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I have been in a great ambition for researcli in something since 1 was a student. In 
my practical life, 1 always try' to mould this ambition for the implementation of this 
research work. In spile of various obstacles, as 1 am a Government servant 1 must 
follow' the Rules & Regulations of Government of The People's Republic of 
Bangladesh. Suddenly in an auspicious moment, 1 go on my attempt to fulfill my 
aim. In 1998, I got myself admitted into Dhaka University for M Phil course; but 
financial cause made a barrier to my opportunitx'. At last, in 2006, I got a 
scholarship from The University Grants Commission of Bangladesh. I have got a 
chance to go on research on deputation. I began my work whole heartedly and I 
completed it in time. I also express gratitude to almighty Allah, Who gave me a 
great chance of fulfilling my aim by completing the Research w ork.

As we are moving in the 21 century, organizations are facing not only new 
opportunities but also greater threats. The changing centre o f gravity of the 
economic world, moving from the West to the East, has brought many changes. 
Once comfortable, many western organizations have seen their markets vanish as 
more industrious countries; particularly those around the Pacific Rim take over the 
mantle o f ‘workshop of the world". But adversity is a shrewd teacher and we are 
now seeing some western countries demonstrate that they can fight back and win. 
Underneath these observations lie deeper questions 'w'hat does winning mean?' 
Perhaps we are entering an era when there will be a need to re-think the 
fimdamental purposes of organizations.

Those who are responsible for the management organizations are constantly seeking 
ways to be competitive, adaptable, innovative threats! In this environmental 
changing situation of management. 1 want to start my research work in the South 
Asian countr>' like Bangladesh which is a developing countrv' and which is trying 
her best to develop her economy through organizational management system.

Sadruddin A hm ad
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Human Resource Management Practices 
in the Private Sector Banking in Bangladesh: 

A Case Study on Prime Bank Limited

A b s t r a c t

This dissertation examines how Human Resources are m anaged at selected 
Private Sector Banlcing in Bangladesh, how Bangladeshi Human Resource 
M anagement Practice is evolving, and how it can be improved. Strategic 
Human Resource M anagement suggests that Human Resource M anagem ent 
Practices are most effective when matched with strategic goals o f 
organizations. The examination is qualitative and exploratory, since no such 
Research on Human Resource Management Practice has yet been conducted 
at Bangladeshi profit or non-profit organizations. An understanding o f  Human 
Resource M anagement Practice makes it possible to improve Bangladeshi 
Human Resource M anagement Practices, and thus to increase employee 
productivit>'.

The research claim is that Bangladeshi Human Resource M anagement 
Practices differ from Human Resource M anagement Practices in the West,* 
due to differences in cultural factors, economic systems, political systems, 
and legal & industrial relations. For this reason, Bangladeshi culture, politics, 
economy and legal and industrial relations have been analyzed.

The main finding o f this study is that the importance o f Human Resource 
M anagement is not uniformly understood at all the Bank companies. 
Although the multinational companies or Banks based in Bangladesh see their 
Human Resources as the companies’ most important asset, as Human Capital, 
the local Banks generally do not.

’ By ‘the W est’ is meant: Australia. Canada, N ew  Zealand, the U SA , and W estern tu rop e .
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The fact that respondents claim that Bangladesh has limited experience in 
industrialization and for this reason, Human Resource M anagement in 
Bangladeshi industries is rudimentaty and still has a long way to go.

With this dissertation the researcher wants to contribute to improve 
Bangladeshi Human Resource Management Practice. Moreover, this 
dissertation may be used as a framework for similar research in other sectors 
or for more specific in-depth research. This dissertation may also serve as a 
knowledge base for company managers, business consultants, academicians 
and government officials o f  countries with a national culture similar to 
Bangladesh’s culture, countries undergoing {or which have undergone) a 
recent transition to a free market economy, and countries facing similar 
macro-economic development.

Sadruddin Ahmad
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Chapter ( l

I n t r o d u c t i o n

General Identity o f Bangladesh

Bangladesh emerged as an independent and sovereign counti^ in 1971 following a nine 

months war o f liberation. It is one o f the largest deltas in the world with a total area o f one 

147,570 square km. With a unique communal harmony, Bangladesh has a population o f 

about 140 million, making it one o f the densely populated countries o f  the world. The 

majority (about 88%) o f the people are Muslim. Over 98% o f the people speak in Bangla. 

English, however, is widely spoken. The country is covered with a network o f rivers and 

canal forming a maze o f inter-connecting channels.*

Being an active partner, Bangladesh plays a vital role in the international and regional 

forum, partfcidarly in the UN, Commonwealth, and South Asian Association for Regional 

Cooperation (SAARC).

History o f Bangladesh

Bangladesh has a glorious history- and rich heritage. Once it was knowTi as ‘Sonar Bangla’ 

or the Golden Bengal. The territory now constituting Bangladesh was under the Muslim 

rule for over five and a half centuries from 1201 to 1757 AD. Subsequently, it came under 

the British rule following the defeat o f the sovereign ruler, Nawab Sirajuddaula, at the 

battle o f Palassey^ in 23 June, 1757. The British ruled over the Indian Sub-Continent 

including this territor>' for nearly 190 years from 1757 to 1947. During that period.

‘ Bangladesh Bureau o f  Statistics, Minislr> o f  Planning, Governm ent o f  The Peoples R epublic  o f  B angladesh, Statistical 
Pocket Book o f  B angladesh, 2006. p..'i.
'  Islam, Shiraju!, (1W 5), Histor>' o f  Bengal (Culture). Asiatic Socict>' oC Bangladesh. Dhaka: p.5.
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Bangladesh was a part o f the British Indian provinces o f Bengal and Assam. With the 

termination o f British Rule in August 1947, the Sub-Continent was partitioned into India 

and Pakistan.’ Bangladesh fonned a part o f Pakistan and was called ‘East Pakistan’. It 

remained so for about 24 years from August 14, 1947 to March 25, 1971. Bangladesh 

Liberated on December 16, 1971 following the victor>' o f the War o f Liberation and 

appeared on the world map as an Independent and sovereign country.

The countr> is the pioneer in the Micro-credit concept for poverty reduction, which 

brought the Nobel Prize in Peace for the countr>' in 2006. The founder o f world reputed 

Grameen Bank Professor Dr. Muhammad Yunus is the Nobel Laureate.

Culture o f Bangladesh

Bangladesh is heir to a rich cultural legacy. In 1 \vo Thousand or more years o f its 

chequered history, many illustrious dynasties o f Kings and Sultans ruled the country and 

have left their mark in the shape o f magnificent cities and monuments. Apart from this, the 

century old cultural traditions can be viewed in innumerable tangible and intangible 

heritages in archaeological sites, in sculptures, in stones and terracotta, in architectures, 

museums, archives, libraries, classical music, songs and dance, paintings, dramas, folk arts, 

festivals, games as well as ethnic cultural activities.'*

The people o f Bangladesh are ver>- simple and friendly. A beautiful communal harmony 

among the different religions has ensured a very congenial atmosphere. More than 75% of 

the population lives in rural areas. Urbanization has, however, been rapid in the last 

decade.

’ Slalisdcal Pockel Book Bangladesh 2006, Bangladesh Bureau ofstatisiics: Dhaka, p.3.

 ̂Islajii, Shirajul, (1995). Hislor>' ofBengaJ (Culturs). Asiatic Soi:iet> of Bangladesh. Dhaka, p.7.
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Economy o f Bangladesh

Bangladesh has an agrarian economy, although the share o f  agriculture to GDP has been 

decreasing over the last few years. Yet, it dominates the economy accommodating major 

labor force leaving in the rural areas. From marketing point o f view, Bangladesh has been 

following a mixed economy that operates on free market principles.

Basic Information

Official Name: The People’s Republic o f Bangladesh.^

Location; Bangladesh is situated in the Northeastern part o f South Asia bet^veen 20^34' 

and 26"38' North latitude, and between 88“0 1 ' and 92“4 1 ' East longitude.^’

Boundary; Bangladesh is bounded by hidia on the West (West Bengal), North (Tripura, 

and northeast (Assam, Meghalaya, and Mizoram) by Myanmar on the southeast and the 

Bay o f Bengal on the South. '

Area; The Area o f ITie People’s Republic o f Bangladesh is 56,977 sq. miles or 147,570 sq. 

km.

Physiographic Feature: It has low, flat, and fertile land except the hilly regions in the 

north-east and the south-east, and some areas o f high lands in the North-Western part. 

Rivers and their tributaries number about 230 with a total length o f 24140 km.

Flora and Fauna: It has forest land covers 14% of total land areas (what are the major 

forestry products, animals, birds).

Climate and Rainfall: In Bangladesh there are Sub-tropical monsoon climate of the six 

seasons, three are important winter (Nov-Dee), summer (May-June), and Monsoon (July-

• Statistical Pocket Book B angladesh 2006. Bangladesh Bureau o f  Statistics. p.(i. 
 ̂Bangladesh Statistical Year B<K>k. 2001- 2006 p.6. 7.S».I0.

’ Bangladesh Slalistical Year Book, 2006, p.6, 7.9.10.
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Oct). Maximum rainfall is in Chittagong and Syllel, and the minimum in western and 

northern parts o f  the country.*

Population ’

Population as per Januarj- 2001 Census: 130.03 million

Estimated Population in ,Tune 2005: 137.00million

Population Gro\vth Rate; 1.48%

Population density: 928 per sq. km

Urban -  Rural Population Ratio: 20:80

Muslim population: 8 8 %

Hindu: 11%

Buddhist; 0.6%

And Christian; 0.3%

Male -  Female Ratio (2001); 103.8

Number o f Households; 19.4 million

Number o f Villages: 85,500

Total Union: 4,498

Total Thana: 596

Total Upazilla; 481

District; 64 

Human Development Indicators:

Adult Literacy (15+); 65% 

Primary School Enrollment; 95%

Secondary School Enrollment: 35%

® Bangladesh Statisiical Year Book, 2 0 0 1 -2 0 0 6  p.6, 7,9.10. 
^B angladesh  Statistical Y ear Book. 2006. p.6. 7.9,10 and p. 12. 
' “B angladesh Statistical Y ear Book, 2006. Dliaka. p.6. 7,9,10, p. 13.
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Life Expectancy at Birth; 64.9 years 

Infant Mortality' Rate (Per thousand live births); 53.27 

Maternal Mortality Rate (Per thousand live births): 2.3

Total Fertility Rate (TER); 2.56 

Access to safe drinking water: 97%

Arsenic pollution lias now become a menace for about 50 percent o f  the countr>'s 

population

Poverty and Income Distribution (2004)”

Poverty is rampant although there has been significant reduction in poverty during the past 

two decadcs. About 42.1 percent of the people are below the level o f ‘absolute poverty’ 

defined as taking loss then 2122 calories per day per person ( Table 1), and 18.27 percent 

o f the people are below the ‘hard core' poverty line defined as taking less than 1805 

calories per day per person (Table-1.2).

T a b le  - l . I :  Poverty Estim ate on the basis o f  FHl (F ood  Energy Intake) and D C l (D irect Calorie
Intake) m ethods

5

Region Energy intake Method Mead 
Count Ratio (%)

Direct Calories Intake 
Method (%)

jtJW 2004 K m 2 0 0 4

National 4 4 .7 42.1 4 6 .2 4 0 .9

Urban 4 3 .3 3 7 .9 4 9 .9 4 3 .6

Rural 4 4 .9 43 ,3 4 5 .6 40.1

Poverlv' M onitoring Survey (2004). Dhaka vol. No. 2. p. 16.

"  Bangladesh .Statistical Year Book, Dhaka, 2006, p.6. 7.9,10, p .l^ .

'l '7 ^ ^ 2 0 ^ 3 r ^ ^  M onitoring Survey. (2004). Mini.slry ofP lam ijjig . Govi, o f  The Peoples R epublic o f  Banglade.sh. p. 12.
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Table — 1.2: Hard-Core Poverty Trends under Direct Calorie Intake Method

A bsolute Poverty

(< 1805K il C a l,% )

R egion

N ational

Urban

Rural

1999

24.9

27.3

24,5

2004

18.7

20.8

18.2

Source; Government o f the People’s Republic o f  Bangladesh, Ministr>' o f  Planning, Bangladesh Bureau o f  
Statistics, Poverty Monitoring Survey (2004), Dhaka, vol. No. 2, p. 16.

M illennium Development Goals (M DGs)

Bangladesh is a signatory' to the UN Millennium Declaration 2000 which lays down eight 

speech time bound goals (MDGs) to be achieved by 2015. These goals are (a) having 

poverty, (b) universal primarv’ education,’  ̂ (c) gender equality and women empowerment, 

(d) reducing child mortality , (e) improving maternal health, (0  combating malaria, IIIV 

etc. (g) environmental sustainabilit>', and (h) establishment partnership for development 

(between rich and poor countries ). Bangladesh has achieving some, not all, of these 

goals.

L ab or Force

According to the FY 2002-03 Labor Force Sur\ey, civilian labor force was 44.3 million, o f 

which 34.5 million were male and 9.8 million female. Agriculture employs 51.69 percent 

o f labor force. Mining and quarrying employs 0.23%. manufacluring 9.71%, power, gas 

and water 0.23%, constriction 3.39%, trade, hotels and restaurants 15.34% transport, 

storage and communications 6.77%, public administration and defense 6.32% personal

”  Bangladesh Educational Statistics 2006. BANBEIS. Dhaka pp. 10-16.
'■* B angladesh Statistical Year Book, M inisiry o f  Planninc. Oovt. o f  The Peoples R epublic o f  B angladesh, Dhaka, 2006
p. 17,
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service 5.64% and all other occupations employ 0.68%, of the labor force. Unemployment 

and under-employment together is about 30% o f labor force.

According to the 2002-03 LFS, 18.28% o f labor force are family labor, 44% self

employed, 20.09% day labor, and 13.77% are formally employed. About 209000 workers 

work abroad.'^

International Relations

Bangladesh is a number o f the UN (191 members), SAARC (8 members with 

Afghanistan), OIC (57members), D-8, lO R-A RC (17 members), the British 

Commonwealth o f Nations (54 members), and BIMSTEC (7 members). It maintains 

diplomatic missions in 47 countries and has 45 foreign missions in the countr}-.

Transport

National Highway: 3723 km; Regional Highway; 4832 km; District Road: 13823 km; 

Upazilla Road 36343 km; Union Road 43674 km; Village Road 138891 km; Total : 

241286 km.

II. The Economy and Resources
GDP and Structural Change in the Economy

Total GDP at current prices in 2004/05 was TK 3684.8 billion or US $ 60.41 billion; 

compared to I K 3329.7 billion or US$ 56.49 billion in2003/04 per capita GDP at current 

prices in 2004/05 was TK 26898 or USS 445. The estimate for 2003/04 was TK 24628 or 

US$ 418. Within the country, the highest per capita income is in Chittagong Hill Tracts, 

followed by the districts o f Chitagong, Khulrm, and Dhaka in that order. Table 3 shows the

Statistical Pockcl Book Bangladesh 2006, Biingladesh Bureau o f  Statistics, Ministry' o rP lann ing . Dhaka, p .!7 .
"■ Statistical Pocket Book Banglgdesti 2006. B angladesh Bureau o l'S tatistics, M inistr)' o f  Planning. Dhaka, p.! 7.

Statistical Pocket Book Bangladesh 2006. Bangladesh Bureau ofS ta tislics . Minislrv' o f  Planning. Dhaka, p. 17
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share o f different sectors in GDP. The desired structural change in the economy has not 

occurred. The manufacture sector is stognant, which has great implications for employment 

and poverty alleviation. The decline in the share o f agriculture in GDP has been taken up 

serv'ices.

Agriculture

Agriculture, which includes crop and non-crop sector-forestr>', fisheries, and livestock-is 

the main occupation and contributes 21.9 percent o f GDP (as o f 2004/05). The growth rate 

in agriculture has fluctuated considerably in the recent years -3.1% in FYOl, 0.0%, in 

FY02, 3.1% in FY03, 4.1% in FY04, and just 0.3% in FY05.'*

Industry

The industry sector, which comprises o f mining and quarry ing, manufacturing, electricity, 

gas and water, and construction, contributes 28.4 percent o f GDP (as o f FY2004/05), of 

w'hich manufacturing contributes 16.6 %. The large and medium scale industries 

contribute 11.7 % and small -  scale industries contribute 4.9 %. The manufacturing sub ~ 

sector is dominated by jute processing; cotton textile, cigarettes and readymade garments 

(RMG).

Mineral Resources

These are very few. Mining and quarrving accounts tor only 1.1 % o f  the countr\ ’s GDP, 

Averse annual growth o f this sub-sector in the past few years has been about 7-8%. 

Besides nati.u'al gas, there are some coal deposits, hard rock, lignite, silica sand, and white 

clay.

8
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Electricity, Gas, and W ater

The overall contribution o f electricity, gas, and water to GDP is 1.6 %. Their average 

growth rate has been about 8% in the recent years. The electricity sub-sector contributes 

1.38% o f the country 's  GDP. Gas and water together contributes another 0.26%. Both 

thermal and hydroelectric process produces electricit>'. Installed capacity' up to April 2005 

was 5025 megawatt (mw) and operational capacity 3900 mw. Maximum electricity 

generation was in April 2005 (^3652 mw). Systems loss as o f March 2005 was Q.55 percent 

o f total production o f electricity.

Construction

The construction dub- sector contribute 9.1 percent to GPD this sub-sector has maintained 

a steady growth rate at about 8 percent in the past half decade, the industry' sector has 

registered only a modest growth in recent years-7.3% in FY 03 and 7.6 % in FY and 8.5 % 

in FY 05

Causes of Industrial Sector Stagnation

The stagnation o f  industrial sector growth is due to poor physical infrastructure, the crisis 

in the electricity sub-sector, production deficit in the gas sector, reduced availability o f 

bank credit for both working capital and Paid up Capital, insufficient investment (both 

domestic and foreign), poor law and order situation, political instability', in efficiency o f 

public sector enterprises and bureaucratic corruption, inefficiency and red tape. Faster 

Economic reforms, improvement o f infrastructure, restructuring and/or privatization o f 

SOE’s and measure encouraging the privet sector will be needed to improve industrial 

sector performance.

Dhaka University Institutional Repository



Services

The service sector contributes 49.7% o f GDP. The contributions o f dilferent sub-sectors 

are wholesale and retail trade 14.1%, transport and communication 10.0%, real estate 

8.1%, community and social serv'ice 7.5%, hotels and restaurants 0.7% financial services 

1.7%, public administration and defense 2.8%, education 2.5 % and health and .social 

welfare 2.3%. The services sector growth overall was 6.6 % in 05 compared to 5.7 % in 

FY 05/06.'“̂

10

Statistical Pocket Rook Bangladesh —2006. Bangladesh Bureau o f  Statistics. M inistry o fP lann ing . Dhaka, pp I.1-I7.
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II

Table No- 1 . 3 #  Growth of GDP and Sector’s (%) (At 1995 -96 Prices) 20

Sector FYOl FY02 FY03 FY04 FY05 Scctor w is e  Share in g o p
FY05

1 Agriculture ■

la) Crops & Vegetables

fb) Livcslocli 

{C) Forcstr>' 

idjFisijeries

ID

6 18 

2.SS 

4.8? 

4̂.5̂

0.10

■2.

4.70

4.91

222

 ̂ in

2.B8 

4 ?1 
4,-13 

2. 5?

4.10

4.21

4.9R

4.18

.V09

0. 30 

-?■. 3(> 
7.B2 

4.25 

4.02

21.̂  
12.1 

3 0 
1.8 

5.0

2. If>diistr>

(a) Mutine •.luarryine

(b) M anufacturing

(i) Large & Medium 

(ji)Sniall

(c) Klevlricit>-. Gas, W ater

(d) Consrrictiun

7.40 

y.7J 

6.68 

A 6̂ 
7.02 

IAS} 
S65

6.50

4.3

5.48

4̂ 1
7.69

7 53

S.6I

7.50

7.17

6.75

C>.ti5
7 2 !

R.02

8.(W

7.60

7

7 .m  

7 45 

8.2.'!

86 0  

K.40 

B43 

S.65 

7 91 

9.08 

S.69

2S.4 

I.} 

16 6 

I I .7 

4.9 

1.6 

9.1

3. Services

(a> WhoksaJe.Rct Trade 

lb) Hotel A. Wesiauranl 

( t t  Tnms., Store ACom 

id} Finjincial in̂ enncdiar̂  
fe) Real Estate ft CJtliers 

(fjPiiblii: Admin A; Del'ensc 

(̂ ) EdLicaiioJi 
4l]) Health i t s ,  Welfare.

(i>CrtiD»iunjt>; Social &Pcrsonnel Services

5.50

6.40 

7.00

7.90 

5..S0

3.40

5.90

7.10 

4 9 0

3.10

5.40 

6.60

6.90 

6.60 

h 70

3.40

5.90 

7.60 

5.30 

3.20

5.40 

6.10 

7.t>0 

6 .10 

6.70 

3,5(1 

5.20

7.60

5.60 

.V30

5.70 

6.60

7.10 

6.60 

7(K) 
3.60

7.10

7.70 

6.20 

4.00

6.60

6.90 

7.30 

8.10 

9.00 

3.60

11.20 

S.40

6.90 

4.̂ 0

49.70

14.10

0 70 

10.00

1 70 

K 10 

2.80 

2.50 

2J0
7.50

Total GDP 5.27 4 42 5-26 6.27 5.38 100.00

111. Public Sector Performances
The public sector in Bangladesh despites various reforms. Programs, including 

privatization o f enterprises, is involved is wide areas o f the nation’s economic activity' 

covering manifesting industry, power, gas transport and communications and various 

services suitors. There are several hundreds o f Public Sector Bnterprises (PSEs) that

S ta tis t ic a l  I^ocket B o o k  B a n g la d e s h  2 0 0 6 . B a n g la d e s h  B u re a u  o f  S ta t is t ic s .  M in is t r j ' o f  P la n n in g , D h a k a , p p . 13 -!  7,
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operate under 44 (forty four) non-financial public sector corporations/boards according to 

Bangladesh standard Industrial classification (BvSlC), these 44 corporations/ boards are 

classified into seven board sectors as shown in Table 4.^’

There are also three departmental type PSE s Bangladesh Railway, Bangladesh Telephone 

and Telegraph Board, and the Postal Department .In addition, there are the state owned 

Banks, Insurance Companies and several specialized financed Institutions, which aren 't 

discussed here.

With the exceptions in the Construction sector, and a few others in the services sector, 

performance o f all PSEs has been pitifully poor. The total net loss o f the 44 corporation/ 

bounds in 2004-2005 was TK 549 crore in 2003-2004.^^

12
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Table-1.4: Public Sector Corporation
Some Public Sector Corporations are working in Bangladesh these Corptirations are vested 
on different activities like;

Sector N am es ot'Corporiitions/Boiirds

Industi^' (06) Bangladesh Textile M ills Conxiration. Bangladesh steel & engineering 
Corporation. Bangladesh Sugar and Food industries C orporation. Bangladesh 
Chem ical Industries C orporation. Bangladesh Jute M ills Corporation.

Power, GasA  W ater (05) Bangladesh O il, Gas and .Mineral Resources C orporation Bangladesh Power 
Developm ent Board. Dhaka Electric Supply Authority, Dhaka W ater Supply 
Aulhority, Chittagong W ater Supply Authority.

Transport & 
C om m unicalions (10)

Bangladesh Shipping C orporation. Bangladesh inland W ater Tran.sport 
C orporation. B angladesh B im an Corpordtion. Bangladesh Road Transport 
C orporation, Chittagong Port Authority, C hittagong Dock W orkers M anagem ent 
Board. M ongla Port Authority, M ongla Dock W orkers M anagem ent Board. 
Bangladesh Land Port Authority, Jam una M ultipurpose Bridge Authority.

Tradc(3) Bangladesh Petroleum  Corporation, Bangladesh Jute C orporation (N ow  defunct). 
Trading C orporation o f  Bangladesh (TCB).

A griculture &  Fisheries 
(02)

Bangladesh Agricultural Developm ent Corporation. Bangladesh Fisheries 
Developm ent Corporation.

ConsUiction(04) Rajdhani Unnayan K artripakkha (RAJUK), Chittagong D evelopm ent Authority. 
Khulna Developm ent Authority, Rajshahi D evelopm ent Authority.

Serviccs(14) Bangladesh Freedom  Fighters W'elfare Trust, Bangladesh I'ilm  Developm ent 
Corporation, Bangladesh Parjatan Corporation, Bangladesh Civil Aviation 
Authority, Bangladesh Small & Cottage Industries Corporation. Bangladesh inland 
W ater Transport Authority, Rural I-lectrification Board, Bangladesh F.xport 
Processing Zone Authority, Bangladesh Handloom  Board. Bangladesh Sericulture 
Board, Bangladesh W ater D evelopm ent Board. Bangladesh fe a  Board. Fxport 
Prom otion Bureau, Bangladesh Telecom m unication Regulatory Com mission.

S o u rc e : Siatistical Pocket Book Bangladesh !200}.2006). Bangladesh Bureau o f Sfaiistics. Minisln’ofFlanning. Dhaka.

Other Indications o f Poor Perforin o f PSEs are as Follows

(1) I’hey have been receiving huge subsidy every year. In 2002/03 enjoyed by 14 selected

SOEs was TK 322.56 crore. In 2003/2004, the account o f subsidy was TK389.51 crore. 

The amount increased to TK 502.26 crore in 2004-2005.

as(2)Total debt Service Liabilit>' (^DSL) o f the 44 corporations in FY 2003/2004 w; 

TK 1488.96 crore, but DSL actually paid to government was just TK 1290.45 crore during 

that year, which means that the shortfall in DSL, payment was 13% o f the total. In

' Statistical Pocket Book Bangladesh Bangladesh Bureau o fS ta t.sl.e s, M .n ,sti> 'o f Planning. D h a k i  p. 17 -21.
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2004/2005, total DSL of this corporation was TK 1485.71 crore, out o f which only TK 

778.28 crore (or 52%) was realized by May 2005. In other words, the shortfall during the 

year was 48%.^^

(3) As o f March 2005 the total outstanding debt o f the sector Corporations /Boards to the 

Banking system w'as TK 8739.18 crore o f which about 19% or TK 1674.30 crore was 

under default. The large debtors are BPS (TK3/55 crore) BJMC (TK2807crore), BFSIC 

(TK509 crore), BTMC (TK481crore), BFDB (TK 880crore), BSEC (TK 183 crore), BCIC 

( TK 183crorc)and BADC(TK 115 crore).

(4)The PSEs employ a quarter o f a million people, hold fixed assets equivalent to 32% of 

the country's GDP and invest annually about 10% o f  GDP. TTie aiuiual output is however, 

barely 1% o f the country 's  GDP.^*

Recent estimates show that the losses o f  the PSEs and the subsidy elements o f off-budget 

and budgetary financing (implicit interest subsidy, equity, financing, capital restructuring 

etc.) Result in massive wastages o f public amounting to around 3% of GDP every year.^'

The solution o f PSEs problems lies in restructuring and privatization. If the enterprises 

don't become economically viable, these should be closed down Forthwith (immediately).

14
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IV. Savings and Investment

Savings and investment have remained stagnant since FY2000 as Table 5 indicates. Much 

faster generation o f savings and investment is needed for enhancing the rate o f economic 

growth.

T ab le-1 .5  #  Gross Investment and Saving (as % of GDP) 2S

Subject M atters FY02 FY03 FY04 FY05

Investm ent 23.2 23.4 24.0 24,4

Private 16.8 17.2 17.8 1H5

Public 6.4 6.2 6.2 5.9

Domestic 18.2 18-6 19.5 20 2

Saving.'; 17.1 17,4 IS.2 18.7

Public 11 12 \ 3 14

N ational Savings 2.1.4 24.9 25.4 26.5

Savings Inve.stment gap -5.0 -4.8 -4.5 -4.2

Source: Bangladesh Bureau o f  Slatisties. N ational A ccounts Statistics, June, 2006, p. 16.

V. Money, Banking, and Credit
Since 2000, the monetar}' policy pursued by the Government has become somewhat 

restrictive (Table6). The rate o f growth o f  the supply o f Ml declined from 12,4 % in FYO! 

to 8.1% in FY02. After increasing to 10.7% in FY03 & 14.0% in FY04, The supply o f Ml 

fell to 6.8% in FY05. The supply o f M2 rose slightly from 16.0% in FYOl to 16.8% in

FY05.29

Bangladesh Bureau ol’ Statisdes, National A ccounts Statistics. June, 2006, Dhaka, p 16, 

‘^'Bangladesh Bureau o l'S tatistics. National A ccounts Statistics, June, 2006, p. 16.
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T ab le -1 .6  #  Growth o f Money Supply & and Domestic Credit (%) 30

Fiscal
Year

Ml M2 Domestic
Credit

Credit to Govl. & 
Pub. Sector

Credit to 
Private Sector

FYOI 12 A 16.6 17.1 19.2 16,2

FY02 8.1 13.4 12.4 2.7 13.5

FY03 10.7 15.6 8.2 3.7 12.7

FY04 14.0 13.fi 14.2 15.3 14.2

FY05 6.8 16.8 17.5 19,4 17.0

Source: Bangladesh Bank. A nnual Report. 2005.

Despite recent and some success in the recovery o f overdue loan.s. loan default is the

biggest problem in the countr> ‘'s financial sector. In 2001 the amount o f classified loans in

the banking system was 31.49%. The ratio came down to 22.13% in 2003. In 2001, the

classified loans o f NCB and specialized Banks, PCBs and foreign Banks were 37.02%,

61,8%, 16.98% and 4.33% respectiveiy. These percentages came down to 29.03%,

47.41%, 12.43%, &2.68%, respectfully in 2003. There have no doubt been significant

improvements thereafter, but more needs to be done to further improve the rccovcr>'.^'

Total domestic increased by 17.1% in FYOi, declined to 8,2% in FY03, but rose to 17.5% 

in FY05. Net credit growth to Government, including other public sector, wa.s 19.1% in 

FY05. Disaggregated data show that net credit growth to other sector declined by 0.5% in 

that year. Credit to the private sector increased only mildly from 16.2% in FYOI to 17.0% 

in FY05.

Chajiges in the Bank rate and statutory reserv'e requirements are the major tools in the 

hands o f the central Bank to influence credit. These rates have been lowered in the most 

recent times among at expanding credit to the private sector. In October 2001, the Bank

Banglndcsh Bank, .Annual R tport, Dhuka, 2005 p,6. 7,9,10.
Bangladesh Bureau o f  Statistics. National AccounUs Statistics, June. Dhaka. 2006, p. 16',
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Rate was lowered lo 6% from the previous 07%. This rate was further lowered to 05% 

from 07 November 2003. In May 1992 the Statutory Liquidity Ratio (SLR) was set at 20% 

o f Commercial Bank deposited liabilities o f which the Cash Reserves Requirement (CRR) 

was fixed at 04% starting from 7 November 2003, the SLR was re-fixed downward at 

10%.

The central Bank believes that the increase in domestic credit has been major cause o f the 

growing inflammator>' pressure in the economy .This has prompted the central Bank to 

adopt contraction monetary policy. Accordingly, the Cash Reser\'e Requirement (CRR) 

has been recently raised to 4.5% although the overall SLR remains unchanged.

As o f now (June 2005), the maximum deposit rate in Banks is 6.25% and the maximum 

lending rate is 50%.

VI. Prices
In 1998/99, average annual rate o f  inflation was 8.9%. Inflation rate came down to 1.6% in 

2000/01, but started rising again reaching 5.83% in March 2004. The inflation rate rose 

further since December 2004, following sharp increases in the prices o f fuel and food 

grains in the world markets large food grain imports at vastly increased world prices 

resulted in high food prices in the domestic market. The government also raised the prices 

o f power, gas and fuels on several occasions in 2005, which, in turn, led to higher 

production costs and prices. The latest upward adjustment o f administered fuel prices in 

the domestic market was made in September 2005, raising the prices o f patrol and octanc 

by 20% and 28%, respectively, and diesel and kerosene prices by 15%.'^“

17
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Tab le-1.7 # National Inflation Rate 33

(Change in Consumer Price lndex--CPl) in "o (I995/% =100)

C onsum er 
Price Index

(CPI)

General Index I'ood Non-Food Food 's
C ontribution to 
Inflation

N on-Food’s 
C ontrihution to 
Inflation

Relative
W eight

1.000 0.588 0.412

2004/05 7.35 8.73 5.32 69 84 30.16

2005/06

Q1
Q2

7.54 8.59 6.10 66.99 33.01

2005/06

July

Augusl

Septem ber

October

N ovem ber

Decem ber

7 6 8

7.93

7.01

7.28

7.95

7.07

9.19 

9.43

7.20 

7.42 

8.58 

7.14

5.46

5.71

6.86

7.12 

7.03

7.13

70.36

69.92 

60.39

59.93

29.64

30.08

39.61

40.07

Source: Statistical Pocket Bcx'k Bangladesh 2006, Bangladesh Bureau of Statistics. Ministry of Planning, Dhaka, p.l 1-25.

The rate o f  Inflation as measured by the Consumer Price Index (CPI) was 7.01%in 

September and7.28% in October 2005, In November, the inflation rate rose to 7.95%, the 

highest in the past 8 years. The flood Inflation rate hicreased to 8.58% in November from 

7.42% in October, while the non-food inflation rate fell slightly from 7.12% in October 

to7.03% in November 2005.

The inflation rate, however, came down to 7.07% in December 2005from 7.95% in 

November (a decline o f 0.88 percentage point).In this one month period, the food inflation 

rate dropped by 1.44 percentage points, but the non-food inflation rate increased by 0.10 

percentage point.

‘ Statistical Pocket Book Bangladesh 2006, Bangladesh Bureau o f  Statistics, M inisu^ o f  Planning. Dliaka. pp. 13-22.
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On a point-to-point basis, the inflation rate has come down by just 0.28 percentage point in 

the past one year from 7.35% in December 2004 to 7.07% in December 2005.the small 

decline in the overall inflation rate has been possible because o f a fall in the rate o f food 

inflation (by 1.59 percentage points), but non-food prices, even without a full pass-through 

o f the import price o f petroleum products, have gone up sign ifican tly  (by 1.81 percentage 

points) from 5.32% to 7.13% during this t\velve m^onths period. It is mainly the rise in 

transportation costs that is responsible for the rise in the price o f non-food items. Though 

the Government raised fuel prices in September, transport costs rose later in several 

phases, making the impact so evident in December.

Because o f the pressure by donor agencies, another round o f fuel price increase perhaps 

implement which the Finance Minister indicated in a Press Briefing in January this year. 

Besides, all other prices like house rent, cost o f Education, medical charges ctc. have gone 

up considerably. Indications are, therefore, that the MTMF target o f keeping the inflation 

rate with a ma.ximum 6.5% in FY 06 will be different to achieve.

VII. Capital Market
The Capital Market is in disarray. Although some improvement has taken place in the 

stock market after the organization o f the Securities and Exchanges Commission, investor 

confidence that was shattered after the stock market crash o f November 1996 is yet to be 

fully restored. The expectation that the introduction o f the Central Depository System 

(CDS) would help improve the situation has not materialized. The all-share prices in both 

Dhaka and Chittagong Stock Exchanges have continued to slide.^‘*

”  : Statistical Ptiirkel Rook Bangladesh 2006. Bangladesh Bureau o f  Statistics. Mlnistrv o f  Planning. Dhaka, p i 1-35
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Causes o f the Stock M arket Crisis

Many reasons can be cited for the crisis in the capital market but the single most important 

reasons perhaps the government’s action regarding the rate o f return to bank deposit and 

savings instalments. The central Banks direction to the commercial banks to raise their 

lending rates (which can 't but have influenced their deposit rates) and the Government's 

decision to withdraw the restrictions on the limit o f  investments in savings instruments and 

raise the return on the same have come as a serious blow to the stock market. A good 

number o f commercial banks and leasing companies now offer annual yields o f 11%-12%. 

The government also offers the same or higher return on its savings instruments .investors 

in stocks are thus encouraged to withdraw their funds fi"om the stock market and put them 

in these risk-free investments.

The SEC’s decided to allow lloatation o f so many IPO 's within the short span o f time is 

another factor. Shareholders quickly dispose o f their Share holdings to invest in new slocks 

hopping to reap windfall gains.

Investors often bccome frustrated by the poor performance o f the issues listed in the 

bourses. Barring few financial institutions and Pharmaceutical Companies, most of the 

listed Companies pay very small dividends, which raise the frustration o f the investors.

Possible Remedies o f the Stock M arket Problems

In order to revive investor's confidence and infuse dynamism in the stock market, the 

goverrmient may conceder talking the following steps:^^

20
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1. Listed companies may be given more favorable tax treatment than the non-listed ones. 

This will enable listed companies to pay higher dividend, and the non-listed ones may be 

encouraged to go to public to avoid the opportunity o f lower coiporate taxes.

2. Earnings from Government bonds and savings instruments should be subjected to 

income tax while dividend incomes may be made tax-exempt. This will encourage 

investors to invest more stock Market by shifting resources from other investments.

3. Multinational companies involved in energy and telecommunications business that 

makes monopolj' or oligopoly profits could be asked to seil shares in the stock market as 

local subsidiaries, thus making it possible for the local people to share a part o f the profits 

o f these companies.

4. Interest rates on savings instrument should be lowered and restrictions on the limit o f 

investment should be re-imposed.

5. Punitive actions should be taken by the SEC against errant companies that do not call 

AGMs regularly or don 't pay dividends commensurable with their profits.

6. The Government may consider offloading its shares of profitable SOEs in the capital 

market. Tliis will increase the liquidity o f the Stock Market.

VIll. Public Finance
The Share o f domestic financing in ADP was only 49%in 2004/05.Thre has thus been no 

progress toward achieving self-reliance. Avery serious concern for the countiy 's economy 

over the past years has been the slow implementation o f the ADP. hi the current fiscal year 

(rY 06), ADP implementation in the first 6 months has been only 33%.^*

2 1
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The revenue GDP ratio is lower than in any other south Asian coiintry. There is the need to 

diversifv the lax base and also raise non-tax revenues. Privatization and reform o f PSE 's

2 2

may raise profits and also eliminates PSE loses, which are now borne by the budget.

T able 1.8 #  Government Revenue, Expenditure, and Budget Deficit as % of GDP

Item FYW FYDO FYOt FY02 FVOJ FY04 FY05 l-YOft

Tax Rcvcniie 7.36 6 78 7.80 7.8i 8..10 8.50 «-70

Non-Tax Rcx’cnuc t.60 16*) 2.40 2.05 2.10 1.9(1 2.00

Tdlaj Revenue 9.U0 8.47 9,00 !0.2l IU.J.S 10.60 lO.bO II.OO

Hxpenditure 7.54 7.67 K.10 8,31 S.IO 1.10 *.50

ADP 5.61 6 42 6.27 5.51 5.0S 5.70 5-60 5.90

Tota! Expenditure 13.5-1 14 54 14 92 14 JO 14 80 15 10 15.40

O verall Cteficit 4,0 5,1 5.1 4.40 4.2 4,2 4.5 4.5

Financed bv External Sourccs 3-5 2.5 2.0 1.7 2.3 2.4 2.4 2.4

Financed bv Interna) Sources 1.9 2.R 1-8 2 1 2,1

Memo Hems: Total 
ADP(billion TK)

165 132 160 171 190 205 245

Internal Rcsoufces (billion TK) 5S.12 82.26 95.30 77.85 Sg.5<) 95.90 76.0 83.40

Resources as %  o f A D P 41.51 49.S5 52.36 48.66 51.81 50,; 49.12 44.70

Source; Govl. o f  the Peoples Republic o f  Bangladesh, M inistry o l 'I ’inancc. Budget W ing, Finance Division, anti BBS.

IX. External Sector
The country suffers from huge deficits in its merchandise trade which averaged about 

TK3.3 billion per year during the past half decade. Exports can now pay for about 65% of 

the countr>''s import ( rable-9). Exports are heavily concentrated on a few items. The 

Export base needs to be diversified. RMG Exports face serious problems in the post-M FA  

era. Backward Linkage to RMG will need to be developed to increase retained earnings 

from RMG exports.

Statistical Pocket Book B angladesh 2(X)6, Bangladesh Bureaii o f  Statistics, M inistry o f  Planning. Dhaka, p. 11-25.
M inistry o f  Financc, Bud^iet W ing. Finance Division, and Slatistical Pocket Book. B angladesh 2006. Bangladesh

B ureau o f  Statistics, M inislry o f  Planning. Dhaka, p. 1 1-25 .
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W orkers' remittances have helped greatly in keeping the balance o f payments within 

reasonable limit. For a Sustained growth o f remittances, incentives may be devised for 

encouraging greater flows from expatriate workers. Attention should be given to develop 

skills in new areas in which there demand in the foreign countries.
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T able 1.9 # Some Indicators of Bangladesh’s External Sector Performance J9

Items 1 W V 9 2tB(l.'01 2001,■02 2002.'03 24X13W 2004;05

Expon S.^24 5752 M67 5986 6548 7603 8655

(M illions USS! (2.V) (SOI (U A i (-7,4) (10 4) (16,1) (13 81

ImptfH SJJU6 SJ74 9m !ij40 965S l(»(U 13H7

iMilJium L'Si> (C-5.1 (SO) III 3) I-SSI (13 1) (11,9) ( ’0,6)

Trade D efitii (MS) 2032 2622 2868 2554 3110 3300 4493

A s % o f  Total Export

RMG 56.1 3.5 4 J2.0 52,2 49,8 46,5 41,6

rCaiFwca/ 99A 22.1 23.1 24.4 25.3 28,2 32.6

Fmzen 5 ! 6(1 5 6 4 fi 4 9 5,1 4 9

Jute C3i.>ods 5.7 4.6 3.6 ■M 3,4 3.2 3.5

L^^aiiier 3.2 5.4 3,9 3.5 2,8 2,8 2,6

Juie I t 1 2 10 1.0 13 1,0 1 1

Chcmical Produtis 1,5 1.6 1.5 l.l !,5 1,6 2,3

Tea 0.7 0.3 0.3 0.3 0 2 0,2 0-2

M emo Tiems

Export-Import Ratio 0.665 0.()«7 0.693 0.701 0,678 1) 697 0,658

Rcm itlarcesiM . S> I7Ud 1949 1882 2501 3062 3372 3848

C 'A  Balance(l^. S) -177 -418 -109S + 157 : i / 6 H 76 ^557

(as o fG D P j -{1.041 H0.89) -1.2.181 -(0 .33) -10,331 1(0,31) -(0.901

Exitinial Si 1 5338 15791 ti0 7 4 16276 16953 1 7953 18557

^as %  o f GDP) 036 ) (.1.1..->l (32.11 (34.21 (.127) (31,8) (30,9)
Foreign R csm -c S 15:? 1602 1.307 !383 2470 2705 2‘)3Q

I-Acliange RatffTK> 48.06 53.96 57.43 57.90 58,94 61,39

Terms o f  Trade liXi.02 y y .ii 94.39 89.85 85,48 83,05 7fl 1)4

(- .lo t (-Ofli i-4 R) (-4 H) (-4,91 1-2 8) 1-6,0)
Debt Service Ratio* 7.0 72 6.5 6.3 5,8 4,9 5,1

10.1 iO.7 9 7 .9 .8  , 9A 7,5 7,5
Note: FjEures in the parenthesis Denote AnniijiL pea'enftiw changi:- * As pt^rceriTaee oJ* ItitaJ foreign exchange eamtngs

*• As percentage oC expi.irt earnings. @ As of July2005. Soiirte: Kxpon Promotion Fiiireau, Bangladesh Rank, HRD, Minislrj'
o f Finance.

X. Exchange Rate
The use o f devaluation to raise exports and improve balance o f payments is highly 

debatable. Exports will not increase automatically if external demand is inelastic and if

' Slalistical Pocket B w k  Bangladesh 2006. Bangladesh Bureau o f  Stalislics, M inisiry o f l ’ laniiing. Dltakki^ p .l 1-25.
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export suppiies can’t be readily increased. Foreign demand is also influenced vary greatly 

by quality o f export goods. Again, if import demand is highly inelastic and the country' 

depends heavily on imported inputs for industrial use, production costs will rise 

Devaluation also raises the country’s foreign debt liabilities and debt service obligations.'^^

Bangladesh pursues a managed flexible exchange rate policy. The exchange rate was 

continuously adjusted downward for maintaining the competitiveness o f the country ’s 

exports. From TK 15.49to the US$ in 1979/80, the exchange rale was allowed to 

depreciate to TK 57.45in 2001/02. For the first time on 3 1 June 2003 Bangladesh switched 

to a floating exchange rate. The exchange rate at the end o f June 2005 was TK 61.39 to the 

LIS$,

XL Foreign Exchange Reserves
Foreign Exchange Reserves rose to a peak o f US$ 3070 million in 1994/95 and then kept 

on falling. The reserv'e position dwindled to$1602 million in June 200 and to $1302 

million in June 2001. As o f 29 June 2002, the reserve position was $1583 million. It 

increased to $2930 million in 2005. The increase in the size o f reserves can be attributed to 

certain administrative measures adopted by the Government. These include the prohibition 

o f HUNDI business, enactment of the Anti-Money-Laundering Act 2002 for preventing 

illegal transactions in foreign exchange, opening o f banks and exchange houses in several 

countries to facilitate remittances by expatriate Bangladeshis. Reserves are important to 

maintain confidence but one shouldn’t give too much emphasis on it in a floating 

exchanges regime.
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Xll. External Debt
The countr>'s medium and long-term external debt obligations (consisting mainly o f 

public debt) increased in nominal terms from $ 15791 million in 1999/00 to S 17953 

million in 2004 and to S 18557 million in 2005, which is about 30.9% of the country's 

GDP. Debt service as proportion o f  total foreign exchange earnings was 5.8% in 2002/03 

and 4.9% in 2003/04, which rose again to 5.1% in 2004/05. Debt service as proportion of 

export earnings was 7.5% in both 2003/04 and 2004/05. The proportion w'as 9.4% in 

2002/03

X li r .  Terms of Trade

Commodity terms o f trade have been worsening since 1997/98. With 1988/89 as base, the 

terms o f  trade index feil from 100,03 in 1998/99 to 89.85 in2001/02 and then to 78,04 in 

2005/05. The decline is more a result of using import prices then a fall in export prices.'^^ 

The problem can be overcome by improving the income in terms of trade. This can be 

achieved by raising the quantum of exports, for which a vigorous expo drive will be 

needed."*^

Hence, the researcher illustrated the economic condition of Bangladesh to touch the 

Banking sector o f the countr)'. It is a matter of emergence to know that Banking sector is a 

part of total economic sector. For this reason, banking sector has been discussed here.
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History of Banking in Bangladesh
Inlroduction; A Bank is an institution that deals in money and its substitute and provides 

other financial services. In another word, A Bank is an institution where money is receipt 

for custody and repaid on demand.'*^ Banks accepts deposits and makes loans and derives a 

profit from the difference in the interest rates paid and charged, respectively. Some banks 

also have the power to crcate money.

The principal ty'pes o f banking in the modern industrial world are commercial banking and 

central banking, A commercial banker is a dealer in money and in substitutes for money, 

such as checks or bills o f exchange.'^’’ The banker also provides a variety o f other financial 

ser\'ices. The basis o f the banking business is borrow'ing from individuals, firms, and 

occasionally gov't.— i.e., receiving ‘"deposits"' from them. With these resources and also 

with the bank's own capital,''^ the banker makes loans or extends credit and also invests in 

securities. The banker makes profit by borrowing at one rate o f interest and lending at a 

higher rate and by charging commissions for services rendered.**'

A bank must always have cash balances on hand in order to pay its depositors upon 

demand"** or when the amounts credited to them become due. It must also keep a 

proportion o f its assets in forms that can readily be converted into cash. Only in this way 

can confidence in the banking system be maintained. Pro^’ided it honors its promises (e.g., 

to provide cash in e.xchange for deposit balances), a bank can create credit for use by its
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customers by issuing additional notes or by making new loans' '̂^, which in their turn 

become new deposits. The amount of credit it extends may considerably exceed the sums 

available to it in cash. But a bank is able to do this only as long as the public believes the 

bank can and will honors its obligations, which are then accepted at face value and 

circulate as money. So long as they remain outstanding, these promises or obligations 

constitute claims against that bank and can be transferred by means o f checks or other 

negotiable instruments from one party to another. These are the essentials o f deposit 

banking as practiced throughout the world today, with the partial exception o f socialist- 

ty'pe institutions.''^

Another type o f banking is carried on by central banks, bankers to governments and 

‘lenders o f last resort'''''to commercial banks and other financial institutions. They are often 

responsible for formulating and implementing monetary and credit policies, usually in 

cooperation with the government. In some cases— e.g., the US Federal Reserve System—  

they have been established specifically to lead or regulate the banking system; in other 

cases— e.g., the Bank o f England— they have come to perform these functions through a 

process o f evolution.

Some institutions often called banks, such as finance companies, savings banks, 

investment btinks, trust companies, and home-loan banks, do not perform the banking 

functions described above and are best classified as financial intermediaries. Their
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economic function is that o f channeling savings from private individuals'^^ into the hands 

o f those who will use them, in the form o f loans for building purposes or for the purchase 

o f capital assets. ITiese financial intermediaries cannot, however, crcate money (i.e., credit) 

as the commcrcial banks do; they can lend no more than savers place with them.

Here the researcher describes the development o f banking functions and institutions, the 

basic principles o f modem banking practice, and the structure o f a number o f important 

national banking systems.

Origin of Banking
Many o f today’s banking services were first practiced in ancient Lydia, Phoenicia, China, 

and Greece, where trade and commerce flourished. The temples in Babylonia made loans 

from their treasuries as early as 2000 B.C...’’'* The temples o f ancient Greece serv^ed as 

safe-deposit vaults for the valuables o f worshipers. The Greeks also coined money and 

developed a system o f credit. The Roman Empire had a highly developed banking system, 

and its bankers accepted deposits o f money, made loans, and purchased mortgages. Shortly 

after the fall o f Rome in a d  476, banking declined in Europe.

The increase o f trade in 13”’ century Italy prompted the revival o f banking. The 

moneychangers o f the Italian states developed facilities for exchanging local and foreign 

currency. Soon merchants demanded other services, such as lending money, and gradually 

bank services were expanded.'^*

ITie first bank to offer most o f the basic banking lunctions know'n today v»̂ as the Bank o f 

Barcelona in Spain. Founded by merchants in 1401, this bank held deposits, e.xchanged
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currency, and carried out lending operations.'^' It also is believed to have introduced tlie 

bank check. Three other early banks, each managed by a committee o f city officials, were 

the Bank o f Amsterdam (1609), the Bank o f Venice (1587), and the Bank o f Hamburg 

(1619).^* These institutions laid the foundation for modem banks o f  deposit and 

transaction.

For more than 300 years, banking on the European continent was in the hands o f powerful 

statesmen and wealthy private bankers, such as the Medici family in Florence^'"' and the 

Fugger's in Germany.^” During the 19th century, members o f the Rothschild family 

became the most influential bankers in all Europe and probably in the world. This 

international banking family was foimded b>' German financier Mayer Amschel Rothschild 

(1743-1812), but it soon spread to all the major European tmancial capitals.

The Bank o f France was organized in 1800 by N a p o l e o n . T h e  bank had become the 

dominant financial institution in France by the mid-1800s. In Germany, banking 

experienced a rapid development about the middle o f the 19th century' with the 

establishment o f several strong stock-issuing or publicly owned banks,

Banking in the British Isles originated with the London goldsmiths o f the 16th centur^^ 

These men made loans and held valuables for safekeeping.*’̂  By the 17th century English 

goldsmiths created the model for today’s modem fractional reserve banking— that is, the
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practice o f keeping a fraction o f depositors' money in reserve while extending the 

remainder to borrowers in the form o f loans.^  Customers deposited gold and silver with 

the goldsmiths for safekeeping and were given deposit receipts verifying their ownership 

o f the gold deposited with the goldsmith.*’'' These receipts could be used as money becausc 

they were backed by gold. But the goldsmiths soon discovered that they could take a 

chance and issue additional receipts against the gold to other people who needed to borrow 

money. ^^This worked as long as the original depositors did not withdraw all their gold at 

one time. Hence, the amount o f receipts or claims on the gold frequently exceeded the

actual amount o f the gold, and the idea that bankers could create money was bom.

Origin of Banking in Context of Bangladesh
The system o f banking is ancient and was prevalent in India, Greece, and Rome.^^ Indian 

banking is as old as its trade and commerce. It is well admitted that while the rest o f the 

world was grouping in darkness and leading almost a barbaric life, India had highly 

developed social organization, better even that o f the Greek or any other nation in the 

world. Ample evidence exists to show that both in the Hindu and Mohammedan times, 

banking facilities were in existence.

ITie origin o f  banking in India is traceable in ancient lime through the modem banking is 

hardly 200 years old. The main functions o f a bank are to accept deposits and grant loans. 

There are evidences o f these functions being performed by a section o f the community in 

the Vcdic periods. There are many references o f ‘Rina’ or ‘Debt’ in the Vedic literature.
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During theRamayane and Mahabharat eras banking, which was a side business activity for

the Vedic period, because a full time business activity for the people. During the Smriti

period, this followed the functions of the modem banks. Tlie banking business was carried

on by the members o f the Vaish conimunit>', and Manu speaks o f earning through ‘interest’

as the business o f Vaishyas. He accepted deposits from the public, granted loans against

pledges and personal security, granted simple open loans, acted as bailee for his customers

subscribed to public loans by granting loans to kings, acted as treasurer and banker to the

state, and managed the currency o f the countr>’. hidigenous bankers used to maintain a

68regular system o f accounts and borrow^ers used to sign the loan deeds.

Before the Buddhist period, only the 'V aishyas' practiced banking, but during the Buddhist 

period, banking business was decentralized and Brahmans and Kshatrayas also entered the 

lucrative business o f banking.^^ During this period, further refinements were made in the 

banking business. ‘M oney’ changing came in to vogue and the state regulation o f the 

business became more systematic.^'^ Ilundis or indigenous bills o f exchange came also in 

use. The maximum rates o f “interest' were fixed. The people who charged high rates were 

looked down up on by the society. People who did this business were kjiown as ‘Srethis’ or 

‘Sahukar' o r’M ahajan’ and various other names were used for them. During this period, 

these bankers became influential people in the community life throughout the kingdom and 

they were often the royal treasurers.^’
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The use o f hundis was made on a very large scale. Narsinha Bhagat of Junagarh drew a 

hundi on Seth Samalshad o f  Dwarika, in limes o f Lord Krisna. Manu, the great Hindu law

giver o f the second or third ccntury A. D., has dealt with the law relating to deposits and 

money lending, Usurv’, though, then in practice but was held in contempt.’^

In about 12*'’ centur>\ the record is available o f  the Jain Bankers carrying money operations 

in those days. Kautilya,^'’ an economist, has also lain down that the maximum legal rate o f 

interest should not be more than 15% to 60% per cent except when the risk was 

extraordinary' heavy.

The famous French Traveler Tar\'enier, has spoken verv’ highly o f these bankers. The 

banking operational procedure o f our ancient bankers was largely the same, as o f modem 

private banks. The acccpting deposits, advancing o f money against pledges and securities, 

as well as mortgages, granting o f  personal loans, working as bankers to the King or the 

government, custodians for valuables and sometimes even engaging the currency o f the 

state. The hundi is nothing else but our bills o f exchange.^'

During the early Muslim and Mogul Rule in India, indigenous bankers did grant loans both 

for domestic and foreign trade. They assisted the stale during period o f  crisis. ‘Hundis’ 

were most commonly used. Not only had this, during Mogul rule, the issue o f  vaiious 

kinds o f  ‘metallic money’ in different parts o f the countr>' given the indigenous bankers^* 

great opportunities for developing the ver>' profitable business of 'money'' changing.
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During the Mughol rule, the indigenous bankers o f India have played an important part in 

the economic life o f the country. The Public and the State held them in esteem, both. The 

famous bankers were taken over in the State service as officers, revenue collectors.’  ̂

bankers, and money- changers. Even limperor ‘Aurangazeb’ honored them. He conferred

78the little o f ‘Seth’ on the eminent banker o f his lime known as Manik Chand. Emperor 

Farrukhsliiyer bestowed the little o f ‘Jagat Shetth' or World bankers, on Fateh Chand, the 

nephew o f ‘Manik Chand.' During the times o f wars and troubles, they even advanced 

funds to the Mogul kings. The officers o f East India Company also recognized their 

importance. They possessed as great a power as the private banker’s of any western 

countr)' did. They were considered trusted custodian of the deposits o f people and royalt>' 

alike and financed not only the trade o f  the country but also requirements o f the royal 

treasury.

The English traders that came to bidia in the 17'^ centurv', could not make much use o f the 

indigenous bankers, mainly due to their ignorance o f the latter’s language and the latter’s 

inexperience o f the finance o f the formers trade. Therefore, although the East India 

Company established connections with these bankers, borrowed funds from them and for 

the first few years collected a portion o f  the land revenue through them, the English agency 

houses in Calcutta and Bombay began to conduct banking business besides their 

commercial business. From this time, the business and power of the indigenous bankers 

began to decline.

The business and power o f these people, which were known till 17'*’ century, began to 

show a decline by the end o f 18'*’ century. The factors contributing to it were not more for
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the defects in their working but the changes that were day to day occurring in the political 

and economic sphere o f the nation,®'* The down - fall o f the Moguls through incessant 

wars, the muddle and confusion that followed the unification o f coinage o f 1835 A. D., the 

introduction o f  easy and quick means o f transport by land and sea.®’ The diversion o f trade 

from old route-development of Indian’s foreign trade, were the main reasons, contributing 

to the decline o f the indigenous bankers. The attitude o f the indigenous bankers also did 

not change. They followed their own methods and were concerned only with the granting 

o f credit to the agriculturists and artisans and the internal trade of the country.

The East India Company, loo, could not ver>' long resist the establishment o f the banks on 

Western lines in this coimtry.*'^ Even now, despite the presence o f jo in t stocks, a fair 

volume o f banking business is being at present handled by these indigenous bankers.* '̂*

Banking on modem lines began with the foundation o f the Agency Houses o f Calcutta and 

Bombay in the 18'*’ and early 19'^ centuries. These A gency Houses were mainly trading 

concerns interested in tea and indigo. Banking was only an adjunct, although the most 

important one, to their busmess.*^ These Agency Houses that began to serve as bankers to 

the East India Company, the members o f the scrv'ices, and the European merchants in 

India, had no capital o f their o w t i ,  and depended up on deposits for their funds. In contrast 

to these A gency Houses, the indigenous bankers conducted their business mainly with their
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own resources. The Agency Houses financed the movement o f crops, issued 'paper 

money", and paved the way for the establishment o f joint slock banks.

The first joint stock bank established in the country was the Bank o f Hindustan founded in 

1770 by one o f Agency Houses in Calcutta and its business was closely connected with 

this house. But it was w^ound up in 1832 when the firm with which it was connected 

failed.*^ The Bengal Bank and the general Bank o f  India were established about 1785. The 

latter was voluntarily liquidated in 1791 owing to inability to earn profits, and the former 

failed a little later owing to a severe run upon it caused by the temporary reverses inflicted 

up on the company by Tipu Sultan. The banks were chartered by the East India 

Company.*®

One o f the main difficulties o f foreigners in India was financing of foreign trade in which 

the indigenous bankers could not take any part. This naturally resulted in the creation o f 

banking departments along with other business of the great agency hou.se.®*̂  Their banking 

business w'as o f secondaiy importance as they were mainly concerned with other activities 

like shipping and agency business. They soon dwindled on their inability to recover their 

advances from firms like Messes Palmer & Co. some say that the first bank was started by 

‘Masers Alexander & C o’. ‘̂ '^But the recent writers maintain that the credit o f starting the 

first bank on European lines goes to the Province o f Madras, Somewhere in 1688 AD,
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though the name o f the bank and other details are lacking, it was said to be managed by the 

Government.

The next joint stock bank, according to Mr, H. D. Love, started in India was the ‘Carnatic 

Bank' o f the Madras Presidency. Another earlier bank was General Bank in Behar and 

Bengal created in 1773 on the proposal o f Warren Hastings. The Bengal Bank and the 

General Bank o f  India were established in about 1785. The bank o f Bengal, the first 

Presidency bank was opened for business on the 1®* May 1806 A. D., under the name and 

style o f the ‘Bank o f Calcutta' with a capital o f  Sicca Rupees 50, 00,000.^^ The first 

Charter o f its corporation was granted on 2'"̂  January 1809 A. D, during the Governor 

Generalship o f Lord Mintoo. The name was also altered as T h e  Bengal Bank.’ The first 

‘Bank o f Bombay’ was established in 1840 A. D., with a capital o f Rs.50, 00, 000, later on 

increased to Rs.52, 23, 000. The Bank o f Madras was started in 1843 A. D., with a capital 

o f Rs. 30, 50,000.‘̂^

Another group o f bank was established, not by the Charter o f the East India Company, but 

by the acts o f  India Legislature. These banks may be divided in to two groups, the first 

consisting o f the three presidency banks amalgamated in to the Imperial Bank o f India in 

1920, and the second, the Indian joint stock banks.‘̂'*

The first Presidency Bank was established in Calcutta in 1806 under the name of Bank of 

Calcutta, Other two Presidency Banks were the Bank o f Bombay and the Banks o f Madras, 

which were established in 1840 and 1843 respectively. These vvere Private share- holder's 

banks, though the East India Company also contributed o f the share- capital o f each o f
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them. The bulk of the share capita! had come from private share- holders, mostly 

Europeans, The Presidency Batiks in fact were central banks for their respective zones. 

They performed tlie central banking functions like banker to the government, banks o f the 

issue and bankers’ bank. They had their own bank rate policy. These banks were given the 

monopoly o f government banking. The Presidency Banks established branches at many 

important centers in India.' '̂"' The three banks continued till 1920 when they were combined 

together into Imperial Bank o f India created by a special charter. After 1923, they were 

also given the right o f note issue, which was taken over by ihe government in 1962.

In 1920, these Presidency Banks were amalgamated and a new bank- Imperial Bank o f 

India- was formed. This step was taken to protect these banks against the competition o f 

foreign banks. In 1945, the Reser\'e Bank o f India, was established as the central bank of 

the country so as to leave the Imperial Bank entirely free, not only to continue, but also to 

extend commercial banking activities, the need for which was urgent in the country. The 

same Imperial Bank o f India was nationalized in to the State Bank o f India in 1955,^^^

The real stimulus for the establishment o f jo int stock banks was not provided till the Act o f 

1813, which removed all restrictions on Europeans setting in India, After the failures o f the 

banks started by the agency houses in 1833 A. D,, independent commercial banks were 

established on the basis o f unlimited liability. The real stimulus for the establishment o f 

Joint Stock Banks was not provided till the Act o f 1813 A. D., which removed all 

restrictions on Europeans setting in India.^'
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McGregor records also the existence o f the Bank o f Ceylon, a Bank o f issue incorporated 

by Royal charter in 1840, and performing Banking & Agency business in the presidency 

towns o f  India.

The history o f Joint Stock Banking from about 1860, when the limited liabiiitj basis was 

adopted in India, to the present day, is fiill o f “interest" and overwhelming details. The 

theory o f the ‘survival o f the fittest' was obser\'ed to be operating upon the banking 

institutions at various intervals. "^They also took away the public confidence in the 

banking field. The bank o f Upper India established in 1863 A. D., however, survived till 

1914 A. D. A great political agitation was being carried out in India. The wave of 

‘Sw'adeshi M ovement’ started in 1906 A. D., w'as the main spur for the growth o f Indian 

Joint Stock Banks.'"®

Another spate o f banks came after the First World War o f 1914-18 A. D. the largest 

floatation's was in Western India, the Punjab^ and the United Provinces. War and post war 

period boom gave another impetus to joint stock banks. '”'The Tata Industrial Bank was 

established in 1918 A. D. with a promising career. Many others, like Industrial Bank o f 

Western India, The Union Bank o f India, etc. now  scheduled, were also established during 

this period.’”^

The history o f  modem banking in India dates back to the last quarter o f eighteenth centurj’. 

During this period, the English agency houses o f Bombay and Calcutta started banking 

business in India. They set up the bank o f  Hindustan around 1770 A. D., followed by 

setting up o f quasi government banking institutions like presidency bank o f Bengal in 1806
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A. D., Presidency Bank o f Bombay in 1840 A. D,, and Presidency Bank o f Madras in 1843

A, D., In 1921 A. D., all these banks were amalgamated and the Imperial Bank was 

c o n s t i tu te d .T h e  main objective o f establishing these Banks was to cater to the needs o f 

the foreign rulers.

The period from 1865 to 1905 was a period of rest, and ver\' few banks were established 

during these 40 years. The Allahabad bank w'as started during that period at Bomba}', in 

1865 and the Alliance Bank o f Simla in 1875, both were under European Management.'^'*

The Andhra Commercial Rank, a first one with limited liability and Indian management, 

was established in 1881 with its head office at Fyzabad. It was followed in 1894 by the 

Punjab National Bank. The Peoples Bank was established in 1901

Another spate of Banks came after the war o f 1914-18. The largest floatation’s were in 

Western India, the Punjab and the United Provinces. Unknown to the banking practice, 

they conducted their business operations sometimes in violation o f banking principles.

In the late 19*'’ and early 20''  ̂ centuries, the ‘Swadeshi M ovement' gained momentum. The 

Indian banks, therefore, came to be established during this period. These banks generally 

confined their activities to the urban and metropolitan areas and primarily catered to the 

financial needs o f big industrialists, traders, and those who could provide sufficient 

tangible security for the amount to be borrowed.'**^ In 1935 A. D., the Reserve Bank o f
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India was established as a Central Bank for regulating and controlling the banking business

1 no
in the country.

The Business o f Banking

The business o f banking consists o f borrowing and lending. As in other businesses, 

operations must be based on capital, but banks employ comparatively little o f their own 

capital in relation to the total volume o f their transactions."^ The purpose of capital and 

reserve accounts is primarily to provide aji ultimate cover against losses on loans and 

investments. In the United States capital accounts also have a legal significance, since the 

law^s limit the proportion o f its capital a bank may lends to a single borrower. Similar 

arrangements exist elsewhere."*^

Functions o f Commercial Banks

'B ank’ is a firm, industry, or a corporation, trading as general merchants, representatives, 

importers, and exporters in ''money commodity' with its various multiples. Little it has its 

own capital and mainly depends upon other's money received in the form of deposit."’ 

Deposited-money though not its own and received as trust but it has a full option over its 

disposal and use in the form of investment, loans and advances etc. except in the fact that it 

must be repaid to the depositor as and when demanded by him subject to the conditions o f 

settlem ent.” ^

The term “bank’ expresses any organization engaged in any o f all of the various functions 

o f banking, i.e. receiving, collecting, transferring, paying, lending, investing, dealing,
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exchanging and sendcing i.e. safe deposit, custodianship, agency, trusteeship, money and 

claims to money both domestically and intemalionally.‘ '  ̂ In its most specific sense, 

however, the term ‘bank’ refers to institutions providing deposit facilities for the general 

public. In their specialized heyday, commercial banks unique in not only being banks o f 

deposit but specifically,’ providing the most important means o f payment, check book or 

demand deposits subject to check, the component o f the money supply in addition to 

currency in public circulation.*’^

The essential characteristics o f the banking business may be described within the 

framework o f a simplified balance sheet, A bank's main liabilities are its capital (including 

reserves and. often, subordinated debt) and deposits. The latter may be from domestic or 

foreign sourccs (corporations and firms, private individuals, other banks, and even 

governments). They may be repayable on demand (sight deposits or current accounts) or 

repayable only after the lapse o f a period o f time (time, term, or fixed deposits and, 

occasionally, savings deposits),”  ̂ A bank's assets include cash (which may be held in the 

form o f credit balances with other banks, usually with a central bank but also, in varying 

degrees, with corre.spondcnt banks); liquid assets (money at call and short notice, day-to- 

day money, short-term government paper such as treasury’ bills and notes, and commercial 

bills o f exchange, all o f which can be converted readily into cash without risk o f 

substantial loss); investments or securities (substantially medium-term and longer term 

government securities— sometimes including those o f local authorities such as states,
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provinces, or municipalities— and, in certain countries,"’ participations and shares in 

industrial concerns); loans and advances made to customers o f all kinds, though primarily 

to trade and industr> (in an increasing number o f countries, these include term loans and 

also mortgage loans); and, finally, the bank's premises, furniture, and fittings (written 

down, as a rule, to quite nominal figures)."*

All bank balance sheets must include an item that relates to contingent liabilities (e.g., bills 

o f exchange ‘'accepted" or endorsed by the bank), exactly balanced by an item on the other 

side o f the balance sheet representing the customer's obligation"^ to indemnify the bank 

(which may also be supported by a form o f security taken by the bank over its customer's 

assets). Most banks o f  any size stand prepared to provide acceptance credits (also called 

bankers' acceptances); when a bank accepts a bill, it lends its name and reputation to the 

transaction in question and, in this way, ensures that the paper will be more readily 

discounted.

Banking Services

Another responsibility o f the central bank is to ensure that banking serv ices arc adequately 

supplied to all members o f the community that need them. Some areas o f a country may be 

"'under-banked” (e.g., the rural areas o f  India and the northern and more remote parts o f 

Norway), '^^and central banks have attempted, directly or indirectly, to meet such needs. In 

France, this need underlay the early extension o f branches o f the Bank o f France to the 

departments. In India the authorities encouraged the opening o f "p ioneer' branches by the 

former Imperial Bank o f India and its successor, the State Bank o f India, latterly by all the
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nationalized banks, and particularly their extension to rural and semi rural areas. In 

Pakistan, officials o f the State Bank o f Pakistan played an active part in the foundation o f 

the semipublic National Bank o f Pakistan with a similar objective in view.‘̂ ‘

A different sort o f problem arises when the business methods o f existing banks are 

unsatisfactory. In such circumstances, a system o f bank inspection and audit organized by 

the central banking authorities (as in India and Pakistan) or o f bank ‘"examinations’’ (as in 

the United States') may be the appropriate answer. Alternatively, the supervision o f bank 

operations may be handed over to a separate authority', such as France's Banking Control 

Commission or South Africa's Registrar o f Banks.*"'

In developing countries, central banks may encourage the establishment and growth of 

specialist institutions such as savings institutions and agricultural credit or industrial 

finance corporations. These serve to improve the mechanism for tapping existing liquid 

resources and to supplement the flow o f funds for investment in specific fields.

The Structure of Modern Banking Systems in Bangladesh

The banking systems o f the world have many similarities, but they also differ, sometimes

in quite material respects. The principal differences are in the details o f organization and 

t e c h n iq u e .T h e  differences are gradually becoming less pronounced because o f the 

growing efficiency o f international communication and the tendency in each countr>^ to

43

Hosain, Amir, (2001). Loan am t tnvestm ent MantKemeiU. ygrieiv o f C om en liona l A  h la m ic  H ankins in Banvtadesh. 
unpublished Ph D Thesis. Dhaka U niversity Library, Dhaka, Bangladesh. p.4S.
'“ O p.cit,p.66.
'^^Ahincd. Khwi Masdwi, m tufim. Afimcl Nett-

Rahman. Amur. (1988), Klanaoemeni Tm in ine  Avjrtein in N atiana itied  C om m erciai Banks, in B ansladesh .
Uirpubtishcd Ph D Tliests. Banaras Hindn University. Banaras. India, p.41,

Dhaka University Institutional Repository



emulate practices that have been s u c c e s s fu le ls e w h e re .  Banking systems may be 

classified in terms o f their structure as unit banking, branch banking, or hybrids o f the two.

Bangladesh is a poor but developing country. Being a developing country, she has been, 

always, endeavoring to develop her economy. ‘^^It is acknowledge that Bank plays a 

pivotal role in the Development o f a country through their service as financial 

intermediaries. In Bangladesh, It is the principal way to conglomerate all inhabitants o f 

area under the network o f economic development through banking s e r v ic e s .P u b l ic  

sector banking introduced all over the country to reach bank sendees to the doorstep o f the 

masses lo enable them to participate in the economic development o f Bangladesh. The 

objective is too eliminating poverty from Iheir personal and social life through 

employment generation and assistance from banking in trade and commerce. The peoples 

o f Bangladesh were lacking expertise to some extent to manage big enterprises having 

problem of monuments dimensions after the liberation war.'"® It was full o f 

mismanagement, inefficiency, wastage, and corruption. All these consequences created a 

blockade in the economy. As an alternative institution banks in pnvate sector became 

imperative. So both baking sector came up. But in private sector banking some selected 

commercial and industrial areas are covered by their b ra n c h e s .G e n e ra l  people are less 

benefited from their services because. Most of the banks arc situated in the urban areas. 

