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ABSTRACT 

The purpose of this study was to assess the practices and challenges of human resource 

management in the case of administrative support staff at the school of commerce, Addis Ababa 

University.  Three basic questions were formulated, which emphasized the extent to which all the 

sample stakeholders understand about the issue under investigation. In order to meet the 

objectives of the study, descriptive survey design was employed.  Questionnaire was used as 

main tool of data collection. Interview and document analysis were used to substantiate the data 

gathered through questionnaires. Frequency, percentage, mean value and standard deviation 

were utilized to analyze quantitative data gained through the questionnaires. The qualitative 

data gathered thorough interview and document analysis were analyzed by narration. The unit of 

analysis for this study is school of commerce was sampled purposively, while respondents are 

randomly selected among supportive staffs from the school of commerce.  The findings of this 

study revealed that less participation rate of female supporting staffs at Addis Ababa University, 

School of Commerce were observed and majority of the supporting staffs were relatively 

energetic, matured and fit to take responsibilities. Besides, employees with the mean and SD 

value respectively (X=3.19, SD=0.92) confirmed that School of Commerce has written human 

resource practice and principles such as selection, promotion, termination and implemented 

periodically. The study also identified the sample employees moderately agreed that trainings 

are important in improving the employees’ performance to give quality service. Finally the mean 

as well as SD value of (X= 3, 91, SD=1.05) respectively confirmed that the majority of the 

respondents agreed and rated as a great extent  and they underlined that recruiting skilled 

employee is timely issue and mandatory as well. Besides, there was slight difference and 

variation among the opinions of the sample respondent. Furthermore, performance appraisal 

process were implemented modestly depends on the employees’ actual performance and the 

feedback practices which is given to employees after performance appraisal was fairy 

undertaken. And the study participants have confirmed that they all actively involved in 

formulating rules and regulations and planning & preparing school budget. Finally, the school 

of Commerce is advised to update its employee’s skills and knowledge through training and 

leadership development to cope with technological advancement and competitive environment 

and capacitate the ability of its employees as long as efficient and effective implementation 

human resource management practices concerned. 

 

Key Words: Human Resource Management, Supporting staff and School of Commerce  
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Chapter one 

1. Introduction  

 

1.1. Background of the study 

 

Human Resource Management (HRM) is a branch of management which is responsible to focus on 

a staff basis for concentrating on those aspects of operations which are primarily concerned with the 

relationship of management to employees, employees to employees, development of the individual 

and the group that of prompting and stimulating every employee to make his/her fullest contribution 

to the objective of the School of Commerce. HRM can be also defined as a process of bringing 

people and organizations together so that the goal of each are met. HRM is a part of management 

process which is concerned with the management of human resources in an organization. It tries to 

secure the best from people by winning their wholehearted cooperation. It may be explained as the 

art of procuring, developing and maintaining competent workforce to achieve the goals of an 

organization in an effective and efficient manner.  

 

According to the Invancevich, (2007: 45) HRM is concerned with the most effective use of people 

to achieve organizational and individual goals. It is the way of managing people at work, so that 

they give their best to the organization” (Harrison (2000), .Human resources are people asset of the 

organizations. According to Haslinda (2009a), human resources are organizations have greatest 

assets because without HRM, everyday activities such as managing public service, communication 

and dealing with customers that will not be completed alone. This shows that employees and their 

potential they possess are key drivers of the organizations success. Moreover noted by Haslinda 

(2009b), in order to maximize organizational effectiveness and to ensure the employees potential, 

capabilities and talents must be developed and updated. 

 

Human Resource Management (HRM) practice is a comparatively new attitude to treatment 

people in numbers of institute. People are considered the crucial resource in this approach and it is 

concerned with the people aspect in management of the educational institute. Since an institute is 

a body of people, their achievement, development of skills, inspiration for higher levels of 

fulfillments, as well as confirming maintenance of their level of assurance, are all significant 

activities. There is growing evidence that human resources are decisive to achieve the goals of 
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institutional success, and may offer the best return on investment for sustainable competitive 

advantage (Price, 2007). 

 

Human resource management, as a discipline and practice in the management of people in an 

institute that has evolved and developed into different areas. These disciplines and practices have 

gone through a process of trial and error, theory building and testing of various concepts by 

practicing managers. The essential powers behind the growth and development of human resource 

management have been mainly environmental, and the mission for knowledge of better ways of 

obtaining and using employees in the educational institutes (Armstrong, 1995). 
 

Human Resource Management is the most important system to affect production performance in 

organizations (Stone, 2008). The study of how to manage employees is extremely important for 

organizations in sustaining their competitive advantage in today’s business environment. Thus, 

human resource management plays a very significant role in influencing employee’s behavior 

within organizations (Huang, 2008). HRM is also a technique which is used to develop and enhance 

workers motivations, productivity and performance. According to Desimone, (2002), HRM clearly 

indicates that people are key resources of the firm to be actively managed and developed. Human 

resource management has now increasingly been recognized as a strategic function that together 

with other crucial functions that help organizational effectiveness and performance. 

 

Human resource management challenges remains as one of the most widely investigated topics in 

the human resource management. Educational institutions must know current levels of HRM 

challenges before taking measures to reduce it.  Furthermore different institutions have tried to 

investigate the area on different variables of HRM challenges. Most researches have also 

addressed the possible causes of HRM problems on educational institutions regarding academic 

staff members. What is more, few researchers focused on administrative staff identifying the 

causes of HRM challenges and recommending possible remedial strategies.  

 

The level of HRM problems can be identified and depend on the administrative staff of the school 

of commerce. HRM practice in the school is one of the main issues that extensively affect the 

overall administrative performance of the institute. Educational institute is required to adopt clear 

Standard Operation Procedures (SOP) that decreases the gap among management and support 

staffs accordingly. Wang, & Zhao, (2012) states that educational institute in Ethiopia is 
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responsible for preparing knowledgeable, skilled and attitudinally matured graduates with 

demand-based fields. Amlaku, (2010) also states that different researchers attempted to 

investigate the area on different variables regarding impacts on support staff management 

challenges and tried to identify the level of management problems and its influence. 

 

Accordingly, this study is designed to examine the Human Resource Management Practices and 

Challenges at the school. Hence, the key issue of this study is to identify and check the practices 

and challenges of HRM and its policies, guidelines and strategies used for HR at the school of 

commerce, Addis Ababa University. 

 

2. Statement of the Problem 

 

Organizations in the World are in competition to provide efficient and effective service to their 

customers to satisfy and enhance their needs. To achieve this, organizations utilize resources 

properly. Among the resources, human resource is one of the most important ones such us 

financial resource, physical or material resource, information resource. It is the most critical one 

that makes a difference in an organization’s performance. As cited by Seidu (2011), people and 

management of people are increasingly seen as key Practices and Challenges of Human Resource 

Management in any organizations. The extent to which a work force is managed effectively is a 

critical element in improving and sustaining organizational performance. Human Resource 

Management is a pattern of planned Human Resource Development (HRD) and activities which 

affect the behavior of individuals with the intention of enabling organizations to achieve their 

goals (Noe, H. 2006).    

 

All HR activities are dependent upon the manager’s efforts to formulate and implement the 

organizational strategy (Morris, (2000). Human resource management refers to the policies, 

practices, and systems in organizations for recruiting and developing their employees as well as 

influencing their behavior, attitudes, and performance to achieve the organizations goals (Stone, 

2006). Human resource management competency contains an organization's ability to recruit, 

train and develop, maintain and utilize prospect-oriented employees with their capacities in a way 

that they comply with their organization's goals (Richard, & Johnson, (2001).  
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Overview the Human Resource Management Practices  

 

In the year 1995, the current government (EPRDF) decentralized the Ethiopian Civil Service 

sector’s power. This process is somehow new to the sector in comparison to the previous system. 

Because of this process of decentralization, many employees are not satisfied with the new 

arrangement in relation to placement to wored as and posts. What makes the situations worse is 

that recruitment and selection of employees takes place not based on manpower planning but 

rather on the basis of solving immediate problems. 

Training is not given for immediate personnel’s, no accountability procedures are in place to take 

measure whenever decision makers commit mistakes within their authority, inter-organizational 

transfer of employees is based on personal contact, promotion is not based on performance, 

inadequate screening (examination and interviews) not based on merit principles (Federal civil 

service agency,2003) cited in Paulos (2007). In the same line, the recently introduced result 

oriented performance appraisal system suffers from poor human capacity, lack of transparency, 

weak follow-up, loose linkage between performance and reward that hamper the system 

(Solomon, 2005:36). 

 

As we all noticed, human resource management practices effectively used to solve a number of 

existed problems that continuously observed in the practice of HRM. Without personnel 

development, it is impossible to raise about institutional development. Therefore, arranging 

educational program and facilitating, continues training to the employees could have their own 

share to mitigate an existed gap. Although there are many human resource management 

functions but, many of the previous research limits themselves only on four functions namely: 

Recruitment and selection, performance appraisal, training and development and reward. 

Nevertheless, most organizations in Ethiopia are characterized by lack of funding for human 

resource management research and development. Thus, this research undertaking might fill many 

of the existing gaps. 
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HRM Practice in Ethiopia  

 

For the last four decades, Ethiopia has had formal rules and procedures in accordance with the 

principle of developing a meritocratic/professional civil service. However, serious failures in 

execution marked the two previous regimes (Paulos, 2007).The Civil Service is the operational 

arm of the government charged with the implementation and administration of public policy. The 

origins of the "modern" civil service in Ethiopia dates back to 1907 when Menelik II initiated the 

formation of a few ministries with the aim of lending an orderly and efficient arrangement to the 

workings of government. 

 

It is an organ of the Federal Government Administration, which is responsible in all matters related 

to civil servants’ recruitment, selection, promotion, transfer, salary increment, position 

classification, salary scale and exclusive right to issue regulations after approval by the council of 

ministers (Alemayehu, 2001). Notwithstanding there were problems. These were the lack of strong 

participation from the concerned organs especially in the preparation of position classification, 

salary scale and job descriptions; and lack of trained personnel to prepare the same and inclusive 

policy. Furthermore, the absence of strict devotion to the civil service rules and regulations and 

political intervention in personnel matters were seen as chronic problems of the time (Paulos, 

2001).The Dergue (1974-1991) replaced the imperial era. 

 
 

The role of HRM effectiveness creates a sustained competitive advantage in promoting an 

organization's overall performance (Richard, 2003). Effective human resource management can 

identify each employee’s knowledge, skills, and attitudes (KSAs), that motivates employees to 

use their KSAs and place them in appropriate positions in order to achieve the organization's 

effectiveness and efficiency(Lado, and Wilson, 994). HRM practices in influencing an 

individual’s attitude and behaviors is believed that HRM practices will have significant and 

positive relationship on institutional innovation via knowledge management. Without good 

practices of HRM, institutes will face problems to solve their challenges. 

 

Employees are the key and vital resource that will requires proper management to handle and 

maintain them. To this end, effectiveness of any educational institute is highly dependent upon 

the human resources management in achieving its goals .To accomplish this goal, competent and 

committed employees will  required along with proper management. Some of the  challenging 
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issues of HRM systems are improper recruitment, poor management, poor human resource 

development, poor selection of candidates, inappropriate placement of jobs, poor 

communication, insufficient compensation and benefit packages, inappropriate orientation, 

inconvenient working environment, Performance appraisal, Lack of Transparency, Weak follow 

up and lack of innovation opportunity etc. These problems severely affect the objective of the 

organization and will produce poor customer services resulting poor customer satisfaction, high 

replacement cost, lack of equal opportunity. 

 

An organization will incur huge costs due to improper HRM practices in terms of time and 

finance to train the newly recruited staff in order to make them effectively adapt to the working 

environment and demonstrate the required skills and experience. It is difficult to operate and 

attain the objective of the organization if employees fail to report to the HRM accuracy.  Losing 

critical employee such as knowledgeable, experienced and qualified employees due to poor 

management systems will bring losing customers and comfort with operational disruption. When 

the organization is drained of expertise and morale of employees, it will be negatively affected.  

It is evident that many studies have been conducted on areas of academic and administrative staff 

in educational institutes.  

 

Many investigations on HRM systems in educational institutions of Ethiopia were focused on 

academic staff. Keeping in mind of the above explained facts, different researches were 

conducted on human resource management in Ethiopia, for example; Simachew (2014), in his 

research finding, indicated that academic staff members in many of Ethiopian Universities were 

motivated to-update their knowledge accordingly so as to enhance their capabilities for teaching 

activities. Teachers did not stay longer with the knowledge they had in their previous existing 

position. They are allowed to continue their further education either in the country or abroad. 

Tegegne, (2008).also pointed out that academic staff was given various benefits such as houses, 

cars, etc.  in order to create conducive condition and to facilitate teaching-learning activities.  
 

Most of the time, support staff were not also encouraged to learn their further education either in 

the country or foreign country. They were simply given training program that helped to perform 

their tasks at a certain period of time. In view of the above in lights, administrative support staff 

have been given less attention by the management of the university regarding their contribution 

for teaching- learning tasks.  Nyameh and James (2013) showed that in their studies, achieving 
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Management Objectives (MO) of the Schools was affecting by human resource management 

practice before certain years ago, the researcher was a member of the school and the researcher 

also have close work relation. So practical observation and experience School of commerce did 

not achieve management objectives as required because of lack of employees’ commitment and 

morale. 

