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Executive Summary
The purpose of the report is to comprehend and think about those factors that are creating challenges for the HR department in an NGO. Human resource is the main asset for an NGO and while doing work in HR department HR’s of NGO face different types of challenges. 
This report starts with an organization profile of Society for Social Service giving its background, vision and mission, objectives of the NGO, its services and organogram of the NGO. 
For meeting the objective of this report, a survey is conducted in HR department of Society for Social Service NGO. There are 22 employees. From among them 20 employees conduct the survey. All the questions are related with those factors that are creating challenges for the HR department and what they think about those challenges.
After summarizing survey question it has been found that most of the employees did agree with the challenges and HR’s of the NGO accept that they are facing those challenges while doing work in the HR department. At the same time some employees remained neutral because they failed to express their thoughts regarding those statements. Oppositely some employees did disagree with those statements as they feel that NGO is not facing challenges by those factors.
Finally, within the report there are findings and appearing some flaws which are drawing them back and make a few recommendations which may better their circumstance.
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Chapter One
Introduction












[bookmark: _Toc65412054]1.1 Introduction of the Report
In the modern times of the corporate world HR Department is an upcoming and potential sector. Previously HRM was not prioritized by most impactful associations and NGOs. Today the circumstance has changed, most of the NGO’s are stressing on HR activities. One of the vital reasons is that NGOs are run by human resources not equipments or computer programs hence it is of high significance to carefully preserve and develop these HRs to attain long term success in the NGOs sector. Society for Social Service (SSS) also emphasizes on HR activities but while doing it HR Department faces some challenges. In the Internship Report, the main target is to identify the challenges that the Society for Social Service’s HR faces due to the work of their HR department. 
[bookmark: _Toc65412055]1.2 Background of the Report
Certainly the work industry is constantly undergoing transformations very fast. As HR is a part of NGOs they should be well prepared to face the impacts of the rapidly transforming work industry. For them this means understanding the implications of technology changes, workforce diversity, and talent management and so on. Changing skill needs, continuous staff development programs, low quality workplaces and employee involvement are the issue that needs to be addressed. Presently it is a major challenge for the Human Resources to help the NGO by providing the most ideal work force to the reasonable situation in briefest time. Beginning with recognizing the opening and arranging for them could be a great task. In addition, selecting, drawing in the appropriate candidates and choosing the best individual as expected, diminishing the turnovers, adapting the changes in the workplace and furthermore building up a suitable culture and environment is a challenge for the NGO.
I have selected the topic of this report which is, “Factors creating challenges for the HR Department in an NGO". I have tried to find out those factors that are creating challenges for the HR department of Society for Social Service Company.

[bookmark: _Toc65412056]1.3 Scope of the Report
This report has been prepared through discussion with company’s assistant director, project manager and employees about those factors that are creating challenges for their Hr’s. Prospectus which was provided by the NGO also made a difference in planning the report. At the time of setting up the report, I had an incredible chance to have a top to bottom of information of all the investment activities practiced by the Society for Social Service, the challenges they were facing everyday in their workplace and I got to know and learn about their HR activities.

[bookmark: _Toc65412057]1.4 Objectives of the Report
The principal objective of the report is to give an upgrade analysis on over all those factors such as talent management, workplace diversity, change management, compensation and benefits that are creating challenges for the HR’s of Society for Social Service due to the work of their HR department. 
[bookmark: _Toc65412058]1.5 Specific Objective
· To identify  first those type of factors are creating challenges for the HR
· To enhance my experience
· To understand the interior system of the management and therefore the administration
· To recommend necessary steps for overcoming problems
[bookmark: _Toc65412059]1.6 Methodology of the report
All the information incorporated in this report has been collected from primary sources as well as secondary sources.
[bookmark: _Toc65412060]1.7 Primary sources:
· Interview with assistant director, senior program manager
· Discussion session with senior officers and others employees as well
[bookmark: _Toc65412061]1.8 Secondary Sources:
· Annual report of Society for Social Service 
· Different text books and journals
· Website of Society for Social Service
[bookmark: _Toc65412062]1.9 Limitations of the report
· Limitation of employment individual. Most of the time employees were remained so busy that they seem not delivers me sufficient time to provide all the data which I needed.
· Human resources department was reluctant to supply information, due to trouble in getting sensitive data and information.
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“Literature Review”















[bookmark: _Toc65412063]2.1 Literature Review
Recently one of the study was conducted by Batti (2014) assessing the human resources management challenges facing NGOs in USA context where among other things Batti (2014) noted that, NGOs face diverse challenges in the area of human resource management. NGOs have inadequate HR management procedures in the organization and this affects the employee’s work experiences and overall performance at individual and organizational level. Many NGO’s due to the size of the organization and scope do not have a human resource (HR) unit or a human resource manager and therefore they appoint staff to oversee staff issues who often do not have the required human resource skills and competencies to manage the employees.

