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Abstract

The HR is one of the important departments for @mganization to accomplish its management tasksiin
effective and efficient manner. Major failures objects may occur due to lack of proper HR planning
This study is aimed to assess whether trainingcantbensations of a project team have any links thigh
project performance. The data was collected froremployees from four main consultant companies
working together on a project, located in Lahormkiftan. Responses were gone through EFA and
Cronbach’s Alpha test to assure consistency amabiltly. Finally, path analysis in SEM using Amags
run to explore the nature and strength of the liResults suggest that both training and compersafi
project team members are positively associatesprifect performance.
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1. Introduction

The Human Resource (HR) is one of the importanadegents for any organization to accomplishing its
management tasks in an effective manner. Majaurigdl of projects may occur due to lack of proper
management/arrangement of this department’s fumetach as leadership, training and compensation.
Either most of companies have no formal infrastitebf HR department or they do not implement it
properly. Project Human Management System (PHM&)9a vital role in all projects by rendering
leadership, training, compensation and systemstiygport these services. Workforce of the PHMS
comprises of qualified and competent personnetdd project, provide training and how to compensate
the project’s employees. Its pole their effortgdone up with smart solution to fulfil a project’'scasystem
related requirements.

The PHMS ensures effective implementation of humanagement system, its inspection, and company
considers this system very important to exercigectfe project management. Therefore, it has apesd
and integrated project management system environmbis includes world recognition of the shelf
software packages and in-house developed softwaterss as those have been built to satisfied grojec
management needs. It includes system for biddimpigggect and monitoring, inspection and testing,
material; management, financial control and resegmntrol. The integrated environment, not only,
automates the company’s business process, butnagdas company fully capable of meeting requirement
of construction related projects of any nature.

The rich reporting capability of the system enalplegect team to monitor all on-going projects amd
measure the actual performance against plan.dtpsits out impact of leader on the performancke, of
training and compensation and suggests correcteasares for the crisis. The PHMS remains actively
involved in a project throughout its life cycleidtrto mobilization of a project team, it ensures
configuration and initialization of the system. Bk, it also works out for products of great digant
necessary for the project and helps in making afsa schedule, to meet manpower requirement plan,
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material requirements plan etc. These are prepatgdally by the project team and the PHMS
representatives while considering project goalallehges and bottlenecks. After the mobilizatioig
ensured that work progress at site is as per docufumished before mobilization, e.g. daily schedware
generated from the system, distributed to executimws, and retrieved duly filled; procurement
according to plan budget is not accessed etc. FMIstrives to continuously improve the system to
make it more effective. It implements business essc This practice approach helps project keepsng i
competitive edge.

There is need to increase the efficiency of thiggmt by focusing leadership, training and compgosa
more effective, and analysing its impact on thggmto These factors are such an essential paheof t
project success for any company that they havettasa section to both explain the impact of tdrs
on functions, and help HR professionals to exeeffextive strategies. This study focuses on the aold
contribution of training and motivation towardsiei#nt performance of the project team towards
successful achieving and accomplishing the project.

The research is closely related to the area afitrgiand compensation because it shows these human
resource practices’ effects on the performancenastivation of the employees in this project. So the
different projects should emphasis specific typaurhan resource practice(s) to integrate their HR
practices with project goals and to solve theirediroice performance through these HR practices.

2. Literature Review

Kovéacs & Gergely (2009) illustrate that human reaseumanagement is integral to any organization. It
encompasses personals as assets and revenuesrgéaization. The effective and efficient leadgpshi
exploitation of the very recourse can help attainhod organization’s goal and individual object. ian
resources can vividly be turned as a pillar undeo wupport an organization can certain and progness

this competitive and demanding era. It's not trengr the machine that matters what matters isnie
behind machine and plan. The successful compamyahuecourse owns its success to it. Human resource
and the success is compliance with the talentegsibnal, commitment and skill of its human reseurc

“The better the human resource, the better theppiets of an organization.” In case management, huma
talent and organization can stand in good steagkci&force must be given on the imperative aspect
human resource management. In preview carries fiuaeyions.

Mishra (2007) explore the role of project managemeérich is helpful to create a balance between,task
the individual, and the team. The project managdrthe functional managers are responsible toetéa
balance and make it possible to achieve the debjestives of the project. Setting the level of esations
and measurements of the performance, the purpdbésqirocess is to develop a set of objectivesivid
helpful for the project team and then to assistéfaen members and their functional managers imgett
individual objectives. Here important thing is nvatiional element because some time objectivesasid t
are complex to finish them. Motivation made it easind quiet helpful for the completion of taskeeT
employees show better performance and achieve godlsbjectives in required time period. Checkimg t
latest Individual performance with the set objeetand compare with others help to understand the
performance measurements. If appropriate, reviewHibman resource plan by the project manager and
functional manager its quiet easy to check perforweaf individuals and note down the focus area in
project.

