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EXECUTIVE SUMMARY

For this project of performance Management System conducted one of the Local consulting
organizations named hibo training and consultancy (HITRAC) was mostly based on face to face
interview and group discussions though there was some challenges when it comes some of the online

interviews as there was Covid 19 pandemics which caused some problems to the research.

The Standard framework for employee Performance Management System could be very critical for
any business enterprise and if it controlled properly professionally it can participate and lead for
corporation’s achievement to attain its objectives. This document is only organized and managed by
Somali nearby Organization named HITRAC. This corporation is a nonprofit business enterprise
primarily based totally in Somalia that offers schooling, expert studying, Research and Consultancy

and has the exercise of those fields of expertise.

Based at the studies and locating I'm able to upload few hints to enhance the Performance
Management shape of this corporation. As in keeping with my process enjoy of operating in HR
Department and additionally my getting to know from IHRM route from UIU University, my advice
will assist to HITRAC Company to study and improve for his or her Employee Performance

Management System.
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1.0INTRODUCTION

1.1Background of the study:

Performance Management gadget of employees is how well they may be presently
performing clarifies what needs to be done to decorate normal overall performance.
Performance is the degree of achievement of the duties that make up employee's job,

presentations how well a employee is exciting requirements of a job.

Job normaloverall performance: it's farneteffect of employee's try as modified with the
resource of the usage ofabilities and duties perceptions, to reaprelevantdegree of
normaloverall performance a Minimum degree of Proficiency must exist in each of the

generaloverall performance Components.

The idea of Performance Management machine is to installation career normal overall
performance expectations through which employees can effectsrecognizewhat
ispredictedof their job. It allows Managers to reinforce their employees, the
characterobligationto meet their goals and evaluate their privatenormaloverall

performance.

A famous Performance Management gadget can usually be based totallymostly
oncomments and Discussions amongst Employees and their supervisors. A present day
survey indicates that handiestthree out of ten personnel agree that their Organization's

Performance Management machinehelpsdecorate Performance.

Less than Forty percent of employeessaid their systemsmountedsmooth Performance goals,

generated honestcomments or used technology to streamline the process. While the



onesresultspropose that there may be poorly designed Performance Management System

in plenty of Organization.

| actually havedecided on Hibo Training and Consultancy (HITRAC) a community
Organization workingsupplying Capacity Building trainings Seminars and workshops to
Government Civil Servants and one of a kindcompany it modified into mounted in
Mogadishu SOMALIA June 2017 with the resource of the usage ofa set of educators and
Professionals it's faraim is Promoting Development through Research, Consultancy and
Capacity Building trainings. Geographically its headquarters is in Mogadishu Somalia and

Field Offices in one of a kind Regions in Somalia.

Hibo training and consulting corporation is registered underneath Somalia Government law
as training and consulting corporation. Hibo training and Consulting Company has
longstanding enjoymeeting the needs and aspirations of customer Organizations in search
of to take a systemsmind-set with their private Complex challenge. Hibo training and
consulting corporation wider networks of Researchers and Relationships offers the
crucialcapabilities and know-how to deliver the Scope of hard work with strongratein your

money.

My Research study specializes with inside the Standard Performance Management System
of HITRAC to discover if there can beareasin whichneed for furtherdevelopment with
withinside the Areas of Policy development, Employee Development Plan, art work Life
Balance and Work Development, Employee well-being Programme, Flexible Work
arrangements, What makes HITRAC's employeesremainsinspired to performefficiently

and overall performanceof theirart work.
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1.2 Objectives of the study

The Objectives of the study are as follows:

v" To know HITRAC'S standard Performance Management system by its employees

v To understand the Managing Practices of HITRAC's Performance Management
system

v To identify the Challenges and Limitations of HITRAC's Practice and procedures
for the Performance Management system of its Employees.

v To suggest Necessary Measures for the Improvement of HITRAC's Standard

Performance Management System

1.3 Methodology of the Study
The Main Research strategiesdetermined on for this observehad been Survey Based plus

Secondary data Analysis thereforethis isconsidered as a blendedmethod

Data Sources:

For the collection of the Primary | really have used a Survey methodthroughmanner of
method of Developing a Standard Questionnaire Covering Five (five)
maximumocriticalareas with severe sub-questions on an first raterating scale for each of the
five Areas superiorin case youneed to get the rightdata from determined on HITRAC's
employees. At the give up of the Questionnaire Four Descriptive answer sections are
designed for the employees to specific themselves with eachfine or horrible or blended of

Positive and Negative feedbacks.
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The Selected Main Four Areas are:
v" Employee Satisfaction with the HITRAC's Performance Management System and
the Consequences associated of workerprofession and potential development.
v' Employee Performance Objectives are SMART and the Indicators are
understandable
v' Employee Performance Objectives are associated with their Job Descriptions

v' Employee Performance Objectives setup are in location at the startof each year..