Most of the NGO’s formed in Ghana depend on voluntary staff to run their programs and activities; as a result they do not have control over the quality of labor they obtain. Their staffing levels are determined by those who volunteer their services. Some of the personnel used to run the affairs of the NGO’s are not well trained to effectively carry out their duties (Gyamfi, 2010).
Leworke (2007) suggested that lack of well trained and experienced human resources limits the extent to which NGO’s are able to manage their day to day affairs and their capacity to plan, appraise, implement and monitor their projects and programs. He maintains that most knowledgeable and experienced volunteers do not normally provide adequate support for NGO’s activities because of the limited time they have to render their services.
NGOs were found to be weak at staff career development. So, other problem is about staffing issues and covers recruitment, assignment and layoff as well as human resources and administration and finally everyday management of staff (Vilain, 2002)

 However, Ibrahim andMuhtesem (2006) revealed that not all people working for NGO’s are volunteers. There are paid staffs who typically receive lower pay than in the corporate private sector. As a result staff turn-over is high in NGO’s. They further mentioned that the poor quality of training or lack of importance attached to training NGO workers contribute to the organization inability to raise funds.
Huda, Karim and Ahmed (2007) made a study on the HRM practices of 20 NGOs of Bangladesh. It was identified from the study that the HR challenges faced by the NGO’s were shortage of qualified candidates, insufficiency of qualified female candidate, poor academic background of applicants in the suburban and rural areas, and the lack of training infrastructure and training need analysis.
Lortsman (2007, p.29) asserts that lack of human resource capacity to raise local funds is similar to the absence of institutional mechanism for local fund raising. He further argues that local fund raising requires people having the skills and willingness to do it and a good public reputation. This implies that expertise are required to arrange when, where and how to search for funds particularly in an environment where the population is destitute and may be suspicious of the thought process. This truly affects the capacity of NGOS to draw in high quality employees.
Another area that is challenging to NGO’s is the fact that many depend on donorfunds that are tied to funding cycles that are short term in nature. This fact does not make any difference in Tanzanian context as commented in the paper of Kiondo (1999) titled “Development and Sustaining NGOs in Tanzania; challenges and opportunities in the New Millennium”. In his paper at p.27 it states among other things that, one of the challenges facing NGO’s is Resource mobilization and Sustainability”, the term resources includes both Human Resources, financial, and other psychical resources.
Further, the study of Kapinga (2011) cements the concept of Kiondo (1999) when it states that, regardless the huge and important role played by NGO’s in social development, many of them face the challenge of efficiency and effective performance as well as sustainability of NGOs. The fact which can be connected with poor Human Resource Management in one side as Armstrong (2006 p.496) states that, the aim of performance management in HR’s is to establish a high-performance culture in which individuals and teams take responsibilities for continuous improvement of business processes and for their own skills and contributions within a framework provided by effective leadership.
The concept of Human resources management has been left aside by NGO’s for years. This in turn leads to poor performance and un-sustainability of many NGO’s alongside their programs or projects. Studies show that over many years ago, non-governmental organizations (NGOs) have been always stuck in some concepts such as inputs, outputs, outcomes, impact and sustainability (Ramadan & Borgonov (2015). This process requires a comprehensive understanding of how execution is overseen and measured by NGOs and what perspectives of performance lead to effective sustainability of NGO (such as monetary execution, productivity and adequacy).
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[bookmark: _Toc65412064]3.1 Organization Background:
Society for Social Service (SSS), within the field of development, is a national-level non-government organization, got foundation in 1986 through the unending efforts of a bunch of committed and like-minded people. SSS, with noble-entity, has been storing a set of activities into function to evacuate the destitution and upgrade socioeconomic development. Within the center of them, to bring about the best alternative utilization of assets-opportunities and create employment, SSS adopted financial services program large-scale. Moreover, to achieve the sound improvement within the family and society, the organization designed some poverty eradicative schemes into implementation with the innovative approach. The organization promotes family-based development, as a family is the fundamental unit of the constructive changes in the society. As on 30 June 2019, the human-resources of SSS is orchestrated with 4,283 workforce, where in the feature of gender there are 1,072 females and 3,211 males. SSS, extending nonstop efforts through 408 branch, 71 area and 14 zone offices belonged to one Foundation Office and one Head office, took the position to turn out scheduled services and activities in 32 districts over Bangladesh, where in there are 16,158 villages under 3,730 unions and 150 municipalities of 200 upazillas. To cause the best elective utilization of resources and feasibilities and make employment opportunity, SSS adopted financial services into application as key activities. 







[bookmark: _Toc65412065]3.3 Organization Vision
The vision comprises the articulation: to determine peace and equity through changing financial conditions of the underprivileged people positively within the society.
[bookmark: _Toc65412066]3.4 Organization Mission
Mission grasps the activities: organizing the target people, planning and executing pragmatic programs to develop human-resources, putting the best alternative usages of resources and opportunities, providing inclusive financial services and ensuring sustainable development within the society.

