A summary of key HR Issues in CSOs/NGOs

Human Resource Development (HRD) is the development and use of Human Resources in an organization in a way that both benefit the organization and the individual. The organization is able to work more effectively; the individuals feel fulfilled at having contributed significantly, and having changed & grown in terms of skills, understanding, and ability to positively effect the organization and other individuals in the organization. Some of the issues that come up in Civil Society Organizations (CSOs) and Non Governmental Organizations (NGOs) with respect to HRD can be classified under the following headings:

· Recruitment

· Selection

· Induction & Orientation

· Capacity Building

· Motivation

· Promotion and Rewards

· Compensation

· Performance Management & Assessment.

· Role Definition

· Teams

· Leadership

· Communication

· Values

· Gender

· Culture

· Exit

· Anchoring HR.

1. Recruitment

· Key Question: How can the NGO attract appropriate people?

· What is the identity of the NGO? What is its Unique Selling Proposition (USP)? Why should anybody prefer this NGO to any other NGO or any other organization>

· Can there be a centralized approach to recruitment?

2. Selection 

· Key Question: How can the NGO ensure the selection of quality people (from among those who have applied for selection) for different positions in the organization?

· 12-15% of those who come for the selection process get selected in case of PRADAN. Is the organization able to be adequately choosy in selecting individuals?

· Compared to a decade back, a large number of campuses and programs in India nowadays provide training in Development studies. Some of these include 
· IRMA, IRM Jaipur, XISS Ranchi, XIDAS Jabalpur, IIFM Bhopal.

3. Induction & Orientation

· Key Question: Are new people inducted so as to understand organizational values and ways of working?

· Are senior people committed to providing time for inducting and orienting new individuals?

4. Capacity Building: 

· Key Question: Does the organization truly believe in investing in people’s growth? Does its action match its stated beliefs?

· How holistic is the organization in terms of thinking about the capacity building of people? Does it combine different forms of capacity building: training, on-the-job training, exposure trips, sabbaticals, consultancies? Is there an appropriate balance between the individual working, and the individual spending time on developing own capacities?

· Are people being sent to the right training? Or are people sent to trainings because of external commitments (to the donor, other important NGOs, Govt.)? Are training programs and trainers being selected for their capacity to help develop their skills, attitudes and knowledge, or are they selected because they send a glossy brochure?
5. Motivation

· Key Question: Are people clear about the Mission and Vision of the organization? 

· Are they clear about the strategies being used? 

· Can they see their role in the organization’s future?

· Are there aspects of the organization’s functioning that are de-motivating specific individuals? Is the organization able to recognize these aspects quickly enough?

6. Promotions and Rewards

· Key Question: Are there clear and acceptable criteria for promotion and rewards, and are these criteria followed?

· Is promotion seen as a reward for good work done in the organization, or a reward of being close to the Chief Executive?

· Is promotion linked to the ability of the person to deliver in the new post?

7. Compensation

· Key Question: Is there a clearly articulated system of fixing individual salaries? Is the system fair and transparent? Is the compensation package broadly in line with what is being offered by similar NGOs?

8. Performance Management & Assessment

· Key Question: Does the NGO have a clear mechanism of measuring and encouraging good performance? Here it is important to note that measurement has to focus as much on quality as on quantity. Thus, completing the target of forming SHGs is only half the performance; the other half is to ensure that the quality of groups meets pre-decided criteria.

· Does the NGO have a clear mechanism of providing regular feedback to the person on the quality of work done? Does the feedback indicate what went well, and what did not; does it indicate an alternative method of doing (in case things didn’t go well)?

9. Role definition:

· Key Question: Is every individual’s role significant in the organization?

· If I am a driver or a peon, am I incidental in the organization. Or can I be seen as an upholder of values.

· If I am a field worker, am I less critical to the organization than a so-called professional? Are my insights and experiences to be valued less? Am I just a messenger to tell the villagers to get together for a meeting, while the meeting is to be held by the ‘professional’?

10. Teams:

· Key Question: Are teams actually required by the organization? (This happens if individuals are actually not expected to collaborate in their work)

· Are teams trained to work together? Are team leaders trained to work as equals, or do they just delegate the ‘dirty’ work to the members?

11. Leadership:

· Key Question: How serious is the organization about 2nd line leadership development? 

12. Communication:

· Key Question: Does the organization have a mechanism in which the leadership or management of the organization is able to convey its latest thinking and decisions to the rest of the organization, and able to listen to the responses of the rest of the organization?

· Is the communication in the organization speedy and accurate?

13. Values

· Key Question: Does the organization live its stated values? Or are the values stated just for effect?

14. Gender

· Key Question: How sensitive is the organization to the need of women: safety, child care, need to balance home with 

· Is the expectation of work gives an unfair advantage to the typical male bachelor?

15. Culture: 

· Key Question: What does the organization want: Professionalism versus Commitment or both? 

· Are the new professionals meshing in with the older generation of people?

16. Exit:

· Key Question: How vindictive is the organization towards people wanting to leave the organization?

· Does it have a mechanism of exit interviews: mechanisms that help the individual to reflect on his/her time with the NGO; reflections that help both the individual and the NGO.

17. Anchoring HR

· Key Question: Is there a trained, dedicated individual in place who can anchor all of the above

· Is the individual seen both as independent (of management and staff) as well as supporting the organizational work?
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