 

The above problems invited the researcher to carry out a study on human resource management 

practices and challenges of administrative support staff in Addis Ababa University the school of 

commerce in focus. To achieve this purpose, the researcher was specifically formulating the 

following basic research questions: 

 

1   What are the major practices of human resource management at the School of Commerce? 

2    To what extent  does the School of Commerce is discharge human resource management practices? 

3   What are the major challenges that affect human resource management practices at the      

School of Commerce? 

 

1.3. Objective of the Study 

 
1.3.1. General Objective 

 
The general objective of the study is to assess the practices and challenges of human resource 

management in the case of administrative support staff at the School of Commerce. 
 

1.3.2. Specific Objectives 

 

The study was tried to address more specific objectives as follows; 

1   To assess the current human resource management practices in the case of   administrative 

support staff at the School of Commerce. 

2    To understand the extent to which human resource management at the school of commerce.  

3   To identify the major challenges of human resource management at the school of commerce  
 

 

 

 

 

1.4. Delimitation of the study 
 

There are two categories of human resources at the School of commerce. The first category 

consists of academic staff that is mainly concerned with teaching, research and Community 



17 
 

Service. The second category consists of administrative support staff that provides assistance 

for academic line managers to achieve the objectives of the school. Moreover, the study was 

delimited in terms of focal study area. It is restricted to investigate human resource 

management practice and challenges of administrative support staff at the school of commerce 

Addis Ababa University. 

 

1.5. Significances of the Study 
 

The analysis and findings of this study would have much significance for educational 

institutions. This research study may help the management office and decision makers to 

investigate the factors of HRM systems practices and challenges at the School of Commerce, 

Addis Ababa University. The study may serve as a base for other studies of Administrative 

support staff management systems in any other higher institutions. It will help create awareness 

how HRM System would affect institutions. It may initiate the management to see different 

experiences from reducing management challenges.  It may l have contributions for filling the 

gap with the process of knowledge development in the institution. 

 

1.6. Definitions of Key Terms 
 

The following terms were used in the research proposal according to the interpretation given below. 

 

Human Resource: refers to the talents and energies of people who are available to an 

organization as potential contributors to the creation and realization of the organization mission 

and vision (Encyclopedia). 

Human Resource Management: is a strategic, integrated and coherent approach to the 

employment, development and well-being of the people working in (Richard & Johnson 2001). 

Human Resource Management Practice: The definition as identified by Stone is: ‘HR 

activities such as job analysis, HR planning, recruitment etc. ‘HR practice for the purposes of 

this research will identify as human resource planning, recruitment, selection and placement 

(Price, 2007). 

Human resource Planning: the process of forecasting the supply and demand for human 

resources within an organization and developing action plans for aligning the two (Bratton and 

Gold, 1994). 
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Recruitment: The definition of recruitment is ‘The process of seeking and attracting a pool of 

qualified applicants from which candidates for job vacancies can be selected (Perlman 1992). 

Selection: The process of choosing from a group of applicants the best qualified candidate 

(Encyclopedia). 

Training and development: giving skills to employees how to perform their current work and 

enable them to have capacity to perform their activity continuously (Purcell, 2001). 

Performance appraisal: evaluating current employee’s performance and giving them feedback 

(Saiyadain, 1995). 

 

 1.7. Organization of the Study 

 

The study was organized into five chapters. The first chapter deals with background of the study, 

the nature of the problem, objectives of the study, significance of the study, Delimitations of the 

study, definitions of key words, and Chapter two, deals with a review of the related literature. 

Chapter three explains the research design and methodological framework upon which the study 

was conducted. Moreover, a detailed protocol addressing procedures, participant selection, data 

collection and analysis techniques as well as issues related to ethical considerations were 

discussed intensively. Chapter four dedicated to presentation, analysis and interpretation of the 

data. The last chapter consists of summary, conclusion and recommendations of the study. 
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Chapter Two 

 

Review of the Related Literature 

 

The purpose of this chapter is to present an understandable explanation of human resource 

concepts from various sources to support the research theoretically. The relevant HRM concepts 

can explain benefits of undertaking effective HRM practices in organizations. The chapter gives 

an overview of HRM theories to indicate the importance of HRM in managing people in any 

organization. HR practices are explained in order to make clear distinction of elements which 

play main roles in HRM.  

 

2.1.   Concept of Human Resource Management  

 
Human Resource Management (HRM) can be defined as focuses of managing people within the 

employer-employee relationship. Specifically, it involves the productive use of people in 

achieving the organization’s strategic objectives and the satisfaction of individual employee 

needs (Stone, 2002).  According to different authors, "Human Resources Management Practices" 

(HRM) is used to suggest a distinct philosophy regarding people-oriented organizational 

activities, a philosophy that helps modern businesses more than the classic personnel 

management did. And it is also conceptualized as a set of internally consistent policies and 

practices designed and implemented to ensure that a firm’s human capital contribute to the 

achievement of its business objectives (Delery& Doty, 1996). 

 

HRM practices is an assembly of strategically and operational activities (planning, recruiting and 

maintaining of employees), as a part of general management. And its purpose is to create an 

organizational climate for encouraging staff to achieve the objectives of the company. There are 

many resources that affect the performance of a company, so that people have a major 

contribution in adding value to the organization objective.  Skills, experiences, expertise and the 

relations between employees have a major importance in success or failure of the company. 

HRM practices become a strategic business partner with an essential role in the success of the 

company.  

 

HRM is a pattern of planned HR development and activities which affect the behavior of 

individuals with the intention of enabling organizations to achieve their goals (Wang, S. & Zhao, 
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S. (2012). All HR activities are dependent upon the managers’ efforts to formulate and 

implement the organizational strategy (Wei & Lau, 2005). HRM refers to the policies, practices, 

and systems in organizations for recruiting and developing their employees, as well as 

influencing their behavior, attitudes, and performance to achieve the organizations goals (Stone, 

2008). HRM competency contains an organizations ability to recruit, train and develop, maintain 

and utilize prospect-oriented employees with their capacities in a way that they comply with their 

organizations’ goals (Zaugg and Thom, 2003). 

 

Human resource management is the most important function of an organization that is related 

with managing of people asset of the organization in productive and competitive manner. 

According to Haslinda (2009) HRM is the process of managing human talents to achieve 

organization’s objectives. The process of managing human talents is said to include the process 

of recruitment and selection, compensation and benefits and also the management of employees’ 

safety and health in organizations.  As cited in Jhones and Bartlett (2009), Byars and   Rue 

(2006) defined Human resource management as a system of activities and strategies that focuses 

on successfully managing employees at all levels of an organization to achieve organizational 

goals.  

 

Similarly, according to Noe et al(2003, p. 5), HRM refers to the policies, practices and systems 

that influence employees behavior, attitudes, and performance. Deci (2010),  Nyameh and James 

(2013) defined Human resource management (HRM) as management methodology that involves 

establishment and execution of policies, programs and procedures that influence performance, 

capabilities and loyalty of the employees of an organization. When people become the most 

important resource of a company, the competitive advantage of an organization is in its own 

people (Manolescu, 2003). 

 

From the above point  of view,  the idea that HRM practices is not only just a part of the general 

strategy, staff administration, compensations, but also has to prepare employees to compete, to 

grow, to innovate and to develop themselves towards the goal of organization. HRM practices 

can generate increased knowledge, motivation, and commitment of employees resulting in a 

source of sustained competitive advantage for the firm. Since knowledge resides in an individual 

and given the role of HRM practices in influencing an individual’s attitude and behaviors, it is 
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believed that HRM practices has significant and positive relationship on organizational 

innovation via knowledge management. If HRM practices properly realigned, it can play a vital 

role in contributing to the management of organizational knowledge, and innovation will be 

realized through the ability to use the knowledge to identify and pursue the opportunity. This 

postulates that knowledge management effectiveness allowing employees to generate knowledge 

within their sphere of influence, and extent as of shared knowledge influences the organizational 

innovation (Dobni, 2006). 

 

In other words, HRM practices become crucial  how the  organizations influence and shape 

attitude, behavior and skills of individuals of importance to whether organizations deliver 

innovations that corresponds with their goals (Chen & Huang, 2009).  The role of HRM in 

organizations is dual. On the one hand, HRM concerns policies and practices for organizing and 

managing work which includes the fundamental structure of the work organization. On the other 

hand, HRM encompasses policies and practices to employ and manage people which includes 

both individual management activities as for example recruiting, motivating,developing and 

retaining employees, and also processes to inform, consult and negotiate with individuals and 

groups (Boxall & Purcell, 2011). 
 
 
 

 

In general, different HRM practices are seen as valuable to stimulate and support creativity 

mainly through enable freedom among employees, which hence improve innovation processes 

(Jiang etal., 2012). 

 

2.2. Historical Development of HRM Practices 

 
Ivancevich (2007), Haslinda (2009) stated that the history of HRM is started in England in the 

early 1800s during the craftsmen and apprenticeship era and further developed with the arrival of 

the industrial revolution in the late 1800s. In the 19th century, Frederick W. Taylor suggested 

that a combination of scientific management and industrial psychology of workers should be 

introduced. In this case, it was proposed that workers should be managed not only from the job 

and its efficiencies but the psychology and maximum wellbeing of the workers. Moreover, with 

the drastic changes in technology, the growth of organizations, the rise ofunions and government 

concern and interventions resulted in the development of personnel departments in the 1920s. At 

this point, personnel administrators were called ‘welfare secretaries’ (Ivancevich, 2007). 
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In the 1930s and 1940s various academic theories of management and the integration of 

management studies into general ‘social science’. By the 1960s, specialization has developed 

within the personnel function, which itself had become recognized as a business and work 

situation. Company personnel policies and procedures, new encompassed recruitment and 

selection, training, industrial relations, labor planning, salary administration and employee 

appraisal (Ibid). 

 

Although it was commonly accepted that HRM practices had formally started with industrial 

revolution. The fact is that the roots of HRM lie deep in the past, just as the employees who 

shared the tasks that have to be done in modern organizations. Societies in ancient periods also 

divided work among themselves. So it can be said that division of labor has been practiced since 

prehistoric times. Tasks were allocated according to skills such as the ability to find food or 

plants, track animals or cook (Price, 2007), but the major contribution to the development of the 

HRM systems is provided by industrial revolution in the 1800’s. 

 

Since the 1980s, human resource management (HRM) practices strategy has become an 

important topic for the management area; HRM strategy has achieved its prominence because it 

provides competitiveness and promotes managerial efficiency in the business area. The rise of 

human resource management practices in the 1980s brought managerial scholars to the link 

between the management of people and performance. A number of attempts were made to put 

empirical facts with the theoretical bones of the knowledge based firms and the specific HRM 

views concerning how the systems on HR practice, which can make an increment on the 

organizational performance. The approach that focuses on individual HR practices and the link 

with the performance continued since early 1990s (Price, 2007).  

 

Many authors understand HRM practices current role in the organizations is the main strategic 

issue. One of the distinctive features of HRM is that better performance is achieved through 

people in the organization (Aldamoe, Yazam, and Ahmid, 2012). HRM practices must constitute 

an essential competence in reaching the organizational and individual objectives and results, 

since human resources are valuable and constitute a source of competitive advantage as strong 

positive and significant correlations among HRM policies such as staffing, training, performance 

evaluation and compensation. These results are important for understanding the inter-
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relationships between HRM practices in order to enhance the effect of HR systems that have 

employee-based organizational outcomes (Aldamoe, Yazam, and Ahmid, 2012). 
 

In this context, organizations have turned to the perspective of creating competitive advantage.  

According to the Resourced Based View by Barney (1991), the creation of competitive 

advantage depends on prerequisites that may be closely related to the HRM area, since resources 

must be valuable and rare to the organization may never be imitated or replaced and the 

organization must be able to exploit them. Beauvallet and Houy, (2010) support that the key 

mechanism and decisive variable would justify the competitive advantages of companies alleged 

as being leaned that enterprises are directly related to HRM practices.  

 

2.3 Objective of Human Resource Management 
 

 Human Resource Management is important in the organization to have a competitive advantage. 

Aswathappa,(2009) said that  the primary objective of human resource management is to ensure 

the availability of competent and willing work forces to an organization that are important to 

achieve entire goal of the organization.  In the same way as cited in Mohamed et al. (2010) and  

Shumen (2009) describe that the goal of HRM is to maximize the productivity of an organization  

by optimizing the effectiveness of its employees while simultaneously improving the work life of 

employees and treating employees as valuable resources.   

 

Similarly, Armstrong (2006) stated that the overall purpose of HRM is to ensure that the 

organization is able to achieve success through people. In general, the main objectives of human 

resource management include HRM makes effective utilization of human resourcesto achieve 

organizational goals. It also helps achieve social goals by creating employment opportunities and 

meeting social needs of employees, HRM helps maintain adequate organization structure. It 

facilitates improved working relationships among all members of the organization. HRM creates 

harmony between organizational goals and the personal goals of employees. It recognizes and 

satisfies individual needs.  