[bookmark: _Toc65412067]3.5 Objectives of Society for Social Service
· Encouraging and organizing the target-people for financial advancement ;
· Eradicating ailing health through making awareness and giving healthcares;
· Providing specialized and money related administration for sanitation and secure drinking water;
· Ensuring empowerment of girls to stop oppression, dowry, irrational divorce and polygamy;
· Implementing benevolent activities to prevent early marriage, juvenile delinquencies and antisocial activities;
· Rehabilitating vagrants, elderly and destitute people and evacuating beggary;

[bookmark: _Toc65412068]3.6 Services provided by Society for Social Service
· SSS Hospital
· SSS- Poura Ideal School
· SSS Non-Govt. Poly technique Institute
· SSS Sonar Bangla Children Home
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[bookmark: _Toc65412069]4.1 Descriptive Analysis:
The study attempts to identify the “Factors creating challenges for the HR Department in an NGO"- A case study on Society for Social Service”. To conduct the study primary and secondary sources of data has been used. Primary data are collected using questionnaire. 24 Questions were prepared and 20 HR Official were selected as a respondent. Out of 20 respondents 14 respondents were male and 6 respondents were female. Then I have prepared a table with the result. A structured questionnaire in a 5-point scale was developed for the variables that the factors creating challenges for the HR department in an NGO. A five-point scale ranging from 1 to 5 with 1 indicating strongly agree and 5 indicating strongly disagree was used in this regard.
 However, the table is not very informative so to come up with the conclusion some pie chart has been created. 

[bookmark: _Toc65412070]Result and Discussion

	SL
N0
	Statement
	Strongly Agree
	Agree
	Neither
	Disagree
	Strongly 
Disagree

	
	
	1
	2
	3
	4
	5

	
Recruitment & Retention

	1
	Project oriented NGO has
faced a great challenge as 
staff turnovers are often
high and unpredictable
	4 (20%)
	9 (45%)

	4 (20%)
	3 (15%)
	0 (0%)


	2
	It is a challenge for the NGO to attract staff to work in remote and inaccessible area
	4 (20%)
	7 (35%)
	5 (25%)
	3 (15%)
	1 (5%)

	3
	 A challenge that NGO face is that they cannot find any dedicated candidates who can give full energy and concentrate in this sector 
	1 (5%)
	4 (20%)
	4 (20%)
	7 (35%)
	4 (20%)

	Compensation & benefits

	4
	NGO do not have their own funds so offering competitive benefits to employees is a challenge
	1 (5%)
	10 (50%)
	5 (25%)
	3 (15%)
	1 (5%)

	5
	 NGO is face challenge to provide incentives as it is financially dependent on donor funds entirely
	6 (30%)
	7 (35%)
	5 (25%)
	1 (5%)
	1 (5%)

	6
	NGO face challenges when  non-cash compensation benefits such as recognition, achievement awards is most difficult for employees to appreciate
	4 (20%)
	10 (50%)
	3 (15%)
	3 (15%)
	0 (0%)

	Training & Development

	7
	NGO has faced challenges of not having enough coaching mechanisms for staff 
	4 (20%)
	7 (35%)
	4 (20%)
	3 (15%)
	2 (10%)

	8
	Achieving goals is a challenge for the NGO since staffs sometimes feel a lack of monitoring and career guidance
	0(0%)
	9 (45%)
	6 (30%)
	4 (20%)
	1 (5%)

	9
	NGO struggle when they cannot create training that appeals to the New-age Learner

	4 (20%)
	8 (40%)
	6 (30%)
	2 (10%)
	0 (0%)

	 Performance Appraisal

	10
	Employee feels frustrated 
about the lack of constructive
feedback on their performance

	9 (45%)
	6 (30%)
	2 (10%)
	3 (15%)
	0(0%)

	11
	Due to the inaccuracy in the feedback process, annual appraisal fails to help employees to increase their productivity
	5 (25%)
	10 (50%)
	2 (10%)
	3 (15%)
	0 (0%)

	12
	NGO faced challenges to track staff performance because they do not have enough tools to support staff appraisals
	2 (10%)
	8 (40%)
	6 (30%)
	3 (15%)
	1 (5%)

	 Workplace Diversity

	13
	It is a challenge to cater  and address the requirements and experience of employees of different ages and genders


	2 (10%)
	9 (45%)
	8 (40%)
	1 (5%)
	0 (0%)

	14
	Maintaining employee engagement and fostering  communication among employees from different background is difficult 
	2 (10%)
	8 (40%)
	9 (45%)
	1 (5%)
	0 (0%)

	15
	Gender discrimination create challenge for the NGO as traditionally many HR companies are male dominated
	1 (5%)
	10 (50%)
	2 (10%)
	6 (30%)
	1 (5%)

	 Change Management

	16
	Whenever any technological or process has changed in a NGO, staff face disruption in their office work
	3 (15%)
	6 (30%)
	7 (35%)
	3 (15%)
	1 (5%)

	17
	Employees are less aligned with NGO’s objectives and feel disconnected when they are not up to date with the plan changes
	3 (15%)
	11 (55%)
	4 (20%)
	2 (10%)
	0 (0%)

