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Human Resource in Abu Dhabi Municipality
Introduction
Abu Dhabi is a pivotal municipality in United Arabs Emirates (UAE) being its capital city taking approximately 80 % of the country’s land mass in its capacity (Blaker, 2018). The city has most of it tradition and culture well based, thus conserving most of the country’s culture with a more disciplined legal system that unites people and is deeply rooted with the country’s tradition (Blaker, 2018). Additionally, the city clutches most of country’s oil supply and globally holding up to 10% of the world’s oil supply (Blaker, 2018). Tourists have been attracted a lot by the scenery of city as well as the organization structure and behavior of the hotels around the city. Tourism industry been prioritized hence, promoting bid to enhance the tourist satisfaction. The city has observed various elements to enhance its organizational behavior and culture such as communication, teamwork, and leadership. The surrounding hotels have employed employees from various backgrounds such as German, Chinese, Russian, and Arabic among others in order to accommodate tourist who do not speak the native language (English) (Blaker, 2018). This paper discusses the Abu Dhabi municipality human resource intervention, its accomplishments, the effectiveness in activity implementation, and the insights and recommendation for the municipality.
HR/OD Intervention Basic Information
Part 1
The human resource of Abu Dhabi municipality in United Arabs Emirates.
Part 2
The human resource in Abu Dhabi municipality is in partnership with government of the United Arabs Emirates. The human resource are aligned with the business capabilities in the municipality to compel the competitive advantage amongst the organizations in Abu Dhabi (Yaseen, 2013). 
Part 3
The human resource intervention was expected to start on 1st March and end in 31st April. However, there were some gradual changes in the expected duration of the human resource intervention which arose due to the technical, operation, and communication hitches that were experienced. Some of the members of the human resource were absent henceforth, their meetings had to be rescheduled to further dates in order to have a well detailed report of the area. Nevertheless, the dates were pushed forward where we had to interview them. Moreover, some Human Resource members in Abu Dhabi were holding the municipality meetings in their respective dates of interviewing forcing adjournment of their meetings. In addition, poor weather was also a contributing factor that led to the extension of the intervention schedule as planned.
Part 4
Johnson Rainbow conducted the implementation of the intervention. He was responsible for creating a schedule about different meetings for diverse human resources heads as well as the respective dates of the intervention in order for the team to prepare adequately in capturing all the required details for the report. Additionally, he was responsible for communication purposes on any gradual change that was necessary to be amended as well as rescheduling the meeting that were adjourned. Moreover, communication with the human resources heads on their availability was all designated to him and giving the team the required feedback through the communication team member.
Part 5
The members below formed the learning service provider team that contributed immensely in the attainment of the required details for the project, through analysis of Abu Dhabi Municipality as well as the intervention of various human resources heads.
Johnson Rainbow			-	Head Chairman
Kelvin whites			-	Assistant Chairman
Job Mary				-	Communication Leader
Susan Nyawira			-	Secretary
Winfrey Babeque			-	Assistant Secretary
Bob Trump				-	Treasurer
Peter Kimberly			-	Security Officer
Mitchell Winfrey			-	Catering
John Meter				-	Driver
Mercy Whites			-	Planner
Achieng Celiah			-	Assistant Planner
Millicent Man			-	Service Provider
David Moses				-	Technician
Richard Thomas			-	Director 
Thomas Portmore			-	Camera Man
[bookmark: _GoBack]Johnson Rainbow was head chairman of the team with his role being to control all the affairs of the crew and conduct meetings on behalf of the team. He was assisted by Kelvin Gitonga and later Richard Thomas joined to help as an assistant chairman after few pitfalls of the group’s time schedule due to absenteeism of some human resource teams. Job Otieno was the team’s communication manager who received information from the head chairman and perceived it to the rest of the members of the team. Susan Nyawira was the team secretary responsible for noting down all minutes for any meeting they held and also the places they visited in order to act as a reference when handling the report. Consequently, this was the most crucial area in the team since a report on all the intervention had to be provided. Additionally, she was assisted by Winfrey Babeque. Peter Kimberly was responsible for the team’s security in order to offer protection in case of hostility. Mitchelle Winfrey was responsible of the catering area to cater for the stomach needs of the whole team through working with the treasury department to get the resources and making necessary arrangement in hotels in the areas they visited. Moreover, he had to cater for the teams sleeping needs too. John