Selection of Respondents

Twenty Five (five) Employees blended Male and Female gender employerunderneathfirst
rateemployee Status, Seniority and the Managerial diplomahad been purposively
determined on. Among the respondents 60% had been Female wherein the remaining 40%

had been Male.

Data Analysis:

The Survey Questionnaire had beensuperiorthe usage of Google hyperlink sheet and
dispatched to the selected Employees via their emails and that they've submitted their final
respondents via the identical Google sheet. The dataassessmentwhich incorporates Charts

and Graphs has been generated the usage of the Google sheet.

Finally the Data had been analyzed carefullybased totallymostly on Qualitative and
Quantitative measures. All the relevant findings have beendescribed in dataassessment and
findings section. The Survey Questions and its Graphs and Charts have

beenpresentedunder Neath Appendix.
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1.4 LIMITATIONS OF THE STUDY
HITRAC is a huge consultancy Company with a whole Number of 136 Employees as in

keeping with the finalupdatedfactsof their Employee list on October 2021, due to the Covi-
19 pandemic it could not be viable to conductan entire mapping and staff interactions with

their staff as an opportunity I clearly have achieved a sampleduration of 38.

The assessments emerge ascompletedbasedcompletelyon theemployee response. A
largesampledurationcould have beenmoreappropriate for producing a smoothphoto of the
HITRAC's Performance Management System butdue to the winning Covid-19 pandemic
situationface to face interview have emerge asone of theprimarylimitationsto build upthe

desiredfacts from the respective personnel.

The take a look atperiodis alsoconsidered as a downside of the take a look at. As the
Supervisor of this take a look atisn'tspherical and the comments is continuously be certainly

this leaded moreoversevereback and forth miscommunication limitations.

2.0 ORGANIZATION PROFILE

2.1 History of HITRAC

HITRAC emerge asinstallation in Mogadishu in June 2017 thrumanner of method of a set
of Professionals, HITRAC Company completed National and International recognition
after its establishment. HITRAC has its maximumcritical Head Quarter in Mogadishu
Somalia and has Operational Offices in Hargeisa, Kismayo, Beledweyn and Baidoa.
HITRAC is schooling and consulting agency which interests at promotingdevelopmentvia

Research, Consultancy and Capacity trainings.
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HITRAC shares a commonregionpurpose with its clients and provides seamless services
that allow them to create corporation strategies. Hibo schooling and consulting agency has
a longstanding experiencemeeting the needs and aspirations of patron Organizations

seeking to take a systemsmind-set with their very owncomplex challenge.

Hibo schooling and consulting agency is a miles wider community of Researchers and
relationships which offers the criticalskills and information to deliver the scope of exertions

with sturdypricefor your money.

2.2 HITRAC's Mission, Vision and Value Statement

Every Organization have a course for its employeewherein the Organization is going and
what the Organization is trying to achieve, what is taking regioninsideaspect the
Organization and what behavior is predicted of its personnel, HITRAC has moreover set

its mission, Vision and price statement.

The Mission of HITRAC is to offer its clients an immoderateniceschooling and to guide
them via the way of strategic extrude and to act a trustedconsultant, offeringgoals and

results-orientedassessment, solutions and implementation.

The Vision of HITRAC is to be the number one and high-nicetrusted Research and

schoolingconsultantinsideaspect the Africa. The values of HITRAC are Honesty and

objectivity, patron focused, Professionalism and integrity Intellectual rigor and Excellence
2.3 Structure of HITRAC

HITRAC is a privatebasedcompletelycorporation with a staffing duration of 136 personnel,

HITRAC headed with the useful resource of the use of an Executive Director and Deputy
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Executive Director. HITRAC's researchregion is break up into five divisions which may
bebeneath the direct supervision of the Executive Director. The Program Director is the
senior characterthis isimportant the day in recent timessports activitiesinsideaspect the
Organization, the groupleader is beneath the Program Director wherein the Project
workforce are beneath the groupleader, and there are Field Monitors which may

bemoreoverbeneath the Senior Project Officer.

