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ABSTRACT

This descriptive research is conducted on Hashoo Foundation, intended to explore the concept of how training and development affects employee motivation, turnover and their job involvement. Among 80 employees of Hashoo foundation questionnaire were distributed to know about training and development as well as career growth of employees in the organization. The results from questionnaires describes that training and development in Hashoo foundation is not effective due to which problems of employee retention and low job involvements are faced in the organizations, employees are not motivated and are not getting much support regarding their career development from the organization. Recommendations are given to improve their performance management system based on the results of the respondents they also need to implement an effective performance management system so that training need assessment can be done according to the job requirements of the employees. Trainings should be provided to employees on a regular frequency so that employee skills can be improved. Hashoo foundation also needs to show or give a clear and attractive career growth to their employees to retain them and increase their job involvement.
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Chapter 1

Introduction

1. 1 Project Title

To study, the effects of employees training and development on their motivation, turnover and job involvement. (A study conducted on Hashoo foundation at Islamabad.)
1.2 Background of the Project

This is a descriptive research at Hashoo Foundation, intended to explore the concept of how training and development affects employee motivation, turnover and their job involvement. Many researchers have worked globally on employee motivation, turn over and their job involvement in organizations at different levels. As a result of researches many components were explored that determined the employee motivation, turn over and their job involvement in organizations. Our personal inclination towards the individual development and as a student of HR we were keen to see the relationship of training and development with the factors like employee motivation, turnover and job involvement.
Training and development of employees has great importance for every type of organization whether, the organization is a Non government organization, public sector organization or corporate sector organization. 
Proper training and development of the employee will always lead to high employee motivation, low turnover and proper job involvement.

This project is about studying the effects of training and development on Hashoo Foundation employees, as training and development program is not properly implemented in Hashoo Foundation due to which there is low motivation, high turnover and low job involvement. Through this research project, one will be able to study the performance management system of Hashoo Foundation to find key issues and problems to give recommendations and solutions.

A questionnaire was designed to study the performance management system of Hashoo Foundation which was filled by employees. 80 employees filled out the questionnaire after analyzing the results, recommendations concerning the problems were drafted.
This project may help in increasing employee motivation, job involvement and reduction in employee turnover. Hence, customized training and development of employees in the organizations can be simplified.

1.3 Significance of the project

1.3.1 Motivation for research problem

This study helped in finding the lack of proper training and development at Hashoo Foundation, affecting employee motivation, turnover and lesser job involvement.
1.3.2 Importance of the proposed work
This project would stress on the importance of motivation and give solutions to the organization, about how training and development affects employee motivation, turn over and job involvement.
1.3.3 Benefits of proposed plan

Following are the benefits of the proposed plan

· It will help to Increase motivation of employees

· Reduces  employee turn over

· Increase job involvement
· Clear future goals of employees and organization

· Customize training and development of employees.
1.4 Problem statement

Can employee motivation and job involvement be increased and turnover reduced by providing proper training and development to the employees of Hashoo foundation?
1.5 Theoretical Framework

    Independent Variable               Dependant Variable   

· 
1.6 Project objectives

Following are the objectives of the project.

· Understanding and reviewing practically the concepts of training and development and their effects on motivation, turnover and job involvement.
· Developing a theoretical framework, this will explain the link between training and development, and motivation of employees, turn over and employees job involvement.

· Determining the role that training and development plays in motivating the employees, reducing their turnover and increasing employee’s job involvement of Hashoo foundation to work productively in terms of both efficiency and effectiveness.

1.7 Project audience

The recommendations and results of the project will be given to HR department of Hashoo foundation so that the information will be useful for them in future. Furthermore the audience would consist of many similar organizations, students of Human resource management, management institutes and OD practitioners.
1.8 Research methodology
1.8.1 Type Of study

This is a descriptive research at Hashoo Foundation, intended to explore the concept of how training and development affects employee motivation, turnover and job involvement. This study is conducted only for academic purposes.
1.8.2  Population/sample

Population or sample size is restricted to 80 in which Assistant officers, officers and assistant managers are included.
 