meter was the driver of the team to take the team to their designated geographical locations, where they were to conduct their meetings and interventions. Mercy Mbiunya was the team’s planner who created a timely schedule to be covered in accordance to the timeline of the intervention and giving clear dates of each human resource head visitation day of intervention. She was assisted by Achieng Celiah. Millicent Maina was responsible for the service provision of the team, where she worked hand in hand with the communication team in detection of the network service in the area they visited as well as diagnosing any network failure. Kimani Moses was responsible for the team’s technical hitches mostly in the machines they had to use for the intervention, however he had to deal with perform two roles when Richard Thomas was promoted to assistant chairman. Lastly, Thomas Portmore was the team’s camera man who had to capture the pictures of area they visited as well as recording any meeting that was held in order to provide evidence of the meeting ever happening.  
The team worked hand in hand with appropriate code of ethics in fulfillment of the team’s objectives. The individual members practiced ethical behavior since it has the capacity to take what is right and leave out what is wrong and consistently strive to set an example of good behavior (Srinivas & Malik, 2009). Moreover, the team had to make some gradual changes in the composition of the team with Richard Thomas the director in charge of the recording and issuing out directives to the camera man, becoming a second assistant head chairman in order to help Johnson Rainbow and Kelvin Gitonga. This came along after different human resources heads adjourned their meetings to further dates due to different hitches as well as some being involved in the normal activities of the municipality. Kimani Moses being the technician had to cover two roles since the technician bit was not that demanding, as there were no hectic technical problems experienced by the team. Ethically, the team remained organized since a team that practices ethical behavior is able to build an individual’s loyalty which was required when dealing with the human resource heads.
Part 6
The team contract was to run for one month and a half with the amount being $50000 to cater for all the teams’ expenses as well as the report need in the stipulated timeline. The allocated amount was going to be enough in accordance to the time schedule of the intervention. However, there had to be some variations here and there since lifestyle in Abu Dhabi was expensive. This was as a result of many tourist flocking the municipality in accordance with the Arabs traditional festival. Additionally, the stay in Abu Dhabi had to be extended to cover the adjournment of the meeting due to many human resource heads absenteeism. The head chairman had to communicate with the director of the whole program of intyerve3ntion to make the necessary changes in order to have the problem fixed.
Summary of Accomplishments
Part 1
The intervention took two months to complete with all the human resources heads. Despite the intervention being allocated a timeline of one month, there erupted some delays in the whole process due to the different hitches experienced in the whole intrusion. Different heads of human resources in Abu Dhabi were too busy holding meetings for the municipality, since the traditional Arabs festive conducted yearly in the capital city of the country was ongoing. As a result, many HR heads had their meetings pushed forward contributing to delays in the intervention forcing the time schedule to be amended. However, with the good leadership of our head chairman the team was able to complete the whole intervention in two months, since leadership plays a crucial role in shaping the culture of a team. The styles applied by the leader will determine how the team will behave and the behaviors of the team members are the ones that determine the culture of the group (Engelbrecht, Heine & Mahembe, 2014). The leader provided enough help in all the areas the team experienced problems and all the intervention were accomplished.
Part 2
All the output produced by the team was filled by the team as it is in the appendix fill out forms of annex 1 and 2.
Part 3
Abu Dhabi municipality had to approve our outputs of the intervention on 15th May 2018 after they made deliberations on what the team had gathered. Later, the outputs were sent to the partner organization being the human resource of United Arabs Emirates for approval before being sent back to the team. The approval took two days and on 17th May 2018 the team head chairman received the output signed by the Abu Dhabi human resource and approved the government of United Arabs Emirates.
Effectiveness of Activity Implementation
Part 1
The intervention covered some of the expected outcomes while others were not perceived