	18
	NGO’s overall activities get weaken  when managers cannot handle change management process effectively
	6 (30%)
	9 (45%)
	4 (20%)
	1 (5%)
	0 (0%)

	 Development of Good Culture and Environment

	19
	NGO faces high turnovers because absences of  healthy cultural work place
	2 (10%)
	10 (50%)
	3 (15%)
	4 (20%)
	1 (5%)

	20
	NGO face challenges when they cannot give to workers the environment of flexible scheduling, meaningful job tasks with clear objectives
	7 (35%)
	6 (30%)
	3 (15%)

	3 (15%)
	1 (5%)

	21
	NGO cannot be financially successful when their workers cannot fit with the corporate culture 
	4 (20%)
	7 (35%)
	6 (30%)
	2 (10%)
	1 (5%)

	 Talent Management

	22
	Without a strong staffing management plan NGO might face difficulty with the rest of the talent management process.
	5 (25%)
	11 (55%)
	2 (10%)
	2 (10%)
	0 (0%)

	23
	NGO find themselves with a disengaged workforce when they cannot adjust talent management strategies to meet employee expectations
	6 (30%)
	10 (50%)
	2 (10%)
	2 (10%)
	0 (0%)

	24
	Creating a culture of engagement to increase retention is a NGO’s talent management challenge
	5 (25%)
	8 (40%)
	4 (20%)
	3 (15%)
	0 (0%)


















[bookmark: _Toc65412071]4.2 Survey Question Interpretation:
Here based on the Descriptive Analysis I give the interpretation of each survey questions that answered by the employees of SSS. 

[bookmark: _Toc65412072]Recruitment & Retention

Above 45% of employees agreed and 20% strongly agreed respectively that the project oriented NGO has faced a great challenge as staff turnovers are often high and unpredictable. So it seems true that project oriented NGO has faced this challenge. 
On the other hand, 20% of employees gave neutral answers because they were confused about their opinion. And 15% did not agree with the view. As they feel that staff turnovers are not the main issue or challenge for  project oriented NGO.


The second chart shows that 35% of employees agreed and 20% strongly agreed on this statement which indicates that NGO is really cannot attract their staff to work in a remote area.  Here 25% of employees could not agree or neither disagrees from above statement because again they could not express their thoughts regarding this. 
And 15% of employees did disagree and 5 % of employees strongly disagreed since they feel that NGO does not send their employees in such a place where it would be difficult for them to work. This is why it cannot be a challenge for the NGO. 

In the Graph highest 35% of employees disagreed and 20% of employees did strongly disagreed on this statement. They think that if NGO wants then they can definitely find dedicated candidates who give full energy and concentrate in this can sector, where 20% of employees did not have any exact response to give. Oppositely, 20% and 5% of employees agreed and strongly agreed respectively. As they feel that NGO might not get dedicated candidates because salary and many other issues. 
[bookmark: _Toc65412073]Compensation and Benefits

This chart represents that 50% of employees agreed and 5 % of employees strongly agreed on this statement because they know it is a fact that NGO does not have their own funds and has to depend on their donor so offering competitive benefits is a challenge for them. 
On this statement 25% of employees did not have any answer so they remain neutral. Then again 15% of employees disagreed and 5% of employees strongly disagreed as they feel that NGO can have sufficient funds to provide competitive benefits to employees. 

This Chart represents most of the employees of 30% and 35% agreed that NGO is facing challenge to provide incentives as employees believe that NGO is financially dependent on donor funds. For this reason it is hard for the NGO to provide incentives to their employees. But still few did not agree on this and 25% did not want to answer it. 



This chart states that highest 50% and 20% of employees did agree on this statement that employees cannot appreciate non –cash compensation benefits like recognition, achievement awards as they feel that employees prefer compensation and benefits more than recognition and awards.  However few are disagreed and the rest of them did not want to answer so they remain neutral on this statement.

[bookmark: _Toc65412074]Training & Development

This chart states that 35% of employees agreed and 20% of employees strongly agreed on this statement as they feel that NGO has scarcity of coaching mechanisms for their staff. Because they feel that NGO does not feel like to spend their money to buy new coaching mechanisms. Where 15% and 10% of employees did disagree on this statement because they feel NGO trains their employees in field work or train them practically so NGO does not need that much coaching mechanism. 

This chart shows that 45% of employees agreed on this statement that NGO faces challenge to achieve goal since staffs sometimes feel a lack of monitoring and career guidance. Employees feel that not all the managers cannot train or monitor them in an effective way or cannot guide them for a better career. 
Contrastingly 30% of employees did not answer it directly because they were confused about this statement and 20% and 5% of employees did disagree with the view as they do not feel it can be an issue or challenge for the NGO. 

In the Chart the highest number of employees did agree (20% & 40%) on this statement that NGO struggle for not creating training that appeals to the new- age learner which means that the New-age learners want to have an efficient training program so that they can get to learn about their works. So if Ngo cannot provide them that kind of training then it will be a challenge for the NGO. However, 30% of employees didn’t response directly to the question because they were in a dilemma to select any one option and few did disagree on it. 
[bookmark: _Toc65412075]Performance Appraisal

This chart represents 45% and 30% of employees did strongly agree and agree on this statement respectively. As they feel that if the employees do not get constructive feedback on their performance then it will make them frustrated. Every employee deserves to know how they are doing in their work and if they don’t well then they will reclaim. Whereas 15% of employees disagreed as they feel it cannot be a frustrating issue if employees do not get constructive feedback on their performance. 