Birch, Kephart, Murphy, Pallas, Alder, & MacKenZ007) developed an analytical framework based on
the compensational factors. These factors can taypelated to the performance of the employewesr t
time which devote for the achieving the companylgida this framework attention of compensation
regarding health care services focused on indiVidffarts to meet the goals of the company effestiv

and share high market value of that company. Thédurequirements for human resources compensation
depend on four elements: performance, educatioregperience, level of assignments and part in
achieving the company’s goals. The conceptual freonk also presented demographical factors which
influence on the compensation of employees. Thearebers linked positively these factors with
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compensation and analyse their effect on the padaoce. They use co-relational analysis and gotipesi
results.

Dessler, G. (2004) describes the various trainiogams are formulated to provide dual purposes.
Courses like, team building, managerial skills, dteggion and conflict resolution can be fully utiid to
improve inter as well as intra personal and comugation skills. Technical training programs not only
cover the theoretical aspect of civil, electricatl anechanical technologies but also how efficieatig
effectively companies make use of it at differétéss Company trains their employees regarding
communication skills, which help them to enhanderipersonal skills, effective work and personal
grooming of employees. It can train their employesesinically particularly computer based knowledge
provided to all employees and other training inesittaining of electrical engineers, civil engirseand
computer engineers. It can train their employeesdrk with others outside the organization byrtiag)
them regarding communication skills, interpersaidils, conflict resolution.

Jackson & Schuler (1990) described the planningrdigg human resource had traditionally been uged b
organizations to ensure that the right person teérright job at the right time. Under some caodis the
traditional ways were helpful to manage the HRfdiaf due to environmental uncertainty and instghil

it was not helpful for long term because high emwimental instability, demographic shifts, changes i
technology, and heightened international competitiere forced to change your planning. For leading
organization they should forecast the future ama thian the things according to it. It is reallydfel for

cost and time saving. In addition, organizationshadevelop long-term as well as short-term solwgtion
favoured of both companies and employees. When aniep compensate and train their employees
according the need of the employees they must peeft according the requirements and achieving the
objectives of the companies.

3. Theoretical Framework
3.1. Training

Edwards & Rees (2006) were analysed to providaitrgiopportunities to make company’s human
resource efficient, compatible and skilful, andtmg them at its required levels. Employee develept
is something that most people imagine as intrualivday group training sessions. Unfortunatelys thi
dreaded approach to employee development is jasighosite of how employee development should
occur and feel to employees. Employee developrmantmanifest itself in many forms of training,
evaluations, educational programs, and even fe&difaexecuted correctly, the effects of training o
employee performance can often encourage growttinitihe worker and the organization itself.

Dessler (2004) introduce the motivation, trainimgl @evelopment of employees in the area of
management. Motivation increase through educatohsapport by the training companies can develep th
skills through giving them training.

He also describe training need exists when theaegep between what is required of a person toparf
their work competently and what they actual knowtrAining needs assessment”, or “training needs
analysis”, is the method of determining if a trappineed exists and if it does, what training isunesgl to

fill the gap. The assessment can be as detailethantved as needed. It can polish its resourcesutih
give training of 2 to 3 week to every employee ittt the lower level or managerial level becathse
project has some standards and work procedurdmsevery employee has orientation about their v8ork
policies. Specialize training is mostly coveringsialized technical skills in particular disciplioe project
system. It would be use of current new softwaretaolnology. The knowledge and skills gained during
the training will increase abilities and allow peifiants to perform their jobs at an acceptablellev

Performance met expectations for work quality andntity. Employees understand their job completely
and make few errors after training. The needs assmst can be quite simple and obvious. By condgctin
training needs analysis management can targetrttup ghat needs to be trained as well as hone in on
exactly what training is required. On the basiglistussions above, it is proposed that trainingroject
team members could result in better project peréorce.
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H1: Training of project team is positively associatgth project performance.

