamphade were summarized using
descriptive data analysis, such as Mean, mean®,staisles, percentages, frequency

distributions and others when need arises to giveoradensed picture of the data.



Accordingly, the summarized data were analyzedrief lvis-a-vis the theoretical frame
work at the study to arrive at a meaningful concduas Finally, conclusion and

recommendations have been made based on the fndinthe analysis of collected
data.

The analysis and interpretations of the data weaderbased on quantitative results by
using SPSS software.



Chapter Four
Data Presentation, Analysis, interpretation and Disussion

4. Data Analysis and interpretation

Before conducting the actual data from the respotsdine questionnaire prepared and
verified with the researcher and dispatched to Huaifistula Ethiopia head office and
Desta Mender staffs accordingly. The questionnaickvided in to four main parts; part
one about respondent Demographic data, part twatipes of Training and
development, Compensation, and Recruitment andtsme, part three Perception on
practices of Training and development, Compensadioth Recruitment and selection

and part four Challenges of HRM.
4.1 Demographic Data

The total population of HamliRistula Ethiopia is about 337 heads both head office and
Desta Mender including management, non-managenaeimjnistrative and teaching
staff. Overall the Sample from these groups ispanto be 107 heads (30%).

In this study six variables are included as magmdgraphic factor. Namely: sex; age;
education status; marital status; income; and vgookips. These variables are assumed
to be comprehensive and essential to examine thetipes of human resources

management and challenges of the Harigtula Ethiopia.

The basic questions that have been raised to #pomdents have four major parts: the
first part discusses about the organization pracéind perception of recruitment and
section; the second part dealt about training aedeldpment; the third part was
compensation; and the fourth part that was discusd®ut the challenges of HR in

general.



The questionnaires that have been distributedaeek time were 107 (30%) of the total
population, however 95 (88.8%) questionnaires vesriéected from these four major

work groups.
4.1.1 Respondents by Gender

Sex is another demographic factor that is use@fteat the gender issues in this study.
As it has been shown in the tables 4.1, the mgjofithe respondents are female that

are 58 (61.1%) and rest are male 37 headsTable 4.1 Respondents by Gender
(38.9%). No Gender Ng %

1 Male 37 38.9

2 Female 58 61.1

Total 95| 100.0

Source: computed from field data

4.1.2 Respondents by Age

As it has been depicted in table 4.2 below the ésgimumbers of respondents between
26 and 35 of age are 51 (53.7%), the second highspbndents number, between the
age of 36-45 are 30 (31.6%), the age that rangaes 46 to 55 are 8 heads (8.4%) and

the age between 18 to 25 are 5 headgaple 4.2. Respondents age distribution

(5.3%) and the remaining 1(1.1%) S.No Age Distributionl No %
respondent is above the age of 55. ! 1825 3 53
2 26 — 35 51 537

3 36 —-45 30 .
The overall figure shows that the gregat 2 46 —55 g 3;‘?
majority of the working force or 5 Above 55 1 1:1
employees are between the ages of |26 Total 95| 100

Source: computed from field data
to 45.

, Table 4.3. Respondents Marital Status

4.1.3 Respondents by Marital Status No Sex No %
1 Single 30| 31.6
The figure in the table 4.3 shows 2 Married 62| 65.3
below that the respondents maritgl 3 D'_\nggfd 92 10?(’)%

status. From the total respondents the Source: computed from field data



great majority which is 62 (65.3%) of them are nealy 30 (31.6%) are singles and the
rest 3(3.2%) are divorced.

4.1.4 Respondents by Education

As it has been seen below in the table 4.4 theorelgnts’ education background

summarized into four major categories. First dedy@ders 53 (55.8%) are the majority

respondents, whereas, Masters and Table 4.4 Respondents Education Status
above 26 (27.4%), diploma holders 13 No. Education Status NoO %
(13.7%) and below diploma holders |4 ; Below Diploma 4 42

. Diploma 13| 13.7
4.2%) contribute second to fourt :
(4.2%) _ E First Degree 53 55.8
ranks respectively. 4|  Masters and Above 26 27.4

Total 95| 100.0

Source: computed from field data
4.1.5 Respondents by Income

Income was considered as one factor in this stodyoliect data about the practice and
challenges of human resource in Hamlin Fistuladgtiai. As it is shown in the Table 4.5

below, all types of income that ranges from thedsirthe highest income was a part of
respondents in this study.