    1.8.3 Type of data (primary and secondary data)

1.8.3.1 Primary Data:

1.8.3.2 Questionnaires

A questionnaire filled by the 80 Assistant officers, officers and assistant managers was the primary source of data. 

     1.8.3.2 Direct interviews

Direct interviews were conducted with the employees, using researcher’s personal contacts.

1.8.3.3 Secondary Data:

The secondary data for this research was availed from different research journals; moreover a lot of data was also availed from the HEC library. 30 researches were exclusively studied in the literature review to explore the concepts.
1.9 Scope and limitations

Following are the limitations of the research conducted.
· Due to resource and time constraints a small sample size was selected and within this small sample only the already known people to the researcher were asked to fill out the questionnaires.

· The topic is very vast and broad and it is very difficult to generalize, this is an academic research, for learning and increased awareness, therefore only response of few individuals can get a perspective of the topic chosen. 

· No experience and a little knowledge of the researcher is also a limitation of the research and there might be many shortcomings due to this particular factor.

CHAPTER 2

Literature Review
Job satisfaction and performance is highly affected by intrinsic motivation and due to lack of proper training employees are not efficient enough to carry out their duties, resulting in demoralized staff which is a major cause of employee turnover. A study by Tekinkus in 2006 shows that increasing intrinsic motivation, providing proper growth opportunities to employees will increase job satisfaction, which in turn will increase job performance and consequently the commitment of employees towards their work and organization will also increase. So it is proved that motivating the employees, especially front line employees, will increase their loyalty and reduce job turnover. 

Job designs should be enriched and reengineered, making employees more productive by increasing their knowledge and skills and making them capable of doing a variety of jobs in lesser times. The pivotal role in new job designs is played by the training sessions. (Garg & Rastogi 2006)  
According to Alexandros, Sahinidis & Bouris (2008) training affects the employee motivation and job involvement directly or indirectly. In today’s corporate world the organizations train their employees to provide them with all the necessary skills to optimize the potential of employees as well as business. Some training is given for future tasks. The employees perceive the training as their growth which can be seen in their hard work. The employees develop new skills and feel contented, committed and motivated.

Meyer and smith in 2000 examined the relationship between Human Resource Management practices and organizational commitment and found that the HRM practices have an indirect impact on employee commitment. It was found that career development, appraisal practices and benefit assessment had a positive impact on the affective and normative commitment where as training does not increase the employee commitment. (Alexandros G. Sahinidis, & Bouris, J. 2008).
Ahmad and Bakar in 2003, trying to find out the relation between organizational commitment and training came across the three aspects of commitment, affective, normative, continuance. 
The impact of frequency of training on employee satisfaction was studied by Sahinidis and Bouris in their 2008 paper.  The frequency of training has a positive impact on the employee satisfaction. The frequent the training, the lower the risk of turnover as the employees remains up to date with the working environment.
The same research also discovered that is cases the development of employee may affect the job involvement negatively, hence leading to turn over (Sahinidis & Bouris 2008).
The feeling of job insecurity influences the employee’s commitment, productivity and intentions of working in the organization (Ito, Brotheridge 2007). Not only job insecurity is negatively related with affective commitment but job satisfaction also. Job insecurity and job strain leads to higher actual and intended turnover. 
In a research paper Tian W. Foreman (2009)quotes that employee turnover is expensive for organizations since they incur significant costs, both direct (for example, costs of recruitment and selection, training and development, etc), and Indirect (for example, employee commitment, service/product quality, productivity and profit) (Griffeth et al., 2000; Kinicki et al., 2002; Price, 2001; Mobley, 1982).
According to Foreman (2007) employee lose sense of job commitment due to lack of his satisfaction in his job. He presents a lack of development opportunity as a genuine reason for job turn over. Mathematically he proves that no development opportunity is a major contributor in decision of worker to quit the job. 

According to research study on managerial positions low turnover is noted because they have more power and information. This comes directly or indirectly through training and development. There is a relation between promotion opportunities and direct supervision with job turn over along with some other factors (Tian, Foreman 2009).
Nikandrou, I., Brinia, V., & Bereri, E. (2009) examines the effect of training transfer on the motivation of the employees. The training design plays a vital role in the effectiveness or ineffectiveness of training. If provided with the knowledgeable and useful training sessions, employees get motivated and enjoy the training sessions. (Nikindria et al 2009)
Hansson’s 2007 research show that most of companies do provide training to employees only because they see profitability and productivity in doing so. It proves that employee training does turns out to be fruitful in long term and definitely increases motivation, job performance and reduces employee turnover.