Though, the bank is a financial institution which plays an important role in the capital 

accumulation and economic development o f a nation. ’̂ ^The basic precondition for capital
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accumulation and economic development is the existence o f a wide spread and efficient 

financial structure. The process o f economic growlh o f Bangladesh depends on the level o f 

performance o f the employees and executive o f private sector baiiking is ver>' significant 

factors for the purpose o f obtaining the highest possible benefit.
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Chart No.1.1 Banks Established in British Period 131

N am e o f  the Banks l^ate of 
lislablishuient

Mead OITice Branches Paid up 
Capital

The Orient Bank 1851 London * 12,15,000/-

The Agra & U.P. Bank 1833 Calcutta Agra, Madras & l.ahore 7.00,000/-

The North W est Bank 1844 London Bombay, Simla. Mussoric. Agra. 
Delhi & kanopore

2,20,560/-

The Com m ercial Bank 1854 Bombay Agents in Umdon. Shanghai & 
Calcutta

10.00,000/-

The Delhi Bank 1844 Delhi 1,80,000/-

The Shim la Bank 1844 Delhi ♦ 63.S50/-

The Dacca Bank 1846 Dacca « 50.000/-

The M ercantile Bank * Bom bay London. Calcutta, Colombo & 
.Shanghai

Source: K h a k d . M ., 1985, H a n k in s  a s  /  h a v e  S e e n . Bangladesh Packing Press L td., D haka. B angladesh, p. 71

Chart No 1.2 # Renaming of 10 Banks of Pakistan in Bangladesh

Name of Re-oreanized Bank Name of the Banks of then Pakistan
l.Sonali Bank Limited 1. N ational Bank o f  Pakistan 

TI, Biuik o f  B ahaw alpur Ltd 
III. The Prem ier Bank Ltd

2.Janata Bank Limited 1. U nited Bank Ltd 
II Union Bank Ltd

S.Agrani B ank Limited I. Habib Bank Ltd
II. Com mercial B ank Ltd

4.Rupali Bank Limited I. Mu,slim Com m ercial Bank
II. Standard Bank l.td
III. Au-stralasia Bank Ltd

Rc-Structured &  Renamed Bangladeshi Bank O wners from the then East Pakistan
5. Pubali Bank Limited Lastem  M ercantile Bank Ltd
6. Uttara Bank Limited Lastcm  B anking Corporation
S o urce : G overnnienl o f  Bangladesh, Ministr>' o f  Finance, 
Institutions o f  B angladesh (First Issue), Dhaka, 1973, pp.

B anking Division. Resum e o f  the A ctivities o f  Financial 
1- 12.

K.haled. M,. ( 1985). Hankintr as I have Seen. Bangladesh Packing Press l.td., Uhaka, Hangladii^h. p 71
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C h art N o 1. 3 #  Classification of Banking in Bangladesh

i T
Bangladesh Bank Commercial

Bank̂ .

Specialized

Banks.

t  t
N aticiiuitiud Fnrcign Private

C'dnunercial Banks.

Bank22s

CenlTjl Co- Opcralivc 

Bauks, . Banks.

ki[k-up tus«d

inlerest based 

Banks.

------J

M odem  Islam ic 

Banks

B angladesh

Samiiiaya 
Bank Ltd.

C o-O perative 

C redit Societies

Bangladesh 
Shilpa Hank

B angladesh  Bangladesh 
k rish i Bank. Sh ilpa  R in Sangslha.

•• In Septem ber 1983, Pubaii Bank attd Utlara Bank liave been denalionalized under Bangladesh B ank’s NationaJizalion 

A m endm enl Ordintuice, 1983, CNo. XL VII o f  19X3) and Article N 0 .2 7 A  (1) o f  1983, respectively.

' Econom ic Trends. July, 1998. Bangladesh Bank, Dhaka, p.28
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Chart No -1.4 # Names of Old and New Banks Including the Years of Establishment

. Figures in Lakhs o f
Taka

Serial

No

Existing Banks Year o f  

Eslablishnienl

New Banks Authorized

Capital

Paid up 

Capital

01 The National Bank o f  Pakistan 1949 Sonali Bank 500 200

02 The Bank o f Bahawalpur Ltd 1956

03 I'he Premier Bank Ltd 1970

04 The Habib Rank Ltd 1941 Agrani Bank 500 ICO

05 The ComniLTce Baiik Ltd 1963

06 The United Bank Ltd 1959 Janata Bank 500 150

07 The Union Bank Ltd. *

08 The Muslim Commercial Bank Ltd 1948 Rupali Bank 500 100

09 The Standard Bank Ltd 1941

10 The Australasia Bank Ltd. 1942

11 The Eastern Mercantile Bank Ltd. 

*

Pubali Bank 500* ♦ 100

12 The Eastern Banking Corporation 

Ltd

1965 Uttara Bank 500** 100

Source: R e s u m e  o f  th e  A c ih ’ities' o f  th e  B a n k s  a n d  F in a n c ia l  In s t i tu l io n s  in  B a n g la d e sh . M in is tn ’ o f  F in a n ce . 
Government o f  the People’s Republic o f  Bangladesh, 1984-85, Dhaka, pp.l 81-193
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Chart 1.5 #  Banks Operating in Bangladesh for the Year 2007 Including tola! number 
of branches and total number o f employees respectively

(Position  as on 3 1 .1 2 .2 0 0 7 )

SL.

No. Nature o f  Banks

Number 

o f  Banks

Number o f  

Branches

Number o f  

Employees

A. Bangladesh Bajik/'Central Bank 1 9 7212 1

B .“ ‘ Nation Owned Commercial Banks1 : 4 , 3393 33731

c :([) Conventional Interest based banks 20 ;1 1081
1

1 21144

i
!(ii) Mark-up based modem Istannic banks 7 I 253 i 1105*^

D ...... -Foreign Banks P  10 25 : 1216

E. Specialized Banks 6 170 ' 6588

Total 48 5,316 1,09,750

Role o f  Banks in the Economic Development o f Bangladesh
The prosperity and development o f a country depends upon its economic activities.

B a n k s c o n s t i tu te  an important segment o f the financial infrastructure and development 

process, in any countr)- by ensuring uninterrupted supply o f financial resources to the 

people, engaged in numerous economic activities.'"^' The economic history o f many 

countries reveals that economic development and growth o f financial infrastructure go 

hand in hand. There is interaction between the two. Without the growth in the financial 

infrastructure, there can be no development and the latter in turn changes the shape and 

size o f the financial institutions. Commercial banks play an important role in facilitating 

economic growth and development o f a country.

Annual Reports. (1997) o f  rcspectivc banks and Econom ic Trends. July (1998), Stotistic Dcpiirtmcm oT Bangladesh 
Bank. vol.23, No. 7. pp. 48-66

‘B ank’ is a  business house and the com m odity in w hich a bank deals is ’m oney.’—  Pain, J. P., 11946'!. Indian liank ine  
Aiiislvzed. Dhara Publications. Delhi, India, p .l 1

Rahman, Ataur. (198SV M anoeem eni 'I'm inine in N ationalized C om m ercial Banks in H an^ladesh. U npublished Ph D 
Thesis. Banaras H indu University, Banaras, lnd ia ,p .4 l.
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Banking’’  ̂ has played an immensely valuable role in the economic life o f every country, 

big or small. The banking services were available at all stages o f human progress, though 

under different nam es.‘^̂  India had herSahukars. Afghanistan her Kabul iwalas, Britain her 

Goldsmiths and other European Countries their Shylocks, addressed the Jews by the 

Christians.’’*

The old concepts, attitudes, and methods in banking have yielded place new techniques o f 

viability, need-based finance, and marketing. Instead o f the banks, merely moving with the 

slope in to immediately profitable ventures, they are required lo participate in the nation- 

building activities and help in bringing about socio-economic changes.

Historically, o f  course, there have been countries like Great Britain, where banking 

developmejit proceeded industrial development and countries like U.S.A., where the 

industrial development came first, and banking development had to follow suit. But in vast 

majority countries, including Bangladesh, the development has almost been 

simultaneous,’''”

Commercial banks play an important role in facilitating economic growth and development 

o f  a countr}'. On a macroeconomic level, they represent the primary conduct o f  Federal 

Reserve monetary policy. Bank deposits represent the most liquid form o f money such that 

Federal Reserve effects to control the nation'’s money supply and level o f aggregate 

economic activity' does so by changing the availability' o f credit at banks. On a micro 

economic level, commercial banks still represent the primary source o f credit to most small
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business and many individuais. A com munity's vitality typically reflects the strength of its 

major financial institutions and the innovative character o f its business leaders.’"*'

While the economic role o f commercial banks has varied little overtime, the nature o f 

commercial banks ajid competing financial institutions is constantly changing. Depositor)^ 

institutions, brokerage firms, insurance companies, and general retail stores now offer 

products and services traditionally associated only with commercial banks.

Commercial banks, in return, offer a variety o f insurance, real estate and investment 

banking services they were once denied. They are not full-service institutions; however, 

though they are evolving to it. The term 'bank’ today refers as much to the range of 

ser\'ices traditionally offered by depository' institutions as to a specific type o f institution. 

In fact, commercial hanks operate in a rapidly changing regulatory and economic 

environment. The government agencies that supervise and regulate banks are gradually 

eliminating distinctions between commercial banks and other financial institutions to offer 

competitive banking sendees. This increased competition often coincides with severe 

economic difficulties caused by problems in energy, real estate and agriculture, As 

competitive pressures have increased, however, so have opportunities to offer new 

products compete in expanded geographic markets and consolidate operations. Bank 

managers must be prepared to take advantage o f these opportunities.

R ole o f  P rim e B an k  in th e  E conom ic D evelop m en t o f  B an glad esh

!n the backdrop o f economic liberalization and fmancial scctor reforms, a group o f highly 

successful local entrepreneurs conceived an idea o f floating a commercial bank with
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different outlook. For them, it was competence, excellence, and consistent delivery o f 

reliable service with superior value products. Accordingly, Prime Bank Limited was 

created and commencement o f business started on 17th April 1995. It is remarkable that, 

this bank is a Second Generation Private Sector Bank in Bangladesh. The sponsors are 

reputed personalities in the field of trade and commerce and their stake ranges from 

shipping to textile and tmance to energy etc.

As a fully licensed commercial bank, Prime Bank Ltd, is being managed by a highly 

professional and dedicated team with long experience in banking. They constantly focus on 

understanding and anticipadng customer needs. As the banking scenario undergoes 

changes so is the bank and it repositions itself in the changing market condition.

Prime Bank Limited started its journey as a Bank with a difference by introducing Islamic 

Banking from the ver>' inception alongside the conventional banking. At present the Bank 

has 5 (Five) Islamic Banking Branches under its banking network. At Head Office, there is 

an Islamic Banking Division to oversee and monitor the activities and provide guidelines 

for ensuring Shariah compliance and other related issues. By the active support and 

guidance o f  the Shariah council and Islamic Banking Division o f the Bank, the Islamic 

Banking Branches are demonstrating excellent performance. 2006 was also a 

commendable year for the development o f Islamic Banking Business. Investments and 

deposits grew by 38 percent and 89 percent respectively. The operating profit grew by 44 

percent during the year as against 54 percent o f previous year. The non-performing 

investments o f Islamic Banking Branches are 0.19 percent o f their total investment. Total 

import and export business generated by the Islamic branches showed remarkable growlh. 

Total import and export business handled was TK 6,464 million and TK 4.677 million 

respectively.
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The Shariah Council o f prime bank limited consists o f 10 members who provide guidance 

in various banking issues as per Shariah. In addition to the usual Audit & inspection o f the 

branches by head office Audit & inspection Division, the Muraquibs o f Shariali council 

inspects the branches and report to Shariah council.

Im portance o f HR in Banking Sector

Human Resource Management is the most important variable among all the branches o f 

Management for any organization or an institute; because, ‘People’ or 'Hum an Resource’ 

are the vital force for the effective operation o f an organization, a company or a bank.*'^^

Even Hunian Resource is assiuned as the most important asset among all other resources o f 

a bank, because they lead all other resources. Yet the "Human Assets’ are visually never 

shown on the balance sheet as distinct category, although a great deal o f money is invested 

in the recruitment, selection and training o f  the people.

In the present day the human resource has been matured from an administrative support 

role to a key strategic function in successful organization. The evolution has been 

intimately tried to change workplace values, economic condition, technological 

innovations, and many other factors. To cope with the changing situation the business 

leaders recognize the values o f their employees to the future o f their organization. People 

are the most valued asset to the organization; let it be private or public. Bangladesh faces a 

severe problem in managing their personnel due to lack o f human resource planning w'ay 

as well as HRM practices.

Dessler. Cjar>', (2003). H R  Mamtsremenl. Pearson Prenltce Hall. New Jersey. USA, p.d.^. 

W eihrich, Ili:inz & Koontz. Harold. MatiaeemeiU. M cGraw-UILL. Inu., Singapore.p.356
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In the Banking sector (especially private sector) a well conceived hiiman resource policy is 

a must, because human resources are most abimdant o f  any organization. To the best o f  the 

present researchers’ knowledge no extensive study has yet been made on HR1V1 Practices in 

private sector banks in Bangladesh. For this rea.son, the present study has been undertaken 

to evaluate existing HRM Practices o f said banking sector especially on Prime Bank 

Limited,
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C h a p t e r  2

R e s e a r c h  M e t h o d o l o g y

Definition o f Research

The term ‘Research' means scientific diligent study, investigation, or experimentation in 

order lo establish facts and analyze their significance.’ Inborn in such study is an orderly 

approach with accurate record keeping. A careful search or inquir>, after or for or into 

endeavor, to discover new or collect old facts etc. by scientific study o f a subject, course o f 

critical investigation,' A careful search; a systematic investigation towards development o f 

knowledge. Research is a careful study or investigation, undertaken in order to discover 

new facts or to get additional information.  ̂ Research is a systematic and unbiased search 

for knowledge in order to discover new facts or information."^ It is a careful search, 

investigation, systematic and unbiased investigation tow'ards development o f knowledge.^ 

Research means search better ways o f solution or repeated attempt to achieve the truth.* It 

is a work that involves studying something and trying to discover facts about it.^ Detailed 

and careful investigation in to same subjects or area o f know ledge or study with the aim o f 

discovering and applying new' facts or information is a Research.* Research is a careful

' Hosain. Amir, (2001). I.ocm a n d  Investm ent M anagem ent I'arierv nt Conventional (̂i■ Isiam ic H ankine in Han^ladesh. 
unpublished Ph D Thesis. Dhaka University Library. Dhalca. Bangladesh, p .l.
 ̂The C oncise O xford  D ictionary. 1999. Oxford University Press, UK..p.90S 
 ̂ Hornby, A. S., O xford D ictionary. 1999, p.601.

■' Ibid. (1999),p .601 ,
Ahm ed, S. K., April (2000). .toy .Advanced Learner 's D ictionary. Joy B ooks International. Dhaka. Bangladesh, .i'*' 

Edition. p.951.
W illiam . Donald A.,( 1996), The M aking o f  a M anager. B ritish Librao^ C ataloguing in Publication Data. London. U. 

K.. p. 83.
' Thom as Riehard. (19*)9). Collins Co build  EnsUsh D id ionarv. Itarper Collins Publications Limited, p. 1411.

Robinson. Mairi & Davidson. George, (1996), C ham ber's 21’’ C entury D ictionary. Clays Limited, Cam bridae 
University Press, pp. 1186-87
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search for information.'^ Research is a systematic search for gaining knowledge, 

disinterested or unbiased search for knowledge. It is a careful inquiry or examination to 

discover new information or relationships and to expand and verify existing knowledge. It 

also means the manipulation o f thing, concepts, or symbols for the purpose o f  generalizing 

and to extend correct or verify knowledge, whether that knowledge aids in the construction 

o f a thcor> or in the practice of an Art. It actually evolves from a genuine desire to know 

rather than a wish to prove a point o f view ."’

Research is also considered as the formal, systematic, and intensive progress o f carr>'ing on 

the Scientific method o f  analysis. It generally requires a systematic structure o f  

investigation resulting in some sort of formal record o f procedure and fmally the 

preparation o f a research report containing the suggestions and conclusions, ‘ ‘ Research is a 

systematic effort o f finding the truth. So research generates new- knowledge. This is 

something like a commodity, which can be sold for the use o f others. Obviously, it is for 

the use o f literates, intellectuals, officials, and industrialists. Vast masses o f illiterate, poor 

people can neither use this knowledge nor do they have any access to this knowledge.'^

A research originates more often in the existence o f some unexplained facts. The research 

proposal provides a systematic plan of procedure for the researcher to follow. It is 

comparable to the blue prim, which the architect prepares before the bids are let and 

building commences,'"^ Research is considered to be the formal, systematic, and intensive 

process for carr\'ing on a scientific method o f analysis, towards the solution o f a problem. 

It generally requires a systematic structure of investigation, resulting in some sort o f
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formal record o f procedures and Finally the preparation o f a research report containing the 

suggestions and conclusions'"* Research is essentially an intellectual and creative activity. 

The mastery o f  techniques and process does not guarantee research competence. Though 

this skills may help the creative problem solver to reach his objectives more effectively. 

Research derives a creative study or enquir>' or investigation or intensive examination o f 

the existing ideas to discover new ideas with a view to revise old ideas. Research is a 

logical, systematic, and scientific process aimed at and directed towards the discovery and 

development o f an organized body o f knowledge. Research is the mamier in which we 

attempt to solve problems in a systematic effort to push back the frontiers o f human 

ignorance or to confirm the validity' o f the solutions to problems others have presumably 

resolved. It is a way o f looking at accumulated fact so that those data become meaningful 

in the total process o f  discovering new insights in to unsolved problems and revealing new 

meanings. Research generates new  ̂know'ledge or removes ignorance in a specific field or 

area. Other people’s acccss to this know'ledgc is possible onl)' when a research finding is 

marketed. Research is a systematic search for facts & scientific investigations.'^

Rationale of the Study
Tt is a policy-oriented research study. Recommendations o f this study can be applied in the 

improvement o f our national economic system. The findings o f the study will highlight the 

problems o f our poor people and their solutions. The study findings will also guide 

integrated problems o f Bangladesh. The policy-maker in the economic sector of 

Bangladesh will be facilitated to face the economic challenges o f the 21®̂  Century. The 

Academics will get required information and guidelines from the report o f the research. 

Researchers will get inspiration to conduct further research in the area o f the study.
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Prime Bank Limited is a leading Bank in Bangladesh from its inception. It is playing a 

vital role in economic sector o f Bangladesh. In all the sides o f banking sector, it's 

functioning is ver> much satisfactory in the eye o f Government & the economic 

commentators. Its financial sector is also stable, upward, & satisfactor>’. I-'or this reason, 

the researcher has made a great choice to conduct a study on the Prime Bank Limited.

Scope of the Study
The scope o f the study is limited at drawing descriptive and analytical rather than critical 

presentation of Prime Dank Limited. This dissertation is based on the performance o f a 

particular Bank engaged in Banking business performing Human Resource Management 

Practices. Current researcher wants to show specially the condition & status o f HRM 

Practices in Prime Bank Limited.

Objectives of the Study
The general objectives o f the study are to advise a policy which will facilitate the Banks to 

imagine the requirements of human resource management practices to achieve the 

organizational goal in a rapidly changing environment. That is why the HRM practices in 

the private sector banking in Bangladesh has been undertaken.

The specific objectives o f the present study are to:

1. Appraise the existing practices o f  HRM functions o f  Prime Bank Limited.

2. Find out the weaknesses o f HRM areas in the Prime Bank Limited.

3. Suggest the ways to get rid o f these weaknesses for the sake o f developing HRM 

activities more effectivelv.
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Selection of the Study Area
The selection o f the Prime Bank Limited as the study area has been done on the basis of 

the convenience in data collection and discussion with the concerned executives and 

decision makers. Prime Bank Limited is one o f the largest private Banks o f  Bangladesh. 

The Head Office (Human Resource Deparlment-HRD), Dhaka Zonal Office, Training 

Institute and Some Branches have been taken purposefully for the study.

Setting the Problem
This research attempts to develop a conceptual framework to construct a model, develop a 

measure o f human resource management system as well as its proper execution & 

implementation in the banking business environment in Bangladesh. Because human being 

are the best assets in this universe; not a commoditv' product in case o f conducting the 

HRM activities. The essence o f human resource management is to bring about the full 

utilization o f  human resources o f the organization, to see that employees' work effectively 

to achieve organizational goals. All o f the Company managers, business consultants, 

human resource management practitioners, international donors and academicians in 

Bangladesh recognize the importance o f increasing employee productivity’ in Bangladeshi 

organizations, in which managing human resources is one major area o f  concentration. 

Management practices differ from country to country, and so do human resource 

management practices. For this reason, it is important to obtain conception on how 

Bangladeshi human resource management practices differ from the established practices in 

the West.

As Bangladesh is a rising country, it has alw'ays been endeavoring to develop her economy 

for the welfare of the people. Development depends both on the production and servicc, 

which give rise to economic growth. This economic growth demands a strong financial
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discipline in the countr)'. As Banks are the institutional frame for handling financial 

matters and the orderliness o f financial activities, but its performance depends on the 

efficiency o f  its executives and employees. Other than, there is no analytical information 

that exists in incidence o f human resource management practices in the banking sector. 

Recently gov’t, and other developing partners have undertaken diversified initiative to 

develop the Quality o f Work Life (QWL) which shows the values, the class, and the 

worthiness o f its employees. Rut there are very few studies on how- all these basic 

problems should be incorporated in human resource planning in the banking sector o f  

Bangladesh.

There are no prefixed indicators for assessing manpower, work load are measured on the 

basis o f thumb rule, comparing the changes occurred during the last 37 years in 

Bangladesh that the Banks face multiple challenges and threats (threats to effectiveness, 

efficiency and profitability), challenges from turbulent environments, increased 

competition, and changing customer demands. Keeping organization healthy and viable in 

today’s world is a daunting task. Because, it is found in a research study conducted by 

V.S.P. Rao as he said, "‘‘Human resource is an important corporate asset and the overall 

performance o f  company depends upon the way, it is put to use. In order to realize 

company objectives, it is essential to have a manpow'er plan.” '* Bank provides this service 

directly to its customers and indirectly helps for production work through practices.

Human Resource Management is the most important variable among ail the branches of 

management for any organization or an institute; because, ‘People’ or ‘Human Resource’ 

are the vital force for the effective operation o f an organization, a company or a bank.
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Even human resource is assumed as the most important asset among ail other resources o f 

a bank, because they lead all other resources. Yet the “Human assets" are visually never 

shown on the balance sheet as distinct category, although a great deal o f money is invested 

in the recruitment, selection and training o f the people.'^

“For many years it has been said that capital is the bottleneck for the developing industr>'. I don’t 

think this any longer holds tnie. 1 think it's the work force and the company’s inability to recruit and 

maintain a good workforce that does constitute the bottleneck for production. I don't know o f any 

major project backed by good ideas, vigor, and enthusiasm that has been stopped by a shortage o f  

cash. I do know o f industries whose growth has been partly stopped or hampered. Because they 

can’t maintain an efficient and enthusiastic labor force, and I think this will hold true even more in 

the future.”

Bank provides this ser\ ice directly to the people and indirectly helps for production work. 

Banking is a service oriented job and it requires personal commitment, initiative, and 

enthusiasm towards accomplishment o f banking job, to ensure a congenial ciLstomer 

service. Honest and sincere efforts from the part o f the employees towards accomplishment 

o f the job  are mandatory'. In order to harness the human energies in the serv'ice of 

organizational goals is expected to pay proper attention to recruitment, selection, and 

training activities in an organization. Proper promotional avenues must also be created so 

as to motivate employees to peak performance. All these things however, do not come 

easily. It requires thorough planning and certain amount o f zeal and commitment to 

convert the rhetoric to concrete action. On the other hand, at the emergence o f Bangladesh 

as an independent country new democratically oriented working class leaders contribution 

towards the gradual evolution o f  various level o f platfonns and forums for negotiations in
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banking industr>’. With the nationalization o f major commercial banks in 1972, radical 

transformations started tiiking place in Bangladesh banking. As a result the government 

and bank managements wondered as to how to maintain industrial relations or to defuse 

industrial relations. All public sector banks arc in bad shape as per the recent public 

relations, the recent politicization of the union activities observed on bank security is a 

memorandum to the policy makers and implementers and all those who have directly or 

indirectly covered. In view o f the first changes that are taking place in the financial sector 

in recent times. Commercial banks have to gear up themselves for developing the 

qualitative .skills of the employees in a major w'ay. The additional challenges are in the 

form o f increase in the expectation from the banking clients, technological developments, 

information based functioning, new orientation o f human resources whose priorities are 

totally different from the older generation and changing priorities o f unions and 

management bring about added responsibilities all to make it rather compulsory for top 

managements to book in to manpower planning exercise more carefully. A renounced 

business researcher Mahbub Ali ver)- rightly pointed out the causes o f  bottleneck in the 

banking sector. He said,

•The banking sector in Bangladesh takes the lead in mobilizing resources

at'd . ........................ commercial banks are not equipped to respond to the needs o f  twenty first

century. Default culture, old and back dated banking procedure. Lack o f  coordination between 

proper manpower planning and bank schemes, lack o f  market research for analyzing customer 

psychology, in elTicient banking services, lack o f  performance planning etc. are creating bottleneck 

for local bank to attain international standard”
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Problem
From the above discussion, it is dearly  observed that the lack o f proper co-ordination 

between Human Resource Management Practices and its Scheme creates bottleneck in the 

development o f the Private Sector Banking in Bangladesh.

Cause of Taking Prime Bank Limited as a Respondent Bank
Establishment o f Prime Bank Limited: In the backdrop o f economic liberalization and 

financial sector reforms, a group o f highly successful local entrepreneurs conceived an idea 

o f  floating a commercial bank with different outlook. For them, it was competence, 

excellence, and consistent delivery o f reliable service witli superior value products. 

Accordingly, Prime Bank Limited was created and commencement o f business took place 

on 17th April 1995. It is remarkable that, this bank is a Second G eneration  Private 

Sector Bank in Bangladesh. The sponsors are reputed personalities in the field o f trade 

and commerce and their stake ranges from shipping to textile and finance to energy etc.

As a fully licensed commercial bank, Prime Bank Ltd. is being managed by a highly 

professional and dedicated team \vith long experience in banking. They constantly focus on 

understanding and anticipating customer needs. As the banking scenario undergoes 

changes so is the bank and it repositions itself in the changing market condition.

Prime Bank Ltd. has already made significant progress within a very short period o f its 

existence. The bank has been graded as a top class bank in the country through 

internationally accepted CAMEL-" rating. The bank has already occupied an enviable 

position among its competitors after achieving success in all areas o f business operation.
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Prime Bank Ltd. offers all kinds o f commercial corporate and personal banking serv'ices 

covering all segments o f society within the framework o f Banking Company Act and rules 

and regulations laid down by our central bank. Diversification o f products and services 

include Corporate Banking, Retail banking and consumer banking right from industr> to 

agriculture, and real state to software.

The bank has consistently turned over good returns on assets and capital. During the year 

2006, the bank has posted an operating profit o f Tk. 2131 million and its capital funds 

stood at Tk 4409.21 million. Out of this, Tk. 1750 million consists of paid up capital by 

shareholders and Tk. 2659.21 million represents reserves and retained earnings. The bank’s 

current capital adequacy ratio o f 9.95% is in the market. In spite o f complex business 

environment and default culture, quantum o f classified loan in the bank is very 

insignificant and stood at less than 0.82%.

Prime Bank Ltd., since its beginning has attached more importance in technology 

integration. In order to retain competitive edge, investment in technology is always a top 

agenda and under constant focus. Keeping the network within a reasonable limit, our 

strateg>- is to serve the customers through capacity building across multi deliver}' channels. 

Our past performance gives an indication of our strength. We are better placed and poised 

to take our customers through fast changing times and enable them compete more 

effectively in the market they operate.

According to the above discussion it is assumed that the Prime Bank Limited is a 

favorable and a great assisting powder to the economy o f Bangladesh. In this manner, the 

current researcher has taken the Prime Bank Limited, as a responding bank for conducting 

the research work.
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Research Questions

From the above problem, it is clear that to create a sound HRM Practices is very difficult 

for ever>' bank, especially, in the private sector banking. In this context, present study has 

been undertaken to investigate about the proper Human Resource Management Practices in 

the banking sector and related issues. However the specific research questions are as 

follows:

1. How the banks prepare their appropriate long term strategies for HRM planning 

which has been utilized & practiced for their placement and development in private 

banks and whether it is linked up with corporate strategy?

2. What should be the future policy guidelines to visualize the position of human 

resource management policy & its proper practices quite ahead in terms o f the 

category wise requisite skill within the bank?

3. Which policy is follow^ed for the acquisition o f human resources and their 

development & what facilities are sanctioned for them?

4. What should be the policies to retain acquired human resources by ensuring the 

quality o f working life, conditions o f workload, welfare, and benefits to the 

employees?

5. Are they practicing all the functions o f human resource management accurately?

6. What are the conditions o f trade unions & to what extent unionism is influencing 

on smooth conduct o f human resource planning & as well as human resource 

management practices?
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Justification of the Study
The thinkers declare particular importance o f banking system in a country where btmks 

occupy a key position and also play a key role in the total development efforts. Bank’s role 

mainly depends on efficiency and effectiveness o f its employees. This study aims at 

providing three contributions as follows:

1. Academic Contribuiions: Those who are working in academic areas i.e., 

students, teachers aiid researchers will get the valuable information from this study.

2. Practical Contribuiions; Bankers in the banking sector will get a guide line from 

the findings and recommendations o f the Study.

3. Policy Making Contributions: Finally, policy makers at notational, corporate, 

and international level will get information in performing human resource 

management practices in an appropriate policy.

It is predictable that the findings o f this study will be a great use o f the policy markers, the 

planners, the management authority of banks and the government to ensure and effective 

control over labor cost by providing both shortages and surpluses o f HR in the banking 

organization. In view o f the first changes that are taking place in the financial sector in 

time, commercial banks have to gear up branches for developing the qualitative skill o f the 

employees. This is possible by giving them proper training for changing priorities o f union 

and management to bring about added responsibilities also make it rather compulsor>' for 

top management to look into HR planning & human resource management practices as 

well as exercise more carefully. Increasing competition in ihe world market is becoming 

based on the skill and the abilities o f people not on machines.^'
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Expected Outcomes
The researcher has intended to oversimplify findings, even with many provisions, to form a 

unique interpretation o f proceedings, to draw a conclusion and to make recommendations. 

The goal has been to understand how huinan resources are managed in the private sector 

banking. Further, the intention has been to make recommendations for managers o f other 

banks companies and industries, business consultants, academicians and Government 

officials in Bangladesh- The recommendations may be used to improve the management as 

well as human resource management practices at Bangladeshi organizations. The unique 

contribution o f this reseai'ch is that it has examined a new subgroup (Bangladeshi Private 

Companies) and a new population (Bangladeshi's). The researcher's role in knowledge 

contribution has been to enter several real company settings. Through inter\'iews, attending 

meetings and through observing working processes, the researcher entered the 

respondents’ and informants’ globe. Through interaction with the respondents and 

informants the rescarchcr has sought perspectives and meanings. The researcher’s role is to 

create knowledge o f various t>'pes for respondents' and informants’.

fhe  researcher's answers to the research questions have been written down in this 

dissertation, which will be used for company managers, business consultants, international 

donors, academicians, and government officials.

Since the present study is the first o f its nature in the private sector banking in Bangladesh, 

so the researcher wishes to add in humanizing Bangladeshi human resource management 

practices. Moreover, this dissertation may be used as a framework for similar research in 

other sectors or for more specific in-depth study. This dissertation may also provide as a 

knowledge foundation for company managers, business consultants, academicians and
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government officials o f countries with a national culture, countries undergoing (̂ or which 

have undergone) a recent transition to a free market economy.

Sourccs of Data
It becomes important to look into the sources of data, method of collection, the choice o f 

material to be collected and management o f the field source. Data were collected from 

different sources for the study. The researcher has classified the sources o f  data into two 

categories, viz. Primary Source and Secondary Source. The entire first hand information 

afresh. However, the ventures o f primary’ source were avoided w'here secondary- data were 

available. Time and cost involvements have also got a determining effect upon the choice.

1. Secondary Sources: Secondarv- data are those which the 

researcher has collected from the publications o f various agencies. Secondarv’ data are used 

in conservation o f  the objects and scope o f the investigation and the suitability o f 

secondary' data where no belter results can be obtained though primary investigation. The 

secondary' sourcc o f data comprises o f

i. relevant official documents Eind records o f Prime Bank Limited (Annual Reports o f 10 

years),

ii. Information booklets.

iii. Government and Bangladesh Bank ordinances,

iv. Periodicals and journals,

V . published books and relevant research reports,

vi. Economic Sur\-ey,

vii. Statistical Year Book o f Bangladesh,

viii. Statistical Pocket Book o f Bangladesh etc.
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For this purpose the researcher has surv'eyed the books available in the Libraries o f

a) Public and Private Universities, 

h) Public Administration Training Center (PATC),

c) Bangladesh Institute o f Bank Management (BIBM),

d) National Library,

e) The American Center Library and

j )  British Council Library in Bangladesh,

In addition to this substantial secondary sources, data were collected from articles 

published by different nationalized banks, Ministry o f Commerce, Planning Commission, 

Bureau o f Statistics, Institute o f Cost and Management Accountants o f Bangladesh, other 

national and internationals financial institutions, concerned bodies and web sites.

2. Primary Sources: Primary data were collected through direct 

field investigation. Field investigation was made mainly through questionnaires framed for 

the various groups o f persons.

a. Target Respondents: The sample population comprised 

o f different levels o f  employees o f Prime Bank Limited.

I. Higher Level Employees: First tier stratification 

includes the executive and decision makers o f Prime Bank Limited.

ii. Mid Level Employees: Second tier stratification 

includes the respondents from m id-level employees o f Prime Bank Limited (other than 

higher level employees & lower level employees).
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iii. Lower Level Employees: Third tier
stratification includes driver, messenger, guard & sweeper & the trade union leaders o f 
Prime Baiik Limited.

b. Selection of Population Croup: Selection o f

population  w as m ade category’ w ise as follow s:

L Higher Level Employees: Arrangements were 

made to conduct interv iew o f the officers (from Officer to Managing Director), Executive 

and Decision Makers o f Prime Bank Limited, through interview schedule in different areas 

o f Bangladesh. A reasonable percentage from all these categories was chosen on the basis 

o f random sample method in different areas o f Bangladesh, especially, the Head otfice 

(HRD- division), divisional offices, One Zonal office. One Training Institute, and 20 

(twenty) selected branches o f the Prime Bank Limited. Arrangements were made to 

conduct interview o f a suitable percentage (approximately 20%; i.e. 300 Respondents out 

of 1651 Employees) o f the total number o f employees, selected through random sampling.

2. Mid Level Employees: In banks mid level 

employees means persons employed below the rank o f Officer {Trainee Assistant to Junior 

Officer). Arrangements were made to conduct interview o f a suitable percentage 

(approximately 20%; i.e. 300 respondents out o f 1651 employees) o f the total number o f 

employees, selected through random sampling.

3. Lower Level Employees: Arrangements 

were made to conduct interviews o f some driver, messenger, guard, & sweeper & some of 

the trade union leaders o f Prime Bank Limited. Tw'o classes o f employees namely class 111 

and class IV were also taken into consideration. Arrangements were made to conduct 

interview o f a suitable percentage (approximately 20%; i.e. 300 respondents out o f 1651
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employees) o f the total number o f employees, selected through random sampling. The 

purpose is to ascertain their views regarding the pattern o f management, employer- 

employee relationship, and motivational measures.

For this purpose, schedules were prepared to be filled in by the informants themselves, fhe 

researcher prepared three types o f questions for three tiers o f respondents which were 

simple, easy and self explanatory' for the respondents. The Field study was conducted 

following a tight interview schedule. Efforts were made to meet with the respondents to get 

the questionnaire filled-in to ensure complete and correct filling-up and to a \o id  the 

possibility' o f misunderstanding o f any question and w o n g  answering either purposively or 

ignorantly. Despite o f heavy odds, personal drive was given, because experience showed 

that a large number o f informants did not care to return the schedule in time and even if it 

would be returned, there might have a chance o f its being filled-up incompletely and in a 

haphazard and cumbersome way.

Besides, some key informants were interviewed to get in-depth information pertaining to 

opportunity for training and development, recruitment and selection method, promotion 

and advancement, job security and job stability, wages and salaries, bonus, share o f profit, 

medical, pension and other allied facilities.

Sample Design
The study was designed to collect the desired information necessary for the purpose 

keeping in view the cost and time constraints. Probably the quickest and perhaps the most 

economical way o f formulating possible hypotheses would have been to browse the 

secondary' sources o f  information and take advantage o f the work o f others but there was 

lack o f  data devoted to the appraisal and analytical study o f this phenomenon. Whatever 

types and classes o f secondary^ data found available, were not only meager, but also did not
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fit in the particular needs o f the project at hand. The data were o f limited value since most 

o f  them were irrelevant or based on casual impressionistic observations by individuals with 

limited background and knowledge in the area o f  Human Resuurce M ana^emctn Practices 

in the/V/vi;/c' Sector Bunking in Bangladesh.

Knowledgeable individuals were interrogated to obtain the relevant infomnation. The 

survey o f  this kind was another approach to collect and synthesize the reservoir o f 

experience o f  the bankers and clients, who had ideas and views on the subject.

A method in research can be defined as the instrument or vehicle through which research is 

carried out. There are several methods, which may be mentioned as under: i. Questionnaire 

method when a set o f questions are put forward for collecting relevant data, ii. Pannier 

method involves the systemization o f value judgement or attitude, iii. Interview method 

that involves persona! participation in assessing certain process, iv. Library approach 

involves the study o f  relevant past experiences and references and inferring from such 

readings, v. Psychological-testing method concentrates on behavioral pattern, vi. 

Achievement and potentiality testing that involves the measurement o f present level of 

achievement and the potentiality o f developing s k i l l , v i i .  A Case study method was 

accepted, when attention is directed and limited to only a particular type o f case, and viii. 

Survey method involves the gathering o f data from a wide filled at a particular period o f 

time.

At first, the researchers divided the total employee population o f Prime Bank Limited into 

three main groups namely, a. I ligher Level Employees; b. Mid Level Employees; and c.
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Hosain. Am ir. (2 0 0 )), Loan a n d  Investm ent M anaeem enl I an'etv o i C o m en lio n a l /slam ic S a n k in e  in Haneladesh.
2001. unpublished Ph D Tliesis, Dhaka University, Bangladesh, p.63.
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Lower Level Employees. To define the different categories o f respondents, the researcher 

developed a concept as follows;

a. Higher Level Employees: Officers, Executives, and Decision Makers 

those who are by designation officer, i.e. from Officer to Managing Director (MD) of 

Prime Bank Limited,

b. Mid Level Employees: Mid level employees are those persons who 

assist Officers in accomplishing the day to day banking activities and are below' the rank of 

Officer.

c. Lower Level Employees: In this group, Driver, Messenger. Guard & 

Sweeper are included & Trade Union Leaders arc those who are directly involved with 

any Trade Union activities o f Prime Bank Limited and are recognized as union 

representative either by election or by selection o f  class -III & class-IV employees as per 

Industrial Relations Ordinance-1979.

Population Size and Sample

Sampling"'^techniques applied to the study have been designed with utmost care, with a 

view to making the study free from bias. Similar caution has been taken in the selection o f 

study samples viz., selected banks and respondents as well as the period o f  study. 

Furthermore, the present study was a self-financed project. Due to financial and time 

constraints, the researcher could not select more respondents. Therefore, present researcher 

preferred the random sampling method keeping the aforesaid circumstances in view.
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’Sam pling ' is a m ethod o f  obtaining data or information about the population / universe b> investigating only a 
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boiled o r not. Tliere are many otlicr such examples. From  these practical experiences, we com m only believe that a 
sam ple can tell som ething about Hie w hole lot o f a  universe or population. — A bedin. Dr. M. Zainul, May .(19% ), Op.cit. 
p. 66
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Researcher should discuss the most common types o f sampling designs that are found in 

normative survey studies because; research represents the design which is merely ‘to pick a 

sample’ Virtually it is a method o f obtaining data about the population^^ by investigating 

only a representative portion o f them.

Before the researcher proceed from research settings tool to the collection o f  data, it was 

necessary to pause for a consideration o f sampling.^*

The empiric part o f the study has been designed to test the findings from theoretical 

analysis. In course o f the present study, the commonly used methods for empirical study, 

desk study and inter^'ie^v methods have been followed simultaneously. A desk study 

method greatly relies on information and statistics documented in official publications, 

books, journals, annual reports, bulletins etc.
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Population is an aggregate o t items. whiLh have com m on trails Again, a populatinn consists o l 'a  nitmbcr o f  item s or 
clcnicnis o r  units, which are technically called unit,s o t observation. These unlLs o f  observation are term ed assampline 
units.— Ibid., p. 72

ITic question ot Sam pling may be simply staled: how is the investigator going to decidc w hat persons or eroups or 
organiM tions to use for the collection o( his data? fh e  way this decision is m ade will atTcct the conclusions. — Festingcr. 
L.. & K at/, D, N „ 1966. Research M ethods in the Behavioral Science. Holt. Rinehart and W inston. (1966). New York. 
U .S.A., P. 173
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Table: 2.03 # Population Size, Sample & Number o f Actual Respondents

There are only 1,351 employees in Prime Bank Limited on the 1®̂' July, 2007, allover the

countT}’ in its 50 Branches. On that population Size, the researcher conducted the 

researcher work.

74

Level of Officers Population 
Size as on 
01.07.2007

Sample Size 
%

Actual
Sample

Higher Level Officers or Executives and Decision 
Makers

858(100%) 1 1.66% 100

Mid Level Officers or Employees 472(100%) 21.19% 100

Lower Level Officers or Other Employees 321 (100%) 31.15% 100

Total 1651 (100%) 18.17% 300
Source: Field Survey

The researcher has taken li.6 6 %  Respondents (100) from Executives and Decision 

Makers, 21.19% from Employees Level (100) and 31.15% from Lower Employees Level 

(100). Total respondents were 300.
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Selection of the Interviewees
Before selecting the Inter\'iewees, utmost efforts were made to ensure availability o f 

desired information with maximum reliability within a given cost and other constraints o f 

time resources. To achieve the goal, first o f all, the researcher divided the total population 

into three groups and each group has been defined in the following manner. Namely: a. 

Higher Level Employees; b. Middle Level Employees; and c. Lower Level Employees.

Attempts were made to contact all the selected respondents but full response could not be 

obtained due to three reasons as follows:

A. Transfer o f the respondents;

B. Respondents were often foimd to be out o f station with personal and official 

assignments; and

C. Respondent’s business in the office or unwillingness.

Some questionnaires w'ere also rejected because o f incomplete or inconsistent responses.

Methods of Data Collection
The present study covers a period o f 10 years i.e. from 1997 to 2006. The data for the 

present study w'crc collected mainly througli interviewing the respondents from three 

categories as stated earlier. In addition, some facts and figures w'ere gathered by 

observation, primarily, the researcher tried to make close contact with the respondents to 

make them feel free and frank in answering the questions. In addition to questionnaires the 

researcher conducted a good deal o f formal talks with the respondents to get some o f  the 

implicit infomiation; success was achieved by obtaining some ver>’ useful information 

which made the study rich.
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Questionnaire
rhere are three types o f questionnaires to collect information & data, fhe interview 

checklist contained 43 questions.^^ On the one hand, the checklist was used not to forget 

areas o f main importance. On the other hand, the respondents were expected to expand on 

the pre-defined questions. At each interview the researcher tried to choose the most 

important and appropriate questions for the particular respondent. The wording o f the 

questions was tailored to the respondent's level o f education and function within the 

organization.

The respondents w'ere asked to complete a human resource management questionnaire 

after the interview had taken place, at any time and at their convenience. With the 

questionnaire the researcher aimed to countercheck the data and information he had 

obtained tlirough the interviews & Field Survey.

The questionnaire contained 58 statements. In general the respondents needed about 20 

minutes to complete the questionnaire. The respondents were asked to read each statement 

carefiilly and to circle the one answer that corresponds in the best way to their agreement 

or disagreement. The possible answers w'ere:

. "SD  ” if  the statem ent w as d efin itely  fa lse or if  the respondent.yrron^f/v c/rsagreeti. 

p  "D "  i f  the statem ent w as m ostly  fa lse or i f  the respondent

, 'TV ” if  tlie statem ent w as about equally  true or false, i f  the respondent cou ld  not decide, or i f  the 

respondent v/as n e u tra l  on the statem ent.

, " A "  i f  the statement w as m ostfy true or if  the respondent 

1/ "SA "  i f  the statem ent w as defin ite ly  tn ie or i f  the respondent s tro n g ly  a g r e e d .
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The researcher explained to the respondents that there were no rights or wrong answers in 

ihe questionnaire, and that the respondents do not have to be ‘an expert' to complete the 

questionnaire. The researcher asked the respondents to answer the questions honestly and 

to state their opinion as accurate as possible, since only then would the researcher be able 

to understand and to help Bangladeshi human resource management practice.

The questionnaire response rate was 90% (270 out of 300). The three particular reasons 

why the rest respondents did not complete the questionnaire were:

□ Some was not willing to complete the questionnaire, since the questionnaire was 

extremely critical towards the com pany's internal and external environment.

□ A group were not interested in the research on human resource management.

[j A small group were lower organizational level employee was not able to complete the 

questionnaire due to the lack o f adequate English language skills.

The researcher has not given respondents’ answers to the questionnaires in this 

dissertation, since the researcher found that the questionnaire answers o f a respondent 

needed to be viewed in conjunction with respondent’s inten'iew'.

However, the questionnaire was very' useful in checking the information obtained during 

the interview' & Field Survey, and in providing additional information. Moreover, the 

questionnaire answers have to be seen in relation to each respondent’s:

1) Age

2) Educational level in Bangladesh and abroad

3) Functional level within the organization

4) Work experience; in Bangladesh and abroad

5) Company type and

6) Nationality,
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The sample o f  300 respondents did not allow the researcher to make a statistical analysis 

with a high validity . Prior to the start o f the interviews the interview checklist and the 

questionnaire were discussed and reviewed several times by the researcher's peers, 

dissertation advisor, and several other academics and banking business practitioners in 

Bangladesh. The preparation o f the interv iew checklist and the questionnaire was an 

important milestone in the research process.

Another Questionnaire was in tabular form. All the answers o f questions were collected at 

the same time in the same way.

Data Processing
Data collected from different sources, were processed, and reduced to some convenient 

forms for their clear presentation and interpretation with the help o f computer to cover a 

wide range o f materials since the collected information were huge. The informative data 

collected by the survey was processed through the application o f various stati-stical 

methods. Simple Mathematical and statistical tools have been used for analyzing the data 

in Tabular form collected from different sources. A study has been made for analyzing data 

and percentages have been used. Furthermore, Graphs. Charts. Figure, and others have 

been used in appropriate cases for clear classification and easy understanding o f the results.

Analysis of Data
The basic assumption underlying the study is that a sound management system does 

influence the performance o f the scheduled banks o f Bangladesh. The researcher as such 

attempted to delect the forces, which were ineffective in making the system successfully. 

In view o f the nature o f the study design, the techniques used for the analysis’® o f the 

HRM Practices are categorization, tabulation, percentage, ranking method, and charts.
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Findings are confined to factual reporting and are unembellished by the opinions of the 

researcher or by his prejudices.

The information thus collected year wise and mode wise on a comparative basis. 

Comparative business trends and deposit positions also have been attempted. Ihe data 

have been analyzed by using different methods. Similarly, the loan and investment policy, 

criteria, collateral, sanction, disbursement etc., o f the banking system, also has been 

scrutinized. Types o f advances, modes o f investment, overdue outstanding situation, 

recover}' position, imposition o f penal interest and compensation system have been 

analyzed from different angles.

Limitations of the Study
It is neither possible nor desirable to deal with a large number o f issues within the scope o f 

a single study. For this reason, every projcct has limitations,^^ so. the study indicates the 

limitations of the investigations. The present study like other research studies in similar 

and allied lines cannot claim to be a perfect one in all respects.^^ i'his study has some 

limitations and it is appropriate here to recognize them e.xplicitly.

1. The present study covers the IIRM system ajid its practices in the Private Sector 

Banking in Bangladesh, especially, in the Prime Bank Limited only. As such it has left the 

other sector of Banking as w'ell as the other financial organizations, How^ever, the study 

had basically taken a system o f macro-approach level in an attempt to develop a total 

evaluation o f the I IRM Practices o f the Banks.
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G oodie. W J and lia tt. P.K.. Op.cii.l>-371.
D ata ha.sc researches are bound lo suffer from some com m on handicaps. It is unavoidable that in a devclopm g countr> 

like B angladesh where the m anagem ent inromiiUioii s>.stcm is not yet properly esiablishcd and data bank is no t well 
arranged, the things hccom c m ore tough on the participation o f  a practical researcher, w ho has lo go the grassroots level 
every tim e for every single inform ation and even then is not always sure to get it in the desired form. — Hussein, S. M,. 
( IV83), D escription Cost in R ansiadesh  Ju te  Induxtrv. unpublished Ph. D. thesis subm itted to Banaras Hindu University. 
Banaras. India, p-39.
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2. Interviewing target respondents adopted convenient sampling as alternative to random 

sampling, at some phases where it was found the respondents in inaccessible or not 

available, convenient sample was applied simultaneously.

3. Large and w'ide geographical sample could not be taken due to financial and other 

visible & invisible constraints.

4. The employees couldn’t give or supply any data or information to any type o f researcher 

without any prior permission from their boss. Because, it is to be noted that all the bank 

personnel irrespective o f any category need to sign a bond o f Fidelity and Sccurit}’ at the 

time o f joining the banking serv ice in a Non-Judicial Stamp. In this situation no bank 

employee could help me by supplying information without a proper written permission 

from the competent authority. A long bureaucratic process had to ibllow to get any 

information.

5. In some cases, the respondents, especially the employees, could not easily grasp the 

nature o f question and opinion and sought. Moreover, it seemed that in a few questions 

re.spondcnts may have conccaled the facts.

Layout of the Study
Chapter 1 of the present study expresses Bangladesh's geography, population and 

development, politics, economy, employment, education and culture are reviewed and 

analyzed and also gives an introduction to the importance o f improving the management o f 

Human Resources in Bangladeshi companies. 'Theory' and Concepts’ o f this dissertation 

are discussed here. It describes the entire research set up, the significance o f the research, 

and the expected contributions to knowledge. O f major importance in the re.search set up
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are the definition o f the research questions and the objectives, since they are the guide 

throughout the research and the dissertation.

Chapter 2 describes the process, how to conduct the whole research work herein, which is 

called the Research Methodology. Since these are the whole time guide throughout the 

highly expected research work and the dissertation. This chapter will also reveal the 

importance o f research, objectives, and rationale o f the present study.

In Chapter 3, the theories, and concepts o f Human Resource Management in the west^* as 

well as in the modem world are reviewed. This review o f Western theories and concepts o f 

human resource management serv'es as the ‘first framework’ in examining human resource 

management practices in Bangladesh. The organizations and on human resource 

management practices in Prime Bank Limited are reviewed herein with the theories. This 

review' o f culture serves as the 'second framework’ in examining Bangladeshi human 

resource management practices. It is largely agreed that the national culture o f a country 

shapes to a substantial extent its management practices, and thus Its human resource 

management practices is very essential. Further, implications for managing Bangladeshi 

organizations are given. This review and analysis serve as the ‘third framew'ork’ in 

examining Bangladeshi HRM practices. It is largely agreed that a countr>'’s strengths, 

weaknesses, opportunities, and threats shape to a significant extent, its management, and 

human resource management practices. This Chapter also represents interpretation of the 

research results. The researcher has aimed to generalize findings, even with many 

provisions, to form a unique interpretation o f events, to draw conclusions and to make 

recommendations. The methodology followed in practice during the case studies is
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described, and explains why provisions concerning tiie melhodology have been made. 

Further, it gives background data on the respondents and the case study banks.

In C h ap te r 4, the researchcr draws conclusions, & recommendations in which he 

interprets the findings based on the research findings at the Private Sector Banking in 

Bangladesh (especially, Prime Bank Limited). The researcher also makes 

recommendations on how to improve human resource management practices in the 

Banking Sector o f Bangladesh. The researcher outlines, which Western human resource 

management practices, based on this research, can, help to improve Bangladeshi Human 

Resources Management acti\'ities.
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C h a p t e

F i n d i n g s  a n d  A n a l y s i s  o f  t h e  S t u d y

To find out what Bangladeshis think about their culture, politics, economics, management, 

and human resource management and their impact on today’s workplace; the researcher 

had an unusual idea: ask them. Rather than to turn to functional expert's, the researcher 

constructed an interview checklist and related questionnaires that has tried to elicit answers 

to all these questions. Both the inlcr\iew  checklist and questionnaires were designed to 

focus on asking the respondents about how they see Bangladeshis culture, economy, 

politics, management and human resource management.' To mention a few, the inter\'iew 

checklist and questionnaires covered respondents' assessment o f  Bangladeshis culture, 

labor unions. Governmental regulations, company bottlenecks, leadersliip, Human 

Resource Management Practices (IIRMP), and the strengths, weaknesses, opportunities 

and threats they envision for the future.

Respondents’ answers on the diverse topics are not always uniform and differ in outcome. 

}Iowever, the rcsearcher has tried to explain these different outcomes, where possible. 

Organization o f the Case Study

This Chapter describes the methodology followed in practice during the case studies, and 

explains why provisos towards the methodology in Chapter 2 have been made. Moreover, 

this chapter gives background data on the respondents and thccase-study Bank.

' The in tc n  iew chccklist and questionnaires arc given in Appendix.
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Analysis Procedures

The basic assumption underlying the study is that a sound management system^ does 

influence the performance o f the scheduled banks o f Bangladesh. The researcher as such 

attempted to detect the forces, which were ineffective in making the system successfully.

In view o f the nature of the study design, the techniques used for the analysis’ o f the IIRM 

Practices system are categorized, tabulation, percentage, ranking method, and charts. 

Findings are confined to factual reporting and are unembellished by the opinions of the 

researcher or by his prejudices.

The information thus collected year wise and mode wise on a comprehensive basis. The 

data have been analyzed by using different methods.

Similarly, the researcher tried his level best to point out the basic URM practice System 

and it has been scrutinized. Elements o f  HRM systems have been analyzed from a variety 

o f angles. Therefore, they ever suggest that they should come forward with effective 

measures to introduce the ideal system o f HRM practice without any sort o f artificiality as 

early as possible.

Therefore, now, about the case study Bank. PBL has been established in April, 1995 as a 

scheduled bank in private sector in pursuance o f the policy o f  liberalization o f banking and 

financial services in Bangladesh. During the inception o f the bank it has only one 161 

employees in two offices, one was the first branches in Motijheel and the other w âs its 

head office. The collected data are as follows:
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Table No: 3.01 # Year Wise Position o f Employees & Branches

Year 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005 2006

N um ber o f  
Branches

01 10 14 18 20 21 26 27 30 36 41 50

N um ber o f  
Em ployees

161 239 305 362 452 518 613 730 777 894 1024 1172

Source: Annua! Report o f  PBL. 1996-2006 & Field  Sur\'ey

According to the above table, it is seemed that after twelve years in 2006, the bank has 

appointed 1172 employees. At the sccond year (1996) o f its inception, it was recruited 78 

new employees and the total employees became 239 for its new branch launched and total 

branch became 10. In 1997, at the 3̂ “* year o f the bank, launched 4 new branches and 

recruited 66 employees, than the total branch have become 14 and total employees 305. In 

this way in every year it was increasing its employees and branch, and in 2006 the 

branches become 50 and employees 1172. It is observ'ed that in every year it was 

increasing its branch and employees. Now the graphical representations o f  the data are as 

follows:
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Graph No-3.01 # Year-W ise Position o f Employees & Branches in PBL
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The Graph shows, the figure o f  year-wise position o f employees & number o f branches o f 

PBL. The figure shows, ever>' year the branches o f bank and the number o f employees are 

increasing gradually. This is the proof o f the gradual improvement o f the bank.

L ow er L evel E m ployees

On the other hand, there are some I.ower Level Employees o f  the case study Bank. The 

Messengers, Guards, Sweepers working in this Bank is not the permanent employee o f this 

Bank. They are hired from another company. There is some Job seeking company. They 

recruit a number o f employees for fare. Various business firms like Bank, hired them by 

fare. These employees are directly responsible to their authority' & indirectly to the Bank 

authority. The job seeking company fully responsible for their employees they have done 

in the Bank. These employees haven't any position in the acting office. They aren’t mere 

than 3'̂ ‘̂ or 4*'’ class employees. The collected tables o f data are as follows;
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T a b le :  3 .0 2  #  L ow er L evel E m ployees as on 01 .07 .2007

Serial No. Designation

Messenger

Guard

Sweeper

Total

10

120

70

Source: Interview from Field Sur\ey.

According to the above table, it is seemed that the bank has 21 drivers, 110 Messengers, 

120 Guards & 70 Sweepers for its services. There isn’t any promotion system for these 

employees. Though the rank structiue is set up in two different concepts but a clear 

difference is made between officers and other employees by gradation, with a distinct 

difference o f the specialized personnel.

G rad ation  o f B ranches o f  PBL

The bank has 50 branches .Every branch is not equal in line o f gradation. In regards to 

volume o f business that is Deposit, Investment, and Profit. For running a good business 

gradation o f  branches is so helpful for making a competition. In this manner the gradation 

has been done.

T ab le No: 3 .03 #  G radation  o f  B ranches o f  PBL

(Amount in Million Taka)

Si. No Grade Deposit Investment Profit

1 A 20 10 10
2 B 15 20 12
3 iO 15 25
4 D 05 05 03
Total ---- 50 50 50

Source: Annual Reports o f  PBL, 1996-2006.
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Gradation o f the branches is made in regards to volume o f business that is deposit, 

investment, and profit. Tlie bank has 50 branches every' branch is not equal in line o f 

gi'adation. In regards to volume o f business that is deposit, investment, and profit. For 

running a good business gradation o f branches is so helpful for making a competition. In 

this manner the gradation has been done.
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Graph No-3.02 # Gradation of Branches of PBL

3S. ir------------------------

D-

The Graph shows, the gradation o f the branches o f  PBL on 01.07.2007. Total branch o f the 

bank is 50. The graph is made on the basis o f its deposits, investment and profit. In (̂ the 

highest) Grade A , highest deposit is in 20 Branches. In grade R investment is highest in 20 

branches. In grade C profit is highest in 25 branches. Grade D shows, deposit, investment 

and profit are in the same condition.
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Population Size and Sample
Sampling‘*techniques applied to the study have been designed with utmost care, with a 

view to making the study free from bias. Similar caution has been taken in the selection o f 

study samples viz., selected banks and respondents as well as the period o f study. 

Furthermore, the present study was a self-fmanccd project. Due to financial and time 

constraints, the researcher could not select more respondents. Therefore, present researcher 

preferred the random sampling method keeping the aforesaid circumstances in view,

Researcher should discuss the most common types of sampling designs that are found in 

normative surv'ey studies because; research represents the design v^hich is merely 'to  pick a 

sample’ Virtually it is a method o f obtaining data about the population' by investigating 

only a representative portion o f them.

Before the researcher proceed from research settings tool to the collection o f data, it was 

necessary to pause for a consideration o f sampling.^

The empiric part o f the study has been designed to lest the findings from theoretical 

analysis. In course o f the present study, the commonly used methods for empirical study, 

desk study and interview methods have been followed simultaneously. A desk study

'' ‘S am p lin g ' is n m ethod o f  obtaining data or inform ation about the population i universe by investigating only a 
representative portion o f  them. Fn our everyday life we use sam pling techniques consciously o r  unconsciously. Tor 
c.xaniple. a house wife while boiling rice tests only two or three grains, iind takes decision as to whether the whole lot is 
boiled or not. There are m any other such examples. From these practical experiences, w c com m only believe that a 
sam ple can tell som ething about the whole lot o f  a universe or population. — Abcdin. Dr. M. Zainul, May .(1996), O pxil. 
p. 66

'roputation is an aggregate o f  itcm,s, w hich have com m on trails. Again, a population consi.sts o f  a num ber o f  items or 
elem ents o r units, w hich are technically called units ofob.scrvation. These units o f  observation are term ed a ssa m p ltn g  
units.— Ibid.. p. 72

^ The question o f  Sam pling m ay be sim ply stated: how  is the investigator going to decide what persons or groups or 
organizations to use for the collection o f  his data? The way th is decision is made w ill affect the conclusions. — Festinger, 
I.., & Katz, D. N., 1966, Research M ethods in the tiehavioral Science. Holt. R inehart and W inston, (1966), New York, 
U.S.A.. P.173
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method greatly relies on information and statistics documented in official publications, 

books, journals, annual reports, bulletins etc.

There are only 1,351 employees in Prime Bank Limited on the 1̂ ' July, 2007, allover the 

country' in its 50 branches. On that population Size, the researcher conducted the researcher 

work.
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Table: 3.04 # Population Size, Sample & Number of Actual Respondents

Level of Officers Population Size as on 
01.07.2007

Sample Size % Actual Sample

Higher Level Officers 858(100%) 11.66% 100

Mid l^vel Officers 472(100%) 21.19% 100

Lower Level Officers 321 (100%) 31.15% 100

Total 1651 (100%) 18.17% 300
Source; Field Survey

I’he researcher has taken 11.66% respondents (100) from higher level officers, 21.19% 

from mid level employees (100) and 31.15% from lower level employees (100). Total 

respondents were 300.
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Division-W ise Distribution o f Respondents

In Bangladesh there are six divisions. Total branch o f PBL in the year 2006 all over the 

countr\' is 50. In these 50 branches, in Dhaka Division 31, Khulna 01, Rajshahi 02 

Chittagong 08 , Barisal 01, and Sylhet 07 respectively. The current researcher has taken the 

respondents according to the following Table:

93

T ab le  No: 3 .05  # Division-W ise Distribution o f Respondents

Level of Officers Dhaka Chittagong Rajshahi Khulna Barisal Svihet Total

Higher Level Officers 75 13 02 02 02 06 100

Middle Level Officers 66 15 03 03 03 10 ICO

Lower Level Officers 68 20 02 02 02 06 100

S o u rce; F ie ld  S u rv ey

According to the cunent Table the current researcher has taken in case o f executives and 

decision makers (higher level officers-100 respondents), 75% from Dhaka division. 13% 

from Chittagong division, 02% from Rajshahi division, 02% from Khulna, 02% from 

Barisal and 06% from Sylhat division. In cases o f employees (100 respondents), where 

66% from Dhaka, 15% from Chittagong, 03% from Rajshahi, Khulna and Barisal 

respectfully and 10% from Sylhet division has taken. In cases o f other employees (100 

respondents) have been taken, 68% from Dhaka 20% from Chittagong, 02% from 

Rajshahi, Khulna and Barisal and 06% from Sylhet division. The researcher has tried his 

best to take respondents from ever>' division o f Bangladesh.

rr^T?T
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E ducation  levels o f  the R espondents in PBL

As it is a private level bank and its service is for the general public and it is a bank with 

different quality, it is expected that the employees will be highly qualified. The education 

levels o f  the respondents in PBL from their official record^ & Field Survey are as follows;

Table; 3.06 # Education levels of the Respondents in PBL

95

Level o f  Officers Under
Graduate

Graduate Post
Graduate

BBA MBA Others
(M Phil /PhD)

Total

Higher Level 00 10 70 10 10 00 100
Middle Level 00 10 80 05 05 00 100
Lower Level 50 50 00 00 00 00 JOO

S o u rce: F ie ld  S u rv e y

Employees have been questioned, “What is the educational qualifications o f the employees 

in this bank?” The question was on the three groups. Different answer received. The 

employees are working in PBL are o f various qualified persons. In 100 higher level 

officers, 10% are graduates. 70% are post-graduates, 10% are BBA, and 10% are MBA. In 

this bank, there are no under graduates, M Phil, and Ph D degree holders. In the group o f 

mid level employees 09% are graduates, 08% are post-graduates, 5% are BBA and 5% are 

MBA degree holders. There is not any under-graduate, M Phil or Ph D degree holders. In 

the group o f lower level employees, 50% are under-graduates and 50% are graduates.

’’ P rim e  B an k  L im ite d , A n n u a l R e p o rt, l9 9 6 -2 0 t)6 , D h ak a . &  F ie ld  S u rv e y -
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Back£round Profile

A number o f qualified Employees are working in the PBL. Undoubtedly, wilhoul caring or 

counting any religious. Language or racial purposes, the authority o f the Bank recruits a 

large number o f highly quahfied HRs for conducting its Banking activities in the modem 

competitive market. The background profile o f the respondents o f  the case-sludy bank is 

given in the following Tables:

Table: 3.07 # Background Profile at Higher Organizational Level

97

Degrees Obtained From Y es (%) No (%) Total (%)

IJniversiiy 70 30 100

College 30 70 100

Studied outside Bangladesh 01 99 100

Worked outside Bangladesh 01 99 100

Source; Field Survey

hi these cases total respondents were 300 hundred. 100 were higher level officers, 100 

middle level officers and 100 were lower level officers. Table- 3.9 shows that in PBL 70% 

officers holding a university degree, 30% from College degree, that only one o f them had 

studied & worked outside Bangladesh and that they w'ere all Bangladeshis.

T able: 3 .08  # B ackground Profile at M iddle O rgan ization a l Level

Degrees obtained From Yes {“ o) No (%) Total (%)

University 60 40 100

College 40 60 100

Studied outside Bangladesh 00 00 100

Worked outside Bangladesh
i

00 00 100

Source. Field Survey

Table: 3.8 shows, in these case total respondents were 300 hundred. 100 were higher level 

otficcrs, 100 middle level officers and 100 were lower level officers. The figure shows
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those 60 officers holding a university degree, 40 from college degree, that none o f them 

had either studied or worked outside Bangladesh and that they were all Bangladeshis.

T able: 3 .09 # B ackground Profile at L ow er O rgan ization a l Level

Degrees oblflined From

U ni\crsit>

College

Studied oulside Bangladesh

W orked outside Bangladesh

Yes (%)

00

100

00

00

No <%)

100

00

00

00

Total (% )

100

too

100

100

Source: Field Survev-

Table: 3.09, in these case total respondents were 100 hundred. Table shows that none o f 

the employees holding a university degree, 100 from college degree, that none o f them had 

either studied or worked outside Bangladesh and that they were all Bangladeshis.

R esp on d en ts' A ttitud es

A number o f qualified Employees are working in the PBL. Undoubtedly, without caring or 

counting any religious. Language or racial purposes, the authority o f the Bank recruits a 

large number o f highly qualified HRs for conducting its Banking activities in the modem 

competitive market. They are human being, so, they have their own individual attitudes. In 

this case, the bank authority takes care for the employees' attitudes, fhe current researcher 

has collected data from field survey and presented it in the following Tables;
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Table No: 3.10 # Respondents’ Attitudes at Higher Organizational Level

Particulars arc Partly Aware Mol Aware ToU il

Transparency 11 21 68 100
Aw areness o f  Im portance o f  HR 05 12 83 I(M)

Progressive & am bitious 20 50 30 100
V isits Uie workplace 40 45 15 100
Com petent to do Job;

a) Technical 50 30 20 100
b) Human Resource 40 30 30 100
c) Overall 10 30 60 100

D ecision M aking authority 70 30 00 100
Source: Field Sur\ey

Table: 3.10 in these case total respondents w ere 100 hundred, table shows that 11 

officers at the bank was transparent towards the researcher, 5 were aware o f  the importance 

o f human resources, 20% of them was found to be progressive & ambitious, 40 visited 

workplace, SOtechnical competent, 40 o f them to be competent in HR, 10% o f them was 

found to be overall competent’ to do the .Tob, and 70 o f them had full decision-making 

authority.

Table: 3.11 # Respondents’ Attitudes at Middle Organizational Level

Particulars Aware Partly Aw are Nol Total
Transparency 26 55 100

A « arenes.s o f  Im portance o f  1IR 25 50 25 100
Progressive & am bitious 30 50 20 100
Visits the workplace 35 35 30 100
C om petent lo do Job;

a) Technical 60 30 10 100
b) Human Resource 10 30 60 100
c) Overall 10 40 50 100

D ecision M aking authority 25 25 50 too

Source: Field Survey

Table: 3.11, in these cases total respondents were 100 hundred. Table shows that 26 

officers at the bank w'as transparent towards the researcher, 25 was aware o f the 

importance o f human resources, 30 o f  them was found to be progressive & ambitious, S.'i 

visited workplace. 60 teclinical competent, 10 o f them to be competent in HR. 10 o f them
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was found to be 'overall competent' to do the Job, and 25 o f them had full decision

making authority.

Table: 3.12 # Respondents’ Attitudes at Lower Organizational Level

Parlic-ulars

T raiisparciicy

Aw areness o f  Iniporlaiice oi l IR

Progressive &  am bilioiis

V isits the workplace

C om petent to do Job:

a) Technical

b) 11 uman Resource

cl Overall

Decisinn M aking authority'

A w are

!2
05

00
60

10
05

00
00

l^anlv Aw are

15

10
00
20

20
15

20
00

N ot Aware

83

85

100
20

70

80

SO

100

I ’otal

too
100

100
100

100
100
100
100

Source: Field Survey

Table: 3.12 shows, in these cases total respondents w ere 100 hundred. T able Shows 

that 12 employees at the bank was transparent towards the researcher, 05 was aware o f the 

importance of human resources, 00 o f them was found to be progressive & ambitious, 60 

visited workplace, 10 technical competent, 05 o f them to be competent in HR, none of 

them was found to be “overall competent’ to do the Job, and 00 o f them had full decision

making authority.

O rgan ization  O verview

Prime Bank started its journey in the year 1995 with the tirm commitment o f excellent 

customer service with a difference. It has now established itself as one o f the leading and 

strongest o f private sector Bangladeshi banks having remarkable progress in all areas o f  

operation despite challenging environment. Its not only been rated as “A"" Bank” 

considering its good profitability, best asset qualit>’ and diversified product lines; but also 

received numerous prestigious awards for consecutive years like iCAB and SAFA Merit 

Awards.
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In doing business Prime Bank follows the fundamental principles o f corporate 

Governance-Accountabilitv', Responsibility and Transparency. Prime Bank work as a 

socially responsible corporate entit>', focusing in the areas of health care, education, talent 

development, prcserv'ation o f meraor)’ o f martyr and different contributions to charity. A 

non-profitable concern named as Prime Bank Foundation is established to do the above 

works in a more focused way.

Prime Bank Limited established its fully-owned subsidiary' “Prime Exchange Co. Private 

Ltd.'" to offer remittance serv ices to Bangladeshi nationals in Singapore, which started its 

operation from 8*'’ July, 2006 under remittance license received from Monetary^ Authority' 

o f Singapore (^MAS) and approval o f  Bangladesh Bank.

Prime Bank has started its Islamic Banking  operation through its first Branch being 

inaugurated at 19, Dilkusha C/A, Dhaka on 18 December 1995.

The total human resources o f Prime Bank Limited now stand at 1172. Number o f Branches 

o f Prime Bank presently stands at 50. Out o f the above 50 branches, 05 branches are 

designated as Islamic Banking Branch complying w'ith the rule o f Islamic Shariah, the 

modes o f operation oi’ which is substantially different from other branches run on 

conventional basis. The bank is listed with Dhaka Stock Exchange Limhed and Chittagong 

Stock Exchange Limited as a publicly traded company for its general class o f shares.

Year-W ise Position of Employees & Branches of PBL from 1995-2006

PBL has been established in April, 1995 as a scheduled bank in private sector in pursuance 

o f  the policy o f  liberalization o f banking and financial services in Bangladesh. During the 

inception o f the bank it has only one 161 employees in two offices, one was the first 

branches in Motijheel and the other was its head office. With the help o f the collected data
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the year-wise position o f employees & brandies o f PBL from 1995-2006 are as follows at 

a glance;

Table: 3.14 # Year-W ise Position of Employees & Branches o f PBL

1 0 2

Year 1995 1996 1W7 1998 1999 2000 2001 2002 2003 2004 2005 } 2006

Number of 
Branches

10 14 18 20 21 26 27 30 36 41 50

Number of 
Employees

161 239 305 362 452 518 613 730 777 894 1024 1172

Source; Annual Reports o f  PBL. Published by PBL. Dhaka. 1995-2006. & Field Survey

.A.ccording to the above table, it is seemed that the bank after twelve years in 2006, the 

bank has appointed 1172 employees. At the second year (1996) of its inception, it was 

recruited newly 78 employees and the total employees became 239 for its new branch 

launched and total branch became 10. In 1997, at the 3'̂ ’̂ year o f the bank, launched 4 new 

branches and recruited 66 employees, than the total branch has be come 14 and total 

employees 305.in this way in every year it was increasing its employees and branch, and in 

2006 the branches become 50 and employees 1172. It is observed that in every year it was 

increasing its branches and employees.
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Graph No-3.06 # Year-W ise Position of Employees & Branches in PBL

Year

■iNumbei of 
1 i| Etanehfrs

OWumbei of ') 
Empby0^

(The graph shows, the figure o f  year-wise position o f employees & number o f branches o f 

PBL. The figure shows. ever\' year the branches of bank and the number o f employees are 

increasing gradually. This is the proof o f the gradual improx'ement o f the bank. )

Islamic Banking division o f the bank has been putting best efforts to develop new deposit 

as well as investment products to give an impetus to the growth o f Islamic banking 

Branches. I'he Islamic Banking division in consonance with the syndication unit. Head 

Office the bank has successfully concluded a syndication finance o f TK.230.00 million to 

Vigor Pharmaceutical Ltd., a client o f our Islamic Banking branch. This Islamic Product 

Syndication is first ever in the history o f Islamic Banking in the countr>-. The deal was 

immensely appreciated at home and abroad. Euro money, U.K congratulated prime Bank 

and invited the Bank officials in the 3“̂*̂ Asian Annual Islamic Banking and Finance 

summit held at Kuala Lumpur, Malaysia to share the experience.
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In order to strengthen the Kjiowledge and expertise on Shariah based banking the 

employees o f the bank are regularly provided with training on Shariah principles, Islamic 

Banking and Economics at the training institute o f the bank, outside institution at home 

and abroad. Recently, the bank with red money group o f Malaysia organized a 3 day long 

international training programmed on Islamic finance and financial products in Dhaka 

where 40 senior executives o f 6 Islamic Banks and 7 other conventional banks having 

Islamic banking Branches participated.