 

It maintains high morale of employees; it continuously develops employees through training and 

development as well as other opportunities. Better quality of human resources results in 

improved productivity and it ensures cost-effective utilization of human resources. This avoids 

waste and promotes efficiency (ECSU, HRM module, 2008). 
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2.4. Human Resource Management Function 

 

Human Resource Management is a broad concept that is composed of different functions. HRM 

functions in all organizations include the following; human resource planning, recruitment & 

selection, orientation and placement, training & development, performance appraisal, 

compensation.  

 

2.4.1. Human Resource Planning (HRP)  

 

Human Resource Planning is the basic and beginning of function of HRM. It is the process of 

systematically reviewing human resource requirements of the organization to ensure that the 

required numbers of employees, with the required skills, are available when they are needed. It is 

base of all activities of human resource Management.  Aswathap (2005) stated that HRP is the 

process by which the organization ensures that it has the right number and kind of people, at the 

right place, at the right time, capable of effectively and efficiently completing those tasks that 

will help the organization achieve its overall objectives. Aswathap also said that Human 

Resource Planning translates organizations objective and plans the number of workers needed to 

meet those objectives. 

  

Similarly Beardwell and Claydon (2007:159) cited that HR planning as the procedure by which 

an organization ensures that it has the right number and kinds of human resources at the right 

place and at the right time. Mondy et.al (1999) stated that HRP is the process of systematically 

reviewing human resource requirements to ensure that the required numbers of employees with 

the required skills are available when they are needed. Human resource planning determines 

human resource required by the organization to achieve its strategic goals. Armstrong (2006) 

indicated that HRP is important function of HRM to identify and determine required human 

resource for the organization.   

 

Objective of Human Resource Planning Practice 

 
HRM plays vital role in achieving organizational goal and in developing human and 

organizational capacity. HRM assures that the proposed plans and goals of the organizations 

achieved through full involvement of human resource. HRP ensures optimum use of human 
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resources assesses or forecasts future skill requirements and provides control or measures to 

ensure that necessary resources are available when required.  Armstrong, (2006:pp.368) 

indicated that HRP has the following advantages. 

Goal Achievement:  According to Armstrong, HRP is important to attract and retain the number 

of people required with appropriate skills, expertise and competencies which is focused on the 

achievement of organizational goal and objective. 

Reduce Uncertainty:  HRP anticipates future problems of potential surpluses or deficits of 

human resource and plan action to deal with the problems arising from shortages and surpluses. 

Environmental Adaptation: HRP develops a well trained and flexible workforce, thus 

contributing to the organization’s ability to adapt to an uncertain and changing environment. 

Effective and Efficient Utilization of Human Resource:  HRP improves the utilization of 

people by introducing more flexible systems of work. It also ensures that the organization 

acquires and retains the quality and quantity of human resources it requires. 

Human Resource Development: Reduces dependence on external recruitment when key skills 

are in short supply by formulating retention, as well as employee development strategies  

 

Human Resource Management Practices of Planning  

 
Human Resource Planning is a crucial activity for HR managers. Beardwell and Claydon 

(2007:159) explain HR planning as “the process for identifying an organization’s current and 

future human resource requirements, developing and implementing plans to meet these 

requirements and monitoring their overall effectiveness. ”Generally, HRP can be understood as the 

process of forecasting an organization’s future demands for and supply of the right type of people in 

the right number. In other words, HRP is the process of determining manpower needs and 

formulating plans to meet these needs.  

 

An effective organization follows steps of HRP. According to Armstrong (2009), organization 

should follow series of steps during developing HRP. First, this includes that organization should 

assess current human resources; where organization looks at the jobs currently being done and 

the employees doing those jobs. Second, organization forecasts demand of the organization: in 

this step, organization estimates future human resource needs in terms of quality and quantity 
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based on organization's strategies and objectives. Organization's strategies and objectives provide 

future direction to the organization.  

 

They are translated into a forecast of demand for human resources. The demand is expressed in 

terms of number of people required and the skills needed. In third step, organization should have 

forecasting supply: here the organization estimate source of human resource supply from inside 

and outside the organization. The supply of internal sources maybe through promotion and 

transferring employees from other job areas. Sources that can reduce supply can be resignation, 

retirement, dismissal, prolonged illness or death. Regarding external sources it concerned with 

graduates from schools and colleges, people entering job market, and other job seekers in the 

labor market.  

 

The forth step is a Match demand and supply of organization: in this step the organization 

matches demand and supply forecasts to determine future shortages or surpluses of human 

resources in terms of quality and quantity. Additional staff will be required to meet the shortages. 

Retrenchment will be needed for surplus staff. It can consist of early retirement, lay-offs, leave 

of absence, work sharing, reduced working hours, etc. Finally, action plans are required to deal 

with shortages and surpluses of human resource. 

 

2.4. 2. Recruitment and Selection  

  
According to Itika (2011) the recruitment and selection process is concerned with identifying, 

attracting and choosing suitable people to meet an organizations human resource requirement.  

According to Tzafrir, (2006), recruitment and selection process determine decisions as to which 

candidates will get employment offers. The aim of this practice is to improve the fit between 

employees and the organization, teams, and work requirements, and thus, to create a better work 

environment. Recruitment and selection are critical function of HRM that need care during 

processing. According to Itika (2011) Managers responsible for recruitment and selection should 

be clear on the type of employees they are looking for. Lack of clarity may lead to poor selection 

criteria and may result in the wrong person being recruited for the job. 
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Recruitment 

 

Recruitment is defined as a process that seeks and obtains potential job applicants in sufficient 

numbers and quality in order to fulfill the available work positions as well as meeting the 

organization's requirements and expectations (Shen& Edwards, 2004). Recruitment is highly 

dependent on job analysis to identify the organization's needs. Recruitment is also linked to 

organizational strategy through human resource management planning ( Macky& Johnson, 2003).  

 

Objective of Human Resource Recruitment  

 
The objective of recruitment is to find suitable candidates to meet organizational needs in an cost 

effective a way as possible. We are therefore distinguishing between recruitment and selection. 

In practice, then, the objective of a recruitment procedure is to attract genuinely suitable 

candidates and carefully examine their credentials in order to produce a short list for further 

investigation in the selection procedures. In short, efficient recruitment of staff may be described 

as knowing what resources you want, what resources are available, and where and how they may 

be found cost effectively. For purposes of studying the main details and requirements of an 

efficient and systematic recruitment process, the task may conveniently be examined under the 

following headings such that determining the vacancies, sourcing strategy, recruitment policies, 

Preparing and publishing information, Processing and assessing applications and Notifying 

methods to applicants. 

Recruitment Process  
 

Before a decision about recruitment is made, it is necessary to ensure that the various aspects of a 

potential recruitment have been considered 

 

Job Analysis  
 

Job analysis is the process by means of which a description is developed of the present methods 

and procedures of doing a job, physical conditions in which the job is done, relation of the job to 

other jobs and other conditions of employment. Job analysis intends to reveal what is actually 

done as opposed to what should be done.  The purpose of job analysis is not to describe an ideal 

but show the management how at the moment the constituent parts of its business are being 
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carried out. Job analysis enables the HR department to compare different jobs. This will provide 

information about the status of various jobs as well as for job evaluation and training.  
 

Job Descriptions  

 

The results of job analysis are set down in job description. The job description describes a 

particular job. It states the purpose of a job and its relation with other jobs and people. A job 

description contains Job title, section or department and details of the workgroup,  information 

about the relationship with people connected with the job-both inside and outside the 

organization, Information about the work environment, details about hours of work, paid 

holidays , sick leave and details about salary, overtime, bonus, and such other benefits. Job 

description gives detailed information about the job, and even enables a candidate to make a 

decision whether he/she wants to take up the job. It also prepares him/her to perform duties with 

full understanding, without doubts.  

 

Employee Specifications 

 

Employee specification gives detail about the personal qualities desirable for a candidate to 

possess. It helps the organization to decide whether a particular candidate is suitable for the job. 

It seeks the Physical qualities- age, gender, health etc.  Mental qualities- alertness, patience, etc. 

Skills- It applications,  technical knowledge, Qualifications- education, experience, training etc 

and Personality- reliable, honest, hardworking, pleasant  

 

Attracting Suitable Applicants 
 

After the relevant job analysis, job description and employee satisfaction have been completed, 

the HRM department is ready to take steps to attract suitable candidates to apply for the job. For 

this purpose, the advertisement has to be posted with all relevant details as Full name of the 

organization, job title and its objectives, details of important tasks involved, important personal 

qualities required, information on salary and other benefits and information on how to apply and 

what documents are to be attached with the application  

 

Employment Application Forms  
 
 

Employment application forms are designed in such a way to elicit information in a sequential 

way. This helps the HRM in selection process.  
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Selection 

 

According to Mondy et.al (1999) selection is the process of choosing from a group of applicants 

that best suited for a particular position. It is a process by which an organization chooses the 

candidates from the list of applicants that meet the criteria for the position available, considering 

the current environmental condition (Ivancevich, 2007). The Success for most organizations 

depends on selecting the right employees with the required knowledge, skills and attitudes that 

help the organization in the realization of its strategic goals. It is concerned with hiring the right 

person for the right job as well as rejecting the applicants (Ibid). According to Mondy et.al 

(1999), selection is the most difficult and most important decision of managers because if the 

organization hires poor performers, even if the organization have perfect plans, sound 

organizational structure and finally tuned control system it cannot be successful long.  

 

The effective selection process requires clearly spelled out the job description and job 

specification, sufficiently large pool of prospective applicants, series of steps through which 

applicants pass, and standards to be used in selection. Organizational effectiveness depends on 

the quality of human resources. The right selection creates human capital, improves employer-

employee relations, increases productivity and commitment of employees, and facilitates 

environmental adaptation. On the contrary, poor selection leads to increased employee turnover, 

absenteeism, accidents, job dissatisfaction, high costs of training, and productivity losses (ECSU, 

HRM module, 2008). 
 

2.4.3 Training and Development 

 

Training and development is defined as activities within organizations. Training and 

development as a learning opportunity provides employees with an in-depth understanding of 

their organization's value and performance standard (Antonacopoulou, 2000). Training is 

understood by its applicability to most employers, and specific training is understood as the 

attainment of Knowledge, Skill and Attitude valuable to employer. As supported by the 

literature, training and development is an essential function in human resource management; and 

it plays a key role in giving employees an opportunity to improve their performance, and to 

gather more understanding of their organization's expectations and future directions. The 
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literature leads to the sub-question requesting information from the respondents regarding HRM 

practices such as training and development.  

 

Investing in employee training and development can enhance an organization's specific 

knowledge, especially in developing employees’ KSAs in their professional area (Birdi and 

Robinson, 2008). It would not be easy to have fully capable and developed employees in 

organizations; however organizations can provide opportunities through effective training and 

development systems or programme to improve their employees’ capability (Cunningham, 

2007). The importance of training and development is to recognize an organization's skill gaps; 

the gaps are between the skills which existing employees have and the skills which their 

organizations require them to learn or improve (Holland &Cieri, 2006). Training and 

development helps the organization's management meet its HR needs and requirements as well 

as improving their market value (Nel et al., 2008).  

 

Training and development in personnel control can be utilized to adjust antecedent conditions of 

performance including KSAs, and employee values and motives (Lakhani, andMalmi, 2008). 

Training and development is a way to add value to employees who are trained and developed, 

and it also adds value and creates a competitive advantage to their organizations (Burke and 

Hsieh, 2005). The purpose of training and development is to have the competency which relates 

to the cluster of KSAs that are associated with an organization's effective performance, and can 

be evaluated and improved through training and development (BergeandSmith, 2002). 
 

 

Training  

 

Training will be understood as any learning activity, which is directed towards the acquisition of 

specific knowledge and skills for the purpose of an occupation as task (Cole, 1999). According 

to (Desimon and Werner, 2002), training provides employees knowledge and skills needed to do 

a particular task or job. Most of the time, training is short term and is mainly focused on practice. 

As cited by Nyameh and James (2013),  training can be used as a tool for developing knowledge 

and skills to enhance an individual’s performance based upon the criteria of efficiency and 

effectiveness, besides achieving competitiveness and productivity (Cooke, 2000). 
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Development 

 

According to Desimon and Werner (2002), development can be defined as a set of systematic 

and planed activities designed by an organization to provide its members with the opportunities 

to learn necessary skills to meet organizations goal and objective. It is a planned and continuous 

effort by management to improve performance of organization (Mondy et.al 1990). Development 

will be seen as any learning activity, which is concerned more with Practices and Challenges of 

Human Resource Management of any organizations. It is an activity that has a long-term focused 

on preparing for future work responsibilities, while also increasing the capacities of employees to 

perform their current jobs (Desimon and Werner, 2002). 
 

 

Objective of Training and Development 

 

Training and development program is important to equip employees with different skills and 

knowledge to adapt and to be competitive in the changing world. According to Bratton and Gold 

(2003), the main objective of training and development program enhances organizations ability 

to adopt and use advanced technology. This is because of having  highly knowledgeable staff, 

building more efficient, effective and highly motivated team which enhance  organizations to be  

competitive,  ensuring adequate human resource for expansion towards  the new technology and 

creating pool of readily available and adequate replacements for personnel who may leave or 

move up organization.  