Part 1.1. The government and Abu Dhabi city administers requisites such as work ethics, motivation, organizational change, and management; employee training and development; conflict and stress management in order to ensure good and efficient communication amongst customers and the employees for the better growth of the city’s economy. The city seems easy to spot and has created multiple jobs for many especially in the travelling sector. For instance, taxi drivers benefit greatly from the tourists as they take care of their travelling needs and consequently, they are inexpensive due to the cheaper petrol prices. As a result, most tourist usually preferred the city than other western countries since the drivers were also familiar with the landmarks such as hotels, shopping malls among others hence losing track was evitable (Blaker, 2018). Abu Dhabi municipality was established in 1962, and as a government body it has been articulating specific tasks to provide services to the public and ensure the proper planning and strategizing of city in terms of development, with standardized infrastructure, good and well maintained sewerage system as well as the lighting system among others (Fujitsu, 2013).
Part 1.2. After the intervention the team will help the municipality tackle some of its issues such as high cost of maintaining the information technology systems, poor information recording in the municipality, which has led to increased delays in the systems (Fujitsu, 2013). The human resource systems delays experience by technical hitches had been one of the enormous problems the municipality has been dealing with causing poor services to the public. Immense interventions from the team  has helped the municipality to established alternative means of efforts to tackle the challenges through numerous ways such as using backup offices to save their vital public data for the effectiveness of the public. Additionally, the municipality had been losing a lot of resources in tax collection due through some companies’ tax evading as well as having ghost workers. Through the intervention, the team provided effective and advanced application for use in tax collection and calculations for the municipality.
Part 1.3. The intervention program logic will provide basis of the hidden agenda and technical hitches the municipality has been undergoing. For instance, the provided application will help the municipality attain some form of competence in tracking the companies that have been evading tax payments. Additionally, the updating the subordinate and non-subordinate list in their system together with the backup offices will help the city eliminate ghost workers in the municipality. As a result, the revenue collected and the money that was being paid to the ghost workers will be used to advance different sectors of the municipality such as infrastructure, health sector, and education among others for the betterment of the public.
Part 1.4. The municipality has been taking care of the needs of the locals at all costs. The city has been on front line to ensure that the public have adequate services such as good road networks, lighting, communication, and efficient maintenance works as well as good agricultural development plans. Nevertheless, the municipality helps the locals carry out business in the most appropriate and productive way. As a result, many business sectors, banking institutions are situated in Abu Dhabi city to allow efficient and smooth running of this activities. Consequently, the banking sector is thriving in the city with some of the major banks being operated by the government such as the national bank, commercial bank. The road network is effective since the vehicle has not developed any problem as a result of potholes (Meter). Abu Dhabi is a well-developed city the municipality has done tremendous job in terms of the good road network and lighting (Rainbow). The service provider manager seconded the claims since there was no network failure in the places the time intervened.
Part 1.5. The intervention helped Abu Dhabi to diagnose the companies that had been evading taxes as well as the ghost workers through the applications the team provided to the municipality. “The companies that have been evading tax payment will have to be penalized or their licenses revoked for one year.” (Head Human Resource Manager, Abu Dhabi). Additionally, the municipality had all it resources concentrated in one area of collection for proper monitoring and assessment of the tax collected as well as having clear allocation to the amount used in development of the public area and needs.
Part 1.6. The changes could not have happened without the team intervention. First, due to the technology advancement, the team was able to provide an application that was able to detect all tax evaders companies and the ghost workers. Without the team, the municipality could still be losing millions of dollars to the tax evading companies as well as paying the ghost workers, money that could have been allocated to the health sectors and education among others to care of the public needs.
Part 2
To some extent the intervention helped the participants developed some skills in order to task the problem they had to encounter in the whole process. Some of the skills that the participants developed include being time conscious, hardworking among other as their personal skills attributed from the intervention in order to achieve the teams goals.
Part 2.1. The team member had not developed some competency before the intervention. Time was not a crucial factor to them hence, cases of lateness in meetings. Some of the members were not hard working which led to errors in some areas during preparation on how to undertake the intervention process. Poor leadership also contributed to the hitches since leadership plays a crucial role in shaping the members of a team. The styles applied by the leaders will determine how the effective the members will be and as a result determine the culture of the group in goals achievement (Engelbrecht, Heine & Mahembe, 2014). 