FIGURE 1: HITRAC Organizational Structure
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Figure 1 HITRAC Organizational Structure

2.4 Senior Leadership team

HITRAC Organization is led with the resource of the usage of the top chief, the Executive
Director collectively with senior Leadership crew (SLT). The members of the SLT are

Executive Director, Deputy Executive Director, and all Senior Division Directors and the
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Directors of all the Departments beneath CMS. All Organizational selections are noted and
agreed with the resource of the usage of the SLT and basedabsolutelyon theagreement
Executive Director collectivelyalongsidetogether along with his authority approves
changes. Some most importantactions as in line with the Organizational insurance are legal

with the resource of the usage of the Board of Trustees.

2.5 Board of Trustees
Boards of trustees of HITRAC are the govt committee that jointly supervises the sports
activities of the organization. As in line with the HITRAC insurance the Board of trustees
consists of 12 members and usuallythey are elected organization of human beings that has

regularresponsibility for the Management of the Organization.

3.0 FINDINGS AND DISCUSSIONS

3.1 HITRAC's Standardized Performance Management System
The evaluation of any employeeordinaryoverall performance is basedmostly

oncrucialdesires the number one is to create a diploma that as it should be assesses the
employeeordinaryoverall performance and the second is to create an ordinaryoverall
performancesizesystem that promotes the development and the operational skills of the

organization.

Findings
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1. Based on my research there can besome survey indicates that the feedback from the
street supervisors helpssomeemployeesunderstand their pastime and ordinaryoverall
performanceexpectationsbetterat thesame time there can beevidence indicating that
Performance appraisal records is probably to be an accuratedeliver of records than informal
interactions with the supervisor, talking with human beings and specificsymptoms and
symptomsprovided with the resource of the usage of the pastime itself, and personal

feeling.

2. The ordinaryoverall performancefeedback literature is alsoindicates that the credibility
of the supervisor is crucial to reputation of appraisal records. The credibility appears to
dependintentlyon thesupervisor's perceived degree of knowledgeabout the employee's

pastime and degree of interestinsideaspect the employee's welfare.

3. My research to HITRAC organizationis alsoindicates that employee’srateof theirnon-
publicordinaryoverall performancehigher than do their supervisors. This is supported with
the resource of the usage ofevidence that employees are probably to without a
doubtreceiveincrediblerecordsabout themselves and to reject horrificrecords. Both of
thesetendenciesmayhave a propensity to dilute the motivational have an impact on of any

crucialordinaryoverall performance appraisals.

Rating Format
1. As in line with the Research | actually havecarried outin the direction of HITRAC it

indicates that behaviorally basedabsolutely scales have now no longer met early

17



expectations. Also the study’s findings are notabsolutelysteady it seems to be that scale
formats have drastically little impact on psychometric bestat the same time asimpact is
indexed with the resource of the usage of interpreter agreement rater errors, convergent and
discriminant validity of scores. In distinctivetermsusing behavioral in preference to no
behavioral language and the physicalaffiliation of the size do now no longerseem
likecrucial in terms of the validity of the overall judgments aboutthe generaloverall

performance.

2. There is lack of rigor insideaspectthe selection of anchors which indicates that the
finalword has now no longer been spoken on themerits of behavioral strategiesto attain
scales. It moreoverthe size that the choice of method and the formatalso canmoreover make
a differenceinsideaspect the usefulness, if now no longer the accuracy of the scores. Scales
containing specific behavioral examples may bemoreuseful for providingfeedback to

employees, trait scales may bemoreuseful for scorethose rated.