This chart represents the highest number of employees did agree (25% & 50%) on this statement that annual appraisal fails to help employees to increase their productivity due to the inaccuracy in the feedback process. Employees feel that if managers do not give the proper feedback then it will affect on annual appraisal, because there will be no accurate feedback about employee’s performance and thus it fails to help employees to increase their productivity. 
Oppositely 15% of employees disagreed and feel this scenario will not affect on annual appraisal where rest of 10% did not answer directly. 

In the chart 10% and 40% of employees strongly agreed and agreed respectively on this statement. Employees feel that NGO does not want to spend money to buy new technology and tools to track staff performance so that by using those tools they can support staff appraisal and this is why it becomes a challenge for the NGO. And 30% of employees did not answer directly because this question didn’t attract them to answer.
However 15% and 5% of employees did disagreed and strongly disagreed as they feel without using those tools NGO can track staff performance by checking the feedback from managers. 
[bookmark: _Toc65412076]Workplace Diversity

This chart represents that 10% and 45% of employees strongly agreed and agreed on this statement that it is a challenge to cater to and address the requirements and experience of employees of different ages and genders. Oppositely most of the employees did not find attractive to this question this is why 40% of them did not answer it directly. 

This chart states that the highest number of employees which is 45% did not answer to this question directly. As employees feel that NGO does not have to maintain employee engagement in the work and despite of being from a different background it is not difficult for the employees to communicate among them because communication is also a part of the work. 
However 10% and 40% of employees strongly agreed and agreed on this statement because employees feel that this can be a problem to the employees. Especially they feel that fostering communication among employees from a different background can affect on employees because there can be happened a miscommunication. 

This chart shows that 5% and 50% of employees did strongly agree and agree on this statement that gender discrimination can be a challenge for the NGO because traditionally many HR companies are male dominated. As employees feel that it seems true in the NGO. Male employees or managers cannot fully appreciate to the female employees and do not want to hear their opinion most of the time in a meeting and it is also difficult for the female workers to get promotion. 
Oppositely 5% and 30% of employees strongly disagreed and disagreed respectively on this statement as they like to feel that in this century there is no gender discrimination happen in the NGO and HR companies is giving equal priority to both the male and female employees.
[bookmark: _Toc65412077]Change Management

This chart represents that 35% of the employees did not answer directly on this statement because they are confused about the question this is why they could not express their opinion regarding this. 
However 15% and 30% of employees strongly agreed and agreed respectively on this statement that if technological or process has changed in the NGO then staff face disruption in their work. As they feel that employees of the NGO are used to work in the same process and with the same technology but when these things are changed then employees take time to do the work with new technology and thus it will disrupt in their work. Oppositely the rest of 15% and 5% of employees did disagree with the view as they think that by doing work using new technology or process is not a big issue.




This chart represents that the highest number of employees (15% & 55%) did agree with this statement. As they feel that employees are less aligned with the NGO’s objectives and they feel disconnected when they are not up to date with the plan changes. Many times NGO does not disclose their objectives with their every employee and also employees get detach from their work when there any plan changes but NGO does not inform them. However 20% of employees did not like to answer to this question directly because they were confused. And few of them did not agree with the view. 

This chart shows that the maximum number of employees of 30% and 45% did strongly agree and agree with the statement. They feel that if managers do not prepare, equip and support employees to successfully adopt change in order to drive organizational success and outcomes then NGO’s overall activities get weaken. Oppositely 20% of employees did not agree or disagree with the statement and few of them disagreed on the statement.



[bookmark: _Toc65412078]Development of Good Culture & Environment

The chart represents that 10% and 50% of the employees did agree with the statement as they feel that many employees has to work in the field in an NGO. There they have to give a lot effort to work but they cannot have a good healthy cultural work place or they cannot have their personal desk table in the office. For this reason NGO faces high turnovers for not providing a healthy cultural workplace.
 Oppositely 20% & 5% of employees did disagree on this statement because they feel that NGO provide a good cultural workplace for their employees and in the case of the field workers then those workers have already known that their job responsibility will be like this and they do not have any personal desk but NGO provides them a healthy workplace where they can work easily so for them it is not the main issue for high turnovers.

The chart represents that 35% and 30% of employees strongly agreed and agreed respectively. As they feel that flexible schedule is an essential thing for the employees because they have their own life to spend and need an exact time table for doing and finishing work as well. And Employees want a meaningful job where they can know what task they have to actually do and finish. This is why they need a clear objectives about the work that after finishing it they will learn and achieve something from this and also they need to know that how their works contributing in the NGO. But when these things are not happened then NGO face challenges. 
However 15% and 5% of employees disagreed on this statement because they feel NGO always gives a flexible time schedule and give a meaningful job with clear objectives to do. At the same time 15% of employees did not answer to this directly.