Prime Bank has currently 50 branches all over Bangladesh and one Booth and out o f  which 

25 branches are authorized to deal in foreign exchange. In 2007 the bank has a projection 

to open 10/12 more branches at different locations in Bangladesh. Ver\' recently, the bank 

has opened its offshore banking unit at saver EPZ with the aim to office innovative 

banking services to the global customers. Prime bank opened it 's  fully owned its fully 

owned subsidiary “Prime Exchange Co. Private Ltd during 2006. It is a limited liability 

company incorporated and domiciled in the Republic o f Singapore. The principal activity 

o f  the company is to carry on remittance business and to undertake and participate in 

transactions, activities and operations commonly carried on or undertaken by remittance 

and exchange house. It started its business from 8”’ July 2006 under the License issued by 

Monetary Authority o f Singapore (MAS).

Prime Bank Limited has already made significant progress within a very short period o f  its 

existence. The bank has been graded as a top class bank in the country through 

internationally accepted CAMEL rating. The bank has already occupied an enviable 

position among its competitors after achieving success in all areas o f business operation.

Prime Bank Ltd. offers all kinds o f Commercial Corporate and Personal Banking ser\^ices 

covering all segments o f society within the framework o f Banking Company Act and rules
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and regulations laid down by our central bank. Diversification o f products and services 

include Corporate Banking, Retail Banking, and Consumer Banking right from industry to 

agriculture, and real state to software.

The bank has consistently turned over good returns on Assets and Capital. During the year

2006, the bank has posted an operating profit o f  Tk. 2131 million and its capital funds 

stood at Tk 4409.21 million. Out o f  this. Tk. 1750 million consists o f paid up capital by 

shareholders and Tk. 2659.21 million represents reserves and retained earnings. The bank’s 

current capital adequacy ratio o f 9.95% is in the market. In spite of complex business 

environment and default culture, quantum o f classified loan in the bank is ver}' 

insignifictuit and stood at less than 0,82%.

Prime Bank Limited, since its beginning has attached more importance in technology 

integration. In order to retain competitive edge, investment in technology is alw'ays a top 

agenda and under constant focus. Keeping the network within a reasonable limit, our 

strategy is to serve the customers through capacity building across multi delivery channels. 

Our past performance gives an indication o f our strength. We are better placed and poised 

to take our customers through fast changing times and enable them compete more 

effectively in the market they operate.

O verall C orporate  In form ation  o f  PBL

In the backdrop o f economic liberalization and financial sector reforms, a group o f highly 

successful local entrepreneurs conceived an idea o f floating a commercial bank w'ith 

different outlook. For them, it was competence, excellence, and consistent delivery o f 

reliable service with superior value products. Accordingly, Prime Bank Limited was 

created and commencement o f business started on 17th April 1995. It is remarkable that, 

this bank is a Second Generation Private Sector Bank in Bangladesh. The sponsors are
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reputed personalities in the field o f trade and commerce and their stake ranges from 

shipping to textile and finance to energy etc.

As a fully licensed commercial bank, Prime Bank Ltd. is being managed by a highly 

professional and dedicated team with long experience in banking. They constantly focus on 

understanding and anticipating customer needs. As the banking scenario undergoes 

changes so is the bank and it repositions itself in the changing market condition.

Prime Bank Limited started its Journey as a Bank with a difference by introducing Islamic 

Banking from the very inception alongside the conventional banking. At present the Bank 

has 5 (Five) Islamic Banking Branches under its banking network. At Head Office, there is 

an Islamic Banking Division to oversee and monitor the activities and provide guidelines 

for ensuring Shariah compliance and other related issues. By the active support and 

guidance o f the Shariah council and Islamic Banking Division o f the Bank, the Islamic 

Banking Branches are demonstrating excellent performance. 2006 was also a 

commendable year for the development of Islamic Banking Business. Investments and 

deposits grew by 38 percent and 89 percent respectively. The operating profit grew by 44 

percent during the year as against 54 percent o f previous year. The non-performing 

investments o f Islamic Banking Branches are 0,19 percent o f their total investment. Total 

import and export business generated by the Islamic branches showed remarkable growth. 

Total import and export business handled was TK 6,464 million and TK 4,677 million 

respectively.

The Shariah Council o f prime bank limited consists o f 10 members w'ho provide guidance 

in various banking issues as per Shariah. In addition to the usual Audit & inspection o f the 

branches by head office Audit & inspection Division, the Muraquibs o f Shariah council 

inspects the branches and report to Shariah council.
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T ab le  N o- 3 .15 #  C orporate  In form ation  o f PBL

SN PiirticDlars ]oau|;nriitin|> Date

01 M em orandum  o f  Articles o f  A ssociation signed by the sponsors 0 5 .02 .m 5

02 Incorporation o f  the Companv 12.02.IWS

03 Certificate ofCJom m encem eni o f  Business 12 02.1995

04 License issued by Bangladesh G overnm ent 20.02.1995

05 License issued for opening the first Branch. M otijheel 08.04 1995

06 Formal Launching o f  the Bank 17(14.1995

07 Com m encem ent o f  Business from the Moli jheci Branch 17.04.1995

08 Com m encem ent o f  Islamic B anking Business from IBB. Dilkusha 18.12.1995

09 Initial o f  Public Offerings (IPO)

Publication o f  Prospectus 29 08 1999

- Subscription Opened 09.09.1999

Subscription closed 22.09. l ‘W9

10 Listed with Dhaka Stock Exchange Limited 27.03.2000

11 Listed with Chittagong Stock lixchange Lim ited 29.03.2000

12 frading o f Shares o f  Dhaka Stock Kxchange l.im ited 29.03.2000

13 Trading o f  Shares o f  Chittagong Stock Fxchange Limited 29.03.2000

14 Dividend declared in the 5"' AGM  (hirst after the IPO) 14.03.2000

15 Registered as M erchant Banker with SEC 29.03.2001

16 l.icense Issued By Bangladesh Bank as Primary Dealer 11.12.2(X)3

17 R egistered as Depository I’articipant o f  CDBL 29.03.2004

18 Trading o f  Shares in Demat form in Stock Exchange 15.06.2004

19 A g re e m e n t w ith  T e m e n o s  fo r  C o re  B a n k in g  S o ftw a re  T 2 4 30.06.2005

20 Incorporation o f  Prime Exchange Com pany Private L im ileJ 06.01.2006

The T able shows that from 2002-2006 the overall performance o f PBL at a glance is 

satisfactory. All the account head o f the bank conducting at the time o f banking functions 

is satisfactory.

Vision

To be the best private commercial bank in Bangladesh in terms o f  efficiency, capital 

adequacy, asset quality, sound management and profitability having strong liquidity.
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Mission

To build Prime Bank Limited into an efficienl, market-driven, customer focused institution 

with good corporate governance practices along with continuous improvement in our 

business policies and procedures Uirough integration o f teclmology at all levels.

D eposit Schem e

Bank is the largest mobilize of surplus domestic saving. For poverty- alleviation, we need 

self employment, tor self-employment we need investment and for investment we need 

savings. In the other words, savings help capital formations and the capital formations help 

investments in the country. The investment in its turn helps industriali>:ation leading 

towards creation o f wealth o f the country and the wealth finally taken the country on road 

to progress and prosperity'. As such, savings is considered the ver>’ basis o f prosperity of 

the country. The more the growth o f savings, the more will be the prosperity o f the nation.

The savings rate in Bangladesh is one o f the lowest in the world. In order to improve the 

savings rate, financial institutions responsible for mobilization o f savings should offer 

attractive savings schemes so that the marginal propensity to save increases. The savings 

do not, o f course, depend only on the quantum o f income but largely depend on the habit 

o f savings o f the people.

PBL offers the following .savings scheme.®

• Contrihulor\> Savings Scheme

• Education Savifif^s Scheme

• Short Term Deposit

• Double Benefit Deposit Scheme
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• Resident Foreign Currency Deposit Account

• Non-resident Taka Account

• Horse Building, Scheme

• Monthly Benefit Deposit Scheme

• Fixed Deposit Scheme

• Lukhopati Deposit Scheme

• Non-resident Foreign Currency Deposit Account

• Non-resident Investors Take Account

• Prime A'lillionaire Scheme 

Loan Schemes

PBL offers the following loan schemes:

• General Loan Scheme

• Lease Finance

• House Building /  Apartment Loan Scheme

• Small and Medium Enterprise (SME)

• Retail Credit Scheme

• Hire Purchase

• Advance Against Share ^

Credit Card

Prime bank limited obtained principal membership o f master-card international in the 

month o f May 1999. The special feature o f the prime bank master card is that its bears the
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card holder’s photo on the card, which is the first o f its kind in Bangladesh and adds 

security against misuse. Prime bank Hmited issues 4 types o f  cards. These are;

• Gold Local & international

• Silver Local (& inlernafiomi!

Member of Society for Worldwide Inter-Bank Financial Telecommunication

Prime Bank Limited is one of the first few Bangladeshi Bank who have become member o f 

SWIFT (Society for Worldwide Inter-bank Financial Telecommunication) in 1999. SWIFT 

is members owned co-operative, which provides a fast ajid accurate communication 

network for financial transactions such as Letters o f Credit, Fund transfer etc. by becoming 

a member of SWIFT, the bank has opened up possibilities for uninterrupted connectivity 

with over 5,700 user institutions in 150 countries around ihe world.

SWIFT No. : PRBLBDDH 

O ne Stop  Utility Services

The scheme is designed to provide all the required services to the customer in making 

payment o f  their follow ing bills on their behalf from the counter o f the Bank:

• To pay mobile bills

• Cash deposit in his/her account at any branch of the Bank irrespective o f  location.

• Cash deposit in other s account at any branch o f  the Bank irrespective o f  location.

• Transfer o f  money from  his/her account with any branch o f  the Bank.
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Overall Performance of PBL at a Glance

Financial Performance

During consecutive financial years since its inception, prime Bank's strong performance is 

attributable to its sustained high level o f deposits and loan growth with maintenance o f 

good asset quality and enhanced productivity and proactive management o f Balance Sheet. 

In 2006 profit before tax showed a showed a growth o f 45 percent. Present capital o f Prime 

Bank is TK.l 75.00 crore.

I l l

Table; 3.16 # Overall Performance of PBL at a Glance

(Taka in Million)

Partictilars 2002 200.^ 2004 2005 2006

Profit before provision and ta-ii 748 lOOi 1146 1520 2131

Aiithoriiiect Capital 1000 looo ir>oo 4000 4000

!>aid-up Capital 6(t0 700 I0(W1 1400 1750

Deposits 16482 20483 28069 36022 54724

Ixjans and advanctfs 126*7 16492 23220 31916 45010

Investments 1996 2750 3084 3940 78+4

Total a.sscls 19.159 24249 32362 41.S06 608W

Current ratio 1.00 0.96 1.06 1.00 0.88

Debt equiK ratio 8.56% 8% 7% 7% 7%

Non performing loans (NPLs) IS822 326.53 .352.73 308.21 363.15

Provision for unclassified loans 131.7.^ 171,73 231.73 364.80 .‘544.80

Provision for classified loans 122,SI 245.44 174 127.00 308.52

Uaming per ,'ihare (TaVa) 59.73 37,55 43.71 40.59 60.11

Return on average assets 2..^8% 1.72% 2.16% ! .54% 20.5%

Return on average 30.03% 22.70% 30.43% 22.51% 31.55%

The figure shows, from 2002-2006. the overall perfonnance o f  PBL at a glance is satisfactor\-. All 

the account head o f the bank conducting at the time o f banking functions is satisfactory.
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T able: 3 .17  # O verall P erform ance o f  PBL at a G lance

(I'aka in M illion)

Particulars 2002 2003 2004 2005 2006

Income Statement
Interest Income 1620 2159 2641 3446 5199

InteresT Expense 1055 1408 1616 2271 3698

Net Interest Income 565 751 1025 1175 1500
Non-interest Income 631 841 946 1232 1732

N on-interest Expense 448 591 824 886 110!

Net Non-interest Income 183 250 121 346 631
Profit bctbre pro\'ision and tax 748 1001 1146 1520 2131

Provision for loans and assets 51 232 82 320 390
Profit after provision before tax 697 770 1064 1201 1741

Tax including deferred tax 279 394 452 633 689

Profit al^er tax 418 375 612 568 1052

Balance Sheet
Authorized Capital 1000 1000 1000 4000 4000

Paid-up Capital 600 700 1000 1400 1750
Total Shareholder's equit>- 1526 1732 2240 2808 3860
Deposits 16482 20483 28069 36022 54724

Lons-term  liabilities 5350 7052 7.371 11406 16877
t^oans and advances 12687 16492 23220 3 I9 I6 45010
Investments 1996 2750 3084 3940 7844
Propcrt)', Plant and Equipment 219 256 322 372 412
Earning Assets 15125 19335 27131 36727 55458
Net current assets 437 583 (1299) 31 5286
Total assets 19359 24249 32362 41506 60899
C urrent ratio 1 00 0.96 1.06 1.00 0.88
Debt equity ratio 8.56% 8% 7% 7% 7%

Other Business
import 19564 25441 36747 40303 52639
Export 12190 16490 19502 28882 41801
Remittance 1252 3063 2140 3688 1.5050
Guarantee Business 3659 4248 4085 5303 5386
Inland letter o f  credit 1523 3729 4267 5405 10174

Capital Measures
Total risk weighted assets 13389 16455 23050 31890 44324
Core capital ( I'icr-I) 1.526 1782 2240 2808 386(1
Supplem entao ' capital (Tier-II) 139 176 236 369 549

Total Capital 1665 1958 2476 3177 4409
Source; Annual Reports o f  PBL 2002-2006, Dhaka, p.28.

The Table sh ow s that from 2 0 0 2 -2 0 0 6  the overall perform ance o f  PBL at a g lan ce is satisfactory-, 

all the account head o f  the bank conducting at the tim e o f  banking functions.
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Table: 3.18 # Overall Performance of PBL at a Glance

(T:ika in M illion)

Tier-1 capital ratio 11.409 10.83 9,72 8.80 8.71

Tier-II capital ratio 1.04 1.07% 1.02 1 16 1.24

Total capital ratio 12.44 11.90 10.74 9.96 9.95
Credit Qualit>
N on perform ing loans (NPLs) 188.22 326.53 352.73 308,21 367.15

%  o f  N PLs 10 totiil loans and advances 1.48% 1.98% 1,52% 0,96% 0.82%

Provision for unclassified loans 131 7.-̂ 171.73% 231-73 364 80 544.80
Provision for classified loans 122.8) 2 4 9 4 4 174 127 00 308.52

Share Information
M arket price per share (Taka) 307.51 374.25 879,50 681,50 528.75
No. o f  shares outstanding (m illion) 6 7 10 14 17.50

No. o f  shareholders at aciiial 1727 1993 2620 4467 5262

Eam inii per share (Taka) 59.73 37.55 43,71 40.59 60.11
Dividend 36.67% 62.86% 40,00% 25,00 30% (propos
Cash 20% 20.00% - -

Bonus 16.37% 42.86% 40.00% 25.00% 30%
F.lTectivc dividend ratio 40% 67.70% 47.06% 29.17% 33%
M arket capitalization 1845.06 2619.75 8795.00 9541.00 9253.13

N et assets per share ( I'aka) 234.81 233 12 223.98 200.57 220.57%
Price eaining ratio (times) 5.15 9.97 20.12 16.79 8.80%

Operating Performance Ratio
Net intere.st m argin on average earning assets 4.26% 4.36% 4.41% 3.68% 3.23%

N et non-interest m argin on average earning 
assets

1.38% 1.45% 0.52% 1.08% 1.37%

Earning base in assets (average) 75.53% 79.02% 82,08% 86.45% 90.02%
Cost incom e ratio 37.48% 37.11% 41,83% 36.82% 34.07%
Cost deposit ratio 76.98% 80.52% 80,72% 88.60% 82.25%
C ost o f  timds on average deposits 7.13% 7.62% 6,66% 7.09% 8.15%
R eturn on averaae assets 2.38% 1.72% 2,16% 1,54% 20.5%
Return on average equity 30.03% 22,70% 30,43% 22,51% 31.55%
Other information
N o o f Branches 27 30 36 41 50
N o o f  em ployees 730 777 894 1024 1172
No o f  foreign correspondents 422 441 501 517 528
Average earning assets 13254-64 17230.13 23233.08 31929.08 46092.85
A verage total assets 17547.94 21804.03 28305.38 36933.96 51202.88
A verage deposits 14795.74 18482.42 24276,24 32045.85 45373.27
Average equity 1392.34 1654 14 2010,83 2523.90 3333 94

..

From the above figure, it is observed that from 2 0 0 2 -2 0 0 6  the overall perform ance o f  PBL at a 

glan ce is satisfactorv. All the account head o f  the bank conducting at the tim e o f  banking functions 

is satisfactory.
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Organization Chart of PBL

An 'Organization Chart' illustrates the positions, units, or functions of an organization and 

the way they interrelate (Chart- 3.01) These Charts aren’t limited to organizational 

structures, of course: they can also be used to outline messages, PBI. has also an individual 

organization Chart known as "Organogram" which is as below:
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Chart: 3.01 # Organogram o f  Prime Bank Limited

Bank's Corporate Organogram-2008
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Source; Prime Bank Limited. Service Rules (1995), Dhaka, Updated in 2007.

Norrnaliy Prime Bank Limited recruits the new employees as Trainee Assistant and 

Management Trainee Officer. Really Management Trainee Officer (MTO) is Iheir entry 

officer level post. On the other hand. Trainee Assistant is a post less than officer level. The 

researcher divided the whole organogram as three tiers; I. Higher Level Officers: First tier 

stratification includes the Executive and Decision Makers o f Prime Bank Limited ii. Mid 

Level Employees; Second tier stratification includes the respondents from M id-level 

employees o f Prime Bank Limited (other than Executives & Decision Makers & Lower 

Level Employees), iii. Lower Level Employees; Third tier stratification includes Driver, 

Messenger, Guard & Sweeper working in the Prime Bank Limited.
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Table: 3.19 # Staffing Pattern, Ranks and Status of the Employees of PBL

Serial
No

Rank & Status HR position  in 01 .07 . 
07

Remarks

(i) Higher Level Employees

M anaging D irector

.Additional M anaging Director
Deput>' M anaging D irector
Senior E xecutive V ice  President
E xecutive V ice  President
S enior V ice  President

_U
20

V ice  President 13

Senior A ssistant V ice  President 50
A ssistant V ice  President 50

10 First A ssistant V ice  President 46
II S enior E xecutive O fficer 69

12 E xecu tive O fficer 102
13 Principal O fficer 186
14 Senior O fficer 202

O fficer 95

(ii) Mid Level Employees
16 Junior O fficer 95
17 A ssistant O fficer 90
18 M anagem ent Trainee O fficer 50
19 Trainee Assistant 237

(iii) Lower Level Employees
20 Driver 21

Total 1351
Source: Service Rule o f  PBL, 1^95, Dhaka, p.55, & Annual Reporl-2006 & Field Survey .

The above Table is the picture o f  the staffing pattern o f  Prime Bank Lim ited. A il o f  the Rank & 

Status o f  the em p loyees are divided  in to three tiers, i. H igher L evel E m p loyees (Arrangem ents 

w ere m ade to conduct interview  o f  the officers from O fficer to M anaging D irector). H igher Level 

E m ployees o f  Prime Bank Lim ited, through interview  schedu le in different areas o f  Bangladesh; ii. 

M id L evel E m ployees {Mitt Level Employees m eans persons em p loyed  b elow  the rank o f  O fficer, 

Trainee Assistant to Junior Officer): &  iii. L ow er Level E m p loyees (Arrangem ents w ere m ade to 

conduct in terview s o f  som e Driver, M essenger, Guard. & S w eeper o f  Prime Bank Lim ited w-ere 

included, Tw'o c la sses o f  em p loyees nam ely cla ss III and class IV w ere a lso  taken into 

consideration).
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Table: 3.20 # Existing Staffing Pattern of the Employees as on 01.07.2007

S.
No.

Rank Approved 
Sanctioned 
Strength for 2007

HR
position on 
01.7.07

Surplus/
Deficiency

Remarks

(>) Higher Level Employees

1 Managing Director i 1
2 Additional Managing Director 2 1 -1
j Deputy Managing Director 4 3 -1
4 Senior Executive Vice 

President
12 9 •*>

5 Executive Vice President 24 11 -13
6 Senior Vice President 30 20 -10
7 Vice President 30 13 -17
8 Senior Assistant Vice President 60 50 -10
9 Assistant Vice President 70 50 -10
10 First Assistant Vice President 80 46 -34
1 1 Senior Executive Officer 85 69 -14
12 Executive Officer 120 102 -18
13 Principal Officer 200 186 -14
14 Senior Officer 220 202 -18
15 Officer 150 95 -55

(ii) Mid Level Employees
16 Junior Olficcr 120 95 -25
17 Assistant Officer 120 90 -30
18 Management Trainee Officer 100 50 -50
19 Trainee Assistant 250 237 -13

(iii) Lower Level Employees
20 Driver 25 21 -4

1703 1351
Source: Serv ice Rule of PBL, Dhaka, 1995, p.55 & Annual Report-2006 & Field Survey

In ever\' post in the PBL there is a common shortage o f employees. They need a minimum 

number o f employees; but they recruil a fewer number than the optimum number o f 

employees they need. Total number o f employees they need in this bank is 1703 according 

to the interv'iew o f the respondents; but they recruited 1351 employees only on 1*‘ July,

2007. These situations occurs the workload, stress, burden & burnout to the existing 

employees o f  the bank.
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IX

G raph N o-3 .07  #  S taffing  Pattern as on 01 .07 .2007  (R an k-W ise)
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The Graph shows ihe entire staffing pattern o f PBL with the total employees. In ever\- post, 

the number o f employees has shown in the figure. In the upper level, the numbers of 

employees are ver}' small in number, but in the lower level the numbers o f employees are 

gradually increased and at the bottom level, the numbers o f employees are small, because 

in this stage a few employees are working.
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Definition of Human Resource M anagement

Human is chiefly used as aii adjective or noun referring to a person or people (as in a 

human being, human weaknesses, humans, and other animals). Human being means, a
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person, viewed especially as having imperfections and weaknesses. 10

Resource is a rcser\'e supply o f something such as money, personnel or equipm ent". 

Resource is a supply o f something that a country', an organization or an individual has and 

can use, especially to increase wealth; on the other hand: A thing that gives help, support, 

or comfort when needed .''

Human Resource means all the people who work in a business or organization, considered 

as a whole, concerned with recruiting and managing employees. A person will be human 

resource only if he or she can be turned in to a productive pow'er by acquiring necessary' 

quality and skill through education and training.

Human development Index (HDl) may be included various variables such as life 

expectancy, literar>' rate and real Per Capita GDP and status o f human freedom etc.

The concept o f human resource is a new development in Economic thought and socio

demographic in q u ir ie s .T h e  concept has many different meajiings. It may be equated with 

labor in the sense o f a factor o f production or as a kind o f natural resource or a people 

resource just as we have mineral and forest resources. How'ever, it will be improper to 

consider human resource identical with men. All human resource may be man, but all man, 

may not be human resource. A person may become human rc.source only when he /she is

Encarla Dictionar>'. 2007. M icrosoft Corporation, USA, 
"  Ibid, 2007.
'■ O xford Advance lea rn ers  Dictionttrv. (1999). p .621.

W right. Patrick and Gary. McMaJian, (1992), “Theoretical Perspectives for S tra teeic H um an Resource M aniteem ent. ' 
Journal o f  M anagem ent 18. pp. 301.

Rahm an. Ataur, (2007), H um an Resource M anagem ent. Dhaka ZaJiin I’uhlications, 2007, p 12.
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turned into a productive power by acquiring necessary quality and skill through education 

and training so that he/she becomes useful to himself society' as a w h o le .T h e  popular 

statement. I'here are many works to do, but still they aren’t transformed into human 

resource to get a job acquiring a particular level of education and skill.

The Concept of Human Resource Development

Various theories, interpretations, and meaning o f the term “Human Resource” have given 

birth to jargons like; Human Resource Development, Human Capital Formation, 

Manpower Development etc.'^. The concept o f Human Resource development may be 

defined broadly as all formal and informal process by which individual learn. The Concept 

o f Human Resource Development may be both formal and informal. I'ormal development 

takes place when individual learn as a consequence o f participating in an educational and 

training program, such as those offered in a school o f other institution or by means o f a 

planned learning experience, such as job, rotation, special assignments , a designated 

internship and the like.’^lnformal development takes place simply as a consequence o f 

living with the people in the societ> and the surrounding environment. HRD in the 

organizational context means a process by which employees o f an organization are 

continuously helped in a planned way to acquire capabilities (Know’ledge, perspective, 

attitude, values and skills) required to perform various tasks or functions associated with 

their present o f future expected roles , to develop this general enabling capabilities as 

individuals so that they able to discover and utilize their own inner potential for their own 

or organizational de\’elopment purposes and also to develop and organizational culture 

where superior -  subordinate relationships , team work and collaboration among different

1 2 0

’■Ibid. 2007. p.3.

W right. Patrick and Gar>' Mc.Mahan (1992). " Theoretical Perspectives for S tra tesic  Hum an Resource M anagem ent." 
.louma! o f  M anagem ent 18. p. 301.

Kumar. Ashok (ed ), (1991); HR Develonmeiit Juum al, N o .l, Aniol Publicalion.s, New IJcllii, India, P .l 1.
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sub-units arc strong and contribute to the organizational health , dynamism and pride o f 

employees. However, in the national context the HRD may be defined as a process by 

which the people in various groups (age group, regional group, socio-economic group, 

community^ group etc.) can acquire new competences continuously so as to make them 

more and more self- reliant and simultaneously develop a sense o f pride in their home 

country. This self-reliance and sense o f pride can be developed through a variety o f 

interventions at national, regional, and organizational levels.

Basically the HRD involves two issues: (1) relationship o f the person to oneself, and (2) 

relationship o f the person with the s o c i e t y .p e r s o n  may can be asset or a liability to 

him self and the abilities and his own self and to the society through his self image, social 

attitudes, values and his work the HRD not only means the development o f abilities and 

the work competence o f the persons or the development o f the resources or abilities in the 

individual, it also refers to ones social commitment. Therefore, the HRD should aim at the 

development o f  professional competence as well as pro-social attitude. The factors 

influencing HRD are many ty'pes.

Among them, health, education, self-image, and social attitudes arc important. These are 

also factors in the individuals, which determine his personal satisfaction, social utility and 

work efficiency. There are the factors in personality o f the individual, his attitudes, and 

professional skill etc. These factors can be broadly categorized as four, namely; I ) General 

potentialities or cognitive abilities such as intelligence; 2) Acquired personal traits such as
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'* W right, Patrick and Scott Snell (1991) “T on a rd  an In lesrative View o f  S tra ieeic Hum an Resource M anaeem ent.' 
Human Resource M anagem ent Review 1. p .203
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rationality, work commitment'*^ etc.; & 3) Social attitude such as altruism, consumerism, 

heallh-population attitudes etc.; and 4) Work competence such as skill and creativity.^*’ The 

development implies the development o f these factors or determinants, which are 

influenced and shaped by education, training, and socializing agencies o f family, school, 

and mass media’ ’.

Therefore, the concept o f HRD should cover innate as well as acquired abilities and 

attitude o f the individuals and relationship between the self and the society . "  As IIRD is 

for human being and for the well being to the society. So, it should lead to the development 

o f abilities & attitudes o f the individual leading to personal growth and self actualization, 

which enable the individuals to contribute to societal well being and development and 

achieving personal satisfaction and happiness. HR practice and process will go through 

colossal changes. Global recruitment to ensure diversity o f work force and the talent 

hunting will become norms. Widespread use o f llextime and flexi place w'ill become 

common place.^^ HRD increases capability, judgment pow'er, motivation effective 

leadership special contact, accuracy, and relevance^'*

M easurement o f HRD

rh e  concept o f HRD has both quantitative and qualitative dimension. Characteristics like 

the size, composition, and distribution o f the labor force, the number o f hours worked, the
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output earnings per head etc arc quantitatively measurable while characteristics like 

knowledge, skills, aptitudes, values, motivation, etc are qualitative in nation. Regarding 

these qualitative dimensions there are conceptual problem and debates. Development is the 

result o f complicated interaction between socio-economic and political factors. 

Development does not mean just growth. It means growlh plus change. Change is turn may 

be social, culture, economic, qualitative, and quantitative. Development is this m ulti

dimensional and dynamic concept. Recently UNDP has introduced Human Development 

Index (HDD to include many variables so as to capture the multi-dimensional nature o f 

HRD. Initially is included indicators like life expectancy, literary rate and real per capital 

GDP and later on, attempt was made to include factors like human freedom. However, the 

exercise o f qualifying the various indicator o f HRD poses many conceptual as well as 

methodological problems.^'^ IIRD is not training, it is learning and the various aspect o f 

learning requires information, knowledge, and skill.’*

HRD has been an evolving concept. ITie concept now includes five dimensions viz. i. 

Empow'erment; Expansion o f people's capabilities that involves enlargement o f the choice 

and tliis increase in freedom; ii. Co-operation: The way how people interact and co

operates in communities; iii. Equity: In a sense much broader view-seeking equity^ in basic 

capabilities and opportunities rather than in terms o f wealth or income; iv. Sustainability: 

Sustainable HRD meets the needs o f the present generation without compromising the 

ability- o f  future generation to meet there needs; v. Security: Human development that 

everyone should enjoy a minimiun level o f security livelihood, jobs, and threats o f discuses 

repression as well as sudden and hurtful disruptions in the daily life.
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A super economic gro\\1h can be evaluated by considering the achievements o f dimensions 

o f HRD. It is growth that promotes HRD in all its dimensions^^ i.e. growth that: Generates 

full employment and security' o f iivelihood. Fosters people’s freedom, and empowerment. 

Distributes benefits equitably. Promotes social cohesion and co-operation, Safeguards

-JO

future human resource development."

At this point, it is ver\ interesting to ponder over how today's super economic growth 

conccpt is distinctly engraved in Islam about sixteen hundred years ago since all the above 

dimensions assimilate with the very preccpts ol'the modem religion o f Islam.

The Concept o f Human Resource [Vlanageinent

The term ‘Human Resource M anagement’ may be defined as the functions o f management 

process concerning with people at work o f an organization. Generally, we know, the basic 

functions o f management are; planning, organizing, staffing, leading, and controlling.

’in  total, they represent the management process. Some o f the specific activities involved in each 

function include: Planning: Establishing the goals and standards, developing rules, procedures, and 

plans and forecasting. Organizing: Giving each subordinates a specific task; establishing 

departments; delegating authority to subordinates; establishing channels o f authority' & 

communications; coordinating the work o f  subordinates. Staft'mg; Determining what ty'pe o f  people 

should be hired; recruiting prospective employees; selecting employees; setting performance 

standards; compensating employees; evaluating performance; counseling employees; training & 

developing employees. Leading; Getting others to get the job done; maintaining morale; motivating 

subordinates. Controlling: Setting standards such as sales quotas, quality standards, or production
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levels; checking to see how actual performance compares with these standards; taking corrective 

action as needed.”'**

The management functions are; 193 (1) planning. (2) organizing, (3) leading, and (4) 

controlling.^^ Robbins (1998) defines managers as individuals who achieve goals through 

other people. Mintzberg (1^98) has conducted research on what managers do. Me 

concludes that managerial work involves: (1) interpersonal roles, (2) informational roles, 

and (3) decisional roles. lie  says these roles require a number o f skills; developing peer 

relationships, carrying out negotiations, motivating subordinates, resolving conflicts, 

establishing information networks and disseminating information, making decisions with 

little or ambiguous information, and allocating resources. I'he Three Managerial Roles are 

definite:

I. Interpersonal roles: Figurehead, leader, and liaison.

II. Informational roles: Monitor, disseminator, and spokesperson.

III. Decisional roles: Entrepreneur, disturbance handler, resource allocator, and
negotiator.

The researcher is going to on one o f these functions in this re.search work; the Staffmg, 

"'Personnel Management" or Human Resource Management function.^' We may suppose. 

Human Resource Management is the Policies and practices involved in carrying out the 

"People' or human resource a.spects o f a management position, including recruiting, 

screening, training, rewarding and appraising. Different writers have defined it from 

different angles. Some o f these are as follows; Human Resource Management is the 

process o f acquiring, training, appraising, and compensating employees & attending to
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their labor relations, health & safety, and fairness c o n c e rn s .T h e  topics will be discuss 

should therefore provide with the concepts and techniques need to carr\ out the “people" 

or personnel aspects of management job.^'’

Businesses rely on effective Human Resource Management (HRM) system to ensure that 

they hire and keep good employees and that they are able to respond to conflicts between 

workers and management. IIRM specialists initially determine the number and type o f 

employees that a business will need over its first few years o f operation, 'fliey are then 

responsible for recruiting new employees to replace those who leave and for filling newly 

created positions. A business’s HRM division also trains or arranges for the training o f its 

staff to encourage worker productivity, efficiency, and satisfaction, and to promote the 

overall success o f the business. Finally, human resource managers create workers’ 

compensation plans and benefit packages for employees.

Human Resource Management (HRM) is the set o f organizational activities directed at 

attracting, developing, and maintaining an effective work force. HRM lakes place 

within complex and ever changing environmental context. Tliis term has various 

tenninologies such as ‘Personnel M anagement' 'Manpower M anagement’ 'Labor 

M anagem ent' ‘Personnel Administration' etc. HRM is usually used today in the place o f 

the old term Personnel Management or Labor Management or Personnel Administration. 

But there are some small differences between Personnel Management and HRM. PM is 

used in narrow sense, which includes Manpower recruitment, selection process, training 

and development, promotion, transfer, and placement etc. On the other hand HRM is used
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in broad sense which also includes job analysis, performance appraisal, manpower 

development program, maintaining discipline, handling grievance, wages and salaries 

adminislralion clc. excepl the ahK)ve function.^^

Personnel management is that part o f management meaning which is concerned with 

people at work and with their connection within an organization. It is that part o f 

management which first and foremost concerned with human relations within an 

association .The work o f workers is deals especially with procuring, hiring, training, 

placing, utilizing and maintaining an effective labor force that support in the achievement 

o f  the firm 's objectives.

Human Resource Management refers to the practiccs and policies on needs to carrv' out the 

‘People’ or ‘Human Resource' aspect o f Management position, including job analyzing, 

rccruiting, screening,'^* training and developing, rewarding and appraising.HR M 

successfully describes the procedure o f planning, and directing the applications, expansion 

and use of human resources in service, HRM is a Management function, through which 

managers recruit, select, train, and develop organization's members in a proper way.^' 

HRM may be defined as a set o f  activities which include acqui.sition, development, 

motivation, maintenance, and utilization of manpower for the purpose o f effective aiid 

timely achievement o f organizational goal(s).^®
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From the above definitions, it may be said that HRM refers to the functions of 

Management process dealing specially with job analyzing, recruiting, selecting, training 

and developing, placing, compensating, integrating, appraising, utilizing and maintaining 

the employees properly for attaining the desired objectives o f an organization.

From the Islamic point o f view, HRM refers to that part o f Management process which is 

concerned with human aspects such as processing .training and developing, placing, 

compensating or rewarding, appraising, utilizing and maintaining the employees with an 

enterprise in light o f the principles o f Islamic Shariah (Mohiuddin, 2007).In this regard, 

some basic ethical manners o f Islam, like Al-Ukhuw"\vat and &Al-ihsan (Brotherhood & 

Benevolent), Ai-‘Adl (Justice &Fairness ), Huquq-al-Ibad (People’s Right), Al-Ujrah (Fair 

compensation), Al-Amanali and Al-lkhlas (Trusteeship & Honesty) etc. must be ensured to 

the organization, so that employees get maximum satisfaction as well as the owners can be 

earn their fair profit or due benefit.^^

It is remarkable that if human resources aren 't dealt with in a right and ethical manner, the 

work efforts will be affected adversely, which will, in turn, affect the overall performance 

o f the enterprise.’*'̂

Im portance o f Human Resource M anagement

Human Resource Management is most important among all the branches o f Management 

tor any organization or an institute. Because, People or Human Resource are vital force for 

the effective operation often organization or a company or a Bank.
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Even human resource is assumed as the most important asset among ail other resources of 

a bank, because, they lead over all other resources. Yet the “human assets” are visually 

never shown on the balance sheet as distinct category, although a great deal o f money is 

invested in the recruitment, selection and training o f p eop le /' According to the president 

o f a company for many years it has been said that capital is the bottleneck for the 

developing industry. I don 't think this any longer holds true. I think it's  the work force and 

the com pany's inability to recruit and maintain a good workforce that does constitute the 

bottleneck for production. I don’t know o f any major project backed by good ideas, vigor, 

and enthusiasm that has been stopped by a shortage of cash. 1 do know o f industries whose 

growlh has been partly stopped and hampered because they can 't maintain an efficient 

and enthusiastic labor force, and I think this will hold true even more in the future."*"

A manager w'iil be successful even w îth adequate plans, organization, equipment, or 

controls by hiring the right people or Human Resources for the right job and motivating, 

appraising and developing them. On the other hand, a manager may failure with excellent 

plans, methods, clear organization chart"* ,̂ and setting up modem assembly lines and 

sophisticated accounting controls by hiring the unskilled or wrong people or by not 

motivating subordinates.

Importance o f HR Management can be explained with some points. If all these things are 

properly managed, we can say that there is an importance o f  HRM, However, these points
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are as follows; I. Proper policy formulation; II. Satisfactory execution o f the policy; iii. 

Review o f employee Needs; IV. Utilization o f human resources; V. Social welfare 

development; VI. Effective trade unionism; VII. Overall development o f organization;'*^

In conclusion, we can see the importance o f HRM in a bank in Bangladesh is very poor in 

practice. So, FIRM system should he established in the banking sector in a strong position. 

It is also clear that HRD o f a country' is the precondition o f its production increase. There 

are particularly vital components o f this context are HRM ’s strategic importance and the 

legal and social environment o f HRM.

The Strategic Im portance o f HRM

Human resource are critical for effective organizational functioning HRM (or personnel, as 

it is some time called ) was once relegated to second class status in many organizations, 

but its importance has grown dramatically in the last two decades. Its new importance 

stems from increased legal complexities, the recognition that human resource are valuable 

means for improving productivity and the awareness today o f the costs associated with 

poor HRM."^^

Indeed, managers now realize that the effectiveness o f their HR function has a substantial 

impact on the bottom-line performance o f the farm. Poor HR planning can result in spurts 

ot hiring followed by layoffs-costly in terms o f unemployment compensation payments, 

training expenses, and morale. Haphazard compensation systems do not attract, keep, and 

motivate good employees and outmoded recruitment practices can expose the firm to 

expensive and embarrassing discrimination law-suits."*’
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N orm s & P rincip les o f  H R M

Norms and principle is a fundamental declaration o f truth explaining cause and effect 

rapport between two or more variables. Everv^ subject matter is guided by its values. HRM 

isn’t an exception, fhc fundamental principles o f HRM are as follows:

“i. Complete Individual; Deal with people as complete individuals consider employee a s  a whole 

person. For an example, the family life o f  an employee may have an effect on his working life; ii. 

Worthwhile; make people feel worthwhile and related. People are the most valuable asset o f the 

organization; iii. Social Capital; People ought to be considering as social capital& capable o f  

development; iv. Growth Opportunity: Provides opportunities for growth within the organization; v. 

Group Interest; Group Interest predominance over individual interest; vi. Personal Program: Sell 

the persomiel program. It must be sold. This follows because employees will learn by themselves or 

otiiers if  management doesn’t teach them,”''*

M oral V alues & E thics in B anks

Values are the basic theme that a specific mode oi' conduct or end-state o f existence is 

individually or within society preferable to an opposite or converse mode o f conduct or 

end-state o f existence.'*^* It is the Broad tendencies to prefer certain states o f affair over 

others.”'”

At the present time Customer orPiihlic ReluUons arc very important for a Banking service. 

In all publications, media announcements and advertisements for the promotion and 

marketing o f their financial status or banking products and services, the banks must always 

abide by the relevant laws and regulations in force, or the generally accepted norms and 

moral values. They caiv t and should not use deregulatory terms and /or phrases against 

other banks or against the products and services o f other financial institutions, and are
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bound to provide the most accurate, timely and comprehensive information to the public at 

all times and act in an honest and realistic manner in order to avoid actions that could 

considerably jeopardize their reputation or could be detrimental to the respectability o f the 

banking profession as a whole. Confidentiality is perhaps one o f the most important 

features o modem day banking. Except for the classified information and documents 

required to be disclosed to the Government itself and its attached organizations such as the 

Bureau o f Anti-corruplion or the income Tax Department under the existing laws and 

regulation , banks arc obliged to handle all financial information provided by the 

customers with the utmost good faith, including the personal locker transactions & 

dealings.

In addition, certain banks also adopt and prepare internal regulations providing inter-alia, 

that the employees shall not have any unethical dealings, such as mutual debts; receivables, 

providing guarantee o f 'gifts and graft' from the customers; and shall under no 

circumstances engage in personal gains by using their positions through their own w'ork 

environment or business contingencies o f their customers. The Banks should move 

according to the principles o f integrity& transparency and provide all relevant information, 

documents, & records that may be required or requisitioned or requested for the purposes 

o f impartial inspection & auditing, which ought to be delivered on an accurate, complete, 

and timely basis.

While ethics in Banking has its own dimensions that are quite vast, certain aspects o f 

ethics as a whole remain the same. One important pillar o f the Banking business is Trust. It 

is commonly said “everything depended on trust, because there were no codified laws to 

conduct the banking business. But there was one plus point; those who conducted the 

banking business w’erc almost all reputed for their impeccable honesty, integrity, &
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reliability. I’he dictum o f vogue is then was; An Honest as a Banker and as banking 

become complex day-by-day, relevant laws and regulations had lo enacted everywhere for 

smooth operation o f the banks & protection o f the depositors. However distortion o f 

ethical values & moral standards has also taken place at different times &placcs, 

notwithstanding, the tough laws and multiplicity o f good intentions.

Now-a-days the Banks are no more just receivers of simple depositors; or for cash &values 

or just money lenders. Banks in modem age are conducting all the business including the 

foreign exchange transactions, and multifarious economic activities keeping in conformity 

with the growth & movements o f goods & services. O f course, the profit motives remain 

the core objective throughout. But it is also true that to cam profit they have to pass 

through a ver>' tough and demanding channel, where modality and profit seen to be in 

constant conflict, but unfortunately the latter wins. Obviously it calls for litmus test, as 

experts opine.

In 1998, former President Justice Shahabuddin Ahmed had aptly pointed out^' that, in the 

past, adherence to rules by bankers was enough to ensure cthical conduct; but that the 

situation had changcd due to ambitious and greedy actors making 'the banking systems 

vulnerable to misconduct by the controllers at the operational level, directors at the 

decision making level and managers at the operational level, threatening not only the 

appropriate functions o f the banking system and financial institution o f the banking system 

and financial institutions but also the entire economy' Justice Shahabuddin went on to say 

that 'rules of business must not collide with the principles o f public welfare, ju.stice and 

fairness.
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In present day Bangladesh may unethical banking transactions take place, under the very 

nose o f the concerned authorities, in which loan are frequently sanctioned under pressure 

from different quarters, which may vary from political to social, or even due to monetary 

consideration, to undeserv'ing parties and for undeserving project. Business viability; is 

seldom cross-checked, and the actual fmancial conditions o f the loan application are 

seldom considered. Sometimes oily heads arc even further oiled!'*’̂

Obviously all these create scores o f 'willful defaulters'. And unfortunately, the resultant 

cost o f  the huge default culture has all through been borne by hones and smail/medium size 

borrowers. In fact, it is this ‘mega default' culture that has pushed out fmancial sectors 

bank to the w^alls and created insurmountable problems for each successive government. 

Apart from those cases where the banks have sanctioned loans more in consideration o f the 

socio-political influence than the financial merit o f the case o f unethical tran.sactions where 

bankers have also been deeply involved to satisfy their greed. O f course in some cases, in 

order to save their own skins from ‘witch-hiuiting', they have been fund to become 

thoroughly immoral or we are found to change their color with the change o f regimes for 

unethical purposes.

According to M. Syeduzzaman, former Minister for Finance ‘unethical banking practices 

have also been engendered by policies at various times, for example the influence o f the 

government in shaping credit policy, sanction of loans, and interest waiver on the plea o f 

industrialization''.^** All this has led to an unethical atmosphere prevailing in the banking 

sector as business lobbies continue to put pressure on banks and their management even 

before a transaction takes place'! Indeed violations o f banking ethics have been widespread
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until recently, when new banking guidelines were introduced by the government in order 

to restrict the use and misuse o f banks resources by its mentor- the Director. The 

guidelines have set up difficult compliance requirements that should eventually help in 

preventing unethical transactions and wa>T\^ard conduct.

In fact, a 2002 World Development Report^^ on the basis o f empirical studies points out 

that a sound financial system helps to mitigate risk, create confidence, attract savings and 

create opportunities for investment. It also says that corruption on the whole and the 

consequences engendered by the unethical banking system can cost the poor three times 

more than the rich. A sound banking system, says the above report, “operating under 

market discipline in a congenial macro- economic envirormient can help reduce povert>' 

through helping the creation o f employment and income." It should be borne in mind at all 

limes that banking stands at the centre o f all economic activities in the modern state and 

society, because it is built upon ‘trust’, and trust is indispensable. We must therefore ensue 

that financial sector reforms initiated from 1989 to 1991 must continue unhindered if  we 

are to achicve success. And perhaps that is the least we can do. Like other area o f cthics 

business ethics has to do with the establishment and maintenance o f vital and significant 

relationships among human beings specifically, in this case among employers, employees , 

competitors, consumers, suppliers, creditors, community etc. As in other areas, ethical 

principles have the valuing o f  life, the string for goodness and avoiding o f  badness, the just 

and fair distribution o f good and bad, honesty and truth telling and individual freedom 

amply to business ethics.
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Position of Prime Bank Limited in Case of IVtoral Values & Ethics

In case o f moral values & ethics of HRM & its practice. Prime Bank Limited are trying

their best to obtain a first class position in the banking sector o f Bangladesh, according to 

the answers o f most o f the respondents.

Status on M oral V alues & E thics in PBL

Moral values & ethics o f human resource management & its practice. Prime Bank Limited 

are try ing their best to obtain a first class position in the banking sector o f Bangladesh, 

according to the answers o f most o f the respondents.

Table No-3.22 # Status on M oral Values & Ethics in PBL

Level o f  Officers

Higher Level Oflficers

Middle Level Officers

Lower Level Officers

Yes

100

100

100

Partly

00

00

00

N o

00

00

00

Total

100

100

100
Source: Field Survey

The question was, “Is the moral values & ethics o f the workplace supposed to be good 

enough?" Different answers received by commenting yes or not. In these cases total 

respondents were 300 hundred. 100 were higlier level officers, 100 middle level officers 

and 100 were lower level ofUcers. In every' cases 100% gave the answers yes.

O bjectives o f  H um an R esou rce M an agem en t

Following objectives are important which can be discussed in short. With the fulfillments 

o f these objectives HRM can become succcssful; lurst objective o f HRM is to develop 

efficiency and skills o f employees working in the organization. If  these objectives are 

achieved organization can reach at its target.’̂’ HRM can ensure effective performance of

Hosain. Amir, (2001). Loan and  fnvestrnent Manaf^emerU i'nrierv of C onventiona/ Islam ic Bankirtff in Bangiadesh.
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employees. Effective performance at all levels can help the organization to obtain 

productivity target. With a view to change behavior o f employees, HRM activities can be

f o
performed. Behavior change can ensiu'e to reduce resistance to change." The fourth 

objectives o f IIRM arc to train up subordinates for effective performance. Job satisfaction 

is essential for proper performance and good labor Mgt relation; where IIRM tries to 

achieve job satisfaction level. Without attracting good people organization can 't run 

smoothly or organization can 't cope with the competition, WTiere HRM wants to attract 

good people for the organization. *̂̂ 10 make all organization programs an effective one, 

HRM acts restlessly. ^\nd for thus al policies are formulated accurately.HRM determines 

its objectives. Because it knows that without good people organization can't run. I'he 

organization can try its best to give them proper assignment and make sure that everything 

has been done timely. Coordination among different sections o f the organization, IIRM 

can set its objective and get the objective fullllled.HRM practices in the Management 

system should be examined clearly to fulfill the goals. Another objective o f HRM is 

developing working conditions o f the organizations. Without this performance, quality' and 

target can’t achieve.

A Banks Principal Objectives

A Bank is a financial institute. A bank is an institute where money is receipt for custody 

and repaid on demand.^” It has some objectives; those are as follows:

I . To mobilize national .savings;
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2- To finance industries, micro-enterprises, trades & commerce, agricultures and other 

productive undertakings;

3. To provide any other Banking services as required for socio-economic development of 

the countr>’.

Nature o f HRM in the Banking Sector o f Bangladesh

The nature o f fluman Resource Management in the bankiiig sector o f Bangladesh can be 

detected by some points. So, these can be kept in mind to develop the condition o f HRM of 

a developing country like Bangladesh. These are:

Management is more or less efficient, employees are more or less committed, and they are 

more or less skilled, high degree corruptions, lack o f feeling o f accountability, lack o f 

proper HRM policy, heavy pressure o f trade union, political undue pressure, and lack of 

quick decision/’’

Functions o f Human Resource M anagement & Its Practice

There are three basic HRM functions. Because o f  the increase in ser\'ice- based production;

i. customer service is a major issue; ii. Quality (effectiveness and continuous 

improvement) initiatives remain as important factors in ail organizations. But perhaps the 

most iinportant issue is productivity; iii. Which is the tool o f the value-added manager had 

to determined?

It is widely known that serviced-based enterprises drive the economy. The serv'ice 

professional is now a knowledge worker in that they collaborate and communicate for the
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purpose o f creating, using, and distributing information. Executives, managers, 

supervisors, and professionals are all knowledge workers,

Practice
Practice means the actual doing o f something; action as contrasted with ideas; regularly 

repeated exercise or training done in order to improve one's skill at something; a way o f 

doing something that is common, habitual, or expected,^^In this context, we want to 

express the condition o f practicc, the management function related with the employees i.e. 

himian resource management practice o f a Bank, is either implemented properly under the 

banking rules & regulations o f Bangladesh or not.

P osition  o f  P rim e B ank L im ited  in C ase o f  P ractice

In case of, functions o f Human Resource Management & its practice. Prime Bank Limited 

are trying their best to obtain a first class position in the banking sector o f Bangladesh 

according to the answers o f most o f the respondents.

E n viron m en t o f  H um an R esource M an agem en t

Meaning o f Environment; Environment means the conditions, circumstances, etc affecting 

a person's life; on the other hand, it means conditions, e.g. land air and water, in w^hich 

people animals and plans live.^ In this case, it means the working environment o f an 

employee. Special definitions are as follows:
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1. The environment as composed o f those institutions or forces that affect the 

performance the organization, but over which the organization has little control/’̂

2. The environment includes factors outside the firm which can lead to opportunities 

for or threats to the firm.^^

E n vironm ental B arriers in B angladesh

Some environmental barriers hamper the normal activities o f HRM. These probable 

barriers may be clarified in to following points.

1. Legal support has not been established as yet.

2. Area o f specialization on HRM hasn’t been recognized till now.

3. Loosing public organization suffers from HRM crises.

4. Reckless CB process prevails in the organizations.

5. Competitive environment hasn’t yet been established.

6. Mass people aren 't conscious about HRM practices.

7. HRM in most o f the organization aren’t fair.

8. Accountability practices haven’t yet been established and followed.

9. Infrastructural facilities aren’t sufficient.

10. Research & Development (R&D) organizations are almost absent.

Environment in Prime Bank Limited

A number of laws regulate various aspects o f employee, employer relations, especially in 

the areas o f equal employment opportunity, compensation and benefits, labor relations and 

occupational safety and health arc apparently present in this Bank; but it is an assumption
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only, when the investigation has been completed by the researcher and collected answers 

from the respt>ndents, it was seen that apparent situation was not correct at all. A minimum 

assumption is correct but most o f the assumption is not proved to be as a correct one. The 

apparent is best on the undue mental pressure, and for them always the most of the lower 

level employees are leading a frustrated life. The human appeal to the authorit>' is useless 

and is always gone in vain.

Prime Bank is always committed in discharging its due social commitment and is 

especially concerned about the impact of bank's financed projects on surrounding 

environment. An en\'ironmcntal policy is formulated in accordancc with guidelines issued 

by the Government. As per the pt>Ucy, environmental impact will be considered at the time 

o f credit and lending risks analysis.

T ab le N o-3 .23  # E n vironm ents o f  the W orkplace in PBL

Level o f  Officers Yes Partly No Total

Higher Level Officers 94 03 03 100

Middle Level Officers 93 04 03 100

Lower Level Officers 82 09 09 100

Source: Field Survey

The question was, “Is your inside environments o f the workplace supposed to be good 

enough?" They have given different answers by commenting yes or not. In these cases 

total respondents w'ere 300 hundred. 100 were higher level officers, 100 middle level 

officers and 100 were low'er level officers. In ever>' case 94%, 93% & 82% gave the 

answers yes respectflilly.
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Satisfaction with Environment o f Prime Bank Ltd

An environmental policy is formulated in accordance with guidelines issued by the 

Government in PBL. As per the policy, environmental impact will be considered at the 

time o f  credit and lending risks analysis.

Environment: Prime Bank is always committed ill discharging its due social commitment 

and is especially concerned about the impact o f B ank's financed projects on surrounding 

envirormient. An environmental policy is formulated in accordance w îth guidelines issued 

by the Government. As per the policy, environmental impact will be considered at the time 

o f credit and lending risks analysis.

Table No-3.24 # Satisfaction with Environment of Prime Bank Ltd

Levels o f Officers Total Strongly
Satisfied

Satisfied Neutral Dissatisfied Strongly
Satisfied

Higher Level Officers 100 75 25 00 00 00

Mid l.eve! Officers 100 60 25 \5 00 00

Lower Level Officers 100 65 25 10 00 00

A set o f question was on the higher-level employees (respondents) either they are satisfied 

or not on the job in PBL. Employees have been questioned, “Are you satisfied with the 

environment planning in this bank?" The question was on the three groups. Different 

answer received by commenting. 75% answered in strongly p<->sitive, only 25% answered 

normally satisfied. No person answered in negative sense. 60% answered in strongly 

positive, only 25% answered normally satisfied & 15% is neutral. No person answered in 

negative sense. 65% answered in strongly positive, only 25% answered normally satisfied 

& 10% are neutral. No person answered in negative sense. Because, bank authority afford 

a high cost for the bank. Higher level officers get high level salary, so they are fully 

satisfied with the environment o f  the bank.
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Social Change and HRM

The Human Resouixe Departments responsibilities have gradually become broader and 

more strategic since the days when business people began including '"personnel 

department" in their organization charts. In the earliest firms, '‘personnel" first took over 

hiring & firing from supcr\'isors, ran the pay roll department, and administered benefit 

plans. As technology in areas like testing and interv'iewing began to emerge, the 

personnel department began to play an expanded role in employee selection, training, and 

promotion.^^

Position o f Prime Bank Limited

In the field o f social change PBL has an endeavor. In communication, use modem 

technology and other sectors they are try'ing their best to obtain a first class position in the 

banking sector o f Bangladesh according to the answers o f most o f the respondents.

G lob alization

Globalization refers to the tendency o f firms to extend their sales, ownership, and /or 

manufacturing to new markets abroad. Examples are all around us. More globalization 

means more competition, and more competition means more pressure to be "world class"- 

to lower costs, to make employees more productive, and to do things better and less 

expensively.

Beyond the objective legal context o f Human Resource Management, various social 

changes are also affecting how organizations interact with Iheir employees. Those are
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socialization of the employees and their knowledge o f social behaviors, norms, and 

conduct o f life style etc.

Position o f Prime Bank Limited

Bangladesh, in the field o f globalization is in backward position. According to the recent 

globalize circumstances; we can make comment that the IIRM Practice o f a private sector 

banking o f Bangladesh can’t be able o f competing with the current competitive situation. 

Many cause may be under lined. Firstly, the lack o f favorable technology; & Secondly, the 

lack o f proper trained & skilled employees, if  these two factors are made strong by the 

authority, it may be the matter o f hope for the researcher that the Bangladeshi HRM 

practice can compete with global action very often.

Feeling on Globalization of HR System

The term globalization isn 't familiar in all levels o f organization, though the researcher 

tried his best to know the situation o f the condition o f  globalization. The question was, 

‘'Have you any idea on globalization? Are your banking functions trends to be globalized?” 

The question was on the three groups. Different answer received by commenting yes or 

not.

Table No-3.27 # Feeling on Globalization of HR System

Level o f  Officers Yes Partly No f  otal°/b

Higher Level Officers 95 05 00 100

Middle Level Officers 85 15 00 100

Lower Level Officers 20 30 50 100

Source: Field Sun'ey

The term globalization is not familiar in all levels oi’ organization, though the rcsearcher 

tried his best to know' the situation of the condition o f globalization. I'he question w'as, 

“Have you any idea on globalization? Are your banking functions trends to be globalized?'’
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The question was on the three groups. Different answer received by commenting yes or 

not. In these cases total respondents w ere 300 hundred. 100 w ere Higher Level 

Officers, 100 Middle Level Officers and 100 were Lower Level Officers. In the executive 

level, 95% said, the condition was good, in employee level 85% is good and in other 

employee level 20% is good.

Ethics and HRM

Ethics, the philosophical field that asks fundamental questions about how a person should 

treat the other, is differently understood in the integrity and intimacy cultural orientations. 

In the integrity orientation, to test what is ethical can be verified by asking ''W ould I like it 

if  another acted to me in the same way?" In the intimacy orientation ethics seek to preserve 

or even enhance the integrity o f  the people involved. The ethical thought is: “I avoid 

banning others, because such actions harm me in same way as well."'

It is becoming apparent that the HR practitioner must be an eclectic manager. The HR 

manager is occasionally placed in the role o f internal adjudicator within the company.^” 

.A.lso, there is the duty for the HR practitioner to function as a m anager’s manager, hence 

the duty to be well informed in all areas o f business practices. The HR manager (and all 

good managers) should be well versed in matters o f legal, ethical, and moral law for the 

purpose o f testing the actions o f managers to ensure the prevention o f harm on any 

member o f the stakeholder groups. This is the means by which the manager protects the 

assets o f the organization and enhances career potential.
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Ethics in Banking

Ethics, as someone has so rightly put it, consist o f choosing the good over the bad, the 

right over the wrong and the fair over the unfair. Ethics is the integrity measure, which 

evaluates the values, norms and rules that constitute the base for individual and social 

relationships from a moral perspective (Anonymous). Since banks, in a modem day 

society, almost everywhere play a multifarious role which includes unifying and 

intermediary roles between the fund supplying and fund demanding sides o f the society, 

executing savings and investment functions, which are construed as “playing a key role in 

the economy" while working under the principles o f profitability and productivity, are 

obliged to obey certain ethical principles o f the banking profession and organizational 

ethics. That in short, what we call ethics in banking.

According to David Cares at times there is a big gap between what the banks claim and 

what they actually do. As the Asian financial crisis has demonstrated, ethical values are 

still not firmly entranced and followed in many bands in the region. Bribery and corruption 

have been one o f the root causes o f banking problems, and the Band Bali Candle has 

shown that the proce.ss o f reform has still a long way to go.'^

The problem is, as David Cares rightly points out that, in an increasingly complex business 

environment the choice is not always the simple one between what is right and what is 

wTong. It is more often between w'hat is right and less right; in other words between 

shadows of gray.

This increases the need for organizations to adhere to a .strong set o f values to steer through 

the minefield o f ethical choices with which they are faces as they make business decisions.
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A reputed economist maintains that the standard of ethics in a bank and inter banking 

system depends on some key factors. These include the license authorities, shareholders, 

sponsor/directors, top management, the regulators, and the government. He asserts that if 

the malaise of the banking system in Bangladesh is examined, then the responsibilities can 

be laid at the door all these actors.

As we continue our discussion o f the core topic today, i.e. ethics in banking and ethic 

dilemmas involving banks that have been in the news at some time or the other, it must be 

admitted without any reservations that the banking business is becoming more and more 

complex with each passing day. One reason is perhaps the globalization o f business 

activates, which may be summed up "as the tendency o f  the world to become one market 

p l a c e ' .W e  have seen time and again that as the banks reach out beyond their home 

market, they become increasingly exposed to unfamiliar business environments and 

customers whose ethical standards may vary and may be quite different from their own. 

This, according to financial experts puts an extra strain on the know yours customers” 

policy about which the regulators are so unrelenting.

It has been noticed quite often that w-hen banks stay outside their home territories, ethical 

dilemmas crop up. Banks therefore need to be extra cautious about their business dealings 

and relationships with people having dubious track records. Care should be taken, 

especially if  he (or she) is a politician, no matter which way they lean-right or left. The 

ne.xt lesson to be kept in mind is the ever-increasing power o f the media and social 

pressure groups that throw the spotlight on what they regard as ‘unethical’ business deals 

and activities. In the case o f banks, such activities might include financing the clandestine 

arms trade or even open arms trade which may at some stage become controversial due to

147

■’ Sadeq. M. Abul Hasan. (2000). Islamic l-^lhics in HRKt. quoted from Hlhics in Business and M anagement. Aslan 
Academ ic Pre.ss, Ijsndon, p-300.

Dhaka University Institutional Repository



their political connections (like the Bofors case o f India), or industries that damage the 

entire environment [like the tanneries in Dhaka.]

On the other hand, From the Islamic point of view, HRM refers to that part o f management 

process which is concerned with human aspects such as processing, training and 

developing, placing, compensating or rewarding, appraising, utilizing and maintaining the 

employees with an enterprise in light o f the principles o f Islamic Shariah/^ In this regard, 

some basic ethical manners o f Islam, like Al-Ukhuw-wat and &A1-Ihsan (Brotherhood & 

Benevolent), A l-‘Adl (Justice & Fairness), Huquq-al-Ibad (People’s Right), Ai-Ujrah (Fair 

compensation), Al-Amanah and Al-lkhlas (Trusteeship & Honesty) etc. must be ensured to 

tlie organization, so that employees gel maximum satisfaction as well as the owners can be 

earn their fair profit or due benefit.^*

It is remarkable that if human resources aren 't dealt with in a right and ethical manner, the 

work efforts will be affected adversely, which will, in turn, affect the overall performance 

o f the enterprise.”  In the view point o f Islam, human resource or human being is 

recognized as the most valuable assets because it is the great culture o f Allah. The 

relevance o f human development to economic growth only emerged as an important 

economic school of thought after the World War II. But, Islam however, emphasized the 

importance o f this factor fourteen hundred years ago. At the present time, Muslim 

countries have abundant there large number o f human resouice (about 130 crore) and 

material wealth. Unfortunately this resource remains undeveloped. The present- day
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Muslim socio-economic environment is such that it is unable to motivate people to render

• 78their best either in their own interest or in the interest o f  the society.

Actually, ever\'thing, that exists in the heavens and on the earth is directed or managed 

under the control o f Allah (ST), who is the sovereign and supreme owner o f all. In this 

regard, the holly Q ur'an commends ‘to him belongs every being that is in the heavens and 

on the earth; all are devoutly obedient to him .' He dirccts the affairs from the heavens to 

the earth, and then it ascends into him.^° Although, the individual ownership is recognized 

in Islam but it is nothing just for Amanah (Trustee), it must be used according to the 

direction or wish o f Allah (ST).

Indeed, all the creatures in the heavens and on earth are accountable to him and dependent 

on him, But there is no other being to whom he can be accomitable. So. humtm being must 

be accountable to Allah (ST) for their all activities, hi this regards the holy Qur’an 

commends Muslims -  ‘‘He cannot be questioned for his acts, but they will be questioned 

(for theirs) i.e.: Allah is self -  subsisting."

Islam encouraged the himian beings to devote themselves at w wk in time after finishing 

their prayer so that the optimum use o f human resource can be ensured. In this regard, says 

in the holy Qur'an ‘And when the prayer is finished, then you may disperse through the 

land, and seek o f the bounty o f Allah (JS).’*'Here bounty means living or livelihood that 

was given by Allah (JS).
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Statu s on E th ics in PB L

Ethics, as someone has so rightly put it, consist of choosing the good over the bad, the 

right over the wrong and the fair over the unfair. Ethics is the integrity measure, which 

evaluates the values, norms and rules that constitute the base for individual and social 

relationships from a moral perspective (Anonymous) Since banks, in a modem day society, 

almost cvery^vhere play a multifarious role which includes unify ing and intermediary roles 

between the fund supplying and fimd demanding sides o f the society', executing savings 

and investment functions, which are construed as "playing a key role in the economy" 

while working under the principles o f profitability and productivity, are obliged to obey 

certain ethical principles of the banking profession and organizational ethics. That in short, 

what we call cthics in banking.®^
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Table No-3.28 # Status on Ethics in PBL

Level o f  Officers Good PartJy Good Not Good Total

Higher Level Officers 95 03 02 100

Middle Level Officers 94 04 02 100

Lower Level Officers 87 05 o.> 100

S o u rce : F ie ld  S u rv e y

The question W'as, ‘'Is Ethics o f the workplace supposed to be good enough?” The question 

was on ihe three groups. Different answer received by commenting yes or not. In these 

cases total respondents were 300 hundred. 100 was Higher Level officers, 100 Middle 

Level Officers and 100 was Lower Level officers. In every case they gave different 

answ'ers. From different levels 95%, 94% & 90% gave answer by yes.

’"David C ares () 9*^9). Deputy C hief Fveciitive o f  ihe Hong Kong nionilorv- Agcncy. w hile presenling (he keynole paper 
ill the banking confcrcnce on Business E thics in Hong Kong. p.3.
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Environment in the Banking Sector

Managers are all aspects o f banking face ever-increasing complexities because o f the 

massive and rapid changes that are affecting their organization.

“i.Banks are more heavily regulated than ever before, aiid many loss directly involving employee 

relations have been passed in the last few years. Banks must implement laws covering equal 

opportunity', equal pay, safety and benefUs, to name just a few; ii. Social changes such as the civil 

rights movements and the woman’s movement affect the attitudes, expectations, and opinions o f  the 

workforce and have made many current Management practices outdated and inerfective— not to 

mention illegal! iii. Many employees and managers in banking Institutions are familiar with modern 

Management theories and expect top Management to endorse and apply these ideas; iv. In addition 

to these pressures, the size o f  Banks influences Personnel activities. As Banks grow, it becomes 

critical that all employees are managed in a consistent and equitable manner.”®’

Human Resource Departments are instrumental in providing management with up-to-date 

and comprehensible information about such matters as laws, social changes and modem 

management theories and policies. Because, there have been so many rapid, important and 

complicated changes in all these areas, HRM in banks o f all sizes has become a more 

complex responsibility. This enlarge responsibility requires that personnel officers know 

what choices are available in handling various situations, that they have a clear idea o f why 

a particular approach should be taken, and that they determine how their Banks will be 

ser\'ed best. Another responsibility ot HR Departments is to make maximum use o f Human 

Resources. HR utilization involves carefully selecting, training, developing, appraising, 

rewarding, and retaining employees, so that collectively their efforts contribute to the goals 

and direction that Management has established.
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People in HRM positions have an opportunity to shape the direction o f their departments 

and can become interest in helping management and employees achieve their goals. 

However, to be effective personnel officers must be attended to what needs to be done in 

their banks and must foster a ‘clientele’ o f manager who arc informed o f the services that 

their HR departments provide. They achieve a positive influence only if  they take the 

initiative to create a central and valuable role for their departments. I'he only W'ay to 

accomplish this is by staffing HR departments with people who are competent, 

knowledgeable, and committed to their work.*"* The following Table is showing the 

condition o f the position o f Prime Bank Limited in case o f environments o f  the w orkplace.

Position of PBL in case o f Environment

In Bangladeshi banking sector, HRM practice is not follow’ed completely at all. Banks are 

functioning in Bangladesh are following the HRM practices in their ow'n rules.

Table No-3.29 # Environments o f the W orkplace in PBL
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l-evel o f  Officers Good Partly Good Not Good Total

Higher Level Officers 90 05 05 100

Middle Level Officers 85 [)7 08 100

Lower Level Officers 87 06 07 100

Sourcc; Field Surv^ey

The question was, “Is your inside environments o f the workplace supposed to be good 

enough?” Different answ'ers have been received by commenting yes or not. In these cases 

total respondents were 300 hundred. 100 were higher level officers, 100 middle level 

officers and 100 were lower level officers. In every case 90%, 85% & 87% answered yes.

' Summers, Donald B .(1981). PM in Banking. M cGraw-Hill Book Compiiny, New York. USA. 1981, p. 27.
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C on ditions on Sm oking

Smoking was generally not forbidden at the case-study banks, although it was forbidden on 

the common floors, in food areas, and for employees in contact with customers. As the 

question was very much prestigious, the respondents answered very slowly.

Table No-3.30 # Conditions on Smoking in PBL
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Level o f  OtTicers

Higher Level Officers

Middle Level Officers

Lower Level Officers

Yes

10

12

Panlv Yes

20

30

20

No

70

50

68

Total

100

100

100

Source; Field Survey

Here, the question was “Were they smoking any how in the office area?" The question was 

on the three groups. Different answer received by commenting yes or not. In this case, total 

respondents were 300; where 100 from the executive level, 100 from mid level employees 

and 100 from lower level employees. From the group, 10% Yes, from the 2^^ group, 

20% yes and from the 3rd group, 12% answered yes. From this situation it is proved that 

the number o f  smoker is not so high in this bank.

H um an R esource P lanning

Meaning o f IIRP: Human resource is an important corporate asset and the overall 

peribrmance o f company depends upon the way, it is put to use. In order to realize 

company objectives, it is essential to have a manpower plan.®'  ̂ It is ‘the process for 

ensuring thal the human resource requirements o f an organization are identified and plans

V S.IV kao , (1999), Hank M anaeem ent. Chapler-9, M anpow er Planning in a Bank. Discovert' Puhlishinu House. New 
Delhi, p.87.
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are made for satisfying those requirements’®̂. In common sense, we know, organizations 

succeed largely through the efforts o f the individuals working within a group or team. It 

follows that selecting the right individuals is a fundamental importance and a cornerstone 

o f good management.

The consequenccs o f good selection are often clear, whereas those o f poor selection aren't 

always obvious. The cost o f advertising, the management time involved in selection and 

training, and the expense o f dismissal are easy to calculate, but the longer-term effects, 

such as lowering o f morale, reduced business opportunities and reduced qualit>' o f product 

or ser\'ice, are possibly more serious.*^

E ffective H R  P lan n ing  in Banks

To compound the problem further there are unpredictable external influences on HR 

planning such as changes in labor market conditions, technology’, market conditions, 

economic cycles, changes in social and economic values, political changes, etc. in such a 

scenario it becomes difficult to forecast the personnel available with the bank at a future 

date. While vacancies caused by retirements can be predicted accurately other factors like 

resignation, turnover, deaths, competitive attractions are difficult to forecast. This problem 

becomes more acute in respect o f important personnel (especially at the middle and top 

level) because their replacements cannot be arranged in a short span o f time. At times, top 

management support may not be available to the manpower plamimg efforts. These 

problems could be avoided, if  certain guidelines are followed in respect o f manpower 

planning.
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a. Objectives: The HR plan must fit in with the overall objectives o f the organization. 

Important aspects such as people working in the bank, working conditions, human 

relationships, etc. must be kept in mind while developing the plan. 

k  Top Management Support: The plan must meet the changing needs o f the bank 

and should enjoy consistent support from top management, 

c. HR Inventory: The bank must have an up-to-date employee skills inventory 

showing precious jobs held, tenure or current fob, educational and training 

qualifications, specific knowledge and skills, prior work performance, past and 

current compensation, mobilit)’ factors by maintaining service book update. 

Markov analysis (an approach to forecast the internal supply o f HR tracing past 

patterns o f personnel movements) may be pressed into service while preparing the 

HR inventory.

HRM Planniniz (Properly) in PBL

The HR plan must lit in with the overall objectives o f the organization. Important aspects 

such as people working in the bank, working conditions, human relationships, etc. must be 

kept in mind while developing the plan

T able N o-3.31 #H R M  Planning (Properly) in PBL

Level o f  Officers Satisfied Neutral Dissatisfied Total

Higher Level Officers 53 40 07 100

Middle Level OITicers 50 35 15 100

Lower Level Officers 37 37 26 100

Employees have been questioned, "Are satisfied with the proper HR planning in this 

bank? ■ The question w'as on the three groups. Different answ^er received by commenting 

yes or not. In PBL 300 respondents out ot 1172 employees has been questioned about the
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proper HR planning on the three groups (higher level officers-100, middle level officers 

100 and lower level emp!oyees-100 respondents). In this survey, overall, the employees 

said that their boss made the proper HR planning o f this bank. From executive level, 53%, 

middle level officers 50%, and lower level employees satisfied only 37. On the other hand, 

disagree w'as 07%, 15% & 26% respectfully.