 

Also training and development program is important for filling the gap in the organization. As 

cited by Hintsa (2012), in most organization, the process of recruiting, selecting, orienting and 

placing employees with their jobs do not ensure success because there may be gaps between 

employees  knowledge and skills and what the job demands. The gap must be filled through 

training and development program which attempt to sustain the competency and increase their 

adaptability of the organization. 

 

Training and Development Process  
 

According to Desimon and Werner (2002), effective training and development program should 

involve the process which includes four steps. These are need assessment, design, 

implementation and evaluation. 
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Need Assessment of Training and Development: training and development program is used to 

address employees needs or gaps within performers or organizations. A need can be either a 

current deficiency such poor employee performance or a new challenge that demands a change in 

away the organization operates. Therefore, before application of training and development 

program, the organization should analyze the gap or need of organization in three major levels. 

First need should be assessed in the Organizational level: here the organization examines the 

Practices and Challenges of Human Resource Management. The firm’s strategic goal and plan 

should be studied along with the result of HRP. Secondly, the task level which relies largely on 

the result of job analysis i.e. the duties and responsibilities of the job and knowledge, skills and 

attitudes needed to perform them are analyzed. Thirdly, the organization assesses need in 

personal level. It focuses on individual employees i.e., the present deficiencies in specific skills, 

knowledge and attitudes on the part of individual employee are assessed. It deals with question: 

such as who needs to be training and what kind of training is needed? It compares employee 

performance with established standards. 
 

Establish Training and Development Objective: it is the second step in training and 

development program. According to Desimon and Werner (2002), clear and concise objective 

must be formulated for training and development program. Without the establishment of goal 

designing training and development program is impossible to provide training and development 

program. 
 

Designing Training and Development Program: According to Desimon and Werner (2002), 

the third step of training and development program is designing the human resource development 

program. If the intervention involves some types of training and development programs the 

following activities carried out; include selecting the specific objective of the program, 

developing or acquiring the appropriate materials for the trains to use, determining who will 

deliver the program, selecting the most appropriate methods to conduct the program and 

scheduling the program. 

 

Implementation of Training and Development Program: the goal of assessment and design is 

to implement effective training and development program. This means that the program must be 

delivered or implemented using the most appropriate means or methods as determined the 

designed step. 
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Evaluation of the Program: according to Desimon and Werner (2002), evaluation program is 

the final step of training and Development process. In this phase, the organization measures the 

effectiveness of the training and development program. Careful evaluation provides information 

on participant’s Practices and Challenges of Human Resource Management of an organization. 

The program deals with how much the trainees learned, what they learned and to know whether 

the program improved the organization’s effectiveness. According to Deimone and Werner 

(2002), training and development professionals are increasingly being too asked to provide 

evidence of success of their efforts, increasing a variety of hard and soft measures that is both 

bottom line impact as well as employee reaction. This information allows managers to make 

better decisions about various aspects of the training and development efforts such as: 

Continuing to use a particular technique in the future program, Offering the particular programs 

in the future, Budgeting and resource allocation and Using some other HR and managerial 

approach to solve the problem (Deimone and Werener,2002). 

 

2.4.4 Employee Performance Appraisal 
 

Performance Appraisal is way of checking and evaluating who perform well and not as intended. 

According to Aswathappa (2005), performance appraisal is formal, structured system of in 

measuring and evaluating an employee’s job related behavior and outcome to discover how and 

why the employee is presently performing on the job and how the employee can perform more 

effectively in the future. Armstrong(2006) expressed performance appraisal as the formal 

assessment and rating of individuals by their managers at, usually, an annual review meeting that 

tended to be back ward looking, concentrating on what had gone wrong, rather than looking 

forward to future development needs of employees and organization.  

 

For Ferris and Buckley (1996), performance appraisal is a vehicle for motivating and rewarding 

employees rather than as mandatory. Performance appraisal helps managers in making different 

decisions based on the result of performance appraisal. Performance appraisal is a systematic 

process to evaluate the performance of an employee after a certain period based on seated 

objective and goal in individual level or organizational level, which influences other HR 

practices such as recruitment and selection, training and development, compensation, and 

employee relations (Mohammed et al, 2010). Because based on evaluation of performance gaps 

of employee the organization make decisions of improving the skill and knowledge of existing 
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employee through training and development program and rewarding or compensating those who 

perform better to motivate for the future.  

 

Performance appraisal is the most central function of HRM which affect the numerous decisions 

in the organization. Valid and successful performance appraisal is important for developing valid 

personnel selection procedure, to distributing merit awards appropriately, to asses training and 

development needs of employee, to identifying candidates for promotion ,to let employee know 

where they stand insofar as their performance is concerned and to assist them with constructive 

criticism and guidance for the purpose of their development, to making performance driven 

reduction in force decision , to improve communication, to determine whether HR programs 

such as selection, transfer, training and development have been effective or not(Ferris and 

Buckley, 1996, Aswathappa, 2005). Generally the main objective of performance appraisal is to 

identify the gap of individual performer and whole organization and fill those gaps through 

different managerial mechanism. According to Mondy et.al (1999) the basic purpose of 

performance appraisal is to improve performance of individuals, team and the entire 

organization. It also helps managers make administrative decisions.  

 

Morrissey (1983) put benefits of effective performance appraisal both in organizational level and 

employees or individual level. According to him performance appraisal is important for 

organization for improve overall productivity, more efficient and effective use of personnel, 

improve organizational result, greater attraction for potential new employees, improve potentials 

for future , reduce employees turnover, reduce cost of litigation, reduce losses of organization 

resulting from ineffective performance and recognized compliance with civil service reform acts 

and relevant legislations. For individuals or employees it is important for improve performance, 

increase group morals and productivity, continuous update of performance against those 

expectation, grater personal reward and recognition for meeting those expectations , grater 

personal satisfaction, opportunity to increase capability and value through agreed up 

development plan , opportunity to contribute more directly to organizational as well as personal 

development.  

 

Performance appraisal is ongoing process involves evaluating how well individuals perform 

activities and duties which focuses on an individual’s record of accomplishment or success that 

done transparently and continuously. It holds the following activities. First the organization 
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should set goal or objective of performance appraisal both in organizational aspect as well as an 

individual aspect. Second organization Establish job expectation from each employee, i.e. 

informing employees what is expected from him or her on the job. Normally, discussion is 

healed with her or his superior to review the major duties and contained in the job description. 

Third the organization should design appraisal program.  

 

The fourth is Appraise the performance or implementation stage, which focuses on providing 

feedback on performance, conducting informal progress reviews, updated objectives and where 

necessary, dealing with performance problems and counseling. The last activity is the use of 

appraisal data; here the data and information generated through performance evaluation must be 

used by HRM department and managers of the organization used for different decision making 

(Armstrong, 2006, Ferris and Buckley, 1996) 

 

Common Methods of Performance Appraisal  

 

Employee’s progress is reviewed periodically and, if needed, corrective measures are 

implemented. There are other appraisal techniques, such as: Essay method: a manager keeps a 

journal on each employee being appraised. Notes may be restricted to specific aspects of job 

performance, such as customer service, sales, personal presentation and cash register use. 

  

Critical incident method: This is similar to the essay method except that the manager records only 

exceptionally good or bad aspects of work performance.  
 

Comparison method: Each employee is ranked according to a list of predetermined performance 

characteristics. This method often incorporates statistical values as a means of measurement. For 

example, a rating scale of 1 to 5 may be employed (1 being poor and 5 being excellent). This scale 

may be used to assess knowledge, communication, and interpersonal skills, oral and written skills. 

The manager should explain both the positive and the negative aspects of an employee’s 

performance, encourage the employee to continue with his or her positive behavior, and let the 

employee know what to do to be recognized as a more productive employee in the future. Without 

performance feedback, performance appraisals are a pointless exercise.  

 

2.5. Challenges of Human Resource Management 

 

Human resource management is a broad and vital function in any organization. There are many 

challenges in present business circumstances, workforce diversity, technological advancement 
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and changes in political and legal environment change in information technology. Irshad (2008) 

pointed out that challenges on human resource management are identified on different challenges 

of HRM such as inappropriate training and development program, Low job satisfaction and lack 

of motivation due to lack of proper compensation and benefit, inability to create a conducive 

working environment, high rate of turnover, technological knowhow.  

The effect of technology on workplace deals with upgrading the skill of professional 

development, training and development program, business change and globalization as 

challenges of human resource management. All these challenges increase the pressure on HR 

managers to attract, retain and cultivate talented employee who copes with these challenges. It is 

the responsibility of human resource managers to pay attention to these challenges to design and 

execute innovative mechanisms of developing skills and competencies of human resources to 

prepare them to accept the emerging challenges. The role of the Human Resource Manager is to 

develop the change in competitive market environment. So that Human Resource Management 

must play a more strategic role in the success of an organization (Narkhede 2011). 
 

Major Challenges of Human Resource Management   
 

Workplace Diversity: deals with managing the workforce diversification. In work place, 

employees are diversified in different aspects.  This consists of issues like age, education, 

ethnicity, gender, income, marital status, physical limitations, religion etc. The diversification 

needs effective management to overcome challenges that arise due to difference. According to 

Muhammad (2012) workforce diversification means to effectively manage the workforce 

difference that come from different backgrounds in respect to regions, cultures, race and gender.   
 

According to Narkhed and Joshi (2011) the success of any organizations relies on the ability to 

manage a diverse body of talent that can bring innovative ideas, perspectives and views to their 

work. Considering the factors that may be faced with the interaction of diverse groups as well as 

the required openness of the organization towards such groups that may help human resource 

managers provide assistance in training employees to work with those they may consider 

themselves different from the others. According to the Ikemefuna and Mbah (2011) The HR 

practitioner must ensure that no group of members has an advantage or disadvantage over the 

other in the workplace. Employees must also ensure that the productivity, creativity and 

commitment of the workforce are maximized while meeting needs of their diverse interests. 
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Change Management: another factor that influences challenges of human resource management 

is change management. According to Coffey (1997), change is the process of transformation of 

individuals, groups, and organizations undertake in response to internal and external factors. In 

line with the changing environment and technology, the needs of customers also change. The 

organization should able to adapt and should change with the changing environment if it needs to 

cope with this change.  

 

Compensation and Benefits: compensation and benefit as a function of human resource 

management are important mechanism or way that motivates employees to enhance their 

productivity and effectiveness for the future based on their present performance through different 

type of rewards. According to Nyameh and James (2013), properly developed reward strategy 

persuades existing employees to stay with an organization and attract new candidates to join it. 

According to Snell (2004), effective compensation and benefit lead the performers to improve 

their focus on achieving business goal, improve their competence or skill, to focus on customer 

needs, create competitive advantage through work force and reinforce corporate values. As 

Schuler and Huber (1990) indicated compensation and benefit that include financial and non 

financial rewards are important for the organization to attract potential applicants, retain 

competent employees, gain competitive advantage and motivate employees. However, there are 

problems in organizations regarding compensation and benefit program implementation due to 

lack of resources. This leads the institutions to miss good performers so that it may be enable to 

retain and attract qualified employees. 

 

Recruiting Skilled Employees: One of the greatest challenges of human resource management 

today is to create HR Capabilities that increase and sustain organizational performance. The ability to 

attract and retain talent is a core HR capability that is critical to achieving sustainable business 

performance 

 

Training and Development: the objective of training and development programmes in 

organization is for enhancing, improving and developing skills, knowledge’s and awareness of 

employees to increase their performance and increase productivity of the organization. 

According to Muhammad (2012), the absence of adequate and relevant training and development 

program is another challenge that HR managers and personnel must deal with more frequently. 

With the need to cut training costs, training itself often suffers. Yet the skill that an employee 
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needs must still be taught. Many organizations are meeting this challenge by providing learning 

opportunities that allow employees to receive the training they need.  

 

Mobility of Professional Personnel: Mobility of employees has its own impact on the 

performance of employees as well as productivity of the organization. One of the interesting 

facts will be an increase in the mobility of various managerial and professional personnel 

between the organizations. As the individual develops greater technical and professional 

expertise, their services will be greater demanded by the organization in the environment. 

 

Technological Advances: Having new technology is another challenge of human resource 

management in the organization. It is difficult task to adapting workplace to go along with the 

technological growing changes which influence the nature of work. The challenge of HR 

Managers is to make good use of what information technology offers and to make it to be a 

viable productive part of work setting and tool. According to Snell (2004), advanced technology 

has influenced human resource in three basic ways. The first is its operational impact; that is 

automating routine activities, alleviating the administrative burden, reducing costs and improving 

productivity of human resource function.  

 

The second is a rational impact which enhances service by providing line managers and 

employees with remote access to HR databases, supporting their human resource decisions and 

their ability to connect with the other parts of the organization. The third is the transformational 

impact that expanding the scope and function of human resource department. According to 

Muhammad (2012), advancement of technology creates new working technology. In this 

situation organizations have to change its technology. New technology creates unemployment 

and on the other hand, there comes scarcity of skilled manpower. Like this, technological change 

brings difficulties and challenges in the organization. 

 

2.6. Summary of Related Literature  

Chapter Two has explored the literature available on the subject of the practices and challenges 

of human resource management in the case of administrative support staff at the School of 

Commerce. Human Resource Management practice is one of the major components of the 

modern day conceptualization of human resource development which seats as much emphasis on 



39 
 

creating a learning organization through hiring all members of the organization keep in lifelong 

learning practices. In every organization the activity of managing is the main part of the 

everyday tasks of most management members of the organization within the hierarchy of each 

particular organization.  

