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Abstract: The research is about the organizational assessment conducted which serves as an input to process
improvement. The research confirmed that HR issues can have an effect on the overall performance of the company as
well as the performance and morale of the employees. The HR issues when left unattended may lead to employee
dissatisfaction. These HR issues include issues on the areas of job applicant screening, job posting, employee
orientation and benefits orientation, granting of mandatory benefits, issuance of employee handbook, interpretation and
implementation of policies, approval of benefits like sick leave, annual leave and employee training and development.
This is validated by their slight satisfaction of the access and availability of HR Staff, Consistency in the HR policies
implementation as well as Communication of Information. Overall, the Human Resources Department (HRD) of any
company should improve its process of information and communicate taking into account accurate information and
consistent implementation of policies.
Keywords: Transparency, Consistency, Policy Implementation, Access and Availability, Communication of
Information, Employee Handbook, Policies
I.

INTRODUCTION

Every organization has its Human Resource Department (HRD) that handles and manages the selection, hiring and
development of its people, aside from being in charge of salaries and benefits.
An organizational assessment pertains to a guided process used to obtain valid information that will show the
performance of an organization and the different factors that led for such performance. Assessment can be done as a
whole or in part. For this research, the author will only focus on the assessment of HRD performance which is linked to
the implementation of policies.
Policies and procedures are important aspects of running any organization, whether it is a profit or non-profit,
government or non - governmental organizations, and even public or private ones [1].Usually, these policies and
procedures are contained in a manual which other organizations call Operations Manual or Policies and Procedures
Manual. Some companies will have manual for each of the department within the organization like the Engineering
Manual, HR Manual, Accounting Manual, etc. In some companies they provide an employee handbook to each and
every employee upon hiring. Having these types of manual is one of the best ways to streamline the operations or the
business ensuring consistency in addressing certain issues within the company [2].
The management of human resources or the so called Human Resource Management (HRM) is the term which is being
used to describe the formal systems that are being implemented for the management of people within any institution or
organization [3]. Any human resource department has the responsibilities to do staffing, employee compensation and
benefits, as well as defining/designing work. While it is the overall objective of any institution or organization to
improve productivity, but HR has the specific purpose of maximizing the productivity by optimizing the effectiveness
of its employees [4].
This research intends to conduct an organizational assessment which will serve as an input to process improvement in
any organization.
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Specifically, it intends to answer the following questions:
1. What is the existing HR related issues and concerns which employees are experiencing?
2. How are these issues affecting the following?
a. Operations of the company as a whole, b. Performance of the employees and c. Morale of the employees
3. What recommendations can be done to address the issues and improve the following?
a. overall performance of the company through HR initiatives, b. Performance of the employees and c. Morale
of the employees
Objectives of the study
1. To gather information on the existing HR issues and concerns of the employees.
2. To understand how these issues are affecting the operations of the company as well as the performance and morale
of the employees.
3. To propose recommendations that will improve HRD operations and thus help improve their performance and
morale.
This research will be of benefit to the following:
Company – the output of the study which is a policies and procedures manual will serve as a guide to the company on
how to properly address issues consistently, therefore resulting to better operation and higher morale of employees.
Employees – the output of the study will benefit the employees since the study will discuss HR issues and concerns
which when addressed will benefit the employees.
Other Researchers – results of this research will serve as basis for other researchers who may want to do further
studies on the same topic.
II.

RESEARCH METHODOLOGY

The researcher used descriptive – evaluative approach in order to answer the questions stated in the statement of the
problem. The descriptive research is usually the most effective way to incorporate the accumulation of facts, data and
figures. Although this has not been the sole basis for analysing the actual data within the company an interpretative and
explanatory technique was used to process or analyse the raw data that led to consolidating information and eventually
arrive at conclusions and recommendations. A questionnaire was distributed to the respondents.
The questionnaire is very simple and easy to comprehend and has questions pertaining to the following: Access and
Availability of HR Staff, Consistency of HR Policies Implementation, Communication and Information. Additional
questions on issues perceived by the employees on the effects of the issues to the operations of the company,
performance of employees and morale of employees. Suggestions were also asked on the ways to address the issues.
The questionnaire that has been adapted for the research has multiple choice questions and Likert Scale questions. [5].
In addition, there are also questions that are answerable by ‘yes ‘or ‘no’. These are the questions related to some issues
that are related to HR function.
III.