Part 2.2. For the survival of the team participants in the intervention, they had to develop skills that will provide better adaptability to the areas of intervention. Some of the skills involved  being time conscious in orders to attain the required goals of the intervention within the required stipulated time, being hardworking in order to share tasks among member as a way of saving time and effective communication skills that will help them attain effective results as they conduct their dialogues in Abu Dhabi.
Part 2.3. Skills are usually developed according to the situation of the place an individual shifts to. The intervention will help the team members to improve on this skills, since the intrusion work pressure will instigate the relevant situations necessary for improvement of the abilities.
Part 2.4. The members timeliness and hardworking in the intervention improved. The tasks were well distributed amongst the team members and timeliness was observed in activities that the group carried through. “Today’s task was tactical, however the whole team carried out their tasks effectively and timeliness was observed.” (Rainbow, Head Chairman).
Part 2.5. The intervention provided room for the skills developments through numerous ways. First, time allocated for a certain human resource in the departments of the Abu Dhabi municipality had to be observed keenly otherwise that could have resulted into more increased meeting adjournments. As a result, this helped the team members develop some time conscious skills to cope with the situations. More human resource heads which were to be tackled also helped in the development of hardworking skills, since the team had to share the tasks amongst themselves. “The team has done a tremendous job since the todays tasks have been completed on time.” (Kelvin Gitonga, Assistant Head Chairman).
Part 2.6. The changes in the development of skills to the target participants could have improved if they were exposed to other critical situations apart from the intervention. This is as a result of participants developing skills under intense situations and conditions. “Intense conditions can really make an individual produce tremendous results.” (Rainbow, Head Chairman).
Part 2.7. Future interventions to be conducted in the teams participants geographical locations, can be established with ease if the same participants are allocated the same tasks since they have adversely adapted and developed competency in the area. Consequently, the skills can help them undertake the intervention and complete it within a very short timeline.
Part 3
Effective organization improvement must involve changes in respective areas where development is required. Gradual changes are done in the partner organization till adaptability is attained. As time elapses, the organization will then adapt fully to the systems in operation.
Part 3.1. The proposed management plan that was stipulated by the team had to be approved by the municipality of the Abu Dhabi and later confirmed by the government of United Arabs Emirates that the team conducted effective intervention. However, for implementation the proposed management plan has to be passed into action by the parliament of Abu Dhabi for further signing by the country’s president and later the system incorporated. The team’s proposed management plan underwent a series of events and was implement in to the various section of the human resource. Consequently, various systems were upgraded as well as installation of the applications the tem provided for the municipality. However, actual implementation did not include backup software’s as stipulated in the management plan.
Part 3.2. The Abu Dhabi municipality managers implemented the risk management plan that would foresee the risk and estimate the impact of it. The plan was mainly to tackle the cases of the task evaders and the ghost workers in the municipality. The mitigating measures were effective, since the application could diagnose cases of companies that have not cleared their taxes. All workers were also listed and their respective work places and the system could update itself on a daily basis in case of changes in any ministry.
Part 3.3. Communication was implement in concurrence with the risk management plan so that in case of any promotions or termination of some contracts the communication can be done and to confirm on whether the system has updated itself in the area. There was no difference in communication process since they implemented what was in the plan. However, the communication plan would have some problems in case it was hacked since they did not have a backup system.
Part 4
Several factor contributed to the effective completion of the intervention activity which included;
Effective skills. The learning service providers developed effective skills such as time consciousness, hardworking that helped in sharing tasks amongst themselves as well as observation of the timeline to allow completion of activities on time.