Table 4.5 Respondents income distribution
Out of 95 respondents, 32 (33.7%) pfS. No Income distribution No %

the respondents monthly income 1 Less than 4,000 28 29.5

2 4,001 - 8,000 31 32.6
ranges from Birr 8,001 to 16, 000 aryd 3 8 001 - 16.000 3% 337
the second highest income 31 (32.6%) 4 16,001 - 30,000 4 4.2

is from Birr 4,001 to 8000. Total 95| 100

Source: computed from field data

Those who have income less than 4,000 are 28 (996#reas the remaining 4 (4.2%)
have income between Birr 16,001 to 30,000 per month



4.1.6 Respondents by Workgroup

The last but not the least variable of

) _ Table 4.6 Respondents work groups
demographic data of this study was theyg Work group No| %
employees of the organization work 1 Management 6| 6.3
group. As it has been indicated z Non-Management 60| 63.2
Table 4.6 below the overall staff work—; T‘?""Fh'”g 6l 63

Administration 23| 24.2
groups in the organization involved into Total 95| 100
four main work groups ie. Source: computed from field data

management; non-management; teaching; and adrainstr

Each of the respondents of management work grodpteaching work group are 6
(6.3%), whereas non-management group which is téat gnajority of the respondents
are 60 (63.2%) and the remaining administratiorugravas 23 (24.2%) of the total

Sample.

4.2. Practices of Recruitment and Selection, Training and Development and

Compensation

The organization practices on recruitment and $elecand training and development

have been assessed to investigate the curreniitsiaf the organization.
4.2.1 Practices of Recruitment and Selection

Table 4.2.1 below shows the practices recruitmamd gelection process of the
organization. Only 37 (38.9%) of respondents coméd that they know that the
organization has formal policy for the recruitmand selection of employees, whereas
34 (34%) of them don’t have information about thiewever 15 (15.79%) did answer
neither yes nor no. overall the table gives of pieture of the organization that

recruitment and selection policy is not transpacemell informed to the employees.



Table 4.2.1 Practice of Recruitment & Selection

Responses
Yes No No answer
N no no
o] Questions . % . % no. %
11 Do you know that the organization have
any formal policy for the recruitment| 48. 35.7
and selection of employees? 46 4| 34 9 15| 15.79
Has the recruitment and selectipn
practice of your organization affected 61. 25.2
2 | your performance? 58 1| 24 6 13| 13.68
Are you satisfied with the frequency 38. 61.0
3 of promotion at your work? 37 9| 58 5 0 0

Source: computed from field data

As it has been illustrated in the table 4.2.1 ab&8e(61.1%) of the participants believe
that the recruitment and selection practice aftkdigeir performance, whereas 24
(25.26%) replied that their performance is notettd by the practice of recruitment and
selection, however 13 (13.68%) did not reply. Asaaa see from the result the majority

of the respondents confirmed the impact of recreittrand selection practice on their

performance.

With regard to promotion, the great majority of tespondents 58 (61.05%) replied not

satisfied and the rest confirmed that they aresfsadi with the frequency of promotion in

the organization.

As we can see from the responses the organizadmmitment and selection policy is

not transparent or is not properly addressed teethployee at large. In addition to the

organization should review the practices that haegative impact on the organization

performance.