This chart shows that 20% and 35% of employees agreed with the statement because they feel that employees are the asset for the NGO. When employees work hard the NGO can be able to reach the goal can be financially successful. So providing a flexible corporate culture where employees can be fit with it is necessary for the NGO. When NGO fails to give it to them then they cannot be financially successful. 
However 30% of employees did not answer to it as they feel this cannot be an issue for the NGO and few did disagree with the view as they feel workers can be easily fit with the corporate culture.








[bookmark: _Toc65412079]Talent Management

The chart represents that the highest number of employees which are 25% and 55% did strongly agree and agree respectively on this statement. Employees feel that the primary purpose of talent management is to create a motivated workforce so that employees will stay with the NGO in the long run. And also NGO needs to try attracting and retaining high quality employees. So for this reason a strong staffing management should be done otherwise NGO might face difficulty with the rest of the talent management process. 
However 10% of employees did not answer to this question directly and 10% of employees did not agree with the statement.

This chart shows that the maximum number of employees which are 30% and 50% did strongly agree and agree respectively. As employees feel when NGO cannot adjust talent management strategy to meet employee expectations or when they cannot do the plan of action to optimize employee performance then NGO find themselves with a disengaged workforce.
Oppositely 10% of employees did not answer to it directly and few of them did not agree because they think NGO can make a good talent management strategy and can adjust with it so it cannot be an issue to find themselves with a disengaged workforce.

The chart shows that the majority of the employees did strongly agree and agree with the statements which are 25% and 40%. Skillful, talented and experienced employees are the strength for the NGO and to retain them is a big challenge. So NGO need to create a culture such as give employees the tools they need to do their job well and so on. But if they fail to do it then it will be an NGO’s talent management challenge. 
Oppositely 20% of employees did not answer it directly because they could not give exact opinion on this statement. However 15% of employees disagreed as they feel that it cannot be a NGO’s challenge but it cannot be a NGO’s talent management challenge. 










[bookmark: _Toc65412080]4.3 Findings
This report is all about to conduct survey questionnaire method to collect information about what is the “Society for Social Service” employee’s perception regarding about those factors that are creating challenges for the HR department in an NGO. 24 questions were asked to them from 8 factors that are creating challenges in their HR department via Google form. They have a clam & pleasant workplace where anyone can want to work. They give their employees a good atmosphere to work which is the prime concern for any employee and it also motivates their employees to work for their NGO.
The questionnaire is all about those factors that are creating challenges, issue and problems for the HR department in an NGO. In every question most of the employees strongly agreed and did agree with the challenges that their HR department are facing. Under Recruitment and Retention factor employees of the NGO agree that NGO is facing turnover issues, difficult to attract employees to work in a remote area but oppositely employees disagree with the fact that NGO cannot find any dedicated candidates. Since NGO does not have their own funds so under compensation & benefits factor, they did agree with all the challenges about incentives. Next under the training & development factor, because of not having enough coaching tools in the NGO most of the employees did agree with all the statements. Under the workplace diversity factor, here most of the employees remained neutral and did disagree also about the different ages, genders, different background and male dominated issues. It seems like these things are not happened in this NGO. Under the rest of the entire factors’ performance appraisal, development of good culture and environment, change management and talent management most of the employees did agree with those statements. As results managers do not guide or monitor their employees effectively, managers fail to give constructive feedback to employees, employees face problems when NGO do not inform their employees about the technology and process changes.
Apart from all of those things, they have some good sides to be mentioned. This NGO’s director and assistant director try their level best to reach out their goal with their employees and make ensure that they can provide all the necessary things to their employees. This NGO cannot give their employees incentives all the time but their compensation structure is appreciable. Their starting salary is good and they try to provide appropriate salary according to the designation.  During the Covid-19, for this reason they take adequate precaution so that their employees remain safe and healthy. Their employee’s behavior is good and they helped each other. 































Chapter Five
“Recommendation and Conclusion”










[bookmark: _Toc65412081]5.1 Recommendations
From findings want to give some recommendation to the NGO. They are-
· NGO should buy new coaching mechanism and updated their tools so that they can provide efficient training program to their employees.
· NGO should provide constructive feedback on their employee’s performance.
· NGO should keep inform to their employees if they change any process or technology.
· NGO make ensure that their employees can fit with their corporate culture.
· NGO try to provide other benefits to their employees.