Hansson, B. (2007).
A thorough study of Steven W. Schmidt (2007) showed a strong correlation between job training satisfaction and overall job satisfaction among employees in customer contact positions. A single act of effective training will trigger all these interrelated chain of events that prove to be beneficial for both employees and the organization.

Management believes that training sessions for the employees are very crucial for the success and productivity of the organization. They are of the view that the trainings helps reduce the costs of hiring and recruiting. The results showed that the employee training is beneficial at both personal and career levels. M. Shareef, & J. Marquardt (2007).
Bockerman and Ilmakunnas in 2009 said that Employees will only consider switching or quitting if their job satisfaction is low. Lesser motivation and lower morale of employees will trigger job dissatisfaction. 
According to Bhawani S. Subedi (2006) when employees are given training, they are satisfied and motivated. The perception of training by the employees is another important factor. 

According to J.C. Tahira, & Probst, M. (2010) the relationships of job insecurity with job satisfaction, organizational commitment, and turnover intention are varied in different countries but the variables that are responsible for these problems are same everywhere. These problems usually occurs due to lack of abilities, increased workforce flexibility, technological innovation, no proper training, no development opportunities, no caring for employee etc.  
According to Tahira, & Probst  when employee is not properly trained and he is not having complete knowledge of work he feel his work as stress on himself that leads him to de motivated state and finally to intention of quitting the job decision. 

Researchers Lori A. Muse, Matthew W. Rutherford, Sharon L. Oswald, Jennie E. Raymond present their findings as that the employee productivity model revealed a significant positive relationship between organizational commitment to employees (OCE) and company performance.
According to author Huselid (1995), MacDuffie (1995), Ostroff (1995), and Pfeffer (1994) all reported positive relation- ships between human resource practices and firm performance. 
And an important fact is that “researchers have identified caring for employee well being and satisfaction, providing a fair rewards system, investing in training and devel- opment, and offering competitive compensation as reflections of OCE (Eisenberger et al.,1990; Eisenberger et al., 1986; Lee and Miller, 1999; Organ, 1990).”
According to Lori A. Muse, Matthew W. Rutherford, Sharon L. Oswald, Jennie E. Raymond (2005) the proper training of employees in an organization and a proper development opportunity for them will provide productivity to the organization. Cause the caring of employees increases their ability of work and motivation that reduces the quit intention by them. And development opportunities increase the job involvement of employees in job.
Theorists have emphasized insecurity as personality theory or as motivation theory. They also emphasize on some major contributing factors like, personal pay, direct supervision, promotional opportunities which affect job security and job commitment. Job development and turnover are co-related (Greenhalgh & Zehava 1984).
Job involvement may suffer due to lack of or insufficient on the job learning. Someone’s uncertainty about the possible outcomes of his tasks is greatly reduced by socializing, development and on the job training, which in turn reduces the high levels of anxiety and anger (which are a major cause of poor job performance and job insecurity). (Thomas, Reio Jr. & Jamie 2004).
CHAPTER 3

INDUSTRY OVERVIEW

3.1 Introduction

Pakistan is a developing country in which different Non Government organizations are working for development in education, health, poverty elimination and other sectors. Besides United Nations Organization there are 32 registered organizations which work in the development sector. We will be discussing few of them for getting an idea of the NGOs working in this sector and to study about the career of employees working in these NGOs. Some of the prominent NGOs are as under:

3.2 International Rescue Committee

Founded in 1933 the International Rescue Committee deals with the humanitarian crises in different areas affected by war and disaster. Its main aim is to give a better lifestyle to the affected people. The IRC is presently working in more than 41 countries and 23 U.S. states offering safety, hope and rehabilitation to those people who have been made homeless by war or disaster. It gives homes to the homeless and makes the society a peaceful one to live in.