RESULTS AND DISCUSSION

1. The existing HR related issues and concerns of the employees were on the following:
With 50 respondents (Batch 1 with 24 respondents and Batch 2 with 26 respondents) out of 60 total employees or an
equivalent of 83.33 % respondents, the graph below shows that a bigger percentage of the employees are having issues
on the following: a. Job applicant screening with 56% , b. Job posting process with 68%, c. New employee orientation
and benefits information with 72%, d. Mandatory benefits as required by Bahrain Law with 76%, e. Employee
handbook with 68%, f. Policies interpretation and implementation with 72% , g. benefits like approving sick leave
applying / approving vacation leave, airline ticket issuance for expatriates with 70% and Employee training and
development with 76%.
Few respondents have written their concern aside from answering the items provided in the questionnaire. These items
are as follows: 1) HR knows the policies but there is no transparency in implementation, 2)Lack of focus on employees,
3)No flexibility, 4)Issues on benefits and appraisals, 5) Giving benefits to employees take too much time, 6)People
need training, 7)HR department is too lazy to reply to employees’ concern, 8)No employee handbook is given and 9)No
airline ticket issued to expatriates
On the other hand, respondents were asked about their satisfaction on the access and availability of the HR, consistency
of implementation of HR policies and effectiveness of communication and information.
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In summary, it is clear for HR Access and Availability, that Batch 1 composed of 24 respondents were not satisfied
with a mean rating of 1.45 while Batch 2 with 26 respondents is slightly satisfied with a mean rating of 2.37. The mean
average is 1. 91 which is slightly satisfied. For the consistency of implementation of policies, Batch 1 is not satisfied
with a mean rating of 1,46 while Batch 2 is slightly satisfied with a mean rating of 2.37. The mean average of the 2
batches of respondents is 1.93, which is also slightly satisfied. For the Communication and Information, the HRD is
rated at its lowest by the 1st batch of respondents which is 1.39 while batch 2 rated 1.69 which is slightly satisfied.
Again, the mean average is 1.69 which is slightly satisfied also.
2. On the effects of the above HR issues on the following:
a.
Operations of the company as a whole
Seventy four percent (74%) of the respondents believed that the operations of the company are affected because of the
prevailing HR issues which remains to be unsolved or unclear while 24% believed otherwise. There is 2 % who did not
answer the question.
b.
Performance of the employees
On performance of employees being affected by HR Issues, there is 74% of the respondents who believed that
performance of the employees is affected while 22% believed otherwise.
An article published online affirmed that HR practices can directly or indirectly connected to outcomes of the
company in the form of financial outcomes which can be measured through the profit the company is getting;
organizational outcomes which can be measured through customer satisfaction: and HR outcomes which can be
measured through the frequency of absences of employees. [6]
From the same publication, it was reiterated that the impact of HR practices on the outcomes for both HR and
organizational is proven to substantially larger than their impact on financial outcomes[7] .
The publication also concluded that employee attitudes (which are HR concerns and a function of how happy they are
with the company) are important between HRM and employee performance. [8]
HRM practices which is implemented effectively is considered a main factor in every company’s success. These
practices include training and development, presence of a clear understanding on compensation and incentive, good HR
planning as well as employee performance appraisal. [9]
.For some organizations in Pakistan, the declining performance is concluded to be due to lack of understanding of the
HRM practices .[10] The study also concluded that HR should strengthen and focus on training, performance
appraisal and compensation practices that will lead to enhancing the performance level of employees. It also said that
alignment HR practices to support performance will be beneficial for all stakeholders [11] .
c.