Personnel or HR PoUcy

Policies provide direction, uniformity, and consistency to the actions organizations take. 

They establish the general framework from which managers plan how corporate goals and 

objectives are to be carried out. Because policies encourage consistency in organizations, 

we find a myriad of them in every bank. There can be many major strategies in the area 

o f human resources and relationships. They deal with such topics as union relations, 

compensation, selection, hiring, training, and appraisal, as well as with special matters 

such as job enrichment.

In common sense, w'e know, organizations succeed largely through the efforts o f the 

individuals work with them, h follows that the selecting the right individuals is a 

fundamental importance and a corner stone o f good management.

The consequences o f good selection are often clear, whereas those o f poor selection aren’t 

always obvious. The cost o f advertising, the mgt time involved in selection and training 

,and the expense o f dismissal are easy to calculate, but the longer- term effects , such as
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lowering the morale , reduced business opportunities and reduced quality o f product or

• u i  ■ * ^ 0scrv ice, are possibly more serious.

Policy
Policy is a means o f encouraging discretion and initiative, but within limits. The amount of 

freedom will naturally depend on the policy and in turn will reflect position and authority 

in the organization, Human Resource Management or Personnel Management is 

grounded in policies that are developed to effectively utilize the Human Resource o f banks. 

Personnel or Human Resource policies set the stage for selecting, training, rewarding and 

communicating with employees. WTien carefully prepared, policies provide managers with 

the limits o f their authorit>' as defined by upper management. In turn, knowing the extent 

o f their authority, managers are free to develop approaches that allow them to operate 

effectively within these boimdaries. Without definitive policies, managers- as well as other 

employees- are left to guess what upper management expects o f them, and under such 

circumstances they arc more likely to take actions that are inconsistent with the goals and 

objectives o f their banks.

Personnel policies are guiding principles “stated in broad, long-range terms that express or 

stem from the philosophy or beliefs o f the organizations top a u th o r i ty .T h e y  are also 

based on organizational goals and are designed to influence decisions affecting people in a 

bank. Policies are prepared to minimize the possibility that managers will make expedient
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and short sighted decisions as they go about their daily activities; they limit the number o f 

legitimate actions that managers can take. At the same time, they positively establish the 

ground rules thai allow managers to concentrate on actions that are most likely to 

contribute to an organization’s effective operation.

Policies effectively support the operation o f a bank when they are based on the clear and 

well-defined intent o f management the development o f policies should evolve out o f 

general purposes that senior management wishes to achieve. In this way, policies are a part 

o f a process that links the general desires o f management with the day- to- day operation o f 

a bank. O f course, this does not mean that employees below upper management can’t 

introduce the idea for a new policy, but it doesn’t mean that no policy should ever be 

formulated ajid adopted without the firm support o f the top tier o f  management, because it 

is at this level that the final decision for a bank's direction rests.

Managerial Flow Chart for Making P o l i c y Figure N o  3.01 in Appendix. The Chart 

illustrates how- policies fit into a total scheme that connects upper management with the 

base or operating facets o f a bank. In this flow chai1, policies are shown growing directly 

out o f what upper management wants to accomplish. The current widespread interest in 

employee privacy and the confidentiality o f personnel records is a good example o f  how 

this process operates. Recently many tip-level bank managers have become interested in 

the subject o f employee privacy through Journal articles, the press and management 

meetings o f various kinds. Policies describe what managers will do and why they will 

chose certain strategies. Procedures, programs, and practices indicate how policies are to 

be implemented. Unless a distinction is maintained betw'een policies and procedures, 

programs and practices, managers' loss sight o f the g general direction that upper
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management has established. Just as a physician must first determine the illness of a 

patient before selecting a method for curing the diseases, organizations fonnulate policies 

before specific methods-procedures, programs, aiid practices-are chosen for implementing 

the intentions of upper managcment.^^ The following seven criteria identify the major 

characteristics o f policies that distinguish them from procedures, programs, and practices.

'‘t. Policies are statements o f  a company’s intent or goal as a guide to individual action; ii. Policies 

are in writing; iii. Policies are stated in broad terms; iv Policies are inviolate, insofar as it is within 

the power o f  majiagcment to keep them so; v. Policy formulation requires an unusually high level o f  

thinking and contemplation; vi. Policies are approved by the highest authority in the organization; & 

vii. Policies are long range, long term.”*

Procedures, programs, and Practices are designed in tandem with the personnel policies 

and support the purpose o f policies.

Human Resource Policy o f  Prime Bank Limited

The Prime Bank Limited has its own Persomiel Policies Consisting o f Recruitment, 

Placement, Promotion, Transfer, Motivation, & other Related HRM Functions, 

Termination, HR benefits etc. The components o f the Personnel Policy are discussed in the 

follow'ing paragraphs.

H R  Inform ation  System s

To manage employee skills inventories, bank should maintain computerized Human 

Resource Information System (HRIS) containing data on; individual demographics, career
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progression, appraisals, skills, interests, training, target positions, performance ratings, 

geographic preferences, promo ability ratings etc.

B enefits o f  H um an R esou rce In form ation  System s

HRIS have many benefits. These benefits can be enjoyed if  all steps are followed for 

collecting and by using the infonnation regarding HRM. However these benefits are 

discussed in the following points. A human resource information system can;

• Enable the HR function to provide better sen  ices to line management;

• Provide a conduit to link HR policies and processes throughout the organization, 

thus facilitating the development o f an integrated and coherent approach to HR 

management;

• Provide essential data for strategic HR decision taking, enabling personnel people 

to access and analyses information quickly to put their ideas and plans to the - it  

helps in the identification o f the benefits o f HR Strategies in terms that the business 

can recognize as adding value, not just cutting costs;

• Reduce the workload o f the HR function, eliminating low-value tasks while still 

enabling the function to provide efficient administrative serv’ices.

• These benefits will only be achieved in full if a strategic and corporate view is 

taken of HR information requirements, i f  the system is simply used to automate 

certain aspects of HR administration such as record keeping it will not realize its 

full potential.

HR Information Strategy & Its Practice in PBL

The HR strategy o f an organization in relation to HR information is concerned first with 

the use o f computerized information for strategic decision making, second w'ith the range 

o f applications which should be included in the system and finally with the provision to 

line manage o f the facilit>' to have direct access to any personnel data they need manage 

their own teams in a devolved organization.
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HR Tnformation Strategy in Prime Bank Limited is now under processing. They are try'ing 

their best to solve their problems through this process.

Need for W ritten Policies & its Position o f PBL

There is a number o f written telltale signs which help to identify the time when policies 

should be formulated .These indicators include: i. Employees complain that they don’t

know what is going on, what is expected o f them and that communication is poor; ii. 

Employees complain that many instructions and decisions affecting them are conflicting; 

iii. Problems arise in the operation o f the bank when employees leave because there no 

continuity'; & iv. Department operates independently o f one another with little regard for 

the rest o f the bank;'^ v. Employees misuse or misrepresent their authority. Different 

auditors and consultants engaged by the bank ask the same questions over and over; vi. 

Employees ask basic questions about policies, benefits and ser\'ices regularly; vii. New 

employees feel they lack an understanding o f what is expected o f them; viii. New 

employees feel negatively about the amount and quantity o f  information they have 

received; & ix. Charges o f discrimination or unfair practices increase tlirough making a 

sound policy.'”” The authorities have a serv’ice rule; but it is in practice a poor level. So, 

the written policy is not completely in practice.

Purposes o f Policies & its Position o f PBL

In combination with one another, bank personnel policies serv'e four purposes. As: i. they 

help Banks to achieve their goals; ii. Policies maintain consistency and continuity in the 

development o f plans and strategies; iii. Personnel policies define the roles,
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responsibilities;'®' and iv. Expectations o f Managers, Personnel Departments, and 

Employees make good concern. Authority or the owners o f the Bank are closely engaged 

with this purpose. They influence on the purpose o f policies.

L im itation s o f  Policies

Although policies are essential organizational structures, they will not work properly 

unless they aie revised as circumstances change and unless they respond to the needs o f 

organizations. Several serious limitations can arise that should be kept in mind as policies 

arc administered: i. once established and approved, policies are often updated slowly if at 

all; ii. Policies can be inflexible and thus limit in i t i a t iv e ; i i i .  When policies are out tune 

with bank needs, managers evade them; & iv. Restrictive policies may force managers to 

abide by rules tliat are costly to the bank.

Influence on Development o f Policy

Formulating and implementing bank policy is a process o f understanding, balancing, and 

reconciling many different and divergent*'’̂  points o f view . Those are: government, human 

resource, size, needs o f employees, and capabilities o f management.

Job Analysis
Meaning o f Job Analysis: Job Analysis is a key driver o f almost every human resource 

strategy. For instance, job specifications and job descriptions are used to provide 

qualifications and realistic job previews during recruiting and selection activities. 

Compensation plans are determined by qualifications and activities o f positions, as w ell.'”̂

1 6 2
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Career planning and development activities are also driven by the job analysis functions , 

as well as training n, orientation, performance management systems and health/safety 

plans. O f course, there are safeguards to be taken in the design and implementation o f job 

analysis activities.

I'he word job has been under bccause it implies restrictive work opportunities for the 

involved employee.'^'* The use o f the word job does not restrict the work opportunities o f 

the jobholder. Jobs can be as broad and flexible as an organization w ishes them to be. Job 

analysis is the procedure for determining the duties and skill requirements o f a job and the 

kind o f person who should be hired for i t '” .̂ Job analysis is the process o f studying and

collecting information relating to the operation and responsibilities o f a specific job). Job

analysis is the procedure for determining the dries and skill requirements of a job and the

kind o f person who should be hired for it.'°*. Job analysis is a process by which some

information about the skill, efficiency, ability, believes, values, duties, and responsibilities 

required for the employees to perform their duties effectively and satisfactorily are 

collected evaluated and analyzed. Job analysis is a procedure to launch an article the ‘job 

relatedness’ o f employment procedures such as training, selection, compensation, and 

performance apprai.sal.

Job analysis involved the recognition and description of what is incident on the job. This 

process uses some methods and instruments for collection and crucial job  date into fob 

details that will be used for a diversity o f functional organization reason. The flourishing
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completion o f the job investigation process is typically labor insensitive, consuming huge 

amounts o f instance o f the incumbent, the incumbent's supervisor, and job analysts or 

subject matter experts.*'^

Job analysis involves collecting data about the jobs performed in an organization. However 

this definition is probably too simplistic when all o f the different types o f information that 

must be collected are considered. For example, the data collected should clearly describe 

exactly what is required to perform a specific job. Job analysis some elements o f Job 

analysis:

Knowledge is defined as the degree to which a job holder is required to know specific 

technical material. Skill is defined as adequate performance on tasks requiring the use o f 

tools, equipment, and machinery. Abilities refer to the physical and material capabilities 

needed to perform tasks not requiring the use o f  tools, equipment, and machiner>'. Further, 

where the job is completed must be considered.

Features o f Job Analysis

Job Analysis is the procedure through which you determine the duties o f these positions 

and the characteristics o f the people to hire for them .“ ° The features are as follow's:

“i. Work, activities: Collection o f  information about the job’s actual work, activities, such as 

cleaning, selling, teaching, or painting, ii. Human behaviors: I'he specialist also collects information 

about human behavior like sensing, communicating, deciding, and writijig .iii. Machine, Tools, 

Equipment; The categorv’ includes information regarding tools used, materials processed, 

knowledge dealt with or applied ajid services rendered; iv. Peifonnance Standards: The employer 

may also want information about the job’s performance stajidards. v. Job Context: job context
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includes liere is information about such mailers as physical working conditions, work schedule, and 

the oraanization and social context for instance, the number o f  people with whom the employee 

would normally interact, vi. Human Requirement: This includes information regarding the job^s 

human requirements, such as job related knowledge or skills and required personal attributed.”'"

O b jectives o f  Job  A nalysis

The purpose o f job analysis is to establish and document the "job relatedness of 

employment procedures such as training, selection, compensation, and performance 

appraisal."" The data collected from the job analysis can be used for a variety o f purposes 

these are as: in view o f the fact that the procedures o f  recruitment & selection are 

expensive and involve substantial use o f management time, it is necessarv' to define as in 

particular as possible the job requirement and the type o f person essential. The more 

precise the organization can be in defining these aspects, the more effective will be its 

recruitment procedures. ' '^Defining these requirements is none as the job analyses.

Although precision is necessar>', the task is subjective. Watson noted that the job analysis 

relied too much on judgm ent to identify key aspects o f a job and to identify the important 

qualities that determine success.

This component o f the process, which we will be covering in more specify, involves more 

than just a job description as includes likely personality aspects o f the triumphant
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applicant.” '’ The job outline then acts as a draft against which successful applicants can be 

considered.

Job Description: Based on the information from the job analysis, the job 

description defines the position that needs to be filled. It covers the purpose, duties, and 

relationship o f the job and the physical, social, and economic factors that affect it. The 

derived towards flexibility and changing practices at work, has been new fornis o f ''work 

descriptions’ being developed. For example, some enterprises have begun to replace or 

complement job descriptions with performance contracts. These contain details o f what a 

job-holder agrees to accomplish over a period o f time. A contract will summarize the 

purpose o f a job, how it will be met over the specified time, and how the achievement o f 

objectives will be assessed.

Job Specification: job specification detail the knowledge, skills and 

abilities relevant to a job, including the education, experience, specialized training, 

personal traits, and manual dexterity required."^ The job specification is important for a 

number o f reasons. First, certain jobs have qualification required by law .

Job Evaluation: The information gathered throughout a job  analysis can 

be used as input for the organization's job evaluation scheme. The job evaluation 

determines the significance o f a particular job to the organization. This information is
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above all used to decide the pay for job. Thus, employees should extra for operational on 

more hard jobs.'

Job Analysis can is used in training "needs assessment'’ to identify: i. Training content; i. 

Assessment tests to measure effectiveness o f training; ii. Hquipment to be used in 

delivering the training; iii. Methods o f training (i.e., small group, computer-based, video,

I j  o

classroom ...).

Compensation: Job Analysis can be used in compensation to identify or 

determine: a. Skill levels; b. Compassable job  factors; c. Work environment (e.g., 

hazards; attention, physics effort); d. R esp o n sib itie s* (e .g ., fiscal; supervisory); e. 

required level o f education (indirectly related to salary level).

Selection Procedures; Job Analysis can be used in selection procedures 

to identify or develop: i. Job duties that should be included in advertisements o f  vacant 

positions; ii. Appropriate salary level for the position to help determine what salary should 

be offered to a candidate; iii. Minimum requirements (education and/or experience) for 

screening applicants; iv. lnter\'ie\v questions; v. Selection tests/instruments (e.g., written 

tests; oral tests; job simulations); vi. Applicant appraisal/evaluation forms; vii. Orientation 

materials for applicants/new' hires; viii. Length o f probationary periods; ix. Duties to be 

evaluated.”

Mcinaeine People. (2(K)6). (ACCA -Coursc Book), (W riter unknown. Kaplan Publishing houlks Lynch. Unit 2 The 
Bu.sincss Centre. Berkshire, UK), British Council Librar>, Dhaka, p .l 14.
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Job  A nalysis In terview  C hecklists

ll is helpful to use a checklist when conducting the interview. Elaborate checklists arc not 

necessar)’; they only confuse people. The essence o f the art o f  job analysis is ‘keep it 

simple’. The points to be covcred are:

• What is your job title?

• To w hom you are responsible?

• Who reports to you? (An organization chart is helpful.)

• WTiat is the main purpose o f your job? (That is, in overall terms, what are you expected 
to do?)

• To achieve that purpose, what are your main interests o f rcspOonsibility? (For example,
principal accountabilities, key result areas or main tasks.) Describe what you have to 
do, not, in any detail, how you do it. '^‘a Iso indicate why you have to do it, i.e. the
results you are cxpected to achieve by carrying out the task.

• What are the dimensions o f your job, in terms such as output or sales targets, numbers 
o f items processed, numbers o f people managed, numbers o f customers?

• Is there any other information you can provide about your job to amplify the above
facts, such as;

How' your job fits in with other jobs in your department or elsewhere in the 
company;

Flexibility requirements in terms o f having to carry out a range o f different 
tasks;

How work is allocated to you and how your work is reviewed and approved; 

Your decision-making authority;

The contacts you make with others, inside and outside the company;

The equipment, plant and tools you use;

Other features o f your job such as travelling or unsocial hours or effort or 
stamina demands or hazards;
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- The major problems you meet in carrying oul your work;

The knowledge and skills you need to do your work.

Age Group o f the Respondents in PBL

A number o f qualified Employees are working in the PBL. Undoubtedly, without caring or 

counting any religious. Language or racial purposes, the authority o f the Bank recruits a 

large number o f highly qualified HRs for conducting its Banking activities in the modern 

competitive market. They arc human being, so, they have their own individual attitudes 

with respect to their age limit, In this case, the bank authority takes care for the employees’ 

attitudes W'ith respect to their age limit. The current researcher has collected data from 

Field Survey and presented it in the following Tables about the age limit o f the employees 

ofPB L;
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T ab le N o-3 .32  #  A ge G roup o f  the R esp ond en ts in PBL

Level o f Officer 20-29 30-39 40-49 50-60 Total

Higher Level Officers 00 00 50 50 100

Middle Level Officers 00 20 50 30 100

Lower Level Officers 50 30 12 08 100

Source: Field Survey

The current researcher divided the age group o f respondents into four categories, where the 

range of the age w'as: 20-29, 30-39, 40-49 and 50-60. As the employees join in the Prime 

Bank Limited in the age limit o f 18-30, the higher level ofticers already have taken 

promotion several times, so there age limit may be started from 40. From the 100 

respondents o f higher level officers 50% in the range o f 40-49 years o f age and the rest 

50% are in the 50-60 years o f age group. From the 100 respondents o f middle level officers 

20% in the range of 30-39 years o f age, 50% are in the 40-49 years and the rest 30% in the 

50-60 years o f age group. As the employees join in the Prime Bank I.imited in the age
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Limit o f  18-30, the lower level officers, (from the 100 respondents) 50% in the range o f 

20-29 years o f age, 30% are in the 30-39 years, 12% are in 40-49 and the rest 08% in the 

50-60 years o f age group. As the employees go to retirement at the age o f 60, so the age 

limit over 60 years is not in the account.

Graph No-3.08 # Age-Group of the Respondents in PBL
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The above graph shows, the age group-wise division o f employees, working in the PBI,. 

The figure shows, in liigher level employees, most of the employees are more than 50 in 

age. In mid employees level, a number o f employees are in 50 in age & below 50 years & 

in the low'er level employees group, all the employees are bellow 50.

B enefits o f H um an R esource In form ation  System s

HRIS have many benefits. These benefits can be enjoyed if all steps are followed for 

collecting and by using the information regarding HRM. However these benefits are 

discussed in the following points. A human resource information system can;

Enable the HR function to provide better ser\'ices to line management;
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• Provide a conduit to link HR policies and processes throughout the organization, 

thus facilitating the development o f an integrated cind coherent approach to HR 

management;

• Provide essential data for strategic HR decision taking, enabling personnel people 

to access and analyses information quickly to put their ideas and plans to the - it  

helps in the identification of the benefits o f HR Strategies in terms that the business 

can recognize as adding value, not just cutting costs;

• Reduce the workload of the HR function, eliminating low-value tasks while still 

enabling the fimction to provide efficient administrative ser\'ices.

These benefits w ill only be achieved in full if a strategic and corporate view is taken of HR 

information requirements. If the system is simply used to automate certain aspects o f HR 

administration such as record keeping it will not realize its full potential.

HR Information Strategy

The HR strategy o f an organization in relation to HR information is concerned first with 

the use o f computerized information for strategic decision making, second with the range 

o f applications which should be included in the system and finally with the provision to 

line manage o f the facility to have direct access to any personnel data they need manage 

their own teams in a devolved organization.

Job Analysis in Prime Bank Limited

There is not any fresh written down job  analysis procedures; but are following poorly, in 

an oral demonstration. Job analysis gives important information for several HR activities. 

It helps in developing the job description and the job specification. The job description and
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job specification help the managers to make recruitment and selection decisions, 

performance appraisals, job evaluations, and to determine training needs.

In the eighteenth century Frederick Taylor and Adam Smith wrote on the growing positive 

relation between job specialization and efficiency. However, this correlation is not a 

watertight relation anymore. Nowadays, employees w'ant humanized jobs. The job needs to 

be challenging. Through job enlargement and job rotation employers aim to enrich an 

em ployee's job. They are trying their best to obtain the first class position in the Banking 

sector o f Bangladesh.

Job Description

Meaning o f Job Description; Job description is a listing of tasks, duties, responsibilities, 

and reporting relationships for an individual, who is placed in a p o s i t i o n . I t  is a written 

statement o f what the jobholder does, how it is done, and why it is done. It should 

accurately portray job content, environment, and conditions o f employment. A common 

fonnat for a job description includes the job title, the duties to be performed, the 

distinguishing characteristics o f the job, and the authority' and responsibilities o f the 

jobholder.'^’’

‘Job description is a list o f a jo b 's  duties, responsibilities, reporting, relationships, wording 

conditions, and supcrv'isory responsibilities.’^̂ '* A job description is a written declaration of 

what the job holder does, how it is prepared, under what environment it is done and 

situation o f services. It should exactly represent the job  substance, environment, and
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conditions o f employment. A job description is an organized, factual statement o f the 

duties and responsibilities o f specific job. In brief it should tell what is to be done, and 

why? “A job description is a w ritten statement o f what the job holder actually does, how he 

or she does it, and under what conditions the job is p e r f o r m e d . T h i s  information is, in 

turn, used to write a job specification that lists the knowledge, abilities, and skills needed 

to perform the job satisfactory.

Some Propositions of Job Description

Before learning how to write a job description, it is crucial to understand the meanings 

and differences o f the following six propositions:*^^ position, job , class, class-series, 

family & occupation.

Com ponents of Job Description

There are some facial appearances o f job description. The presence o f these skin tones 

makes the job description program a success. On the other hand, nonappearance o f this 

skin job description Program could not give out its idea as per need. Therefore the person 

accepted should be ver>' vigilant in recounting jobs. Those are: i. Title o f the Job; ii. 

Alternative title; iii. Name o f the department; iv. Name o f the sub department; v. Name of 

the branch; vi. Brief description o f work; vii. Limitations o f jobs responsibilities; viii. 

Training activities; ix. Relationship between jobs; x. Super\'isor>' facilities; xi. Working 

condition; xii. Concept about the jobs; xiii. Physical and mental abilities; xiv. 

Remuneration; xv. Methods o f  job comparison.'"^

173

Rahman, AUitir ^2(H)7). Hum an Resource M anagem ent, /.ah in  Publications. Dhaka.pp.‘)3-94
Dyer. Lee. and Gerald H older (1988). "A  Strateeic Perspective o f  H um an resource Xiaiiaeement. " in Human  

R esource M anasem enV. Evolving Roles iuid Respoiisibililies, ed. Lee D yer aiid Gerald Holder, W ashinglon, D. C.: 
Bureau o f  N ational Affairs, pp. 1-46.

Ibid.pp.93-94

Dhaka University Institutional Repository



Before writing a job description, it is a vita! matter to understand the meanings and 

differences o f these propositions: position J o b ,  class, class-series, family, and occupation.

Steps in Job Description

In the Job Description the following steps are to be followed:

“ 1. Job Identification: Tlie job identificaiioii section severe types o f  information. Tliese are 

suinmarized as follows: i. The job title specifies the title o f the job, such as Deputy General 

Manager, Junior Officer, Driver etc. It lists title for all the jobs. ii. The job status section permits 

quick identification o f  the exempt or nonexempt status o f the jobs.iii. Tlie job code permits easy 

referencing o f  all jobs. Each job in the Bank should be identified w ith a code, these codes represent 

impoitant characteristics o f the job, such as tlie wage class to which it belongs, iv. Tlie date refers to 

the date o f  the job description was actually written and v. Written by indicates the person who wrote 

it.vi. There is also space to indicate who approved the description and a space that shows the 

location o f  the job in term o f  its plaiits/division and department/section.vii. The immediate 

supervisor’s title is also shown in the identification section as is information regarding the job’s 

salary and / or pay scale, viii. The space grade/level indicates the grade or level o f the specific job; 

ix. Finally, the pay range space provides for the specific pay or pay range o f  the job as Junior 

Officer, Driver etc. 2. Job summary: Tlie job summary describes the general nature o f  the job, 

listing only its major functions or activities, i. Relationship: The relationships statement shows the 

jobholder's relationship with others inside and outside the organization, ii. Responsibilities and 

duties: This section presents a detailed list o f the job’s actual responsibilities and duties. Each o f  the 

job’s major duties should be listed separately, and described in a few sentences, iii. Authorit): This 

section defines the limits o f  the jobholder’s authority, including his or her decision-making 

authority', direct supervision o f  other personnel and budgetar> limitations, iv. Standard of 

Performance: Some job descriptions also contain standards o f performance section. These states the 

standards o f  the employee, which is expected to achieve in each o f the job description's main duties 

ajid responsibilities, v. Working Conditions and Physical Environment: The job description will also 

list the general working conditions involved on the job. These might include things like noise level, 

hazardous conditions, or heat. vi. Accountabilities: The accountabilities section o f  a job description 

briefly describes the major results achieve which the satisfactory performance. It acts as a guide for 

the gal setting process that integrates job requirements with Jobholder contribution,” ’’*
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S etting  the S tandard

111 setting performance standard o f the job description instruments like planning, 

operations, and control are to be accomplished.’̂  ̂ These may be organized /structured in 

the following ways:

Planning comprises o f organization design, staffing levels, career ladders and career 

path. Job design & pay system design.

Operations comprises o f recruiting and screening, hiring, placement and orientation, 

development procedure& training and development.’̂ '̂

Control comprises o f performance standards, legal requirements. & collective 

bargaining.’̂ '

Even though it does not habitually emerge, a section allowed provision o f employment 

may perhaps be additional to a Job Description. Those are: situation o f employment. 

Environmental situation, sound accommodation, &comparing situation o f employment. 

There are some ways o f  describing jobs in the organization enterprises in Bangladesh. 

These ways are:

“i. Position Description: Under this method, positions o f  employees arc described and their 

activities arc identified. Executives who are placed at the higher position and employees who are 

placed at the lower position are identified, ii. Clnss Description: Under the way different hierarchies 

are described. By this description, are shown the higher positions and their duties or responsibilities.
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Resorting this way also identifies similarly lower positions. Hi. Standing Operation Procedures: 

What ty pes o f  operation are going on in the organization can be described with this way. Among 

these operations a limited number o f  operational procedures are identified as standards."'’’

Job  D escription  in Prim e B ank L im ited

In Prime Bank Limited it’s a list o f job duties, responsibilities, reporting relationships, 

working conditions, and supervisor^’ responsibilities. The job description is a part o f job 

analysis. A job  description is a list o f job duties, responsibilities, reporting relation.ships, 

working conditions, and super\isory responsibilities (Dessler, 2003, p. 531). The job  

description is a part o f the job  analysis. The bank did not make a good & specified job 

analysis, and consequently they were unable to come up with high quality job descriptions.

Table No-3.33 # Feeling of PBL Executives on Job Description
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Level o f  Officers Good Psully Good Not Good I'otal

H igher Kevel Officers 27 42 31 100

M iddle Level Officers 25 50 25 100

Lower Level O llicers 10 40 50 100

Source: Field Survey

What is the feeling on job description o f the employees o f this bank? On account o f this 

question different answers are received. In PBL 300 respondents out o f 1172 employees 

has questioned about their idea on jo b  descrip tion  on the three groups (Higher level 

ofllcers-lOO, middle level officers 100 and lower level em ployees-100 respondents). In this 

survey, overall, the employees said that they have not got any clear idea on job 

descriptions o f this bank. I’rom executive level, 27%, middle level officers 25%, and lower 

level employees satisfied only 10%.

Rahman, Ataur, (2007>. Human Resource M anaeem ent. Zahin Publications, Dhaka.p.98.
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E m ploym ent

Global Employment Trends: At the beginning o f the twent}'-first centun', the global 

employment situation remains deeply flawed. Despite the revival of the global economy, 

the persistence o f widespread unemployment gives rise to serious c o n c e r n . T h e  

International Labor Organization (IT.,0) estimated open unemployment at the end o f  2000 

at approximately 160 million, 20 million higher than before the peak o f the East Asian 

crisis in 1998.^ '̂* ITiere has been economic recovery in many o f the countries hit by that 

crisis, but many other countries find themselves struggling in the process o f transition to a 

fully market-oriented pattern o f development. Transition implies disruption and frequently 

insecurity.’̂ '’

While more and more people are finding employment in the United States and increasingly 

in other industrialized countries, unemployment is growing in Latin America, remains high 

in Central and Eastern Europe, in the Middle East and North Africa, and in the towns o f 

Sub-Saharan Africa, and is emerging into the open in China.'^'' Poor-quality jobs, low pay, 

overwork, unsafe and unhealthy working conditions, job and income insecurity are 

widespread. People living in poverty in the developing world, about 1.2 billion are almost 

entirely supported by the earnings o f the 500 million workers among them -  the "working 

poor If those people who work substantially less than full-time, but wish to work more, 

are included, then one-third o f the world labor force o f about 3 billion are either

Ml

Tesone, D. V., (2005): HKM in H ospitaliiv Induslrv. Pearson Prenlice Hall. New Jersey, USA,

A n h u r R. Pell, (2001), The C omplele Id io t's  Guide lo Human Resource M anasem eni (Indianapolis; A ipha Books, 
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Arm strong, M ichael. (2003). A H and  Book ot Hum an Resource M anaeem em  Praciices (9* lidition) . Published by 
Kogan Page Limited, l.ondun &  Slerling. VA. USA.p 112.
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unemployed, underemployed or earn less than is needed to keep their families out of 

povertv'.'^^

W omen and Employment

Workforce demographics are changing. The workforce is becoming more diverse as 

women, minority groups, and older workers enter the workforce.'^* hi the US women 

represented 46% o f tlie workforce in 1994 and will represent an estimated 47.8% by 

2005.'^^

Recent research re\'eals how the labor market situation o f women is changing in 

developing countries. Horton’'̂ '’ concludes, on the basis o f analysis o f available labor force 

sur\eys (from the 1960s to the 1990s) from Asia, Latin America, North Africa and the 

Middle East, that w om en's labor force participation is tending to increase over time, they 

are tending to shift out o f agriculture, mainly into manufacturing, professional services, 

commerce, clerical and sales occupations, and out o f impaid family worker status into 

wage employment. Certain previously male-dominated occupations have become female- 

dominated (clerical work in Asia, for instance); and, a conclusion supported also by 

Tzannatos’"*', their pay is rising relative to m en's (in the case o f Asia and Latin America at 

a rate faster than occurred during industrialization in the US). Results reported by standing
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are generally consistent with these conclusions, but he warns that they may reflect a 

convergence o f male and female patterns o f labt>r force participation: "while there has been 

an overall trend toward more flexible, informal forms o f labor, wom en's situation has 

probably become less informal, while m en’s has become more so."*"'^ In the same spirit, 

Eison suggests that participation in labor markets does not automatically empower women 

and that reduction in gender differentials in earnings may be the result o f harmonizing 

down rather than up.'' '̂^

Yet, despite some positive developments, continued discrimination in the labor market 

especially hurts the wages and career prospects o f women (for example they are under- 

represented in the information and communication technologies ( I d 's )  workforce in many 

countries) and the need for gender related policy interventions remains strong. These 

includc increased access for women and girls to education and training, enactment and 

enforcement o f legislation on matemitv’ leave and against discrimination, and government 

expenditure on monitoring, providing and subsidizing day carc and offsetting the costs o f 

matemit)' leave (rather than increasing the costs o f employing women by leaving all this to 

employers).'"^The five major institutional pressures resulting in the adoption o f women 

friendly policies are;'"*’

□. External pressure for firms to manage workforce diversit>'.
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□ Pressure from constituents.

□ Consistency and congruence o f institutional pressures with an organization’s 

existing goals.

n  Pressures imposed by legal authorities.

7  Pressures resulting i'rom environmental uncertaint>’.

Addressing gender inequalitj' in development processes has now become a central element 

in the work o f Northern donor development agencies. Spurred on by the growing strength 

and impact o f women’s organizing efforts throughout the world, donor agencies have been 

confronted with the need to develop strategics for addressing gender inequalities.'^^ 

Gender inequalities are now on the agenda o f all mainstream organizations, and resulted in 

the formulation o f elaborate and detailed policies on equal rights and opportunities for men 

and women. The importance o f addressing gender inequality for economic growth and the 

welfare o f families is being increasingly recognized.

Women have entered many o f the professions previously reser\’ed for men, and their 

earnings have become an essential part o f household income. This change has led to shifts 

in societal views o f the role o f women in economy.*'’*

Hofstede (1997) .says that although people might expect it, there is no relationship between 

the masculinity or femininity o f a society's culture and the distribution o f employment 

over men and w'omen.''**^
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Table No-3.34 # Total Figure o f Male & Female Respondents in PBL

Level o f  Officers Male Female T o ta l % o f Male % o f female

Higher Level Officers 05 100 9 5 % 0 5 %

Middle Level Officers 90 10 too 9 0 % 10%

Lower Level Officers 100 00 100 100% 00%

Source: Field Survey

In the Prime Bank Limited, the current researcher has been taken total 300 respondents 

where the total employees o f the bank are 1172 on 1®' July, 2007. These employees are 

divided in to three groups. In these three groups first group is for higher level officers here 

in after arc called executives and decision makers. In these 100 respondents, 95% are male, 

and the rest 05% are female, in the second group (employees-100 respondents) 90% are 

male, and 10% are female. In the third group (lower em ployees-100 respondents) 100% are 

male, and there is no female in this group. In observation, it is seemed that the nature o f the 

work in this group is not favorable for the female employees.

R ecru itm en t

Meaning o f  Recruitment: Recruitment is concerned with finding the applicants; it is the 

process o f contacting the public and encouraging suitable candidates lo come forward for 

final selection.'’’”

Watson defmes recruitment and selection as: the processes by which organizations solicit, 

contact and interest potential appointees, and then establish whether it would be 

appropriate to appoint any o f them.'^'

Arm strong, Michacl.(200.1). A H and tiook o f  H um an Resource M ana^em enl Fracrices (9''' lidition) . Puhlishecl hy 
Kogan Page Limited. London & Sterling, VA. U SA ,p.l26 .

\ la n a ^ in g  Peopje. (2006), ( ACCA-Course H w k ), 2006, (W riter unknown, Kaplan Publishing Foulks Lynch, Unit 2 
ITie Business Centre. Berkshire, UK), Brilish Council Libitir>, Dhaka. P. 105.
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All too often, new employees are hired in a hurry little consideration is given to the actual 

demands o f the vacant position or thought given to whether the post needs to be filled at 

all. Sometimes the recruitment campaign is hurriedly pul together.

Importance o f Recruitment

Employment considered as a basic concept and category o f labour law is a relatively reccnt 

development. Prior to the Great Depression and World War 11 the emphasis was upon the 

prevention or reduction o f excessive unemployment rather than upon long-term 

employment policy as part o f a comprehensive scheme to promote economic stability and 

growlh.’^̂  The new approach, arising from changes in political outlook and contemporary 

economic thought, has increasingly foujid expression in legal provisions that establish the 

creation o f employment opportunities as a general objective o f policy. To this end, 

legislation has established the necessar>' legal framework for the forecasting o f manpower 

needs and availability and the provision o f employment services including placement, 

recruitment, vocational training, and apprenticeship. Freedom from forced labour, quality 

o f treatment in employment and occupation, and unemployment benefits may. in a broad 

sense, be regarded as part o f the same general subject.

Recruitm ent Policy

Recruitment and selection play an important part in the organization’s strategy. It is closely 

linked w'ith the organizational goals and objectives, and much o f the training and
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development that follows it.’''* Its position is shown in the following diagram: Figure 3.02 

in Appendix

The aim of most organizations is to produce goods or services at a profit, so the people 

working in these organizations \vill need to be good at their jobs. There is always the 

possibilit>' o f  training someone to do the job  efficiently but it is obviously better if  people 

are placed in jobs w'here their natural abilities and interests are reasonably suited.'"'^

Recruitm ent Policy in Prime Bank Limited

Personnel Management is by far the most important element an organization. This is 

particularly true for a service organization like a commercial bank. Progressive companies 

pay special attention to recruitment, selection, training, orientation, evaluation, promotion 

and compensation o f Executives, Officers.'^'’

Circulations of Recruitment of Employees in PBL in the National Dailies

A number o f qualified Employees are working in the PBL. Undoubtedly, without caring or 

counting any religious. Language or racial purposes, the authorit>- o f the Bank recruits a 

large number o f highly qualified HRs for conducting its Banking activities in the modem 

competitive market for attracting suitable candidates. They are human being, so, they have 

their own individual attitudes with respect to their age limit. In this case, the bank authority 

takes care for the employees’ attitudes with respect to their age limit that will be their 

possible candidate for job in future. The current researcher has collected data from Field  

Survey and presented it in the following Tables who will be the possible candidate for job 

in future:
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T a b le  N o-3 .35  #  Circulations o f Recruitment of Employees in PBL in the National Dailies

l.evel o f  O fficers

H igher l^ v c !  O fficers

M iddle Level OfTicefs

Low er Level O fticers

100

100

100

Neill raJ

00

00

00

N o

00

00

00

Total

HK(

100

UK)

Source: Field Surv ey

The question was “Did the advertisements for the recruitment o f Probationary Officers o f 

your Bank use to publish in the National Dailies regularly?" Different answers received by 

Commenting yes or not. In these cases lota! respondents were 300 hundred. 100 was 

Higher Level officers, 100 Middle level officers and 100 was Lower Level Officers. In 

every cases 100% gave the answer yes. But they added a minimum number o f employees 

sometimes join through nepotism, which is held on behalf o f the authority & for the 

owners o f the Bank.

Year-wise Recruitment in PBL

PBL has been established in April, 1995 as a scheduled bank. During the inception o f the 

bank it has only one 161 employees in two offices, one was the first branch in Motijheel 

and the other w'as its head office. 'I'he currcnt researcher has collected data from Field 

Survey and presented it in the following Tables which show the 12 years history o f PBL in 

case o f recruitment:

Table No-3.36 # Year-wise Recruitment in PBL

Y ear 1995 1996 1997 I99S 19‘W 2000 2001 2002 2003 2004 2(X)5 2006

N um ber o f  
B rand ies

01 10 14 IK 20 21 26 27 30 36 41 50

N um ber o f  
Em ployees

161 239 305 362 452 518 613 730 777 894 1024 1172

Source: Annual Repi'rts (1996-2006) Puhlished by PBL, Dhaka. & Field Survey
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After twelve years in 2006, the bank has appointed 1172 employees. At the second year 

(1996) off its inception, it was recruited newly 78 employees and the total employees be 

came 239 for its new branch launched and total branch became 10. In 1997, at the 3̂ *̂  year 

o f the bank, launched 4 new branches and rccruitcd 66 employees, than the total branch 

has be come 14 and total employees 305.in this way in every year it was increasing its 

employees and branches, and in 2006 the branches become 50 and empioyees 1172. It is 

observed that in every year it was increasing its branches and employees.
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Graph N o-3 .09 # Recruitment o f  Employees in PBL

B  h lu tn b e t o f 
B lan ch e

□  Wumbei of

Year

The Graph shows, the figure of Year-Wise position of Employees & number o f branches 

of PBL. The figure show's, every  ̂ year the Branches o f bank and the number o f employees 

(Recruitments) are increasing gradually. This is the proof o f the gradual improvement o f 

the bank.
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Nepotisms in Recruitment of Employees in PBL

The employer generally gets the employees he d e s e r v e s . T h e  Bank authority clearly 

favored the advancement o f relatives and friends. This nepotism'*’* happened the most at 

top and higher organizational level, although at it occurred at middle and lower 

organizational level as well. Respondents at higher organizational level said that nepotism 

w'as widely practiced in Bangladesh, because Bangladeshi persons are generally mistrusted 

people from other in-groups. Nepotism resulted in Banks not having employees fit for their 

job.

Table No-3.37 # Nepotisms in Recruitment o f Employees in PBL
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l.evfl o f  Officers No Partly Yes Total

Higher Level Officers 100 00 GO 100

Middle Level Officers 100 00 00 100

Lower Level Officers 100 00 00 !00

Source: Field Survey

At all levels nepotism resulted in deleterious situations, such as: 1) Incompetent 

management. 2) Disturbed subordinate-superior relationships. 3) Lost opportunities. 4) 

Lower product quality. 5) Short-term thinking. 6) Lower productivity'.

The question was, “Is there any nepotism in recruiting employees in this bank?" In this 

case total respondents were 300 hundred. 100 was higher level officers, 100 mid level 

officers and 100 w'as lower level officers. In every cases 100% gave the answer No. But 

they added a minimum number o f employees sometimes join through nepotism, which is 

held on behalf o f the authority & for the owners o f  the Bank.

W aller Oilbey;( 1991), ciletl in W ebster, W ebster's D ictionary. New York: l.exicon I’utilications Inc., 1991, p.QD-36.

W ebster -1991 dcfinei; nepotism  a.s tavoritisni show n in the advancem ent o f  relatives, especially by appointing them 
to offices for reasons other than personal worth, p 671.
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Choosing the Right Candidate

The aim o f most organizations is to produce goods or sen'ices at a profit so the people 

working in these organizations will need to be good at their jobs. There is always the 

possibility o f training someone to do the job efficiently, but it is obvious better if  people 

are placed in jobs where their natural abilities and interests are reasonably suited.

Choosing the right candidate for the job, or selecting the right person for promotion, is a 

critical organizational decision for a number o f reasons. Incorrect decisions can lead to 

frustrated employees and poor performance levels for the organization.

A carefiil analysis o f the job to be done, and identification o f the ski is and knowledge 

needed to carry out the job successfully, should provide useful information for the 

selection process. Carrying out appraisals and performance reviews with existing staff 

should identify those employees who have the nccessary skills and knowledge to satisfy 

job description requirements.

H ie process o f filling vacancies is important from the manager's or supervisor's point of 

view, because he or she will be responsible for the newly recruited person in a specific 

department or section.

Recruitm ent Process

The overall aim o f an organizations recruitment and selection process is to obtain the 

quantity and quality o f employees required to fulfill the objectives o f the organization.

Recruitment and selection are part o f the same process and some people often refer to both 

as the recruitment p r o c e s s . T h i s  is not entirely accurate. The proccss o f recruitment, as 

distinct from selection, involves the attraction o f a field o f suitable candidates for the job.
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Ihid. p. 106.
/Vrnislrone. M ichael,f2003). J  H and  Book o f  Human Resource M timieenienI Practices (9"' Kdilioii) . Published by 

Kogan Pajie Lim ited. London &. Sterling, VA. USA.p. 126.
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Once this has been achieved, the Selection process begins; these are aimed at selecting the 

best person for the Job from that field o f  candidates (Figure 3,03 in Appendix).

Recruitm ent Process & Procedure in Prime Bank Limited

The success o f  a commerciaJ Bank depends largely on the quality of services rendered to

the clients. Quality depends on the competence and the quality o f the Officers and 

Executives. Prime Bank Limited believes in paying competitive salary' and emoluments to 

its employees and to get maximum services out of them. Therefore, the authority o f the 

bank has to be careful in recruiting the right person for the right job. Figure is 3.03 in 

Appendix.

It should be the duty' o f the managing director along with the top Management to analyze 

the manpower requirement o f the organization every year and fix up the number o f 

officers, executives and lower employees o f each category required for effective operations 

o f the Bank. The Board o f Directors on the recommendation o f the Management will be 

the supreme authority^ to sanction or to create additional post. Creation o f a post implies 

commitment o f fund for about thlrt>' years. Therefore, it is the responsibility' of the 

management to examine the work load and does the job  analysis work and to look into the 

real requirement o f  employees under various categories and to see whether and additional 

hand is really necessary. Prime Bank must recognize the importance o f manpower 

estimation and accordingly an Organogram should be prepared for Head Office and for 

each division & branch. The Organogram shall however, not be rigid, be reviewed and 

revised as may be considered necessary fi-om time to tome .Subject to review from time ,

IS8
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the appointments will be given by ihe connpelent authority as per power delegated by the 

Board.

Prime Bank Limited assesses its needs for HR recruitment with the Bank's organizational 

goals. Open positions are advertised the National Dailies. I’he advertisement mainly 

provides a description o f the positions, scale o f  pay, age, nationality, educational 

qualifications, experience and other terms and conditions o f the application and service. 

Current employees may apply to fulfill the advertised open positions. In terms o f  age o f a 

candidate, normally he shall not be less than twenty years and more than thirty years o f age 

at the time o f appointment by direct recruitment as an officer, and not less than eighteen 

years and more than thirty years o f age at the time o f appointment by direct recruitment, as 

an employee other than an officer in the service o f the banks. However, in special cases, 

the employer can relax the upper age limit for reasons to be recorded in writing. In terms o f 

nationality', Prime bank Limited does not appoint any person to any post unless he is a 

citizen o f Bangladesh. Physical fitness is another important factor in the recruitment o f 

personnel at a bank. Thus an applicant must be declared physically fit by the Medical 

Officer o f the bank or some other Medical Authority specified by the bank on their behalf.

Recruitm ent Strategy & Plan

The process o f Recruitment involves generating a pool o f  qualified applicants for positions 

within the organization. The external factors that influence recruitment strategies are all 

focused on the labor market. The labor market consists o f individuals in possession of 

knowledge, skills, attitudes, and abilities (KSAAs) that meet the standards for employment 

within the organization.'*^ Factors in the locality o f the operation (such as education levels.
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Servicc R u les-1995 o f  Prime Bank IJniited . p.98
Tesonc, D. V., (2005): f lR S f  in ]IosnilaHtv Industry. Pearson Prcnlice ! lall, 'New Jersey, USA, p. 105.
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personality types, unemployment rates, competitor recruitment strategies practices, median 

age o f  the population, diversity levels, and others) are external variables that must be

considered prior to constructing recruitment strategies. 163

Human resource planning (previously termed man power planning) can be distinct as ‘a 

strategy for the acquisition, utilization, improvement, and retention o f an organization’s 

human resource'.’̂  The determination o f a company's long term objectives is a 

precondition to effective Human Resource Planning in order that the Human Resources can 

be optimally used.

Table N o-339  # Recruitment Strategy & Plan in PBL
Year 1*»6 IW7 W 8 2000 2001 2002 20<I3 2(KM 2005 2006

Number of 
Branches

01 10 14 IR 20 21 26 27 30 36 41 50

Number of 
nmployets

161 2.^9 305 362 452 . 5i« 613 730 777 894 1024 1172

Source: Prim e Bank l.lm ilctt .Annual Rcfmrts ( 1 ^ 6 - 2 0 0 6 ) ,  Dhaka. &  Fidel Survey 

“Whai is the condition o f  recruiting employees in this bank in the last twelve years?” The gist o f  the answer 

was as bellow: PBL has been established in April, 1995 as a scheduled bank. During the inception o f  the 

bank it has only one 161 employees in two offices, one was the first branches in Motijheel and the other was 

its head office. After twelve years in 2006, the bank has appointed 1172 employees. At the second year 

(1996) o ff its inception, it was recruited newly 78 empioyees and the total employees be came 239 for its 

new branch launched and total branch became 10. In 1997, at the 3'̂ '* year o f  the bank. launched 4 new 

branches and recruited 66 empioyees, than the total branch has become 14 and total employees 305. In this 

way in every year it was increasing its employees and branch, and in 2006 the branches become 50 and 

employees are 1172. It is observed that in every year it was increasing its branch and employees.

'*■' O slcrm an, Paul (1994), " How C om m on is Workniac.e Transformation and Wha Adopts llV" Industrial and  Ixihor 
Relations Review  47(2), pp. 173-188.

Ouchi. W. G. (I9SU. Theory Z: H ow  Am erican Husiness can meet the Japtinese ChaHem^e. Adclison-Wcsley. Me. 
Grawllill Book Company, New York, U'.S.A. p.03.
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Graph No-3.10 # Recruitment Strategy & Plan o f F.mplovees in PBL

fiJtlL im b e i Cff 
EianchiM :

Ot lumbei of 
Employees ij

Year

The Graph shows, the figure o f  Year-wise position o f employees & number o f branches o f 

PBL. The figure shows, evcr\’ year the branches o f bank and the number o f employees are 

increasing gradually by selecting & recruiting ever>- year. This is the proof o f the gradual 

improvement o f the bank.

Phases in Human Resource Planning

I. Auditing the existing personnel in the company, its strong point and w'eaknesses,

age spreads, practice and training levels etc.

II. Forecasting the demand for and the supply o f labour in terms o f quantity, type and

quality o f people the company should employ to gather planned necessities and 

cover expectcd re tu rn ,

Nayyar. Praveen R. (1993) "O n the M easurem ent o f  C om petitive Strategy: Evidence from a l,arge M iilti-proiluctive 
U S (‘irm." Academ y o f M anagement Journal 36f61. USA, np. 1652-1669
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III, Planning personnel policies to recruit, train, and develop the labour force indicated

in the forecast, i.e. to fill the gaps between what we have and what we need lo 

meet the plan.

IV. Controlling by measuring the effectual operation of human resources and its role

towards the getting o f business objectives.

There is no perfect plan for recruitment, no fantastic mode! lo be allowed. All 

organizations have their personal method o f doing it, with changeable degrees o f  success. 

What is significant is for an organization to be conscious o f what has been useful ajid 

successful in the precedent and trv' to develop a system is well designed and correctly 

functional.

‘'Piuinbley identified the following questions that should be asked hefore Recruiting; i. whai is the 

purpose o f  the job? ii. Is it necessary? iii. Is it full filling its purpose? Iv. Could it be combined with 

another job or jobs? V. Could ta,sk be allocated to make beUer use o f  other people in the 

department? Vi. Can we ieam any lessons fi-om the record o f  the last person? Vii. Could the vacancy 

be used as a temporary training position? Viii. Are we certain that know existing employee would 

be suitable? Could we afford to train someone? Ix. Is the required type o f  person easier to recruit 

locally? X. Are there aspects o f  the job analysis or o f  the person specification which could be 

adjusted to attract a wider choice o f  candidates?” '**

Recruitment is concerned with finding applicants for a job .it is a positive action that 

involves analyzing the job and drawing up a job description, then deciding on the type o f  

person required and writing a specification. All o f this information is used to attract 

suitable candidates.

As shown in the diagram below, the recruitment plan includes: 1. the clarification o f the 

exact nature o f the position to be filled; 2. determining the skills, aptitudes, and abilities

192

-̂far>Qg‘W  People, (2006), (ACCA -Course Book), 2006, (W riter unknown. Kaplan Puhlishing Foulks Lynch. Unit 2 
th e  Business Centre. Berkshire, UK), British Council l.ibrary. Dhaka. Pp I i3 - l  14
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required for the job; 3. establishing a profile o f the candidate; & for Attracting candidates 

by advertising or other means { Figure 3.04 in Appendix).

'I'he four stages o f Recruitment arc: (1) Job analysis, ^2) Job description, (3) Person 

specification, and (4) Internal & External Recruitment.

Job Analysis: In view o f the fact that the procedures of Recruitment & 

Selection are expensive and involve substantial use o f management time, it is necessar>- to 

define as in particular as possible the job  requirement and the type o f person essential.'*’ 

The more precise the organization can be in defining these aspects, the more effective will 

be its recruitment procedures. Defining these requirements is none as the job analyses.

Although precision is necessar)', the task is subjective. Watson noted that the job  analysis 

relied too much on judgm ent to identif>' key aspects o f a job and to identify the important 

qualities that determine success.

This component o f the process, w'hich we will be covering in more specify', involves more 

than just a job  description as includes likely personalit}' aspects o f the triumphant 

applicant. The job outline then acts as a draft against which successful applicants can be 

considered.

Job Description: Based on the information from the job analysis, the job 

description defines the position that needs to be filled. It covers the purpose, duties, and 

relationship o f the job and the physical, social, and economic factors that affect it.'̂ *̂
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-Sc-hulcr. Randall .S. (1988) -H um an Resource .Uanag^men, Choices and O rgani/atm nal Slralcgy," in Keactn,^.
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The derived, towards flexibility and changing practices at work has been new forms of 

‘work descriptions' being developed. For example, some enterprises have begun to replace 

or complement job descriptions with perfoiTnance contracts. These contain details o f what 

a job-holder agrees to accomplish over a period o f time. A contract will summarize the 

purpose o f a job, hovi' it will be met over the specified time, and how the achievement o f 

objectives will be assessed.

Person Specification: Sometimes known as the ‘personal specification’, 

this is a profile of the kind o f person who would be a good match for the job. When 

drawing up this document, care must be taken not to infringe the provisions o f the Sex 

Discrimination and Race Relations.

Organizations arc increasingly using competencies to create a specification of the 

characteristics sought for the position. This is because stereoty'pes o f the ‘ideaF person 

may be contained within personnel stereotype in the recruitment process.

Internal Recruitment: Internal recruitment generally applies to those jobs 

where there is some kind o f career structure, as in the case o f management or 

administrative s t a f f M o s t  firms invariably recruit supervisors from their own shop floor 

staff. If a policy o f internal recruitment is to be pursued, the following points should be 

noted:
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Schuler. Randall S. (1988) "H um an Resource M anaeem ent Choices and Organizational Slralegy," in Reudings in 
Personnel and  H um an Resource M anagem eni 3 rd  edition, eds. Randall S. Schuler. Sluart A. Youngblood, and V andra [,. 
Huber. St. Paul. Minn.: West Publi.shing. pp. 24-3^.

Cappeill, Peter and Marbir Singh (1992). "In ievra tin 'j Strategic Hum an R esoun  
Resciirch Frontiers in Industrial R elations and Human Resourees. ed.s. David Lc\vin. O livia S. M ilchell, and Peter D. 
Sherer, .Madison, Wise : Industri-il Rclalions Research A.ssociation pp 165-192.
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# recruiting from within by promoting existing employees can act as a source o f 

motivation and may be good for the general morale o f  the workforce.

# in dealing with existing staff, selection can be made on the basis o f known data the old 

adage o f ‘better’ the devil you know applies here.

# It can save considerable time and expense in recruitment and selection.

# if training is required, this can be costly, but generally no induction is needed, and the 

firm may be able to train employees to its own specifications.

# One o f the problems caused by internal recruitment could be the ill-feeling it creates 

among those not selected or the difficult)’ o f promoting someone to supervise ex

workmates.

External Recruitment: In general the advantages and disadvantages o f 

external recruitment are the inverse o f those o f internal recruitment, but the following 

specific points humid be noted.

External recruitment may be essential if  an organization is seeking specific skills and 

expertise not already available. At some stage, e.xternal recruitment is necessar>- to restore 

staffing levels depleted by employee wastage and internal promotion policies.’ '̂

It may be necessar\^ to inject new blood into an enterprise. People from outside the firm 

often bring with them new ideas and different approaches to the job, gleaned from their 

experience working in other organizations. With internal promotion policies, there is a real 

danger o f producing a succession o f employees all w'ith the same ideas; indeed, this may 

be a prerequisite to progress in the organization. On the other hand, new techniques can be
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Oiichi. \V_ G. (1981), I'heory Z: How Americari Business can meet the Japanese Challenge. Addison-W esiey. Me. 
G rawHill Bonk Com pany. New York. U.S.A. p.O.V
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equally set in their ways and have difficulties adjusting to new techniques and 

approaches,’’^

A ttraction  Su itable C an didates

This is the process where the vacancy is brought to the attention o f suitably qualified 

people to stimulate them to happy. This is the sort o f process which, if  it goes badly, means 

that the originations could have too few candidates with no real choice o f hundreds o f 

totally unsuitable applicants,*’  ̂Then the authority makes a suitable List and finds the ways 

o f encouraging external suitable applicants to apply for jobs.

Methods that might attract external applicants to apply for vacancies might be focused 

Journal or newspaper advertising, recruitment fairs and media advertising such as TV and 

Radio.

VvTiatever method chosen, it should deter people who do not meet the requirements without 

discouraging those who have much to offer but do not quite match the job specification.

Position in Prime Bank L im ited: Hie Bank gives a suitable facility for coming new 

Job seeker in this Bank. Those are: i. A good and Attractive Salary; ii. A Charming 

Internal Enviromnent; iii. Charming & Attractive Office Arrangements; iv. Influential 

Flow of Communication etc.
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Vfawjijgi'ng P e o p l e (A C C A -C ourse Book). 2006. (W nler unknmvn, Kaplan Puhlishm ji Foulks Lynch. Unil 2 
The Business Centre. Berkshire, UK). British Council l.ibrar>'. Dhaka, p. I 16. "
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Selection of Human Resources

Meaning o f Selection: Selection is the progress o f choosing between applicants for the job 

and a progress o f elimination of unsuitable applicants.’ “̂’Selection is the process o f 

identifying individuals to occupy vacant positions within an organization all o f the 

activities within the selection are for the purpose o f  selecting a single person fill an 

employment. Selection is the screening and filtering process o f job applicants who have 

been invited to apply for the vacant positions through which the process comes to an 

end.’ '̂̂  These practices are referred to as pre-employment activities, the application 

provides areas for the applicant to complete information about employment experience by 

asking for information such as: employer name, location, type o f business, address, phone 

number, start and end dates o f employment, starting title ending title, starting and ending 

and description o f duties.

P re-E m plovm en t A ctiv ities

I. Applicants submits resumes and complete application blanks in person or 

online;

II. Short pre-screening interviews with HR representative;

III. HR Representative eliminates unqualified candidates from the pole; 

rV. Applicants are scheduled for screening interviews;

V. HR Representative selects three to five candidates from that pool for further 

.selection;
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M cm aein^ People. (2006). (ACCA -Course Book), 2006, (W riter ur>known. kap lan  Publishing Foulks Lynch. Unit 2 
Hic Business Centre. Berkshire, UK). British Council LibniT>. D haka.p-I05.

Rahman. Ataiir, Hum an Resource M anaeemenl. Dhaka. Zahin Piibhcations. 2007, p. 1.14.
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VI. Pre-employment tests for ability, aptitude, personality, honest^’ or 

assessment centers;

VII. HR Representative forwards pre-employment file to hiring department 

managers

VIII. Managers from departments conduct additional inter\’iews with remaining 

candidates ;

IX. Manager advises HR Representative o f selection for em ploym ent;

X. HR Rep makes a tentative offer to the candidates o f choice pending drag or 

medical test results ; &

XI. Security office is authorized to conduct background investigation of 

selected candidates.

X n. A formal offer o f employment is extended to the candidates indicating start 

date and orientation reservation;

XIII. Applicants who were not chosen are advised o f their status;

XIV. Applications are retained in applicant’s files for one to three years.

Next, the HR Rep conducts a short pre-screening interview for the purpose of determining 

which candidates are clearly not qualified for the position. I'he remaining pool o f 

applicants is scheduled for second interviews with the HR o f f i c e . A t  the completion o f 

this interviews source representatives conduct reference checks with prior employers. 

Based on the result o f these inter\'iew's, three to five candidates are referred to the hiring 

department for further interviews. In some cases, after passing the departmental interview 

process, candidates will be scheduled to meet with the executive committee, although this 

is not always the case.

1 9 8

177 !hid.p.!34.
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The selection process concludes with a formal offer o f employment, which begins the 

employment relationship between the newly hired individual and the organization (Figure 

3.02).

Selection  P rocess

Selection activities typically follow a standard pattern, beginning with an initial screening, 

interview and concluding with the final employment decision. Selection process typically 

consists o f eight s t e p s . S u c h  as: i. Initial screening interview; ii. Completion o f the 

application form; iii. Employment tests; iv. The comprehensive interview v. Background 

investigation; vi. Conditional job offer; vii. Physical or Medical examination; viii. Job 

offer ( Figure-3.04 & 3.05 in Appendix).

M ember o f Selection Body/Committee

The selection committees are commonly made by seven members. In the seven members 

the Chairman o f the Board o f Directors attends regularly, I'he other members o f the 

committee are MD, AMD, DMD, and SEVP respectively.’*̂’

S election  in Prim e B ank L im ited

After the acceptance o f application and medically fit, a candidate has to appear at the 

written & oral test respectively. After succeeding the tests, the job seeker gets the letter o f 

appointment and then he joins at the job.
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N epotism s in Selectin g E m ployees in PBL

The employer generally gets the employees he deserves.'**' The bank authority clearly 

favored the advancement o f relatives and friends. TTiis nepotism happened the most at 

top and higher organizational level, although at it occurred at middle and lower 

organizational level as well. Respondents at higher organizational level said that nepotism 

was widely practiced in Bangladesh, because Bangladeshis generally mistrust people from 

other in-groups. Nepotism resulted in Banks not having employees fit for their job. At all 

levels nepotism resulted in deleterious situations, such as: (1) Incompetent management. 

(2) Disturbed subordinate-superior relationships. (3) Lost opportunities. (4) Lower product 

qualit>'. 5) Short-term thinking. (6) Lower producti^’ity.

Table No-3.40 # Nepotism in Selecting Employees in PBL

2 0 0

Level ofOtVicers No Partly Yes Total

Higher 1 .eve! Officers 95 (12 03 I0((

Middle Level Officers 90 05 05 100

Lower Level OtTicers 85 It) 05 100

Sourcc: l-ield Sur\ev

The question was, “Is there any nepotism in selecting employees in this bank?" Different 

answers rcceivcd by commenting yes or not. In this case total respondents were 300. 100 

were higher level otTicers, 100 mid level officers and 100 were lower level officers. From 

this case 95%, 90% & 85% answered 'N o '. But they added a minimum number o f 

employees sometimes join through nepotism, which is held on behalf o f the authority & for 

the owTiers o f the Bank.

W aller. Gilbcy; (1991). cited in W ebster. H’etmter s D ictionary. New York: Lexicon Publications Inc., !991. p QD-36. 
'*■ W ebster -1991 defines nepoti.sm as favoritism  shown in the advancem ent o f  relatives, especially by appointing them 
to offices for reasons otlier Hiaii personal w onli. p.671.
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Placement
Placement means, the act o f either placing or arranging something in a position or location, 

or the act o f being placed or arranged in this way.'**^ After completing the above 

procedures an applicant who has passed the various tests, invited by the authority to join in 

the job  within a pre-fixcd duration of time following a specific terms & conditions 

indicated in the Bangladesh bank and specific rules & regulations o f BD Constitution.

P lacem ent in Prim e B ank L im ited

In Prime Bank Limited, Positions may be filled by direct Recruitment or by the promotion 

o f an existing employee. Prior to starting in a new position, a new employee must fulfill 

the terms and conditions stipulated in the appointment letter he receives notifying him o f 

the offer.

E m ployee O rien tation

Employee orientation is an essential element for the newly appointed and placed 

employees o f a bank or any company for all Permanent staff. Every bank companies also 

gave employee orientation for its staff, although it is extremely b rief Employee orientation 

is given for permanent employees at higher, middle &lower organizational level, extremely 

brief as w ell.’*'*

Employee orientation at ail in a Banking job is a common task. Here, the top and higher 

managers indirectly acknowledged the importance o f Employee orientation, although 

because o f 'practical reasons’ they are not conducted, since they cost money and time, and 

do not give benefits in the short-term, according to these managers.

2 0 1

M icrosoft hncarta USA.
'*■' Rahm an. Ataur, Human R esource M anaaemcnL Dhaka. Zahin Puhlication.<:, 2007. p. 146.
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The majority o f the respondents, who had had an employee orientation, describe that they 

conceived a vast knowledge at the beginning o f their assignment, and became quickly 

connected to their job and to the Bank Company. Furthermore, the majority o f the top and 

higher managers at the local companies saw employees as hands, and not as human capital, 

w'hich might explain the relative low priority o f employee orientation at the local 

companies.

Orientation in Prime Bank Limited
Employee orientation is an essential element for the newly appointed and placed 

employees o f a bank or any company for all permanent staff. Prime Bank Limited also 

gives employee orientation for its staff in ever)' year, after recruiting new employees, 

although it is extremely brief. Employee orientation is given for permanent employees at 

higher, middle & lower organizational level, extremely brief as well. Employee orientation 

at all in a banking job is a common task. Here, the top and higher managers indirectly 

acknowledged the importance o f employee orientation, although because o f 'practical 

reasons ’ they are not conducted, since they cost money and lime, and do not give benefits 

in the short-term, according to these managers.

Induction of New Employees

Training and Development is to be given induction o f new employees about many aspects 

o f their jobs; it’s a formal ceremony in which a person is inducted in to an office or into

* ‘ ' 1 8 5military serv ice. When a new employee joins in an office, he is quite unknown in his job 

oriented work. It is a noble dut\' o f the experienced employees o f that office to take-up the 

responsibility o f that new employee to make him introduced in this office. Every

2 0 2

Arm strong. M ichael, (2003), A Hand Book o f  Human Resource M anagem ent Practices (9"' Kdilion) , Published hv 
Kogan Page Lim ited. London & Sterling. VA. lJSA .p.122

Dhaka University Institutional Repository



experienced employee should help him in all his works & duties as they have a vast 

experience in that office works. It is said that a skill employee teaches a much experience 

from his bosses & experienced persons.

Induction in Prime Bank Limited

Ihrough the respondents it has been known that the upper level executives introduce a 

new employee to the existing employees with an informal way in the office directly for its 

staff in every year, after recruiting new employees, although it is extremely brief

Specially, in PBL, After Orientation, high officials are to be given induction o f new 

employees about many aspects of their jobs; it's  a formal ceremony in which a person is 

inducted in to an office.

Training and Development
Meaning o f Training and Development: liffective Training and Development requires a

systematic approach, which w'ill start with the needs defined by the Human Resource Plan.

This wills the outline o f the job requirements for the future and the performance criteria 

186necessary. Past appraisals or a skills analysis exercise could determine the existing 

position o f the ciurent and proposed job-holder. Prom this base o f future need and present 

capability, a systematic, step-by-step Training and Development scheme can be defined.’**̂

When a company or bank completes its recruiting and placing the employees in the right 

place, the next place is to train and develop HR who joined recently. There are different 

features of training and development in the banking sector o f Bangladesh. Training and
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development means changing what employees know how they work their work or their 

interaction with their co-workers or supervisors. Training is the process o f giving and 

receiving information related to problem solving. Training is a learning process whereby 

people learn skills, concepts, attitudes, and knowledge to aid in the achievement o f goals.

Training is the process of teaching new employees the basic skills they need to perform 

their fobs.'®’ Programs that are more resent-day oriented, focuses on individuars current 

jobs, enhancing specific skills, and abilities to immediately perform their Jobs, called 

training. Training u.sually refers to the teaching operational or technical employees how' to 

do the Job for which they were hired.™

In conclusion we can say, training is a social, continuous process o f giving knowledge, 

increasing skills and efficiency and changing attitudes, aptitudes, interest and 

accommodating the employee in the organization for the performance o f assigned 

task/achievement o f the organization goal.''^'

M eaning o f M anagement Development

In every development there is a process o f increasing efficiency and changing mentality 

toward particular issues for the achievement o f objectives. Development refers to teaching 

managers & professionals the skills needed for both present and future jobs.’’̂“ It is for 

decision makers or executive level employees only. It is subsequent process enhancing 

efficiency o f managers required for perforating their assignments. Development is any
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attempt to improve current or future management performance by imparting knowledge, 

changing attitude or increasing skills'*^’ (Figure 3.06 in Appendix).

From the above figure, we can conclude that Education is broad process. Training is less 

broad process, and Development is a verj- limited process o f Learning.

Above all. Learning might be the acquisition o f a new ioiovvledge, a modified attitude of 

a combination o f all three. Learning is the result o f experience. People use their knowledge 

o f the results o f past behavior to change, modify, and improve their behavior in future. 

Learning cannot take place without appropriate feedback. The experience may be planned, 

as in studying any book or it may be accidental, such as learning from one's mistakes. 

However, learning cannot be seen; it can only be inferred by observing changes in 

behavior.

Learning frequently occurs when an individual has to deal with a situation new to them. It 

is about developing new skills, competencies, and attitudes to meet new situations.
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Table No-3.41 # Training & Development Position of PBL
There arc some rules & regulations in PBL. Training Schedule o f PBL is as follow:

SI N o Subjeci N um ber o f  C ourse N um ber o f  Participant.s

1 T rain ing  Course

a Foundation  Train ing 4 105

b Islam ic B anking O peration 1 12

c C red it O peration &  M anaeem cnl 1 21

d Im crnational T rade & hinance 2 .38

e A udit &  Inspection 2 3.1

r C ustom er Service 1 24

g Banking law  &  p ractice i 14

h Inform ation reclinology 2 1.36

i M anaging C ore Risk 4 81

-) W orkshops.'Scm inars/indtiction Program

a C red it Ri.sk (irad in p 4 100

b Docum cnlalion/'I .cgal aspects in loan sanction  and 
disbursem ent

1 31

c Prevention o f  M oney [.aundcring 2 n .i

d Standard  O pera line  Procedure 1 17

e Basel ii C apital Accord I .52

f C redit C ard  O peration I 28

S Retail B anking 3 77

h R elationship  B anking 1 >0

i Foreign rcm ittance-rulcs and Procedures 2 49

i Induction  program 5 103

Total 1 146

Source: Krimc B ank L im ited. A nnual R eport. 2006, D haka, p.29 &  Kield Survey
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Graph No-3.11 # Training & Development System in PBL
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The above Graph is showing the condition o f participation o f employees in various 

courses. It also shows how many employees are taking part in various courses. Member 

schedules are being done at the time o f training courses. Here the graph is showing like 

this picture.
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T able  No-3.42 #  A cadem ic C alendar Program  2006 (iNDrx)

This is  an academ ic calendar o f  PBL in the year 2006  for training program s. A large number o f  
em p loyees participate in these training courses. The schedu les are as fo llow s:

SI. ( 'o u r ^  Tillc r>urBlion

I FounAiluin Tmining Course for M anageracni Trainee o f  Prime Bank Limited (General 
Bankm;i Banking (>iieralH>n> Part-I

1 week
i

** Fi)undiUii)n Training Course for Managcmenl Trainee o f  Prime Bank Linuled (Inlcnialional 
Trade and Finance) Pan-fl

1 week

3. Fuundaliun Training Course fcK Managcmenl Trainee o f  Prime Bank Limiled (Credit 
Operahon & M anagement) P art-d l

1 w eek

A. Foundalion Trainiiii; Course for junior Officen; and Trainee Assistant 2 Kveek

5. Credit Operations &  Mana^en»eni 1 week

6 Islamic Banking Operntion 1 week
7. Law & Prjctiee o f  Banking 1 week

& Risk Based Supervision and Internal Audit 1 week

4 Orientation Program^Basics o f Banking 1 week

ID. liitemaiional Trade Management and Finance 1 week

11. M anaging Cnnr Risk in Bankmg in coliaboralion with SEDF 1 week

12. ALcounting for Banking ajid Srateinent&'Reiums 7 days

IV Foreign Reniitlaiice and Rules & Procedures 7 days

M. Problcnt solving &  decision making 7 days

15. Cuslomera Serviees l)eve!opment ■' Rela!ionshjp Management 7 ilnys

16, Documentation-' Legal Aspects in Credit Sanction and Disbiifseuient 7 da) 5

17 Perlbrnianee Appraisal 7 davs

Rffective Bmncli Management 7 days

19 SBS Form ats-I.2& 3 7da>s

20 Classilicalion o f  Loans and ProvisioQiDg and CIB Reporting 7 days

21 Credit Card Marketing & Rcc<>vct> 7 da\-s

22 Lease Financc Operations 7 days
23 Treasure- Mnnagemen! and Dealing Room OperaUi>n.s 7 days

24 M anagement o f  NPA <S: Recovery Strategies 7 days

25. Small &  M edium Hnterprise & M icro Credit'Retai! Banking 7 days

26. Insurance u f  Hank Services Products 7 days

27 Home Loan &  Personal Lt^an 7 days

: s . Basel-11 7 days
29 Market Focuscd M anagement 7 days

30. Building Leadership for tomorrow 7 days

Innovalion in Banking 7 days

32 Custontcrs Satistaetion & high-tech Banking 7 days

33 D cw loping Conipetenc) for effective decision making 7 days

34. M aiiagcinent Audit in Banks 7 dla>s

35, Human Resources M anagement in Banks 7 days

36 Stress Management A Crisis Manapement 7 days

37. SpcciaJ Training Program on Anti-M oney Laundering 7 d ay i
3S. Strategic Managenieni &, Negotiation Skill 7 Jays

39. Time Management 7 days

40 Outreach Training Programs on spccia] issues, as time demands 5 days

41 Special I'rainmg Proprams. Workshop, Seminars as sttualion demands 10 days

Source: S en  iee Rule-1995, 200<i *  Academic Calendar Program 2006, Piihlisheil bv PH! , Dhakn. p ?
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R esearch &  D evelon m cnt in PBL

PRL has established in April, 1995 as a scheduled bank in probate sector in pursuance o f 

the policy o f  liberalization o f banking and financial serv^ices in Bangladesh. During the 

inception o f the bank it has only one 161 employees in two offices, one was the first 

branches in Motijheel and the other was its head officc. A number o f qualified Employees 

are working in the PBL. Undoubtedly, without caring or counting any religious, language 

or racial purposes, the authority o f the Bank recruits a large number o f highly qualified 

HRs for conducting its Banking activities in the modem competitive market. They are 

human being, so, they have their ovvn Individual attitudes w'ith respect to their age limit. In 

this case, the bank authority takes care for the employees’ attitudes with respect to their 

age limit. They also conducting research program in banking as a bye product. So the 

program is so weak in nature. The current researcher has collected data from Fie/cI Survey 

and presented it in the following Table about the research program o f the employees o f 

PBL:
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Table No-3.43 # Research & Development in PBL
Level o f employees Yes No Neutral lolal

Higlicr Level OlTicers 90 05 O.i 100

Middle 1 .evcl OfTicers SO 05 15 100

Iflwer Level nfTicers 69 11 30 100

Sourc-c; Field Sui\c>-

The respondents are questioned; “Are there any Research & Development system in this 

bank?'’ The respondents were o f three categories. They have given the questions for 

commenting Yes, No, or Neutral marking. In Executives level 90% given Yes and 05% is 

marking Neutral. In Middle level 80% Yes and 15% is Neutral. On the other hand, in 

Lower group 65% Yes and 30% is Neutral.
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O b jectives o f  T rain in g

There has not been developed any effective training & development system in the private 

sector banking in Bangladesh. Yet, we may suppose some objectives o f training and 

development in the private sector banking in Bangladesh. Those are as follow's: 1. 