The IRC is assisting the victims of the recent flood in Pakistan by providing aid. This flood has affected almost 22 million people. The IRC worked a lot in the time of earthquakes and aided more than 220,000 affected people and helped them to build back what they had lost. Moreover it helped the displaced people of the Pakistan army and Taliban war and provided shelter, food, medicine, education and other facilities to them.

3.3 Save the children

Save the Children was started ninety years ago with the belief that all the children are the same and they are innocent no matter what ethnicity, religion, age, sex and social background they belong to hence they should be given protection from social disasters. It has been facing many challenges since its inception as its aim is to make a better future for children and for that they have to define a better future and implement it. 
Save the Children's vision is to make a world in which every child gets proper protection, opportunities, development and participation. Its mission is to change the way the world treats children and incept a new one. It has been helping many children in getting proper education and enjoying the proper rights of being citizens of this country. It has molded the minds many families of the Khyber Pukhtunkhwa province to send their daughters to schools and has helped a lot in increasing their literacy rate. In the worst disaster of earthquake it made many schools for children and provided them with vaccination, books, clothes and food. Save the Children is also working its level best in the flood affected areas of Pakistan and giving many facilities to the children.

CHAPTER 4

ORGANIZATIONAL OVERVIEW

4.1 Introduction
Hashoo Foundation is a progressive and active non-profit organization, leading the way in human development and poverty improvement by implementing practical economic development, educational and capacity building programs in Pakistan since 1988. With presence in USA, UK and Tajikistan, Hashoo Foundation is also focused on the needs of children with disabilities and provides care and support services to the less privileged and helpless members of society. Hashoo Foundation works in the following core programs

4.2 Economic Development

The Hashoo Foundation's programs in this area aim to achieve greater financial independence and self-reliance of individuals, families, and communities. Economic development will in turn lead to improved social development. Partnering with communities at the grass roots level and exploring issues of socio-economic development, Hashoo Foundations economic development projects improve the basic earning capability of the community partners while improving access to existing health, education, and nutrition services

The Women Empowerment through Honey Bee Farming Project - "Plan Bee" - was initiated by the Hashoo Foundation to empower women in the remote Northern Areas of Pakistan by expanding employment opportunities and generating a stable source of income through the sale of high-quality honey.
Originally aiming to reach 50 women, in the span of just two years, this initiative has already exceeded its target, training and engaging 312 women in honeybee production and benefiting 1200 dependants. Previously marginalized, women participating in this project have been able to take leadership positions within key honey bee organizations and increased their production by 15 percent. There is also a 32 percent increase in their average household income as a result of the sale of honey.
The project is based a system of social exchange designed to promote social change. The Hashoo Foundation agrees to buy the women beekeepers' honey at above local market price and successfully links them to the profitable high end markets of 5-star hotels in Pakistan, on the condition, that the families send their children to quality schools and improve their nutrition.
These women beekeepers are now being provided with micro-credit to increase their income through increased honey production. With progress monitored, support is continued only on the assurance that their families have improved access to education and health. Due to the success of this project, this social enterprise model is now planned to be imitate across Pakistan.

4.3 Education and skills development

The foundation views education holistically, acknowledging the importance of formal and informal schooling, as well as soft-skill development and hands-on vocational training. The Hashoo Foundation currently operates a number of schools to meet community needs. These adhere to government standards, and are strictly monitored for quality assurance.

The Hashoo Foundation also works within the fields of enhanced employability and placement. Some individuals remain under-employed despite having adequate education, mostly because of a lack of updated skills. The foundation aims to enhance employability by training in the latest technologies, and by mentoring to accelerate employment growth

· Child education support program

· Hashoo Foundation schools

· Early childhood Development

· Scholarship programs

4.4 Skills Development

Skills development refers to the capacities acquired through all levels of education and training. Skills are developed through formal, non-formal and on-the-job training, which prepares the trainees to be more employable with the capacity to adapt their skills to meet the changing demands and opportunities of the economy and labor market.

· Vocational training

· Life skill training 

· Career mentoring

4.5 Special needs

People living with disabilities face severe stigma and discriminations in Pakistan. Within this population - estimated to reach 10% of Pakistan's overall population - children are particularly at risk. Hashoo Foundation merged Umeed-e-Noor under its structure in July 2007 and has since then developed more inclusive program.