3. In litigation managingordinaryoverall performance appraisal, the courts have
demonstratedaeasypreference for pastimespecific dimensions. There are little researchthat
isright now addresses the validity of scoresobtained on pastimespecific or brand new
dimensions. There is also an evidenceindicates that raters may match at the
globaldiplomain preference topastimespecific or brand new insights, there can bemoreover
a bigbody of research on mistakesinsideaspect the scores that shows that raters do now no
longer deeply mitigate the difference of the man or woman perceptions in the direction
ofthe generaloverall performancecritiques this indicates that similarresultscan bepredicted
from rating scales that use pastimespecific or brand newordinaryoverall performance

dimensions.
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4. This researchis alsoindicates that scores of the street supervisors in the direction of their
subordinates have now no longer been strongly consideredto showthe overallpicturegraph
of the generaloverall performancecritiques it without a doubt designed to study the
electricity of cognitive and distinctive cap capacitytests to
assumeemployeepastimeordinaryoverall performance, in distinctiveterms they had been
used to validate employment tests. These studiescontinuouslyshow a low to mildplaced
correlation amongst employments tests and the supervisorscores, pastime incumbents
whose rankings are wellon thecheckhave a propensitymoreover to get maintain of
suitablescoresand those with low checkrankingshave a propensity to be rated mediocre
performers. While admittedly spherical this relationshipoffersfurtherindirectevidence that
supervisors can rate their employees with somedegree of accuracy whether or not or now

no longerthey'll accomplish that during an operational putting is eachdifferent matter.

A substantialform ofrating scale formats, defining ordinaryoverall performance
dimensions at numeroustiers of specificity, commonly used rating dimensions
encompasspersonalinclinationsas an instance initiative, leadership, and perseverance
pastime behaviors. The extensivesort of scale elements has ranked as immoderate as

11butmost appraisal scales is amongstthree and five.

3.2 Managing Practices of HITRAC’s Performance appraisal system.
Human Resource Department is a department of Organization who isresponsibleto
governall theabilitiesrelated to the Organization’s personnel, this is we see that the Human

Resource Department is the coronary heart of the business enterprise.
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Figure 2: HUMAN RESOURCE MANAGEMENT FUNCTIONS
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Figure 4 HUMAN RESOURCE MANAGEMENT FUNCTIONS

As a Human Resource pleasantexercisebusiness enterprise HITRAC has its very own
Human Resource Department whoseaccountablehandlingall of the above functions, being
the enterpriseassociate of the business enterprise. Employee Performance Appraisals is
cautiouslycontrolledvia way of means of the Human Resource team, from HR Planning
thru retention of personnel are controlledvia way of means of the HITRAC’s HR team.
Employee Performance Appraisal machine is a key feature for HR department.
Recruitment, team of workers development, Onboarding most of theseelements have direct

hyperlinks which one some other.
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Performance Management is a key industrialbusiness enterprisesystem that insures well-

coordinated person and organization efforts into organizational dreams.

3.3 Challenges of HITRAC’s Performance Appraisal system

Performance appraisal machine of any Organization is HR department’s featureto study a
worker’s overall performanceinside a business enterprise. The evaluation of worker’s
overall performanceoffers a perception on his activityunderstanding and the nice of

paintings.

Employee Performance Appraisal is often anordinaryassessment of a worker’s
activityoverall performanceit's farto present the personnel a remarks on their
everydayordinarysports and additionally to justify a pay boom and bonuses in addition to

termination decisions.

Although all personnel hate the overall performance appraisal machineon theidentical time
it's far a preferredsystem to observe the business enterpriseto assess their personnel. In
order to lessen the troubles and problemsinflicting the overall performancevalue
determinations Managers mustprovideremarksconcerning the overall performance of the

personnel.

Employers have commonly been apprising personnel who paintings for them as they may
bebeneath neath their supervision. Anoverall performance appraisal is commonlyprimarily

based totally on to applyputtingdreams and growingaavenue map for workerdevelopment.

As consistent with my studiescloser to HITRAC’s Performance appraisal machinel even

havelaunchedthe subsequent challenges:
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3)

b)

d)

Lack of SMART goals setup: this becamecertainly considered one amongthe
largestdifficulty which personnelnotion that they may benow no longer evaluated
prettyin preference to being judged on overall performance, broadly
speakingpersonnelfearthey may be judged via way of means of race, gender or how
an awful lot their line supervisor get along.

Comparing amongstpersonnel: Mostly personnelassume that the overall
performancevalue determinations are faulty and unfair whilethey may beas
compared to their colleagues in place of their very ownoverall performance, every
now and theneven if the manager ranks aworker above their coworkers the
workercan also additionallyneverthelessexperience dissatisfied.

Same consistentscore: the studies survey 10 human beings have interviewed in
which 7 out of the ten say that the overall performanceassessmentnot
anythingextrudesomething for some of years this will be as an example that a 3rd
of workeroverall performancevalue determinations make an developmentin
whichsome otherfee do worse and the overall performance of the
relaxationstaysconsistent.