Cooperation. The partner organization were cooperative especially the human resource head through the intervention processes. They responded to the asked questions with ease. Consequently, this enabled the team to capture the intended information and provide effective solutions to their problems.
Part 5
The team experienced some financial constrain in the intervention plan, since more time had to allocated to cover the human resources who rescheduled their meeting. This forced the contract amount to be adjusted in order to supplement in the achievement of then team goals. However, the teams chairman addressed the issue by communicating with the head director for more funds supplementation. Moreover, in the implementation of the plan in the municipality, their system were outdated hence some were not compatible with our applications. Nevertheless the municipality addressed the issue through their finance department and they acquired new machines that were compatible.
Part 6
The HR/OD intervention to some extent was implement in accordance to the implementation plan, since the system backup was not included to mitigate the risks fully. However, to some extent the intervention was implemented as planned for the effectiveness of the system such as the communication plan and upgrading of the system machine to enable compatibility of the applications and the whole system.
Part 7
The rating of the intervention was 3 since all the goals  planned to be achieve were attained however, lack of backup systems by the municipality made the team feel that the system might not be effective for them in case of cybercrime. Additionally, the timeline also contributed to the some ineffectiveness. For instance, what a certain team member had planned to ask before a meeting was adjourned is not the same issues they will raise in a meeting brought forward. “The intervention was great though they could have employed backup systems for the system during implementation,” (Rainbow).
Part 8
The intervention helped the partner organization to compel all the companies that had been evading taxes to either pay the penalty of their licenses to be revoked. The move contributed to the sustainability since the country will have cases of borrowing funds from other countries in order to meet the demands of its citizens. “The finances that were lost through these tax evaders will enable the municipality to be stable and not becoming dependent on other municipalities or countries.” ( Finance Manager, Abu Dhabi Municipality).as a result, the critical mass being the citizens of the municipality will benefits through improved road networks, education and health. Political transitioning will be experienced since the municipality being stable will not borrow funds from other municipalities.
Insights and Recommendations
Part 1
1. The organization should employ more technical officers to have an outlook of the system technical issues.
2. The organization should employ Information technology experts that will check on the system hitches in case of any attempt of cyber crime
3. The organization should employ some backup systems that will back all the data in the system and detect any cases of non-automatic upgrade.
Part 2
 The learning service providers learnt that team work is the greatest move to tackle enormous task over a short period of time. Skills such as hard work contribute immensely towards the achievability of any team’s goals and that time is always the crucial factor for any scheduled activity.
Part 3
 The team implemented some of the HR components such as organizational culture, planning for change and training and development. The components helped in achievement of the WDO since they enabled the team as well as the partner organization to be cooperative in all the tasks placed before them as well as being tome conscious. Other HR interventions such as recruitment and retain can also work best for the intrusion since when the same learning service providers are given another task they will take less time for being conversant with all that is required of them.
Part 4
The team development skills can be employed in any other project competency is an attributes required in achievement of any teams objectives. Additionally, the design of the intervention plan can also be employed in any other project as it fits well in any intrusion. The implementation plan process was a good practice due to its workability. The system helped the municipality to boom its economy as well.
Part 5
In futures cases of intervention, the overall intrusion has to be planned well in accordance to the area that it is to be conducted. The time and duration should also be flexible since some human resource heads can adjourn their meeting just like in the team’s case. The contract amount has to be flexible. The team members should be educated on the required skills in order to ensure successful HR interventions. Moreover, earlier schedules with human resource heads ought to be communicated in order to know their flexibility in terms of work load.
Part 6
Philippines bureaucracy can adopt the intervention since it is suitable in both the organizational structure as well as the human resource. For instance, all ghost workers who are not in the organizations structure are eliminated by the system. Moreover, tax evading companies are captures in the system and dealt with by the law.
HR/OD Intervention Completion Report 