4.6 Umeed-e-Noor

In the twin cities Islamabad and Rawalpindi alone, there are about 200,000 children with special needs. Umeed-e-Noor (UEN) was established to integrate these children (mostly abandoned children) back into mainstream society with dignity, and so far 1,200 children have benefited from the quality therapy and education offered by UEN. UEN offers support to children with the following disabilities.

4.7 Social welfare and emergency relief 

In the absence of state-sponsored social safety nets, vulnerable families and individuals facing temporary hardships and/or unforeseen expenditures can be easily thrown into an endless cycle of poverty. Initiated in 1999, the Social Welfare Program offers medical and economic assistance to families needing a limited, specific help. In the form of small grants and loans, it covers for unforeseen hardships such as medical expenses, loss of job, or loss of a family member, and enables families to overcome crises before they exacerbate.

The Social Welfare Program provides support to individuals and/or families through

· Medical;
· Financial; and
· Educational Assistance
4.8 Sahara Fund

On September 20, 2008, there was a suicide bomb blast outside the Islamabad Marriott Hotel. This catastrophe resulted in the tragic death of over 56 people and more than 260 people were injured, some to the point of disability which will prevent them from returning to work. The majority of the victims are poor workers who were working days and nights to make their living. Beyond the emotional devastation caused by this calamity, Islamabad is now faced with the delicate social / economic reality of the 600 immediate family members of the victims.
In response to this tragedy, on September 24, 2008, Sarah Hashwani, Chairperson of Hashoo Foundation launched "The Sahara Fund" and the Relief and Rehabilitation Committee to provide immediate financial support to families of those affected by the Islamabad Marriott bombing. In addition to providing medical care for the injured, the Sahara Fund will sponsor programs to help the families of the victims with their children's education, medical needs and skills training and employment until they become self-sufficient.
Hashoo Foundation's task committees and volunteers continue to mobilize on various fronts to provide immediate relief through recorded visits with each of the injured victims and their families in their homes, hospitals, and ICUs. Each family's situation is being assessed on a case by case basis so as to aid them in achieving the same income level they had prior to the explosion.
4.9 Training and development in Hashoo Foundation

Hashoo Foundation has training and development program for employees. This program is implemented after employee appraisal and the supervisor recommends trainings to the employees. Each year one or rarely two trainings are given to employees based on the training need assessment done through performance management system. Trainings are mostly off the job trainings and those are one day or two workshops, seminars, and class room trainings.
CHAPTER 5
FINDINGS AND ANALYSIS

Q.1. Would you be happy to spend rest of your career in Hashoo Foundation?
Table 5.1 Career decision by employees in Hashoo Foundation
	 
	 
	Responses
	 

	
	Strongly Disagree
	15

	
	Disagree
	20

	Question No.1
	Happy to spend career in Hashoo foundation
	Neutral
	25

	 
	Agree
	13

	
	Strongly agree
	7


Figure 5.1 Career decision by employees in Hashoo Foundation
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When asked about spending rest of career in Hashoo foundation 31% employees were neutral about the statement but 25% were disagree and 19% were strongly disagree, this clearly shows that employees don’t want to spend their career in Hashoo foundation.

Q.2. Are you provided with proper and regular training in Hashoo Foundation?
Table 5.2 Training in Hashoo Foundation
	 
	 
	Responses
	 

	
	Strongly Disagree
	21

	
	Disagree
	32

	Question No.2
	Proper and regular training
	Neutral
	14

	 
	Agree
	9

	
	Strongly agree
	4


Figure 5.2 Training in Hashoo Foundation
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When asked employees about training 40% employee disagree and 26% strongly disagree, which shows that training is not provided regularly in Hashoo foundation.