3.2. Compensation

Compensation is the reward or anything that isrgivereturn against services rendered from labour.
Edwards & Rees (2006) proposed a direct effecherperformance of employees i.e. if u adds further
benefits in the basic salary of your employees thilymotivate and give significant performance.their
research they analyse the performance of the empsogfter giving the medical facilities to the old
employees its shows the better results. HRM stitioexchieve organizational goals and the goals of
employees through effective personnel programigsliand procedures. Successful performances of the
personnel function can greatly enhance the botioendf any organization. The personnel practitisner
however are challenged more today than at anyitirtiee history by a changing and more demanding
labor force that has high expectation about thekvptace. At the same time, rapidly advancing
technologies and outside influences are changieg#ture of our jobs. It is thus more critical amore
difficult to maintain a work environment that maites and satisfies Human Resources.

Employee benefits can range anywhere from prontisedises, Vacation time, Health coverage, and most
of all raises. Usually if these are given to emphkxyybased on quality and quantity of something wiky
work much harder and increase productivity. This le&d to a competitive work place that's
uncomfortable. Also if you want quantity over gtaalisually the quality will go down and sometimesiy
will lose customers.

According to Cascio (1991) Compensation which idelidirect cash payment, indirect payments in the
form of employee benefits and incentives to mogwaployees to strive for higher levels of produitti

is a critical component of the employment relatibpsCompensation affected by forces as diverselas
market factors. Collective bargaining, governmegidlation and top management philosophy regarding
pay and benefits

Compensation may be defined as money receivedhéopeérformance of work plus many kinds of benefits
and services that organizations provide their egggoCompensation is recompense, reward, wage or
salary given by an organization to persons or agaf persons in return to a work done, services
rendered, or a contribution made towards the actiehmpent of organizational goals. Wage, dearness
allowance, bonus and other allowance are example®oetary compensation, while good
accommodation, children education, transport fiéedj subsidized ration of essential commoditi&s, e
come under non-monetary compensation. In shorteweagd to collar workers or salaries paid to white
collar employee can be classified as compensai@nod compensation package is a good motivator.
Hence, the primary responsibility of the HR mandgeo ensure that the company's employees are well
paid. So it may propose that project team comp@rsatight have a relationship with project
performance.

H2: Project team compensation has positive links pitiiect performance.
INSERT FIGURE 1 HERE

4. M ethodology
4.1. Data Collection

Through structured questionnaire, data was colletitem the companies, which make
joint venture (JV) for this project and their defpaents specially HR department and
different engineering departments included in thgjget. The leadership questionnaire
was adopted from Paice et. al. (2000). The quesdioes include the questions based on
leadership and project performance at the levelnadturity that is satisfactory
performance. The project performance instrument adpted from (Keller, 1986). In
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the questionnaire, “five point liker scale (stronglgree, agree, no idea, disagree and
strongly disagree)” was used to check the sigmfidanpact. The questionnaire was
distributed among the top subject specialist andti@® comprising engineering,
sociology, environment, institutional developmemnd o on.

The sample used in the study includes 80 employems four main consultancies
companies working together on a project, locatetahore, Pakistan. The sample is a
true representative of the population. The totgubation size is 145 employees working
on this project. Among these responses, 73 weegl fih the usable format.

The filled questionnaire was processed by the ceéen@nd visualized graphically and in
tabulated form. It was examined by using Statistlackage for the Social Sciences
(SPSS-16); enabled to know the HR system of tharozgtions in depth resulting as well
as summarizing the findings of each organizatigarging three major factors.

4.2.Data Analysis and Results

Data was analysed on different performance effgguarameters including leadership.
The results were derived through using statistical. Data was also analysed using the
frequency analysis to describe the results. Inueegy analysis tables took frequency
and present values to describe and conclude tltgeBr order to address the research
guestions, exploratory factor analysis (EFA), datren analysis and path analysis was
used to conduct analysis. Principal componentsyaisallPCA) was used as factor
extraction method in the study. When principal comgnts analysis (PCA) is used, it is
generally assumed that the original variables em#& are correlated, and principal
components analysis will develop a new group ofiakdes that are uncorrelated
(Chatfield & Collins, 1980). Finally, path analysias run in Amos 16 to test the
hypothesis whether any links exist between leaderahd project performance. All the
dimensions of training construct were explored Isyng exploratory factor analysis.
Factor loading of the items ranged from 0.558 &1D. The alpha value for the construct
was 0.614, higher score showed higher level ofgatdieam practices. In the same way,
all the dimensions of compensation and projectquerance were also explored by using
EFA. Factor loading of the items ranged from 0.6@5.852 and 0.471 to 0.783 for
compensation and project performance respectifélg.alpha values for the construct of
compensation and project performance were 0.8 Dd&#lrespectively.

Table presents the means, standard deviations anelation coefficients among

variables of interest. The results from descriptstatistics indicate that training is

positively linked with compensation (R2=0.561, ). and project performance

(R2=0.629, p<0.05) of project team members. Inddume way, compensation was also
found strong positively linked with project perfaante (R2=0.744, p>0.01). Results
suggest that training and compensation are linkiéd @utcome variable.