The Human Resource Management literature suggests that HRM practices in an organization 

should be vertically aligned with its strategic choices, supporting the strategy of the organization, 

and horizontally aligned with other operational processes, facilitating the operations of the 

organization. Many have also argued that tight strategic alignment can damage the capacity of 

the HRM function to fulfill its historical role in balancing employee interests with managerial 

interests, and that each organization, and each HRM function, will be faced with dilemmas in 

this manner that needs to be resolved.    

In today's competitive atmosphere, most result oriented approach for HRM relies on 

institutionalizing the HRM system and responsibility the program in a more planned and 

appropriate manner for the maximization of the organizational effectiveness. The Human 

Resource Management members of the organization particularly the top management in the 

hierarchy shall give attention and promote the initiative through allocating all the required 

resources to the lower level managers. Therefore, it is good that all organizations human resource 

practice to excel in the competitive world Anderson (2000).  

Human resource management is the sum of an organization’s policies, procedures and practices 

dealing with the recruitment, hiring, retention and development of employees. In some 

organizations, it may focus only on direct personnel management. However, the theory of 

Human Resource Management suggests it should be proactive in supporting business goals, 

solving problems and improving the bottom line.  

Finally, I have summarized some of the key concepts and idea that underlies the practice of 

human resource management. The literature in this part has covered basic aspects from a basis 

for the main purpose of the research. On the basis of, that justifies significance of the study. 
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Chapter Three 

 

3.  Research Design and Methodology 

3.1. Research Design 

In this study, the researcher used survey research design. This is because the survey design is 

preferable to conduct research employing large number of people questioning about their attitudes 

and opinions towards the specific issues. The study was employed cross-sectional survey since 

the data was collected at one point in time from the sample respondents to describe the total 

population. 
 

3.2. Sources of Data 

In this study, both primary and secondary data sources were used. The researcher used both 

primary and secondary data to investigate the factors of HRM challenges of the school of 

commerce, AAU and its impact on administrative support staffs. The primary data was collected 

from current administrative support staff and managers while official reports, support staff 

performance results and other related documents were used for secondary data source. These data 

were used to investigate the Factors of HRM challenges and their influence on administrative 

support staff of the School of Commerce, Addis Ababa University. 
 

3.3. Sample and Sampling Techniques 
 

Simple random sampling was appropriate for this study since it gives respondents an equal chance 

of being selected as a study respondent among the target population and this has no bias and eases 

generalization of the obtained findings. Hence, representative and adequate number of sample size 

was taken to perform a meaningful analysis. So, by using simple random sampling the researcher 

tried to get respondents to the study.  

 

The researcher also categorized all the current support staffs under their respective departments 

and selected samples from the study population using simple random sampling technique for the 

study. The researcher then communicated this respondent through questionnaires. The study was 

used the School of commerce, Addis Ababa University as unit of the sample. In the study areas, a 

total number of 133 current administrative support staff of which 87 of the supporting staffs were 

the sample of the study (65.41%).Therefore, the researcher has taken the total number of 

administrative support staff members of the School under study. 
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3.4. Data Gathering Tools 
 

 

 

To investigate the factors of HRM challenges and their influence on administrative support staff 

at the School of Commerce, Addis Ababa University, and the primary data was collected using 

survey questionnaire and interview while secondary data was collected using document analysis.  

 

3.4.1. Questionnaire 
 

The major instrument employed in this study was survey questionnaire. One hundred Thirty three 

copies of survey questionnaires were prepared and distributed for the respondents from the School 

of Commerce. Since a questionnaire was helpful to transmit useful and accurate information from 

respondents, the researcher made careful examination of them. The researcher modified and 

adjusted some items and developed the new ones that went with the objective of the research. To 

ensure the reliability of the data, questionnaire was designed and pre-testing of the instrument was 

made on the current study population.  

 

The purpose of this test was just to check the appropriateness of questionnaire items and make the 

necessary correction based on the feedback obtained. Consequently, improvements were made for 

items that contain erroneous wordings and ambiguous ideas and unclear statements. Upon the 

feedback, the questionnaire was amending Validity and Reliability of Data: validity was 

concerned with the extent that a scale accurately represents the construct of interest Waine(1988: 

55-56). A pretest of questionnaire was carried out to guarantee a common understanding of 

questions with respondents. Since the data was gathered from different functional departments, 

these data will ensure adequate demographic characteristics of representation of the respondents. 

 

3.4.2. Interview 
 

Interviews were conducted on individual basis that was in a position to give adequate response on 

areas of the whole human resource management work precisely. The human resource 

management experts were interviewed by representing support staff members of the school to get 

quality information for the study. Interview can give flexibility for both the interviewers and 

interviewees. Semi-structured interview provided with a clear set of instructions and reliable and 

comparable qualitative data for interviewers (Miles and Huber man, 1994). To avoid 
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communication barriers, interviews were conducted in a simple, clear and understandable 

language. The information obtained can be then checked accordingly. 

 

3.4.3. Document Analysis 
 

The document analysis from human resource management department and other related sources 

regarding current study population was used to collect data. In order to examine the human resource 

management practices, the researcher reviewed documented information to seek data about the 

practices, challenges, policies & strategies regarding human resource management practices. 

 

3.5. Procedures of the Study 

 
The data collecting instruments were intended on the basis of the review of the literature and the 

planned data to be collected. The questionnaire was pre-tested to ensure its simplicity and 

understandability before it was distributed to respondents. After that data gathering tools were 

checked by the pilot study, the necessary correction was made and questionnaire was administered 

to certain respondents. Moreover, a close follow up was made to obtain the reliable data. Interviews 

were conducted with HRM managing director and experts. Before conducting the interview, 

preparation was made with the respondents. This was including the setting of convenient condition 

and the time of both respondents and the researcher to clarify the purpose. After ascertaining the 

validity of the data collecting instruments by the research expertise, the researcher made the 

necessary amendments. Based on the given comment, the researcher was avoiding statements with 

ambiguity concepts and words that were produce confusion to understand ideas. The researcher was 

then proceeding with administering the area of study accordingly. 
 

 

3.6. Method of Data Analysis 

 

In this study based on the nature of the research questions and the data to be collected, quantitative 

and qualitative methods of data analysis was employed. After the data collected, questionnaire was 

organized accordingly. Both descriptive and inferential statistics were used in order to analyze and 

interpret the mass of data collected through questionnaires. The data collected through 

questionnaire was analyzed through quantitative and descriptive statistical tools such as frequency 

count and percentage while qualitative data obtained through interviews and documents were 

analyzed qualitatively in sentence form. The qualitative data obtained through interview and open-

ended questions were presented and analyzed using qualitative analysis and narration.  Finally, the 
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results were discussed and interpreted to draw important findings, conclusions, and 

recommendations. 
 

 

3.7 Ethical Consideration 

Above all the researcher conducted the study based on professional as well as the basic principles of 

research.  The researcher has not identified or presented the respondents personal details and 

response without their consent and agreement. Ethical issues grouped into informed consent 

procedures, honesty, confidentiality towards participants or sponsors and protecting the anonymity 

and privacy of research participants (Creswell & Clark, 2011).  

Based on the basic principles, the researcher proposed a set of ethical and moral procedure and 

informed the participants just before in depth interview and filling out the questionnaire. The 

participants were informed that information obtained from them remains confidential. Besides the 

respondents further were informed that their names will not be written or exposed on report and will 

ever be used in connection with any of the information they revealed.  
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Chapter Four 

4. Data Presentation, Analysis and Interpretation 

 

This chapter has two parts: the first part deals with the characteristics of the respondents and the 

second part presents the analysis and interpretation of the main data. Objective of this study was 

assess the practices and challenges of human resource management in the case of administrative 

support staff at the School of Commerce. To this end, both quantitative and qualitative data 

obtained through questionnaire and individual interviews were used to answer the basic research 

questions. Besides, document analysis also used in order to get insight about the whole picture of 

the sample schools. 

Due to their large size, supporting staff were selected randomly and included in the sample while 

for human resource managers and expert’s purposive sampling techniques were used. 

Accordingly, 87 of supporting staff were selected and participated in the study. The number of 

participants involved in the study and sampling proportion was statistically representative and 

adequate to make the analysis as well as to make the inference.  The respondents were provided 

with 95 questionnaires (both close and open ended) and, 87(91.57%) of the staff respondents 

properly completed and returned the questionnaire just in time and 8 (8.42%) of them did not 

return back for various reasons.  

The first or the quantitative part of the analysis was treated based on the data obtained from 

support staff. The closed ended questions of the questionnaire were analyzed using statistical 

tools such as frequency count, percentage, mean value and standard deviation. Whereas, the 

second section that is the qualitative part of the study was treated based on the data from 

interviews and open-ended questions of the questionnaires were integrated systematically. Since 

the objective of this study was to assess the practices and challenges of human resource 

management in the case of administrative support staff at the School of Commerce, the 

qualitative data analysis strategy employed was thematic analysis which according to Madill 

(2007) focuses on the coding of qualitative data, producing clusters of texts with similar 

meanings, often searching for the central themes capturing the essences of the phenomenon 

under investigation.  
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Initially the responses to questionnaire with support staffs of the sample academic institution 

were quantitatively analyzed whereas responses gained through interview and observation were 

qualitatively analyzed and the central themes mentioned by the informant’s interview in 

concerning the research questions were identified. The collected data was transcribed and 

verbatim from individual interviews. And then, the identified themes were categorized and 

thematically analyzed.  

4.1 Characteristics of Respondents 

Table 1: Characteristics of Respondents 

No Items Variables 

Type of respondents 

Supporting Staffs (N=87) 

N % 

1 Sex Male 77 88.51 

Female 10 11.49 

Total  87 100 

2 Age 18-30  7 11.76 

31-40  42 48.27 

41-50 33 37.93 

51 & above 5 5.74 

 

Source: Survey Data 2019  

Item one of table 1 shows that of the respondents, 77 (88.51%) of the supporting staff were 

males whereas 10 (11.49%) of them were females. The above data indicates that females, let 

alone occupy managerial positions, their participation at university level is reasonably significant 

comparing to the previous trend. But, the proportion of female supporting staffs at Addis Ababa 

University was significantly less to that of male counterparts. This could be an indicator of less 

participation rate of female supporting staffs at University. Gender inequality is also observed in 

Addis Ababa University concerning supporting staffs and attention must be given to females in 
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all aspects of the activities as long as the role of women’s are concerned and their contribution to 

the overall activities of university programs.   

As can be observed from the above table of item two, only 5 (5.74%) of the supporting staff were 

above the age of 51 years while 33 (37.93%) of supporting staff teachers were in the age of 41-

50 years. Besides, the majority 42 (48.27%) of supporting staff in Addis Ababa University were 

in the age of 31-40 years. The above figure clearly shows that most of the supporting staffs at 

Addis Ababa University were in the age of 31-40 years. Moreover majority of supporting staff 

was relatively energetic, matured and fit to take responsibilities. Having reasonably matured age 

significantly impacts on learner’s education because these people are ready and fit to take 

responsibilities as per needed.  

Table 2 Characteristic of the Respondents  

 

 

No 

 

 

Items 

 

Variables 

Type of respondents 

Supporting Staffs (N=87) 

N % 

3 Qualification 

 

Certificate 24 27.58 

Diploma 40 45.97 

B.A/BSC 21 24.14 

M.A & Above 2 2.29 

Total  87 100 

4 Service year Below 10 33 37.93 

11-20 40 45.97 

21-30 11 12.64 

31 & Above 3 3.44 

 

Source: Survey Data 2019  

As to item 3 of the same table, 2 (2.29%) of the supporting staffs has second degree whereas, 21 

(24.13%) of the supporting staffs have first degree respectively. Conversely, the majority 73.55% 

of the supporting staffs have qualified with diploma and certificate respectively.  From this result 

one can realize that significant number of the supporting staffs at AAU, School of Commerce has 
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qualified with certificate and above.  The low level of supporting staffs qualification yields poor 

and inefficient practices delivered to their respective academic institutions.   

Regarding item 4, as shown in the table above, 40 (45.97%) of the supporting staffs were fall 

between 11-20 years of service and 11 (12.64%) of the supporting staff were fall between 21-30 

years of service. In contrary, 33 (37.93%) of the supporting staff were found below 10 years of 

service.  Only 3 (3.44%) of the supporting staff were found to have more than 31 years of 

experience. In general, the data illustrates that most of the supporting staff in Addis Ababa 

University especially at School of Commerce have reasonably adequate experiences to carry out 

responsibility and to provide sufficient information about what is going on in their perspective 

schools. 

4.2 Human Resource Practices 

In this section respondents were provided with some basic issues related to the functions of 

human resource practices and its implementations.  

Table 3: Respondents Responses on the Human Resource Practices 

 

Source: Survey Data 2019  

As shown in item 1 of table 3, respondents were asked to rate their agreement levels on the 

human resource management principles and procedures in Addis Ababa University especially at 

School of Commerce. Accordingly, supporting staff with the (X=3.84, SD=0.92) were positive 

about the issue and School of Commerce equally protects the interests of its staff and the 

organization as well. The majority of respondents agreed and rated as a great extent. Thus, it can 

be said that the School of Commerce equally protects the interests of its staff and the 

No 

 

 

Items regarding Human Resource Practices 

 

X 

 

         SD 

 

1    

2    

3    

4    
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organization very well. There was slight significance in responses among the group of 

respondents. 