Induction o f new employees; II. Knowledge about new; 111, Knowledge on company 

Policy; IV. Knowledge on bank -  customer relations; V. Altitude changing; VI. Career 

plarming & development; VII. Loyalty; VIII. Reduction o f labor turnover; IX. 

Productivity; X. Quality; XI. Future growth; XII. Climate; XIII. Health; XIV. Time 

schedule or time duration in office; and XV. Behavior.

Im portance o f Training

The purpose o f training and development in the work situation is to develop the abilities 

o f the individual and to satisfy' the current and future manpower needs of the organization. 

HRM is a process o f building and enhancing the skills. Knowledge, and attitudes o f 

employees through t r a i n i n g . P r o p e r  training o f human resource needs would be 

identified in the human resource plan, which would be formulated from the overall 

objectives o f the Bank. Apart from the benefits to the individual worker-e.g. greater 

versatility' and extra skiils-the Bank benefits from employees become more flexible and 

the productivity and quality o f  work improving. Job satisfaction might also increase-with 

consequent reduction in absenteeism ‘̂ ^and staff turnover rates and the organization need 

not fear the consequences o f new' technology.

2 1 0

Raiinian, Alaur. (2007), Human Resource M anagt:menl. Zahin PtibliL-alions. Dhaka.pp 152-153 

Tcsone, D. V. , (2005): I4RM in H ospitality ln<tii.str\. Pearson I’rcniic^ Hall, New Jersey, USA, p. 107. 

Op.cit. p.l55_
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Training and Development Policies

Organizations formulate training and development policies in order to; i. Define the 

relationship between the organization’s objectives and the current and future human 

resource needs;'^® ii. Provide a framework for facilitating development, and training; iii. 

Provide information for employees, e.g. lo stress the performance standards expected and 

to inform employees o f opportunities for training and development; iv. Enhance public 

relations, e. g. to help attract high -  caliber recruits, reassures clients and the public about 

quality of products or serv'ices.’̂ ^

As with Recruitment and Selection, training and development is inextricably linked with 

the organizational goals and objective. Its position is shown in the diagram below':^‘’“Figure 

3.07 in Appendix.

Training Aids and Equipments in Bangladesh

Some training aids are used in the training institutes in Bangladesh. These aids help in 

making the program a success. Without these aids training program may not be completed 

successfully.'”' However these aids are mentioned as: Handouts, Brochures, Manual, 

Bulletin. Posters, Drawing. Charts »md Graphs, Stationery, Multimedia Projector, 

Overhead projector, Movies/Films, Slides. Exhibits, Displays, Whiteboard. Flip Charts, 

Computer, Video Conferencing, & Close Circuit TV (CCTV).^”^

2 1 1

Rahman. Ataur.(2(X)7). Human Resource M anauem enl. Zahin Publiwuicin.s. Dhaka, p. 152
M anaging I’eople. (A C C A -C oursc Book), 2006. <Wriier unknown. KaplLui Publishing Foulks Lynch. Unit 2 The 

Business Centre, Berkshire, UK). B riiish Council Libnir>', Dhakii, p.l7().

**  D. V. Tesone (2005): HRM in Hosi>Ltalitv Industry. Pearson Prcntiec Hall, New Jersey, USA. p. 161

2Q1
Arm strong, M ichael,(2003), A H and Book o f  Hum an Resource M anasem ent Practices (9‘*' Kdition) , l\ib lish cd  by

Kogan Page Lim ited, l^ n d o n  & Sterling, VA. USA ,p.21L
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Training Policies in Bangladesh

Human resource management is not skillful suitably In Bangladesh, that is why there is no 

specific practice to creation and sustaining and also evaluating training policies and 

provision is as:_ I. I'here was no training policy in Bangladesh; II. In 1989 National 

Training Center was formed; HI. Bangladesh public administration training center was 

established; IV. National Training Policy for government officials; V. N o training policy 

for private sector officials still now. This picture is also a practical situation or 

condition for the banking sector o f Bangladesh.

Conceptual Framework for Training M anagement in PBL

Training is provided to the employees of an organization in order to achieve the goals of

the organization. Thus, for any management training exercise, the goals and objectives o f 

the organization must be taken into consideration. In fact̂ *̂ '’, management o f training gets 

its direction from the organizational goal set by the management at a macro level. This 

implies that the first thing that comes into consideration for training management is the 

organizational goals and objectives.

Organizational goal setting is followed by the formulation o f a training plan based on a 

training needs assessment. Once a plan is in place, management has to execute the plan. At 

this stage training is provided to the trainees on a needs assessment basis. The training 

institutes conduct workshops and seminars. The final process o f a training management 

system can be illustrated by the following figure“'’̂ (Figure 3.08 in Appendix).

2 1 2

lbid.p.16.1
Ib id .p .l64 .
H o sa ia  Am ir. (2001). Loan and  Invexrmenl M anage men! Variety o f  Conventional A  Islam ic B ankins in Dansladesh.

unpublished Ph D Thesis. (2001). Dhaka U niversity Library, Dhaka. Bangladesh, p. 106.
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Types of Training in PBL

Training in banks may be o f  three ty pes. These are discussed below;

i. Ideological Training may be related with the basic knowledge 

and issues on banking. The practical training may conducted through discussions and 

exercises on banking issues in a classroom setting. In addition, some training may be 

administered while the employee is on the job, to allow the employee to learn modem 

banking system through practice.

ii. The Theoretical Training may equip an employee with moral 

knowledge and values, which is considered to be essential for ideal banking operation in 

modem globalize world in the 21®‘ centur)'. Theoretical training may provide a conceptual 

clarity' on the understanding o f  the new challenge in banking sector.

iii. Practical Training o f banking provides the skills and art 

necessary to perform a job. An employee should have all types of training in order to best 

prepare him to perform his job requirements.

Possible Areas o f Training in PBL

Sincc the Private Sector banks mainly practice on general banking, investment, and foreign 

exchange, Training should focus on these three areas o f banking. Fhe banks consider the 

following areas while devising its training programs: Induction / Foundation Training, 

Banking Laws ajid Practices, Foreign Exchange and Foreign Trade, Investment 

Management, Branch Management, Customer Ser\ices Development, Audit and 

Inspections in Banks, Knowledge in Economics and Banking, Knowledge in Insurance, 

Performance Budgeting, & Managing the Managers.
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Furthermore, Banks need to be careful to tailor the training session to the specific 

em ployee's needs. Training should be designed to address the needs o f senior management 

all the way down to the line workers in order to be most productive, because, a Bank needs 

morally sound customers for its smooth operation. Moral value oriented customers are 

essential for growth in banking sector. I'herefore, value oriented customers training may be 

another main area o f Training for the bank.

Methods of Training in PBL

A considerable number o f training and development methods are used indifferent 

organizations in Bangladesh. But all methods are not used in all organization on totality 

information have been collected about these methods usually used in training and 

development institutes in Bangladesh. These are as; Apprenticeship, Job Rotation, 

Coaching, Lateral Promotion, Counseling, Lecture Method (mostly used), Discussion, 

Programmed Instruction, Incident, Transactional Analysis, Vestibule, Conference, 

Internship, Executive Speaking, Seminar, Special Meeting, &Quantitative Method, 

Committee Membership, Committee Activities."®* Chart (Figure 8) in Appendix.

Categories o f Training Contents

There are four Categories o f Training Contents are in the Training system in the Private 

Sector Banking in Bangladesh. Those are:

“i. Orientation: provides information to new employees for the purpose o f  assimilating them ijito the 

culture o f  the organization. Classroom settings are commonly used for this purpose; ii. Product 

Knowledge: Provides an overview o f service s provided by the Bank. Classroom settings and tours 

are commonly used techniques; iii. Mechanical/Technical .skills: Involves the use o f  hand- eye 

coordination to perform teclinical tasks. On the Job Training (OJT) methods combined with
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classroom and vestibule training are commonly used; iv. Administralive/lechnical skills. Involves 

rorms, paperwork, and computerized procedures for processing tasks within departments o f  the 

organization. Classroom settings are commonly used for this type o f  training; & v. 

Management/Professional skills; Includes abstract concepts associated with analysis and 

professional practices. Classroom settings aie commonly used.”"“̂

Evaluation o f Training Programs

All things are measurable; training outcomes are no exception. The criteria for measuring 

training include cost/benefit to the organization, accomplishment o f  objectives, and 

personal improvement in the behavior and morale o f workers. All o f these things can be 

measured in quantifiable and qualitative terms.

Repetition is the M other o f Learning

A trainer cannot be loo much relevant to the golden rules o f training is as: "1. Tell them 

what you are going to tell them; II. Tell them what you are telling them; iii. Then practice; 

and IV. Tell what you told them.”’”®

Feedback is the breakfast o f champions.“̂  Plenty o f positive feedback should be provided 

throughout the training program. Wlien in training mode, the superv'isor is acting as a 

coach to the trainees.

Training in PBL

In conclusion, we can say that training is a social, continuous process of giving knowledge, 

mcreasmg skills and efficiency and changing attitudes, interest and accommodating the 

employee m the PBL for the performance o f  assigned task or achievement o f the
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organizational goal. Although, it is said strongly, but in Practice, il is not proved exactly. 

The respondents answered unsatisfied in this case. Lack o f trained trainer & contemporary 

equipments, the training programs can 't become fruitfully, clearly answered by the 

respondents. Only lecture method is ongoing, as a training program.

2 1 6
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T rain in g  and D evelop m en t

The Contents of Courses of Training in PBL are as follows:

SL Course Tille Duration

1. Fiiimdation Training Course for Management Trainee o f  Prime Bank Limited 
(General Banking/Banking Operalitml Parl-I

6

T Fmindatiim Training Course for Management Trainee o f  Prime Bank Limited 
(international Trade anct I'inancc) !’art-l!

7

3. Foundation Training Course tor Managemenl Trainee o f Prime Bank Limited (Credit 
Operation & Management) Part-Ill

8

4. Foundation Training Course for junior Officers and 1 rainee .\sBistant 9
5, Credit Operations & Management 10

6. Islamic Banking Operation 11
7. lj)w  &  Practice o f  Banking 12
8. Risk Based Supervision and Internal Audit 13

•J, Orientation Program/Basics o f  Banking 14

10. Intemationaf Trade Management and l-inanee 15

11. Managing Core Risk In Banking m collaboration wtlh SEDF 16

12. .^ccount!ng lor Banking and Statements/Retums 17
I.V Foreign Remittance and Rules & Procedures 18
14. Problem solving &  decision making 19

15- Customers Services Devclopnienl / Relationship Management 20

16. Documentation/ Legal Aspects in Credit Sanction and Disbursement 21

17, Performance Appraisal 22

IS. EtTcctivc Branch Management 23

19. -SBS Formats-L2&3 24

20 Classification o f  Loans and Provisioning and CIB Reporting 25

21. Credit Card Marketing & Recovery 26

22. Lease Finance Operations 27
23, Treasury Management and Dealing Rixini (Jperations 28
24, Management ofN PA  &. Recovery Strategies 29
25, Small & Medium Enterprise & Micro Credil^Retail Banking 30

26. Insurance o f  Bank Services/Products 31

27, Home Loan & Persttnal Ijjan 32

28 Base!-! I M

29. Market I'ociised Managemenl 34

30, Building t.cadcrsh!p lor tomorrow 35
31. Innovation in Banking 36
32. Customers Satisfaction & high-tech Banking 37
3.1. Developing Competenc> for effective decision making 38

34. Management Audit in Banks 39
35, Human Resources Managemenl in Banks 40
36. Stress Management & Crisis Managemenl 41

37, Special Training Program on Anli-Money laundering 42
38. Strategic Managemenl &  Negotiation Skill 4.̂

39. Time Management 44

Sourcc: Prime Bank Limited. Academ ic Calendar. 2006. Dhaka, pp.2-3.
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T rain in g  and D evelop m en t Position o f PBL (1995-2006)

From the inception o f the Bank (1995) it has been established an Institute o f 'I'raining and 

Development. In this Institute, the Bank authority are regularly conducting training course 

on various topics on Banking iuid financial purposes. A vast number o f employees are 

taking part in these training courses ever>' year. The authority is conducting a huge number 

o f training courses in the meantime.
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Table No-3.44 # Training and Development Position o f PBL

Conlents 1995 !W6 1997 199« I'W 20(X) 2001 2002 2003 2004 2005 2006

Number of 
Course

06 0.5 05 07 09 10 13 41 34 38 45 39

Number of 
Participants

161 200 210 270 310 350 401 500 610 928 1246 1146

Total
employees

161 239 305 362 452 518 613 730 777 894 1024 1172

%of
Training
Conceived

100 85.68 68.85 74.58 68.58 67-54 65.41 68.49 78.50 81.43 89.84 97.78

Source: Field Survey

According to the above Table (1995-2006), in the first year in 1995 the number o f 

employees was 16. All o f them have taken part in the training courses, the percentage was 

100%. In 1996 the total employees was 239. From these, 200 employees have taken part in 

the training courses, the percentage was 83.68%. In this way from 1997 to 2006 the 

percentage o f taking part in the training courses was 68.85%, 74.58%, 68.58%, 67.54%, 

65.41%, 68.49%, 78.50%, 81.40%, 89.84% and 97.78% respectively. It is remarkable that, 

for the Other Employees Group there is not any fixed training. They have only orientation 

training. So, their training has not count here.
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Graph No-3.12 # Training Conceived in Different Y ears (1995-2006) in PBL
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The above Graph is showing the figure o f employees who has been laken part in various 

training courses in different years. This Graph is showing the data o f 12 years o f PBL. This 

Graph is showing that the numbers o f trainees are increasing gradually.

Information & Communication Training (Computer)

HR Information Strategy: The HR strategy o f an organization in relation to HR 

information is concerncd first with the use o f computerized information for strategic 

decision making, second with the range o f applications which should be included in the 

system and finally with the provision to line manage o f the facility to have direct access to 

any personnel data they need manage their own teams in a devolved organization.
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Table No-3.45 # Information & Communication Training (Computer)

Level o f  Officers

Higher Level Officers

Middle Level Officers

Lower Level Officers

Tola I

100

100

100

Well known

100

100

00

Known

00

00

00

Unknown

00

00

100

Source; Field Survey

The question was. 'A re they well-known in computer and communication technology?' In 

this case total respondents were 300 hundred. 100 were higher level officers, 100 middle 

level officers and 100 were lower level officers. According to the answers o f the 

respondents, 100% higher level officers are well known in computer and communication 

technology. In the mid level officers arc also 100% well known; but the Lower Level 

Employees are not well known in this sector. In this case it is remarkable that the Lower 

Level Employees are not related with the Computer and Commumcation Technology^. They 

are driving only the Photo Copier machine and other helping w'orks.

F oreign  T rain ing

In the answer o f the Questionnaire, the respondents give us about the Foreign Training o f 

Prime Bank Limited. The question was, “either they have attended any Foreign Training 

on behalf o f the bank". The respondents answered that they haven’t attended any Foreign 

Training on behaii ot the bank. In spite o f this they (Higher Level Officers only) have 

attended a number short Seminars, Sympt>siums and meetings about Banking Purposes 

only.

Benefits Obtained from Training Courses

Fhe purpose o f Training and Development in the work situation is to develop the abilities 

o f the individual and to satisfy the current and future manpower needs o f the organization. 

HRM is a process o f  building and enhancing the skills, Knowledge, and attitudes o f
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employees through training. Prime Bank gives training to its employees for their long run 

profit.

Table No-3.46 # Benefits Obtained from Training Courses

2 2 1

Level o f  employees

Higher Level Officers

Middle Level Officers

Lower Level Officers

Yes

89

70

65

No

01

10

10

Neutral

10

20

25

Total Respondents

100

100

100

Source: Field Survey

The respondents are questioned about the benefits obtained from the training courses. The 

respondents were o f three categories. They have given the questions for commenting yes, 

no, or neutral marking. In executives level 89% given yes and 10% is marking neutral. In 

employees level 70% yes and 20% is neutral. On the other hand, in other employees group 

65% yes and 25% is neutral. There are some 'n o ' marking in the every case, they show  

that the system  is as usual, but w hat is the benefit o f  training.

Communication
Communication may be defined as the sharing and understanding o f information among 

individuals. While this sounds simple, the process o f engaging in effective communication 

is really quite complex.^"* This is due to the individuality o f people. Individuality affects 

personal perception: Each person perceives information in different ways. Therefore while 

everyone in a group o f people may hear the same message, that message will mean 

different things to different people."”

’ Hovee. Courtland. I., (2(X)X), Hustmux (. ommunicnlicm Today Prenltcc Hall, Upper Saddle River. New Jersey.p. I 7. 

' Tcsonc. D. V., (2005): H R M  in H ospitality Industry. Pearson Prcnliee Hall, New Jersey. USA, p . l 6 l.
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Good communications are basic to successfi.il management. In spite o f much literature 

dealing with theory and practice o f this subject, our communication skills are still very 

poor.^'^

Peter F Drucker in his foreword to a book (Parkinson & Rowe, 1978) on communications 

states quite bluntly that poor communications are a direct resuh o f our ignorance. He 

contends that we do not knovv: 1. What to say; II. When (o say it; III. How to say it; or IV. 

To whom to say

A manager conveys information and instructions through communication, either written or 

verbal. It is therefore a vital link between the manager and his or her team and effective 

communication is the key to good management. Yet, in reality, it is a very poor link. There 

are broadly four components o f any communication: I. Communicator; II. Medium; III. 

Message; and IV. R ecipient.'’''

But we lend to focus attention on only one o f the four, the message. The other three 

components are usually ignored and this leads to a complete breakdown in 

communications. In the case of international business communications there are additional 

factors such as language barriers and cultural differences. These can further complicate the 

picture by distorting the message.

Human Resource Information Systems

To manage employee skills inventories, bar;k should maintain computerized human 

resource information systems containing data on: individual demographics, career

2 2 2

Dyer. Lee. and Gerald Holder (1988). Strategic Perspective o f  Hum an resource M anagem ent.'' in Human Resource 
M anagem ent: Evolving Roles and Re.sponsibiIities, ed. Lee i:>>er and Gerald Holder, W ashington, D. C.: Bureau o f  
N ational AtTairs, pp. 1-46.

Ouelii, W. Ci. (1981;, Theory Z: How .4merican Bitsiness can meet the Japanese C hatlenee. .‘\ddison-W esley . 
.Mctiravv-Hill Book Com pany, New York, and USA. p. 19.

'̂•‘Ibid.. p.27.
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progression, appraisals, skills, interests, training target positions, performance ratings, 

geographic preferences, promotion ability rating, etc.

C om m u nication  Process in PBL

To improve tiie standard of the service o f Bank for its customers, quickly communicating 

in banking is a must. In the developed world, computer has already been made an 

influential touch through Communication in Banking. For the development o f  Computer, 

all o f the complex work one can do in his reading room. Money transfer and Business 

communication became ver>' easy. An account holder can collect information and the 

condition o f his account from the head office o f the Bank and can perform business 

activities by communicating with the branch o f the bank.

Moreover to send quick new^s to other places a bank official can communicate with his 

customers and to foreign countries with Fax Machine and even through E-mail serv'ice. 

And recently online banking is most popular for both, the banker and the customers. And 

very recently, the use o f ATM card is an ultra modem facility for the customers o f  Banks.

All o f the Banking functions now-a-days, like letters, check transfers, settlement of debtors 

and creditors, settlement o f Clearing House are completing through online service.

Relationship between Employers and Employees

An organizational culture aims to enhance member's feelings o f belonging and 

commitment. However, this does not mean that the relationship between the employees 

and the employer is good and structural.

Tesone. D. V. (2005); fiA’Xf in H ospitaliiv Industry. Pearson Prcnlice Hall. New Jersey. USA, p. I 72.
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The management was poor, and the management and employees mistrusted each other. 

Among the employees there was a lot o f internal competition. They even wanted to get rid 

o f each other.

The employees had no chance o f development, were doing highly routine tasks, and were 

not expected to think. Respondents at this Bank said that the majority o f the employees at 

this Bank were not satisfied with their job, although they stayed with the company, since 

they had no other job opportunities. The relationship between the employees and the 

management may be said to be good. A good relationship does not mean that the 

employees supported the Boss’s leadership style.

However, the researcher saw Y principles applied only at higher and middle organizational 

level. At lower organizational level the employees were still managed according to the X 

theory. Respondents at this Bank said that the majority o f the employees claimed to be 

partly satisfied w'ith their job, although it could be better.

At the Bank the relationship between the employees and the management was good, 

although the management w'as not democratic. The employees were able to deal with the 

responsibility and freedom they received. The employees respected and supported the 

managers’ leadership style. The employees were asked to take their own initiatives and 

responsibility. Tliey had a strong feeling o f belonging towards their company. Respondents 

said that the majority o f the employees had a high level o f job satisfaction, throughout the 

organization. The majority o f the respondents were afraid to consult their superior about 

their problems.

Based on the questionnaires, it may be concluded that the majority o f the respondents and 

employees had a good relationship with their superior, although the interviews suggest 

otherwise- The research shows that a good relationship between the employee and the

224
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superior is a strong job motivator, although it does not make the employee loyal to their 

employer.

Communication & Transparency in PBL

Overall, at the Bank the respondents and the researcher did not consider commumcation as 

effective and efficient. Communication channels were often long, slow, and held 

'distorted' information.

Table No-3.48 # Communication & Transparency in PBL

Level o f  Officers

Higher Level Officers

Middle Level Officers

Lower Level Officers

Yes

95

92

87

Partly

05

06

10

No

00

02

03

Total

100

iOO

100

Source: Field Survey

I'he question was, “Is the Communication & Transparency o f  the Workplace supposed to 

be good enough?” Different answer received by commenting yes or not. In these cases, 

total respondents were 300 hundred. 100 were higher level officers, 100 middle level 

officers and 100 were lower level otTicers. From this case 95%, 92% & 87% answered yes.

Information & Communication Training (Computer)

HR Information Strategy: The HR stratcgj' o f an organization in relation to HR 

information is concerned first with the use o f computerized information for strategic 

decision making, second with the range o f applications which should be included in the 

system and finally with the provision to line manage o f the facility to have direct access to 

any personnel data they need manage their own teams in a devolved organization.
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Table No-3.49 # Information & Communication Traininti (Computer)

Level ol'OlTiteni lolal Well known Known Unknown

Higher Level OlftCCTS 100 100 00 00

Middle Level Officers 100 fWI 00 00

Lower Level Ofllcers 100 00 00 100

Stiurce: Field Sursej’

The question was, 'Are they well-known in computer and communication technology’?’ In 

this case total respondents were 300 hundred. 100 were higher level officers, 100 middle 

level officers and 100 were lower level officers. According to the answers o f  the 

respondents, 100% higher level officers are well known in computer and communication 

technology. In the mid level officers are also 100% well known; but the lower level 

employees are not well known in this sector. In this case it is remarkable that the lower 

level employees are not related with the Computer and Communication Technology. They 

are driving only the Photo Copier machine.

Career Development
Meaning o f Career Development: Career Management is the process for enabling 

employees to better understand and develop their career skills & interests and to use these 

skills & interests most effectively.-'* The word 'career' comes from various languages. It 

has in use from the French word ‘carriere’, Italian word ‘carriera' and Roman word 

"carraria'. Career has a number o f meanings. Really, it is the way o f making an occupation 

and advancing one's identity.”' '  That is career is the way of earning money, social states, 

reputation and the path for maintaining livelihood during the whole period o f working life

liessler. Gary. (2003), H. R. M aiuieemeni. Pearson Prcnliee Hall, New Jersey. USA. p .3 5 1 
Rahman. Alaur, (2007). H um an Resource M anapem eni. Dliaka. Zahin Publications, Dhaka. 2007, p i 67.
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o f an individual.’ '*' A person joins as a junior, and then gets and occupies the higher 

position. These plans and policies var\' from one organizational to another. These policies 

are mostly available in the public organizations both manufacturing and higher assignment; 

promotion changes the job  or organization and last of all occupies the higher positions. 

These are all related to his career. Career planning and development is the deliberate 

process through which a person becomes aware o f personal career-related attributes and 

the lifelong series o f stages that contribute to his or her career fulfillment.^''^

M anaging Careers and Fair Treatment

Careers today are not what they used to be.^‘ '̂ Careers were traditionally viewed as an 

upward linear progression in one or two firms or as a stable employment within a 

profession."' Now, som eone's career is more likely to be driven by the person, not the 

organization [and] reinvented by the person from time to time, as the person and the 

environment change."’  ̂ Today’s focus on competitiveness does not ailow' promotions 

anymore on seniority but on competence. This might sometimes be in conflict with union 

agreements, since union agreements sometimes contain clauses on seniorit>’.

In the new millennium treating employees fairly is o f extreme importance. Kim and 

Mauborgne (1997) say that the idea o f fair process is o f extreme importance today. Fair

■'* Arm slrong, M ichacl,(2003). H and Book o f  Human Resource M anasem ent Proclices (9"’ Edilion). Puhlished by 
kLogan Page Lim ited, London & Sterling, VA, USA.p. 165

Dessler.Gar>\ (2003), H  R. M anaeem em . Pearson Prentice llalL New Jersey, USA 200.'?. p. 274.

Teal (1998) says that m ediocre m anngem ent is the norm. This is not beeatise people are bom  without m anagem ent 
gene or because the w rong people gel prom oted or because the system can be m anipulated -  although all these things 
happen all the time. The overw helm ingly most com m on explanation is m uch sim pler, capable m anagem ent is so 
extraordinan- difficult that few  ̂people look good no m atter how hard they try ? p. 149.

Sherry Sullivan. W illiam Carden, and David M artin. "C areers in the Next M illennium: D irections Cor I'uture 
Research.” H um an Resource M utm gem ent Review  8, No. 2 (1998), 165; quoted in Gar>' Dessler, (2003), Human  
Resource M anasem ent (U pper Saddle River. New Jersey: Prentice Hall, 2003), p. 274.

‘ Douglas Hall. "P rotean C areers o f  the 21 st C entury.’’ Academ y o f  \ia n a g em en t Executive  10. No. 4 (1996), K; quoted 
in Gary Dessler, (2003). Hum an Resource M amii’em ent (U pper Saddle River. New .Icrsey: Prentice Hall. 2(M)3). p.274

I l l
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proccss turns to be out a powerful management tool for companies struggling to make the 

transition from a production-based to a knowledge-based company""^ in which value 

creation depends increasingly on ideas and innovation^^"*. Fair process profoundly 

influences attitudes and behavior critical to high performance. It builds trust and unlocks 

ideas.^“^

Fair process involves employees being part of the decision-making process. It is vital to 

remember that relationships must be buill on trust?^*^ In helping the employee to better 

manage his or her career the employer needs to give the employee a realistic job preview 

before hiring.

Managing dismissals"^ is a difficult part o f a m anager's job. Unsatisfactor>' 

performance*"' , misconduct, lack o f qualification and the changed requirements (or

228

^  Hansen et al (2001) in their m onograph What 's y n u r  Strategy fo r  M anaging Knowledge  say that com panies need a 
know ledge strategy to he able to m anage knowledge. This Knowledge M anagem ent strategy needs to be: ( I ) codified, or 
(2 ) personalized. In com panies that sell relatively standardized products that fill com m on needs the codification strategy 
should by use? In the codification strategy  cleclronic knowledge databases should be developed. The human resources 
are; hire new collcge graduates to implement solutions. People should be trained in groups through com puter based 
distance learning, and people should be rewarded for using and eonlributing to docum ent database.s, p.26.

In com panies providing highly custoiniiKd solutions to unique problem s tlie persona!siauon stra tegy  should be used. In 
the personalization sU^tcgy netw orks for linking people need to be developed so tliat tacit know ledge can be shared. The 
hum an resources arc: hire M HA’s w ho likes problem  solving. Train people through one-to-one m onitoring, and reward 
people directly for sharing know ledge with others (p. 61-68).

“ ■* Tlie best innovators use old ideas as the raw material for new ideas. Taken from: Andrew
H argadon and Robert I. Sutton. “B uilding an Innovation Factory," in H arvard Business Revie\\- on Innovation  (Boston: 
Harvard Business School Press, 2001). p .55.
Kim and Mauborg.ne (2001) say (hat innovation  often threatens the status i]uo, and for that reason often provokes I'ear and 
resistance am ong a com pany 's three main stakeholders -  its em ployees, its business partners, and the general public. 
Sm art innovators, therefore, work with em ployees to find ways o f  defusinc threats so that everyone in tJie company wins 
(p .  9 6 ).
Leonard and Straus (1998) say, in line with K.im and M anborgne, that innovation takes place when different ideas, 
perceptions, and w ays o f  processing iind judging information collide. It o tten requires collaboralion am ong players who 
see the world differently. D isputes may never becom e personal; otherw ise the creativity process breaks down (p. 109).

\V. Chan K.im and Rene M auborgnc, “Fair Process: M anaging in tlic Know ledge Econom y,” Harvard B usiness 
Review, July/A ugust 1997, 65-66; quoted in Gary Dessler, H um an Resource M anagem ent (U pper Saddle River, New 
Jersey: Prentice Hall. 200.^>, p.28,S.

“ ^Frederick Newell. (2000), Loyally com  (New York; iVlcGrav\-Hilj. 2000), p.288.

A dism issal is an involuntary term ination o f  an employee s em ployment with the firm.
Bleneoe (2002) says in his book How to he an ElTective M anager that keeping unproductive em ployees around or 

delaying what is inevitable will not solve any problem . N um erous problem s will occur if  unproductive em ployees arc not 
w eeded o u t  If  you tolerate m ediocre employees, then you are tolerating giving your custom ers a m ediocre product, p. 21-

Dhaka University Institutional Repository



elimination o f the job) are according to Dessier (2003) the main dismissal grounds. 

Dismissals are never pleasant and should be dealt with fairly.

Career Management is the process for enabling employees to better understand and 

develop their career skills & interests and to use these skills & interests most effectively.--'’ 

Career is the pattern o f work related experience that spans the course o f a person’s life. A 

Career is, all o f the jobs that are in custody during one are functioning life. An individual 

career is a progression o f work related knowledge in which an individual participates 

through the period o f work life. A business career is a comparatively normal set of 

convention to be performed, which work together with the stream o f personality within the 

business.

Individual Perspectives o f Career Development

Career Development can be dealt with individual perspectives in B a n g l a d e s h . A  lot of 

persons try to build up their career at their possession. The individuals who are highly 

ambitious to develop their career are hankering after for the purpose. O f course, 

organizational support may give them opportunitv' to fulfill the objectives. Some 

employees do not bother for career development as they are highly paid or have no high 

ambitions. Following are the features o f career development from the individual 

perspectives in Bangladesh. In the Banking scctor o f Bangladesh, it 's  a practical 

implemented matter for the Bank and for the employee’s personal improvement. Some 

features o f Career Development in Bangladesh are as:

“ i.C a re e r  can  be  p la n n e d  a n d  d e v e lo p e d  from  th e  in d iv id u a l P e rsp e c tiv e , ii. T h e  in d iv id u a l h im s e lf  

p lan s  it; iii. It d e p e n d s  on  th e  q u a lity  o f  in d iv id u a l;  iv . It a lso  d e p e n d s  on  in d iv id u a l ab ility '; v. It

Pfetfer, JctTrcy (1994). C om peliiive AdvanUKC throuuh P eople: U nleashing the Pow er o f  the Work Force. Boston: 
Harvard Business School Press, p.352
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Rahmiin. A taur (2007). Hum an Resource M ana fem en l. Zahin Publications, Dhaka, p. 166.
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depends on academic background; vi. It can contribute to career development; vii. It meets up the 

organiTational needs; viii. It determines individual’s interest; ix. Environmental support.”"’’

Organizational Perspectives o f Career Development

A lot o f organizations have their personal strategy and policies for the improvement of 

career o f their employees and managers sers ice, but in the private organizations, there are 

hardly career development policies for their employees. Such as; Organization career 

Policy Support, scope o f the organization. Ability o f the organization& Demands o f 

organization.

Career Development Initiatives

Some career development initiatives may be taken by the organization. These initiatives 

can help the organizational employees to develop their future occupational status. Gary 

Dessler has identified 9 (Nine) corporate career development initiatives in his book human 

resource management. All these discussed in the following paragraphs:

■'i. Provide individual budget; ii. Offer onsite or online career centers; iii. Encourage role reversal; 

iv. Establish a corporate campus; v. Help organize career success teams; vi. Provide career coaches; 

vii. Provide career planning workshops; viii. Computerized on and offline programs are available 

for improving the organizational career planning process; ix. Opportunity knocks program.

Career Development in PBL

According to the current researcher, the Career Development should maintain the 

following tasks; i. Career can be planned and developed from the individual Perspective; ii. 

The individual him self plans it; iii. It depends on the qualit>' o f individual; iv. It also 

depends on individual’s ability; v. h  depends on academic background; vi. It can
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Miles. R aym ond E., and Charles C. Snow (1978). Organisation Strategy. Structure, and  Process. New York: 
M cGraw-Hill.USA. p. 166.

Ihid. pp. 174-177.

Dhaka University Institutional Repository



231

contribute to career development; vii. It meets up the organizational needs; viii. It 

determines individual's interest; ix. Environmental support; but in the investigation and by 

the answers o f the respondents, it has been known that the proposition was approximately 

absent, and the employees were busy in stress & workload only. The Bank has been not 

helped any employee to go abroad for higher training or higher education for MBA or any 

Master degree; or any person to obtain any specialized degree like M Phi! or Ph D.

Satisfaction with Career Development Plan

Career Management is the proccss for enabling employees to better understand and develop their 

career skills & interests and to use these skills & interests most effectively. The theme was, “Your 

Career Development Plan of the Workplace is supposed to be good enough”. Comment yes or not.

Table No-3.50 # Satisfaction with Career Development Plan

Level ol'OtTicCTs (h»od Partlv' Good Not Good lotal

Higher l,cvel OfTicers 91 05 04 100

Middle 1^-vel Officers 79 10 11 100

i I xiwer Level OfTiceri: 70 12 IS IW

Source: Field Survey

The question was, “Is your carcer development plan o f the workplace supposed to be good 

enough?” Different answered received by commenting yes or not. In these cases total 

respondents were 300 hundred. 100 were higher level officers, 100 middle level officers 

and 100 were low'er level officers. From this case 9] %, 79% & 70% answered good.

P erform ance M an agem en t System

Meaning o f Performance Management: A Performance Management system provides 

planning, identification, encouragement through the communication o f  standards, as well
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as evaluations of actual p e r f o r m a n c e , a s  compared with established performance 

standards. The purpose o f performance measurement is to provide feedback to employees 

about their performance and to take actions to facilitate improvement, as well as provide 

recognition o f successful performance levels by giving rewards. Actually, this is not a 

stand-alone process, as some managers would have us believe. Instead, it is a multi

disciplinary' approach to people management that requires daily observation and 

communication through coaching, mentoring, and disciplinary warnings on the part o f the 

supervisor. The effectiveness o f these practices is related to levels o f aw areness on the part 

o f the supervisor concerning the service perspective, leadership practice, worker 

motivation, and work life development.

Performance Appraisal means evaluating an employee’s current and or past performance 

relatiA’e to his or her performance Standards.^^^ It is an organized & intermittent evaluation 

o f the meaning o f an individual o f an organization, frequently made by a superior or an 

important person in a position to sur\'ey his performance.

The Goals o f Performance Appraisals

I’he goals o f Performance Appraisals (PAs) arc in brief: 1) Promotion and Salary 

Decisions; 2) Employee Feedback; 3) Career Planning; & 4) Improving the Management 

and Performance o f the company.

Arm strong. Michael.(200.1), .4 /iook o f  Hum an Resource M anaeemenI Practices (9'*’ Hdilion) . Published by
Kogan Page Lim iied, London & Sicrling. VA, U SA .p.l65

“"’D. V. 1 esonc (2005): IIR M  in Uospiialirv hu iuslrv . Pearson Prenlicc Hali. New Jersey. USA, p. 153,

D esslcr,(2003). //. R. M amieem enl. Pearson Prentice Hail, New Jersey, USA 2003, p. 274.

Raliman. Ataur. (2007>. Hum an Resource M anaeem ent. '/.d}\in Publications. Dhaka, p. 166.
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Process o f Performance M anagement

The Performance Management Process starts with performance standards, which are 

simply behavioral goals. I'hen job criteria (referred to as job lists) are established, which 

prioritize the importance o f each job function by listing the procedures to meet each 

standard. The worker exceeds, meets, or does not meet each category o f performance. 

Since some aspects o f performance are more important than others, we attach 

mathematical weights (10 perccnt, 50 percent, etc.) to each performance category. Next, 

we multiply the weights (percentages) times each category. The averaged total will provide 

indications o f the overall performance levels. For instance, if  the worker exceeds standards 

for a criterion that is 60 percent o f the job and meets the rest, that worker is above the 

standards (or an excellent performer, as most managers like to say). The process ju.st 

described is called a performance appraisal.

Perform ance Standards

Performance Standards Is a productivit>' model, which measures effectiveness and 

efficiency. Customer relationship issues such as serv'icc levels and product quality/quantity 

are measures o f effectiveness.*^^ Reducing resource expenses is an efficiency 

measurement. TTie manager would be meeting only part o f her performance responsibility. 

The Holistic Approach^’* to Management Performance responsibility is presented in the 

figure below (Figure 3.09 in Appendix): Holistic means having regard to the whole o f 

something rather than just to parts o f  it. (Oxford Learner’s Dictionary, Hornby, p,568.)"-^‘̂ 

Uprising and conducting performance appraisals should not be completed in loneliness. It 

is closely related to a number o f human resource management activities that should be
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T o f o f  ^  ^  on Industrial i'roHuctivi.v
I ■•fmgycn: R.e s a m n z th e  Productive EdfP  Cam hrtdge. Mass.: M IT Press, p. 11

! esoHL\ D V (2(X)5): Human Resource Xtanagem eni in Hosnitalitv lndus!t>^ p. 153. USA.
H om by.fl >99). Q xfordL fgr.ner s D ictionary  O xfoni U niversity Press. p..568, UK.
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considered. Exhibit illiLstrates some o f these relationships those are (Figure 3.10 in 

Appendix):

The Process o f Performance Appraisal

The Process o f Performance Appraisal is: i. Job Analysis; ii. ITic performance appraisal 

system; iii. Assessing performance; iv. Performance review; v, information; vi. Setting a 

plan o f action.^'‘‘*A Performance Management system includes every management activity 

from strategic planning through performance appraisal. The system includes the 

management ftinctions o f planning, organizing, influencing, and control. The performance 

appraisal activity is a control process, in that it compares actual performance with 

standards for performance (Figure 3.10 in Appendix).

There are two types o f Performance Appraisals. One is done daily and is mostly verbal; 

this is an Informal Appraisal. A nother  is the Formal Appraisal is W Titten (usually on a 

performance appraisal form) and occurs on a periodic basis (Usually Annually). Managers 

always appraise their workers, but workers could appraise their supervisors as well; this is 

called the 180 degrees model. In some cases, subordinates, supervisors, and peers 

participate in the appraisal process. This is the 360 degrees model. Peer ratings are 

becoming popular with the push toward Self-Managed I'cams (SMT). Almost all ratings 

are multi-source, as they usually include one extra step up in the chain o f  command. Self- 

evaluations are good introspection tools; however, most people lack the level o f self- 

awareness to do this function effectively. If  you use customer feedback, plus all the other 

ratings mentioned here, you are truly doing a multi-source rating."'^’
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O bjectives o f Performance Appraisal

One human resource objective for using performance appraisal systems is to determine 

who should be promoted, demoted, transferred, or terminated, however these are not the 

only human resource functions that are related to performance appraisals.^''^

Performance appraisals also can be used to motivate^**^ and get better performance. By 

viewing an entitj' there ones strengths be positioned and pointing out areas that unmoving 

w’ant advance, an surv'eyor can facilitate center an em ployee's aw'areness on a route that 

will make the most encouraging payback as well reinforcing behaviors that have created 

strong optimistic results should motivate the individual to carrv' on to execute in this way.

Well-designed performance appraisal systems also can encourage individuals to work 

together as a team. If this is an organization's goal,""'"’ it must face several challenges in 

designing and implementing such a system. Obviously, the traditional, individual- focused 

performance appraisal systems are no longer appropriate.^'*^ The objectives o f  Performance 

Appraisal are; '̂*^

"i.To select employees for increment, promotion, transfer, training, and other purposes, ii. I'o 

determine the level o f  training so that the program may make successful considering the objectives 

o f the organization, iii. To motivate the employees with a view to get things done by them. iv. To 

create interest o f  employees self-development so that they may be offered higher positions
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whenever necessary in future, v. To create a base for proper decision making on important matter so 

that ever\- activit>' can be completed promptly, vi. To undertake research project by collecting 

humaii and non-human infomiation.”

Types o f Performance Appraisal

A number of performance appraisals can be viewed as tree points on a continuum that 

measures the degree o f invoivement o f the appraiser.’'*̂  By the side o f one acutc of the 

range is the stopped up treatment method, when it is old. fhe evaluator has very little 

effort into the argmnejit as an aliemative, the judge reports how the assess performed 

throughout the time phase considered and then attempts to convince the assessment to 

accept this assessment. This method begins as with the closed reporting, with the appraiser 

identifying the strengths and weaknesses o f performance, but then the evaluator listens to 

their actions o f the appraise. In conclusion, a coaching approach anchors the other 

conclusion o f the range. In this type o f performance review, Ihe employee evaluates his or 

her own performance while the appraiser ser\'es as a coach, not an opponent.^'^^

"i.informal vs. Informal Performance Appraisals: Formal performance appraisals usually occur at 

specified time organization to evaluate employee performance. Informal parlance appraisals can 

occur whenever ihe supervisor feels communication is needed. For example, if  the employee has 

been consistently meeting or exceeding standards. An informal performance appraisal may be in 

order simply to recognize this fact. Discussions can take place in a variety o f  places in the 

organization ranging from ihe manner’s office to the cafeteria. O f course, it is always wise to 

discuss employee performance in private. Many organizations encourage a combination o f  both 

formal and informal appraisals. The formal appraisal is most often used as the primary evaluation;

247 Rahman. A laur( 2007V Human Resource Manasemeni. p. 198
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R eialions. N ew  York.: Basic Books.p. 14.
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jiowever, the informai appraisal is very helpful for more frequent perforinance feedback, informai 

appraisals should not take the place o f  a formal perfonnance evaluation. ii.Objective versus 

Subjective Performance Appraisals; Organization must choose the degree o f which performance 

appraisals are to be objective (evaluating performance against specific standards) versus subjective 

(evaluating how ‘well' an employee performs in general).Although at first glance it may seem that 

objective measures are the best strategic choice for an organization, subjective measures can be 

helpful when identifying desirable characteristics that are difficult to quality. For example, 

objectively measuring communication skill or management potential is an extremely difficult task. 

The formal performance appraisal should contain both Objective & Subjective measures o f  

Performance.”"̂ '’

Perform ance Rating

In this context, there is a five points rating scale being used in Grameen phone for 

appraisal purpose. They are outstanding, ver>' good, good, fair, and poor. Such as:

'Outstanding: Always demonstrates exceptional performance, far exceed job requirements,

initiative and outputs are o f  high quality, significantly contributes to company growth.

Very Good: Performance better than normally expected, producing good result that exceeds 

requirements o f  the job, accomplishments exceeds requirements, very competent and knowledgeable 

individual clearly exceeds major requirements.

Good: Performance consistently meets the requirements o f  the position, maintains acceptable 

performance standard, meets objectives and demonstrates desired performance level, clearly meets 

all requirements and standards.

Fair: Performance requires improvement in some o f the areas, partially meets job requirements, 

some gap in achieving desired output, and needs further improvements/training in some areas.

Poor: Inadequate performance, does not meet job requirements, quality o f  output significantly 

below standard, performance extremely unsatisfactory, needs to resolve performance gap/problems 

immediately, fails to meet job requirements, whose performance is clearly below the minimum 

requirements and standards o f  the job.”~’ '
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Appraising and M anaging Performance

The goal o f Performance Appraisal is four-fold:^'^

>  Appraisals provide information upon which you make promotion and salary

decisions.

>  They provide an opportunity for you and your subordinates to review his or her

related work behavior.

>  The Appraisal is part o f the firm ’s career-planning process, because it provides an 

opportunity' to review the person’s career plans in the light o f his or her strengths 

and weaknesses.

>  Appraisals help you better manage and improve your firm’s performance.

Appraising is a difficult and essential supervisory skill. In performance appraisals the HR 

department serves as a policy-making^^'^and advisory role.

The appraisal process contains three steps; (1) defines the job, (2) appraise performance’"’'’ 

and (3) provide feedback. Training supervisors in conducting performance appraisals 

reduces the error rale. Performance criteria can be very diverse and depend on the job 

function, and the kind o f organization.
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Dessler, Ciar\', (200j?>. H. K M anaeement. Pearson Prentiec Hall, New Jersey, USA, P 241.
liR  policies and procedures should start by staling the com pany 's objectives. It is imporlani that these objectives be 
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M anagement (Indianapolis: A lpha Rooks. 2001), p. 10.
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W cxlcy and Yukl (1984) say about perform ance appraisals the following. The proficiency o f  an em ployee can be looked 
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The most common form of performance appraisal is tlie immediate supervisor appraising 

his or her subordinate, also called the supei-visor appraisal.“^^Other forms o f appraisal are: 

peer appraisals, self-ratings, subordinate appraisals, and 360-degree feedback.

Many experts feel that traditional appraisals do not improve performance and may 

eventually backfire. They argue that most performance appraisal systems neither motivate 

employees nor guide their development."'* Furthermore, "they cause conflict between 

supervisors and subordinates and lead to dysfunctional behaviors.

Performance M anagement Position in PBL

The purpose of performance measurement in the Prime Rank Limited is to provide 

feedback to employees about their performance and to take actions to facilitate 

improvement, as well as provide recognition o f successful performance levels by giving 

rewards. In the view o f current researcher, the performance appraisal is in disorder in 

position & its standard is in medium level; on the other hand, respondents aren 't satisfied 

with the authority in this case.

Performance Appraisal Process in PBL

The purpose o f this survey is to obtain your opinion on the existing pay arrangements and 

the performance appraisal process in this bank. Your views and those o f all the other staff
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It is assum ed that the imm ediate supervisor or m anager is in the best position to observe the subord inate 's behavior 
and to evaluate this behavior in the light o f  organizational goals. Source; W.F. Glueck, Personnel: A D iagnostic  
A pproach  (Dalliis: Business Publications, 1982); quoted in Kenneth N. W exley ;ind Garv A, Y iik l Or};ejni:aiional 
Behavior and  Personnel Psychology  (Hom ewood, Illinois: Irwin. 1984), p .365.
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custom ers (De.ssler, 2003, p.265).
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of the company who are being asked to complete this questionnaire will provide a valuable 

input to the work currently being carried out to devise new approaches to pay and 

performance appraisal. Feedback on the overall results o f  the survey will be provided to all 

staff.

P erform ance A ppraisal in PBL

The answers to the questionnaire were completely confidential in case o f Performance 

Appraisal. No individual was identified and no one in the company was seeing the forms, 

which will be analyses by an independent reseaich firm. They are being asked to identify' 

their function but that is simply to make comparisons; the forms were not being analyses 

on an individual basis.
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T able N o-3 .52  #  P erform ance A p praisa l in PBL

Level o f  Officers Satisfied Neutral Dissatisfied I'otal

Higher Level Officers 50 50 00 100

Middle Level Officers 40 50 10 100

Lower Level Officers 30 50 20 100

Source: Field Survey

In PBL 300 respondents out o f 1172 employees have been questioned, “Is the performance 

appraisal in your bank satisfactory for the employees?” The question was on the three 

groups (Higher level officers-100, mid level officers 100 and other em ployees-100 

respondents). In this survey, overall, the employees o f the bank are not satisfied with the 

performance appraisal system o f this Bank. From Higher level, 50%, Mid Level Officers 

40%, and Lower Level Employees satisfied only 30%.
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A u th ority ’s Satisfaction  w ith em p loyees P erform ance

In PBL 300 respondents out o f 1172 employees have been questioned “Do your authority 

satisfied with the Performance Appraisal in your bank done by the employees?’" The 

question was on the three groups (Higher level officers-100, Middle level officers 100 and 

Other Employees-100 respondents).
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T able N o-3 .53  #  Authority’s Satisfaction with employees Performance

Level o f Officers Dissatisfied Neutral Satisfied Total

Higher Level Officers 00 10 9 0 100

Middle Level Officers 00 12 88 100

Lower Level Officers 00 09 100

Source; Field Survey

In this survey, overall, the employees said that their boss is satisfied with their 

Performance Appraisal s>'stem o f this Bank. From Higher Level, 90%, Mid Level Officers 

88%, and Lower Level Employees satisfied only 91%.

Job Evaluation
Meaning o f  Job Evaluation: Job o f Evaluation is aimed at determining a jo b 's  relating 

worth. It is a lormal and systemic comparison o f jobs to determine the W'orth o f one job 

relative to another and eventually results in a wage or salary' hierarchy."'^ The basic 

principle is thi.s; jobs that require greater qualifications, more responsibilities, and more 

complex duties should be paid more highly than jobs with lesser requirements.^** In case o f 

their working lives may individuals acquire various kind level o f knowledge that 

origination value. Job evaluation, the process o f comparing, ranking, and evaluating jobs

H ippo as quoted in Rahman. Ataur, (2007), H um an Resource M anasem ent. Dhaka. ZHhin Publications Dhaka 
2007 .p225 .

-"'W .F. Glueck. P ersonnel: A D iagnostic A pproach  (Dallas: Business Publications. 1982): quoted in Kenneth N. W cxley 
and tia ry  A. Vukl. O rganizationai behavior a n d P erso ^n e i P s y c h o lo ^  {Uomcv^ood. Illinois: Irwin. 1984), p.365.
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by the use o f specific qualitative or quantitative factors, such as mental and physical skills, 

degrees o f responsibilit>', and working conditions.^^"

ITie process of determining without regards to personalities the worth o f the job in relation 

to another.'^^Job evaluation may be defined as a procedure for developing a wage structure 

that is somehow bases upon an evaluation o f  the job. Job evaluation is a process o f 

determining the worth o f various jobs within the organization so that differential wages 

may be paid. Job evaluation is an orderly procedure o f influential significance o f  a job in 

relation to other job.

It is important to note that it is the job, and not the person performing it. that is evaluated 

by the authority. An evaluation acceptable to an employer and an employee can be used as 

a basis for determining pay and terms o f em ploym ent.'^

Objectives o f Job Evaluation

Objectives o f  Job Evaluation arc various types in organizations. These are as: For Proper 

Performance and Supply o f Information an organization should establish a well conceived 

wage structure. For making the Base o f Cost Control everj' organization should provide a 

Reasonable Wage or Pay review it time to time. To increase productivity and moral 

development every organization should have to establish this policy. By this strategy, 

Work may be simplified and Utilization o f Human Resources will be increased.
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Principles o f Job Evaluation

A number o f principles should be followed for doing well assessment o f jobs; these 

principles may well be clarified interested in a number o f t>'pes. In the following points, it 

will focus about the principles o f job evaluation.

'"i. Each & Evcr>'Job: In the J. E program each &  every job should be evaluated rather individual, ii. 

Variables: The variables that are required for job evaluation must be taken into consideration; .iii. 

Integrity: Different aspects o f  job.s should properly be integrated for the sake o f  effective JE 

program, iv. Management Support: job management support must be extended for successful

completion o f  the program. Employee Participation: Employees and union leaders must also

cooperate with the analyst by giving sought information, vi. Related Aspects: The aspects o f  jobs, 

which are wedded, to be performed should be selected for valuation.vii. Finance: Management must 

give supply wages fimd to conduct and conclude the evaluation program,”**’

Steps in Job Evaluation

Some steps are followed for successful evaluation o f jobs. These steps are adopted with a

view to make evolution process more acceptable to both management and employees.’ *̂ 

Major steps are explained as under.

Job Analysis is a part o f job evolution for the employees. Despite the fact that, some 

information are collected from within a job. This scientific method is used to find out the 

nature o f duties, responsibilities, rights, environment, and labor management relation etc. 

of an organization. Not merely that, necessarj' information about the information, skills, 

and abilities mandator>- for the jobs are also need through job  analyses. Then it may be 

flourishing. Then job have to be Grading on the basis o f  their relative importance, status 

etc. their location are determined. For grading the job either vertical or horizontal method

is used. With this more activities have to done, such as; evaluation Choosing, Obtaining

Raliman. .Ataur. (2007). Hum an Resource \fctiiairement. (Dhaka. Zahin Publications, 2(K)7). p  229.

Likert, R. (1967), The Hum an Oreanizatioii.'i  ̂ M eGraw-Hiil Book Com pany, N ew  York, USA, p. 11.
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Job Description, Job Pricing, Selection a Job Evaluation Method and then Implementation 

will be held.

Reasons for Job Evaluatiop are as follows

“I. Demand for relational grading system; If worth o f  job in the organization is not properly known 

the employees do not know their job status. Even they may be ignorant about their actual position in 

the pay structure and may lose interest for higher jobs. ii. Rationalization: Policies o f  MRM should 

be fair with a view to ensure equity in the organization. Especially it is essential for that 

organization which branches are located at different parts o f  the country. Job evaluation can help 

these organizations, iii. Union recognition: Evaluated jobs can get recognition from management 

and made union. This evaluation is also needed for successful collective bargaining. Other clear 

agreement can't be signed, iv. Participation: Participation can help formulate correct plan and 

policy. Employee having evaluated jobs can easily get the opportunity. The employees whose jobs 

are o f  high status, may be invited to participates in the planning and decision making process, v. 

Restructuring and relocation: job analyses can also help in retracting and relocation specially for the 

establishment well accepted pay structure and to eliminate the anomalies job analyses can be o f  

immense help, vi. Establishing status: Usually HRM wants to give similar opportunitj- to all 

employees subject to their evaluation. Jobs to avoid the objection o f  deprivation, for a long period 

from a position o f employees, job analyses may properly be evatuatcd.""*'

Job evaluation has some purposes.’ *̂ These purposes are related to both management and 

employees with the achievement o f these purposes, job evaluation program may easily get 

support from all concern."^'^ It's  are ; equitable aitd well acceptable pay structure, furnish 

valuable information centre, create a base o f control for managerial and non-managerial 

level employee costs, ensure reasonable rewards, establish sound policy, provide 

information, which can be helpful to discuss the pay, related matters with trade union

244

Rahman. Alaur, (2007). Hum an Resource M aniisem ent. (Dhaka. 7/dhin Publications. 2007), p .233.
Lorsch, Jay. and Stepfien Allen (1973).B usiness School, M anaging D iversity and  Jnterdependence. Boston: tlarvarU, 

USA, p.234.

Likert, R. (1967), The Humat) O ream zations. M eGraw-Hiil Book Com pany, Ncv\ York, USA, p. 13.

Dhaka University Institutional Repository



leaders, reduce the tendency o f lodging grievances among the employees, enhance morale 

o f employees for the increase o f productivity, formulate and establish policy for 

recruitment, selection, promotion, transfer and employees,^^” resolves conflict, reduce 

absenteeism and turnover rate among management and employees and explain work

authority and responsibility' with a view to simply works and reduce dualism

Job Evaluation in Prime Bank Limited
For making the Bank a competent one, in the recent globalized world, PBL starts an 

acceptable Job Evaluation system. These are as; For proper performance and supply of 

Information, for making the base o f  cost control in the Bank, provide a reasonable Wage or 

Pay review it time to time. To increase productivity and moral development, it has to 

establish this policy. By this strategy, work may be simplified and utili2̂ ation o f Human 

Resources will be increased; but in practice, it has not been got properly, in this Case- 

Studv Rank.

Table No-3.54 # Job Evaluation System in PBL

I.cvel o f  Officers Good Partly Good N ol Good Total

Higher Level Officers W 09 01 100

M iddle Level O fficers 85 10 05 100

Low er Level Officers 90 0.5 05 100

Source; Field Siir\’e>'

The question was. “Is your job evaluation system o f the workplace supposed to be good 

enough?" Different answer received by commenting yes or not. In these cases total 

respondents were 300 hundred. 100 were higher level officers, 100 middle level officers 

and 100 were lower level officers. From this survey 90% from Higher Level, 85% from 

mid level and 90% from low'er level officer answered good.

’ M acgregor, Douglas C. (I960), The Hum an Side o f Enterprise. New York: M c(iraw -H ill, IJSA. p. 17. 
Ibid.. p.234
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E m ployees S tatu s in the B ank

Promotion: Promotion is a change within the organization to a higher position that has 

greater responsibilities and required more advanced skills. It usually involves higher status 

and an increase in pay.^’  ̂ Promotion means advancement to a more senior job or a higher 

rank, grade, or position; or it means an encouragement o f the growlh or development o f 

s o m e t h i n g , P r om o t i o n  is an integral part o f most people's career. Promotion traditionally 

refers to advancement positions to increased responsibility.^’**

B asis o f  P rom otion

Basis o f Promotion is mainly three types; 1. Seniority basis; II. Competence basis; III. The 

Combination o f Seniority & Competence basis. The best process is the third option; 

Cotnbination o f Seniority & Competence basis.^’^

The Best Basis o f Promotion: It is not easy to determine, w'hich the best basis o f promotion 

is. But there is not any ultimate basis which is conducted universally. Various enterprises 

use it with its nature and environment.^’* Sometimes, in the same organization, use various 

methods or basis in its various branches or level o f employees. So it may suppose for the 

low'er level workers (like labor & clerks); but for top management or higher level officers 

and technical skilled persons married or competence basis is better. On the other hand, for 

mid level officers the combined basis (seniority -i- competence) is most reasonable and 

acceptable all the time. In the banking sector this process may be practiced openly.
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Model o f Promotion

There are some universal standard o f promotion: which is maintained through the Banking 

service all over the country. Those are: 1. Educational qualification; II. Experience in 

service; III. Em ployee's motion in work; IV. Optimum Marks in Annual Confidential 

Report etc.^^^

Promotion from within; Originally promotion from within implied that workers proceeded 

into frontline supervisory positions and then upward through the organizational 

structure. As long as the matter is considered in general terms, there is little doubt that 

employees overwhelmingly favor a policy o f promotion from within. The banning o f 

outsiders places limits on competition for positions and gives employees an established 

monopoly on managerial openings."^*^

The Policy o f Open Competition

Managers must decide whether the benetits o f a policy o f promotion from within 

outweigh the policy's shortcomings. I'here are clear-cut reasons for implementing the 

principle o f open competition by opening vacant positions to the best-qualified persons 

available, whether inside or outside the enterprise. It gives the firm, in the final analysis, 

the opportunity to secure the services o f the best-suited candidates. It counters the 

shortcomings o f a policy o f exclusive promotion from within,, permits a firm to adopt the 

best techniques in recruiting managers , and motivates the complacent 'heir apparent’.
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Promotion System in Prime Bank Limited

Prime Bank Limited considers promoting an employee according to tiis merit based upon 

tlie total marks obtained on his Annual Confidential Report (ACR). The ACR keeps track 

o f  an em ployee's academic qualifications, professional qualifications, training, seniority in 

the feeder grade, and adverse service record in feeder grade, promotion examination (viva- 

voce or written test or both). In the event, if two candidates have got the same qualit}’ 

marks, seniorit}' may be determined as a determining factor. Seniority is calculated by 

years o f sers ice with fractions o f the year being calculated on a pro rata basis rounding 

towards the nearest whole number. In this case, respondents gave satisfactory answer.
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Table No-3.55 # Promotion in Prime Bank Limited

Level o f  Officers 2001 2002 2003 2004 2005 2006 Total

Higher Level Officers 05 05 06 08 06 0‘) 100

Middle Level Officers 09 n 12 12 14 16 100

Lower Level Officers . . . — “— . . .

Source: Field Survey

This is the record o f six years on promotion. From the 1®' group, in 2001-05, 2002-05,

2003-06, 2004-08, 2005-06, 2006-09, from the 2"*̂  group, 2001-09, 2002-11, 2003-12,

2004-12, 2005-14, 2006-16 and for the 3rd group, there is no promotion system.
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Graph No-3.13 it Number of Employees Promoted in Different Years
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The above Graph shows the figure o f the condition o f promotion (2001-2006) in PBL. The 

Graph contains the data o f 6 years o f PBL. It shows how many employees have been 

promoted in different years from every group o f employees.

Dropout from Promotion in PBL

A minimum number o f employees are rejected from the promotion policy, due to some 

causes o f non-qualifying marks for enlisting promotion standard in varioas years.

Table No-3.57 # Dropout from Promotion in PBL

Level o f  Officers 2001 2002 2003 2004 2005 2006 Total

Higher Level Officers 03 04 02 02 03 03 100

Middle Level Officers 06 05 04 05 04 05 100

Lower Level Officers — . . . . . . — — . . .

S o u rce ; F ie ld  S u rv ey

Here the question was “Were any employee dropped-out from promotion in this bank?" 

Different answer received by commenting yes or not. in this case, total respondents were 

300; where 100 from the executive level, 100 from mid level employees and 100 from 

lower level employees. This is the record o f six years on promotion. From the 1'* group, in 

2001-03,2002-04.2003-02,2004-02.2005-03,2006-03, from the 2"*̂  group, 2001-06.2002-

05,2003-04,2004-05,2005-04,2006-05 and for the 3rd group, there is no promotion system.
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Graph No-3.14 # Number of Employees Dropped out from Promotion

20D1 20D2 20D3 2004 2005 2006

OHIghet Let &l 
Em ployees

The above Graph shows the figure o f employees who have been dropped out from 

promotion in PBL in different years. In evcrv  ̂ year, from ever\' group a number o f 

employees have been dropped oul from promotion for many causes.

Transfer
Definition: To move from one place to another, or cause somebody or something to do so; 

to pass from one person, group, or organization to another,^**’ or cause something to be 

passed from one person, group, or organization to another;"*" to employ somebody at a 

different job or in a different place while working for the same company, or begin 

employment in such circumstances.’*̂  Transfer is an integral part o f most people’s careers. 

Transfers are reassignments to similar position in other o f the firm.’*''

A transfer is a mo\'e from one job to another, usually with no change in salar>' or grade. 

Employees seek transfers for many reasons including personal enrichment, more

“ ‘W ikipcdia. Kncyclopedia,(lniem et), USA.
McDiiflle. John Paul (1991). R cvond Masa Production: h leyib ie  Production System s a n d  M imufaclui'iris Performance  

in the W orld A uto Industry  Linpublished Pli.D disserlalioti, Ma,swichuseUs Institute oCTechnology, p .2IS

M icrosoft F^ncarta. 2007. 199.'?-2006 M icrosoft C orporation, USA.
Robbins, Stephen P. (1998), O rganizational Behavior. Pearson Prentice Hall, New Jersey. US.A.. p.3>8.
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interesting jobs, and grater convenience-better hours, locations o f work, and so on-or to 

jobs offering greater advancement possibilities. Employers may transfer a worker to vacate 

a position where he or she is no longer needed, to fell one where he or she is needed, or 

more generally to find a better fit for the employee within the firm. Many firms today 

boost productivity by consolidating positions. Transfers are a way to give employees w'ho 

might have nowhere else to go a chance for another assignment and perhaps, some 

personal growth.

Many firms have had policies o f routinely transferring employees from locale to locale, 

either to expose them to a wider range o f jobs or to fill open positions w'ith trained 

employees. Such easy-transfer policies have now fallen into disfavor. ITiis is partly 

because o f the cost o f relocating employees (paying moving e.xpenses. and buying back the 

employee’s current home, for instance) and partly^*^ because firms assumed that frequent 

transfers had a damaging effect on transferees’ family life.

Transfer System in Prime Bank Limited

An employee in the Prime Bank Limited may be transferred betw'cen locations or job 

classifications as per the order o f the competent authority. Normally, an employee must be 

in a position for at least three years prior to being transferred. Transfers result in new 

challenges; environment and employee relationships evaporate an em ployee's interest in 

his work.
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McC’leland. D A tkinson. J. Clark. R and l.ow etl. E. ( IM.S3), The Achievem ent M otive. Appleton-Ccntiirv-C’rolts. New 
York, USA. p .7 i.

M cGregor, D. < 1960). The Hum an Side o f  Enterprise. McCiraw-Hill Book Com pany, New York, USA. p.94.
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Table No-3.58 # Transfer System in Prime Bank Limited
l^ v e l  o f  Officers 2001 2002 2003 2004 2005 2006 Total

H igher Level OfTiccrs 03 04 02 02 03 03 100

M itldlc Ix v e l Officers 06 05 04 05 04 05 100

l^ w e r  Level O fficers 04 06 09 08 09 08 100

Source: Kield Survey

Fkre the question was “Is any employee transferred from the one office to another in this 

banic?" In this case, total respondents were 300; where 100 from the executive level, 100 

from mid level employees and 100 from lower level employees. From the 1̂ ' group, in 

2001-03,2002-04,2003-02,2004-02,2005-03,2006-03, from the 2'"̂  group, 2001-06,2002-

05.2003-04,2004-05,2005-04,2006-05 and from the 3rd group, 2001-04,2002-06,2003-

09.2004-08,2005-09,2006-08.

G raph N o -3 .1 5 #  N um ber o f  E m ployees T ransferred  in PBL

10

.6

B

H

n --------- --------^  -----------  ■— m -t

2©J>1 29D2 29D3 2 m 4  2005 2S m

8

The above Graph shows the number o f employees who have been transferred from branch 

to branch in different years. In 2001 & 2002, transfer rate was small in number. In ever>' 

year, the low'er level employees have been group transferred in a large number; but 

executive & employees group have been transferred minimum in number.
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Dismissal
Definition; Dismiss means to remove somebody, especially an employee, from a position

.̂ 0*7 288
or his service." It happens on the misconduct o f one’s serv'ice. So, it is a punishment. 

Dismissal in Prime Bank Limited

Prime Bank Limited may dismiss the service o f an employee at any time once he has been 

given at least one m onth's written notice. As an alternative, an employee can be terminated 

immediately, if  the bank chooses to make payment equal to one- month's salary' in lieu o f 

giving such notice. In addition, the employee may not be entitled to any form o f 

compensation for termination o f  service. ITie duration o f such notice depends upon the 

nature o f service, whether it is temporary, and probation or confirmed. Normally, 

discipiinar)' issues or medical concerns may be given as causes for dismissal from serv'ice. 

It’s a New Bank, Only 13 years old; none o f employees was d ism issed from Job.

Turnover in PBL

Employee Turnover means an employees resigning from service from tliis bank and go to 

another office or bank for more facilities. Turnover means the rate at which employees 

leave a factor)', company, etc and are replaced (Oxford Dictionarj') to another company for 

more tacilities."

Sometimes, a small number o f employees have been Turnover for some causes. This 

causes is, i. Facilities on Environment; ii. Facilities on Salar>’; iii. Family burden etc. The 

current researcher has collected data from Fieid S ttn ’ey and presented it in the following 

Tables about the Turnover limit o f the employees o f PBL:

253

O xford Advanced D ictionary. Oxford Unfversitv Press. UK. p.333.
■*'* M intzberg. H. (1973), The Nature o f  M anagerial W orL  Harper Publications. New York. USA. p .I9 .

O xford Dictionary’. (19W ). Oxlorti University Press. UK. p .l287 .
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T ab le N o-3 .59  #  T u rn over in PBL

Level o f  Officers 2001 2002 2003 2004 2005 2006 Total

Higher Level Officers 03 04 02 02 03 03 100

Middle Level Officers 06 05 04 05 04 05 100

Lower Level Officers 04 06 09 08 09 08 100

Source; Field Survey

Here the question was “Were any employee turned over from the one office to another in 

this bank?” In this case, total respondents were 300; where 100 from the executive level, 

100 from mid level employees and 100 from lower level employees. From the group, in 

2001-03,2002-04,2003-02,2004-02,2005-03,2006-03, from the 2"^ group, 2001-06,2002-

05.2003-04,2004-05,2005-04,2006-05 and from the 3rd group, 2001-04,2002-06,2003-

09.2004-08.2005-09,2006-08.

G raph N o-3 .16  #  N um ber o f  E m ployees T urned  O ver in PBL

EHighs-1 L e .'« l E m p l o y e s

2DCn 2DG2 2DD3 2DD4 5SQ5 2S m

The above Graph shows the number o f employees who have been turned over from this 

bank to another workplace in different years. In 2001, a number o f  executives have been 

turned over from this bank. In 2002, a number o f employees have been turned over from 

this bank. In 2003, 4, 5 & 6, these turnovers were small.
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Compensation
Meaning o f  Compensation: Employee compensation is an important element in human 

resource management. The basic aim o f compensation (plans) is to attract and keep the 

best employees. Compensation refers to all forms o f pay or rewards going to employees 

and arising from their employment‘s”, and has tv»o main components: (1) direct financial 

payments (pay in the form o f wages, salaries, incentives, commissions, and bonuses), and 

(2) indirect financial payments (pay in the form o f financial benefits such as employee- 

paid insurances, and vacations). In many countries laws specify compensation (like 

minimum wages, health insurance, overtime pay, and benefits). Labor unions in many 

countries have influence in compensation decisions. However, their role is changing.^^'

Compensation may be defined as consideration (money paid) for service rendered through 

the employment relationship.^*^^ Thus, the company pays employees to provide work that is 

aimed at the accomplishment o f the objectives o f the organization. Compensation may be 

broken down into two categories; direct compensation & indirect compensation. Direct 

compensation includes pay and financial incentives as consideration for work that is 

performed through the employment relationship. Indirect compensation may be considered 

to be those aspects of compensation that are not paid directly through Taka, but provide 

something o f value to the worker in turn for being employed by the company.
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I'homas Patten J r .  Fav: Employee Com pensation and  Incentive f la n s  (New York: t re e  Press, 1977). I; t|uoted in 
Gur> Dessler. H um an Resource M anagement (U pper Saddle River, N ew  Jersey: Prcnlice Hall. 2003). p.302.

M aslow, A. H.. (1987), M otivation and  Personality. M cGraw-Hill Book Com pany, New York, USA, p.70.

M aslow. A. H.. ( I ‘>87). /( Theory o f  Human M olivalion in P x v c h o lo ^ . M cGraw-Hill Book Com pany. New York. 
USA. p. I IK.

Mayo. H. (1949). The Social Problem s o f  an Industrialized Ctvi/i:atioiK  H arper Puhlications, New York, USA. p .4 l .
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There are few ways to provide compensation in the form o f pay to employees. One is to 

provide wages, which are calculated based on the time worked, usually hy the hour. 

Another form o f pay is called salarv', which is calculated at a consistent rate from pay 

period to pay period.

In this globalized and complex economic world to make surv'ive an organization, 

especially in private sector, must be able to focus on the effective and efficient delivery o f 

the products they designed to offer. A key factor in promotion effective delivery o f 

essential goods and services is the provision o f a performance-based remuneration system 

to all workers.^*^^

The dictionar)' meaning o f the word 'compensating' is ‘rew'ard for service’, amends for 

loss sustained, ‘the neutralization of opposing forces.'"*^^ The first synonym ha.s a positive 

significance but the last two are negative in character. Compensation is paying citizens for

employment. The meaning o f compensation is distinct as the sufficient and fair payment o f 

workers for their contributions to the organizational objectives.

If the abilities o f employees have developed to the point where they meet or exceed job 

requirements, it is now appropriate that they been equitably compensated for their 

contributions.^^*
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Rahman, A taur (2007): Human resource M anagem ent, p.239
M aslow. A. H., (1987). M otivation and  P ersonaHn’. McGraw-Mill Book Com pany, New York, LISA. p .70.