4.2.2. Practices of Training and Development

Table 4.2.2 Practice of Training and Development

N
0 Questions and response Responses
1 Did you get any training by the organization? no %
Yes 46 48.4
No 49 51.6




Total 95 100
2 | How did you selected for training?
On joining the Organization 6 13.0
Compulsory for all employees 5 10.9
Performance appraisal 6 13.0
Supervisors recommendations 16 34.8
Upon employees request 13 28.3
Total 46 100
3 How often do you attend training
Quarterly 0 0
Once in a year 10 21.7
Every six months 0 0
Every two years 1 2.17
No regular schedule 35 76.1
Total 46 100
4 Which types of competencies you were get from ithiaing?
Technical 32 69.6
Managerial 5 10.9
Personality 9 19.6
Total 46 100

source: computed from field data

As it has been depicted from the table 4.2.2 abtheeyespondents were asked if they
get training that shall be provided by the orgatmra Among the respondents, 46
(48.4%) of them get training, 49 (51.6%) did not {gaining.

As we can see from the table 4.2.2 above only 46484) are participated on the
training, for this reason the questions that argethin the above table question 2 to 4,

are responded by the respondents who get traimilyg o

Therefore, from the total respondents, 6 (13%03%), 6(13%), 16(34.8%), and 13
(28.3%) were selected on joining the organizatthre to compulsory for all employees,
for performance appraisal, supervisors recommenagtand upon employees request
respectively. The overall responses indicated timatselection practice of training and

development is not properly planned. See questionber 3 of table 4.2.2 above.

With regard to the training schedule, as it hasnbseen in the above table 4.2.2.

Question number 4, Training is provided either oimca year 10(21.7%), or no regular



schedule 35 (76.1%) or every two years 1(2.17%)is Tdiso gives a picture of
organization how training and development is nopprly managed at all.

With regard to competencies of training, as illattd on table 4.2.2 question No. 4
above ,technical share 32 (69.6%) of training méshqoersonality 9 (19.6%) and
managerial 5(10,9%). It can be understood fromréselt that technical method is a

dominant method among the others.

Overall as it has been tested the existing andeotrpractices of recruitment and
selection, and training and development the orgdioiz has a gap on these issues in
general.

4.3. Perception on Practices of Recruitment and Selection, Training and

Development and Compensation

The second part of this study examines three mpgots: first the perception of
employees on practice of recruitment and selec8enpnd the perception and practices
of training and development; and third the peraeptof employees on practices of
compensation of the organization.

4.3.1 Perception on Practices of recruitment and &=tion

Table 4.3.1 Perception on Practice of Recruitmentral Selection
Mea
N Recruitment and Selection n
o] S D SD | Scor| Remar
Al Al Nl A A e ks
1 The organization filling vacancy at 2| 3
the right time 3/ 3] 1| 33 3| 2.83 N
> The organization use the right source 3| 3
of recruitment 3| 3| 1] 23 5 3.06 N
3 The organization use the right 11 4
method for recruitment 8! 6| 0| 27 4| 297 N
Adequate number of qualified
4 | candidates are pooled encouraged to 1| 3
apply 6| 3| 7| 36 3| 282 N




5 HR maintains an adequate pool of 1| 4
quality “protected class” applicants 5| 5| 8| 24 3| 2095 N
The organization clearly define the
6 position objectives, requirements
and candidate specifications in the 1| 3
recruitment process 8| 7| 6| 29 5[ 292 N
7 The organization doing timeliness 1| 4
recruitment and process 5/ 8| 9| 20 3| 3.02 N
8 The organization choose the right 3 2
candidates to fill the vacant posititc g| 8| 5| 19 5| 3.68 A
9 There is no bias in the selection| 2| 3
process 3| 9] 4| 13 16| 2.89 N
1 The organization interview and
0 selection tests are valid and right 3| 3
for the purpose 7| 7| 6| 7 8| 3.29 N
1 The organization selection process
1 is undertaken as per the hospital 3
policy 7| 8| 6| 37 7| 2.28| SDA
1 The organization use the right 3| 4
2 criteria for selecting candidate 5| 6| 3| 4 71 3.29 N
Group Mean
3 N

Sources: computed from field data
Where SA = Agree (5); A= Agree (4); N= Neutral;(3)A= Disagree (2),SDA= Strongly Disagree(1)

Total numberYF) 95 for total Sample; Mean Scobexating x observationy(F)
Respondents were asked if the organization filtsamaies at the right time in the above
table 4.3.1. Question No.1, the result of the mseore shows 2.83 or neutral. The
implication is here that the organization doesrespond to fill the vacancies at the right

time or in other words many vacant posts are figtdiin time.