Q.3. Do you get career development opportunities in Hashoo Foundation?
Table 5.3 Career development opportunity
	 
	 
	Responses
	 

	
	Strongly Disagree
	20

	
	Disagree
	18

	Question No.3
	Career development opportunity
	Neutral
	20

	 
	Agree
	12

	
	Strongly agree
	0


Figure 5.3 Career development opportunities
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When asked about getting career development opportunities in Hashoo foundation 28% strongly disagree and 26% disagree, which shows that no developmental plan is given to the employees.
Q.4. Do you feel your job is secure in Hashoo Foundation?
Figure 5.4 Job security
	 
	 
	Responses
	 

	
	Strongly Disagree
	10

	
	Disagree
	40

	Question No.4
	Job security
	Neutral
	13

	 
	Agree
	9

	
	Strongly agree
	8


Figure 5.4 Job security
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When asked about security of job, 50% of employees disagree to this which means that employees at Hashoo foundation don’t feel their job secure in Hashoo foundation.
Q.5. Are you provided training with a proper and effective performance management system?
Table 5.5 performance management system
	 
	 
	Responses
	 

	
	Strongly Disagree
	23

	
	Disagree
	22

	Question No.5
	Effective performance management system
	Neutral
	20

	 
	Agree
	7

	
	Strongly agree
	8


Figure 5.5 performance management system
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As it clearly shows in the chart that 28% say they strongly disagree and 28% say they disagree with the performance management system so, employees are not satisfied with performance management system in Hashoo Foundation.

Q.6. Do you receive the training, you need to do your job?
Table 5.6 Training according to job
	 
	 
	Responses
	 

	
	Strongly Disagree
	27

	
	Disagree
	16

	Question No.6
	Training according to job
	Neutral
	11

	 
	Agree
	10

	
	Strongly agree
	16


Figure 5.6 Training according to job
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Employees at Hashoo Foundation are given some training just for the sake of trainings because 33% of employees said that they strongly disagree to point that training is provided according to their job need 20% Disagree to this as well so, it means that training is not provided according to the employee needs.

Q.7. The organization ensures and show career growth and development?
Table 5.7 Career growth and development
	 
	 
	Responses
	 

	
	Strongly Disagree
	23

	
	Disagree
	29

	Question No.7
	Ensures career growth and development
	Neutral
	15

	 
	Agree
	10

	
	Strongly agree
	3


Figure 5.7 career growth and development
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Margins of employees strongly disagree and disagree to the question that the organization ensures or shows career growth to the employees. 29% strongly disagree and 355 disagree. This clearly shows that organization is not providing a proper career growth or career development in the organization which leads to low motivation of employees.

Q.8. Training provided in a regular frequency?
Table 5.8 Training on regular frequency
	 
	 
	Responses
	 

	
	Strongly Disagree
	9

	
	Disagree
	42

	Question No.8
	Training on regular frequency
	Neutral
	18

	 
	Agree
	11

	
	Strongly agree
	0


Figure 5.8 Training on regular frequency
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When question was asked about frequency of the training that whether the organization provides training in a frequency or not, 52% of the employees disagree to this point. This show say training is not provided in a frequency in Hashoo Foundation. 
Q.9. If leave the organization, not providing training and development will be the main reason?
Table 5.9 Reason of leaving organization
	 
	 
	Responses
	 

	
	Strongly Disagree
	0

	
	Disagree
	14

	Question No.9
	Reason of leaving organization
	Neutral
	30

	 
	Agree
	16

	
	Strongly agree
	20


Figure 5.9 Reason of leaving organization
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A question was put to employees about the reason of leaving the organization and it was asked that if the reason is training and development 38% employees were neutral on this question and 19% agreed and 25% strongly agreed that this may be the reason of leaving.

Q.10. If organization will provide career growth, would you remain in organization for long time?
Table 5.10 Career growth and job retention
	 
	 
	Responses
	 

	
	Strongly Disagree
	10

	
	Disagree
	16

	Question No.10
	Career growth and job retention
	Neutral
	31

	 
	Agree
	11

	
	Strongly agree
	12


Career growth and job retention
Figure 5.10 
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When asked employees if they are provided career growth, will they be live in organization for long time? 38% employees agreed to this and 25% strongly agreed. This show that if employees are provided career growth can retain in the organization and this will be very fruitful for the organization.