Note to Learning Service Providers (LSPs):  What follows is the basic outline for the completion report. Kindly respond to all items and supplement your report with pictures taken during the intervention to describe the different activities.

Report Outline

I. HR/OD Intervention Basic Information
· Title of HR/OD intervention
· Name of Partner Organisation
· Duration of HR/OD Intervention (Start/end dates); briefly discuss any change in schedule.
· Name of LSP that implemented/managed the intervention
· Names and positions of LSP team members (append one-page summary of individual CVs); Reflect and briefly discuss any change in team composition. 
· Contract Amount. Discuss any contract variation.

II. Summary of Accomplishments
· Completion of Intervention. Indicate timeliness and briefly discuss any delay.
· Outputs Produced. All outputs (e.g. process improvement manual, guidelines, reports, participants’ survey results, re-entry action plans, etc.), should be signed-off by partner organisations. (Fill out Annexes 1 and 2)
· Date of approval of final Outputs. Indicate the date when the Partner Organisation approved the final outputs submitted by the LSP. Include the sign off letter/s in this completion letter.
III. Effectiveness of Activity Implementation
· Did this intervention deliver the expected organisational outcome stated in the workplace development objective (WDO)? (please fill out Annex 3)
· Discuss the situation in the partner organisation (quantitative and qualitative baselines) before you started the intervention (i.e. pre-intervention situation)?
· Discuss the intended or targeted post-intervention situation (quantitative and qualitative targets) in the partner organisation. 
· What is the intervention’s program logic? How is this intervention expected to lead the organisation from its baseline pre-intervention to the targeted post-intervention situation? How is it expected to help the organisation reach its target capacity, competency and change readiness ratings? Kindly refer to the design specifications and WDO. 
· Discuss, in relation to your previous answer, the current or actual post-intervention situation (quantitative and qualitative) in the organisation. Provide concrete cases and direct quotes from participants / stakeholders to contextualise and support your answer.
· Discuss the intervention’s contribution to the change in the organisation’s situation from its baseline pre-intervention to the actual post intervention state. How did the intervention help the organisation attain its actual post-intervention situation? Provide concrete cases and direct quotes from participants / stakeholders to contextualise and support your answer. 
· Discuss the intervention’s relevance to the change in the organisation’s situation from its baseline pre-intervention to the actual post intervention state. Would the changes have happened without the intervention? Please provide concrete cases and direct quotes from participants / stakeholders to contextualise and support your answer. 

· Did this intervention improve the targeted competencies of the target participants? Did the intervention improve the target participants’ competency to scale up or replicate to another unit or area, the knowledge, skills and attitude they gained from this intervention?  
· Discuss the competency levels of your target participants (quantitative and qualitative baselines by target competency area) before you started the intervention (i.e. pre-intervention). Refer to the results of the pre-competency assessment as guide. 
· Discuss the intended or targeted post-intervention competency levels (quantitative and qualitative targets by competency area) of the target participants. 
· What is the intervention’s implementation logic? How is this intervention expected to improve the competency levels of the target participants from baseline pre-intervention to targeted post-intervention levels? Refer to the design specifications and WDO.
· Discuss, in relation to your previous answer, the current or actual post-intervention competency levels (quantitative and qualitative data by competency area) of your target participants. Provide concrete cases and direct quotes from participants / stakeholders to contextualise and support your answer. Refer to the results of the post-competency assessment as guide. 
· Discuss the intervention’s contribution to the change in the target participants’ competency levels from baseline pre-intervention to actual post intervention levels. How did the intervention help the target participants attain their actual post-intervention competency levels? Provide concrete cases and direct quotes from participants / stakeholders to contextualise and support your answer.
· Discuss the intervention’s relevance to the change in the target participants’ competency levels from baseline pre-intervention to actual post intervention levels. Would the changes have happened without the intervention? Please provide concrete cases and direct quotes from participants / stakeholders to contextualise and support your answer.
· Discuss the target participants’ competency to scale up or replicate to another unit or area, the knowledge, skills and attitude they gained from this intervention.
· How are changes introduced in the partner organisation?
· Discuss how the proposed change management plan was implemented. Discuss any difference between actual implementation and what was in the plan.  
· Discuss how the risk management plan was implemented. Discuss the effectiveness of the identified mitigating measures.
· Discuss how the communication plan was implemented. Discuss any difference between actual implementation and what was in the plan. Discuss the strengths and weaknesses of the different communication medium/tools used.
· Identify and discuss the factors that contributed to the completion of the activity and how these facilitated the achievement of targets.  Include those that are related to the 
· Partner Organisation
· HRODF
· LSP
· and other enabling mechanisms  
· List down constraints that affected the implementation and achievement of targets. Discuss how these were managed and the actions adopted to address these constraints.
· Discuss whether the HR/OD Intervention was implemented as planned. Discuss any change and/or deviation from planned strategies in the course of implementing the activity.
· Rate using a scale of 1 to 4 (1 = Ineffective; 4 = Very Effective), the intervention’s effectiveness in achieving its stated objectives. Include relevant summary/highlights of participant’s’ feedback.  
· Discuss how the intervention contributed to the implementation of the following sustainability strategies in the context of the baseline and actual situation in the partner organization and in terms of the target competencies of the target participants. Provide concrete cases and direct quotes from participants / stakeholders to contextualise and support your answer.
· Critical mass
· Political transitioning
· Disengagement / Graduation from HRODF
· Independent replication 
IV. Insights and Recommendations
· Recommendations (strategic and operational) to ensure the institutionalisation of the gains of the intervention 
· Indicate the greatest lessons (at least the top three (3)) learned by the LSP in conducting this HR/OD intervention
· Summarize the HR/OD components/activities you adopted in implementing this intervention.  Discuss their effectiveness in achieving the WDO.  Discuss whether the results of this HR/OD intervention can be delivered more effectively using other HR/OD intervention designs. 
· Discuss what you believe were the best features of the HR/OD Intervention.  Discuss the practices / approaches / methodologies employed by this HR/OD intervention that are worth replicating and sharing to others. Describe processes used in this intervention that may be regarded as good practice. Refer to the process documentation of the HR/OD Intervention. 
· Recommend how to improve the implementation of similar HR/OD Intervention in the future in terms of the following areas: 
· Overall HR/OD Intervention 
· Timing and Duration
· Conditions  to ensure Successful/Effective HR/OD intervention conduct
· What will you do differently?
· Others
· Discuss the implication of this intervention and HRODF experience in implementing / institutionalising reforms in the Philippine bureaucracy.