The respondents were also asked if the organizasenthe right source of recruitment
and the majority of the response in the above tdl8el questionNo.2, the mean score
for the total reply is here also neutral. It cancbacluded that the organization that used

sources are not proper in most cases.

The participants of the Sample were asked if tlgamization use the right method for
employment. With this mean score is neutral whigans the perception on practices of

recruitment is not as effective as expected. Séleeimbove table 4.3.1 question No 3.



The question that has been raised the above taklign No.4, how the adequate numbers
of qualified candidates are pooled encouraged applyThe mean score result shows

neutral.

As it has been indicated in the above table 4.21@sfon No. 5, the response of Sample
about to what extent HR maintains an adequate pbdjuality “protected class”

applicants is neutral too.

In the above table question No 6, the mean scaudtréo what extent the organization
the position objectives, requirements and candidgiecifications in the recruitment

process, is neutral.

The respondents asked how to precept on the peacticthe organization doing
timeliness recruitment and process. The reply oamnmscore is neutral. The sum of
strongly agree and agree with sum of disagree ammhgly disagree is equal. See
question No. 7, in the above table 4.3.1

As it has been illustrated in question No. of & thean score result shows agree that the
organization choose the right candidate to fill aeant position. However as it has
been indicated in question 9 of the above tablentiagority of the respondents are

hesitant to respond the selection is free from.bias

As it has been shown in the above table of quediihrthe means score result is neutral
to response that the interview and selection tgktsh are done by the organization are
valid and right for the purpose.

As it has been responded in question 11, the meane sesult relied on Strongly Dis-
agree on the selection process of which is undentdly the organization as per the

hospital policy.

Respondents were asked, see question No.12 in bbgeatable 4.3.1., if the
organization use the right criteria for selectimndidate. The mean score is neutral
however a significant amount of the respondentsetrat the organization use the right

the right criteria for selecting candidates.



The overall reply of the respondents gives a pecttitat selection and recruitment

practice of the organization is not effective affetient as well.

4.3.2 Perception on Practices of Training and Devapment

Table 4.3.2 Perception on Practice of Training & Bvelopment

Training and sal Al NI DAl sDA Mean Remarks

No development Score

Desired outcomes of the
1 training outlined and
communicated 8| 36| 32| 10 9 3.36 N

The objective of the
training is measurable
2 (quantitatively and
qualitatively) in terms of

outcomes. 6| 38] 33| 11 7 3.37 N

Trainers have the right
experience and skill 23| 36| 32 4 0 4.16 A

Trainers use the right
4| methodology to address
the subject matter. 20| 31| 38 6 0 3.8 A

The training offered by
5 HFE improves trainees
performance

ol

38| 38 8 6 3.4 N

Group Mean

3.6 A

sources: computed from field data

Where & = Agree (5); A= Agree (4); N= Neutral (3); DASdagree (2),SDA= Strongly
Disagree(1) Total numbef F) 95 for total Sample; Mean Scole+ating x observationf(F)

As it has been depicted in the above table 4.31@,means score result of desired

outcome of the training outlined and communicagedautral.

The measurability of the object of the traininguleshat is indicated in the above table
4.3.2 question No.2 is also neutral. This is algbdated that measuring the outcome of

training poor.

With regard to the right experience and skill @irters, as stated in the above table 4.2.2

Question No. 3, the means score shows Agree, vhigfomising.



Question No 4, asked the respondents, if the draimise the right methodology to
address the subject matter. The mean score rdsulissAgree. This shows that the

methodology used for training is at acceptablelleve

As it has been seen on the above table 4.3.2 quel§t.5, the respondents were asked
the training which is provided by HFE, if it impred their performance. The mean

score result shows neutral.

Generally the overall perception on practice ofnirgy which is responded by the

participate shows the gap of training which is #teby the organization.