■'''^rhomas P a lla i Jr..(i9 7 7 ), Pay: Employee C'om pensaiion a m i Incentive Plans (Tslew York: Kreo Press. 1977), 1; quoted 
in Gar>- D cssler. Hum an Resource M anagem ent (U pper Saddle River, N ew  Jersey: Prcnlieo Hall, 2003), p .302.
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Objectives of Compensation

The Objectives o f Compensation are as follows; “ I.To be legal; ii. To be adequate; iii. To 

be motivating; iv. I'o be equitable; v. To provide securit>’; vi. To be cost benefit 

effective;"^^

Compensation Plans

Compensation plans for a company’s top executive usually consists o f four elements, 

namely; (1) base pay (salary and bonuses), (2) short-term incentives (cash or stock 

bonuses), (3) long-term incentives (stock options), and (4) executive benefits and perks^‘̂® 

(supplemental retirement plans, supplemental life insurance plans, and health insurance 

without a deductible or coinsurance).^*”

Lynch and Cross say that in the new cross-fimctionai, holistic minded organizations 

compensation systems and incentive systems need to be m e n d e d .T h e y  claim that local 

priorities and concerns, which are short-term orientated, should take the second place, and 

strategy, which is long-tenn orientated, should take the first place.

Compensating non-superv’isory professionals like engineers and scientists presents unique 

p ro b le m s .C o m p e n sa tio n  factors here tend to focus on problem solving, creativity, job 

scope, and technical knowledge and expertise. Today's new workplace demands new 

approaches to paying employees. It is important that compensation plans are meeting the 

expectation o f the employee. This may result in many different kinds of compensation
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MinLzberg. H. (I97.V), The Nature of .Uanaperial H'orL Harper Publications. New York. USA. p. 19.

■'* Perks is ihe sliort nam e for perqui.siies. Perks are usually rcceivcd by th e  executives as a privilege, such as com pany 
airplane, and vacalton home (Psychology, 2002), p .7‘>.

Gary Dessler, (200,1). Hum an Kexource M anagem ent (U pper .Saddle River, New Jersey; Prcnlice Hall. 2(H)3). p .3 19

^  Richard 1.. Lynch and Kelvin F. Cross.(1992), M easure Up! (London; Blackwell Publishers. 1992). p 178.

’'"Fam ularo. H andbook o f  M odern Personnel Adm inistration. ,10,1-30,1.5; quoted in Gary Dessler. Hum an Resource  
M anagement (U pper Saddle River. New .Icrsey; Prentice Hall, 20()3t, p 321.
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plans for the diverse employees. However, the amount o f differentiation cannot be endless. 

Today's knowledge workers ask for kjiowledge-, or skill-based pay,^°‘

Compensation System in PBL

A number o f qualified Employees are working in the PBL. Undoubtedly, without caring or 

counting any religious. Language or racial purposes, the authorit\' o f the Bank recruits a 

large number o f highly qualified HRs for conducting its Banking activities in the modem 

competitive market. They are human being, so, they have their own individual attitudes 

about the compensation system. In this case, the bank authority takes care for the 

employees’ attitudes with respect to their attitude on the compensation system o f PBL. 

The current researcher has collected data from Field Survey and presented it in the 

following Tables about the compensation system for the employees o f PBL:
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Table No -3.60 # Compensation System in PBL

Level o f Officers Satisfied Partly Satisfied Not Satisfied Total

Higher Level Officers 79 21 00 too
Middle Level Officers 76 24 00 100
Lower l.evei Officers 60 40 00 100

Source: Field Survey

Here the question was “Were you satisfied with the compensation system in this bank?" 

Different answers received. In this case, total respondents were 300; where 100 from the 

executive level, 100 from mid level employees and 100 from lower level employees. From 

the 1®' group, 79% yes, from the 2"“̂ group, and 76% yes and from the 3rd group, 60% 

answered yes.

W helher skill-hitscd pay im proves productivity is an open quesiion, when used in conjiincUon with Icam -buildm g and 
w orker cinpow ernient program s, it docs appear lo lead to higher quality as well as low er absenteeism  rates and fewer 
aceidenls. Source. Kevin Parent iind Carliiie W eber, “Case Study; Doe.s Paying foi' K now ledge Pay O ff.'' Comperu-alion 
and  Benefits Review-, Septem ber-O ctober 1994, 44-50; quoted in Gary D essler. Human Resource M anagem ent (Upper 
Saddle River. N ew  Jersey: Prentice Hall, 2003), p-32.1.
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Pay and M otivation

In the literature the relationship between pay and motivation is extensively discussed. On 

the one hand, it is said that money motivates. Frederick Taylor assumed that people will 

work harder, and be more motivated, when they get better paid. So, the piece-work rate 

w'as introduced and people got paid for evcr>' unit produced. On the other hand, it is said 

that money does not motivate.

Frederick Herzberg (1966) says that money is only one o f  the job  factors, also called 

satisfiers.'*' '̂’ Satisfiers are job characteristics that that are relevant to a person's higher- 

order needs and psychological growth, including work that is interesting and challenging. 

responsibilit>', and opportunit)- for achievement, recognition, and advancement.^*^'^

Cauldron says that the most powerful w^orkplace motivator is recognition, recognition, and 

more recognition.'^®^ Evidence indicates that very high intrinsic motivation levels are 

strongly resistant to the detrimental impacts o f  extrinsic r e w a r d s . I t  appears that 

changing the w^ay workers are treated may boost productivity more than changing the way 

they arc paid, although profit sharing or employee stockownership combined with w'orker 

participation may be the best system o f all.'̂ '̂ ^
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’™Pell (2001) says that olTering money m iaht acnerate hieher proclucliviiv for m anv people, however not for everyone (p. 
169).

Frederick Herzberg. H'ork iind  the Nature  .Won (Cleveland: W orld Press, I % 6 ). p .126

S. Caudron. " rh e  I'op 20 W ays to M otivate Em ployees,” Industry Week. April 3. 1995. 15- 16; quoted in Stephen P.
Robbins. Organizational Behavior (U pper Saddle River. New Jersey: Prentice Hall, 1998). p.207.

’“ ’H.J. Arnold, (1976). "Effects o f  Performance Feedback and Hxtrinsic R ew ard upon Hiah Intrinsic  .Motivation,”
()rgani:arinnal Beha\'ior and  Hum an Performance. Decem ber 1976. 275-88; quoted in Stephen P. Robbins.
O rganizational Hehavior (U pper Saddle River. New Jersey; Prentice Hall. 1998). p. I 79.

Alan S. Blinder. (1990), Paying fo r P roductivity  (Wa.shington: The B rookings In.stitution). p. 13,
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Pay Plans in PBL

The Pay Plans o f PBL are as follows (directly from the Serv'ice Rule o f PBL):

"A. The scales o f pay and other allowances o f  officers and other employees o f the bank 

shall be as determined by the board from time to time.

B. Subject to the provision o f sub-rule ‘A ' the initial pay o f an employee appointed by 

direct recruitment to a post shall be the minimum of the scale o f pay laid down for the 

post.

C. notwithstajiding anything contained in sub-rule ‘B" when a person with the required 

minimum qualification isn 't available for direct recruitment and the available persons asks 

in writing before joining higher pay than the minimum o f the applicable scale, the 

competent authority may, after considering the qualifications and experience and for 

reasons to be recorded in writing, grant higher initial pay in the Pay Scale o f the post. This 

will not give him any claim in the matter o f seniority.

D. the initial pay o f  the employee promoted from a tower post to a higher post shall be 

fixed at the minimum o f the scale o f the higlier post and the pay so fixed shall be his /her 

substantive pay.

Provided that if  his.^er substantive pay in the low'er post is equal to or higher than the 

minimum in the scale o f the higher post to which he/she pay in the higher post shall be 

fixed at a stage next above his /her substantive pay in the lower post.

E. An employee appointed on promotion shall begin to draw pay in accordance with the 

provision o f sub-rule ‘D ' from the date he/she joins the higher post.

F. When an increment o f pay false due to an employee, his/her records shall he submitted 

to the competent authority and where the service records are satisfactory, the competent 

authority shall sanction the increment; and. where the service records are not satisfactory.

260
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the competent authority may put the employee on special report for a period not exceeding 

6 (six) months.

G. The conditions under which service counts for increments in a pay scale are specified 

as under:

I. All dut\' in a post on a pay scale and periods o f leave other than extraordinary leave 

counts for increments in that scale.

Provided that the competent authority may ,in any case in which it is satisfied that the 

leave was taken on account o f illness or for any other cause beyond the employees control 

, direct that the extra ordinary leave will count for increments;

II. Service in another post whether in a substantive or officiating capacity, counts for 

increment in the pay scale applicable to the post on which the employee holds a lien. 

Advance Increment

Advance incremcnt(s) not exceeding 03 (three) may be granted to an employee by the 

Board or any other authority empowered by the Board for his /her meritorious ser\'ice the 

particulars o f  which are to be recorded.

Honorarium
An employee may he paid honorarium for special work o f occasional character by the 

Board or any other authority as may be empowered by the Board.

Award
An Award in cash or in kind may be granted to an employee outstanding academic and 

professional achievement.

261
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In trinsic  and E xtrinsic R ew ards

Rewards are meant to motivate employees. Rewards can be intrinsic"’"** or extrinsic.’^  

Intrinsic motivation is seen as the most crucial. However, this does not mean that extrinsic 

rewards are unimportant. Early research on intrinsic motivation had either-or flavor, 

believing that extrinsic rewards would drive out intrinsic motivation. But later research 

shows that the rwo kinds o f rewards often support each other."*'®

Extrinsic rewards come into the foreground when workers are short on funds or benefits, 

when issues o f unfairness arise, and when workers face major choices. They fade into the 

background the rest of the time, and intrinsic rewards take the foreground in day-to-day 

work.^"

In cen tive  P lans

Incentive plans can be individual, group, profit sharing, or employee g ro u p ^ '" b a s e d .T h e  

difficulty o f aligning incentives to performance is heightened by the fact that formulae for 

tying the two together are rarely effective.’’'* Eccles (1998) favors linking incentives to 

performance, but leaving managers free to determine their subordinates’ rewards on the 

basis o f relevant information, qualitative as w'ell as quantitative.

264

Intrinsic rewards com e lo the worker directly from the work they do -  satrslactions like pride m workniatiKhip or the 
sense that they are helping the ciislomer. Source: Kenneth W. Thom as. Intrinsic M otivation a t H'ork (San Francisco: 
Berrelt-K oehler Publishers, 2000). p.7.

^'^Kxtrinsic rewards do not com c from the w ork itself, they are given hy supervisors to ensure that work is done properly 
and that the rules are fallowed. They include things like salaries, bonuses, com m issions, perks. henefiLs, and cash awards. 
Source: Kenneth W. Thomas. Intrinsic M otivation a t H'ork (San Francisco: B errett-K oehler Publishers, 2000). p.6 .

■’" 'l  Kenneth W. Thomas, (2000). Intrinsic M otivation a t Work (San Francisco: B errett-K oehler Publishers, 2000), 7-S.
2 M oney is not employees" only need, but until your em ployees are paid enough everything else is o f  secondary 

importance. Source: (ireg  Blencoe, H ow  to  he a n  E fiective M anaver (Chicago: August Publishing. 2002). p.37.

^“ Kenneth VV. Thomas. Intrinsic M utivalion at Work (San Francisco: Berrelt-K oehler Publishers, 2000), p.8 ,

^ '“Em ployee group based incentive plans are plans for a particular group o f  em ployees, for exam ple operating employees, 
sales em ployees, o r managers.

G a o ’ Desslcr. (2003), Human Resource M anasem ent (U pper Saddle River, New Jersey: Prcntice Hail. 2003), p.334-5.

■’'■‘Robert G. F.ccles. (19^8), "The Perform ance Mea.suremcnt M anifesto,” in H arvard B usiness Review on M easuring  
Cornorate Perform ance  (Boston, Harvard B usm ess Schcxil Pre.ss, 1998), p.39.
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Compensation in Prime Bank Limited
There are a few ways to provide compensation to pay employees in PBL. That is the form 

o f pay, is called salary, which is calculated at a consistent rate from pay period to pay 

period. This is ver>' common in nature, without any exception; the lower level employee 

wants, so higher salary for their livelihood, because, the present salary is not sufficient for 

tackling the market price. On the other hand, the upper level officers are satisfied with their 

salary.

265

In this manner, it is remarkable that the difference o f salary betw'een the upper level and 

lower level employees are intolerable and imbalance to look at, comments o f the 

respondents.

Table No-3.62 # Feeling of Employees on the Compensation System in PBL

Level o f Officers Satisfied Partly Satisfied Not Satisfied Total

Higher Level Officers 79 21 00 100

Middle Level Officers 76 24 00 100

Lower Level Officers 60 40 00 100
Source: Field Survey

fiere the question w'as “Were you satisfied with the compensation system in this bank?" In 

this case, total respondents were 300; where 100 from the Higher-level, 100 from Mid 

Level Employees and 100 from Lower Employees Level. From the 1“‘ group, 79% Yes, 

from the group, and 76% yes and from the 3rd group, 60% answered yes.

Satisfaction of Employees on Pay Arrangement

in PBL 300 respondents out o f 1172 employees have been questioned about their Pay 

Arrangements on three groups as Higher Level Officers-100, Mid Level Officers 100 and 

Lower Level Employees-100 respondents.
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Table No-3.63 # Satisfaction of Employees on Pav Arrangement

Level o f  Oflftcers Satisfied Neutral Dissatisfied Total

Higher Level Officers 50 50 00 !00

M idtlle Level OtTicers 40 50 10 100

Low er Level O lllcers 30 50 20 !00

Source: Field Sur\'ey

The question was, "Are You satisfied with the pay arrangement system?’' Different answer 

received by commenting yes or not. In this survey, overall, the employees o f the bank are 

not satisfied with the pay arrangements system o f this Bank. From executive level, 50%, 

middle level officers 40%, and lower level employees satisfied only 30%.

Employee Rewards

Rewards methods are diiferent types. Those are as follows: I. Intrinsic rewards are the 

individual satisfactions one gets from the job the by itse lf There are self-initiated rewards, 

such as having pride in one's work, having an emotion of achievement, or being part of an 

employment team. II. Extrinsic rewards, on the other hand, comprise o f money, 

promotions, and benefits. Finally, Performance-based rewards are exemplified by the use 

o f commissions, price work pay strategy, incentive systems, group bonuses, merit pay. or 

other forms o f pay for performance plans.^*'

Employee Rewards in Prime Bank Limited

Reward; There are some rewards for the employees o f the Prime Bank Limited those are as 

follows:

Advance Increment; Advance Increments not exceeding 03 (there) may be 

granted to an employee b\' the board or any other authorit}- empowered by the board for his 

/her meritorious service the particular which are to be recorded.

315 Ibid p.241.
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Honorarium: An employee may be paid Honorarium for special work for 

occasional character by the board or any other authority as may be empowered by the 

board.

Sf>ccial Award: an award in cash or ion kind may be granted to an employee for 

outstanding academic and professional achievement.

Factors Determining W ages in Bangladesh

(.The bargaining power o f the employees can influence the amount wages; ii. On the other 

hand, low financial ability can influence the employee to accept low rate. iii. Available 

labor; iv. Price Level; v. change o f wage rates depends on the change o f rates or other 

organization, vi. If the job nature is, risky employees get higher rate. vii. Overtime; viii. 

Baksheesh; ix. Increase the rate o f wages both in each and in kind.^'*

Conditions o f W orks

The conditions of w'ork involve hours, rest periods, and vacations; the prohibition o f child 

labor and regulation o f the employment o f young person’s; and special provisions 

concerning the employment o f women. It originally dealt particularly with such matters as 

admission to employment, night work, and excessive hours, but the elements o f its content

and their relative importance have been wholly transformed during the 20th century. As

employment opponunities for women have become more varied and responsible, there has 

been a similar shift o f emphasis from protective legislation, which has come to be regarded 

as discriminatory sincc it tends to limit such opportunities, to legal guarantees o f equal pay

267

Rahman. A taur (20<J7): H um an Resource M anagem ent, p .244
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and equal employment, coupled with adequate maternity protection and the provision o f 

facilities to enable women with family responsibilities to continue to be employed.

Conditions o f W ork Environm ents in PBL

In case o f global pressures and also pressures from the Government o f the People's 

Republic o f Bangladesh on the Human Resource Management & its Practice, Prime Bank 

Limited are trying their best to obtain a first class position in the Banking sector of 

Bangladesh according to the answers o f most o f the respondents.

Table No-3.64 # Conditions of W ork Environm ents in PBL

268

Level o f  Officers Good Partly Good Not Good Total

Higher L^vel Officers 100 00 00 100

Middle Level Officers 100 00 00 100

Lower Level Officers 100 00 00 100

Source: Field Survey

The theme was, “Is your inside environments o f the workplace supposed to good enough?" 

Different answer received by commenting yes or not. In these cases total respondents were 

300 hundred. 100 were higher level officers, 100 middle level officers and 100 were lower 

level officers. In ever>- cases 100% gave the answers yes.

Conditions of Smoking in PBL

Smoking was generally not forbidden at the case-study banks, although it was forbidden on 

the common floors, in food areas, and for employees in contact with customers. As the 

question was very much prestigious, the respondents answered very slowly. Here the

' C. Wilfred Je n k sA  Jo h arnes Schregle: Em 'vclnpedia Hriianmca. Version-2(I05
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question was "were they smoking any how in the office area?" Different answer received 

by Commenting yes or not.

T able N o-3 .65  #  C on d itions o f  S m ok in g  in PBL

269

Level of Officers Yes Partly No Total

H igher Level Officers 10 20 70 100

M iddle Level Officers 20 30

Low er Level O flk c rs 12 20

50 100

100

Source: Field Survev

In this case, total respondents were 300; where 100 from the executive level, 100 from mid 

level employees and 100 from lower employees level. From the I*' group, 10% yes, from 

the 2"̂ * group, and 20% yes and from 3the 3rd group, 12% answ'ered yes. From this 

situation it is proved that the number o f smoker is not so high in this bank.

Living Standard

A number o f qualified Employees are working in the PBI,. Undoubtedly, without caring or 

counting any religious, Language or racial purposes, the authority o f the Bank recruits a 

large number o f highly qualified HRs for conducting its Banking activities in the modem 

competitive market. They are human being, so, they have their o\vn individual attitudes 

with respect to their standard o f living. In this case, the bank authority takes care for the 

employees' attitudes. The current researcher has collected data from Field Survey and 

presented it in the following Tables about the standard o f living o f the employees o f PBL;
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Table N o-3.66 # Living Standard

Level o f 'O flk c rs Dissatisfied Neutral Satisfied I'oial

Higher Level O fficers 00 10 100

M iddle Level Offieers 00 20 80 KK)

Lower Level O fficers 00 40 60 I0<J

Source: Field Survey

The question was, "Are you satisfied vvitti tlie living standard facility in this bank?” 

Different answer received by commenting yes or not. In PBL 300 resptindents out o f 1172 

employees have been questioned about their hving standard on the Three groups (higher 

level officers-100, mid level officers 100 and lower level employees-100 respondents), as 

it is a private bank and as your salary & allowance are so high in our country, so you are 

living in a high standard o f living. In this case, 90%, 80% and 60% are satisfied.

Human Resource Benefits
B enefits-B enefits are indirect financial and non-financial payments employees receivc for 

continuing their employment with the company.^** Tliey include;

□ Pay for time not worked (unemployment insurance, vacation and holidays, sick 

leave, parental leave, severance pay^'^, and supplemental benefits).

□ Insurance benefits (workers' compensation^"”, social security, pension plans^“', 

hospitalization, health and disability insurance, and life insurance).

□ Retirement benefits (social security, and pension plans).

Gary Dessler, (2003). Hum an Resource M anagem ent (U pper SaddJe River. New Jersey: Prentice HaU. 2003). p .364. 

Severance pay is a one-tim e payment som e em ployers provide when term inating ;ui employee.

W orkers’ com pensation provides incom e and medical benefits to  w ork-related accidcnt victim s or their dependents 
regardless o f  fault. Hofstede. Geert. 1997, Culture O reanizattons: S o th iare  ot the M ind. New York: M cGraw-Hill, 
P. 263.

The first pension plan was introduced at W estern Electric in 1906. W estern E lectric made name because o f  the 
Hawthorne Studies that took place there. Source; John Butman. Juran: A lifetime o f Influence  (New York: .lohn Witey & 
Sons, 1997), p.4U.
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[^Services (for example credit unions, counseling services, and subsidized 

childcare).

Employers have different personal preferences for benefits, so employers introduce 

individualized benefits plans^^".

Benefits mean without or having lost a particular power or qualit>'; or it means lacking 

hope, support, or ideas.^“‘’Benefits mean something that has good effects or promotes well

being or a regular payment made by a government agency such as Social Security to 

somebody qualified to receive it or in need o f financial assistance (often used in the 

p lu ra l)/“‘*Retirement benefits are designed to provide a stream o f income during the years 

after a person retires from working fulltime; Benefits are the rewards for organizational 

membership. The most common form o f indirect compensations involves employee 

benefits. Tlie term Benefits are indispensable part in today's competitive strategic human 

resource management. ^

Benefits are indirect financial payments given to employees. They may include health and 

life insurance, vacation, pension, education p l a n s . I n  addition to their regular wages or 

salaries, employee receives supplemental that are part o f the employment exchange, fhese 

supplement rewards are referred to as employee benefits. Benefits may be defined as 

remuneration from the employer to employee beyond wage o f salary. Benefits are 

supplementary hidden cost o f the employers which are given to employee. Benefits are

1. Individualized Benefit plans are also called cafeteria p lans’ in the HR literature, and aim to m axim ize em ployees’ 
m otivation by responding to  em ployees’ diversity. 2. Byham and Cox (1995) say in their book Hero Z  “Hirst improve 
w hat is m ost important to the custom er" (p. 147). With custom er they mean internal custom ers (em ployees) and external 
custom ers (clients). In establishing individualized benefits plans the com pany m anagem ent should start im proving what 
is most im portant for the employee, Byhani and Cox (1995), H ero Z , p .l47 .

O xford Learners D ictionary  f 1999^. Oxford University' Press, L'K, p. 100.
F ncarta D ictionary  (2007), M icrosoft Com pany, USA.
Rahman, Ataur(2()07): Human Resource M anae em ent. Zahin Publications. Dliaka. p-250

Dossier, Gary. (2003), Human Resource M anaeemenl. Pearson Prentice Hall, New Jersey. USA. P.693.
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indirect compensation, which are usually extended as a condition o f employment and are 

not directly related to performance. Some mandatory programs pay for time not worked 

optional protection, private retirement plans, and a wide variety o f other services known as 

rew^ards.

H R  B en efits in P rim e B an k  L im ited

In Prime Bank Limited, mandatory & voluntar>' Benefits are given partially; but the 

Retirement Benefits are normally satisfactory', it has been seen after investigation & 

questionnaire.

The Bank maintains Contributory Provident Fund, Gratuity Fund, Social Security Fund, 

and Benevolent Fund, Staff w'elfare Scheme, & Retirement Benefit. These Funds are 

managed by separate board o f trustees.

Employee Benefits

Employee Benefits are forms o f indirect compensation usually made to fulltime workers as 

rewards for membership in the organization there are mainly t^vo types o f benefits, those 

are. i. Mandatorv'- those benefits that the government requires organizations to provide for 

employees; ii. Voluntary benefits- those benefits that the organization chooses to provide 

for employees.’^̂  On the other hand, according to Dr. Ataur Rahman, Benefits Plans may 

be divided into six types, those are as follows:

“Most companies today ofter a wide variety’ o f  benefits, especially larger companies. Some o f  the 

benefits are compulsory. For the composition o f benefit plans there are many major categories o f  

benefit plans may be offered. They are as: i. required or mandatory security; ii. Voluntary security;

272

Tesoiie. D. V., (2005): Hum an Resource M am im m enl in H ospitaiitv liKiustrv, Pearson Prenlice Hall. New Jersev.
USA. p. 141. '
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iii. Reiirement-relaled security; iv. Tim e-off security; v. Health insurance; vi. Financial service; vii. 

Social & recreational service.” "̂®
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Table No-3.67 # Types o f Employee Benefits

Name of Types Examples
1 .Required or Mandatory Workers Compensation. Unemployment compensation.cfe Social
2. Voluntarv securit\' Health Insurance, iife insurance .Disability insurance. Leaves of 

abscnce. Paid holydays. Paid vacations. Paid sick and personal 
time. Education assistance. Child care assistant. Stock options and 
profit sharing, & Social and recreational benefits.

3. Retirement-Related 
Security'

Retirement: Over 90 percent of full-time workers at companies 
are covered by retirement plans, according to the employee 
benefits facilities.’̂ ’’

4. Time-off Security Holiday pay. Vacation, Leave of absence etc.
5.Health Insurance Health and insurance related benefit; Employers offer various 

types of coverage including medical, disability ,, dental, life, and 
auto insurance, maintaining adequate coverage challenge for 
organization.

6.Financial service 

Social & Recreational

Non financial benefits. Stock benefits, employee stock ownership 
plan (ESOP), Educational benefits, Child-care benefits. Elder care. 
Cafeteria plan, & Family friendly benefits,"'^”

Researcher’s own design.

Source: D. V. Tesone (2005); HRM in Hospitality Management. P. Hall, New Jersey, USA, 
pp. 141-45. & Rahman, Ataur (2007): Human Resource Manauement, Zahin Publications, Dhaka, 
p-250.

Housing Facility in Prime Bank Limited

The prudent Board o f Directors and the Management o f the bank are generous enough to 

keep their HR better o ff in respect o f pay package for meeting short-term needs o f high 

esteem and self owned residential accommodation for ensuring their security in the long 

run. In consideration o f the foregoing, the Board o f directors in its fourth meeting held on 

18.06.1995 approved the House Building loan Scheme for the employees of prime Bank

Rahman. A iaur (2007): Human Resource M anagem ent. Zahin Publications. Dhaka, p .2 5 !.

Ibkt, p.250-252.

Tesone, n .  V. (2005): HR.U in H ospilalitv M anaeem etn. P. Mall. New Jersey, USA, pp. 141-45. & Rahman. A taur 
(2007): H R \I, Zahin Publications. Dhaka, p 250.
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Limited. The loan amount will not exceed the actual cost o f construction o f a 

house/apartment or purchase price o f a ready-made house/Flat/apartment or 120 months 

basic pay or TK 30,00 Lac whichever is lower.

Table N o-3.68 # Opinion of Respondents Regarding Housing Facilities of PBL

Level of Officers

H igher Level Officers

M iddle Level Orficers

Lower Level O fficers

Yes

79

76

60

l^ a rtlv

21

24

40

No

00

00

00

Total %

100

100

100

Source: Field Survey

Here the question was "were you satisfied with the housing facilities in this bank?" In this 

case, total respondents were 300; where 100 from the Executive Level, 100 from Mid 

Level Employees and 100 from Lower Employees Level. From the 1*' group, 79% Yes, 

from the 2"'* group, and 76% yes and from the 3rd group, 60% answered yes. New bank, 

only 13 years old, a few numbers o f employees are facilitated from Job.

Telephone Facility in PBL

Executives at Head Office and Managers o f the branches o f the Bank are required to 

contact and/or be contacted for official business discussion during and after office hours 

almost daily. In addition, the protocol Officer, P.S to the Chairman and the Managing 

Director also required to contact and/or to be contacted at the residences in connection with 

various official issues round the clock. As such, they need to be provided with telephone 

facilities at their residences. At present the head office executives including Branch 

Managers who are having telephones at their residences in their own mane(s) are being 

reimbursed telephone bills as per the following ceilings as approved by the competent 

authorit>' earlier:
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Table No-3.69 # Telephone Facilities (Ceiling) for Employees of PBL

Name o f the Post Telephone ceiling per month
Executive Vice Presidfnt, at Head Office, D haka TK.2000/- Including line rent, VAT& 

other Taxes
Senior Vice Presidents, at Head Office , Dhaka TK.1500/- - Do -
Vice Presidents at Head Office, Dhaka & Branches TK.I250/- - D o -

Sr. Asstt. Vice Presidents at Head Office, Dhaka, and 
Branches.

TK.IOOO/- - D o -

Source: Prim e Bank Limited. Ser\-ice Rule. 1995. Dhaka, p .i H .

However, most o f the branch managers are not interested to have telephone at their 

residence because the bank does not bear the cost o f installation. As their serv'ices are 

transferable by the bank, these approaches o f  the executives are quite understandable but 

bank suffers as the managers remain inaccessible after office hours.

Table No-3.70 # Telephone Ceiling per Month (Residential)

Name o f  the Post Telephone Ceiling Per month
Managing Director As per contract
Deputy Managing Director TK.2500/- Including line renl, VAT& olhcr Ta.\es

Executive Vice President TK.2000/- - D o -
Senior Vice President TK-iSOO/- - D o -
Vice President TK.1250/- - D o -
SAVP/AVP as Branch Manager TK.IOOO/- - Do-
Protocol Officer at Head Office TK.750A - Do -
P.S. to Chairman and P.S.to Managing Director TK.500A - D o -

Sourcc: Prim e Bank Lim ited, Ser\'ico Rule. 1995, Dhaka, Dhaka, p .l 15.

Bank facilitates its employees by residential Telephone. The MD gets an amount 

according to contact. DMD TK -2500, EVP gets- 2000, SVP- 1500, VP- 1250, SAVP- 

1000, protocol officer at Head Office gels 750, PS to Chairman & PS to MD gets TK 500 

per month. Bellow this post can’t get any Telephone facility.

Transport Policy in

Generally the bank provides cars to the Executives to facilitate their movement for the 

cause o f the bank. But in view o f various problems connected with the bank’s vehicles and

Source: Prime Bank Limitetl, Service Rule. IW 5, Dhaka, p .l 12.
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heavy maintenance expenses thereof, a separate scheme tor providing cars to the 

executives was devised as far back as in March. 1995 which was subsequently revised on 

the October 1995, on the I’ebruaiT 1998 and on the 20*  ̂ May 2000.Under the 

scheme, the Bank has been providing car loan to the Executives, pay a fixed monthly 

allow'ance to them so that they can meet all expenses in connection with the car including 

hiring o f a driver, cost o f fuel, maintenance o f cars etc.

Medical Facility in PBL

In case of, Serious Illness where hospitalization is advised by the doctors, charges may be 

paid as under:

2 1 (y

Table No -3.71 # M edical Facilities for Serious Illness w here H ospitalization is 
advised  bv the D octors

Category Rate per day 
(Tk)

Maximum Limit 
(Tk)

Maximum in 
service period

At a lime 
not
exceeding

EVP-M D 750 40,00(1 60 dnys 15 days

AV P-SV P 600 30,000 60 d a \s 15 days

SO-KAVP 400 20,000 60 days 15 days

JO-M TO 250 lo.om 60 days 15 days

Driver 150
1

5.000
U  -

60 days 15 days

Source; Prime Bank Limited. Scrvice Rule. 1995. Dhaka, p. 120.

Bank facilitates its employees by Medical charges. The MD-EVP gets an amount TX

40.000. DMD TK -2500. AVP-SVP gets- 30.000, TAVP-SO- 20,000, MTO- JO gets

10.000, Driver gets TK 5000.
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Table N o-3.72 # In case o f  Major Surgical Operation charges in PBL

Categor>'

i;v p -M D

A V P-SV P

SO -FAV P

JO-M TO

Dnvcr

Maximum Limit

50.000

40.000

25,000

15.000

10.000

Remarks

During entire scrvicc period with the Bank

-do-

-do-

-do-

-do-

Source: Prime Rank l-iinited. Service Rule, 1995. Dhaka, p. 120.

In case o f  treatment o f all executives, who undergo Kidney Transplant, open heart surgery 

& blood cancer shall be paid a maximum o f TK 1,50,000/-(One lac fifty thousand)only 

from the welfare fund o f the bank to cover the cost o f tre a tm e n t.R e im b u rse m e n t o f 

maternity expenses production o f Hospital/Clinic bill may be made from this fund as 

under:

Table No-3.73 #  Hospital &  Clinic Bills (where neces.sary)

Category’ Maximum Limit Remarks

MD-AVP 25,000 Restriction up to two children only

SO-FAVP 15,000/- Restriction up to two children only

JO-M IO 10,000/- -do-

Driver 5,000 -do-

Source: Prime Bank Limited. Service Rule, 1995, Dhaka, p. 120.

Bank facilitates its employees by Medical charges as hospital bills. The MD-FAVP gets 

an amount TK 25,000. SO-A VP TK -1500, MTO- JO gets 10,000, Driver gets TK 5,000.

■ Appm vcd by (he Boartl in its 124'*“ m celm g held on the 4'*' August, 2 0 0 1. Employee Service Rules. 2tHt 1, 120
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Education Loan in PBL

A surv'ey was conducted on the 300 specimen employees o f  the PBL, where 100 were 

Executive level, 100 from Middle level and 100 from Lower level employees. The 

question was, “Have you got any system to get loan from your bank for assistance to any 

students o f Schools, Colleges or Universities or any employee?” In answer the respondents 

inform us; there is no system o f education loan in this way. But they have some 

educational programs; those are as follow's: Prime Bank took steps for a long lasting 

relationship with institutions that are the source o f knowledge base. Various assistances are 

provided to support their important events and program and curricular activities. Notable 

o f  them are given below:’’'*’

Sponsored hold ing o f  the 43'̂ * C onvocation  o f  Dhaka University';

Financial assistance to  Dhaka University for constructing A lum ni floor at new ly  

constructed ‘N abab Navvab A li Chowdhurv Senate Bhaban’;

Participated in the sponsorship  for holding Annual Senate C onference o f  Dhaka 

University;

The Bank has refurbished ihe library o f  institute o f  B u sin ess Adm inistration, 

Dhaka U niversity the m ost prestigious business institute o f  the country', into a new  

generation librar>;

T he Bank as per agreem ent with Bangladesh institute o f  Bank M anagem ent the 

apex body o f  the training institutes for tiie Bankers sponsors the prize m oney g iven  

to the students securing first, second  and third position  in the m asters o f  Bank 

M anagem ent exam ination o f  the institute;

Prime Bank sponsored the 18* N ational D ebate C om p etition -2006  arranged by 

N otre D am e C o llege  D ebating Club. 70 team s participated from 38 renow ned  

sch oo ls , co lleg es and universities o f  the country . The events o f  the debate festival 

w ere little bit different from traditional debate program. It had electoral debate,
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' Source; Prime Bank Lim ited, Serv ice Rule, 1995, Dhaka,, pp.33-34.
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friendly debate and workshop for participants on parliamentary debates. The theme 

of the debate was ‘Democracy, Freedom & Election’.

Co-sponsoring supplement in the national dailies of ‘Achievement of Scholastic’ a 

renowned educational institution committed to excellence;

Sponsored 3"* South Asian Economics Students Meet (SAESM) arranged by 

Economics Department of Dhaka University.

Games & Sports^^^

The Bank participating in major sponsorship programs in the area of sports such as 

Golf to popularize the same among the public;

Co-sponsored cricket tournament “Fair Plaj’ Cup-2006” arranged by University' of 

Libbers’ Arts Bangladesh, participants were cricket team of reputed private 

universities of Bangladesh and did not include any professional player;

Sponsored the "Prime Bank International Women Rating Chess Tournament and 

Prime Bank Open Chess Tournament (less than twelve years old). Leonine Chess 

Club-lhe leading registered chess club in Bangladesh organized the tournament;

Financial assistance to Bangladesh Hockey Federation for publishing their 

souvenir.

Loan to Employees from the W elfare Fund in PBL

Loans from the found may be allowed to its members who are confinned employees o f the 

bank to meet their emergent needs acceptable to the Trustees as under;

Source: Annual Report of PB l. -2006, Puhtished in 2006 hy PBL, Dhaka, pp33-.^4.
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Table No-3.74 # Loan to Employees from the Welfare Fund in PBL

Categor>- Maximum Limit Interest Repayable
within

EVP-DMD TK 60,000/- 10% 36 mornh

AVP-SVP TK 50,000/- 10% 36 month

SO-FAVP TK 30,000/- 10% 36 month

JO-MTO TK 20.000/- 10% 36 month

Driver TK 10,000/- iO^o 36 month

Source; Prime Bank Limited. Service Rule. 1995, Dhaka, p.l21.

Bank facilitates its employees by Loan. Its limit as The MD-IiVP gets an amount TK

60.000. AVP-SVP gets- 50,000, FAVP-SO- 30,000, MTO- JO gets 20,000, Driver gets TK

10.000.

Table No-3.75 # Living Standard Facility in PBL

l.cvcl o f  O fficers Dissatisfied Nculral Satisfied Total

H igher Level O fficers 00 10 90 100

M iddle Level Officers 00 20 80 100

I.ow cr Level O flieers 00 40 60 100

Source: Field Survey

The question was, “Arc you satisfied with the living standard facility in this bank?” 

Different answer received by commenting yes or not. In PBL 300 respondents out o f 1172 

employees have been questioned about their living standard on the Three groups (higher 

level ofTicers-100, mid level officers 100 and lower level em ployees-100 respondents), as 

it is a private bank and as your salary & allowance are so high in our country, so you are 

living in a high standard of living. In this case, 90%, 80% and 60% are satisfied.
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Retirement Benefits in PBL

Retirement: Retirement means the act o f retiring or withdrawing from society, service or 

public life.’"’' The event o f retiring or state o f having retired from work; or the period o f 

one's life after one has retired.

Retiiement for many employees is a mixed blessing. The employees may be free o f the 

daily requirements o f his or her jobs, but at the same time be slightly adrift because o f  not 

having a job.

Retirement Age in PBL: The retirement age is as per the labor 

agreement. However, the retirement age is mentioned in the Bank’s Ser\ice Rule is 60 

years. When, an employee reach at the age o f 60, he retires from the job & takes the 

retirement benefits from the Bank.

281

Retirement Benefit in PBL

Retirement Age: The retirement age is as per the labor agreement. However, the retirement 

age is mentioned in the bank's Service Rule is 60 years. When, an employee reach at the 

age o f  60, he retires from the job & takes the retirement benefits from the bank. Benefits to 

the employee who will retire after normal service period will be given as;

Table No-3.76 # Retirement Benefit in PBL
Category Rate Per Year o f  Serv ice M aximum  Limit

liV P to MD TK. 10.000 I'K. 2 .00,000

A V P-SV P TK 7.500 I'K 1.50,000

SO -FAV P TK .‘5.000 TK 1,00.000

jo-wro TK. 2.500 TK 50.000

D river ITl 1,500 TK 30.000

D e v , A l  , Student a- FavorUe O ictio fjan '. J o y  D e v  P u b lic a t io n s .  D h a k a , 1979 , p .I0 S 6 .
*’ Hornby, AS, (1999). Learner s D ictionarv.i Filth Edilion, 1999), Oxford IJnivcrsily P ress .i;K .p .l004 .
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Source; Prime Bank Limited, Service Rule, IW , Dhaita. p.l 19.

Bank facilitates its employees by Retirement Benefit. Its limit as The MD-EVP gets an 

amount TK 10,000. AVP-SVP gets- 7500, FAVP-SO-5,000, MTO- JO gets 2500, Driver 

gets TK 1500.

T ab le  N o-3 .77  # Opinion o f  Respondents on Retirement Benefits

Level of Officers

H igher Level OlTicers

M iddle Level OfVicers

Lower Level Officers

Satisfied

80

75

74

Partly Satisfied

20

25

26

Not Satisfied

00

00

00

Total%

100

100

100

Source; Field Survey

Here the question was ' ‘Were you satisfied with the retirement benefits systems in this 

bank?'' In this case, total respondents were 300; where 100 from the Executive Level, 100 

from Mid Level Employees and 100 from Other Employees Level. From the l"  group, 

80% Yes, from the 2"*̂  group, and 75% yes and from the 3rd group. 74% answered yes. 

New Bank, Only 13 years, A few numbers o f employees are retired from Job.

Death Benefit in PBL

In case o f dearth of an employee while in active service, financial benefit to the bereaved 

family o f the deceased will be paid to the nominee(s). In absence o f such nomination, 

benefit will be paid to the legal heirs subject to production o f succession certificate from 

the competent o f law in the following manner;
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Table No-3.78 # Death Benefit in PBL
Categor>' Amount

H V P,SE\T ,D M D  & MD TK 6,00,000

SAVI'.VP &  SVP i k  5,00,000

SE O .FA W  &  AVr TK 4,00,000

SO. PO & EG 1 K 3.00.000

JO &  MTO TK 2,00,000

Driver/All olhcr Employees TK 1.00,000

Source: Prime Bank Limited. Service Rule, 1995, Dhaka, p.i 18.

Bank facilitates its employees by death benefit. Its limit as The MD-EVP gets an amount

TK 6, 00,000/, SAVP-SVP gets- 5, 00,000/, FAVP-SO-3, 00,000/, MTO- JO gets 2,

00,000/, Driver gets TK 1, 00,000/.

T ab le N o- 3 .79  # O pin ion  o f  R espondents on D eath B enefits in PBL

Level ufOfTicers SaJisficd Partly Sati.sfied Not Satisfied Tula!

Higher Level Officers 80 20 00 100

Middle Level OtTiccrs 75 25 00 100

l,ower Level Officers 74 26 00 100

Source: Field Sun'ey

Here the question was “Were you satisfied with the Death Benefits systems in this bank?" 

In this case, total respondents were 300; where 100 from the Executive Level, 100 from 

Mid Level Employees and 100 from Other Employees Level. From the I®‘ group, 80% Yes, 

from the 2"̂ * group, and 75% yes and from the 3rd group, 74% answered yes. New Bank, 

Only 13 years, A few numbers o f employees are retired from Job.

Disability Benefits in PBL

Financial to the employees in case o f their physical disability during serv ice because o f 

any accident or otherwise making those incapable o f continuing serv'ice will be as under:
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T abIeN o-3.80 #  D isab ility  B enefits in PBL
Category

KVP.SEVP.DM D &  MD

SAVP.VP & SVP

SEO.KAVP & AV1>

SO. PO & liO

JO &  M TO

D river'A tl other Employees

Aniounl

TK 6.00,000

I K 5,00.000

TK 4.00.000

I K 3.00.000

TK 2.00.000

•|-K 1,00.000

Source: Service ku le  o f  PBL. Publi.shed by PBI. in Dhaka, p .1 19.

Bank facilitates its employees by Disability Benefit. Its limit as The MD-EVP gets an 

amount TK 6, 00,000. SAVP-SVP gets 5, 00,000, SEO-AVP gets 4,00,000/, FAVP-SO-3, 

00,000/, MTO- JO gels 2, 00,000/, Driver gets TK 1,00,000/.

Provident Fund

The word ’Provident’ has comc from the English word Provide. Provide means To supply 

somebody with something, or be a source o f  something needed or wanted by somebody, or 

to make something available to somebody, or To require something in advance as a 

condition or as part o f a contract (formal), or To take precautions to prevent hann or bring 

about good, or To supply the material means o f support for somebody.

Therefore, Provident Fund is the regular and confirmed employee who has worked for a 

minimum period o f time stated in the relevant service rule in an organization and it must 

come into force with effect from the starting time o f the employee.

An institution or a Bank also maintains Contributory Provident Fund, Gratuity Fund, 

Social Security Fund, andBene\o!ent Fund; these are the welfare services o f a bank. These 

Funds are managed and conducted by separate board o f trustees. These are related with the 

employees.

' Micros<.>ft. Encarla (2007); M icrosoft Corporation.
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Provident Fund in PBL; The Provident fund is for the regular ajid confirmed 

employee who has worked for a minimum period o f 5 (five) years in PBL and it came into 

force with effect from the ver>' inception o f the Bank in accordance with the locally 

registered Provident Fund Rules. The fund receives contributions at 10% o f the basic pay 

both from employees and employer.

T ab le  N o 3 .8 1 #  O pin ion  on P rovident Fund in PBL
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L evel o f  O fficers Sati.sfiod Partly Satisfied Not Satisfied Total

Higher Level Officers 80 20 00 100

.Middle Level Officers 75 25 00 100

Lower Level Officers 74 26 00 100

Source: Field Survey

Here the question was “Were you satisfied with the provident fund systems in this bank?" 

in this case, total respondents were 300; where 100 from the executive level, 100 from mid 

level employees and 100 from other employees level. From the P ' group, 80% yes, from 

the 2"̂ * group, and 75% yes and from the 3rd group, 74% answered yes. New banks, only 

13 years, a few numbers o f employees are retired from Job.

Gratuity

The gratuity fund is for the regular and confirmed employees o f an organization or a Bank. 

It means, money given in appreciation; a small gift, usually o f  money, given to somebody 

such as a waiter as thanks for service given,

Therefore, Gratuity is that amount o f  money, which an employee paid by his/her authorit\' 

after completing the service successfully mentioned by the authority.

Microsoft. Kncarta (2007): M icrosoft Corporation. liSA
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Gratuity in PBL

The Bank operates an unfunded gratuity scheme, provision in respect o f which is made 

annually covering all its permanent eligible employees. Actuarial valuation o f gratuity 

scheme had been made to assess the adequacy o f the liabilities provided for the scheme as 

per Bangladesh Accounting Standard (BAS-19) “Employee Benefits".

Table No-3.82 # GratuiW Benefits in PBL
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L evel o f  O fficers Satisfied Partly Satisfied Nol Satisfied Total

Higher Level O ftlccrs 80 20 00 100

M iddle Level Officers 75 25 00 100

Lower Level O fficers 74 26 00 100

Source: Field Survey

Here the question was “Were you satisfied with the gratuity benefits systems in this bank?" 

In this case, total respondents were 300; where 100 from the executive level, 100 from mid 

level employees and 100 from employees level. From the 1®‘ group, 80% yes, from the 2”*̂ 

group, and 75% yes and from the 3rd group, 74% answered yes. New' banks, only 13 years, 

a few nimibers o f employees are retired from job.

Benevolent Fund

The Benevolent Fund for the regular and confirmed employees o f an organization or a 

Bank is for the welfare o f  the employees. This fund is mainly used for payment o f 

Scholarship to the meritorious students among the children o f  that organization or a Bank 

officers and sub-stuff,^^^ to allow short term quartz/grant for the unexpected and certain

Huselid, M ark A. ( I 9 ‘>4). " The Im pact o f  Human Resource M anaeem ent Practices on Turnover. Productivirv. and  
Corporate Perform ance. " W orking Paper, Institute for M anagem ent and Labor Relations, Rutgers l)n ivcrsily .p .68 .
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needs o f the stuff, like accident, clinical treatment, marriage ceremony o f the sub-stuff and 

their dependants.

Benevolent Fund in PBL

The Benevolent Fund for the regular and confirmed employees o f PBL was established in 

the year 1998. This fund is mainly used for payment o f Scholarship to the meritorious 

students among the children o f PBL's officers and sub-stuff, to allow short term quartz or 

grant for the unexpected and certain needs o f the stuff o f PBL like accident, clinical 

treatment, marriage ceremony o f the sub-stuff and their dependents.

Table No-3.83 # Opinion of Respondents on Benevolent Benefits in PBL
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Level of Officers S a tis f ie d P a rtly  S a tis f ie d N o t S a tis f ie d T o ta l

Higher Level Officers 80 20 00 100

M iddle Level OlTicer.s 75 25 00 100

tx)wcr Level O fiicers 74 26 00 100

Source: Field Survey

Here the question was “Were you satisfied with the benevolent systems in this bank?" In 

this case, total respondents were 300; where 100 from the executive level, 100 from mid 

level employees and 100 from other employees level. From the r ‘ group, 80% Yes, from 

the group, and 75% yes and from the 3rd group, 74% answered yes. New banks, only 

13 years, A few numbers o f  employees are retired from job.

M anaging  H ealth, SafetA, W elfare, and Stress

Major developments include increased concern with the widespread and increasing 

provision for welfare facilities related to Employment, including Health, Safet> & Stress,

Feeding, Rest. Recreation, Transport and Social Securit>- facilities.
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Employee Safety and Health
Employee safety and health are both in the interest o f the employer and the employee.’'**̂ 

Employers largely profit from declining work related accidents and injuries. Accident and 

injuries are not industry related, although particular industries bear higher risks.

Many countries have adopted health and safety laws to assure that employees have so far 

as possible safe and heallhful working conditions to preserve the human resources. 

National labor inspections try to avoid imminent danger and assist or even take a lead if  an 

accident has taken place.

Both employers and employees have the responsibility' to work safely and healthily.^"*' 

They must prevent accidents through reducing unsafe conditions, and reducing unsafe 

actions. Unsafe actions can be reduced by selecting the right persons, and through health 

and safety training. The most effective prevention for unsafe actions is through motivation, 

and positive reinforcement.^"*^ Accidents, and employee claims are costly compensation 

costs. Companies and employees should try to avoid accidents, and not to be “fire 

officers”.
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TeH (2001) sta(es thal w ork related accidcnls and illness are expensive. The added cosls o f  w orkers' eompensiilion 
prem ium s itrc only a small part of' their expense. Lost protiiiciivily and low m orale take even greater (oil on tJte 
organization, p. 217.

Healthy w ork eondition,s consist o f  num erous characteristics o f  the physical w ork environm ent, rh ree  characteristics 
that affect all work situations are: ( I ) atm ospheric condition.s (for exam ple heat and cold). (2 ) illum ination (lighting), and 
(3) noise, rhese  three characteristics can be relatively easily controlled. Source; Kennelh N. W exley ajid Gary A. Yukl. 
O rganizational Beiiavior and  Personnel Psychology  (Hom ewood. Illinois; Invin, 1984), p.526-39.

In his book 2 !  Wtn’s to Create Healthy. H appy and  ^‘/olivateti Em oloveest Rohin.sion (2001) clearly explains that 
em ployees need lo he helped iuid trained in establishing and m aintaining a healthy lifestyle, since this has signillcanl 
benefits to the individual and the organization. Healthy em ployees have low er health care costs, few er w orkers’ 
com pensation claims, and reduced absenteeism . Additional intangible beneftLs include increased employee morale and 
reduccd stress. 2 !  H^ays to  Create Healthy, H appy and  M otivated Employees! Robinson (2 0 0 1), p .32 i .
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Table No 3.85 # Health & Safety in PBL

Ixvcl o f  Officers

H igher Level Officers

M iddle Level Officers

Lower Level O fficers

Satisfied

80

85

90

Partlv Satisfied

20

15

10

N ot Satisfied

00

00

00

Total

100

100

100

Source; Field Survey

Here the question was “Were you satisfied with the heaUh, safety systems in this hank?” in 

this case, total respondents were 300; w'here 100 from the executive level, 100 from mid 

level employees and 100 from other employees level. From the I*' group, 80% yes, from 

the 2"*̂  group, and 85% yes and from the 3rd group, 90% answered yes.

Health

A Banking organization can run smoothly if  its employees are sound as regards their 

health, skills, and efficiencies .Without hard work productivity' cannot run continuously. It 

is possible when workers are o f  good health. It can be ensured by two ways, (i) i f  healthy 

employees are recruited and (ii) if  their health is maintained p r o p e r l y , F o r  the purpose, 

all hazards should be removed as largely as possible. A .strong health and safely program 

can assure employees health sound and their safety'. Such general matters as occupational 

health and accident prevention regulations and services. In his book 21 Ways lo Create 

Healthy. Happy and Motivated Employees! Robinson (2001) clearly explains that 

employees need to be helped and trained in e.stablishing and maintaining a healthy 

lifestyle, since this has significant benefits to the individual and the organization. Healthy 

employees have lower health care costs, fewer workers’ compensation claims, and reduced

Rahman. A laur <20071 Hum an Resource M anagement. Zahir) Hublieations, Dhaka, p .262.
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absenteeism. Additional intangible benefits include increased employee morale and

i44reduced stress.

Health Care Programs in PBL

In this case Table 12, 13, &14 illustrate the conditions of H ealth  Care Pro grams in PBL 

for its employees. This is not sufficient; though the program is extending day to day for its 

employees.

T ab le  N o 3 .86  #  H ealth &  Safety  in PBL

Level ofOfilccrsi

Higher Level Officers

Middli; Level Officers

Low er Level Officers

Satisfied

80

85

90

Partly Salisfietl

20

15

10

N ot Satisfied

00

00

00

Toia!%

100

100

100

Source: Field Survey

Here the question was "Were you satisfied with the health, safety' systems in this bank?" in 

this case, total respondents w’ere 300; where 100 from the executive level, 100 from mid 

level employees and 100 from other employees level. From the 1̂ ' group, 80% yes, from 

the 2"“̂ group, and 85% yes and from the 3rd group, 90% answered yes.

W elfare Services

Welfare is a condition o f having good health, comfortable living, and pleasant working 

c o n d i t i o n s . He n c e ,  it can be said that welfare services are those which ensure conditions 

o f having good health, comfortable living and working conditions, which are generally 

one 's basic needs. In case o f Bank, it should utilize properly by the authority.

'^Robinson, Stephen, P,, (2001), 21 ti'avs to  (.'rente Heallhv. H apnv and  M otivated E m vtovees’. p.22-34. 
Hornby, A S (1999); O xford DicHonai-y. Oxford University Press, UK. p. 1352.
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W elfare Services in the Prim e B an k  L im ited

Prime Bank's employees' welfare fund is subscribed by monthly contribution o f the 

employees. The Bank also contributes to the Fund from time to time. The Fund has been 

established to provide coverage in the event o f accidental death or permanent disabilities of 

the employees. Disbursement from the fund is done as per rules for employees' welfare 

fund.
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Table No-3.87 # Opinion of Respondents on Welfare Activity in PBL

Level of Officers

H igher Level Officers

M iddle Level O lficers

L ow er l.evel Officers

Satisfied

10

20

12

Partly Satisfied

20

30

20

Not Satisfied

70

50

68

'I'otal%

100

100

100

Source: Field Survey

As the respondents were not fully suffering from jo b  stress or zl burnout syndrome ', since 

the inception o f this bank, the employees are used to take place in the welfare activities as 

possible as they can. The question was, "‘what is the opinion on welfare activity o f PBL?” 

different answer received by commenting yes or not. In this case, total respondents were 

300; where 100 from the executive level, 100 from mid level employees and 100 from 

other employees level. From the 1®' group, 10% yes, from the group, 20% yes and from 

the 3rd group, 12% answered yes.

Social Security
Social security ranges from basic employers' liability for occupational accidents to 

comprehensive schemes that include income security in the form o f sickness, 

unemployment, retirement, employment injur>', maternity, family, invalidity, and 

survivors' benefits and medical care. As with other aspects of labour law, a progression
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from the particular to the general has been characteristic o f the development o f social

. , . , . 346
secunt>- legislation.

Social Security Fund in PBL

The Scheme came into force with effect fi-om the December, 1998. It was established for 

financial help to the member o f  the PBL Employees Social Security Fund, and their 

families in case o f death, physical disability o f  the employee while in service or o f any 

incidence o f like nature acceptable to the Board o f trustees.

Table No-3.89 # Social Service in Flood Affected Area in PBL

Level o f  Officers Total Persons Participated % o f  Participation

Higher l.evel OlVicers 100 10 10%

Middle l.evel Officers 100 20 20%

l.ower Level OfTicers ICO 05 05»i

Source: Field Survey

In this case a question was, “Did you engage in the flood affected area to give services to 

the people?” Different answer received by commenting yes or not. In this case total 

respondents were 300 hundred, 100 was higher level officers, 100 mid level officers and 

100 was lower level officers. In higher officers 10% were participated, 20% from mid level 

and 05% from lower levels were participated.

* C. WiU’red Jenks&  Jt»hannes Schregic; Kncvclofyedia Britannica. Vcrsion-2005.
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Table No-3.90 # Participation in Social Service in PBL (Acid Hurt. A ccidcm . 

D iseases, & O thers)

L evel o f  O fficers

Hiiihcr Level OlTicers

M iddle l.evel O fficers

L ow er Level OtTicers

Total

100

100

100

Participated

10

10

08

Not-participatcd

90

90

92

Source: F ie h i S u rv ey

A  surv'ey was conducted on the 300 specimen employees o f the PBL, where 100 were 

Executive level, 100 from mid level and 100 from lower level employees. The question 

was “Did they participate or not in the direct social services, like Acid hurt. Accidents 

etc?" Different answer received by commenting yes or not. In case o f Executive level, 10% 

answered that they have participated in the ser\ ices. In case o f mid level cinployees 15% 

participated and 08% o f lower level employees have participated in the year 2006.

Job Stress and Burnouts

In our increasingly competitive world, more and more employees face job  stress and 

bumouts’̂'*̂ . Job stress can have serious consequences for both employer and employee. 

ITie human consequences include anxiety, depression, anger, and various physical 

consequences, such as cardiovascular disease, headaches, and accidents. For the 

organization, consequences include reductions in the quantity and qualit}' o f job 

performance, increased a b s e n t e e i s m a n d  turnover^^'*, and increased grievances and

health care costs.

A bum oul is the total depression o f  physical and mental resources caused by excessive striving to reach an unrealistic 
w ork-related goal (Dessler, 2003. p. 449).

Absenteeism  is one o f  the m ost chronic and expensive problem s com panies face. It costs in loss o f  productivity, 
breakdown o f  program s, failure to meet deadlines, and dissatisfaction o f  custom ers Source: A rthur R. Pell, The Complete  
Id io t's G uide lo Hum an Resource K ianaw m ent (Indianapolis: A lpha Books. 2001). p .227.

Traditional m easures o f  the losses incurred by em ployee turnover concentratc only on the costs o f  recruiting, hiring, 
and training replacem ents. But in most service jobs, an even greater cost o f  turnover is loss o f  productivity and decreased

Dhaka University Institutional Repository



2 9 4

TabIeNo-3.91 # Job Stress and Burnouts in PBL

Level o f Officers

Higher Level Officers

Middle Level Officers

Lower Level Officers

Yes

00

30

60

Partly

10

40

30

No

90

30

10

Total%

100

ICO

100

Source: Field Survey

The question was, “Is the Job Stress is so high in your bank?’" Different answer received by 

commenting yes or noL None o f the respondents was fully suffering from Job Stress or a 

Burnout Syndrome', a common suffering is present always in the employees o f this bank, 

since the workload w'as generally not that high. However, sometimes they had job stress 

for some days, in times o f  high workload. In these cases total respondents w ere 300 

hundred. 100 w ere higher level officers, 100 middle level officers and 100 were lov '̂er 

level officers. From the answers o f the questionnaire from the respondents, none of the 

executives said about job stress or a burnout, 30% employees said about the presence o f 

job stress or a burnout and 60% of the lower employees said about the presence o f job 

stress or a burnout.

Stress o f W orkload

In general it is seem that in ihe banking Job, there is a common load rather than any job,

is so heavy. So, it should remember for the Bank Management authority^'' that by 

appointing a large number o f employees makes less the stress on the employees.

cusiom er satisfaction. Source: Jam es I- Heskelt. W. l-:arl Sasser. J r .  and Leonard A. -Sehlesingcr. The Service Pro/it 
C hain  (New York: the Free Press. 1997), p.28.

.Michael M anning, Conrad Jackson, ajid M arcelinc Fusilier, "O ccupational Stress, Social Report, and the Costs o f  
Health Care,” Academ y o f  M anasem ent Journal 39. No. 3 (1996), 738-50; quoted in Gary Dessler. H um an Re.iource 
Mcmatfemetu (U pper Saddle River. New Jersey: Prenlice Hall, 2(}03), p .4 2 1.

351
Jackson, Susan E., Randall S. Schuler and J.C. Rivero (1989). '^O ream zaiiom il C fiuracienstics as Predictors o f  

.......................Personnel Psychology, p.727-786.
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Position of PBL at Stress o f Load

In this Bank the employees are working regularly from morning to evening. According to 

the respondents most o f the employees are not satisfied with the upper level Executives at 

this point. But on the other hand the Top level Executives put their liability to the owTier o f 

the Bank; who are the main decision maker o f  the Bank.

Banker-Customer Relationship
The Relationship arises between a Banker and a Customer with the opening of an account 

by the customer with a banker. The application for opening an account is considered as a 

letter o f agreement for establishing the Banker-Customer Relationship. The general view is 

that the banker-customer relationship is mainly that o f a debtor and a creditor with certain 

special features.

However, today the range o f banking services is more extensive, and indeed is expanding 

all the time, so it must be expected that other relationships will arise besides that o f debtor 

and creditor.^^^ For instance, the relationship o f principal and agent is present when the 

customer instructs his bank to buy or sell stocks on his behalf, and when items arc held in 

safe-custody the relationship is that o f bailer and bailed, Where the bank’s executorships 

service takes on the administration o f a deceased’s estate the relationship is that o f trustee 

and b e n e f i c i a r y . Du t i e s  akin(related) to a trusteeship might also happen when a branch 

comes into possession o f  funds or property that belongs to a third partv', as when the bank 

has sold propert>- in mortgage, and has a surplus to pass to the subsequent mortgagee. 

Obviously the relationship with the customer in that situation is that o f  a mortgagor with a
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Saber, Rashid V. (2006), Ph D thesis on Iniernational Business Q perauons the impact o f  PolUical Environment: A 
C onceptual Fram ew ork Based on A F o u r-In d u s tr)  Study, Florida. lJSy\, p. 16.

Hosain. Amir. (2001). Loan and  Investm ent M anagem ent ygrietv o f Convcrjlional t̂ - Islamic B onh 'ne in lianelndesh.
unpublished Ph D Tliesi.s. Dhaka University Libraiy, Dhaka. Bangladesh. p .23 l.

Dhaka University Institutional Repository



mortgagee. However, if  the security had been given by a third party then another state o f 

affairs would exist between the lender and his surety. There, duties and obligations would 

arise irrespective o f the banker-customer relationship with the borrow ing customer.

The nature o f the relationship depends upon the type o f services rendered by the banker, 

which has two aspects; one is legal and another is behavioral.

It is worth mentioning that the behavioral relationship is important from the view point o f 

humanit)', particularly for the customers who do not maintain account with the banker^^'* 

but buys, miscellaneous services like Demand Drafts, Mail Tratisfer o f money or payment 

o f  electric bill, gas bill, opening and renewal o f licenses o f  Television, and Radio. For 

example, a bankers’ good manners, courtesy, kindness, sympathy, and cooperation in 

helping to solve a customer’s problem, undoubtedly makes a good impression on the 

customer. The roads to progress and prosperity can easily be made through friendly 

behavior with the customers. If the bankers wish to develop their organizational image, 

they have to offer better services and cooperation, coupled with courteous service to gain a 

competitive edge.

B a n k e r :  Section 3(b) o f the Negotiable Instruments A ct-1881 defines a

banker as a person transacting the business o f accepting, for the purpose of lending or 

investment, o f deposits o f  money from the public, repayable on demand or otherwise and 

withdraw able by check, draft, and order or otherwise, and includes any Post Office 

Savijigs Bank. Banker means an owner or senior employee o f a Bank.^‘'* Or, Banker 

means a person who owns or manages a Bank.^^^
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Op.cit., p .70.
Section 3(b) o f  the Negotiable In.siruments Act-18 8 1.

*** M icrosoft®  Encarla (2007),
Oxford Dictionary (1999) Oxford L!niversit>' Press, p.8 1
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Customer: There is no statiitor>' definition o f a ‘customer’ and one must 

turn to case law if  any legal guidance is required as to what features need to be present to 

constitute a person being considered a customer o f  a bank. The Negotiable Instruments Act 

has not clearly defined a 'Custom er' but it appears from Section-131 o f the Act that 

constituents o f the Bank who maintain some type o f account(s) w'ith him duly introduced 

for the purpose o f having a certain amount o f deposits therein withdraw' able by checks or 

by any other means, are c u s t o m e r s . M o r e  recently, however, where a bank gave 

investment advice to a person who was not in an account at the time, the court held that 

nevertheless the bank had incurred responsibilities to him, as to a customer (Woods vs. 

Martins Bank Ltd. 1959).^^'^ It may be said, therefore, that a person becomes a customer as 

soon as a business relationship is established. It is not necessary for the account to have 

been open for a long period o f time, or for the business to be conducted over a regular 

period. In fact, two conditions seem to be important for becoming a customer o f  a bank. 

These are as follows;

(i)There has to have been some habit o f dealing between him and the banker whh or 

without opening an account; and

(ii)The transactions so made ought to be in the nature o f  regular banking business.

A Bank can even be a customer itself, where it has an account with another bank.

Responsibilities of Bankers to Customers: Both parties in this 

relationship, both banker and customer have certain responsibilities to one another. The 

Banker's responsibilities to his customers are as follows; (According to Negotiable 

Instruments A ct-1881, Section-31);
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Seciion-131 o f  the Negotiable Instrum ents Act-! 881.
W oods vs. M artins Baniv I.td. 1959. quoted in Business L-aw, 2(H)5. K halequ7.zanian. p .73.
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“a. Negotiable instruments A ct-1881, Scction-31 indicates that a banker must pay the 

customer’s check which has been drawn duly on his account subject to the availability' o f 

money in the Account; (b) Maintenance o f secrecy o f a custom er's Account is the legal 

and moral responsibilit}' o f a banker, both while the account is open and even after it has 

been closed. O f course, secrecy may be disclosed: Against the order o f tlie court o f law' or 

to the police and Income Tax authority; to ser\'e the public interest and against the request 

o f the customer in black and white, (c) Collection o f check and depositing the proceeds to 

the Customer's Account is the General Banking duty o f a banker. If these negotiable 

instruments arc returned back without clearance, the bank should quickly inform the 

customer. (d)The bank is entitled to a charge and or commission, except w'here special 

arrangements have been made. It is entitled to debit the customer account with charges, 

usually quarterly, or semi-annually without specific advice to the customer. A charge for 

an item such as the stop payment o f a check or rejection o f a check would usually be 

allowed.(e) A bank must always follow its usual course o f business when acting for its 

customers w'ho can expect transactions to be dealt with in a consistent manner.(f) A bank 

acquires a general lien over its custom er's negotiable documents, which come into its 

possession, unless an express contract has been made which would be incon.sistent with a 

lien^^ (Brandao v. Barnett, 1846). (g) The bank must give reasonable notice to its 

customer before closing an account that is maintained on credit. However, overdrafts are 

repayable on demand, unless there is an implied or actual agreement to the contrary'. 

(h)Supply o f Pass Book or Statement o f Account is the duty o f a banker, (i) If any 

fraudulent check comes to the hand o f a banker, he should inform the customer 

immediately, (j) The bank must repay the whole or part o f the balance, if and when there is 

demand by the customer during banking hours, provided the demand is made at the branch
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where the amount is kept, or at a branch where prior alternative arrangements have been 

made, such as under credit-opened encashment facilities. (k)A bank has no obligations to 

third parties, arising out o f the duty to pay its customer’s checks, and the payee o f checks 

issued by a customer cannot sue the paying banker.”^ '̂

Table No-3.92 # Nature of Customer Satisfaction in PBL

299

Level o f  Officers Yes Partly No Total

Higher Level Officers 90 10 100 100

Middle Level Officers 95 05 100 100

Lower Level Officers 60 40 100 100

Source: Field Sun-ey

The theme was “Is the customer satisfaction status good and acceptable in your bank?” 

Different answers received by Commenting yes or not. In these cases total respondents 

were 300 hundred. 100 was Higher Level officers. 100 Middle level officers and 100 was 

Lower Level officers. In every cases 90% o f Executives gave the answer yes. From Middle 

level officers95% yes and from Lower Level officers 60% yes.

Responsibilities of Customers to Bankers: On the other hand, there 

are certain responsibilities o f the customers. Those arc given below'i 1. to ensure safety and 

securit}' o f the checkbook; 2. To issue neither a check duly neither being careful to ensure 

that neither words nor figures can be altered; 3. If  a check or checkbook is lost, the 

customer should inform the banker immediately; and 4. Negotiable Instruments A ct-1881,

N egoliahle Insinim onts Acl-1881, Scction-31. quolccJ in Business Law, 2005. Khalequ/y-unimi, p .71.
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Sections-65 and 68 indicate that a check must be drawn upon the bank branch where the

money was deposited, during regular banking hours. 362

B an k er-C u stom er R elation sh ip  in PBL

Banker-Customer Relationship isn 't so bad; but also there is a gap between higher & lower 

level employees. By investigation & through questionnaire, it has been chalked out that the 

relations between Banker & Customer are not so bad.

Table No-3.93 # Nature of Banker-Customer Relationship in PBL

Level o f  Officers

Higher Level Officers

Middle Level Officers

Lower Level Officers

Yes

51

24

Partly

O.s

40

30

No

05

26

Total%

100

100

100

Source: F ield Survey-

The term Banker-Custom er Relationship is related with the behavior o f the relevant 

employees. It is most familiar in this sector and is applied thoroughly in ever>' sector of the 

organization. It is accepted in all levels o f organization, though the researcher tried his best 

to know' the situation o f the condition o f banker-customer relationship, ‘i s  the banker- 

customer relationship good enough in your bank?" Different answers received by 

commenting yes or not. In these cases total respondents were 300 hundred. 100 were 

higher level officers, 100 middle level officers and 100 were lower level officers. In the 

executive level, 90% said, the condition was good, in employee level 50% is good and in 

other employee level 20% is good.

N egotiable Inslrunienls A c l-IS 8 t, Scctions-65 a n il68 . quo teJ in Business 2005, Khalet|ii/:zaman. p.7[
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Motivation of HRM
Meaning o f Motivation; Motivation means the forces acting either on or within a person 

to initiate b e h a v i o r . T h e  word is derived from the Latin term motivus (“a moving 

cause”), which suggests the activating properties o f  the processes involved in 

psychological motivation

Motivation is the cause o f an organism’s behavior, or the reason that an organism carries 

out some activity. In a humiui being, motivation involves both conscious and unconscious 

drives. Psychological theories must account for a "primary” level o f motivation to satisfy 

basic needs/^^ such as those for food, oxygen, and water, and for a "secondary” level o f 

motivation to fulfill social needs such as companionship and achievement. The primary

needs must be satisfied before an organism can attend to secondary drivcs.^^^

Psychologists study motivational forces to help explain observed changes in behavior that 

occur in an individual. Thus, for example, the observation that a person is increasingly 

likely to open the refrigerator door to look for food as the number o f hours since the last 

meal increases can be understood by invoking the concept o f motivation. As the above 

example suggests, Motivation is not ty pically measured directly but rather inferred as the 

result o f behavioral changes in reaction to internal or external stimuli, h is also important 

to understand that motivation is primarily a performance variable. That’s, the effects o f 

changes in motivation are often temporary'. An individual, highly motivated to perform a 

particular task because o f a motivational change, may later show little interest for that task 

as a result o f further change in motivation.
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Motives are often categorized into primarj', or basic, motives, which are unlearned and 

common to both animals and humans; and secondary, or learned, motives, which can differ 

from animal to animal and person to p e r s o n , P r i m a r y  motives are thought to include 

hunger, thirst, and sex, avoidance o f pain, and perhaps aggression and fear. Secondary' 

motives t\'pically studied in humans include achievement, power motivation, and 

numerous other specialized motives.

M otivation Theory

Motives have also sometimes been classified into "'pushes" and “puils.” Push motives 

concern internal changes that have the effect o f  triggering specific motive states.'^® Pull 

motives represent external goals that influence one's behavior toward them. Most 

motivational situations are in reality a combination o f push and pull condhions. For 

example, hunger, in part, may be signaled by internal changes in blood glucose or fat 

stores, but motivation to eat is also heavily influenced by what foods are available. Some 

foods are more desirable than others and exert an influence on our behavior toward them. 

Behavior is, thus, often a complex blend o f internal pushes and external pulls.

•The American Psychologist Abraham Maslow devised a six-level hierarchy o f  motives that, 

according to his theory, determine human behavior. Mallow ranks human needs as follows: (1) 

physiological; (2) security and safety; (3) love and feelings o f  belonging; (4) competence, prestige, 

and esteem; (5) self-fLilfiliment; and (6) curiosity' and the need to understand (Figure 3.1 1& 3,12 

in Appendix).
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M otivation in PBL

Motivation means the forces acting cither on or within a person to initiate behavior; but in 

case o f every private banks including PBL, there is unsatisfactorv' conditions are ongoing 

in ever>' employees. They are satisfied by financial motivation, but not with nonfinancial 

motivation; because the higher level officers do not behave well with their subordinates.

M cG regor’s X and Y Theory

The majority o f top and higher managers at the Case-Study Banks considered their 

employees in a negative way (Theory They saw their employees as; un-ambitious,

disliking work, avoiding responsibility, and only to be motivated by a desire o f economic 

gain and security’. One Bangladeshi top manager o f a Bank told the researcher explicitly: 

‘"Bangladeshi employees are only interested in money. Everything else they say is lies.” 

Moreover, this group o f X managers said that employees needed to be closely directed to 

work effectively. At the companies with X managers poor, shallow, and mistrusted 

relationships were w idespread. Internal competition was part o f these companies’ culture.

The minority o f the top and higher managers at the Case-Study Banks saw their employees 

generally as positive, as human capital (Theory Y). They admitted that their employees 

could also be motivated by factors like exercising self-direction, accepting responsibility, 

and considering w'ork to be a natural activity. This group o f Y managers followed more or 

less democratic values, which foster trust, authentic relationships among employees, 

increased interpersonal competence, and increased organizational effectiveness.
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Position of Motivation in PBL
Scientifically, M cGregor's X and Y Theory are not followed directly. They are trying 

their best to follow the theories o f  motivation. On the other hand, there are some financial 

& nonfinancial incentives which are the alternatives o f motivations, are followed by the 

authority according to the aiiswers o f  the respondents tlirough questionnaires.