Morale of the employees

On the morale of employees being affected by HR Issues, there is 78% of the respondents who believed that
performance of the employees is affected while 20% believed otherwise.
The study conducted by Accountemps summarizes that 33% of respondents believe that morale issue in the workplace
stems from inadequate communication from management [12].
While Accountemps said that the inadequate
communication comes from management, HR is the arm of the management who is also tasked to cascade
communications from top to bottom, especially on issues affecting employees.
1.
On recommendations which can be done to address the issues and improve the following:
a.
Overall performance of the company through HR initiatives.
The overall performance of the company will be improved through HR initiatives which can come from recruitment,
job safety , employee relations, compensation and benefits , labor law compliance and training and development. [13]
A successful recruitment process would mean putting the right people to the right position on the right time. This plays
a key role in ensuring that the company has a competent workforce. Recruitment starts from job postings, sourcing of
candidates, screening applicants based on job requirements, shortlisting applicants after preliminary interviews and
ensuring that final selection is made afterwards.
Job Safety: One of the main functions of HR is to ensure that there is a safe work environment for all employees. The
Occupational Safety and Health Act of 1970 spells that it is the employers obligation to provide a safe working
environment for employees. [14] As it is, ensuring that a safety training is conducted is a look out of the HRD.
Employee Relations: HR has the obligation to maintain employee and employer relations or the so called labor
relations. Employee relations through HR are done with the aim of strengthening the employer-employee relationship
which is usually done through measuring job satisfaction, employee engagement and resolving workplace conflict. [15]
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Compensation and Benefits: Any company who wants their employees to be effective should ensure that employee
compensation and benefits are given on time and as par with the compensation in the similar industries. It is the
function of HR to conduct benchmarking studies or environmental scanning to know whether the compensation and
benefits are still competitive.
Labour Law Compliance: One of the most critical function of the HR is compliance with labor and employment
laws . Not following this can result to various workplace complaints that can hamper the overall performance of the
company.
Training and Development: For continuous professional development, employers must provide employees with the
necessary training which can make them more productive, In some cases, it can mean giving new employees extensive
orientation training to help them transition into a new organizational culture. Some HR departments provide leadership
training and professional development which the employees can use in better performing their function in the company.
[16]
As for the feedback of the employees through the survey, company performance can be improved when employees are
working with clear information on policies and procedures. On the other hand, it is not just information on policies and
procedures but also implementation of the policy consistency to everyone,
b. Performance of the employees
An improved performance of the employees leads to improving the overall performance of the company. However,
improving the performance of the employees start from employee satisfaction on their job and the company itself. As
per feedback from the survey, there is a comment that to improve employee performance, as regular training and
seminar should be conducted to the employees. . [17]
c. Morale of the employees
As for improving the moral of the employees, suggestion of the employees is for the company to conduct get together
among employees to uplift their morale and also strengthen team work.
One comment said that the company should ensure that it has a new confident HR that can communicate every
company policies and rules to employees effectively and clearly
CONCLUSION
Findings, Conclusions and Recommendations
This chapter presents the summary of findings that were taken after processing and interpreting the data, after
which the conclusions are drawn and eventually, coming up with the recommendations to further improve the incentive
programs and its implementation.
Findings of the Study
1.