4.3.3 Perception on Practices of Compensation

Table 4.3.3 Perception on Practice of Compensation

Mean

Compensation
P SA| A N | DA | SDA| Score| Remarks

The organization provides
me with reasonable salary ol 20! 19| 31 25| 2.35 DA

The organization provide
2| me with a right employe
benefits 6| 19| 30| 25 15| 2.74 N

7))

11

If 1 injured during working
hours, the organization wi
provide reasonabl
compensation 10| 31| 45 9 0| 344 N

D =

| feel good with the
4| organization’s
compensation/reward system 1| 15| 38| 20 21| 2.58 N

The  organization  have
5| attractive compensation for
employees 1| 15| 23| 28 28 2.29 SDA

Group Mean
2.68 N

sources: computed from field data

Where SA = Agree (5); A= Agree (4); N= Neutral ;(3)DA= Disagree (2),SDA= Strongly
Disagree(1) Total numbey F) 95 for total Sample; Mean Scofesating x observationy(F)



Compensation is another major factor to test thhregpdion of employees on practice of
compensation of the organization and five inteatedl question were discussed here

under.

The employers were asked if the organization thateatly provided reasonable salary.
The result of the mean score shows, in the abdsle #a3.3, question No.1, Disagree.

This shows that the organizations that providergdta the staff is very low.

As it has been stated in the above table questmf,Nhe respondents were asked if the

organization provides them a right employee besiefihe means score result is neutral.
It shows that the organization that provides besédi the employee is not satisfactory.

Question No.3 of the above table discussed abeutvirk place injury compensation
and the mean score result shows neutral. Thisealother gap which is mentioned by

the respondents.

In question No.4 of the above table, the resporsdeate been asked if the organization

provides good compensation or reword system anchéan score result shows neutral.

The fifth question is that the organization prowdattractive compensation for the
employee. The mean score result shows StronglygBesawhich is the lowest result

among the above mentioned questions.

The overall result of compensation shows that ttygamzation that currently provides

compensation is low.

4.4. Challenges of HRM

Table 4.4 below has discussed the major challeage&M in the organization. As it is
stated in the below table 4.4, four major issuesevadescussed with regard to challenges
of recruitment and selection and the mean scorngtsesf the first three consecutive
questions are Agree. It can be concluded that pooran resources planning, ineffective

job analysis, inadequate information on the avélafacancy is the manifestation of the



organization or the gap that has been observed tlemrespondents result. Poor
working condition, the mean score result shows maguis also another gap of the

organization that has been observed from this study

Table 4.4 Challenges HRM
Mea
n
S D SD | Scor| Remark
1 Recruitment and selection A|l A|] N| A A e S
1. 2| 3
1 Poor human resource planning 27| 4| 4 8 2| 3.61 A
1. 2] 3
2 Ineffective job analysis 29| 7| 3 6 0| 3.77 A
1. Inadequate information on the 2| 3
3 available vacancy 6| 9| 5| 25 0| 3.61 A
1. Poor working condition of 1| 4
4 workers 11| 4| 5| 20 5| 2.85 N
Group Mean 3.46 N
2 Training & Development
2. 2] 3
1 Inadequacy of budget 1] 6] 2| 14 22| 2.68 N
2. Lack of awareness of 2| 2
2 usefulness 9| 9| 9| 13 12| 3.01 N
Unavailability of sufficient time
2. to provide training became of 2| 2
3 too much work overload 5/ 4| 7| 20 19| 2.75 N
2. 2| 3
4 Lack of skilled trainers 6/ 0| 1| 17 21| 2.72 N
2. Training opportunity was not 4| 1
5 given for concerned staff 24| 4| 3| 11 3| 3.79 A
Group Mean 2.99 N
3 Compensation
3. 2] 3
1 Financial constraint 2 7] 3| 11 20| 2.54 N
3.| Unavailability of clear reward 3| 3
2 management system strategy 26| 2 0 7 0| 381 A
3. Inadequate capacity of HR 2| 3
3 experts/ managers 16| 7 3| 14 5| 3.37 A
3. Poor practicing of 3| 2
4 compensation policy 23] 1| 9 9 3| 3.65 A
Group Mean 3.34 A