***********************************************
Reminders: 
The following will also be submitted by the LSP (CD format and uploaded in the HRODF website) as part of the Completion Report:
· Participants’ competency rating – LSP’s rating on the improvement in competency of each of the core participants and other observable/behavioral comments. (if LSP also used pre-and post-test, the result should be included in the assessment of the participants)
· Team Directory and contact details- ALL team members engaged by the LSP in the conduct of the HR/OD Intervention, including resource persons, facilitators, etc. (highlight their respective roles and duration of engagement including the evaluation of the participants on the individual performance of the team members of the LSP)
· Actual HR/OD intervention design (training and coaching designs) implemented (assumes that changes were done as the intervention was implemented)
· Participants Directory - List of participants and contact details, including the LSP’s evaluation of their competency
· Results of any evaluation used, eg, surveys, etc.
· Process documentation
· All documents/materials/handouts used
· Selected pictures/photos taken 
· Signed off letters from top management and/or change sponsor of partner organisations accepting the intervention outputs 
· Signed Action Plans (REAP and SAP)of the participants (soft/hard copy)
· At least two  printed copies of approved major outputs (unless stated in the design specs to produce more copies).  
· Softcopy of the printed outputs - both in editable version and CAMERA-ready version (PDF).  The sign-off of the outputs must be included in the submission.
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Annex 1. Intervention Output Report
	Output Classification
	Target Outputs as per original contract (Please insert rows as needed)
	Actual Outputs as Implemented 
	Reason for Any Change
	Original Quantity (for learning events, please write the number of pax)
	Actual Quantity (for learning events, please write the number of pax)
	Was this Output Approved by the Partner? (Y/N)
	Date When This  Output was Approved by the Partner
	Was this Output Used by the Partner? (Y/N)
	Please give a short statement to show that this output was indeed used by partners.

	Output Cluster 1. Manuals / Guidebook (Please write the title / or purpose)
	 HR INTERVENTION
	 SYSTEM
	OUTDATED 
	5 
	3 
	Y 
	15/5/2018 
	Y
	 BOUGHT NEW MACHINES

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	Output Cluster 2. Plans (Please write the title / or purpose)
	HR INTERVENTION
	 BACKUP SYSTEM
	 NO ONE
	N/A 
	N/A
	 
	N/A 
	N
	 N/A

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 HR INTERVENTION
	 IMPLEMENTATION
	 UPGRADE
	4 
	3 
	Y 
	17/5/2018 
	Y
	INCORPORATION OF THE SYTEM AND APPLICATION

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	Output Cluster 3. Other Reports (Please write the title / or purpose)
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	Output Cluster 4. Systems and Processes (Please write the title / or purpose)
	HR INTERVENTION
	 COMMUNICATION
	 POOR UPDATES
	3 
	2 
	Y 
	15/5/2018 
	Y
	 EFFECTIVE COMMUNCATION ON MACHINE UPDATE