With regards to item 2 of table 3, one of the questions raised to respondents whether human 

resource management principles and procedures are often revised to reflect the changing needs 

of the environment or not. Accordingly, supporting staffs with the mean value (X=3.74, 

SD=1.27) agreed and rated it as great extent that human resource management principles and 

procedures are often revised to reflect the changing needs of the environment at AAU, 

specifically at School of Commerce. This is therefore, based on the majority the sample 

respondents response, it is possible to conclude that significant proportion of the study 

participants were marked their level of agreement as a great extent regarding the issue raised and 

AAU in general and School of Commerce in particular all its best to reflect the changing needs 

of the environment. There was slight difference in responses among the groups. 

As the responses to item 3 indicates, respondents were asked whether or not human resource 

management plays an extremely important role in their college future. Accordingly, supporting 

staff with the mean value (X=3.59, SD=1.12) expressed their agreement and rated as a great 

extent as well. Respondents were sure about the issue raised and marked their level of agreement 

and rated as relatively moderate. From the above figure one can conclude that in the School of 

Commerce, the human resource management plays an extremely important role in their college 

future. There was significant difference in responses among the group of respondents.  

Regarding the issue raised respondents were asked to rate their level of agreement on School of 

Commerce has written human resource practice and principles such as selection, promotion, 

termination or not. Accordingly, supporting staff with the (X=3.19, SD=0.92) confirmed that 

School of Commerce has written human resource practice and principles such as selection, 

promotion, termination and implemented periodically. Besides, there was significant difference in 

responses among the group of respondents. 

With regard to item 5 of Table 4, respondents were asked to rate their agreement levels whether 

the college has an effective HRM department or not. Accordingly, supporting staff with the mean 

value (X=3.02, SD=1.25) agreed as a great extent and school of commerce of the Addis Ababa 

university has established effective HRM department. Based on the above result one can 
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conclude that the sample schools/college implemented all their daily activities with their own 

effective human resource management department. Furthermore, there was significant difference 

between the opinions of the respondents on the issues raised above.      

Table 4: Respondents Responses on Human Resource Practices    

 

Source: Survey Data 2019 

In the sixth item of Table 4, respondents were asked to rate their agreement levels whether the 

school of commerce have human resource plan or not. Accordingly, supporting staff with the 

mean value (X=4.19, SD=1.05) confirmed that, school of commerce has human resource plan 

and undertake all its activities based on the plan set. From the above figure one can conclude that 

the School of Commerce has effective human resource plan and the majority of the sample 

respondents agreed on this.  There is no significant difference as well as great variation among 

the opinions of the sample respondents.      

As Table 4 item 7 indicates, respondents were asked to rate their agreement whether the School 

of Commerce plan was implemented accordingly to criteria set and time scheduled or not. 

Consequently, supporting staff with the mean value (X=2.42, SD=1.27) and rated moderately (to 

some extent) in their perspective college. Thus, it can be possible to conclude that the School of 

Commerce plan has been implemented according due to criteria set and time scheduled. Besides, 

there was significant difference in responses among the group of respondents. 

No 

 
 

Items regarding Human Resource Practices 

 

X 

 

SD 

 

5 The college has an effective HRM department 3.02 1.25 

6 There is human resource plan in your college 4.19 1.05 

7 Plan is implemented accordingly to criteria set and 

time scheduled 
2.42 1.27 
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Table 5: Respondents Responses on Training and Development 

 

 

Source: Survey Data 2019  

As indicated in item 1 of the above table, supporting staff were asked whether the School of 

Commerce has conducted training based on plans or not. Accordingly, supporting staff with the 

mean and SD value (X=3.58, SD=1.12) were sure about the issue that their school has been 

conducting trainings based on plans and rated their level of agreement as moderate. Therefore, it 

is possible to conclude that the Schools of Commerce has conducted trainings based on plans set 

and staff development is reasonably observed. Besides, there is slight variation as well as 

difference among the opinions of the sample respondents.  

As it can be observed from Table 5 item 2, respondents were asked to rate their agreement levels 

whether the training facilitated by the School of Commerce contributed to improving employees' 

skills, knowledge, attitude and creativity or not. Accordingly, supporting staff with the (X=3.28, 

SD=1.35) rated if moderate and the data reasonably confirms that a training given by School of 

Commerce has improved employees’ skills, knowledge, attitude and creativity. There was slight 

variation and difference among the opinions of the sample respondents.  

1 Your college conducts training based on plans   

2 In your college, training is improving employees' skills, 

knowledge, attitude and creativity. 
  

3 In your college, trainings are aligning with employees’ jobs 

and tasks 
  

4 The training environment is conducive to conduct training   

5 Trainings are important in improving the employees’ 

performance to give quality service 
  

6 The college gives both on-job and off-job training   

7 The contents of training that you have taken are relevant to 

your current work 
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As it can be observed from the above table for item 3, respondents were asked whether the 

training facilitated by the School of Commerce is aligning with employees’ jobs and tasks or not.  

Accordingly, supporting staff with the mean value (X=2.91, SD=1.28) put their level of 

agreement and rated it as to some extent This is, therefore, one can possibly conclude that the 

trainings given by the school were aligning with employees’ jobs and tasks. There was slight 

variation and difference among the sample respondents.   

As depicted in Table of 5 items 4, respondents were asked whether the School of Commerce the 

training environment is conducive to conduct training or not.  Accordingly, supporting staff with 

the mean and SD value (X=3.35, SD=1.28) and it is possible to conclude that the School of 

Commerce is environment was rated moderately conducive to conduct trainings. Besides, the 

figure clearly indicates that there was significant difference and variation in responses among the 

group of the sample respondents.   

As to Table 5 of item 5 indicate that sample respondents were asked whether trainings are 

important in improving the employees’ performance to give quality service or not.  Accordingly, 

supporting staff with (X=2.73, SD=1.39) and based on the above figure one can possibly 

conclude that employees of the School of Commerce moderately agreed that trainings are 

important in improving the employees’ performance to give quality service. Besides, the figure 

clearly indicates that there was great difference and variation in responses within the sample 

respondents.  

 

As indicated on Table 5, item 6, further question was also raised for respondents to put their 

level of agreement and indicate whether  their college gives both on-job and off-job training to its 

employees or not.  Accordingly, supporting staff with the mean value of (X=3.67, SD=1.11) and 

based on the above result,  the majority of respondents put their agreement and rated as slight 

extent on the point and it can be said that the School of Commerce has given both on-job and off-

job training to its employees. Besides, the figure clearly indicates that there was slight difference 

and variation in responses among the group of the respondents.      

As it can be seen in Table 5 of item 7 respondents were asked whether the contents of training that 

the supporting staffs have taken are relevant with their current work or not.  Accordingly, supporting 

staff with the mean and SD value (X=3.24, SD=1.32) indicated that contents of training that the 
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supporting staffs have taken were relevant with their current work and moderately agreed with the sample 

respondents. Thus, based on the above figure and it is possibly concluded that, the sample schools 

were moderately support the content of the training given to its staffs and averagely relevant with 

their current work. Besides, the figure clearly indicates that there was significant difference and 

variation in responses among the group as well as within the group of the respondents.   

Table 6: Respondents Response on Training and Development Continued……. 

 

Source: Survey Data 2019  

As it is indicated on item 8 of Table 6, respondents were also asked wither the training objectives 

are compatible with college strategic objectives or not.  Accordingly, supporting staff with the mean 

and SD value (X=2.41, SD=1.09) confirmed that significant number of the study participant 

agreed and rated as some extent. This implies that significant proportion of the study participants 

underlined that the training objectives that was set was moderately compatible with college strategic 

objectives. Besides, the figure clearly indicates that there was significant difference and variation 

in responses among the group as well as within the group of the respondents.   

In the above Table of item 9, respondents were asked whether employees are developing a strong 

belief in and acceptance of the values and goals of the college after taking training not based on 

fairness or not.  Accordingly, supporting staff with the mean and SD value respectively (X=2.44, 

No 

 

 

Items regarding Training and Development 

 

X 

 

SD 

 

8 The training objectives are compatible with college strategic 

objectives 
2.41 1.09 

9 Employees are developing a strong belief in and 

acceptance of the values and goals of the college after 

taking training not based on fairness 

2.44 1.32 

10 Your college provides Need-based Training program 3.63 0.98 

11 Training plan is developed in light of the present and expected 

problem solving in the college  3.59 

 

1.29 
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SD=1.32) indicated that significant number of respondents agreed and rated it as some extent and 

the employees are developing a strong belief in and acceptance of the values and goals of the 

college after taking training were moderately based on fairness and the remaining reasonable 

proportion of the respondent were against them. Besides, there was variation and significant 

difference among the sample respondents.   

As presented in Table 6 of item 10, respondents were asked whether the college provides need-

based training program or not.  Accordingly, supporting staff with the mean and SD (X=3.63, 

SD=0.98) respectively. Significant proportion of the sample respondents agreed and rated as 

great extent on the point above. Thus, it is possible to conclude that the Schools of Commerce 

have provided a need-based training program. Furthermore, there was slight difference between 

the opinions of the sample respondents and variation as well. 

 

Based on the sample respondent’s responses depicted in Table 6 of item 11,  whether the training 

plan is developed in the light of the present and expected problem solving in the college or not. 

Accordingly, supporting staff with the mean and SD value (X=3.59, SD=1.29) respectively. 

Significant proportion of the study participants were agreed and rated as a great extent. Besides, 

there was slight variation and difference between among the response of the sample respondents. 

This is, therefore, based on the response given by the respondents; it is possible to conclude that 

the training plan developed in the School of Commerce was set in the light of the present and 

expected problem solving in the School.  

 

Table 7: Respondents Response on Compensation and Benefit 
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Source: Survey Data  

As it is indicated on item 1, Table 7, respondents were also asked as “since monthly salary I get 

compensate my work load or not”. Accordingly, supporting staff with the mean and SD value 

replied that (X=2.40, SD=1.30) respectively indicated that significant number of the study 

participant moderately agreed that monthly salary that the employees getting can compensate 

their work load and the remaining reasonable proportion oppose the statement. Besides, there 

was significance difference among the respondents on their response.   

As it can be seen from the above Table 7 of item 2, the sample respondents were asked as “Since 

monthly salary I get is similar to the employees who have the same qualification as me”.  

Accordingly, supporting staff with the mean value and SD (X=2.42, SD=1.32) respectively 

confirmed that respondents were agreed moderately and the monthly salary that supporting staffs 

have getting were similar to the employees who have the same qualification as them. Besides, 

there was significance difference between the opinions of the sample respondents. 

 

In Table 7 of item 3, respondents were asked as “Since monthly salary I get is comparable to 

support staffs in other institutions that have the same qualification as me” Accordingly, 

supporting staff with the mean and SD value (X 2.43, SD 1.40) respectively. Thus, significant 

number of the study participant agreed moderately and the monthly salary they are getting were 

comparable to support staffs in other institutions that have the same qualification with them.. 

1 Since monthly salary I get compensate my work 

load  
  

2 Since monthly salary I get is similar to the 

employees who have the same qualification as me  
  

3 Since monthly salary I get is comparable to support 

staffs in other institutions who have the same 

qualification as me   

  

4 Since the benefit package of the school is 

satisfactory  
  

5 Since the salary and the benefit package of the 

school  needs amendments   
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Besides, the figure clearly indicates that there was slight difference and variation in responses 

within respondents and significant difference as well.  

 

With regard to item 4 of Table 7, respondents were asked as “Since the benefit package of the 

school is satisfactory”. Accordingly, supporting staff with the mean and SD value (X=3.51, 

SD=1.10) respectively. The significant proportion of the study participant agreed and rated as a 

moderate. This is therefore, it is possible to conclude that the benefit package of the school of 

commerce was satisfactory and agreed with reasonable amount of the sample respondents. 

Besides, there was slight variation and difference among the sample respondents.      

 

As it can be seen from the above tables of item 5, respondents were asked as “Since the salary 

and the benefit package of the school needs amendments”. Accordingly, supporting staff with the 

mean and SD value (X=3.52, SD=1.44) respectively. As per the result obtained above, it 

revealed that the salary and the benefit package that the employees have getting needs 

amendments and the school of commerce need to work hard in order to satisfy the interest of its 

employees.  Besides, there was slight variation and difference among the sample respondents.  

Table 8: Respondents Response on Compensation and Benefit Continued… 

 

 

Source: Survey Data 2019  

From the data in Table 8 of item 6 above, respondents were asked as “Since over time payment 

is satisfactory”. Accordingly, supporting staff with the mean and SD value (X=3.51, SD=1.10) 

No 

 
 

Items regarding Compensation and Benefit 

 

X 

 

SD 

 

6 Since over time payment is satisfactory   

7 Since there are recognitions for good job performers     

8 You are not satisfied with the unmatched position 

with the skill and knowledge you have   
  

9 The rewards of incentives provided by the school 

are not based on fairness  
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respectively.  Accordingly, the majority of the study participant confirmed their agreements 

about decisions made for salary settings and rated as a great extent.  Besides, based on the views 

of the study participant for item 1 from the above figure there was slight difference between the 

respondents and variation among respondent on the issue raised.     