On the existing HR related issues and concerns of the employees

It is evident that a bigger percentage of the employees of the company believes that there are HR issues on the areas of
job applicant screening, job posting, employee orientation and benefits orientation, granting of mandatory benefits ,
issuance of employee handbook, interpretation and implementation of policies, approval of benefits like sick leave,
annual leave and employee training and development. This is validated by their slight satisfaction of the access and
availability of HR Staff (1.91), Consistency in the HR policies implementation (1.93 as well as Communication of
Information (1.69). The employees also gave comments like HR knows the policies but there is no transparency in
implementation, Lack of focus on employees, No flexibility, Issues on benefits and appraisals. Giving benefits to
employees take too much time, People need training and the worst feedback is that HR department is too lazy to reply
to employees’ concern. Other comments include No employee handbook is given and No airline ticket issued to
expatriates.
2.
On how these are issues affecting the operations of the company as a whole.
Seventy four percent of the (74%) employees believed that the above- mentioned issues are affecting the overall
performance of the company, while 74% also believes that the performance of the employees are affected while 78% of
the employees believes that the morale of the employees are affected by these issues.
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3.
On the recommendations which can be done to address the issues and improve the overall performance of the
employee and company as well through HR initiatives, employees are quick to recommend that HR should conduct
regular trainings for the employees. When employee performance improves as a result of training, then company
performance improves. In improving the morale of the employees, the finding is that employees want to have more get
together to promote teamwork. The employees also reflect disgust over the existing HRD as proven by their comment
that a new confident HR is needed that can communicate every company policies and rules to employees effectively
and clearly.
Conclusion
1.
Based from the findings, it is evident that there are HR issues that need to be addressed in the company.
2.
The findings also lead to the conclusion that they are not very satisfied with how things are going with the
HRD of the company as they rated the access and availability of HR Staff, Consistency in the HR policies
implementation as well as Communication of Information as slightly satisfied.
3.
It is concluded that there are plenty of HR issues that need to be addressed so that the performance of the
company as well as morale and performance of the employees can be maximized.
Recommendations
Since HR issues which employees believe to exist are affecting the company performance as well as the performance
and morale of the employees, the following are recommended to be done:
For the Job applicant screening and Job posting process, the HRD should come up with specific policy that should be
implemented whenever a vacancy is available. The screening process should also be well defined in the policy for
transparency.
For New employee orientation and benefits information
The HRD should come up with a specific program for employee orientation. During the orientation, all policies that
are related to employees should be discussed.
For the mandatory benefits as required by Bahrain Law
All companies are mandated to follow the required Bahrain Labor Laws. For the purpose of clarity, the HRD should
make an orientation program for all employees that would discuss the mandated Bahrain Labor Law.
For Employee handbook
It is recommended that all the company should issue an employee handbook containing all the policies related to
employees, This handbook should be received by the employee and be returned back the moment he separates from the
company.
On Policies interpretation and implementation
The HRD should ensure that the interpretation of policies across the company is one and the same, Doubts on HRD’s
knowledge of the policy stems from not being able to stand firm on the interpretation of policies or having a different
interpretation with the higher management. It is recommended that HRD and the top management should have same
interpretation of policies as well consistent implementation of policies.
On Benefits like approving sick leave applying / approving vacation leave, airline ticket issuance for expatriates
The employees’ concern is that approval of their leaves takes too much time. The HRD should come up with document
flow and the allowable time a certain document should stay in one office for approval. In this way, the documents for
approval will not stay idle in one office. For the airline ticket issuance for expatriates, this has to follow what is
stipulated in their contract.
For Employee training and development
The HRD should come up with policy on how to facilitate employee training and development. There should be
specific criteria in sending an employee for training along with allowances (per diem), air ticket, visa and other travel
related costs.
On the issue of Access and Availability
The HRD staff should ensure that the office is manned all the time except during break. HRD should post their timing
and educate all employees on their timings so that employees would not be upset when they can not attend to their
needs.
On Consistency of HR policies and implementation
As said earlier, HRD should be confident and exhibiting solid understanding when discussing and answering queries on
the policies. It is also equally important that policies are consistently implement to all.
On Communication of Information
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It is recommended that the HRD should provide accurate information. This information can be provided through
meetings and well as emails. For employees to be sure to understand the policy or any information, the HRD should
ensure that e received copy of the information is signed by the employees. In that case, employees can not say that they
are not informed.
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Table 1: Frequency Distribution on the Presence of HR issuesError! Not a valid link.
Table 2: Employee Satisfaction On The Access And Availability Of The HR, Consistency of Implementation Of HR
Policies And Effectiveness Of Communication And Information
Access
And
Availability
Batch 1

1.45

Descriptive
Meaning
Not
Satisfied

Batch 2

2.37

Average

1.91
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Consistency Of
Implementation
1.49

Descriptive
Meaning
Not
Satisfied

Slightly
Satisfied

2.37

Slightly
Satisfied

1.93

Communication
And
Information
1.39

Descriptive
Meaning
Not
Satisfied

Slightly
Satisfied

1.99

Slightly
Satisfied

Slightly
Satisfied

1.69

Slightly
Satisfied
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Table 3 : On HR Issues Affecting the Operations of the Company
Issues Affecting the
Operations of the Company

Issues Not Affecting the
Operations of the
Company

No Answer

Batch 1

20

4

0

Batch 2

17

8

1

Total

37

12

1

0.74

0.24

Percentage

Table 3 : On HR Issues Affecting the Performance of the Employees
Issues Affecting the
Issues Not Affecting the
Performance of Employees
Performance of Employees

0.02

No answer

Batch 1

21

3

0

Batch 2

16

8

2

Total

37

11

2

0.74

0.22

0.04

Percentage

Table 3 : On HR Issues Affecting the Morale of the Employees
Issues Affecting the Morale
Issues Not Affecting the
of Employees
Morale of Employees

No answer

Batch 1

20

4

0

Batch 2

19

6

1

Total

39

10

1

0.78

0.20

0.02

Percentage
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