Table No-3.96 # Nature of Motivation System in PBL

304

Level o f  Officers Salisfied Partly Satisfied Not Satisfied Total

H iaher Level OfTicers 71 19 10 100

M iddle Level O fficers 50 30 20 100

Lower Le\ el O fficers 49 32 19 100

Source: F ie ld  Sur\'ey’

The question was, “Is the nature of motivation level is satisfactory in this bank?” different 

answer received by commenting yes or not. hi the answer o f the question, the respondents 

give us about the motivation level o f prime bank limited. Total respondents were 300, 

where executive level-100, mid level employee level-100 and lower employee level-100. 

In case o f executive level 71% satisfactory, 10% not satisfied, .in case o f mid level, 50% 

satisfactory, in lower level 49% is satisfactorv.

Table No-3.97 # Satisfaction o f Respondents with M otivation in PBL

Level ofO fficers Satisfied Partly Satisfied Not Satisfied Total

Higher Level Oflicen; 89 05 06 100

Middle Level Officers 50 40 10 100

Lower Level Otlficers 20 30 50 100

Source: f i e l d  Siin-ey

The term ‘Motivation" is related with the behavior o f the relevant employees. It is most

familiar in this sector and is applied thoroughly in every sector o f the organization. It is
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accepted in all levels o f  organization, though the researcher tried his best to know the 

situation o f the condition o f motivation. The question was, "is the nature o f motivation 

level is satisfactor\' in this bank?" Different answer received by commenting yes or not. In 

these cases total respondents w ere 300 hundred. 100 w ere higher level officers, 100 

middle level officers and 100 were lower level officers. In the executive level, 89% said 

the condition was satisfactory, in middle level officers, 50% is satisfactory and in other 

employee level 20% is satisfactory'.

F in an cia l & N on -F in an cia l M eans o f  M otivation

Financial Means o f Motivation; Human life is full o f Want and Demand. The invisible 

want that is spread over the human life, the most o f it is related with the financial cause. So 

a man wants money and monetary facility against his labor. For obtaining this goal, on 

behalf o f  the organization a number o f  financial facilities are supplied to the employees is 

called Financial Motivation, i'hose are: 1. Fair Wages; II. Profit Sharing; III. Bonus; IV. 

Financial Securit>; V. Advance & Loans; VI. Accommodation facilities; VII. 

Transportation Facilities; VIII. Medicare Facilities; IX. Promotion; X. Rewards; XI. 

Rationing Facilities etc.’ “̂

Non-Financial M eans o f Motivation

Non-Financial Means o f Motivation is that Motivation which is going to the employees 

pocket out o f financial purposes. It is not a small incentive to the employees behind 

production o f their consciousness. For stimulating the higher level executives or officers, 

this means o f motivation with respect to time or field are more effective. Those are: I.
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Personal Power & Rights; II. Fair Working Environment; III. Security; TV. Attractive 

Work; V. Fair Treatment; VI. Appreciation o f Worthwhile Work; VII, Training Facility; 

VIII. Democratic Management; IX. Opportunity- to Participation in Ownership; X. 

Establishing Equit>'; XL Granting Union Right; XII. Goodwill o f the Organization; XIII.

Creating Educational Facility; XIV. Other Motivational Arrangements.37.̂

Financial & Non-Financial Means of Motivation in PBL

These are the alternatives o f motivations, are follow'ed by the authority according to the

answers o f the respondents through questionnaires.

Table No-3.98 # Employee Satisfaction by Financial & Nom-financial Means of 
Motivation in PBL

Level o f  Officers Yes Partly No Total

Higher Level Officers 90 10 100 100

Middle Level Officers 95 05 100 100

Lower Level Officers 60 40 100 100

Source: f i e ld  Survey

The question was “Is the employee satisfaction status good and acceptable in your bank?"' 

different answer received by commenting yes or not. In these cases total respondents were 

300 hundred. 100 were higher level officers, 100 middle level oITicers and 100 were lower 

level officers. In ever>’ cases 90% o f executives gave the answer yes. From middle level 

officers95% yes and from lower level officers 60% yes.

Grievance Handling
Meaning o f  Grievance: ‘Grievance" a cause for complaint or resentment that may or may 

not be well- founded; or bitterness or anger at having received unfair treatment; or a formal 

complaint made on the basis o f something that somebody feels is formal complaint made

M anaging I'eopie. (ACC’A-Coursc Book), 2006. (W riter unknown, Kaplaji Publishing h'oulks Lynch. Unit 2 The 
Business Cenlre, B aL shire . UK). British Council Librar>', Dhaka p.244.
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on the basis o f something that somebody feels is unfair.^^‘’Grievance is an English word 

which stems from the French word ‘Grievance". In English its meaning is the Real or 

Fancied basis o f Grievance or complaint^^^

A Grievance is a complaint uttered in writing or orally on a company related matter. A 

Grievance can be generally distinct as an em ployee's unhappiness or sentiment o f  personal 

discrimination relating to ones employment dealings. A Grievance is a work related 

complaint or recognized argument that is brought to the awareness o f  Management.

■'l-iammering out a labor agreement is not the last step in collective bargaining. N o labor contract 

can cover ail contingencies and answer all questions. For example, suppose the contract says you 

can only discharge an employee for just subsequently discharge someone for speaking back to you 

in iiarsh terms was it your within your rights to discharge this person? Was speaking back to you 

harshly just cause?’"̂ *

Causes o f Grievance: A number o f causes can make grievances among the employee’s.

This causes from time to time can be avoided or occasionally not. These causes may be 

formed by the management or by the em ployee’s part."’̂ ' These arc as follows:

“i.Unfair management practices; ii. Low morale & frustration; iii. Unclear contractual language; iv. 

A violation o f  law: v. A violation o f  the intent o f  the parities; vi, A violation o f  normal work 

procedures; vii. Unfair treatment by the supervisor’s; viii. Dissatisfaction about the job; ix. 

Inconsistence in the disciplinary action: x Misconception: xi. A violation o f  health & safely

standards.” '’*
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G rievan ce H an d lin g  P rocedure

The majority' o f collective bargaining contracts enclose a ver>' unambiguous grievance 

procedure. It lists the variety o f steps in the procedure, time restrictions linked with every 

step, and unambiguous rules such as “all charges o f contract violation must be reduced to 

writing.^ Virtually every labor agreement signed today contains a grievance procedure 

clause. (Nonunion zed employers need such procedures).

Union grievance procedures differ from firm to firm. A number o f  firm enclose simple, 

two step procedures. Here the grievant. union representative and company representative 

meet to discuss the grievance, if they don't find a satisfactory solution, the grievance is 

brought before an independent, third-party arbitrator, who hears the case, wxites it up, and 

makes a decision.

At the other extreme, the grievance procedure may contain six or more steps. The first step 

might be for the grievant and shop steward to meet informally with the grievant superv isor 

to tr>’ to find a solufion. If they do it find one, the employee files a forma! grievance, and 

there's a meeting with the employee, shop steward, and the supervisor’s boss. The next 

steps involve the grievant and union representatives meeting with higher-level managers. 

Finally, if  top management and the union craft reach agreement, the grievance may go to 

arbitration. Sometimes the grievance process gels out o f hand. In that circumstance change 

in management or transfer o f employees may be the solutions to the problem.

308

Mayo, K, (1949). The Social FrobJemx o f  an Industrialized C ivilizalion. H aqier Publicalions. New York, USA, p. 17

Dhaka University Institutional Repository



TVA
C h art N o-3.11 # C riteria  for G rievan ce P rocedures

309

Criteria Grievance Procedures

In writing

Tim ings o f  caeh .stage laid down 

Third parly presence allowed 

M anagers trained in procedure 

W hich m anager is responsible to r action? 

N ature o f  Grievance specified in advance

Action may Apply.

Source: M anaging People, p.286

Stages o f G rievance Handling Procedure

The stages o f Grievance Handling Procedures are as follows^'*';

Stage -1 Grievance should be raised with the em ployee's immediate superior, failing

settlement.’*"

Stage -2 The employee’s immediate superior will arrange for a discussion with an

appropriate senior manager. The official line here is that: This second meeting will be held 

w'ithin five days o f  the initial -discussion, ’*’

A brief resume o f the grievance and noticc o f the time, date, and place o f the meeting 

should be given, in writing, by the senior manager to both the employee and the immediate 

superior who must attend.

M anaging People, (A C C A -t’oursc HtMik), 20()6, (W nler unknown. Kaplan Publishing l-oiilks Lynch. Unil 2 The 
Business Centre. Berkshire. L'K'), British Council IJhrary , Dhaka, p.286.

Ibid. p.285.

M eCleland. D Atkinson. J. C lark. R and Lowell. E. (1953). f /ie  Achievem ent M otive. Applelon-Cenlurv-Crotts. New 
York. USA. p .74.

'* 'M ayo. E. (1949). TIte Social Problem s o f  an Industrialized C ivilization. Harper I’ubliealions. New V'ork, USA. p.53.
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Both parlies may be accompanied by a friend; the senior manager may request that 

someone from the personnel department be present in an advisory capacity. Failing 

settlement at this meeting the grievance proceeds to stage - 3.

Stage 3 Without delay the senior manager will arrange for the grievance to be

referred to -w here the decision o f the arbitrators will be Final and binding on both

parties. 384

Stage 4 If conciliation does not take place at stage 3 and a trade union is involved, the 

grievance may be considered to have escalated into a dispute and will proceed along the 

lines o f the agreed negotiating procedure.^*'

Crievancc Handlinj; in Prime Bank Limited

In case o f  grievance, in PBL, there is a gap between higher & lower level employees, 

because, the lower level employees can’t get justice from their immediate boss. Answering 

from questionnaire, it has been observ ed that the fact isn’t quite true. The employees o f the 

bank are spending their days in mental dissatisfaction.

T able N o- 3 .99  #  Satisfaction with Grievance Handling in PBL

Level o f  OfTicers Good Partly Good Not Good Total%

Higher yo 05 05 100

M iddle 51 40 09 100

Lower 24 30 26 100

Source: Field Sw vey

M aslow. A H., (1987). A Theory of Hum an \lo liva tion  in Pxvcholoev. M cG raw -llill Book Com pany, New York. 
USA. p.42.

M aslow. A. H.. (1987), M otivation a n d  Personality. M cGraw-Hill Book Com pany. New York. USA. p.27.
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The term Grievance is related with the behavior o f  the relevant employee. It is familiar but 

horrible in all levels o f organization, though the researcher tried his best to know the 

situation o f  the condition o f grievance. The question was "Is the Grievance Handling 

procedure & employee satisfaction status good and acccptable in your bank?” Different 

answer received by commenting yes or not. In these cases total respondents w ere 300 

hundred. 100 w ere higher level officers, 100 middle level officers and 100 were lower 

level officers. In the executive level, 90% said, the condition was good, in employee level 

51% is good and in other employee level 24% is good.

Disciplinary Action

Discipline: Discipline is either a code o f acceptable conduct or a system o f rules 

establishing behavior patterns.^**. It is a form o f training to achieve desired behaviors.^*^ 

The term discipline refers to condition in the organization where employees conduct 

themselves in accordance with the organization’s rule and regulation and standards o f 

acceptable behavior. It is manifested by orderly behavior o f  the employees. Orderly 

behavior is possible when the employees follow the companies policies strictly as down by 

its rules and regulation.'^**

W ebster’s dictionary gives three meanings to the word discipline. First, it states that it is 

training that corrects, molds strengthens or perfects. The second meaning is that it is 

control gained by enforcing obedience. The third meaning is punishment or

3 1 1

M anaging People,(A CCA -Course Book), 2006. (W riter unknown. Kaplan Publishing Koulks L>-nch. Unit 2 The 
Business Centre, Berkshire, UK), B niish Council Libr^iry, Dhaka.,p-282

D. V. Tcsone (2005): IIRM  in llospitalil>' In d u slo , Pearson Prentice Mall. New Jersey. USA, p-270.

M cCleland. D. A tkinson. J, Clark. R  and Lowell. E. (1953). The Achievem ent Motive. Appleton-Cenlur>-Crofts. New 
York. USA, p .74.
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 ̂fiO
chastisement.” Discipline is a condition in an institute where employees conduct 

themselves in harmony with the organization’s statute and principles o f satisfactory 

performance.

Meaning o f Disciplinary Action; The action w'hich is taken to ensure 

discipline is called disciplinary action. This action encourages peace loving employees but 

it is a threat to trouble makers.'^^*’ However disciplinary action may be defined as follows:

Disciplinar>’ Action is a procedure that corrects or punishes a subordinate because o f a mle 

or procedure has been violated.^^'.lt is curbed to the purpose o f penalties that show the way 

to an inhabitation o f  undersize p r o c e d u r e s .O n  the other hand, it is the State of 

em ployee's self-discipline and methodical conduct in attendance within an association.

Variety o f Disciplinary Action: In Bangladeshi organizations, there is diverse 

variety o f disciplinary actions. All these accomplishment are adopted to make certain 

discipline. These are as follows: I. Written verbal warning; II. Written warning; III. 

Suspension; IV. Discharge (Chart 11).’’̂ '̂ ^
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Chart No-3.12 # Criteria for Grievance Procedures 394

Criteria

In w riting

Tim ings o f  each stage laid down

Third piut> prcscncc allo^vcd

M anagers trained in procedure

Definition o f  punishm cnl for a given offence

D etlnilion exists for each offence, e g. what is lateness?

A ppeals procedure

How long does ofl'ence stay on record?

W hich m anager is re.sponsible for action?

N a tu re  o f  G r ie v a n c e  s p e c if ie d  in  a d v a n c e

Discipiinarv Action

Action should perform  in
each case.

Source: M anaging People, p.286.

Steps in Discipiinarv Action
Some steps can be followed to conduct a disciplinary action program effectively. By 

following these steps methodically, disciplinary' action program can carry excellent results. 

However these steps are as; 1. Accurate statement o f the disciplinary problem: II. 

Gathering information; Hi. Establishing tentative penalties; IV. Choosing penalty; V. 

Applying penalties; VII. Follow up o f disciplinary action,

Before taking disciplinary action, the management must that disciplinary- climate will be 

revived. Minimum suspicion about the action cay hampers the objective.

M anaging People.(A CCA -Course Book.),2()06.(Writer unknown. Kaplan Publishing Foulks Lynch,Unit 2 Ihe 
B usiness Centre. Berkshire, UK). B ritish Council Library'. Dhaka, p.286.

McC lelajid. D. A tkinson, ,1. Clark. R and Lowell. E. (19.‘!3). The Achievem ent M otive. Appieton-Centiiry-Crofts, New 
York, USA. p .68 .
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Prime Bank Limited in Case of Disciplinary Action

In case o f disciplinarv’ action, the higher officers are very prompt. The authority takes 

action in various ways; it may be in orally or mentally. The employees spend their days in 

anxieties for action. Workload & other mental pressures is the common feature in this case.

Table No-3.100 # Disciplinary’ Action of Employees in PBL

Level o f Officers

Higher Level Officers

Middle Level Officers

Lower Level Officers

Satisfied

89

50

20

Partly Satisfied

05

40

30

Not Satisfied

06

10

50

Total

100

100

100

Source: Field Purvey

The term disciplinary' action is not familiar but horrible in all levels o f organization, though 

the researcher tried his best to know the situation o f the condition o f disciplinan,'' action. 

The question was, “ is your disciplinary’ action system o f the workplace supposed to be 

good enough?” different answer received by commenting yes or n o t In these cases total 

respondents w ere 300 hundred. 100 w ere higher level officers, 100 middle level 

officers and 100 were lower level officers. In the executive level, 89% said, the condition 

was satisfied, in employee level 50% is satisfied and in other employee level 20% is 

satisfied.

Labour Management Relations
Meaning: The process o f  analyzing, developing, implementing, and performing ongoing 

evaluation of the w'orkplace relationship between employer & employer^^^ (including the 

collective bargaining process& union relations), in order to maintain effective relationships

’ Rahman, Atuur, (2007). Hum an Resource M anacem enl. /.ahin Piitilicalions, 2007. Ohaka, pp.3.SS-3.^y.
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and working conditions that balance the em ployer's needs with the em ployee's rights in 

support o f the organization's strategic objectives.'^'^^

Labor management relation means a set o f components, both inside and outside the 

employment, related with influential and guideline the service relationship. It helps to 

develop and implement employee relations programs that will create a positive 

organizational culture. LMR is the compound position o f  inter-relation in the middle o f 

employees, manager, and government at the same time in a variety o f managerial 

interactions. It is essential to promote, monitor, and measure the effectiveness o f employee 

relations activities.'^^** These relations are mainly interconnected with the employer- 

employee relationship. Labor management relations are essential aspects o f social relations 

arising out o f employer employee communication in contemporary business firms. We can 

say that the term labor relation explains the relationship between employees and 

management, which stems directly from union-employer r e la t io n s h ip .A s s is t  in 

establishing work rules and monitor their application and enforcement to ensure fairness 

and consistency (for union and nonunion environments).communicate and ensure 

understanding by employees o f laws, and organizational policies. Resolve employee 

complaints filed with govt, and local agencies involving employment practices.'*^*’ Develop 

grievance and disciplinar>' policies and procedures to ensure fairness and consistency. 

Implement and monitor grievance and discipiinarj' policies to ensure fairness and
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Mayo, h . (1949), The Social t^roblems o i an Industrialized Ciyiiizatioyi. Maiper Publications. New York- USA, p .56.

D e.ssle r. G a rv . (2 0 0 3 ) ,  U. R. A/wtaeenieiU. P e a rs o n  I’re n lic e  [ la l i .  N e w  J e r s e v . U S A . )> ,561.

Op.eit, p .3J8.
M aslow, A. H.. ( l ‘)87). A Theory o f  Hum an M otivatinn m  Psvcholoin’. M cGraw-Hill B ook Com pany. Neiv York. 

IJS.A, p.45.
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consistency procedures with respond to union organizing activity and aiso participate in 

collective bargaining activities/®’ including contract negotiation and administration.

Barriers to Good Labor M anagement Relations in Bangladesh

Some points are o f barriers to good business relations. These barriers hamper the cordial 

labor management relations in the industrial enterprises, especially in the public sector o f 

Bangladesh. These barriers are discussed below in brief in the following points.

“I. Autocratic attitude; 1!. Class difference; III, Personnel difference; IV. Discrimination; V.Lack of 

job security'; VI. Anomalies in wage policy; VII. Injustice in recruitment, promotion etc; VIII. Lack 

of uniform outlook; IX. Loopholes in disciplinary action; X. Flawed supervisionXIl. Lack o f  

honesty: XIII. Absence o f  comparative advantages; XIV. Existing laws; XV. Abuse o f  polities 

support; XVI. Lack o f  proper commitment."''''’

From the above discussion we can say that there are several reasons responsible for bad 

industrial relations among these reasons some are unique and some are imposed by both 

internal and external environments. These are not at all favorable for good industrial 

enterprises o f Bangladesh.

Labor M anagement Relationship in Prime Bank Limited

The LMR isn 't bad in all respects. By the Service Rules it is tightly controlled by the

authority'. But in this case it is a matter o f remember that there is not any Trade Union 

activities in the PBL; which is clearly violation o f International Labor Organization. In the 

Charter o f ILO, it is clearly stated that in every organization, must have a Trade LJnion 

activity. Tlirough this union the employees are capable o f  informing their claims &
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M a s lo w , A . II ..  (I9K7), .Uolivation and  PersonalUv. M cC ira w -H ill H o o k  C o m p a n y . N e w  Y o rk . U S A . p.28 . 

Ralimaii. A laur.(2007), H utm m  Resource M oriaeemeni. Dhaka. Zahin Publications. 2007.p.341.
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grievances to their authority .But it is a matter o f regret that there are not any Trade Union 

activities in this bank.

Table No -3.101 # Nature of Labor-M anagement Relationship in PBL
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Level o f  Officers Good PartK Good Not Good Tolal

Higher Level Officers 60 20 20 100

Middle Level Officer.s 40 40 20 100

Lower Level Officers 30 30 40 100

Source; Field Survey-

Labor-Management Relationship is good at all; is it true? The question was, "Is Your 

Labor-Management Relationship System o f the Workplace supposed to be good enough?" 

Different answer received by commenting yes or not. The Labor- Management Relation 

isn 't in optimum level. In these cases total respondents w ere 300 hundred. 100 were 

Higher Level Officers, 100 Middle Level Officers and 100 were Lower Level Officers, In 

the executive level, 60% said, the relation was good, in employee level 40% is good and in 

other employee level 30% is good.

Trade Union
Meaning o f Trade L'nion: Trade unions are a main factor o f the modem business relations 

system. Trade union in an institute, fashioned by workers, to protect their wellbeing & 

safet>', & for improving their working environment. TU is an organization, the principal 

aspire o f w'hich is the regulation o f reciprocal relations between the human resources and 

employers. Trade Union is a continuous relationship o f  wage earners for the intention o f 

maintaining and as well as the environment o f  their working levels. A Trade Union is a 

combination o f workers or employers with the primary purpt>se o f  regulating the relations 

between vvorkers and employers, or between worker and between employers and
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employers or lo impose restrictive conditions on the conduct o f any trade or business. 

Beside the primary objects, which are not inconsistent with the primary objects or opposed 

to any law?

Unionism and its Impact in the Bank

The Primarv' Role o f a union is to protect the workers and to canalize their effort into more 

rational directions. It is an association o f employees for placing the charter o f  demands to 

their employer in an organizing way.*"'* Employees have the right lo unite themselves in a 

union and bargain collectively with management. Trade unions are basically voluntaiy 

organization created by the working class under compulsive circumstances to defend their 

interest and to improve their working and general living condition. Their main goals are 

the advancement o f the well being and dignity o f working people under their membership. 

But at the micro or plant level the unions have an extra plant -  orientation o f the unions 

which is inherent in their political groupings. This restricts their ability lo judge a plant on 

its own merits without adding an extra (political) dimension to it. The different unions are 

unable to come together to submit a common charter o f  demand as their ideologies make it 

impossible to take a united stand.'**’̂  After emergence o f  Bangladesh as an independent 

country , new democratically working call leaders ushered in an era o f hope for its workers. 

Their major contribution was towards the gradual evolution o f  various levels o f platforms 

and forums for negotiation in banking industrv'. In the post nationalized. Era, the 

workmen,''”  ̂ and certain other categories o f junior management in banks became
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Industrial Relations Ordinance. (1969), Bangladeslv
M cCleland. D. Atlsinson. J. Clark, R and Linvell. K. (19.S3). The AchU’vement M otive. A pplclon-C cnturv-C rotis, New 

York. USA. p.68 .

"“̂ ’M onappa, .Arun, (1985): Jndustrial R ela tion . 19''' reprint 2001, Tata M cGraw Hill, publishing Compiuiy Lim ited, p.51. 

M ayo. i;. (1949). The Social R ro h k m s oi an Industrialized C ivilization. Harper Publications. New York. USA. p. 142.
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w lnerable. The management also could not spare sufficient time for meaningful HRD 

issues. These unions become all the more and ever greater obliging to management o f 

public sector banks.

The Function o f Labor Unions
Labor unions agree that they cannot stop structural and economic changes, but must adapt 

to them. Unions are now anxious to take an active role in the process o f change so as to 

minimize the detrimental effects on workers."'^^ A more unified relationship between labor, 

management, and State is envisaged, with a more expansive role for labor."*****

Trade Unions and Industrial Relations

A number o f complex legal relationships fall under the heading o f industrial relations, 

including the legal status, rights, and obligations o f  trade unions and employers’ 

organizations, collective bargaining and collective agreements, the representation o f 

employees at plant and enterprise level (including joint consultation and, where it exists, 

codetermination and other forms o f w'orkers' participation in management, even to the 

extent o f workers' representation on company boards), and the prevention and settlement o f 

various types o f labour disputes in general and o f strikes and lockouts in particular. There 

are wide variations both in the extent to which such matters as the representative character 

and capacit>' o f trade unions, their legal status, the obligation to recognize and bargain with 

them, the enforceability o f collective agreements, the scope o f  activities permitted to trade 

unions, and their obligations in contract and tort are subject to legal rules and in the content 

o f  such rules."**̂ *̂
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Maslow, A. H.. (1987). .( Theory o f  Hum an M otivation in Fsvchotosrv. M cGraw-Hill Book Com pany. New York, 
USA. p i 25.

Shauiia L. Otncy, Umoim in a  C luineine  HVjWiJ(Geneva: Jn ltinational Labor OlTicc, 1996), p.91.
^  C. W'iifrcd JenksA  Johanniis Sehreglc: Encvclovedia liritannica. Vcrsion-2005.
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Collective Bargaining

Employee Security and Safety: Labor Relations and Collective Bargaining: The labor 

movement started in the 1790s when skilled craftsman (shoemakers, tailors, printers, and 

so on) organized themselves into trade u n io n s .S in c e  the start o f the labor movement the 

aims o f the unions remained more or less the same: union security, and improved wages, 

hours and benefits for union members, through collective harguining.^^ *

With collective bargaining the union wants to assure its own and employee interests. If 

during coJlective bargaining no settlement between company management and union can 

be reached a mediator can be called in to put pressure on management to accede to its 

demands, unions might threaten and sometimes carry out a picket"*'^, boycott or strike. 

Union representatives are not allowed to recruit new members during working hours.

ITie trade unions are facing a time o f profound change. No one denies this profound 

change. However the economic, social, political, and industrial relations background o f the 

various countries at issue differ, the challenge to the trade union movement remains 

essentially the same.

In general the state o f the unions is a decline in union membership levels."^M em bership 

levels are one o f the most visible manifestations o f a union’s state o f health. Union
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Desslcr. (2003), HRM. cUpper SadJlc River, New Jersey: Prentice Hall. p.3% .

D esslcr (2003) defines 'collective bargaining’ as the proccss iiirougli which reprcseiitalivcs o f  nianagem eril and the 
union m ccls to negotiate a labor agreem ent (p. 528).

The [nternational l.ahor Organizalion defines 'collective hargaining" more extensively as all negotiations which take 
place between an employe)', a group o f  em ployers o r one or more em ployers' organizations, on the one hand, and one or 
m ore w orkers’ organizaiion,s, on tJie other, for; (a) deierniining working condiitons and tem w o f  em ploym ent, or (b) 
regulating relations between em ployers and workers, o r (c) regulating relations between em ployers or their organizations 
and a w orkers' organization or w'orker?’ organizations, The definition includes wage, and non-wage bargaining. Source: 
International I^ b o r  O tlice. Collective Hargaininj’ Inleniaiional Labor Officc. 1986), p. 1-76.

Shauna L. Otney. Unions in a  C haneiiK  (Geneva: International Labor O fiice, 19% ). p. 12.

‘“' ’Pel! (2(H)!) states that work related accidents and illness are expensive. The added costs o f  w orkers' com pensation 
prem ium s are only a sm all part o f  their expense. I j js t  productivity and low m orale take even greater toll on the 
organization (p. 217),
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membership varies from countr>' to country, suggesting that the consequences o f declining 

membership will also var>'.

Union membership rates are sector or industry' bounded. Union membership in traditional 

industries is relatively high compared to modem businesses. In general the decline in union 

membership can be explained through the declining amount o f blue-color jobs, and more 

serv'ice, high-tech and white-collar ser\'ice jobs.'"'’

Nowadays unions and company management try to have an equal re la tion .'^T hey  do not 

want to come into conflict with one another. They are looking more for a kind o f 

partnership, where exchanging concerns takes a central position to avoid bumps.

Research indicates that w'orkers continue strongly to support the fundamentals o f 

unionism, thus many believe that these principles, while needing to be brought up-to-date 

from time to time, have an enduring quality, which will continue to be an essential 

component o f a democratic society.'*'*

A small number o f features are happening in collective bargaining process in Bangladesh 

these features can affect the results o f the bargaining process. In case o f favorable presence 

o f these features make collective bargaining process comes to an end effectively. 

Otherwise industrial unrest may not be settled. I ’hese characteristics are given below: 1. 

Group process; II. Tow w'ay affairs; III. Democratic approach; IV. Dynamic concept; V.
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HcaJlhy work conditions consist ot num erous charactcnstics o f  the physical work cnvironm eni. Three characterislics 
tlial affect aJl work situations are: (1) atm ospheric conditions (for exam ple heat and cold), (2 ) illum ination (lighting), and 
(3) noise. These three charaeteristic.s can be relatively easily controlled. Source: Kenneth N. W cxlcy and Gary A. Yukl, 
O rganizational Behavior and  Personnel Psychology m o m ev;o o d . Illinois: Irv^'in, 1984), p.526-39.

Healthy work conditions consist o f  num erous characteristics o f  the physical work environm ent. Three characteristics 
lliat alTect all work situations aje: ( I )  atm ospheric conditions (for e.\ainple heat and cold), (2 ) illum ination (lighting), and 
(3) noise. These three characteristics can be relatively easily controlled. Source: Kenneth N. W exley and Gary A. Yukl, 
<frgani:alianalJieha\’io r and  P ersonnel Psychology (iiom ew ood . Illinois: Invin. 1984), p 526-39.

■"* In his book 2 !  l^'ays Co Create Healthy. H appy and M otivated Em ployees! Robin.son (2001) d e a rly  explains that 
emplo>ees need to be helped and triiiiied in establishing and m aintaining a healthy lifestyle, since this has signillcajit 
benefits to the individual and the organization. Healthy em ployees have lower health care costs, fewer w orkers’ 
com pensation claims, and rcdueed absenteeism . Additional intangible benefits include increa.<;ed em ployee m orale and 
reduced stress, p. 112 .
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Human relations; VI. A continuing activity/'^Collective Bargaining process in an effective 

way o f falling conflict and establishing decision-making peace and discipline in the 

establishment. Effective collective bargaining process should be supported by the top

*4 J 8management as well as the associate o f all Trade Unions.

Cause o f Non-Functioning o f the Activity o f TU in the PBL

It has discovered from the answers o f the respondents through questionnaires that there

are two inversely related causes behind the non-functioning o f Trade Union in the Prime 

Bank Limited. Those are: Positive Cause is, the employees o f this Bank pay a good and 

satisfactory' salary from the authority o f the Bank. So, they need not attain in Trade Union 

activities. On the other hand, the Negative Cat4Se is that the authority supposes the activity' 

o f Trade Union is fully negative. They will oppose everj-^vhere in the in the banking 

activities; they will disturb always in unnecessary' talking & claims. For this reason the 

authority does not give pennission to the employees to attain in Trade Union activities.

Managing Global Human Resources
Globalization: Globalization in a literal sense is international integration. It can be 

described as a process by which the people o f the world‘s a r e  unified into a single society 

and functioning together. This process is a combination o f economic, technological, socio

cultural, and political forces."’ '̂’ Globalization, as a term, is very often used to refer to 

economic globalization that is integration o f national economies into the international 

economy through trade, foreign direct investment, capital flow's, migration, and spread o f
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■“ 'Ralm ian. Alaur, (2003), Hum an Resource M anaeem enl. Dhaka. Zahin Publicalions, 2007, p.352.
M cClcland, D. A tkinson, J. Clark. R and Lowell, E. (1953), The Achievem ent M otive, Appiclon-Ccnlur>'-Crotts, N sw  

York, USA, p. 114.

W ikipedia Encyclopedia, USA.
M cC leland. D. Atkinson, J. Cliirk, R and Ixtwcll. E. (1953). The Achievem ent M otive. Applclon-Cenlur>-CroAs New 

York. USA. p 125.
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technology/^' The word globalization is also LLsed, in a doctrinal sense to describe the 

neoliberal form o f economic globalization. Globalization is als<> defined as 

internationalization, however such usage is typically incorrect as G lobal’ implies One 

W orld’ as a single unit, while ‘Intcrm tionaV  (between nations) recognizes that different 

peoples, cultures, languages, nations, borders, econom ies, and ecosystems exist.

M odern Globalization

Globalization in the era since World War II was first the result o f planning by economists, 

business'*"^ interests, and politicians who recognized the costs associated with 

protectionism and declining international economic integration. Their work led to the 

Breton Woods confercncc and the founding o f several international institutions intended to 

oversee the renewed processes o f globalization, promoting growth and managing adverse

424consequences.

These were the International Bank for Recon.struction and Development (the World Bank) 

and the International Monetary' Fund. It has been facilitated by advances in technology 

which have reduced the costs o f trade, and trade negotiation rounds, originally under the 

auspices o f GATT, which led to a series o f agreements to remove restrictions on free 

trade."*"^
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■'■'McDutfitf, John i’aiil ( I W I ). Hevond M ass Production: Flexible Produciinit System s and  M anutacturin^ Perjormortce 
ill the W orld Auto Industry, unpublished Ph.U. dissertation. M assachusetts Instiliile o f  I'echnology. p. I I 4.

.VIcGregor. D. ( 1960).The H um an Side o f  Enlerorisc. M cGraw-Hill Book Com pany, New York. USA. p.214.

Ibid.
M ayo. H. (1949), The Social Prohtem.i o f  an Industria li:ed  C ivilization. I la r p L T  Publications, New York. USA, p.! 14.

M cCleland. D. A tkinson, J. Clark. R and Lowell. E. (195.V). The .Achievement M otive. Applelon-Ccnlurv-Crofts. New 
York. USA, p.l2.'S.
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History o f Globalization

The word '’Globalization' has been used by economists since 1981; however, its concepts 

did not become popular'^’  ̂ until the latter half o f the 1980's and 1990's. Globalization in its 

largest extent began a bit before the turn o f the 16th ccntury, in Portugal. The country's 

global adventurism in the 16th century- linked continents, economies, and cultures as never 

before. The Kingdom o f Portugal kicked o ff what has come to be known as the Age o f 

Discovery,"*^’ in the mid-1400s. The westemniost country in Europe was the first to 

significantly probe the Atlantic Ocean, colonizing the Azores, Madeira and other Atlantic 

islands, then braving the west coast o f Africa. In 1488, Portuguese explorer Bartolommeo 

Dias was the first to sail around the Southern tip o f Africa, and in 1498 his countryman 

Vasco da Gama repeated the experiment, making it as far as India. The Portuguese Empire 

would establish ports, forts and trading posts as far west as Brazil, as far east as Japan and 

Timor, and along the coasts o f Africa, India and China. For the first time in historj’, a wave 

o f global trade, colonization, and enculturation reached ali comers o f the w'orid.‘*“®

Debate abounds over whether globalization is good or bad for the self, the family, the 

nation, and the world. Some pessimists see increased interdependence as a terribly 

destructive trend, while optimists see a more diverse, better life for all. Some people argue 

that the world is no more globalized than it was in the waning days o f the British Empire, 

but some see an information revolution that is unparalleled in history and widespread in its 

implications.
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■’J'* Op.cit
W ikipedia Encyclopedia. USA.

'’■® M iiitzbcrg, II. (1973). The Nature o fM aiuieerU il H'orL  H arper Publications. New York. USA, p. 121.
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Effect o f Globalization

Globalization has various aspccts which affect the world*^^  ̂ in several different ways such 

as:

Industrial (alias Tran 's nationalization): emergence o f worldwide

production markets and broader access to a range o f foreign products for consumers and

430compames.
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Financial: emergence o f w'orldwide financial markets and better access to 

external financing for corporate, national and sub national borrow ers/^'

Economic', realization o f a global common market, based on the freedom 

of exchange o f goods and capital.'*^"

Political, political globalization is the creation o f a world government 

which regulates the relationships among nations and guarantees the rights arising from 

social and economic globalization. Politically, the United States has enjoyed a position o f 

power among the world powers; in part because o f its strong and wealthy economy. With 

the influence o f Globalization and with the help o f The United States' own economy, 

China has experience some tremendous growth within the past dccadc.‘*’'’lf  China 

continues to grow at the rate projected by the trends, then it is ver\' likely that in the next 

t\vent>' years, there will be a major reallocation o f pow'er among the w^orld leaders. China

Rahman. Ataur. Hum an Resource M aiuieem em . Dhaka_ Zahin Publicalions. 2007.p.28.

■'’"M iiitzberg. H. (197.^). The Nature o fM a n a e e h a l Work. Harper Publications. Ne\v York. USA, p ,I2 I

M cDuffie, John Paul (1991). lievond M ass Production: Flexible Production System s a n d  \1am tfacturinp  Pertormance  
in the H'orld .-lulo Industry, unpublished Ph.D. tiissermiion. M assachusells Institute o f  T echnolog \, p. I 14.

M ctiregor. D. (1960)./'/it? Hum an Side oi Enterprise. M cGraw-Hill Book Com pany, New York. USA. p .214.

M cCleland, D. Atkinson. J. C lark, R aiid Ixiwell. E. (1953). The Achievement M otive. A ppleton-C euturj-C rotls . New 
York. USA. p. 125.
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will have enough wealth, industry, and technology to rival the United States for the 

position o f leading world pi>wer.
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Jnformational: Increase in information flows between geographically

remote locations.

Cultural: growth o f cross-cultural contacts; advent o f new categories o f 

consciousness and identities such as Globalism - which embodies cultural diffusion, the 

desire to consume and enjoy foreign products and ideas, adopt new technology and 

practices, and participate in a "world culture”

Position o f Prime Bank Limited in Case o f Globalization

According to the recent globalized circumstances, we can make comment that the HRM

Practice o f  a private sector banking o f Bangladesh can't be able to competent W'ith the 

current com petitive situation. Many cause may be uiider lined. Firstly, the lack o f favorable 

Technology; & Secondly, the lack o f proper trained & skilled employees. If these two 

factors are strengthened by the authority, it may be the matter o f hope for the researcher 

that the Bangladeshi HRM Practice can compete with global action ver)' often. In case o f 

global pressures and also pressures from the Government o f  the People's Republic o f 

Bangladesh on the Human Resource Management & its Practice, Prime Bank Limited are 

trying their best to obtain a first class position in the Banking sector o f Bangladesh 

according to the ansAvers of most o f the respondents.

' lbiil,p.3.

‘ Mayo, b  The Social Prohlemx o f  an  Induxtrialized C ivU hation. H aqier Puhlicalions. New York. USA. p .l U .
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Table No-3.102 # Feeling of Respondents on Globalization of HR System in PBL

L ev e l o f  O ff ice rs Good Partly Good Not Good Total"

Higher Level Officers 95 05 00 100

Middle Level Ofricers 85 15 00 100

Lower Level Officers 20 30 50 100

S o u rce : F ie ld  S u rv e y

The tenn globalization isn 't familiar in all levels o f organization, though the researcher 

tried his best to know the situation o f  the condition o f globalization. The question was, 

“have you any good idea on globalization? Are your banking functions trend to be 

globalized?” different answers received by commenting yes or not. In these cases total 

respondents w ere 300 hundred. 100 w ere higher level officers, 100 middle level 

officers and 100 were lower level officers. In the executive level, 95% said, the condition 

was good, in employee level 85% is good and in other employee level 20% is good.

Global Pressures

The three key global pressures affecting Human Resource Management Practices, as 

mentioned are: 1) Deployment; 2) Knowledge and innovation dissemination; & 3) 

Identify'ing and developing talent on a global base.

Deployment and identifying & developing talent on a global base w eren't sufficiently 

addressed at any o f the Banks. However, knowledge and innovation dissemination were 

not sufficiently addressed at these t>'pes o f companies, since the lower organizational level 

employees, and to a lesser extent the middle organizational level employees, were often 

excluded from knowledge and innovation dissemination.
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Position of Prime Bank Limited In Case of Global Pressures

In case o f Global pressures and also pressures from the Governmenl o f the People’s

Republic o f Bangladesh on the Human Resource Management systems & its Practice, 

Prime Bank Limited are trj'ing their best to obtain a first class position in the Banicing 

sector o f Bangladesh according to the answers o f  most o f the respondents.
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T able N o-3.104 #  Satisfaction with the Globalization o f  HR System in PBL

t.evel o l'O fticers Good Panlv  Good Not Good I'otal

H igher Level Officers 89 05 06 100

M iddle Level OtTicers 50 40 10 100

Lower Level Officers 20 30 50 100

Source; F ield  S u n e y

The term globalization isn 't familiar in all levels o f  organization, though the researcher 

tried his best to know the situation of the condition o f globalization imposed by the global 

age. The question was, '‘are your banking functions trends to be good in globalization?" 

In these cases to tal respondents w ere 300 hundred. 100 w ere higher level officers, 100 

middle level officers and 100 were lower level officers. In the executive level, 89% said, 

the condition was good, in employee level 50% is good and in other employee level 20% is 

good.

Human Capital Management
Fitz-enz and Davison (2002) say the widespread introduction o f technology is now  ̂ the 

driving force in human resource management (HRM).^^* TTie human resources information 

system (HRIS) has evolved from mainfi-ame-based to hands-on applications. With the 

arrival o f  the Worldwide Web, HR professionals have almost unlimited power at their

’ * Source: Jac t-’ilz-cnz and Barbara D avison, How io M easure Human Resourves Manai^ement (New York: M cGraw- 
HilL 2002). p. vii-ix.
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fingertips. As exciting and tantalizing as technology has become, it is nothing compared to 

what it will be like in another ten years according to Jac Fitz-enz and Davison, It is 

difficult to imagine what the practice o f human capital management will look like then. 

Nevertheless, within these three words -  Human Capital Management -  lays the clue to 

w'hat is likely to change;'*’̂

UHuman Capital- Given the critical role o f people, how is HR going to strategically plan 

and act the next few years? The traditional dichotomy between transaction administration 

and management consultation has to be solved in order for HR to play an effective role. 

Transaction has to be solved or the system will collapse.

L\Return on Investment- Since HR is a business function; management has to ask what the 

value o f the function is to the total enterprise.'*'®
t

Traditionally HR, like accounting, information technologies, and other general and 

administrative units, has been treated as an overhead expense. All overhead units should be 

managed as economically as possible. The value acquiring o f their operations has been 

view'ed as a necessity or a nice thing to have, in the case o f HR the alleged value of 

keeping people happy. iTiis translates ver\' loosely into retention and productivity. There 

has been little, if, any assessment o f HR 's performance. In the pursuit o f profitability and i
I

competitive advantage top management is looking at all functions for a return on 

investment.

Ihe question vvili be: What is the best way to spend money on HR ser\'ices? Questions
I

over the relative merits o f in- or outsourcing may arise.
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Ihiil, p vii-ix.

In their book How to  M easure Hum an Resource.'; M anaeem enl Fitz-enz and Davison <2002) give straightforward tools 
lo m ake m ost hum an resource m anagem ent practices m easurable. The tools iillow structural im provem ent of’ these 
practices. p .5 l.

D rucker (2002) says that a grow ing num ber o f  businesses have outsourced em ployee relations; they no longer manage 
m ajor iispects o f  their relationships with the people w ho are tlicir iormal em ployees (p. 2 ).
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UCommunicalion- CoTnmunicalion is seen as the heart of leading new employees,

HR Professionals as a Business Partners
Ulrich (1997) advocated that HR professionals'''‘V u s t become partners, players, and 

pioneers. They should be theorj -based, competency-driven experts who draw on a body o f 

knowledge to make informed business decisions. HR practices must be designed to create 

value and deliver results.

HR professionals need to move beyond the role o f policy police and regulatory watchdogs. 

Ulrich is optimistic about the role o f HR over the next decadc, because the issues with 

which HR professionals deal are at the heart o f organizational success. Ulrich sees the HR 

function for the next decade as follows; *'”

□A focus on global management, organizational capabilities, culture change, and 

mtellectual capital.

QHR issues o f the past (for example fair treatment o f employees, shaping firms' 

values, and sourcing talent) will continue to be central in the future.

□ Questions as: How does HR add value? Who does HR work with (the line, staff, 

HR professionals, outside vendors)? Who are the clients for HR initiatives 

(employees, customers, investors)? What are the criteria for successful HR 

practices (financial measures, employee morale, and market share)? What are the 

new tools for HR? The answers to these questions will lead to new insights, and 

even more questions not currently asked among HR professionals.
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243 T o d ay 's  HR professionals arc often labeled business partners. Ulrich (1997) defines a ‘business partner' as the 
sum of: a strategic partner, an adm inistrative expert, an em ployee eham pion. and a change agent (p. 37 ).

Dave U lrich. (1997). Hum an Resource C luinw iom  (Bo.ston: llarvaj'd Bu-siness School Press.), p. vii-x. U.SA.
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Opinion of Respondents on “‘Employees Are Human Capital not as a 
Commodity Product”

The term ‘Employees must be seen and treated as Human Capital and not as a commodity 

product in this Bank’ isn 't familiar in all levels o f organization, though the researcher tried 

his best to know the situation o f the condition o f the theme. Employees must be seen and 

treated as Human Capital and not as a commodit>' product in this Bank.

Table No-3.105 # Opinion of Respondents on “Employees Are Human Capital 
not as a Commodity Product”

L evel o f  O fficers

H igher Level O fficers

M iddle L evel O fficers

L ow er L evel O fficers

Yes

90

50

20

Partly

10

30

30

No

00

20

50

Total

iOO

100

100

Sourcc: F ie ld  S u rv e y

The question was "Is it true or good enough?’" Different answer received by Commenting 

yes or not. In these cases total respondents were 300 hundred. 100 were Higher Level 

Officers, 100 Middle Level Officers and 100 were Lower Level Officers, in the executive 

level, 90% said the condition was yes /good, in employee level 50% is yes /good and in 

other employee level 20% is yes /good.

H um an C ap ita l D evelop m ent

Fitz-enz (2000) sees that, to remain competitive in the twenty-first century, management 

has to find methods o f increasing the power o f the information lever. The availability o f 

valid performance data is the heart o f the issue.

Fitz-enz sees human capital developing in the future as follows;'*'-

Taken (rom: Jac hit/-enz.(2<.*0l)). The R O j o f  Human C'apital (Ncvv York; Am erican M anaiiem ent Association. 
2000).p.xi-206
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Employees need to become more productive. This will be the solution to talent 

shortfall. This raises the question o f  how to invest in human potential.

CEvei"V' improvement in companies must flow from goals from the corporate 

ladder.

□ Enterprise goals, business unit goals, and human capital management need to be 

bridged and aligned.

□ The drivers o f  a com pany's success are people. The five basic activities in 

managing human capital are: (1) planning, (2) acquiring, (3) maintaining, (4) 

developing, and C5) retaining the human asset.

□ The output o f human capital needs to be measured. Financial data tell 

us what happened. Human capital data tell us why it happened.

Performance matrices or scorecards need to be set up. Without specific data, there 

is no sense o f urgency around improvement.

□ The HR function needs to be restructured. HR departments need to consider in- 

or outsource decisions. They need to appeal to the temporary' w'orkforce to increase 

their flexibilitv' and to deal with talent shortfall.

T he H R  Scorecard

Huselid, Ulrich, and Becker (2001), in their book The HR Scorecard: People,
#

Strategy’, and Performance, proposes new metrics to measure human resources. The four 

metrics the authors propose are: (1) high performance work systems. (2) alignment with 

business strategy, (3) human resource deliverables, and (4) human resources efficiency. 

These new metrics are in line with the balance score car d'*''-’ approach o f Kaplan and 

Norton.
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rtie Balanced Scorecard is a response lo ihe inadcquacie.s o f tradilional pertbrmance nicasuremcnl s>sicms, often 
hast'd on financial measures, l o ovcrcomc Ihcse inadequacies Kaplan and Norton developed the Balanced Scorecard. The
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HR and the Internationalization of Business
Now, the age, o f companies is increasingly doing abroad. But all o f the parts o f the world,

even small firms are finding that success depends on their ability to market strateg>'. This

presents firms with some interesting management challenges. M arket, product, and

production plans must be coordinated on a worldwide basis, for instance, and organization

structures capable o f balancing centralized home-office control with adequate local

autonomy must be created. And, o f course, the firm must extend its HR policies and

444
systems to serv ice its staffing needs abroad.

Human Resource Assessm ent &  Auditing

In ever>’ field o f operation, it is an essential task to set up a permanent policy o f 

assessment tor every employee. It involves two major activities. The first activity is to 

conduct a number o f Audits to identify' current issues and ensure compliance'*^' within a 

number o f HR practices. The second activity is D ata Collection, to identify'*^* the existing 

factors within the organization, such as organizational culture& climate, management 

practice, plaiining activities employee KSAAs (knowledge, skills, attitudes, & abililies), 

guest satisfaction levels, and other pertinent data used to appraise the current status o f  the 

organization. This process is totally absent in connection with the Human Resource 

Management policy to perform regularly by tradition for the development of both 

employer & employee.

Balanced Scorccard, a new perfonnancc m anagcm cnl system  lhal gives lop m anagers a fast but com prehensive view  o f 
hiisincs.s. includes financial anci three  sets o f  operational m easures (custom er satisfaction, internal processes, and tlie 
organization’s ability to team  and im prove) -  the activities that drive tuiure perform ance. M anagers create a Balanced 
Scorecard by translating their com pany 's strategy and m ission slatcnient into specific goals and measures. Taken from: 
R obert S. Kaplan and David P. Norton. "TTie B alanced Scorecard -  M easures that Drive Perform ance.” in H arvard  
Business Review on .hfeasuri/ig Corporate Performance (Boston: Harvard Business School Press. 1998), p. 123-4 (British  
C ouncil Library).

Dessler, Oary. (2003), H. R. M ananem eni. Pearson Prentice I lall. New Jersey. lJSA .p,656.

Tcsone,D  V, (2005): H R Si in Hospitalin- Industry. Pearson Prentice Hall, New Jersey, USA, p ,2 0 l .

Rahman. Ataur. (2007), Hum an Resource M anagem ent. Dhaka, /a h in  Publications. 2007 p 28 
""O p. CiLp.201.
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HR Auditing & Assessments in Prime Bank Limited
In every field o f operation, it is an essential task to set up a permanent policy o f assessment 

for every employee. It involves two major activities. The first activity^ is to conduct a 

number of audits to identify’ current issues and ensure compliance'”® within a number o f 

HRM Practices. The second activity' is data collection, to identify the existing factors 

within the organization, such as organizational culture & climate, management practice, 

planning activities, employee KSAAs (Knowledge, Skills, Attitudes, & Abilities),^'**' guest 

satisfaction levels, and other pertinent data used to appraise the current status o f the 

organization. This process is totally absent in connection with the human resource 

management policy in this bank to perform regularly by tradition for the development o f 

both employers & employees in the Prime Bank Limited.

Opinion of Respondents Regarding the Improvement of Bank 
M anagement

The term "Management must be improved in this Bank’ isn 't familiar in all levels o f 

organization, though the researcher tried his best to know the situation o f  the condition o f 

the theme. Management must be improved in this bank.
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44X
Tesone, D. V., (2005); H RM  in H oxm tatitv Industry. IVarson Prentice Hall, New Jersey. USA. p .2 0 !. 

Ibid.p.2 0 ).

Dhaka University Institutional Repository



335

Table No-3.106 # Opinion of Respondents Regarding the Improvement of  
Bank M anagem ent

Level o f  Officers

Higher Level Officers

Middle Level Officers

Lower Level Officers

Yes

91

52

35

Partlv

09

29

30

No

00

21

45

Total%

100

100

100

Source; F ield  Survey

The question was ‘Management must be improved in this bank’; is it true? Different 

answer received by Commenting yes or not. In these cases total respondents w ere 300 

hundred. 100 w ere higher level officers, 100 middle level officers and 100 were lower 

level officers. In the executive level, 91% said, the condition was yes, in employee level 

52% is yes and in other employee level 35% is yes.

Opinion o f Respondents on the Change of Attitude

The term 'Company Managers & Employees must break up the status quo and see the 

global market through new eyes’ isn 't familiar in all levels o f organization, though the 

researcher tried his best to know the situation o f the condition o f the theme. The current 

researcher has collected data from Field Survey and presented it in the following Tables 

about above o f the employees o f  PBL:

Table No-3.107 # Opinion o f Respondents on the Change of Attitude

Level o f  Officers Yes Partly No Total%

Higher Level Officers 90 10 00 100

Middle Level Officers 50 30 20 100

Lower Level Officers 20 30 50 100
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. The question was, “Is the condition good enough?” Different answer received by 

commenting yes or not. In these cases total respondents w ere 300 hundred. 100 w ere 

higher level officers, 100 middle level officers and 100 were lower level officers. In the 

execudve level, 90% said, the condition was good, in employee level 50% is good and in 

other employee level 20% is good.

Nature o f Research & Development in PBL

PBL has established in April, 1995 as a scheduled bank in probate sector in pursuance o f 

the policy o f liberalization o f banking and financial serv ices in Bangladesh. During the 

inception of the bank it has only one 161 employees in two offices, one w'as the first 

branches in Motijheel and the other was its head office. A number o f qualified Employees 

are working in the PBL. Undoubtedly, without caring or counting any religious, language 

or racial purposes, the authority^ o f the Bank recruits a large number of highly qualified 

HRs for conducting its banking activities in the modem competitive market. They are 

human being, so, they have their own individual attitudes w th  respect to their age limit. In 

this case, the bank authority takes care for the employees' attitudes with respect to their 

age limit. They also conducting research program in banking as a bye product. So the 

program is so weak in nature. The current researcher has collected data from Field Survey 

and presented it in the following Table about the research program o f the employees of 

PBL:
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Table No-3.108 # Nature o f Research & Development in PBL
L,evel o f  em ployees Yes No Neutral Total

H igher Level Officers 90 05 05 100

M iddie Level O fllccrs 80 O.S 15 100

Lower Level Officers 69 11 30 100
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The respondents are questioned; "Are there any research & development system in this 

bank?'’ The respondents were o f three categories. They have given the questions for 

commenting yes, no, or neutral marking. In executives level 90% given yes and 05% is 

marking neutral. In middle level 80% yes and 15% is neutral. On the other hand, in lower 

group 65% yes and 30% is neutral. Research and development process proves that the 

authority wants to improve the condition o f the management to remove the status quo.

337
Dhaka University Institutional Repository



Chapter (4

C o n c l u s i o n s
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C o n c l u s i o n s  o f  t h e  S t u d y

The man who gets the most satisfactorv’ results is not always the man with the most 

brilliant single mind, but rather the man who can best coordinate the brains and talents o f 

his associates.* The current Research Study is deployed to recommcnd a strategy which 

will make possible for the hank to think about the requirements of HRM practices to 

achieve the organizational goal in a rapidly changing situation in the Private Sector Bank. 

From the statement o f problem it is clear that the bank is predetermined a gap between its 

expectation and reality with respect to Human resources planning & the components o f 

Human resource management and its implementation to accomplish the strategic objectives 

in a changing situation. It is also obser\'ed that among other causes like diminishing 

culture, the traditional and out dated banking activities incompetent banking services, not 

to have perform market research for customer psychology, below standard customer 

satisfaction are the cause o f this gap. We have observ ed another serious weakness that is 

lack of coordination between proper Human Resources Planning and bank schemes w'hich 

creates bottleneck in the progress ofPrivale Sector Bunking in Bangladesh, because o f this 

weakness all o f the comptments o f HRM can 't be practiced smoothly. There is a common 

question arising here, that is, whether the existing system cans linkup with the HRP & its 

successful practice with the banking strategy-, or not.

in the first chapter o f the dissertation gives us the introductory- issues, where the plan & 

purpose o f the current research have been described. Clear and clarified shortcut 

statements o f  the problem, the research questions, objectives, hypothesis, and justification 

of the study have been discussed. It is expected & the current researcher’s strong hope that

W. Alton Jones; cited iti W ebster. W ebster's Diclionar>' (N ew  York: Lexicon Publications Inc.. 1991). USA, p. « l .
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ihe findings o f  the study will he of great use to the policy makers, the planners, the 

management authority o f banks and to the Government to ensure and effective control in 

case o f labor & other related essential expenses.

To achieve the goals o f the proposed study an intensive field work w'as undertaken to 

collect data from the field as well as from secondary sources. Prime Bank Limited have 

been considered for the case study as representative o f Pri\ate Sector Banking, 

respectively, the data were collected from the above mentioned bank which include the 

three different tires o f respondents i.e. First tier the Executive and Decision Makers, 

Second tier Mid l.evel Employees and Third tier the Lower Level Officers. So, the data 

was collected & processed to make more meaningful states o f knowledge, refined and 

interpreted.

But it is a matter o f regret that there are no Trade Union activities in the Prime Bank 

Limited. In ver>' deep investigation & observation, it is proved that Trade Union activities 

are not permitted at all in this Bank. By questioning it has been found that the authority 

doesn’t permit it. Other than a few employees, all are officers in this bank. On the other 

hand, the high official and decision makers answered ambiguously; as it is needless for 

high salary or it is harmful for the smooth banking activities. Another cause is in this bank 

all are they having not needed any bargaining for not having any complaint to their bosses 

& officers, so TU is needless for their interest.

A brief layout & overview o f Prime Bank Limited has been taken for discussion. The 

organogram and HRM practices have been examined thoroughly. The origin and a brief 

overview o f the bank have also been seen to assess the condition o f  the HRP. It is found 

that the policy and overall management o f the bank is vested upon the board o f directors 

where the chief executive o f the bank is one o f the members o f the board o f directors.
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Gradation o f  the branches is made in regards to volume o f business where the HR .s not 

pr..|)ort!on«tr w  f r t  Ihr e»p»nsi.>r, Ih^ brunchf*, Alter examining it is found tliat its 

organogram isn’l set up in a progressive manner. It is also observ ed that the number o f  HR 

is not logically harmonious with the HR o f immediate preceding post and the next post.

A comprehensive study on HRM practices o f PBL has been done. Major differences and 

gaps have been chalked out between HRP and its implementation in the Private Sector 

Banking has been evaluated in all respect by analyzing the data and HR existing in the 

range. Though the rank structure is set up clearly but also a difference has shown among 

the different levels o f employees of Prime Bank Limited by gradation. The bank follows a 

categorical status for the officers and subordinates, with distinct differences o f the 

specialized employees. It also includes the analysis o f the field survey.

On the basis o f  the above discussion, it is recommended that the bank should promote a 

dependable job  analysis first, and then goes for Recruitment. Job Analysis and work load 

analysis should be the basis o f Human Resource Planning and this Human Resource 

Planning will be the fundamental basis o f HRM practice; because all o f the elements o f 

HRM should be perlbrmed as it is stated clearly and clarified in the above analysis.

To bring to a close, it should be beard in psyche at all times that banks place at the heart o f 

all economic activities in the modem circumstances and society, it is built upon 

confidence, and trust is sustain by the human resources. Human resource always plays a 

crucial role in any organization or a bank. An organization doesn’t make proper planning 

and stated goal efficiently & fruitfully without the help o f active manpower.

341
Dhaka University Institutional Repository



R e c o m m e n d a t i o n s  o f  t h e  S t u d y

One o f the objectives o f the study is to suggest how an effective HRM practices may 

prevail & work. Tliat is why some suggestions have been offered.

4 - HRM must become a strategic function at the highest level o f Bank companies' 

management, instead o f being an executive body for the top management at 

department level.

•fi Bank Companies must attract and retain the best people, and need to stop nepotism.

This will lead to a competent workforce.

4- Competent HR managers must staff the HR departments.
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4- HR Managers should facilitate the line managers with their expertise. Moreover, 

they must become coaches, mentors, and change agents, and not just problem 

solvers.

■4 Bank authorit)- need to address employees’ values and motivational factors, since 

these values and motivational factors affect the employees’ attitudes and behavior 

at the workplace.

4- Bank Companies must approach their employees as unique individuals, as human 

capital to reduce the shortage o f  skilled employees by training employees 

adequately.

4- Bank Companies authority needs to make an appeal for women at middle, higher 

and top management positions. At present women are barely represented at higher 

and not at all at top organizational levels. Nevertheless, Bangladeshi men see 

Bangladeshi women as very effective and efficient at the workplace.

4- Bank Companies need to improve their recruitment and placement. They should 

give employee orientation, should have a training policy, and should allocate a 

training budget. Moreover, the steps in the training process must be followed, to 

avoid failure costs.

Training Policy should be Improved

■4- Training should not be restricted to middle, higher and top organizational le\^e! 

employees. Instead, training should be available for all organizational members.

4  The emphasis in training programs should be on developing the trainee’s ability: 

(1) to identify and solve problems, (2) to seek knowledge, and (3) to take the 

initiative to continue self-development.
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Performance Appraisals

4- Performance appraisals should not be conducted for promotion and salary' decisions 

only. They should also be conducted for; (1) employee feedback, (2) career 

planning, and (3) improving the management and performance o f the company. 

Moreover, they must be critical.

'st Recruitment and promotion decisions should be taken on objective criteria, and on 

an individual's performance, and not be based on subjective criteria and own 

interests.

4- Employees should have extrinsic rewards met first and only afterw'ards intrinsic 

rewards, since the lowest unsatisfied need will determine an em ployee’s behavior.

Workload Analysis should be done fo r  the Fixation o f  Workforce: The prevalent 

significant task for fixation o f HR strength is workload o f the branches and olTices. 

Branch-wise detail w orkload analysis should be done. Daily average number o f transaction 

and per employee average number o f transaction should be assessed for properly attain the 

exact goals & objectives o f the Bank.

Em ployee's Perform ance should  be M easured with Respect to the Rank & Structure:

During the HR activities this aspect should get proper attention. HR productivity o f the 

banks has been steadily increasing since inception o f the bank by proper e.xecution o f 

HRM practice. HR productivity o f  the banks in all areas o f performance should be 

considered with respect to the rank structure.

Job Schedule A Job Analysis should  be Treated as an Essential D eterm inant o f  HR  

Strength: A classic organogram o f the branches should be drawn and shown to the 

branches and for the aware o f employees. Growth-wise practical job schedule for the
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aware o f employees o f the branches should be located. The facilities shown in the job 

schedule are major indicative jobs area o f the branch and have been arranged in logical 

sequence. These job schedules can further be improved giving minute particulars o f work 

preparing labor stream diagram. Job schedules will be significant influential aspect for HR 

potency.

M o d if ic a tio n  o f  th e  B a n k in g  P ro c e d u re  D e p e n d s  on  th e  R e c r u itm e n t o f  T e c h n ic a l  

S k il le d  P e rso n :  It is supposed to say, hi-tech innovations can extensively alter the 

efficiency situation in banking sector. Banking practice needs to be tailored to update it in 

accordance with the modem banking with a view to avoid monotonous and dull day to day 

banking business. For this purpose each branch or office can be computerized gradually. 

By this way heavy work load can be minimized and the employees can take pleasure in 

their practice work instead o f being uninterested.

T ra in in g , R e se a rc h , a n d  D e v e lo p m e n t s h o u ld  b e  E m p h a s ize d :  Training and Development 

capability should be efficient further both on-the-job and institutional for prominence HR 

efficiency in banks. Research is also essential elements for improving and increasing the 

quality of bank management and efficiency o f banking operations and makes it in practice. 

Fhe banking business has a vital role to take part in operation o f  the recent complexity o f 

economic development in Bangladesh.

E n c lo s u r e  o f  E m p lo y e e s  R u le s  f o r  th e  B a n k s:  The subsequent proposal is given for 

implementation for personnel rules o f private banks. It is desirable to entrust the powers o f 

formulating personnel rules to the management o f the bank themselves. However, some 

degree o f unifonnity in the systems o f  recruitment, promoting and retirement is, perhaps, 

viable in all Private Sector Banks, since all o f them satisfy the fundiuuental considerations 

o f impartiality and frankness o f dealings.
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T ra d e  U n io n  A c tiv it ie s :  Even,' Private organization should permit Trade Union Activities 

for the welfare o f their employees; through these activities they can convey their condition 

o f satisfaction and dissatisfaction to the management authorit\'

H u m a n  R e so u rc e  A s s e s s m e n t:  In ever\' field o f operation, it is an essential task to set up a 

permanent policy o f assessment for ever>' employee. It involves two major activities. The 

first activity is to conduct a number o f Audits to identify current issues and ensure 

compliance within a number o f HR practices. The second activity is Data Collection, to 

identify' the existing factors within the organization, such as organizational culture & 

climate, management practices, planning activities employee K.SAAs (knowledge, skills, 

attitudes, & abilities), guest satisfaction levels, and other pertinent data used to appraise the 

current status o f  the organization. This process should perform regularly by tradition for 

the development o f both employer & employee.

Bank Company Management Systems should be Improved

Bank Companies need to be staffed with competent managers. Competent 

management needs to be fostered. Managers must become transparent, and should 

not have second (Hidden) agendas.

'•i Bank Companies must stop nepotism in case o f  recruitment.

H R  P la n n in g  in th e  B a n k s s h o u ld  b e  d o n e  C o n s id e r in g  th e  F u tu re  C h a lle n g e s : In 

observation o f the rapid changes that are taking place in the economic sector in recent 

moment in time, commercial banks have to equip themselves for increasing the qualitative 

skills o f the employees in a major way. In addition to meticulous planning, continuous 

training, and employee development activities, doing proper performance appraisal, supply 

o f Motivational aspects, startup sound salary systems, taking appropriate disciplinary

346
Dhaka University Institutional Repository



actions and proper [,MR have to be undertaken to increase the impact o f employee skills at 

different levels.

U R M  S h o u ld  he in  th e  L in e  o f  O v e ra ll S tra tegy' o f  th e  B a n k  th ro u g h  H R  P la n n in g  a n d  

th e n  Im p le m e n t it  P ro p e r ly  to  G a in  th e  O b je c tiv e s  o f  th e  B a n k  : It is desirable to practice 

a document consists both short, mid and long term HR plan. This document must focus on 

HR demand and supply plan in the context o f perspective business development plan and 

expansion program of the bank. The HR demand plan shall determine quantitative, 

qualitative, temporal, location and HR supply plan will include the source and supply of 

HR by which the objectives o f the bank will be fulfilled.

B a n k s  s h o u ld  F o rm u la te  a  S ta n d a r d  P ro m o tio n  P o lic y :  Tlie straightforward solution in 

this case is to continue a lastingly confirmed promotion policy where the promotion 

criterion will be straight and ever)' employee will know about the standard. ITiis will assist 

the employees to effort with initiative and keenness for building-up enhanced career. This 

circumstances discouraged employees and upset them functioning impulsively. Therefore, 

the promotion policy should be unambiguous and unlock to all the employees o f all level 

so that all the uncertainties and discontents eventually help excellent performance.

P o li t ic a l  P re ssu re  s h o u ld  b e  A v o id e d  in  a ll  R e sp e c t: Nevertheless, it may be emphasized 

that the banking establishment should not be used beneath political pressure and that the 

banking actions should be biased on sound banking philosophy. In this technique authority 

o f bank can be helped to achieve recover)’ target o f loans and advances which in due 

course facilitate career building. Local and political pressure also creates unconstructive 

impact on the ground o f job satisfaction. From time to time the forces by the political 

dominant and influential local persons unfavorably affect the banking activities.
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Participation in Decision M aking: Similar to numerous other countries, private sector 

banks, in particular, have been expected to introduce employee participation in 

management in an effective manner. This is possible in three different levels:

[, Dual consultative councils may be established on which the managers as well as 

the employees o f banks may be represented; or

II. The board o f directors also may include employee members in the board. Every 

Private bank may implement these two systems simultaneously. This may be 

inspired by the directors to achieve good industrial relation in banking 

activities. This will allow the insiders to represent the Board gradually. Further, 

if no provision is made for the insertion o f  a number o f  manager and employee 

council to the board, the purpose caiuiot be achieved.

If I. Though the Trade Union Representative from every tiers o f employee should take 

part in decision making activities; but there is not any Trade Union activity in 

this bank, so it is not possible. But it is said that if Trade Union activities exist 

in every bank, the management can perform so smoothly without any 

hesitation. On the other hand, it is permitted for the welfare o f the employees 

by International Labor Organization. It is noted that Bangladesh is a member of 

this Convention.

Reflection o f  Industrial Democracy Despite the fact that considerations o f Industrial 

Democracy justify' the insertion o f  labor representatives on the board and the social 

objective o f Private Sector Bank encourage to bring about it. there are some inherent 

problems in this system. These should be carefully consulted before taking any resolution 

in this Vk'atch:
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a) The employees, particularly in developing counlr)' like Bangladesh, are supposed to be 

deficient in executive talent.

b) li is unwise to comprise with the board o f directors on the basis o f  class interests and 

representations may generate the board likely to be divided position.

P r im e  B a n k  L im ite d  in  C a se  o f  G lo b a liza tio n : According to the recent globalized 

circumstances, we can make comment that the HRM practice o f a private sector banking o f 

Bangladesh can 't be able to competent with the current competitive situation. Many cause 

may be under lined, F irs tly , the lack o f favorable Technology; & Secondly, the lack o f 

proper trained & skilled employees. !f these two factors are strengthened by the authority, 

it may be the matter o f  hope for the researcher that the Bangladeshi 1IRM practice can 

compete with global action very often.

H u m a n  R e so u rc e  In fo rm a tio n  S y s te m :  To manage employee skills inventories, bank 

should maintain computerized human resource information systems containing data on: 

individual demographics, career progression, appraisals, skills, interests, training target 

positions, performance ratings, geographic preferences, promotion ability rating, should be 

improved for the welfare o f the casc-study Bank.

Im p lic a tio n  o f  I T  F a c ilitie s  o n  H R M  P ra c tic e :  The IT facilities have already increased 

HR requirements increasing working facilities & services to a great extent and improved 

efficiency. The new software (LAN/WAN^web enabled) when developed and put into use, 

will reduced the need o f assistant officers but increase the need o f officers in higher ranks, 

increase training requirement o f IT, improve the quality o f service in terms o f  speed and 

accuracy, enable even distribution o f tasks among the employees, reduce disruption o f 

service, make possible to provide one stop service and facilitate assessment o f quality
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savings f r e q u e n t ly  and thus decrease volume o f bad asset. Introduction o f Automated 

Service Providing Centre (ASPC) for deposit and withdraw o f money using only 

Automated Teller Machine (ATM ) cards will facilitates large number o f clients to make 

transactions from outside the branches thus decreasing number o f transactions from formal 

bank taking place over the countries & this is the global practical picture o f the recent 

globalized w orld
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a) Charts

Chart; 3.01 # Organogram o f  Prime Bank Limited ^

Bank's Corporate Organogram-2008 

M anagina D irector

DMD

SEVP SEVP

EVP
EVP

Additional Managing Director_

DMD

SEVP

EVP

SFVP

VP

SVP

VP

SAVI

AVP

FAVP

SEO

EO

■ Source: Service Rules o f  PBL (1995), Updated in 2007,

SEVP

EVP
EVP/HRD EVP

DMD

SEVP

EVP EVP EVP
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Source: Service Rules o f  PBI. (1995). Updated in 2(K)7.

Chart No-3.07 # Recruitment Processes

RecruilniLTit Processes Adequate Revise

Recruitm ent and selection hudget

Job specifications

Job descriptions
External rccruiting sources

Internal recruiting sources
Com pensation levels

Applicant inquiry processing

Application blank, information

C h art N o-3 .08  #  Selection  P rocesses
Seieciion processes Adequate Revise

Preliminary' review  o f  applications and resumes

Pre- screen in!ervic\v5

Screen interviev\s

Pre-em ploym ent testing procedures
Departm ent interviews

Job offers

Em ploym ent processing
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Chart No-3.09 # Training Program
Program Yes No Create .'Revise

New  em ployee orientation

D epanm enial orienlalion

C odes o f  ethics training program

Pechnital training program s

A dm inistrative training program s

Super\'ispry training program s

M anagem cni devolopm eni program s

Leadership program s

Chart No-3.10 # Types of Benefits
Name o t Types Kxamples

1 R equired or mandatory security W orkers Com pensation, Unem ploym ent com pensation,&  Social 
security

2. Voluntar)' security Wealth Insurance, life insurance .Di.sability insurance. Leaves o f  
absence. Paid holyday.s. Paid vacations. Paid sick and personal lime. 
Kdiication assistance. Child care a.ssistant. Stock options and pm fil 
sharing. & Social and recreational benefits.

.3. Retirem ent-related security Retirement: O ver W %  o f  full-tim e workers at com panies are 
covered by retirem ent plans, according lo the em ployee benefits 
facilities.^

4. Timc-olV security Holiday pay. V acation, Leave o f abscncc etc.
5.Health insurance Health and insurance related benefit: Em ployers offer various types 

o f  coverage including medical, disability, dental, life, and auto 
insurance, m aintaining adequate coverage challenge for organization.

6.Financial service 

Social & recreational

N on financial biaiefits. S tock benefits, em ployee stock ownership 
pliin (ESOP), E duaitional hcncfits. Child-care benefits. E lder care. 
Cafelcria plan, & Family friendly benefits.”

R cscarchers ow n design.

Source: D. V. Tesone (2005): H RM  in Hospitalirv M anagement. PP Hall, New Jersey. USA. pp. 141-45. & 
Rahman, Ataur (2Wl)-._Human Resource M anaeement. Zahin Publications, Dhaka, p-250.

 ̂ Rahman. A laur (20()7): Human Resource M anagem ent. Zahin Puhlications.Dhakji, pp.250-252

I f  i" Hospiialj t>_ManaficmL-nl. PP Hall. N ew  Jersey. USA, pp. 141-4.5. & Rahman. Ataur
Hum an Resource M anagement. Zahin Puhlicalions. Dhaka. pp.2.‘>0-254.
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r h a r t  N o -3 .1 1 #  r r itc r ia  for Q H pvanfe P roced ures!!

Criteria
Grievance
Procedures

In writing

rim ings o f  CHch singe laul down 

Third part> presence allowed 

M:inagcrs trained in p rocidurc  

W hich m anager is responsible for action? 

Nnture o f  Oricvence specified in advancc

Action may 
Apply-

(

Source: M anaging People, p. 286

C h artN o-3 .12  # C riteria  for G rievan ce P rocedures

Criteria Disciplinary Action

In writing

Timmgs o f  each stage laid down

Action should perfonn in 
each case.