Sources: computed from field data



Where SA = Agree (5); A= Agree (4); N= Neutral;(2)A= Disagree (2),SDA= Strongly Disagree(1)
Total numberYF) 95 for total Sample; Mean Scobexating x observationy(F)

The second major component on the challenges of HRivhining and development.
Among five questions, four of the reply of the maaonres shows neutral result whereas
the remaining one question result of the mean ssoeutral. For instanceadequacy
of budget, lack of awareness of usefulness, urahiity of sufficient time to provide
training that results too much work overload, la€lskilled trainers and training opportunity
that was not given for concerned staff means sceselts are the indicators of major

challenges that affect training and developmenheforganization.

With regard to compensation, four basic componeamie discussed with respondents.
The mean score result éhancial constraint is Neutral, whereas the remngnthree
components: unavailability of clear reward managgmsystem strategyinadequate
capacity of HR experts/ managers; qoor practicing of compensation policy result show
Agree

In other words, the respondents are in doubt vagard to the financial constraint of the
organization; however the absence of clear rewaadagement system strategy, the
absence of capable managers/experts, and the abskpooper compensation policies

are believed to be the bottle neck of the orgaiumat



CHAPTER FIVE
Summary of Findings Conclusion and Recommendation

5.1 Summary of Findings

Based on the primary and secondary data, the fysdievealed that the organization
recruitment and selection, training and developmamti compensation policy practices

are ineffective and inefficient as well.

The finding also assesse the Recruitment and g@leptocess of the organization as
follows: there is bias during selection; intervieamd selection test poor; selection
process is not undertaken as per the organizattinyp and the organization that is

used for the selection of candidate does not wsedght criteria at all

With regard to training and development, the figdémows that the desired outcome of
training is not properly communicated. Besides itaund that the objective of training
Is not clearly measurable. The study shows thatdra do not have the right experience
and skill corresponding to the training they haeerbprovided and some of the trainers
don’t use the right methodology to address theesitlmpatter of the training. Overall the
training which is offered by the HFE does not neeefy improve trainee’s

performance.

With regard to compensation the finding shows thatcurrent compensation system is
at high dissatisfactory level. To mention a fewrapées: the salary which is currently
paid considered by the employee is low; the bengfitvided to the employee is

assumed not right; there is also a fear that ifkwiojury happened the compensation for
injury is not proper; the feeling about compensato reward system is poor; and the
compensation is not attractive too. These all gointlicated the high dissatisfaction of

the employees with overall compensation systerhe@btrganization.

The major challenges observed from this studyasitng opportunity is not given for

concerned staff only. The other expected challesgeb as inadequacy of budget; Lack of



awareness of usefulness; Unavailability of suffitieme to provide training became of too
much work overload; and Lack of skilled trainerg aot considered as major challenge

though it is to some extent reflected in this gtud

Compensation is the major challenges of the orgdioiz among many other challenges
discussed in this study. The finding shows thaarftial constraint is not the major
challenge for the organization. Unavailability ofear reward management system
strategy, inadequate capacity of HR experts/ masagand Poor practicing of

compensation policy are the core manifestation h&f brganization that are seriously

addressed in this study.

Poor human resources planning, Ineffective job sl inadequate information on the
available vacancy are the another challenges obity@nization which is considered as

component of recruitment and compensation method.

5.2 Conclusion

Hamlin Fistula Ethiopia (HFE) is an organizatiomattis showing encouraging growth in
terms of the scope of its program, budget, and sizé over the years it has pursued its
mission and vision in this country. Such growtlaccompanied by significant increases

in workforce and mandates the development of ptapwate HRM practices.

Hamlin Fistula Ethiopia evaluated major challengédHRM and forwarded possible

recommendations for problems.

This study discovered gaps in HRM practices espgaiath regards to recruitment and
selection; training and development, and compemsgiblicies and procedures of the
Hamlin Fistula Ethiopia head office ar@estaMenderehabilitation center- which is
organized under the head Office in the out skihdflis Ababa particular KolfeKeranio
Sub city. Therefore the researcher has prepared greliminary paperon these

observations after a series of discussions andiggion from concerned bodies.