Personal bias: Personalities of each supervisors and subordinates have an effect on
of the entireoverall performance appraisal machinevia way of means of substituting
the organizational requirementsin theassessmentsystem. Mostly the supervisors
generally tend to fall pray of subjectivity in place of the objectivity of the worker
in achieving organizational dreamsdue to the fact the subjectivity commonlyresults

in unfairness with inside theformula of the assessment decisions.
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e) Poor Assessment: whilst | became assessing with inside theworkernon-
publicdocumentsl even havelaunchedor evenshows my studiescloser to HITRAC
that there'sterribleoverall performance appraisal evaluationthere has been no
interest to the understanding of the worker supervisors on the idea that becausethey
may be the bosses they have gotgood enoughrecognition of the business enterprise
in engaging inworkerassessment. Inadequate managerial educationconcerning the
necessities of the workerevaluationresults inflawed implementation of overall
performance appraisal programs.

f) Factor of time and value: time and value is the fundamentalmission of HITRAC’s
workeroverall performance appraisal and commonlythoseelements limits using the
overall performance appraisal strategies that produce the pleasant result.
Performance appraisal calls for the manager or the roadsupervisor to
preserverightmusicof everyworkervia way of means of writing reviews and
documenting worker’s informationso long asevaluationpaperworkcommonly
require extra time to fill the overall performance appraisal information. The overall
performance appraisal machinecalls forextra time to layout appraisal paperwork for
exclusivepersonnelinside an organizational putting. In a fewinstancesthe road
managers discover it smoothto copy an assessmentpastimethe usage
ofprecedingoverall performance appraisal paperworkin preference to formulating

new paperwork that embody any modificationswithin side thebusiness enterprise.

Job contract wise respondents with gender count
As | even havestated in my early studies papers the respondents had beendecided on

purposively to recognizethe same old HITRAC’s Performance appraisal machinecarried
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out to the personnel are same and truthful and their perceptions and reports are just

likedifferentpersonnel.

Three agreementclassvarieties of Fixed, transient and informal (brieftime period) contracts
had beendecided on, the discernunderindicates the fixed-time period male and woman ratio
is 34% for woman and 41% for male, the transient ratio is 9.5% for woman and 11% for

male, and the informalagreement male and woman ratio is 7% for woman and 5% for male.

Figure3:Job contract wise participants with gender count

g Female gMale

45.71%
37.14%
8.57%
5.71%
2.86%
CSA others Emeritus Scientist Fixed Term

Figure 5 Job contract wise participants with gender count
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Gender wise Education Level

Figure 4: Education Level of Respondents

u Intern®ediate GraMuate Ma%ters Postgraduate Ph.D

Figure 6 Education Level of Respondents

Length of Service wise analysis

Figure 5: Respondents’ Length of Service with HITRAC Company

Intermediate: Female=0, Male=1; Graduate: Female=2, Male=1; Masters: F=10, M=8
Post Graduate (10): F=3, M=7; PhD: F=0; M=3

u 0-Myeas 16-25Years 26 andaboveY®ars 6-15Yeas
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Figure 7 Respondents’ Length of Service with HITRAC Company

The duration of service of respondents with HITRAC Company also were taken into
account to know the overall satisfaction of HITRAC’s employees. For the respondents
6% have been with HITRAC Company for 26 years plus,27% for 16-25 years,40%
for 6-15 years and 27% for below 5 years. Out of this analysis, it seems that employees
are satisfied with HITRAC Company for its overall service conditions and pay

packages.

Percentage (%) of Overall Feedback Received on Employee Satisfaction on
Performance appraisals are as follows:

a) Basic Salary b) House Rent allowance ¢) Conveyance Allowanced) Eid Bonus

e) Salary Scale; f) Performance increment; g) Cost of living adjustment; d) Income Tax;
e) Overtimepayment

Agree = 70%; Neutral= 20%; Disagree = 10%

There is a scope to address disagreement of respondents who disagreed on overall

compensation.

Percentage (%) of Overall Feedback Received on Employee Satisfaction on Non-
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Monetary Benefit elements as follows:

a) Leave policy b) Flexible Working hours c) Life Insurance; d) Medical facilities
e) Career Advancement opportunity f) Acquire New skills and Knowledge

g) Tea-Coffee;

h) Transport facility i) Cafeteria Facility j) Work Life Balance h) Children Benefits.