INSERT TABLE 1HERE

Structural Equation Modelling (SEM) technique wasdito determine the strength of the
relationship among dependent and independent Vesiabor this purpose, path analysis
was run using Amos 16. Joreskog and Sorbom (198f)ested the following criteria for
goodness-of-fit indices to be used in assessindittess of model: X2 /df ratio was
recommended less than 3; the values of NFI, RF, &€l TLI were recommended to be
greater than 0.90. A chi-square of 7.96 on 4 degoéddreedom and p<0.01; and some
other goodness-of-fit statistics (GFI = 0.91; RA.95; TLI = 0.93; CFl = 0.98; RMR =
0.009 and NFI = 0.96) indicated goodness of fihefdata well to the model.

INSERT FIGURE 2HERE

The standardized regression coefficient valueahing for performance is 0.58, p<0.01
with R2=0.24; which means the increase in trairfiygl is responsible for increase in
performance 0.58.Similarly, the standardized regoes coefficient value of
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compensation for performance is 0.63, p<0.05 wi#x@®37; which means the increase
in compensation by 1 is responsible for increaspdariormance 0.63. Results indicate
that there is significance positive effect of comgegtion and training on performance.
Data fully supported our hypotheses.

5. Discussions and Conclusion

The fundamental assumption of this study is tha titimate goal of the entire
commercial organizational project is to maximizeithperformance and successfully
implement these factors to get maximum results. tAd activities are engaged and
organized to achieve this goal and the most imptrtagarding these factors, to achieve
performance. The study shows that the projecttsasan scheduling for every step/stage
especially in case of human resource, which is waportant natural resource. But the
results show that most of the projects fail to achithis goal due to the little attention of
management towards the human resource factors asideadership, training of the
employees and their level of compensation. Thidysis useful to understand the effect
of human resource on the project performance esipeon the implementation of these
factors.

This study suggests that training of project teaeminers and compensation plans are
such an essential part of the project successniprcampany that they have to set up a
section to both explain the impact of the factandunctions, and help HR professionals
to execute effective strategies. This study focusethe role and contribution of training
and motivation towards efficient performance of fmeject team towards successful
achieving and accomplishing the project. Arrangentng for them to understand the
work, helpful to achieve project goals and know whoew procedures and technology
used in work. Compensation directly affects the leyges’ performance, while
providing them incentives and financial benefitsading to their performance.

Employees have their own way of working; lookirfieit own interest rather than
project, so there is need of strong leadership miage bound and mange like a team.
There are huge differences like cultural and wagkstyle between expatriate and local
staff. They do not have respect and not proactii@eir work. The research is intimately
related to the area of interest because it shoatstiiese human resource practices have
effects on employees’ motivation and their perfano® in the project so the other
companies should emphasis on specific type to ategheir HR practices with project
goals and to solve their problems through HR pcasti

The project needs to combine these results fortingeaelationships of specific HR
factors (e.g. Training and Compensation) with prbjgerformance. This breakthrough
for the project in linking the impact of specifid®Rfactors to project performance would
be achieved by very close co-operation betweehlRsmanagers, project management
and employees.

6. Limitations of the Study

Besides significant managerial and academia imjdica of the results, the present study
also has some limitations in its scope and subjefcsdudy. First, the data was of cross
sectional nature that was collected only over glsiperiod of time. Second, the study
focused only on a single project rather to studytiple projects. Third, data could be

used to test some other statistical and econoredggahniques to draw more generalized
conclusions and implications. Finally, data wasyoaf quantitative nature and only

training and compensation were taken as HR fa¢toexplore the relationship between
HR factors and project performance. However, futsttgdies could focus on multiple

dimensions of HR planning as well as leadershifestyo explore the links in depth.

Future studies could also be based on both qued#itahd quantitative nature of data.
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Appendix

Table 1: Descriptive Statistics and Correlation Matrix

M ean SD 1 2 3 4
Gender 1.43 0.29
Age 33.40 6.44 -.289
Training 3.59 0.518 .807* 257
Compensation 4.25 1.601 A4 .524* 561**
Project Performance 411 0.64¢ .389** -.203** .629* 744

N=73, *p<0.05, *p>0.01

58



Journal of Economics and Sustainable Development

ISSN 2222-1700 (Paper) ISSN 2222-2855 (Online)

Vol.3, No.3, 2012

Figurel: Hvpothesized Conceptual Model
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