The primary focus of this paper, as per observatinade in the course of the research,
was concentrated on major problem areas such &k dtsatisfaction, employee

turnover and policy implementation.

The gaps which were observed in the HRM practicesevinvestigated by descriptive
and quantitative data analysis methodology, throggstionnaire in addition to these

secondary data also gathered from the departments.

The total population of the organization was ab86% both at head office and
DestaMendemas well. The total number of Questionnaires tlzst heen distributed was
107 and 95 gquestionnaires were collected. Besidesnslary data have been collected

and used from different departments of HFE and dpadment for this study.

Generally based on the facts established by thdy sthe majority of respondents agree
that revising the practices, setting up an effectperformance appraisal system and

empowering the executive bodies are mandatorynmrosh work relations

5.3 Recommendations

This thesis delved into analysis of practice andllehges of HFE from the view point
of human resources theories. Now it is safe to lcolecboth the theories and practices
have their relevant in explaining the perceptionpoactice and challenges of human
resource management of HFE. Therefore as recommendais study suggests the
following points that are essential to addressdhps and challenges of HFE human

resources management of the organization.

With regard to recruitment and selection, the @xgstecruitment and selection policy,
guide lines, operational and technical manual sbalupdated to handle the selection
process transparently and to absorb the current taed future demand of the

employment.

The policy should be also open to respond externalronment such as technological,

societal and political forces. In addition to thise employment policy of the



organization shall respond the internal environmémtluding, job posting, HR

inventory, and so on.

The external recruitment can also be addressed) usfferent methods. For instance,
direct advertising to attract qualified candidatesn labor market directly. Whenever
the vacant post assumed to attract redundant fatwor the market, it is preferable to
give the assignment to either government or priesgloyment exchange agencies to

reduce the burden of HR department of the organizat

. Walk in/write in/electronic search and so on als® an option to attract and to select

qualified personnel for the organization.

With regard to training and development, the HFBIlIshewly design or update the
existing formal training and development policy ooty to respond the gap but also to
cope up the internal and external demand of th&iwgrenvironment. The policy shall
state in detail how need assessment taking plabat knd of criteria of selection of
staff for training is used, how and for which typ&sposts frequency of training is
needed, methods of deliver of training, types angpgse of competencies of training.
Overall detail operational and technical manuatgl guide lines shall be prepared by

the organization.

The finalized training and development policy shml disseminated to the entire staffs

in a transparent way to show how training and dgwakent is set in the organization.

With regard to compensation, the organization sbhptate the current compensation
system by considering the external labor markeplyupnd internal demand of the
employees. For instance the dynamic nature of enaneituation of the country, the
labor market and other internal and external dgvorces shall be considered to review

the compensation system.

The compensation policy should also address cé@and management system strategy
to tackle the existingqgwor practicing of compensation policy. For instapegformance

appraisal shall be seen as major factor to pravedesfit the employees.
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Appendix

Questionnaire to be filled by employees’ of Hamlidristula Ethiopia

The purpose of this questionnaire is to collectadfmtr a research Project entitled

“Practice and Challenges of Human Resource Management in the Hamlin Fistula

Ethiopia’. This is an independent research being conduatepartial fulfilment of

MBA in Project Management by a prospective graduating student fr&n Mary

University. All information you give will be used for only ademic purpose. So, please

be sincere with your response.

Thank you in advance for taking time to fill the questionnaire.

Part I:- Demographic data

For this section please tickK)(on the blank space which is appropriate for you.