Agree = 70%; Neutral= 20%; Disagree = 10%

There is a scope to address for 10% of respondents who disagreed on overall non

monitory benefits.

Percentage (%) of Overall Feedback Received on Employee Satisfaction on Human
Resources Rules

a) Existence of Human Resource Department; b) Timely disbursement of salary

c¢) Automation of process d) Timely Salary Survey e) Timely communicates contract
ISSues;

f) Easy access to HR g) Retirement procedure

Average Disagreement rate is 10%

Percentage (%) of Overall Feedback Received on Employee Satisfaction on
Retirement benefits elements as follows:

a) Provident Fund; b) Gratuity/End of Service Benefits; ¢) Leave Encashment

27
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40 SUMMARY ANDCONCLUSION

41 MajorFindings

The major findings from this research study are as follows:
e Employee contract types currently enforced in HITRAC are not similar based on
their performance appraisal.
e Pay package and benefits are satisfactory for Fixed-termemployees;
e The temporary contract type employees are assumed to have job insecurity due to

the length of their contractperiods;

e The fixed-term contract type employees are deprived of a number of benefits,
e.gprovident fund, leave encashment, children benefits, medical benefits; life

insurance, performance incrementsetc.

e Absent of end of Service Benefits for all contract types ofstaff.

Recommendations

HITRAC is areputed international health research organization where Human Resources
practice is present and enriched with policies and procedures. | would recommend the
followings as a part of best HR practice to make the organization’s employees happy

and secured:

1. To have a Performance Appraisal policy which guides all the steps of the
performance appraisals
2. Toapply the Policy of the Performance Appraisal system and encourage the Line

supervisors and the subordinates very strongly.
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6.

7.

To develop a Standard Performance Appraisal form to conduct the evaluations
To identify the performance measures and the indicators very clearly

Setup a guidelines document for employee feedback

Outline employee expectations for their improvement in the Organization

The outcome and the result of the performance appraisals should always be based

on the employee career development.

8.

Improve Productivity during the evaluations process through better goal

Management

9.

Address those who are poor performance immediately following organizational

procedure.

43

ConcludingRemarks

HITRAC should address the findings of the study and recommendations made in this

report to minimize gap identified in its Employee performance Appraisal system in

order to retain them and be satisfied with their job to increase the productivity of the

Company
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This survey might becarried out to recognize the employee’s pridedegreecloser to the

overall performance appraisal practices within side theemployer. The following questions

are designed handiest for studies purpose. The datamight bestored confidential. Please

do now no longerpoint out your name.

1. Name of organization:

3. Department:
4. Grade pay:

5. Types ofemployment

Personal Information :( Tick onmarks the appropriate answer)

« Gender: Male:Female:

Life Insurance

Medical facility

Career Advancement Opportunity

Acquire New SKIITs and
Knowledge

Benefits (like tea, coffee) provided
by company

Transport Facility

Cafeteria Facility

Work life balance

QXN O HNWNE

Children benefits

Employee Satisfaction with RetirementBenefits

SL NO

I am happy with following
Retirement Benefits
Variables

STRO
NGLY
AGREE

AGREE

NEUTRAL

DISAGREE

STRONGLY
DISAGREE

Provident Fund

Gratuity/End of Service Benefit

Leave Encashment

Post-Retirement Medical Benefits

SR A M

Alumni Association

I1. Employee Satisfaction with Human ResourcesRules
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SL NO I am happy with STRON | AGREE| NEUTRAL| DISAGREE| STRONGLY
following Human GLY DISAGREE
Resources Rule AGREE

1. Existence of Human Resources
Department

2. Recruitment Procedure

3 Easy access to HR

4. Appropriately communicates
contract issues

5. Timely Salary Survey

6 Automation of processes

Timely disbursement of salary

I. What | like best about working for organizationis.....

I1. Things that need little change in HITRAC Organizationis.....

I11. What I like best about The Company’s Performance appraisal system is...