[bookmark: _Toc65412082]5.2 Conclusion
The goals of doing this report come out with extraordinary consequences of new experience. There are many things to learn from the employees of “Society for Social Service” like how they think about those factors that are crating challenges in their HR department, how much it affects their HR’s activities and how this NGO face those challenges. The positive perceptions hold by the employees of this NGO regarding their Compensation, workplace and safety. Some problems also figured out from the survey. This is why providing some probable recommendation for those problems. In general it’s a great experience of doing such a report which helps to congregate practical knowledge. 
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	Name
	
	Gender
	1.Male
	2.Female

	Age
	1. (21-25)
	2. (26-30)
	3. (31-35)
	4. (35-40)
	5. (40+)

	Designation
	Junior Officer
	Senior
Officer
	Senior Program Officer
	Senior
Program manager
	Executive Director



	SL
N0
	Statement
	Strongly Agree
	Agree
	Neither
	Disagree
	Strongly 
Disagree

	
	
	1
	2
	3
	4
	5

	
Recruitment & Retention

	1
	Project oriented NGO has
faced a great challenge as 
staff turnovers are often
high and unpredictable
	
	
	
	
	

	2
	It is a challenge for the NGO to attract staff to work in remote and inaccessible area
	
	
	
	
	

	3
	 A challenge that NGO face is that they cannot find any dedicated candidates who can give full energy and concentrate in this sector 
	
	
	
	
	

	
Compensation & benefits

	4
	NGO do not have their own funds so offering competitive benefits to employees is a challenge
	
	
	
	
	

	5
	 NGO is face challenge to provide incentives as it is financially dependent on donor funds entirely
	
	
	
	
	

	6
	NGO face challenges when  non-cash compensation benefits such as recognition, achievement awards is most difficult for employees to appreciate
	
	
	
	
	

	Training & Development

	7
	NGO has faced challenges of not having enough coaching mechanisms for staff 
	
	
	
	
	

	8
	Achieving goals is a challenge for the NGO since staffs sometimes feel a lack of monitoring and career guidance
	
	
	
	
	

	9
	NGO struggle when they cannot create training that appeals to the New-age Learner

	
	
	
	
	

	 Performance Appraisal

	10
	Employee feels frustrated 
about the lack of constructive
feedback on their performance

	
	
	
	
	

	11
	Due to the inaccuracy in the feedback process, annual appraisal fails to help employees to increase their productivity
	
	
	
	
	

	12
	NGO faced challenges to track staff performance because they do not have enough tools to support staff appraisals
	
	
	
	
	

	 Workplace Diversity

	13
	It is a challenge to cater  and address the requirements and experience of employees of different ages and genders


	
	
	
	
	

	14
	Maintaining employee engagement and fostering  communication among employees from different background is difficult 
	
	
	
	
	

	15
	Gender discrimination create challenge for the NGO as traditionally many HR companies are male dominated
	
	
	
	
	

	 Change Management

	16
	Whenever any technological or process has changed in a NGO, staff face disruption in their office work
	
	
	
	
	

	17
	Employees are less aligned with NGO’s objectives and feel disconnected when they are not up to date with the plan changes
	
	
	
	
	

	18
	NGO’s overall activities get weaken  when managers cannot handle change management process effectively
	
	
	
	
	

	 Development of Good Culture and Environment

	19
	NGO faces high turnovers because absences of  healthy cultural work place
	
	
	
	
	

	20
	NGO face challenges when they cannot give to workers the environment of flexible scheduling, meaningful job tasks with clear objectives
	
	
	
	
	

	21
	NGO cannot be financially successful when their workers cannot fit with the corporate culture 
	
	
	
	
	

	 Talent Management

	22
	Without a strong staffing management plan NGO might face difficulty with the rest of the talent management process.
	
	
	
	
	

	23
	NGO find themselves with a disengaged workforce when they cannot adjust talent management strategies to meet employee expectations
	
	
	
	
	

	24
	Creating a culture of engagement to increase retention is a NGO’s talent management challenge
	
	
	
	
	











1. Project-oriented NGO has faced a great challenge as staff turnovers are often high and unpredictable
1. Project-oriented NGO has faced a great challenge as staff turnovers are often high and unpredictable	Strongly Agree
20%
Agree
45%
Neutral
20%
Disagree
15%
Strongly Disagree
0%
Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.2	0.45	0.2	0.15000000000000024	0	