As it is observed in the above table item 2, respondents were asked as “Since there are 

recognitions for good job performers”. Accordingly, supporting staff with the mean and Sd value 

(X=3.97, SD=1.18) respectively confirmed that the majority of respondents rated as a great 

extent and there are recognitions for good job performers at Addis Ababa University in general 

and School of Commerce in particular. Based on the views of the study participant for item 7 

from the above figure there was slight difference between the respondents and variation among 

respondent on the issue raised.     

In item eight of the above table, supporting staff of the university were asked as “employees are 

not satisfied with the unmatched position with the skill and knowledge they have”. Accordingly, 

supporting staff with mean and Sd value (X=3.59, SD=1.29) respectively indicating that 

employees are not satisfied with the unmatched position with the skill and knowledge they have 

and moderately dissatisfied with the practice as well.  As to the figure observed above, there was 

slight difference between the respondents and slight variation among respondent on the issue 

raised. 

 

As depicted in item 4 of Table 9 above, respondents were asked about the rewards of incentives 

provided by the school are not based on fairness. Accordingly, supporting staff with the mean 

and SD value (X= 3.91, SD=1.05 respectively confirmed that significant proportion of the study 

participants were rated as a great extent and the School of Commerce rewards of incentives 

provided by the school are not based on fairness and it needs more attention to improve the 

practice.  Besides, there was slight difference between the respondents and variation among 

respondent on the issue raised.      
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Table 9: Respondents Response on Performance Appraisal  

 

Source: Survey Data  

Item 1 of the above table, respondents were requested the school your school informs the 

employees of performance criteria required from them.  Accordingly, supporting staff with the 

mean and SD values (X= 3.83, SD=1.03 respectively.  A significant proportion of the study 

participants agreed and rated as a great extent the School of Commerce informs the employees of 

performance criteria required from them periodically  Moreover, there was slight difference 

between the respondents and great variation among respondent on the issue raised.     

In the above table of item 2, 3, 5 & 6, respondents were requested to rate their level of 

agreements regarding the performance appraisal process, appraisal for promotions and incentives 

purposes, criteria’s used are measurable and fairness of the appraisal processes. Accordingly, 

supporting staff with the mean and SD value (X= 3, 51, SD=1.43), (X=3.97, SD= 1.19), (X= 3, 

87, SD=1.10 and (X=3.75, SD= 1.18) respectively confirmed that the School of Commerce 

employees agreed that their institution has moderately undertaken all the issues mentioned 

N

o 

 

 

Items regarding Performance Appraisal 

 

X 

 

SD 

 

1 Your school informs the employees of performance 

criteria required from them 
  

2 Performance appraisal process depends on the 

employees’ actual performance 
  

3 The performance appraisal process is used for 

promotions and incentives purposes  
  

4 In your school,  there  are promotions and 

incentives purposes  
  

5 Standards or criteria used are measurable   

6 The used performance appraisal process is a fair 

process 
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above. Besides, there was slight difference between the respondents and variation among 

respondent on the issue raised.   

Table 10: Respondents Response on the Challenges of HRM 

 

Source: Survey Data  

 

 

During an interview session with participants (human resource management experts) some of the 

human resource management expert (HRME1) reported:  

 

The School of Commerce moderately employs the practice of human resource 

management and also it has tried to implement human resource management 

functions and it emphasized on training, leadership development and on 

compensation and reward issues occasionally.(May, 2019) 

 

No 

 
 

Items regarding Challenges of HRM 

 

X 

 

SD 

 

1 Developing a positive work environment   

2 Recruiting skilled employee   

3 In adequate training and development   

4 Lack of compensation and benefit   

5 Managing work place diversity 
 

  

6 Change management   
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The response given by the interviewee indicated that the practice of human resource 

management in the School of Commerce looks minimal and the school of commerce didn’t set 

compensation packages to benefit the supporting staffs.   

In this regard, another interviewee from human resource management experts (HRME2) said:  

Human resource management practices in the school of commerce had the 

following specific practices, formal policies, and philosophies that are 

designed to attract, develop, motivate, and retain employees who ensure the 

effective functioning and survival of the university….(May, 2019) 

 

As to my understanding, specific practices, formal policies, and philosophies were there and 

implemented fairly but need further improvement as long as workable human resource 

management practices are concerned. 

In this regard, interviewer’s discussant offered the following account: 

 

…..there are many challenges observed, among which the followings can be 

the major challenge witnesses in the school of commerce change management 

,compensation and reward, leadership development, employee relation and 

talent management, training and development, recruitment and availability of 

quality manpower, institutional relation and outsourcing of HR activities  and 

the like…  

There were ample of challenges faced the school of commerce and attention should be given in 

order to minimize these challenges by setting effecting strategies together with fellow supporting 

staffs of the university in general and school of commerce in particular.  

 

 

In the same Table of item 1, respondents were asked to rate the level of agreement on developing 

a positive work environment at school of commerce. Accordingly, supporting staff with the 

mean and SD value (X= 3, 62, SD=1.29) respectively. The significant proportion of the study 

participants were agreed that developing a positive work environment at School of Commerce 
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actively practicing and good working environment enhances employee’s job satisfaction as well.  

Thus, creating positive working environment is not an option rather it is mandatory as long as 

efficient work is concerned. Besides, there was relatively slight significant difference between 

the opinions of the sample respondents.  

 

As can be seen from Table 10 item 2, respondents were asked about their agreement on 

recruiting skilled employee to the respected institution. Accordingly, supporting staff with the 

mean and SD value (X= 3, 91, SD=1.05) respectively confirmed that the majority of the 

respondents agreed and rated as a great extent with the issue raised above. And they underlined 

that recruiting skilled employee is timely issue and mandatory as well. Besides, there was no 

significant difference between the opinions of the sample respondent.    

In the above Table of item 3, respondents were asked about their opinion regarding the in 

adequate training and development at the school of commerce. Accordingly, supporting staff 

with the mean and SD value (X= 4.05, SD=0.93 respectively underlined that the majority of the 

study participant agreed and rated as a great extent with the issue raised above and rated as high.  

Based on the overall score value the supporting staff believed that adequate training and 

development is important factor in any of human resource activities and that promote efficient 

employees too. Besides, there was slight difference and variation among respondent on the issue 

raised.      
 

With regard to this issue the majority of my informants, interview 1, 2 & 3 all explained: 

…….the school of commerce should apply mentoring strategy for retaining 

and developing the talent. The young professionals looks for mentors who 

can give them advice, encouragement and space to grow.  Besides, the 

school of commerce should create awareness to measure appropriate 

performance of supportive staffs. There are also scarce career growth 

opportunities for non-academics staffs improvement of their career 

prospects is beyond the power of the school…..  

 

As I have observed, Addis Ababa University, School of commerce had limited mentoring 

strategy for retaining and developing the talent of its employees. Thus, .Addis Ababa University 

together with the School of commerce should design and facilitate monitoring strategies to 

improve the retaining talents of the supporting staffs.  
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Concerning the presence of poor staff compensation and benefit, respondents were asked to rate 

their level of agreement.  Accordingly, supporting staff with the mean and SD value (X= 3, 85, 

SD=1.09), respectively confirmed that a significant number of the study participant agreed and 

rated as a great extent with the issue raised above. Thus, based on the above result, the sample 

respondents were strongly believe in the presence of poor staff compensation and benefit is 

important and somehow implement in their respective college. There was slight variation among 

responses of the study participant. 

 

With regard to item 5 of Table 10, respondents were asked to rate their levels of agreement on 

managing work place diversity.  Accordingly, supporting staff with the mean and SD value 

(X=4.03, SD=1.13) respectively confirmed that a reasonable proportion of the sample 

respondents were agreed and confirmed that managing work place diversity was  strongly 

observed in their college and highly implemented as well.  Therefore, based on the above data 

one can say that a significant number of the study participant agreed on the point and it can be 

possible to conclude that, managing work place diversity was welcomed by the majority of the 

employees. Besides, there was significant difference between the respondents and variation 

among respondent on the issue raised.      

 

As depicted in Table 10 of item 6, respondents were asked their level of agreement about the 

issue of change management practices in their institution.  Accordingly, supporting staff with the 

mean and SD value (X=2.375, SD=1.50) respectively. Based on the above result, it is possible to 

conclude that employees (supporting staffs) of the School of Commerce of the AAU moderately 

agreed with the issue of change management and they need that happen in their work place 

(college) more effectively. Besides, there was significant different between the respondents and 

variation among respondent on the issue raised.      

 

Finally interview discussants were asked to put their say about the participation of stakeholders 

in HRM practices in the school of commerce of the university. Accordingly the following 

accounts have been forwarded: By one of the interviewees (HRM experts) who reported that 

stakeholders would fully involved in:   
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…….Encouraging employees, through training and compensation, 

to find ways to reduce the use of environmentally friend working 

place, designing a university’s  HRM system to reflect equity, 

development and well-being, thus contributing to the long-term 

health and sustainability of both internal (employees) and external 

clients,  and  emphasizing long-term employment security to avoid 

disruption for employees, their families and communities. Besides, 

develop a sense of belongingness among the employees of the 

university….  

 

As to the researcher understanding, environmentally friend working place is needed in the school 

of commerce. Thus, the university management body should give attention to improve the 

working environment to be more friendly and conducive as well.  
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CHAPTER FIVE 

5. Summary of Findings, Conclusions and Recommendations 

 

This chapter deals with the summary of major findings of the study, the conclusion drown based 

up on the major findings and recommendation that forwarded based on the conclusions arrived 

at. 

5.1 Summary 
 

This study was conducted aiming at assessing the practices and challenges of human resource 

management in the case of administrative support staff at the School of Commerce. More 

specifically, the study intended to attain the following key questions:  

1. To assess the current human resource management practices and problems in the case of 

administrative support staff at the school of commerce. 

2. To understand the extent to which human resource management practices applied in the 

school of commerce 

3. To identify the major challenges of human resource management at the school of 

commerce  

For the purpose of this study, a descriptive survey design was employed to disclose the 

understanding of respondents on the issue under study. This method was’ chosen with the 

assumption that it helps to conduct data as it exists and to gather several data related to the 

problem under study. Both primary and secondary sources of data were used. Data were 

generated via Questionnaire, Interview and researcher observation. Accordingly, questionnaires 

were distributed and filled out by 87 supporting staffs. The data secured through questionnaire 

are analyzed quantitatively and data secured through interview and observation are thematically 

analyzed and organized in to three themes to answer the research questions.   
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In attempt to answer the above basic research questions, a descriptive survey was preferred to 

serve the purpose. The study was conducted in Addis Ababa University, school of commerce. 

Questionnaire was developed and data also gathered based on the review of related literature. In 

order to substantiate the study interview and researcher observation were prepared and used for 

the study. Document analysis was also used to gather additional data. The questionnaire was 

distributed to ninety five supporting staffs. Out of the expected 95 questionnaires distributed 

exactly 87 (91.57%) were filled out and returned while the remaining 8 (8.42%) did not return 

the questionnaire due to their own reason. The collected data were analyzed by descriptive 

statistics such as frequency count, percentage, mean and standard deviation. Data were analyzed 

using the “Statistical Package for the Social Sciences” (SPSS) version 21 software. 

5.1.1  Characteristics of the Respondents 
 

To obtain information about the characteristics of respondents, five basic items in the first set of 

the questionnaire were provide to the sample respondents. Based on the responses of the 

participants indicates that females participation at expert level is reasonably less to that of male 

counterpart 10 (11.49%) were females. As can be observed from the analysis most of the 

respondents 42 (48.27%) of the supporting staffs were in the age of 31-40 years. The above 

figure clearly shows that most of the supporting staffs in the University were in the age of 31-40 

years. Moreover, majority of the supporting staffs found to be relatively energetic, matured and 

fit to take responsibilities. Having reasonably matured age significantly impacts on efficiency of 

employees and enhance the motivation of the entire staffs as well.  

As to item 3 of the same table, Only 2 (2.29%) of the supporting staffs at the school of 

commerce of the university and 21 (24.14%) of the supporting staffs have first degree whereas, 

the majority 73.55%) of them have qualified with certificate and diploma respectively.  The low 

level of employees in academic qualification yields poor and unscientific human management 

practices and deliver inefficient service as well.      

Only 3 (3.44%) of the supporting staffs were found to have more than 31 years of experience. In 

general, the data illustrates that most of the supporting staffs in Addis Ababa University, school 

of commerce have reasonably adequate experiences to carry out responsibility and to provide 
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sufficient information about what is going on in their perspective institution. Besides, an 

experienced employee can influence his/her fellow counterparts/work colleagues to strive to 

bring and align their effort in order to bring about the most wanted efficient service.  

 

5.1.2 Major Findings 
 

As to the major findings of the study, in many issues raised during discussion as well as 

responses from the data collection instruments all group of respondents the following views.  

a. The need of human resource management principles and procedures in the school of 

commerce identified based on the analysis of survey hence recruitment the human 

resource need represented those HR systems which need to be stronger in the school to 

achieve competitive advantage.   