IV. Things that need little change in HITRAC’s organizationis.....
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Appendix — Il

CompensationandBenefits:EmployeeSatisfactionSurvey

Participants’ Classification:
Gender wise Participants

Gender Number
Female 15
Male 20
Grand Total 35
Job Contract Type
CSA others
Emeritus Scientist
Fixed Term
Grand Total

Female

33

Pemale Male

13
15

Male

1

3
16

20

Grand Total



Job Contract wise Participants
withGenderCount

Female. .Male
571 8.57
- oo |1l
CSA Emeritus Fixed

Education Level Female Male Grand Total
Intermediate 0 1 1
Graduate 2 1 3
Masters 10 8 18
Post graduate 3 7 10
PhD 0 3 3
Grand Total 15 20 35

Education Level

B Intermedia®e Graduat® Masters Postgraduate PhD

34



Length of Service

B 0-5Yeadml6-25Years®6 andaboveYears®6-15Yeas

Overall Employee Satisfaction on Organization

Average Feedback on Overall Employee Satisfaction
on Organization
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46%

35

STRONGLYAGREE AGREE NEUTRAL DISAGREE
STRONGLYDISAGREE

Employee Satisfaction with Compensation

Career Advancement Opportunity

Medical facility

Lifelnsurance

Flexible WorkingHours

LeavePolicy

36



u 0% 10% ®=20% 30% 40%
70%

B

%

AlumniAss
46
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Post Retirement Medica "

14%

LeaveEncashment

50%

60%






PROJECT QUESTIONARE

AbdiDiniAddow
ID No: 115202009

Privacy Statement

Please complete this survey and do not write any identifying marks on the survey as
participants are meant to be anonymous. All information will be kept confidential.
Any concerns can be communicated to me directly to my below telephone Number
616340202

Answer the following questions by circling the most appropriate answer
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1. Employee Performance Objectives setup is in place at the beginning of every
year

o Yes
o No

2. Performance objectives are SMART, and the indicators are understanble.

o Yes
o No
o Notsure

3. Performance Objectives are related to the Employee Job Description

= Related to the Job Description
» Related to the specific assignment
= Related to the specific mission

4. Employee has a timely Annual appraisal before the end of his or her contract
= For newly hired staff
= For middle level staff
= Consultants
= Domestic and junior staff
= Senior staff
5. Annual Appraisals are completed and reported in the last quarter of the year
o Every staff
o Some staff
o Staff majority of the staff
o Others
6. If an employee resigns from the work less than a year, he applicable to make

a performance appraisal before he leaves.

o Yes
o No
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10.

11.

Employee training and their career development are based on their work
performance

o Majority of the staff

o New staff

o All staff

o Those signed commitment letter

The HR personnel for firm usually do midterm review for employee
performance appraisal during the year.

o All staff

o Some of the staff ending their contract

Supervisors sit their subordinates to discuss objectives setup at the beginning
of the year.

o Yes

o No

Employee promotion and motivations depends on performance evaluation
scores.

o Yes
o No

Performance appraisal documents are filled and kept in employee personnel
files.
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o Yes
o No

12. How do you rate the communication with employees in terms of Performance

appraisals?

o Very good (8-10)

o Good (5-7)

o Acceptable (3-4)

o Not good (0-2)

13. Refresher training about how to conduct effective employee performance
appraisals is given to the supervisors.

= Effective employee performance appraisals are given to the supervisors.

= To ensure that skills learned during the initial training are not lost due to
lack of use

= Training to keep their skills up to date

= QOther

14. Are special work time arrangements such as compressed work weeks,
flexible schedules and telecommuting offered?
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o Yes
o No

15.  Key Performance indicators reports are shared with the Senior HR

Manager.

Strongly agree

Agree

Don't
agree/disagree

Strongly
disagree

Disagree

16. The Job descriptions for the employees are measurable in terms of
performance appraisal.

Strongly agree

Agree

Don't
agree/disagree

Strongly
disagree

Disagree

17. Institutional Annual report included employee performance appraisals

Strongly agree

Agree

Don't
agree/disagree

Strongly
disagree

Disagree

18. Employee attitudes towards performance management system are morally fine.
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https://www.englishforums.com/English/DontAgreeVsDisagree/brwvqr/post.htm
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https://www.englishforums.com/English/DontAgreeVsDisagree/brwvqr/post.htm
https://www.englishforums.com/English/DontAgreeVsDisagree/brwvqr/post.htm
https://www.englishforums.com/English/DontAgreeVsDisagree/brwvqr/post.htm
https://www.englishforums.com/English/DontAgreeVsDisagree/brwvqr/post.htm

Strongly agree

Agree

Don't
agree/disagree

Strongly
disagree

Disagree
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