2. It is a challenge for the NGO to attract staff to work in a remote and inaccessible area
2.It is a challenge for the NGO to attract staff to work in a remote and inaccessible area	Strongly Agree
20%
Agree
35%
Neutral
25%
Disagree
15%
Strongly Disagree
5%
Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.2	0.35000000000000031	0.25	0.15000000000000024	0.05	
3. A challenge that NGO face is that they cannot find any dedicated candidates who can give full energy and concentrate in this sector
3. A challenge that NGO face is that they cannot find any dedicated candidates who can give full energy and concentrate in this sector	Strongly Agree
5%
Agree
20%
Neutral
20%
Disagree
35%
Strongly  Disagree
20%
Strongly Agree	Agree	Neutral	Disagree	Strongly  Disagree	0.05	0.2	0.2	0.35000000000000031	0.2	
4. NGO does not have their own funds so offering competitive benefits to employees is a challenge
4. NGO does not have their own funds so offering competitive benefits to employees is a challenge	Strongly Agree
5%
Agree
50%
Neutral
25%
Disagree
15%
Strongly Disagree
5%
Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.05	0.5	0.25	0.15000000000000024	0.05	
5. NGO is face challenge to provide incentives as it is financially dependent on donor funds entirely
5. NGO is face challenge to provide incentives as it is financially dependent on donor funds entirely	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.30000000000000032	0.35000000000000031	0.25	0.05	0.05	
6. NGO face challenges when non-cash compensation benefits such as recognition, achievement awards are most difficult for employees to appreciate
6. NGO face challenges when non-cash compensation benefits such as recognition, achievement awards are most difficult for employees to appreciate	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.2	0.5	0.15000000000000024	0.15000000000000024	0	
7. NGO has faced challenges of not having enough coaching mechanisms for staff 
7. NGO has faced challenges of not having enough coaching mechanisms for staff 	Strongly Agree	Agree	Neutral	Disagree	Strongly Disgaree	0.2	0.35000000000000031	0.2	0.15000000000000024	0.1	
8. Achieving goals is a challenge for the NGO since staffs sometimes feel a lack of monitoring and career guidance
8. Achieving goals is a challenge for the NGO since staffs sometimes feel a lack of monitoring and career guidance	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0	0.45	0.30000000000000032	0.2	0.05	
9. NGO struggle when they cannot create training that appeals to the New-age Learner
9. NGO struggle when they cannot create training that appeals to the New-age Learner	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.2	0.4	0.30000000000000032	0.1	0	
10. An employee feels frustrated about the lack of constructive feedback on their performance
10. An employee feels frustrated about the lack of constructive feedback on their performance	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.45	0.30000000000000032	0.1	0.15000000000000024	0	
11. Due to the inaccuracy in the feedback process, annual appraisal fails to help employees to increase their productivity
11. Due to the inaccuracy in the feedback process, annual appraisal fails to help employees to increase their productivity	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.25	0.5	0.1	0.15000000000000024	0	
12. NGO faced challenges to track staff performance because they do not have enough tools to support staff appraisals
12. NGO faced challenges to track staff performance because they do not have enough tools to support staff appraisals	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.1	0.4	0.30000000000000032	0.15000000000000024	0.05	
13. It is a challenge to cater to and address the requirements and experience of employees of different ages and genders
13. It is a challenge to cater to and address the requirements and experience of employees of different ages and genders	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.1	0.45	0.4	0.05	0	
14. Maintaining employee engagement and fostering communication among employees from a different background is difficult
14. Maintaining employee engagement and fostering communication among employees from a different background is difficult	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.1	0.4	0.45	0.05	0	
15. Gender discrimination creates a challenge for the NGO as traditionally many HR companies are male-dominated
15. Gender discrimination creates a challenge for the NGO as traditionally many HR companies are male-dominated	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.05	0.5	0.1	0.30000000000000032	0.05	
16. Whenever any technological or process has changed in an NGO, staff face disruption in their office work
16. Whenever any technological or process has changed in an NGO, staff face disruption in their office work	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.15000000000000024	0.30000000000000032	0.35000000000000031	0.15000000000000024	0.05	
17.Employees are less aligned with NGO’s objectives and feel disconnected when they are not up to date with the plan changes
17.Employees are less aligned with NGO’s objectives and feel disconnected when they are not up to date with the plan changes	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.15000000000000024	0.55000000000000004	0.2	0.1	0	
18. NGO’s overall activities get weaken when managers cannot handle the change management process effectively
18. NGO’s overall activities get weaken when managers cannot handle the change management process effectively	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.30000000000000032	0.45	0.2	0.05	0	
19. NGO faces high turnovers because absences of healthy cultural workplace
19. NGO faces high turnovers because absences of healthy cultural workplace	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.1	0.5	0.15000000000000024	0.2	0.05	
20. NGO face challenges when they cannot give workers the environment of flexible scheduling, meaningful job tasks with clear objectives
20. NGO face challenges when they cannot give workers the environment of flexible scheduling, meaningful job tasks with clear objectives	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.35000000000000031	0.30000000000000032	0.15000000000000024	0.15000000000000024	0.05	
21.NGO cannot be financially successful when their workers cannot fit with the corporate culture
21.NGO cannot be financially successful when their workers cannot fit with the corporate culture	Strongly Agree	Agree	Neutral	Disagree	strongly Disagree	0.2	0.35000000000000031	0.30000000000000032	0.1	0.05	
22. Without a strong staffing management plan, NGO might face difficulty with the rest of the talent management process
22. Without a strong staffing management plan, NGO might face difficulty with the rest of the talent management process	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.25	0.55000000000000004	0.1	0.1	0	
23. NGO find themselves with a disengaged workforce when they cannot adjust talent management strategies to meet employee expectations
23. NGO find themselves with a disengaged workforce when they cannot adjust talent management strategies to meet employee expectations	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.30000000000000032	0.5	0.1	0.1	0	
24. Creating a culture of engagement to increase retention is an NGO’s talent management challenge
24. Creating a culture of engagement to increase retention is an NGO’s talent management challenge	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	0.25	0.4	0.2	0.15000000000000024	0	
image1.png
ALISH3,
'ty

2

%"’fanm\w

UNITED