Q.11. Training and development plan shown or given to every employee?
Table 5.11 Training and development plan
	 
	 
	Responses
	 

	
	Strongly Disagree
	24

	
	Disagree
	31

	Question No.11
	Training and development plan to employees
	Neutral
	17

	 
	Agree
	6

	
	Strongly agree
	2

	
	
	


Figure 5.11 Training and development plan
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When asked whether the organization show or give training and development plan to employees, 38% disagree and 30% strongly disagree to the point that employees are provided training and development plan.

Q.12. Doe’s your Supervisor backs you when necessary regarding your career development?
Table 5.12 Supervisor and career development
	 
	 
	Responses
	 

	
	Strongly Disagree
	5

	
	Disagree
	6

	Question No.12
	Supervisor and career development
	Neutral
	33

	 
	Agree
	20

	
	Strongly agree
	15


Figure 5.12 Supervisor and career development
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Supervisor has very important role in employee career development.42% of the employees were neutral on asking about supervisor backs the employee regarding career development 25% agree to this point. This shows that supervisors back their employees regarding career development if the organization support.
CHAPTER 6

IDENTIFICATION OF ISSUES

6.1 Lack of motivation

The employees at Hashoo foundation are not motivated towards the organization they are not happy to spend rest of their career in Hashoo Foundation. This means that the organization is not taking care of employees and, not facilitating them properly.

6.2 No proper training

Employees are not provided proper and regular training in Hashoo Foundation; they don’t get training on regular basis. This means that their skills are not furnished and they don’t get skills development opportunities due to which they are not motivated.

6.3 No development opportunities

Hashoo Foundation don’t give career development opportunities to employee as, giving training is important likewise giving career development opportunity to employee is equally important due to which employee gets motivation and remains asset for organization for a period of long time.

6.4 Job insecurity

Employees at Hashoo Foundation don’t feel that their job is secure in the organization. This factor influences employee motivation level and employee performance.
6.5 Poor performance management system

Employees are of the view that performance management system in Hashoo Foundation in not properly done and effective, due to which employee training need is not properly identified which effects employee motivation and job insecurity. 

Employees don’t get the training according to the requirement of the job. Due to which their performance is affected and their motivation level is decreased, which surely effects job performance and employee may leave the job.
6.6 No job commitment

Employees are not satisfied with performance evaluation system as their performance is not evaluated properly and properly and there is no proper reward system to them; they are not rewarded according to their performance. This is also one of the reasons for employee motivation and job insecurity.

Every organization must provide a proper and effective career plan to their employees, besides providing trainings and all that stuff. Career growth and development is the basic right of every employee in any type of organization. Hashoo Foundation is not providing a proper career growth and development plan in the organization and they don’t ensure employees that they have a career developmental plan in organization for employees.
6.7 Inefficient training

Trainings are not provided in a regular frequency to the employees sometimes they get Trainings twice in a year and some time they don’t even once in a year. 

When asked employees about main reason of leaving the organization through research they were of the view that not providing training and development to employees can be one of the main reason because employees need their career development from the organization otherwise they leave the organization. If the organization provides a career developmental plan to the employees they can be very good assets to them and will remain attached with the organization for long time.

Providing an attractive and effective employee training and developmental plan in the organization is very important to all organizations. In Hashoo Foundation No training and developmental plan is shown or given to employee neither at the time of hiring nor at later time to the employees. This causes low motivation and low job performance.
                  CHAPTER 7

POSSIBLE OPTIONS AND

               RECOMMENDATIONS

7.1 Proper and efficient training system implementation

Hashoo Foundation must provide proper training to their employees according to the requirement of job. For that they need to do proper training need analysis. The training must be both on the job as well as off the job training. These training must be provided in a regular frequency a through a proper performance management system. Training need assessment is done through performance management system and in Hashoo foundation this system is not authentic and properly implemented, so Hashoo Foundation must ensure that their performance management system is properly implemented. 
7.2 Growth opportunities

Beside Training Hashoo Foundation should provide career development opportunities to employee as well so that employees get motivated and retain in the organization for long time. Career development plan also gives employee a growth in their career so that they can achieve their career goals and objectives easily. Employees must allowed to study more in their respective fields, they must get high degrees, different technical diploma’s so that they can be very strong technically in their respective fields, which will lead to high job performance and organizational development. 
7.3 On the job training

Hashoo Foundation must plan Trainings according to the job requirement of the employees as well they should look at the capabilities of employee. Hashoo Foundation must assure job security of employees, the organization must not fear their employees regarding their jobs. The organization must provide enough resources and support to the employees so that the employees get what they want and, they will get motivation to do their job well.