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	Output Cluster 5. Learning Events (Please write the title / or purpose)[footnoteRef:1] [1:  Please fill out Annex 2 in relation to this ] 

	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	Output Cluster 6. Others
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	
	 




Annex 2. Participants’ Information Sheet
	Name of Participants. (Please use the format Surname, First Name, Middle Name)
	Sex (Please write "M" for male and "F" for female)
	PWD information (Please write "Y" if the participant is a PWD and "N" otherwise)
	Title of Learning Event
	Date when learning event was conducted
	Organisation (Acronym will do)
	Submitted REAP? (Y/N)[footnoteRef:2] [2:  Please submit the REAPs with this report] 

	If N, Why not, If Y, what is the REAP title?
	Is this person implementing another REAP for another intervention? (Y/N)
	If your answer in column 9 is Y, for which intervention (s) is this person implementing the other REAP(s)?

	 Johnson Rainbow
	 M
	 Y
	 Head Chairman
	 15/2/2018
	 COC
	 Y
	 ECSE
	 N
	 

	 Kelvin Gitonga
	 M
	 Y
	 Assistant Chairman
	 “
	 “
	 Y
	 “
	 N
	 

	 Job Otieno
	 M
	 Y
	 Communication Leader
	 “
	 “
	  Y
	 “
	 N
	 

	 Susan Nyawira
	 F
	 Y
	 Secretary
	 “
	 “
	Y
	 “
	 N
	 

	 Winfrey Babeque
	 F
	 Y
	 Assistant Secretary
	 “
	 “
	Y
	 “
	 N
	 

	 Bob Trump
	 M
	 N
	 Treasurer
	 “
	 “
	Y
	 SRSA
	 N
	 

	 Peter Kimberly
	 M
	 N
	 Security Officer
	16/2/2018 
	 “
	 Y
	 ECSE
	 N
	 

	 Mitchell Winfrey
	 F
	 Y
	 Catering
	 “
	 DMT
	 Y
	 SRSA
	 N
	 

	 John Meter
	 M
	 N
	 Driver
	 “
	 “
	 Y
	 “
	 N
	 

	 Mercy Mbiunya
	 F
	 Y
	 Planner
	 15/2/2018
	 NB
	 Y
	 “
	 N
	 

	 Achieng Celiah
	 F
	 Y
	 Assistant Planner
	 “
	 NIB
	 Y
	 “
	 N
	 

	 Millicent Mania
	 F
	 Y
	 Service Provider
	 17/2/2018
	 MUST
	 Y
	 “
	 N
	 

	 Kimani Moses
	 M
	 Y
	 Technician
	 “
	 “
	 Y
	 “
	 
	 

	
	
	
	
	
	
	
	
	
	





Annex 3. 
	Main Capacity, Competency and Change Readiness Areas
	Please mark with "x" if the target area in column 1 is targeted by this intervention )
	Please write sub area or areas (if more than one) targeted by this intervention.

	
	
	

	Main Capacity Areas
	 
	 

	Leadership and Management
	X 
	 HUMAN RESOURCE

	Human Resource Management
	 X
	SYSTEM 

	Human Resource Development
	 X
	SYSTEM 

	Knowledge Management and Performance Improvement
	 
	 

	Stakeholders Relation
	 
	 

	GAD
	 
	 

	Main Competency Areas
	 
	 

	Planning
	 X
	HR 

	Leadership and Management
	 X
	FINANCE 

	Human Resource Management 
	 X
	SYSTEM FINANCE 

	Human Resource Development
	 X
	HR 

	Administration (finance)
	 X
	FINANCE 

	Main Change Readiness Areas
	 
	 

	Vision and a Change Agenda
	 
	 

	Executive Sponsorship
	 
	 

	Track record for implementing 
reforms/ changes
	 X
	COMMUNICATION 

	Absorptive Capacity
	 
	 

	Level of awareness  and desire for the change
	 X
	BACKUP SYSTEM 




Annex 4:  Report Cover (see portrait format below)
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