 

b. The process of performance appraisal lacks transparency that the supporting staff gets 

promoted on the basis of their appraisal and conversely this tend to the school of 

commerce applied subjective assessment.  

 

c. Regarding to the training reasonable proportion of the sample participants expressed their 

opinions that knowledge and skills acquired from training can be applied at work place. 

Result indicates that employee were moderately agreed and satisfied with the training and 

development activities of the school of commerce.  

 

d. The respondents across all questions on the issue of human resource practice and 

principles such as selection, promotion, termination are utilized to some extent by the 

school of commerce and a reasonable proportion of the study participants were agreed 

with the issue raised.  
 

 

e. The opinion is again divided among respondents and reasonably the participants 

underlined that the status of employee development activities in the School of Commerce 

are not up to the level of employee expectation.  
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f. Respondents were asked to put their agreement level on the system of compensation 

package of the school of commerce and respondents believe that their incentive was not  

fair when compared to identical sister colleges ( like AiTALideta campus).  
 

 

g. The important findings that emerge from this survey were that respondents in the school 

of commerce overwhelmingly agreed to the fact that compensation package should be 

linked with in performance of each employee and a reasonable proportion of the sample 

respondents believe that the School of commerce did not make good use of compensation 

and reward system to encourage good performance. 

 

h. The analysis shows that recruitment and availability of quality man power and retaining 

the man power is the biggest challenge for today and future in the school of commerce. 

Besides, the new area that emerged for increasing HR practices in the school of 

commerce are multi-tasking abilities and interpersonal relationships. This is very logical 

because effective practice and management of human resource at the college level is 

more influenced by interpersonal relationship and skill to perform the job effectively.  

 

 

i. As evident from the findings of the study, a significant proportion of the respondents 

believed that developing a positive work environment in the school of commerce and that 

help to create a feeling of team work and cooperation and often people help each other, 

even if it means doing something outside their usual activities.  Besides, the school of 

commerce would capitalize these strengths to gain competitive advantage in the 

achievement of learning and teaching process as well.    
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5.2 Conclusions 
 

The following conclusions were made based on the findings of the study and the evidences allow 

us to conclude that, the practices of human resource management in the case of administrative 

support staff at the School of Commerce and human resource management practice were 

challenged by a number of factors. Accordingly, the proportion of female supporting staffs in the 

sample school was significantly less to that of male counterparts. This could be an indicator of 

less participation rate of female employees at university level.  

The research findings figure out in the assessed sample institution was equipped with reasonably 

matured age staff members,   academic qualification also reasonably good to undertake the 

required activities. The data illustrates that most of the supporting staffs have reasonably 

adequate experiences to carry out responsibility.  Furthermore, human resource plan is 

periodically prepared and performance appraisal conducted at spot level. Trainings have been 

conducted based on plans initiatives &trainings are aligning with employees’ jobs and tasks.  

 

Besides, achievements of objectives that have been set at school level and rational and efficient 

decision is reasonably implemented at the school of commence. Appointing & promotion of 

supporting staffs to the next ladder was also in a good manner and provision of both on-job and 

off-job training having been delivered fairly.  And the study participants have confirmed that 

they all actively involved in formulating rules and regulations and planning & preparing school 

budget. 
 

School of commerce provides need-based training program averagely and training plan is 

developed in light of the present and expected problem solving in the organization as well. The 

incentive package that the schools have is comparable to support staffs in other institutions that 

have the same qualification as many employees. Furthermore, performance appraisal process 

were implemented modestly depends on the employees’ actual performance and the feedback 

practices which is given to employees after performance appraisal was fairy undertaken. 
 

 

As to the findings of the study the following challenges have been moderately observed in the 

school of commerce of the university. These challenges were inability of developing a positive 

work environment, modest recruiting skilled employee, in adequate training and development, 

lack of compensation and benefit, inadequate work place diversity and active change 



68 
 

management practices were also seen as the major challenge that affects human resource 

management practices in sample academic institution. Thus, the presence of the above challenges 

implies that there are certain gaps in the implementation of efficient human resource practice in 

the School of Commerce.  
 

Based on the findings, it could be safely concluded that the human resource management at the 

School of Commerce with a special focus on management of the administrative support staffs 

was were moderately effective. 

 

5.3 Recommendations 

The findings of this study are believed to have some recommendations for practice. The 

implication might show areas of intervention to improve the most wanted effective human 

resource management practices in the school of commerce, Addis Ababa. As we think of 

improving human resource management practices academic institutions. Accordingly, the 

following recommendations are made on the basis of the research findings and the conclusion. 

A. Recommendations on the practices of human resource management  

 

The School of Commerce of the Addis Ababa University, is advised to put certain strategies in 

place that make supporting staffs more accountable for discharging their responsibility and the 

school management bodies should be able to plan to provide training to the employees according 

to an ongoing program so that they can perform their task in a better way at the school level and 

to meet the intended human resource management practices.  

 

Universities are affected by the rapidly changing information technology. Thus, the school of 

commerce college need to update its employee’s skills and knowledge through training and 

leadership development to cope with technological advancement and competitive environment 

and to achieve its pre stated short and long term goals.  

 

Addis Ababa University, the School of Commerce is advised to set an appraisal to the supporting 

staffs  with a clear understanding of how the supervise or feels the employees are performing the 

job, clear up any misunderstandings about what is expected, establish a program of improvement 

and improving the working relationship between the supervisor and the supporting staffs.     
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B. Recommendations on human resource challenges  
 

Addis Ababa University, the school of commerce management body should employ certain 

strategies in an effort to increase supporting staff’s job satisfaction: in-service training, involving 

employees in planning and decision making, giving more responsibilities, recognition for quality 

of work and good ideas, creating positive interaction between members of staff and making 

transparent system in the school. 

 

Addis Ababa University, the school of Commerce should establish collaborative culture on team 

work. Peoples want to collaborate but they do not know how to work together in teams. The skill 

required are appreciating others, being able to engage in purposeful conversations, productivity 

and creatively resolving conflicts, and program management.  Besides, this promotes 

collaborative team behavior and provides valuable help in problem solving.  

 

And finally, Addis Ababa University, the school of Commerce and all concerned bodies of the 

academic institutions should facilitate and offer continuous training opportunities, allocation of 

adequate budget and resource, capacitate the ability of its employees as long as efficient and 

effective implementation human resource management practices concerned.  
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Appendix A  

Addis Ababa University 

Graduated Program 

College of Education and Behavioral Studies 

Department of Educational Planning and Management 

 

Questionnaire to be filled by the employees of Addis Ababa University support staff of the 

School of Commerce, Addis Ababa University. 

Dear respondents, 

This questionnaire is designed for academic purpose to collect primary data for conducting a 

study on “Human Resource Management Practices and Challenges of Administrative 

Support Staff at the School of Commerce, Addis Ababa University“ The study is conducted 

for academic purpose for partial fulfillment of the requirements of the Masters of Arts Degree in 

Educational Leadership and Management 

Your responses will be kept confidential. The soundness and the validity of the findings of the 

study highly depend on your kind and genuine responses. Therefore, I kindly request you to fill 

the questionnaire carefully and honestly.  Put (√) inside the box or table for an alternative you 

think is right.            

Please Note: You don’t need to write your name    

 

 

Thank you in Advance! 
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Section I. Demographic information  

1. Sex: a. Male     b. Female  

2.     Age: a. 18-30              b. 31-40                c. 41-50 d. > 50     

3.     Marital status: a. Married b. Unmarried     c. Divorced     

 4.     Years of service:  a. 0-5 years   b. 6-10 years     c.  11-15 years 

d.16-20 yearse. > 21 years  

5. Educational qualification: a. Diploma    b. 1st degree c. 2nd degree/masters/   

Section II Human Resource Practices 

Direction: Please rate the following questions on perceptions on motivational factors and 

employee’s satisfaction by putting the” √” mark in the space provided. Accordingly rate as 

follow 1.Strongly Disagree (SD)    2.Disagree (D)    3.Neutral (N)    4.Agree (A)   5.Strongly 

Agree (SA) 

No 

 

 

Items regarding Human Resource Practices. 

1 

SD 

2

D 

3

N 

4

A 

5 

SA  

1 Human Resource management principles and 

procedures in your School equally protect the 

interests of the staff and the Organization. 

     

2 Human resource management principles and 

procedures are often revised to reflect the changing 

needs of the environment 

     

3 Human Resource Management plays an extremely 

important role in your school’s future 

     

 4 Your School have written Human Resource  Practice and 

principles such as selection, promotion, termination 

     

6 The school has an effective HRM department      

7 Is there human resource plan in your School?      

8 Is a plan implemented accordingly to criteria seated      
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and time scheduled? 

 

Section III Training and Development 

Direction: Please rate the following questions on perceptions on motivational factors and    

employee’s satisfaction by putting the” √” mark in the space provided. Accordingly rate as 

follow 1.Strongly Disagree (SD)    2.Disagree (D)    3.Neutral (N)    4.Agree (A)   5.Strongly 

Agree (SA) 

 

No 

 

 

Items regarding Training and Development 

1 

SD 

2

D 

3

N 

4

A 

5 

SA  

1 Your School conducts training based on plans      

2 In your School, training is improving employees' 

skills, knowledge, attitude and creativity. 

     

3 In your School, trainings are aligning with 

employees’ jobs and tasks 

     

 4 The training environment is conducive to conduct 

training 

     

5 Trainings are important in improving the 

employees’ performance to give quality service. 

     

5 The School gives both on-job and off-job training      

6 The contents of training that you have taken are 

relevant with your current work 

     

7 The training objectives are Compatible with 

organizational strategic objectives 

     

8 Employees are developing a strong belief in and 

acceptance of the values and goals of the 

organization after taking training not based on 

fairness  

     

9 Your School provides Need-based Training program      

10 Training plan is developed in the light of the present      
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and expected problem solving in the organization. 

 

 

Section IV. Compensation and Benefit,  

Direction: Please rate the following questions on perceptions on motivational factors and    

employee’s satisfaction by putting the” √” mark in the space provided. Accordingly rate as 

follow 1.Strongly Disagree (SD)    2.Disagree (D)    3.Neutral (N)    4.Agree (A)   5.Strongly 

Agree (SA) 

No 

 

 

Items regarding Compensation and Benefit. 

1 

SD 

2

D 

3

N 

4

A 

5 

SA  

1 Since monthly salary I get compensate my work 

load  

     

2 Since monthly salary I get is similar to the 

employees who have the same qualification as me  

     

3 Since monthly salary I get is comparable to support 

staffs in other institutions who have the same 

qualification as me   

     

4 Since the benefit package of the College is 

satisfactory  

     

5 Since the salary and the benefit package of the 

College needs amendments   

     

6 Since over time payment is satisfactory.      

7 Since there are recognitions for good job performers        

8 You are not satisfied with the unmatched position 

with the skill and knowledge you have   

     

9 The rewards of incentives provided by the College 

are not based on fairness  
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Section VI. Performance Appraisal  

Direction: Please rate the following questions on perceptions on motivational factors and    

employee’s satisfaction by putting the” √” mark in the space provided. Accordingly rate as 

follow 1.Strongly Disagree (SD)    2.Disagree (D)    3.Neutral (N)    4.Agree (A)   5.Strongly 

Agree (SA) 

No 

 

 

      Items regarding Performance Appraisal 

1 

SD 

2

D 

3

N 

4

A 

5 

SA  

1 Your School informs the employees of performance 

criteria required from them. 

     

2 Performance appraisal process depends on the  

employees’ actual performance.  

 

     

3 The performance appraisal process is used for 

promotions and incentives purposes.   

     

4 In your School there is feedback practices which is 

given to employees after Performance appraisal 

     

5 Your School informs the employees of performance 

criteria required from them 

     

6 Standards or criteria used are measurable.      

7 The used performance appraisal process is a fair 

process 
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 Section VII Challenges of human resource management 

 

Direction: Please rate the following questions on perceptions on motivational factors and    

employee’s satisfaction by putting the” √” mark in the space provided. Accordingly rate as 

follow 1.Strongly Disagree (SD)    2.Disagree (D)    3.Neutral (N)    4.Agree (A)   5.Strongly 

Agree (SA) 

No 

 

 

      Items regarding Challenges of HRM 

1 

SD 

2

D 

3

N 

4

A 

5 

SA  

1 Developing a positive work environment      

 2 Recruiting skilled employee      

 3 In adequate training and development      

 4 Lack of compensation and Benefit      

 5 Managing work place diversity      

 6 Change management      
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Appendix B  

Addis Ababa University 

Graduated Program 

College of Education and Behavioral Studies 

Department of Educational Planning and Management 

 

Interview Guideline for Human Resource Managers and Experts of Addis Ababa University, 

School of Commerce 

 

Interview Questions   

 

1. How do you explain the HRM practices in School of Commerce?  

 

2. How do you describe the process of HRM practices in the School? 

 

3. What are the major challenges or problems in the practice of the training, 

recruitment and organizational learning concept in your School? 

 

4. What solutions or measures do you recommend to reduce the challenges you have 

mentioned under the above section and further improve the HRM practices in the 

future? 

5. How do you say the participation of stakeholders in HRM practices of the School? 

 

Thank you for your cooperation 