. Gender: A) Male(__) B) Femal__)
. Age: A)18-25(_) B)26-3(_) ©C)36-4_]) D)46-{ JE)above55 [
. Marital Status: A) Singl—J) B)Mari{__) C)Diwed (J D) widow )

. Educational Level: A) Below Diplom(__) B) Diplem(__) C) first degred )

D) Masters and abovl—J E)etdi{Please specify)

Monthly Income: A) Less than 4,000 D B) 4,001-8,000 D
) 3

C) 8,001-16,000 D) 16,001-30,000 E) aboveQ,

. Workgroup: A. ManagementC] B. Non#gement ()

C.Teaching C] D. Administration [__)



Part Il: Item concerning on Recruitment and Selecton, Training and development,
and Compensation,. Please tickY) on the blank space which is appropriate for you)

1. Did you get any training by the organization?
a. Yes b. No

If “Yes” answer the next question
2. How did you selected for training?
a. On joining the OrganizatiorD d. Supervisors recommendations C
b. Compulsory for all employee:] e. Upon employees request O
c. Performance appraisa_)
3. How often do you attend training?
a. Quarterly () d. Everytwo yearsC]
b. Onceina year (] e. No regular scheduld__]
c. Every six months )
4. What were the methods of deliver at the training lzave been attended?
a. Lecture ()
b. Demonstration:l
c. Discussion ]
d. Seminar [_)



5. Which types of competencies you were get from tai@ing?
a. Technical(_] b. Managerial__) c. Personality”_)
6. Are you satisfied with the frequency of promotidryaur work?

Yes [ ) No

7. Do you have any formal policy for the recruitmentaelection of employees?

A) YesD B) lop

8. Has the recruitment and selection practice of yotganization affected your
performance?

A) YESD B) No D

Part 1ll: Perception of employees on Recruitment ad selection, Training and

development, Compensation.

Following statements measure your level of condemmHRM practice with respect to
specific HRM functions. Please rate each statemamging from “Strongly Agree” to
“Strongly Disagree”. SA=strongly agree, A= Agrees Nleutral, DA= Dis agree, SDA=
strongly Disagree

Training and development Strongly | Agree Neutral | Dis Strongly
Agree Agree | Disagree

1 Desired outcomes of the training
outlined and communicated

2 The objective of the training is
measurable (quantitatively and
gualitatively) in terms of outcomes.

3 Trainers have the right experience
and skill

4 Trainers use the right methodology
to address the subject matter.

5 The training offered by HFE
improves trainees performance

Compensation Strongly | Agree Neutral | Dis Strongly
Agree Agree | Disagree

1 The organization provides me with
reasonable salary

2 The organization provides me with




a right employee benefits

If 1 injured during working hours
the organization will
reasonable compensation

provide

| feel good with the organization
compensation/reward system

S

The organization have attractive

compensation for employees

Recruitment

Strongly
Agree

Agree

Neutral

Dis
Agree

Strongly
Disagree

The organization filling vacancy at
the right time

The organization use the right sour
of recruitment

The organization use the right
method for recruitment

Adequate number of qualified
candidates are pooled encouraged

apply

to

HR maintains an adequate pool o
quality “protected class” applicant

The organization clearly define the
position objectives, requirements
and candidate specifications in th¢
recruitment process

w1

L

The organization doing timeliness
recruitment and process

Selection

Strongly
Agree

Agree

Neutral

Dis
Agree

Strongly
Disagree

The organization chose the right
candidates to fill the vacant positior

There is no bias in the selection
process

The organization interview and
selection tests are valid and right fg
the purpose

=

The organization selection process
undertaken as per the hospital polig

S
y

The organization use the right crite

ria

for selecting candidate




Part IV The under listed are some identified challengesHamline Fistula Ethiopia

encounter in the HRM practices. Rank them using b scales, 1= strongly disagree, 2

=Disagree, 3=Neither, 4=Agree, 5=Strongly agree

1 Recruitment and selection method S DA | SD
A A
3.1 Poor human resource planning
3.2 Ineffective job analysis
3.3 Inadequate information on the available vacancy
3.4 Poor working condition of workers
3.5 Low salary and incentive package
2 Training & Development SA DA | SDA
1.1 Inadequacy of budget
1.2 Lack of awareness of usefulness
1.3 Unavailability of sufficient time to provideaining
became of too much work overload
1.4 Lack of skilled trainers
1.5 Training opportunity was not given for concetiseaff
S DA | SD
A A
3 Compensation
2.1 Financial constraint
2.2 Unavailability of clear reward management gyste
strategy
2.3 Inadequate capacity of HR experts/ managers
2.4 Poor practicing of compensation policy