7.4 Realistic job preview system

Hashoo foundation should provide or show step wise training and development plan in organization and, career development plan for employees at the time of hiring or in the employee orientation time. By doing this the employees will have an idea of career growth in the organization right from the beginning and they will perform their jobs accordingly. This will also provide employees and inner motivation for self development and will clear about organization environment and culture regarding employee career development. This will ultimately lead to employee retention in the organization which could be very position indication for the organizational development.
RECOMMENDATIONS

Hashoo foundation needs to improve their training and development programs for employees from the very basic level. Employees need to know about the training and career development procedures and policies in the organization in the early period of their job in the organization so that they could manage themselves accordingly. Hashoo foundation needs to improve their performance management system and need to implement PMS properly so, that training need assessment could be done according to the job requirement of the employees. Hashoo foundation also needs to give a proper and attractive career growth in the organization so that the employees will remain in the organization for the long time.

Hashoo foundation needs to revise their training and development programs at the basic level. Their training and development programs should not be only for the sake of training or just to fulfil the training and development budget. Human resource department needs to campaign or market their training programs in such way that the employees must take the training program an opportunity for their career growth and development. By providing attractive training and development program the organization can retain the employees for long time in organization.

Hashoo foundation must clear their employees regarding training and career development policies and procedures in the early stage of employment or at the time of hiring for the employees. This will clear employees about training and career development programs in the organization at the beginning time, so that the employees will know about the culture of training development and career growth in the organization and will prepare themselves accordingly. Employees will also have an idea about what to do and do well in order to improve their job required skills and achieve a successful career.

Another important issue in Hashoo foundation is implementation of effective performance management system. Hashoo foundation needs to implement their performance management system because; the training need assessment is only done through the performance management system. In order to do that human resource department needs to more effective, they need to develop an effective performance management system first and then need to implement and most important the performance should system should twice or more in a year not once. The reason is Hashoo foundation only gives training on the basis of training needs identified through performance management system. The HR department must also make sure that the supervisors who do appraisals of employees must be given training before implementing performance management system so that they could give better training recommendations for employees.

Hashoo foundation also needs to give or show a better career growth to employees in the organization so that the employees will retain in the organization and this will reduce the employee turnover rate and overall performance of the organization will improve.

CHAPTER 08
ACTION PLAN

In order to implement the recommendations, Hashoo foundation needs to have an effective action plan. Two action plans are recommended one is for the existing employees and other is for the newly hired staff.

For existing employees Hashoo foundation needs to revise their policies and procedure of training and development programs. Hr Department must work on performance management system to make that more effective and useful for both organization and employees. Training need assessment should also be done according to job requirement; the organization should not only depend or focus on performance management system for training need assessment. 

After developing effective performance management system the organization must implement the system effectively. For that the HR Department needs to give awareness about importance of effective performance management system to all employees, and must give proper training to supervisor or those employees who do appraisals about conducting effective and fair appraisal system. Currently Hashoo foundation is implementing performance system once in a year, they should implement it twice in a year to improve the performance and develop career of employees.

Hr department must show and give a career path to every individual employee. Every employee must be given a separate plan regarding his or her career growth and must show step by step paths to develop his or her career. Every employee must be clear about the policies and procedure so that there will be an attractive and effective culture and environment regarding employee career development.

For newly hired staff the HR department should change their existing policy and procedures. They should mention about training and development as well as about the career growth in the organization when they advertise job advertisement. This will have two advantages, one is that a person who as great interest and who wants to learn and grow career will apply and secondly who so ever is applying will get an idea about the training and career development in the organization and will get motivated by this.

Newly hired employees must be given proper orientation session. Complete information about the training and development and career growth must be given to employees. They should be made aware about the procedures of training need assessment and must be aware about the self responsibility regarding their career development
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