Third party presence allowed

trslncU In procedure

Definition o f  punishment for a given offence

Definition exists for each offence, e.g. what is lateness?

App*«fil<( proe^Jtinre

How long does offence stay on record?

Which manager is responsible for action?

Nature o f Grievance specified in advance

S o iirrp*
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Figures

Figure No-2.01 # Research Cycle

Research inSa-'prete fie 
meaning of tie fecb wtich 
leads ti anesoliMionof 
(heroUem. ItEOocv 
imiing Of rejecting tie 
hypo-Bieses and preM-dIng 
an answer b t e  research 
ofie.

Research looks br Sads drecfed by 
liie tiypdheses and guided fie 
problem. Die bds are ccBected and 
pnMdmg £1*1 sibab" to tie nsseatii 
cyde

Researcti posifetErta^e 
sditons to t e  prDHem(s) 
(rough cpproprafe hypoDie- 
ses. TJese hypdhe-ses djrea 
Sieresear-chertojheiacls.

CO

Source: Kweit, M ar\’ G., & Kwcit Robert W. (1981), C'onccnl anti Meihwh- o f  Rcscurch. 
Prentice Hall, Inc., U.S.A., p.35
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Figure No-2.02 # Life C ycle o f a Research Project

Life Cycle of a Research Project

Source: Abedin, Dr. M. Zainul, May (1996), O pxit. p. 18
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Figure No-3.01 # Managerial Flow Chart for Making Policy

Source: Personnel Management in Banking, p-62.
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Figure No-3.02 # Position of Recruitment <& Selection in the Organizjations Strategy

Source; M anaging People, p. 106.
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Figure No-3.03 # Recruitment and Selection Process

Stage 1

Stage 2

Stage 3

Sta«e 4

Stage 5

Stage 6

Source: Manaaine People, p-107.
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Figure N o-3.04 # Recruitm ent Plan

Source: Managing People, p. 114.
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Failed to meet m inim um  qualification

Figure No-3.05 # Selection Process

Note; Under ihe Comprehensive Approach, all steps completed before a haring decision is made. 
Source: Rahman, Ataur, HRM. Zahin Publications, Dhaka, pp. 136-137.
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F igu re N o-3 .06  #  T rain in g  & D evelop m ent

Training & Development
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Figure No -3.07 ft Relationship between T ra in in g  & D e v e lo p m e n t P o lic y  and 
O rg a n iza tio n a l G o a ls  & O b je c tiv e s

Source; Managing People, p. I 70
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F igu re N o -3 .08  #  T ra in in g  M anagem ent System

-► Business plan/Business Activities

I
Human Resource Plan

Human Resource 

Demand Plan

Human Resource 

Supply Plan

Identification and Determinatioa' Assessment 

ot'Traini:ng Needs

Formulation o f  Training Plan 

Imparting/Receiving o f  Training

J --------------
Implementatioa' Utilization o f Training

Implementation/ Utilization o f  Training 

Imparted-' Received

-  t

heedback/ Follow-up/M onitoring of Training 

Im parted/ R eceived___________

Source; Ph D I'hcsis o f Hossain, Amir (2001)

Dhaka University Institutional Repository



366

Figure No-3.09 #  Holistic A pproach to M anagem ent Perform ance Responsibility'

Source; Tesone, D. V., (2005), IIRM in Hospitalit>^ Management, p.l54.

(Holistic means having regard to the whole o f something rather than just to parts o f it. 
Oxfurd [.earner's Dictioncirw Hornby, p.568.)
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Figure N o-3.10 # Process o f Perform ance

Figure: The Process of Performance Appraisal 

Source". Rahman. Ataur (2007). Human Resource Manugemeni. p. 196.
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Figure No- 3.11 # Need Hierarchy Model of Maslow

Curiosity & the Need 

To Understand

Self-Actualization

Ego or

Competence, Prestige & Esteem Needs

Social Needs or 

Love & Feelings o f  Belonging Needs

Safety and Security Needs

Physiological Needs

Figure; M asiow 's Hierarchy o f Needs Mode 

Source: Encyclopedia o f  Microsoft Encarta (2007 ).
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Figure No-3.12 # Need Hierarchy Model o flm a m  Ghazali ®  & Imam Shaatibee ®

Figure: Basic Needs Tree Model o f Motivation

Source: Rahman, Ataur, Human Resource Management. Dhaka. 2007.
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Q u e s t i o n n a i r e s

Interview Checklist
1. I low do you like life in Bangladesh?

2. What is tlie function o f work in your life?

3. How do you see your role in your Bank?

4. How do you see your role in Bangladesh’s development?

5. Every Bank has problems. Tell me about some o f  the problems your Bank is facing.

6. Tell me about the local and international competition your Bank may or may not be facing.

7. There are Western management principles, if  you know' them: Which aspects o f  them can 
be applied in Bangladesh? Which aspects should be rejected?

8. W'hat do you see as your Bank’s most important assets and values? Tlie answers will be 
analyzed statistically.

9. Is HRM part o f your Bank’s corporate strategy? Do you have an HR strategy? Who is 
responsible for implementing and executing the HR strategy? Do you have an HR 
department? Is the HR manager part o f  the management team? The answers will be 
analyzed statistically.

10. Can you describe the characteristics o f your ideal employee or boss?

11 Can you describe how decisions in your Bank are taken? Is the decision making process 
Structured? What are decisive factors? Tell me about the function o f seniority in decision 
making. Please describe your desired outcome o f  a decision-making process. Do you try to 
satisf>' everybody in the decision-making process? The answers will be analyzed 
statistically.

12. Tell me about the managers’ leadership styles at Bangladeshi Banks. Can you mention 
elements in your own leadership sty le? Do vou think your employees value your leadership 
style?

13. Can you tell me something about the power distance between Bangladeshi employees? 
Explain (hat ‘power distance’ is the extent to which the less poweiful members o f 
organizations within a country' accept and respect that power is distributed unequally. How
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does this work out at the workplace? How do you see competition among employees? 
What is the span o f control?

14. What do you see as bottlenecks in your Bank’s development?

15. Tell me how a change is communicated in your Bank. Who is involved in the change 
process? Who does initiate change?

16. Do you fmd that employees have to wait for work instructions, or do you expect them to 
take own initiatives? Please explain.

17. Explain to me if  you see Bangladeshi society as individual or collective orientated? What 
are the implications at the workplace?

18. How do your employees value formal rules? Please explain.

19. Can you say something about the time orientation o f employees in > our Bank? Is your time 
orientation in line with that o f  your employees?

20. Can you explain to me how a conflict in your Bank is resolved?

2!. Tell me about your employees’ work discipline.

22. Please explain to me how your staff is developed, is the development according to your 
satisfaction and structured?

23. Innovation and knowledge management are popular management issues in the West. What 
is their function and place within your company?

24. Please explain to me if  large salary gaps exist between unskilled and skilled workers, and 
between the hierarchical levels.

25. How has your Bank developed over the last years? Please explain.

26. How do you see the Government’s policies? Do you sec the policies as a cohesive whole?

27. Explain to me how you think the new Government values private Banks. Is the 
Government acting accordingly?

28. Can you explain to me the function o f labor unions in your com panj? What is tlieir 
bargaining power? What is the future trend?

29. It is said that there is some corruption in Bangladesh. Tell me how you are dealing with 
corruption,

30. W'hat is the impact o f ethical considerations in y our decision making?
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31. Tell me about your concern that contldential information may be misused.

32. What do you believe is the function o f work for Bangladeshis’? What do Bangladeshi 
employees value at work?

33. W hat motivates the Bangladeshi employee? After having received the answer check if  the 
following was mentioned: money, responsibilitv; and job  satisfaction. If not discussed 
bring them forward.

34. Tell me about the function o f the HR department and HR manager for the employees.

35. Tell me about the development o f the HR function in your Bank over the la.st years.

36. Piease explain to me the bottlenecks in your human resources.

37. Tell me about the quality' o f Bangladeshi graduates entering the workplace.

38. Please e.xplain to me the role o f women in your organization. Do you have female 
managers?

39. Please tell me what makes your employees loyal and satisfied.

40. Please explain to me how T u rn o v e r is affecting your Bank. What do you see as the causes 
for turnover in your Bank? Do you have statistics on turnover? Do you invest the reasons 
causing this turnover? How do you see turnover to be decreased?

41. Tell me about your Human Resource Management Progress.

42. Tell me if you are using W'estern Human Resource Management Practices. Plea*se explain 
to me your motivation.

43. Discuss with respondent ‘‘Researcher’s Instant Guide on Western HRM Practices.” What 
Practices do you apply? Which Practices can be applied in Bangladesh? Whicli Practices 
should be rejected? Piease explain.
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R esearch er’s In stan t G uide on W estern HRIVI P ractices

The purpose o f  this guide is to examine to what extent Western HRM practices are used at the case 
study Bank. This checklist has been discussed with the respondent at the end o f  the inter>'iew, to 
avoid that the respondent became biased during the interview.

Western HRM contains roughly the following practices;

a) Recruitment and Placement;

*;* Job A nalysis; D o > ou m ake jo b  analyses?  D o you have job  descriptions?

❖ IIR  planning and recruiting: Do you follow any procedure when tilling vacancies?

❖ Employee testing and Selection: Background investigation? Reference checks? What are 
your recruitment sources? Do your new hires have family ties or other links with your 
company?

•> Interviewing Candidates: By whom? Structured or un-structured interviews?

b) Training and Development:

4 - Training; Do you give employee orientations? Do you have a training policy and budget? 
Can you describe the training process?

4 - Management Development; On-the-job (job rotation, trainee programs), or off-the-job 
(seminars, role playing, case studies).W hat is your experience with the qualily o f the 
training institutes?

4- Managing Strategic Renewal; Is HR supporting change; a change agent?

4  Appraisal Performance: Are performance appraisals conducted? How frequently? By 
whom'.’ How are the appraisal followed up? For what purpose is appraisals used 
(compensation, performance feedback, training, promotion, and human resource planning, 
retention, or discharge, research)? Does the extended family have impact on your 
employee’s performance?

4- Career Management; Can employees make promotions? Promotion on seniority or on 
competence? How do you manage dismissals?

c) Compensation;

>  Compensation: What are the direct financial payments (wages, salaries, incentives, 
commissions, bonuses), and what the indirect financial payments (employee-paid 
insurance, vacation)?

>  Compensation Plans: salarv^ and bonuses, cash or stock bonu.ses, benefits and perks 
(retirement plan, medical insurance, and life insurance).

>  Can an employee be awarded on individual performance?
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>  Pay and Motivation: What motivates employees at work? Are there large gaps in salary
between the hierarchical levels? Do workers receive a regular salarj increase and a
purchasing power correction?

>  Intrinsic and Extrinsic Rewards: What are they and what are the most important?

>  Incentive Plans: Yes? Flexible?

>  Benefits: Are employees entitled to bonuses and benefits? If  yes, on an individual or group
base?

d) Employee Security and Safety

■ Labor Relations: W'hat is the function and power o f labor unions?
■ Employee safety and health: Labor inspection, preventive measures, lost productivity .
■ Job Stress, Absenteeism. Turnover, Grievances, and Medical costs.

e) Quality o f  Life

o To what degree do people value relationships and do tliey show sensitivity and concern for 
the welfare o f others?

o Physical work improvement (temperature, noise).
o Working conditions.
o Work space design.
o Part-time work.
o Flexible working hours.
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Researcher’s Appeal 

Dear Respondent,
With this surv'ey I want; (1) to obtain understanding on why Bangladeshi Human 
Resources are managed in the currenl way, and (2) to obtain insight into how Bangladeshi 
Human Resource Management Practice can be improved.

The questionnaire contains 65 statements. It will take you about 15 minutes to complete 
the questionnaire. Please read each statement carefully and circle the one answ^er that 
coiTesponds in the best way to your agreement or disagreement.

C irc le ‘S D ’" it'Ihc slatem eiit is liefm ilely false or iry o iis tro n ^ ly  <lisagrce. SD D N A SA

CircIc "D " il'lhe  s tu len icn lis  moslly false or if youdisagrci; SD D N A .SA

Circle ’N "  if  the statem ent is about equally true or false, if  you cannot decide,
or if  you areneutral on the statem ent. SD D N A SA

C irc le ‘A ” i f  the statom cnl is m ostly true o r i fy o u a g re e  SO D N A SA

C irc Ic ‘SA" if  the statem ent is dellnitcly true or ii you s t r o n g l y  a g ree . SD D N A SA

There is no right or wxong answers, and you do not need to be an “expert” to complete this 
questionnaire. Please answer the questions honestly and state your opinion a.s accurate as 
possible, only then I will be able to understand and to help to improve Bangladeshi Human 
Resource Management Practice. Please try to answer each item.

Your answers will be kept anonymous and confidential. Your answers will only be used 
for my research purpose, and they will not be made public to any person in- or outside 
your company.

After having completed my entire research in Dhaka 1 will send you a copy o f my report 
with the overall findings. You, your company, and to a larger extent Bangladeshi 
companies will all profit from this report, which includes your contribution!

If you have difficulties in understanding the questions, or if  you have any other questions
related to the questionnaire, or to my entire research, please do contact me on -------
Telephone Number-. 01558326112 .

1 am looking forw ard to your reply. Thank you for your cooperation.

Sincerely yours,

Sadruddin Ahniad
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Background Data of Respondents

i a m ____ M ale____ Female

I am a native-born Bangladeshi citizen.____ Y es____ ^No

“WTiat is your ag e?____

WTiat is your family sta tus?____ M arried____ Single

Mow many children do you have?____

How many years did you work outside Bangladeshi?____ Years

How much formal education do you have?

Your----- ----------C ollege____University-----------------

Have you studied outside Bangladeshi?____Y es____ No

Till now' 1 had in my life___ employer(s).

My boss (manager) i s ____ M ale______ Female

My boss (manager) is older than m e _____ Y es____No

This question is for the General Manager and Human Resource Manager only; 

My Bank h a s____ Male a n d _____ Female employees.
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Objective Questions

1. 1 co n sid er m y ro le  ill B a jig ladesh 'sdL -velopm cn t a s  im portan t. S D  D N  A  SA

2. M y B ank  is fac ing  to u g h  com p etitio n . S D  D N A SA

4. M uniaji re so u rces  (em p lo y ees) are  iJie m ost im p o rlan l asse t in m y B an k  S D  D M A  SA

5. M y b o ss is co m peten t. S D  D N  A SA

6. D ec is io n s a re  w ell stru c tu red  in m y B ank. SD  D N A SA

7. M y B ank has th e  righ t leadersh ip  sty le  to  deal w ith  local co m petition . S D  D  N  A  SA

8. M y B ank has th e  righ t Icatlership  sty le  to derti w ith in ternationa l
com petitjon . SD  D N  A SA

9. Ali em p lo y ees in m y B ank can  in itia te  a change. SD  D  N A SA

10. T he co o p era tio n  b etw een  E th iop ian  em p lo y ees an d  em p lo y ees  o f  o th e r
n a tio n a litie s  is  go o d  in m y B ank  SD  D  N  A  SA

11. I need  to  w ait fo r in stru c tio n s; I am  n o t ex p ec ted  to  tak e  in itia tives. S D  D  N A SA

12. I am iiappy to w ait for instructions; 1 do not feel com forlab le i f !
have to take in itiatives. SD D N A SA

13. A ll em p lo y ees in m y B a n k  h a \ c  the  p o ss ib ility  to d ev e lo p  th em se lves
th ro u g h  tra in ing . SD  D  N A  SA

14. I ra in ing  n eed s  a re  sutT icienily ad d ressed  by the  m an ag em en t. SD  D N A SA

15. T h e  m an ag em en t in m y B an k  v a lues new  ideas. SD  D  N A  SA

16. In m y B ank  w e sha re  in fo n n a iio n  and  know ledge. 1 d o  no t keep
im portan t in fo rm ation  to  m y se lf  SD  D N  A SA

17 .1  see  tra in in g  as cos ts , no t as an in vestm en t. SD  D  N A SA

18 T u rn o v e r (p eo p le  w h o  leave th e  B ank  e ith er v o lu n ta rily  o r in v o lu n ta rily )
do es atTeet the  o p e ra tio n s in m y R ank SD  D  N A SA

19. ITie co m m u n ica tio n  betw een  e m p lo y ees  and  the  m an ag em en t in my
B ank  is goo d . SD  D  N A SA

20. lia n g la d e s ii’s  eco n o m ic  d ev e lo p m en ts  o v e r th e  last y ea rs  su p p o rted  my
B ank. ’ SD  D  N  A SA

21. M y B an k  h as d ev e lo p ed  w ell o v e r  the  last years. SD  D  N  A  SA

22. ! have  tru st in B a n g la d e sh 's  eco n o m ic  dcvelopm onLs. S D  D N A SA

23. 1 have  tru st in the  B a ng ladesh i G ov ern m en t. SD  D  N A  SA

24. T he g o v e rn m e n t's  ac tio n s are  cohesiv e , b a lanced  and  w ell in teg ra ted . SD  D  N A SA

25. T he g o v e rn m en t is su p p o rtin g  en trep ren eu rs . SD  D  N A SA

26. I see B a n g la d e sh 's  m arket re fo rm s and p riv a tiza tio n  p ro ccss a s  positive . SD  D N A SA

27. T he lab o r an io n  has a s tro n g  im pact on my B ank. SD  D  N A SA
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28 Ft is said  thal the re  is co rru p lio n  in B a n g la d esh 's . C o rru p tio n  is stro n g ly
afTccting m y B ank . Sl^ D  iM A SA

29. lith ica l co n s id e ra tio n s  (like h onesty  an d  tak in g  concern  Ib r o thers)
are  im portan t in the  d ec is io n s 1 m ak e  SD  D  N  A SA

30 .1  ani very co n cern ed  thal c o n n d e n lia l in form alion  ab o u t n iy B ank
m ay be  m isused . SD  D  N  A SA

3 1. W ork  is o f  g rea t im portance  in m y life. SD  D  N  A SA

32. U is sa id  thal see  B a n g lad esh is  and  W este rn e rs  hav e  a  dilTerent u n d erstan d in g
o f  both  w o rk  and  life. S D  D  »  A  SA

33. Sm al! fam ily  p ro b lem s have a lready  a  b ig  im pact on  m y w ork  perfonrnancc. S D  D N A SA

3 4 . 1 cx peet n iy b o ss lo  tell m e w h at to do. SD  D N A SA

3 5 - A ch a llen g in g  jo b  m o tiv a tes m e. S D  D N  A SA

36. 1 do h av e  great respec t I'or m an ag ers  in n iy B ank. S D  D  N y\ SA

37.1 do fo r m y boss w h atev er he  o r  sh e  asks. S D  D  N A SA

3S. 'fh e  re la tio n sh ip  beiw ceii m> b o ss  iuid m e is o ften  loaded  w ith  ensolions. SD  D  A  SA

3 4 .A high  w ag e  (sa la ry ) is a b ig  m o tiv a to r  fo r m e at w ork . SD  D N  A  SA

40. i d o  no t find  m y o p in io n  im portajif, m ore im p o rtan t is th e  o p in io n  o f  m y
c o lleag u es  o r  tlie g roup . SD  D  N  A  SA

41. K nllilling  m y task s a t w o rk  tm y  jo b )  is m o re  im p o rtan t for m e than
m a in ta in m g  good re la tio n sh ip s w ith m y co lleag u es SD D N A SA

42.1 shiu"e a  part o f  m y w ag e  (sidar> ) w ith  njy faJTiily. SD D N A SA

43.1 pan ic  w h en  1 do  no t have  c le c tn c ity  fo r one day at h om e o r  at m y w ork. SD D N A SA

44. Time is m oney  fo r m e. G enera lly  i h av e  little  free lim e. SD D N A SA

45-1 find il very  im p o rtan t lo  have  a  jo b  th a l g iv es  m e sa tisfac tion . SD D N A SA

46. T here sh ou ld  he  no m ore ru le s  in m y B ank  than ab so lu le ly  necessary . SD D N A SA

47. 1 am  sa lis llo d  w ith  m y c u rre n ljo b . SD D N A SA

48. In trin s ic  m o tiv a tio n  (a  ch a llen g in g  jo b .  jo b  sa tis fac tio n ) is m ore im portan t
for m e than ex trin sic  m o tivation  (salary , bo n u ses, benefits. ca.sh aw ards). SD D N A SA

49. 1 am  alw ay s on  tim e.. SD D N A SA

50. Y ou are  h av in g  a  m eetm g. fh e  re su lt (o u tco m e) o f  the  m ce tm g  is o f le s s
im p o rtan c e  for y o u  than hav ing  a  g o o d  talk  w ith  the o th e r m ee tin g  m em bers. SD D N A SA

5 1 ,!  have  no p ro b lem s i f  it takes long  to  gc! resu lts. Q u ick  re su lts  a re  not so
im p o rtan t fo r m e. SD D N A S A

5 2 .I f  I rcce iv e  a  h ig h e r w ag e  (sa la ry ) T w ill increase  and  im prove my p erfo rm ance. S D  D N A SA

53.1 like to  hav e  a  ro u tin e  jo b  w ith o u t too  m an y  resp o n sib ilitie s . S D  D M A SA
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54. In m y B a Jik  w om en  and  m en have the sam e c a ree r  o p p o rtu n itie s  
(P o ssib ilitie s)

55. 1 fo llow  th e  o rJc rs  o f  m y boss, ev en  i f !  ilo  n o t ag ree  w ith  h is o r h er o rd e rs

56. W hen  1 re tire  m> p en s io n  w ill be siilT icient to  m ain ta in  a  goo d  lifesty le

57. M a le  m anagers a re  m ore  co m p e ten t th an  fem ale  m an ag ers

58. 1 d o  th ink  W estern  m a ra g e m e n i p rin c ip le s  can  be ap p lied  in see  R ang ladesh

T h an k  you for com pleting  this questionnaire and for your tim e!

S D  D N A SA

SD D N A SA

SD D N A SA

SD D N A SA

s n D N A SA
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Rank-wise Questionnaire

Questionnaire for Research on 

"Human Resource Management Practices in the Private Sector Banking in

Bangladesh"
[All data are strictly confidential and w ill be used only for academ ic purposes] 

Questionnaire Schedule fo r  the Employees o f  PBL

"Name o f the Bank 

Respondent;

a. Name

b. Address

c. Designation

d. Educational Qualification

e. Length o f Serv'ice

01 - W hal is th e  Y ear W ise P o sitio n  o f  E m p lo y ee s & B ran ch es o f  y o u r bank?

Y ear 1995 IW 6  , 1997 199K 1999 2000 2 00! 2002 2003 2004 2005 20<te

M u m b er o f  
B ranches
N u m b er o f  
E m p lo y ees
S ourcc; A nnual R eport o f P B l . ,  1996-2006 &  F ie ld  Survey

02. W hat is th e  P osition  o f  lx )w er L evel E m ployees o f  y o u r  b a n k ''

Serial No. D esignation fo ta i

1 M essen g er

2 G uard

3 S w eep er

Source: Inicrv 'iew  from  F ie ld  S u rv c j .

03. E n v ir o n m e n t :  D o  y o u  fe e l lh a t  th e  e n v i r o n m e n t  in  y o u r  B a n k  p e r s i s t  th e  e x e c u t iv e s  to  w ork  
sp o n ta n eo u sly  due to  th e  ex is te n ce  o f  the fo llo w in g  fac to rs?

Serial.
N o

Ilcm Y es N o. P a r t ly N o t w i l l in g  
to  a n s w e r

a O p p o rtu n ity  fo r p ro m o tio n  and  
a d v a n c e m e n t

b A p p re c ia tio n  fo r g o o d  w o rk  d o n e

c Re%vard ac c o rd in g  to  p e rfo rm an ce

d S y m p a th y  and  help  o n  p erso n a! m a tte rs
e O p p o rtu n ity  fo r t ra in in e  w ith in  the
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co u n try  an d  ab ro ad
f O p p o rtu n ity  fo r c re a tiv e  ih in k in g  and  ex p ress io n

g O p p o rtu n ity  fo r p a r tic ip a tin g  in d e c is io n  m ak in g  
a c tiv itie s

h O p p o rtu n ity  fo r h e lp in g  o th e r  p e o p le

i Jo b  se c u rity  an d  job  s ta b ility

j O p p o rtu n ity  lo e x e rc ise  p o w e r  and 
a u th o ritv

k O p p o rtu n ity  fo r c h ild re n  ed u ca tio n  an d  fam ily  
e m p lo y m e n t

1 R e st room  facility

ra P ra y e r R oom

04. Is the eoncfition o f  inside R nviro n m cn ts  o f  the  W o rk p lace  goo d  enough  in PBL?

Level of Ofiicers Ye.s Partly No Total

Higlier Level Officers
Middle I^vel Officers

Lower Level Officers
Source; Field Survey-

05. W hat is the  cond ition  o f  E m plo y ees S a tis fa tlio n  w ith  H nvironm ent in P B l.?

Levels of OITicers Tolal Strongly
Satisfied

Satisfied Neutral Dissatisfied Strongly
Sati.siled

Higher l.evel Otilcers

Mid Level Officers

Lower Level Ofticcr.';

0 6  W hat is th e  P osition  in G rad ing  o f  yo u r bank (D ep o sit, in v es tm en t, and  P ro fit)?  

(A m o u n t in M illion  T aka)

SI. No Grade Deposit Investmcnl Profii

1 A
2 B
."i C
4 D

Total ---
1

Source: Annual Reports of PBL, 19W-2006.

07. W hat is N a tu re  o f  P o p u la tio n  S ize, S am p le  & N u m b er o f  A ctual R esp o n d en ts  in th is  B ank?

Level of OfTicers Populalion Size as on 
01.07.2007

Sample 
Si/e %

Actual
Sample

Higlier Level Otlicers
Middle Level Officers
Lower Level Officers

Tolal
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08. From where have you collected Ihe R espondents (D ivision-W ise)?

L e \c l Ilf OfTit’crs Dtiaku Cliillagung Rajsiiobi Khulna Barisai Sylhet Tolal

H igher Level O tfit-trs

Miiklle Level Officers

U'u-cr Uvef OfTiccrs

Scijrcc; Field Survey

09. W hat are the Education levels o f  the R espondent; in your Batik?

!.cvc! p fO f f ic m Under Cjmduaie Graduaie Piist CfTTiduntc BBA MBA Others
iM  Phil .PhD)

Total

H tgher Lev-el Officers

M iddle I-c%cl Officers

Lower Level Officers

S o u r« : h'n-'ld Survt:}'

10. W hat is the Background Prollle ofK niployecs a! IIiglicr O rganizational Level in Your Bank?

Degrees O btained From Yes (% ) No (% ) I’otal (% )

U niversity

College

Studied outside Bangladesh

W orked outside Bangladesh

Source: F ield Survey

11. W hat is the B ackground Profile o f  Em ployees at M iddle Organizational Level in Y our Bank?

Decrees obtained From j Yes(%^

Uravcrsity

Cpilcgc

Studied uuuidc Biin^Iadcsh

Worked uuiside Bitogladesli

Source- Ktefd Survey

12. W hat is the Background Profile o f  Employees at Lower O rganizational Level in Your Hank?

l')egrees obtaiocd Front Toial (% l

Universfry

College

Studied outside Bangladesh

Wiii-ked outside Bangladesh

S o u rc e :  F ie ld  S u rv e v
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13. VVhal is the A ttiludes o f Flmployees al H igher Organizalional Level?

P afticu b n Awore P;irtl> Aware Nol Aware Tola!

TfansparcnL7

o f Itnportancc o f  HR

Progressive <fc ambiiious

Visits tJic workplace

Conij«tem  to <lo Job:

d) I'cchnica!

5) Human Resource

0  CJverall

Decision M aking auihority

S ourtc Field S u n c )

14. W hai is the Attiludes o f  Em ployees at M iddle Organizational lj;vc i?

Pailiculars Aware PariK Aware Not Aware l otaJ (•/«)

Transparenc)

Awareness o f  Iinpoitancc o f  MR

Progressive & ambitious

Visits the workplace

Competent to do Job:

Technical

C) Human Rcstnircc

Overall

Decision M aking airthnrrty

Soufcc: Kicid Survc)

15. Whal is the A ttitudes o f  Em ployees at l^nver O rganizational Level’’

Paniculars Aware Piull> Aware Nol Aware Total

Avrtifcness of ImpiJrtanc'^ o f  HR

Progressive &  juiibitious

Visits liie w(.>fkplaco

Competent to do Job;

d) Technical

e | Human Rcsintrce

0  Qverail

Decision M akm c authority

Suurcc: Field Survtjy

16. W hal (s the Ranks and Status o f  tlie Em ployees o f  PBL?

17. W hat kind o f  Staffing Pattern is found existing in your Biuik as on 0l.07.2007(R ajik-W ise)?
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18 f JRP: Does your hank consider the fitllowing ilems while preparing a formal Hum an Rcsoiirci; I’lanning'.'

Serial
No.

Items Yes No Partially

a. Formal Human Resource Planning I'or Management Practlcc

b. Demand forecasting

c. Supply forecasting

d. Determ ining M anpower categories

e. Formulating Manpower plan

r. ^Annual/Periodical wastage plan

g l.ong term and short term plan (depending on the growth pattern o f 
organization)

ll. Long and short term plan un technological changes

19. W hat is thi.* condition o f  Satisfaction on HRM  Planning (Properly) in PBL?

U -w l ofO fH ecis Satisfied Neutral Dissatisfied Tota!

Higher I^v c l Ofliceis

M iddle lje\'el Dfficers

Lower l.evel OHicem

20. VVhal kind o f  Status on Moral V alues A  Kthics lies in PBL?

Level iirO fllccrs Yes Partly Nil Tiital

Higher l^evel O tficers

M iddle Lcv^l Officers

Lower I-cvel O llk e is

21. W hat kind o f  Feeling are you keeping on G lobalization o f  HR System in PB L? Have you any idea on G lobalization? 
Are your B anking functions trend to be globalize?

t.ev^l ot Officers Yes Panly No Tt«al»i

Higher Lcvul Officers

Mid lj:vel Officers

Liivver tj;ve l OfliccrS

•Source. Field .Survey

22. Is the Status on E thics in PBL sujiposed lo be good enough? 

Is Ethics o l'th e  W orkplace supposed to be good enough?
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Level ot'fifficcrs (MXtd Partly Givxi Noi Gmxl Total

Higher Level O ilicers

Mid Ijjvel Officers

l.cvwer Le^■e! OtTtcers

Source: Field Surve>

23. Is Y our inside Environm ents o f the W orkplace supposed to be good enough?

Level o f  OITieers Good Partly Good N ot Good Total

Higher Level OlTieers

M iddle Level Officers

Low er Level Officers

Source; Field Survey 

24. W hether the Em ployees are found sm oking in the o l lk e  area?

Level o f  OlTicers Yes Partly Yes No Total

H igher Level Officers

M iddle Level OtVicers

L ow erl.ev e l Officers

Source: Field Survey 

25. Job Analysis.

Serial
No.

Item s Yes No Partially

a. Is jo b  analysis done before recruitm ent?

b.

1

Docs the selection criterion com m ensurate w ith the  rank & sta tus o f  
the em ployee?

26. W hat is the eimdilion o f  Age G roup o f  the Respondents in PBL?

Level o f  OITicer 20-29 30-39 40-49 50-60 Total

Migtier Level OtTiccrs

M iddle Level Officers

Lower Level Officers

Source: Field Survey
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27. Job Descriplion:

Serial
No.

]Icins YC! N o Partially

a
Arc jub description and job specifications done before selection pfoce.ss?

h [s th e re  a n y  p r e - c n ip lo \n ie m  Ira in m g ?

c Is there any oricnlation priigram for the new 
Employee?

2S. W hat proportkm  o f  M ale &  Fem ale Hmpioyecs are in your Bank?

LcvcJ o f  OtTrccis Mate Fcinal? Total %  o f  Male “ i  o f female

HigJwr Level Oificers

Mid Lev'ei Oflk-ers

Ltiwtfr Level O tS ters

Suuree. Field S un 'e j

29. W hat is the Feeling o f  PBL s Executives on Job DescriptionV

L cv d  o f  O nicers GiM>d Partly Giwd No! Good Total

HielKT ijjve l Offiocrs

Middle Level Oftlcers

Lower Levei O flitcrs

S tm iw  Kield SuTvev

30. R ecruilnicnl and Selection: Does your Bank consider liie tb llow ing items w hile Recruiting and selecting; ;in 
employee?

S No.
Items Yes No Partially

a .
D o you have skill invcniory?

t>. Is job analysis done before rccruitmcn!?

c.
Arc job description ami Job specifications done hcforc selection process?

d. l3o you have a recniitnient policy?

e.
Does the selection criterion cummensuraic with Ihc rank & .status o f the employee?

f Is there any pre-employment iraining?

&■ Is there anj orientation program for the new 
limployee?
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3 1 W hal is the eontlition o f  C irculations o f  Reuruilment in the National Dailies o fP B !,?

Level o f Odiccrs Yes NcuU-al No Toial

Higher I.cvel OfTiccrs

Mid 1 .evel Officers

Ijjwlt Level OITiccis

.Source: Field Sur\'cy

32. W hat is the condilion ofR ecru itm en t in PBL?

Year 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005 2006

N um ber o f  
B randies

N um ber o f  
Em ployees

Source: Annual Reports (1996-2006). Published by PBL, Dhaka. & Field Survey- 

33. W hat is tlic condition o f  N epolism s in Rccruitmeiii o f  Em ployees in PBL?

Level o f  Officers N o Partly Yes Total

Higher Level Officers

M iddle l^fvel Officers

l.ow er Level Officers

Source: Field Survey

34. W hat is the condition o f  recruiting employee.', in this hank in the la.st tw elve years?

Year 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005 2006

N um ber o f  
Branches

N um ber o f  
Em ployees

Source: Annual Reports (1996-2006). Published by PBL. Dhaka, & Field Survey

35. Is there any nepotism  in selecting em ployees in this bank?

Level o f  Officers N O Paillv Yes Tiitai

Higher 1 £ \'c l Officers

M iddle Level Officers

Lower Level Officers

St'urte: Field Sur\'cv
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36. Tmininii:

S K o . hems Y es No Partfally

a.
[i there anv method n f  assessm cnl for tr:iining need?

b. Docs it follow any selection svstcji) tor iraJneeii:’

d r>t? you have any training developm ent plan'^

c. Do >ou liavti (4 Ljairiing In:>iiEUlum?

(. Dtws your Hank provide tk Jd  training raclhlies''

£
Do you liavc ihc pro\'i«iian o f  on-the-job training and ofT-lhe-job IrnininB'^

37 A r e  there any Research & D evelopm ent systetns in this bank?

Level o f  employees Yes No Neulra! Total

Higher Level Officers

Middle T e^-el Officers

Lower Level <.>tViccrs

Suurce: Field Survey

38. Wiiai kind ol‘im plem entation o f  Training and Dcvelopm enl in your bank?

Cufjtents I W 1996 1997 1098 1999 2000 2O0J 2002 2003 2004 2005 2006

NujJiber o f  
C»»HT5C

N um ber {if 
PaHictpanls

Total
einployees

%  ofTniinifly 
Gained

■Soufce Field Survc}

39. Are they well-know n itt com puter and coninnunieation technology?

Level o f  O fficcJi ToLal W ell knc»wn Kjjov ĥ Unknown

H if^cr Level O fficers

Middle Level OlTiccrs

Lower Level Officers

Source: Field Sun.Tv
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4 t l  W hat kind o l' BcnefiLs ObLiined from Training C ourses in your bank?

Level ufcujplo>cei> Yes No Neutral T u lil Rc5pundeiils

l l^ v c l O ITlcm

M iddle Level Ofilccrs

Lower Level o n ic e rs

S^Mjrce; 1‘ield Survey

4 1. Is the C om m unication & I'ransparcncy o f  Llie W orkplace supposeti to be good enough?

Level o f  Officers Yes Partly No rotal

H igher Level Officers

M iddle Level Officers

Lower Level Officers

Snurcc: Field Survey

42. Are they well-know n in com pulcr and com niunicalion technology? Is Your C areer Developm ent Plan ot the 
W orkplace supposed to be good enough?

Level o f  Officers Tiiiai Well kxjown Kiiuwn Unknown

H igher 1 cvel (X licers

M iddle Level OfTlters

Lower Level OtVjccrs

Source- Field S u n ‘C>’

43. Job F,valuiition: What is Ihe m ethod o l'eva luation  tor the employee.": o f  your bank?

S. No. Item s Y es No Partia lly

a [Job E valuation  is good or acceptable

b [Em phasis on M onitoring  is good

c [Em phasis on the every function o f  HR.M

44. Is Your Job Evaluation System o f  the W orkplace supposed to be good enough'^

Level o f  Officers Good Partly Good N ot Good Total

Higher Level Officers

M iddle Level Officers

Lower Level Officers

1
Source: Kield Survey
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45. Career Deveiopmeni: For the C areer Developm ent o f  liie Human Resources, do you li:jve the follow inc things?

S.No. Itenis Y es Mo Partially

a.
Is  there any m ethod o f  assessm ent for the Im provem ent o f  em ployees?

b. Does it tbilow  any prom otion system  for em ployees?

c Is  (iiere any carecr planning?

d. Do you have any m anagem ent developm ent plan'’

e D o you have any plan o f  h igher train ing  for the em ployees in any foreign 

countries?

46. Is Y our Career Developnient Plan o f lh c  W orkplace supposed lo be good enough'?

Level o f  Officers Good Partly Good N ot Good Total

H igher l^ v e l OtTieers

M iddle Level Officers

Low er Level OlTicers

47. Is the Perform ance Appraisal in your bank satisfactorv' for the employees?

Level o f  Officers Satisfied Neutral D issatisfied fotal

H igher Level O flleers

M iddle Level Officers

Low er Level OfTicers

Source: Field Survey

48, Do your authority satisfied with the Perform ance in your hank dorse by the employees?

l.evel o f  O fficers Dissatisfied Netiira! Satisfied Total

Higher Level OHlcers

M iddle Level Officers

Lower Level Officers

SoLircc; Field Survey
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49. VVhal is ihe contiition o f  Prom otion in f 'B l . in ihe Iasi years?

Level o f  Officers 2001 2002 2003 2004 2005 2006 I'olal

H igher Level Ofl'icers

M iddle Level Officers

Low er Level Officers

Source: Field Sur\ey

50. W ere aiiy em ployee Dr<ipped-out from prom olion In ihis bank in the last years?’'

Level o f  Officers 2001 2002 2003 2004 2005 2006 Total

H igher Level OtTieers

M iddle Level Officers

Low er Level OtTicers

Source: Field Survey

51. W ere any em ployee transferred from the one office to another in this hank in the last tears?

Level o l'O ffiters 2001 2002 2003 2004 2005 2006 Tolal

Higher Lew i O liic m

M iddle L jvel Officers

l^ w c i Level OHieei^

Soiucc: Field Survey

52. Com pensation:

S N o I t e m Y e s N o . P a r t l y

a a n d  S a l a r i t s  t a k e n  w i r h  s u t i s f a t c i o n

h L o w  b a s e  p a v

c i n d i v i d u a l  I n c e n t i v e s

d ( . i r o u p  I n c t - n r iv e s

c Kcw R e w a r d s  f o r  T e n u r e

f

53. Are you satisfied with ihc Com pcnsaiion System  in (his bank?

Level o f  Officers Saiisfietl Purtt> Salisllcd Ni>t Satiified Total

Higher Level Officers

Middle l ,c \cl Oft'iccre

U jw cr Level OiRcers

Source; Field S«r\-ey
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54. W ere you satisfied with ttie C'ompensalion Syslcm in tJiis hank?”

Level u f  OITicers Sali^fEcd Partly S jlislirtl Nol Salisfied I'olal

Higher Ijiv'el OlViters

M iddle Ixvei O llicers

Lower Level OPfiecr*

SoDT«: F?cltf f̂ urvey

55. Arc you satisfied with the pay am ingem cnt system ?

Level o f  Officei's S.'ilisfied Neutral Dissatisfied Total

Hi l i e r  Level Oflicers

M iddle Level Officers

Lowei tj;ve l Orrieers

Sourte: l- ield Survey

56. Hum an R esource B enefits: Do you  th in k  th a t th e  fo llo w in g  p ro v is io n s  e x is t  in y o u r  bank, fo r th e  w e lfa re  
o f  th e  em ployees?

^ . N I r c m Y e s N o . P a r t l y

a
l i o u s i d f j  f a c i l i ty

b M e d i c a l  f a c i l i ty

c S l i a r e  o f  p r o f i t

ci P r o v i d e n t  f t i n d  facili ty '

c P e n s i o n  fa c i l i ty  &  g ra tu i ty

f I n s u r a n c e  f a c i l i ty

fi I ' r a n i p i i r t  f a c i l i ty

h H o n u s

f l e l e p h o n e  f a c i l i ty

i L u n c h  s u b s i d y

k f e a v e  fa c i l i t i e s

1 L o a n  facii it i-

m O t h e r  f a c i l i t y ,  i f  a n y

57. Are you salisfled witli the living standard facility in this hank'.'

Level o f  Officers D issatisfied Neutral Satisfied Tolal

H igher Level Officers

M iddle Level Officers

Lower Level Officers

Source: Field Survey
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58 Were you satisfied with the llousinu  Facilities in this bank?

Level o f  Officers Yes Partly No fotal%

Higher Level OITiccrs

M iddie Level Officers

l.ow er Level Officers

Source: Field Survey

59. W hat kinds o f  Loan are sanctioned to Hmployees trom  the W elfare Kund in PBL?

Category M aximum  Limit Interest Repayable within

IZVP-DMD

AVP-SVP

SO-FAVP

JO-M TO

Driver

Source: Ser^'icc R u le o f  TBL, Published in 1995. Dhaka, p .l2 1 .

60. Are you satisfied with the living standard facility in this bank?

Level o f  Officers Dissatisfied Neutral Satisfied Total

Higher Level Officers

M iddle Level Officers

Lower Level Officers

Source; Field Survey 

61. Are you satisfied with ihe Retirement Benefit in PBI,?

Category Rate Per Year o f  Serv ice .Vlaximum Limit

E V P to M D

AV P-SV P

SO -FAV P

JO-M TO

Driver

Source: Service R u le o f l ’HL, Published in 1995, Dhaka, p .l 19
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62. What is the Opinion o f  you on Retirem ent Benellts in your bank?

Level o f  OfTteers Satisfied I’artly Satisfied N ot Satisfied Total%

H igher Level Officers

M iddle Level O filcers

Lower Level Officers

Source: Field Survey

63. Are vou satisfied with the Death Benefits svstem s in this batik?

Level o f  Officers Satisfied Partly Satisfied N ot Satisfied Total

Higher Level OtTicers

M iddle Level Officers

Lower Level Officers

Source: Field Survey

64. Are you satisfied with the Provident Fund system s m th is bank?

Level o f  Officers Satisfied Partly Satisfied N ot Satisfied Total

H igher Level Officers

M iddle Level Officers

Lower Level Officers

Sourcc: Field Survey 

65. Are you satisfied with the Gratuity Benefits system s in this hank?

Level o f  Officers Satisfied Partly Satisfied N nt Satisfied Total

Higher i.evel Officers

M iddle Level O tlk e rs

L-ower Level O llicers

66 . Are you satisfied with the benevolent system s in this bajik?

Level o f  Officers Satisfied Partly Satisfied N ot Satisfied Total

H igher Level Officers

M iddle l-evel Officers

Low'er l.evel Officers

Sourcc: Field Survey
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67. Are you satisfiid  with tJie Health. Safety system s In Itiis bank?

Level o f  Officers Satisfied Partly Satisfied Not Satisfied Total

Higher Level Officers

M iddle Level Officers

L ow er Level OfTiccrs

Source: Field Survey

68 Are you salistied wilh the Health. Safety system s or policy In tiiis bank?

Level o f  Officers Satisfied Partly Satisfied Not Satisfied Total

H igher Level Officers

M iddle Level Ofiicers

Low er Level Officers

Source: Field Surs'cv

69 W hat is itie opinion on W elfare activity o f  PBL?

Level o f  Officers Satisfied Partly Satisfied N ot Satisfied T otal%

Higher Level Officers

M iddle Level Officers

Lower Level Officers

Source: Field Survev

70. Did y<)ii engage in the tim id affected area to give services to  tlic people?

Level o f  Officers Total Persons Parllcipatcd %  o f  Participation

Higher Level Officers

M iddle Level Officers

Low er Level Officers

Source: I'ield S u n e y
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71. Did you participate or not in the clireci social services, like Acid hurt. A ccidents etc?

Level o f  O ffiters Toliii Partitipaied N ol-partitipatcJ

Higher Level OFficers

Miildlc I^ve l Oftlccrs

lA w er [>evcl Ot’ficcrs

Source; Fidci Suti^y

72. Is the custom er satisfaction status g,ooc1 and acceptable in your hank?

Level o f  Officers Y es P jr th No Total

Higher 1 .evel Officers

Middle Level OlTlceis

Lower l^ v e t Officers

S t > i t r c e ;  I'ield  SutTi'v

73. Is the B an k er-t’uslom er R elationship good enough in your bank?

Level o f  O ffiters Yes Panly No ToIaJ'Jo

Higher l.evel OHicer^

M iddle Level OlTicers

l^ w e r  Level Officers

Source: FiekI Survey

74. Is the custom er salisfaction status good and acceptable in your bank?

I^v e l o f  Officers Yes Partlj No Total

Hiclier l.evel Officers

M iddle U v e l Officers

Lower L.evel Ofiicers

Source: Fii-hi Sun'ev

75. M otivation: W hat kinds o f  M otivations Eire given to the em ployees o f  your bank?
a. Financial-
b. N on-rtnancial-
c. W hat kind o f  O pportunity  is given to your em ployees for creating  thinking & E xpression?

76, Is the nature o f  M otivation Level is salisfactoty in this bank?

Level o f  O tlicers Satisfied 1 Panly Satisfied Not Satisfied Total

Higlier Level Officers

M iddle Level Oificer,«

Lower Level Ofiicers
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77. Is ihe nature o f  M oiivalion Level is salisfaciorv in ihis bank?

Level of OITitci-s Satisfied Parl]> Satisfied Nut Salisfted ToUil

H igher levei O rticer;

Ntiddic Lrvel Officers

Lower Level Oillwjrs

Souruc Ht!ci Survey

78. Is the em ployee satisfaction status good and aceq itab le  in your bank?

Le^cl o f  O tTittis Yes Panl> Nu Tutiil

Higher Level Officers

M iddle L e \e l Offjcers

Lower Level OlHcei s

Sourtc; Hffd  Sun w

79. Gricvancc:
■A. Do you give any chance lo your em ployees lo express a grievance '’ 
b. Do you give any m ental pressure to your em ployees at their w ork  place?

c. Is the Grievance 1 landlm g procedure & em ployee satisfaction status good and acceptable in your bank?

Level o f  O rrite is Goixl Paji3> Good Nul Good T o la ri

Higher Level Oft’iccrs

M iddle Level Officers

Lower l^ v e l O lllcers

11

80. Disciplinary Action:

a. whul is tlic p ro c iis  o f  Disciplinary Actions taken by you for employees?

b. Do you take any action for a complaint against an em ployee at the first lime?

81. Is Y our D isciplinary Action System o f  the W orkplace supposed !o be good enough?

o f  Oificers Satisfied Partl>' Satislied Nor Saiistied TiHal

H ijih e rl^ v e l Offieers

Middle Level Officers

Lower Level Officers
1
1
1
1
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82. Trade lin ltin  Leaders; Do the Tnide Union Leaders inlluence on the follow ing area;;?

Serial
No.

item Yes No. P a r tly

u [5« you Ihink lhat the trade union is running as per Trade Union rule 
in ytiur bank?

I) Do you feel that the i raile Union leaders w orking  for the betlefn)ent 
of the general staff?

c Do you think that the influence o f  trade union 
Leaders b reaking the d isc ip lin e  o f the  o rg an iza tio n ?

ti Do you agree lhat ihe Irade union leader."; are 
In lluencing the policy m aking o f  the bank?

e
Do you feel lhal trade union ac tiv ities are m ajor 
factor to  crcate  a gap betw een the officers and 
hm ployees o f  the hank?

{
In the appointm ent and se lection  o f  Class-111 and Class-IV  em ployee 
trade union p lays a vital role? Do you agree or not?

g Does the tra Je  union follow  the  trade union ru les?

b Should trade union be attached with national 
t^olitics?

83. Is your Labor-M anagerneni Relationship System o t'th e  W orkplace supposed to be good enough?

Level o f  Otlicer^ Good Partly Good Not Good I'otal

Higher Level OlTicers

Middle Level Ofiieers

Lower Level OlTiCCrs

Source: Field Surwv

84. Is the Job Stress &  B tim out Syndrom e is so high in your hank?

Ljj w I ol O iilcen; Yes Partly No Total%

Higher Level OtTipcn?

M iddle Ijsvel Ofllw;rs

Lower Level Officers

Soujljc; FfdJ Sun'cv

85. G lo b a liza tio n  o f  H RM ;
Do you th ink  th a t th e  H um an R eso u rce  M unugenien t system  e x is tin g  in y o u r bank is co m p e ten t vviih the 

system  o l 'th e  m odern  w orld?  I f  so; how  is it possib le?
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86 Have you hhv gooil idea Keeling on G lobalization o f  HR. System  in PRl

Level o f  Ofliecrs G lkxJ Partly G«.xh1 Nol Good TdU I 'b

Higher Level Officers

M iddtc Level Officers

U»wer Level Ofiiccrs

Source; h'tefd Survi'y

SS. Are you satisilcd with the G lobalization o f  HR System in PR l.? 

Arc your B anking functions trends to be good in globalization?

Level o f  OfficCTS Good Piinly Good Not Giuid Toral

Hig])cr Level Ofliccrs

M iddle Level O fficer;

Lo\^ei Level O niccrs

Source: FieUi Surx'ey

89. Are the Em ployees a Human Capital & not as a  Com modity Produel in PBL?

Level o f  O fficers Yes r^anly No Intal

Higher Level OfDccr^

Middle Level Officers

UnvLT LcveJ OfTjcers

SouTw; F ic id S u n 'ty  

-̂H). Should the M anagem ent be improved in this Bank?

Level o f  Ofllcers Yes Partlv No TolaI“i,

H igher Level Officers

M iddle Level Oftlcers

Lower Level OlTiccrs

91. Should the Com pany m anagers &  Fmployee^i break »p the status quo and sec the global market through new eyes?

Level o f  0 / l ic « ^ Ves Panly 1 No TolaJ%

Higlier Level Oftlcer^

Middle Level OfTiccrs

Lmver Level O lliccrs

Source: FiviJ Stirvtrv
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92. Is there anv good Research Sl Developm ent sysiem in your hank?

Level o f  employees Yes N o Meiil ral Tolal Kespcindcrrts

Higlier Level Officers

M iddle Level Officers

Lower Level O fficers

Source: FK ldSun’ev

93. C om m ents on the fo llow ings;
a. W lio should assess die ttaining needs and prepare die training plan?
b. Should Selccdon criteria for training follow the top down or bottom up theory?
c. Should diere be any mandator}' pre-employment training before final selection?
d. I lo w  job secitrities o f  the employees can be protected?

9 4 . W ould you  prefer to get a jo b  in private or public sector banking'?
9 5 . Special C om m ents ( i f  any)

Signature o f  the investigator  

Dated;
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Glossary

A ttitudes Evaluative statements o f judgments concerning objects, people, or events 
(Robbins, 1998, 140). Attitudes have: (,a) a cognitive component; the opinion or belief 
segment o f an attitude, (b) an affective component; the emotional or feeling segment of an 
attitude, and (c) a behavioral component; an intention to behave in a certain way toward 
someone or something (Robbins, 1998, 140).

Banker a person transacting the business o f accepting, for the purpose of lending or 
investment, o f deposits o f money from the public, repayable on demand or otherwise and 
withdraw able by checic, draft, order or otherwise, and includes any Post Office Savings 
Bank (Section 3/b of the Negotiable Instruments Act-1881). Banker means an owner or 
senior employee o f a bank (Microsoft Encarta. 2007)

Benefits Indirect financial and non-financial payments employees receive for continuing 
their employment with the company (Dessler, 2003, p .527).

Bonus A grant o f money as a gratuity to workers. A special earned payment based on for 
example production. Anything w^elcomc that one receives over and above what is expected 
or usual (Webster, 1991, p. 110).Additional money based on the financial performance of 
the organization, unit o f the organization, or an individual (Psychology ,2002).

Burnout-A burnout is the total depression o f physical and mental resources caused by 
excessive striving to reach an unrealistic w'ork-related goal (Dessler, 2003, p.449).

Business Partner A business partner is the sum of; a strategic partner, an administrative 
expert, an employee champion, and a change agent (Ulrich, 1997, p.37).

C A M EL R ating means Capital, Assets, Management, Earning and l.iquidit>'. The 
CAMEL rating system was adopted many more days ago by the World Bank to provide 
with an accurate and consistent assessment o f a lending agency’s financial conditions and 
operations in the areas o f Capital, Assets, Management, Earning and Liquidity (CAMEL). 
It is not used as a ‘report card" but as an internal tool to measure risks in allocation o f 
resources for supervision purposes. CAMEI. rating is a globally accepted rating system o f 
a lending organization, bank, and financial institution. Central banks o f different countries 
now-a-days apply this rating system for evaluating the functions o f the commercial banks 
and to identify 'problem banks’ for taking remedial measures. The developed countries are 
following the Unifonn Financial Rating System (CAMEL Rating) along with other 
existing procedures and techniques o f supervision (Karim, Enayat, 2005, CAMEL Rating, 
Published by industrial Printing & Publication, P. 13).
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Career Planning and Development The deliberate process through which a person 
becomes aware of personal career-related attributes and the lifelong series o f stages that 
contribute to his or her career fuinilment (Dessler, 2003, p.274).

Collective Bargaining The process tlirough which representatives o f management and the 
union meet to negotiate a labor agreement (Dessler, 2003, p.528).

Comm ission A percentage paid to an agent or employee on the business which he 
transacts (Webster, 1991, p. 197).

Commitment is an em ployee's identification with an agreement to pursue the Company’s 
or the unit’s mission (Dessler, 2003, 528).

Compensation All forms o f pay or rew'ards going to employees and arising from their 
employment (Dessler, 2003, 528).

Corruption is the state o f being or becoming decayed (Webster, 1991, p.219). It is the 
lack o f integrity or honesty; especially susceptibility to bribery; use o f a position o f trust 
for dishonest gain (Princeton University, 1997).

Culture The set o f values, attitudes, and beliefs shared by a group, which sets the 
standards o f behavior required for continued acceptance and successftil participation in that 
group (Scarborough, 2001, p .l). It is the collective programming o f the mind, which 
distinguishes the members o f one group or category o f people from another (Hofstede,
1997, p.5). Tlie complex whole that includes knowledge, belief, art, morals, law, custom, 
and other capabilities acquired by a person as a member o f society (Hill, 2000, p.675). A 
culture is the behavioral norms that is a group, at a certain time and place, have agreed 
upon to survive and coexist (Elashmawi and Harris, 1998, 59). Elements in a culture are; 
language, nonverbal communication, space and time orientation, religion and belief 
systems, pattern o f tliinking, self-images, and a set o f values, material culture, and 
aesthetics (Elashmawi and Harris, 1998, p.59).

Customer that constituents o f the Bank who maintain some t\p e  o f account(s) with him 
duly introduced for the purpose o f  having a certain amount o f deposits therein withdraw' 
able by checks or by any other means, are Customers ( Section-131 o f the Negotiable 
Instruments A ct-1881).

Disciplinary Action: Disciplinary Action is a procedure that corrects or punishes a 
subordinate because o f a rule or procedure has been violated. (Gary Dessler ). It is curbed 
to the purpose o f penalties that show' the way to an inhabitation o f undersize procedures. 
(Butler, Jolm E., Gerald R. Ferris, and Nancy Napier (1991). Strategy and Human 
Resources Management. Cincinnati; South-Western Publishing, p.2.)

D iscipline- It is a form o f training to achieve desired behaviors. (D. V. Tesone (2005): 
HRM in Hospitality Industry, Pearson Prentice Hall, New Jersey, USA. p-270.) The term 
discipline refers to condition in the organization where employees conduct themselves in 
accordance with the organization’s rule and regulation and standards o f acceptable

Dhaka University Institutional Repository



403

behavior. (Rahman, Alaur, Human Resource Management, Dhaka. Zahin Publications, 
2007,p.317.)

Effectiveness is Achievement o f goals (Robbins, 1998, p.23).

Efficiency - The ratio o f effective output to the input required to achieve it (Robbins, 1998. 
p.23).

Employee- An employee contributes labor and e.xpertise to an Endeavour. Employees 
perform the discrete activity o f economic production. Specifically, an employee is any 
person hired by an employer to do a specific job. In most modern economies the term 
employee refers to a specific defined relationship between an individual and a corporation, 
which differs from those ofcustomer, or client.

Employee Benefit non-monctary employment compensation.( See Also HR Benefit).

Employee Compensation All forms o f pay or rewards going to employees and arising 
from their employment (Dessler, 2003, p.528).

Employee Orientation is an essential element for the newly appointed and placed 
employees o f a Bank or any company for all Permanent staff. Every' Bank companies also 
gave employee orientation for its staff, although it is extremely brief Employee orientation 
is given for permanent employees at higher, middle &lower organizational level, extremely 
brief as well. (Rahman, Ataur, Human Resource Management. 2007, p. 146).

Employee Productivity is the productivit>' o f employees (see also Productivity). 
Employee productivity is the measure o f  how individual employees, performing similar 
tasks and activities, compare to each other and to the employees o f  other companies in 
terms o f their respective accomplishments (Rctrac, 2002).

Employer: An employer is a person or institution that hires employees or workers.
Employers offer wages or a salary to the workers in exchange for the worker's labor 
power, depending upon whether the employee is paid by the hour or a set rate per pay 
period. A salaried employee is typically not paid more for more hours worked than the 
minimum, whereas wages are paid for all hours worked, including overtime.

Employment is a contract between two parties, one being the employer and the other 
being the employee. An employee may be defined as: "A person in the service o f another 
under any contract o f hire, express or implied, oral or written, where the employer has the 
pow er or right to control and direct the employee in the material details o f  how the work is 
to he performed." (Black's Law Dictionar\' . 5th ed. 1979, page p.471).

Environment is the external conditions, resources, stimuli etc. with which an organism 
interacts (Black's Law Dictionarv ,5th ed. 1979, page p.471).
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Extrinsic Rewards Extrinsic rewards do not come from the work itself, they are given by 
supervisors to ensure that work is done properly and that the rules are followed. 'Fhey 
include things like salaries, bonuses, commissions, perks, benefits, and cash awards. 
Source; Kenneth W. fhomas, Intrinsic Motivation at Work (San Francisco: Berrett- 
Koehler Publishers. 2000), p.6.

Globalization Trend away from distinct national economic units and toward one huge 
global market (Hill, 2000, p.677).

Grievance A cause for complaint or resentment tliat may or may not be well- founded; or 
bitterness or anger at having received unfair treatment; or a formal complaint made on the 
basis of something that somebody feels is formal complaint made on the basis of 
something that somebody feels is unfair. (Microsoft Encarta, 2007)

Gross Domestic Product (GDP) The market value of a country’s output attributable to 
factors o f production located in the countr\''s territor)' (Hill,2000, p.677).

Human Capital: The knowledge, education, training, skills, and expertise o f  a finn 's 
workers (Dessler, 2003, p.530).

HR Benefits Employee benefit, non-monetary employment compensation. (Dessler, 2003, 
p.530).

Human Resource Management (HRM): Activities an organization conducts to use its 
human resources effectively (Hill, 2000, p.678). The aspect o f management that concerns 
the coordination o f all aspects o f  employment including hiring, training, compensating, 
motivating, disciplining, and all day-to-day interactions. Formerly this function was called 
personnel administration, employee relations, or industrial relations (Pell, 2001, p.312). 
The policies and practices involved in carrying out the ‘people’ or human resource aspects 
o f a management position, including recruiting, screening, training, rewarding, and 
appraising (Dessler, 2003, p.530).

Human Resource Planning (HRP): Also called employment or personnel planning -  The 
process o f deciding what positions the firm w’ill have to fill, and how to fill them (Dessler, 
2003, p.90). It is ‘the process for ensuring that the human resource requirements o f an 
organization are identified and plans are made for satisfying those requirements’ (Bulla, D 
N, and Scott, P M, (1994) Manpower Requirements Forecasting: a case example, in HR 
Forecasting and Modeling, ed D Ward, T P Bechet and R Tripp, HR Planning Society, 
New York, p.361).

Human Resource Strategy means the actions; the HR manager and other company 
managers take to attain company’s HR goals (Dessler, 2003, p.267).

Incentives Inciting to action; Incentive schemes to secure higher production (Webster, 
1991, p.489). Short-term incentives include cash or stock bonuses. Long-term incentives 
are often stock options (Webster, 1991, p.489).
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Induction of New Employees: Training and Development is to given induction o f new 
employees about many aspects o f their jobs; it’s a formal cercmony in which a person is 
inducted in to an office or into military service (Dessler, 2003, p.367).

Industrial Relations The relationships among the worker, the union, and the Employer 
(Dessler, 2003, p.467).

Innovation A new idea applied to initiating or improving a product, process, or service 
(Robbins, 1998, 646). The development o f new products, processes, organizations, 
management practices, and strategies (Hill. 2002, p.678).

Intrinsic Rewards Intrinsic rewards come to the worker directly from the work they do -  
satisfactions like pride in workmanship or the sense that they are helping the customer. 
Source; Kenneth W. Thomas, Intrinsic Motivation at Work (San Francisco: Berrett- 
Koehler Publishers. 2000), p.7.

Job Analysis Developing a detailed description o f the tasks involved in a job, determining 
the relationship o f a given job  to other jobs, and ascertaining the knowledge, skills, and 
abilities necessary for an employee to perform the job successfully (Robbins, 1988, p.552).

Job  D escription A list o f job duties, responsibilities, reporting relationships, working 
conditions, and supervisor>' responsibilities (Dessler, 2003, p.531). The job description is a 
part o f the Job Analysis (Dessler, 2003, p.531). .

Job Evaluation Job o f Evaluation is aimed at determining a jo b 's  relating worth, it is a 
formal and systemic comparison o f jobs to determine the w'orth o f  one job  relative to 
another and eventually results in a wage or salar>’ hierarchy(Rahman, Ataur,2007, p.224.). 
The basic principle is this; jobs that require greater qualifications, more responsibilities, 
and more complex duties should be paid more highly than jobs with lesser requirements 
(Dessler, Gary, p.400).

KSAA-The labor market consists o f individuals in possession o f Knowledge. Skills, 
Attitude & Abilities (KSAAs) that meet the standards for employment within the 
organization. It is the process o f assisting a person for developing his efificiency and 
effectiveness at work by improving and updating his professional knowledge, by 
developing skills relevant to his work and growing appropriate behavior atid attitude 
towards work and people (Tesone, D. V'. (2005): H RM  in Hospitality Industry. Pearson 
Prentice Hall, New' Jersey, USA,p.67).

Knowledge The state o f knowing, cognition, understanding (Webster, 1991, p.544).

Knowledge Management (KM) is a newly emerging, interdisciplinary business model 
dealing with all aspects o f knowledge in the context o f the firm, including knowledge 
creation, codification, sharing, and how these activities promote learning and innovation. 
In practice, knowledge management encompasses both technological tools and 
organizational routines in overlapping parts {Gotcha, 1999).
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Knowledge Management (KM) - Hansen et ai. (2001) in their monograph W hat’s your  
Strategy fo r  Managing Knowledge say that companies need a knowledge strategy to be 
able to manage knowledge. This Knowledge Management strategy needs to be: (I) 
codified, or (2) personalized. In companies that sell relatively standardized products that 
fill common needs the codification strategy should by use? In the codification strategy 
electronic knowledge databases should be developed. The human resources are: hire new 
college graduates to implement solutions. People should be trained in groups through 
computer based distance learning, and people should be rewarded for using and 
contributing to document databases, p.26.

Labor Management Relationship means a set o f components, both inside and outside the 
employment, related with influential and guideline the service relationship. It is the  
process o f analyzing, developing, implementing, and performing ongoing evaluation o f the 
workplace relationship between employer & employer (Rahman, Ataur, Human Resource 
Management. Dhaka, Zaliin Publications, 2007, p.338.).

Leadership The ability to influence a group toward the achievement o f goals (Kobbins, 
1998, 347). There is no general agreement on the best way to define leadership, but most 
definitions imply that it is, at least in part, a process of exerting positive influence over 
other persons. Leadership involves influencing people to exert more effort in some task or 
to change their behavior (Wexley and Yukl, 1984, 159). Leadership is about coping with 
change (Kotter, 1998, p.37).

Long-term Orientation The opposite o f short-term orientation; together they form a 
dimension o f national cultiire originally labeled ‘Confucian dynamism*. Long-term 
orientation stands for the fostering o f virtues oriented towards future rewards, in particular 
perseverance and thrift (Hofstede, 1997, p.261).

Management Individuals who achieve goals through other people (Robbins, 1998, 2). 
Management is about coping with complexity. Its practices and procedures are largely a 
response to the emergency or large, complex organizations in the twentieth centurj’ 
(Kotter, 1998, 37). ^

Management Development Any attempt to improve currcnt or future management 
perfonnance by imparting knowledge, changing attitudes, or increasing skills (Dessler, 
2003,531).

Motivation is a w^ord used to refer to the reason or reasons for engaging in a particular 
behavior, especially human behavior as studied in psvcholoa\ and nciirophvsioloe\ . These 
reasons may include basic needs such as food or a desired object, hobbies, goal, state o f 
being, or ideal. The motivation for a behavior may also be attributed to less-apparent 
reasons such as altruism or m orality. According to Geen, motivation refers to the initiation, 
direction, intensity and persistence o f human behavi»r. (Geen, R. (1994). Human 
motivation: A Psychological Approach, Wards w'orth Publishing, p.67),

Nepotism defines nepotism as favoritism shown in the advancement o f relatives, 
especially by appointing them to offices for reasons other than personal w'orth (Webster- 
1991,p.671) happened the most at top and higher organizational level, although at it
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occurred at middle and lower organi/aliona! level as well. The employer generally gets the 
employees he deserv'es. (Waller Gilbey; cited in Webster, W ebster’s Dictionary’, New 
York: Lexicon Publications Inc., 1991, p.QD-36.)

Oi-!»ani/ational IU hii\io r (OB) A field o f study that investigates the impact that 
individuals, groups, and structure have on behavior within organizations, for the purpose o f 
applying such knowledge toward improving an organization’s elTcctivencss (Robbins, 
1998, 7).

Or»aiii/ i itinii i i l  Cl imate  Organizational climate is a  measure o f the extent to which 
people's expectations about what it should be like to w'ork in an organization are being met 
(Bowditch and Buono, 1997, 299).

Organiza t iona l  Culture  -  Also called Corporate Culture -  fhe shared pattern o f  beliefs, 
assumptions, and expectations held by organizational members, and their characteristic 
way o f perceiving the organization's artifacts and environment, and its norms, roles, and 
values as they exist outside the individual (Bowditch and Buono, 1997, 286). A common 
perception held by the organization's members; a system o f shared meaning (Robbins,
1998, 595). The collective programming o f the mind wWch distinguishes the members o f 
one organization from another (Hofstede, 1997, 262).

Performance Appraisal A common approach to assessing performance is to use a 
numerical or scalar rating system whereby managers are asked to score an individual 
against a number o f objectives/attributes. In some companies, employees receive 
assessments from their manager, peers, subordinates, and customers while also performing 
a self assessment. This is known as 360° apprai.sal.

The most popular methods that are being used as performance appraisal process are: 
Management by obiectives (MBO)360 degree appraisal .Behavioral Observation Scale 
(BOS),& Behaviorally Anchored Rating Scale (BARS).

Performance Management Performance measurement is the process o f assessing 
progress tow'ard achieving predetermined goals. Performance management is building on 
that process, adding the relevant communication and action on the progress acliieved 
against these predetermined goals.( Bourne, M.,Franco, M. and Wilkes, J. (2003). 
Corporate performance management. Measuring Business Excellence 2003; 7, 3; p. 15.)

Placement means, the act o f either placing or arranging something in a position or 
location, or the act o f being placed or arranged in this way.^^ After completing the above 
procedures an applicant who has passed the various tests, invited by the authority to join in 
the job witliin a pre-fixed duration o f time following a specific Terms & Conditions 
indicated in the Bangladesh Bank and specific rules c&^Regulations o f BD Constitution.

Population is an aggregate o f items, which have common trails. Again, a population 
consists ol' a number o f items or elements or units, which arc technically called units o f 
observation. These units o f observation are termed as sampling units. (Abedin, Dr. M. 
Zainul, May 1996, Op.cit. p. 72).

M icrosoft Encarta. USA.
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Practice: Practice means the actual doing o f something; action as contrasted with ideas; 
regularly repeated exercise or training done in order to improve one’s skill at something; a 
way o f doing something that is common, habitual, or cxpcctcd (Oxford Advanced 
Learner's Dictionary, 1999). In this context, we want to express the condition o f Practice 
,the Management Function related with the employees i.e. Human Resource Management 
Practice o f a Bank, is either implemented properly under the Banking Rules & Regulations 
o f Bangladesh or not. (.Rahman, Ataur, Human Resource Management, Dhaka, Zahin 
Publications, 2007).

Productivity: Productivity implies doing high-quality work with great efficiency. The 
actual productivity formula today is rather complicated in some operations, but in essence, 
productivity still means output per man-hour (Sibson, 1994. 6). Productivity is a 
performance measure including effectiveness and efficiency. An organization is productive 
if it achieves its goals and does so by transferring inputs into outputs at the lowest cost. As 
such, productivity implies concern for both effectiveness and efficiency (Robbins, 1998, 
23). Productivity is the average output produced by input(s) -  a combination o f human and 
capital resource (known as Total Factor Productivity), At a macro-economic level, the 
majority o f  productivity indices involve measures relating to per capita GDP, with an 
increasing recognition o f the greater sensitivity o f GDP per capita per hour (Investors in 
People UK, 200 L 1).

Promotion: Promotion is a change within the organization to a higher position that has 
greater responsibilities and required more advanced skills. It usually involves higher status 
and an increase in pay (Weihrich, Heinz & Koontz, Harold, Manasement. McGraw-HILL, 
Inc., Singapore, p.378). Promotion means advancement to a more senior job or a higher 
rank, grade, or position; or it means an encouragement o f the growth or development o f 
something (Microsoft Encarta (2007. 1993-2006), Microsoft Corporation). Promotion is an 
integral part o f most people's career. Promotion traditionally refers to advancement 
positions to increased responsibility’ (Dessler, Gary, p,358).

Qualit> of L ift A national culture attribute that emphasizes relationships and concern for 
others (Robbins, 1998, 138).

■ 'ttiii : The process o f generating leads, inviting candidates, interviewing
candidates, making offers, and hiring (based on: Dessler, p. 2003, 98).

Sam pling is a method o f obtaining data or information about the population / universe by 
investigating only a representative portion o f them. In our everyday life we use sampling 
techniques consciously or unconsciously. For example, a house wife while boiling rice 
tests only iwo or three grains, and takes decision as to whether the whole lot is boiled or 
not. There are many other such examples. From these practical experiences, we commonly 
believe that a sample can tell something about the whole lot o f a universe or population 
(Abedin, Dr. M. Zainul, May 1996, Op.cit. p. 66).

Sck'ction of Km ploy ee Selection is the screening and filtering process o f job applicants 
who have been invited to apply for the vacant positions through which the process comes 
to an end (Rahman, Ataur, Human Resource M anasement. Dhaka. Zahin Publications, 
2007, p. 134).
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Short-term Orientat ion The opposite o f long-term orientation; together, they form a 
dimension o f national culturc originally labeled "Confucian dynamism’. Short-term 
orientation stands for the fostering o f  virtues related to the past aad present, in particular 
respect for tradition, preservation o f 'face ', and fulfilling social obligations [Hofstede, 
1997, 262),

Strategic H um an Resourct- Man:i ;^cmcnt : The linking o f HRM with strategic goals and 
objectives in order to improve business perfomiance and develop organizational cultures 
that foster innovation and Hexibility (Dessier, 2003, 534).

Stratejj>: Actions managers take to attain the firm’s goals (Hill, 2000, 681). The 
company’s long-term plan for how it will balance its internal strengths and weaknesses 
with its external opportunities and threats to maintain a competitive advantage (Dessler, 
2003, 6).

T ra in in g  is a social, continuous process o f giving knowledge, increasing skills and 
efficiency and changing attitudes, aptitudes, interest and accommodating the employee in 
the organization for the performance of assigned task/achievement of the organization 
goal. (Rahman, Ataur, Human Resource Manunement. Dhaka, Zahin Publications, 2007, 
p.149.)

Training &  Development means changing what employees know how they work their 
work or their interaction with their co-workers or supervisors (Rahman, Ataur. 2007, 
p.148.).

Turnover means the rate at which employees leave a factory, company, etc and are 
replaced (Oxford Dictionary').

N'alucs -a re  the basic convictions that a specific mode of conduct or end-state o f existence 
is personally or socially preferable to an opposite or converse mode o f conduct or end-state 
o f existence (Robbins, 1998, 132). It is the Broad tendencies to prefer certain states o f 
affair over others (Hofstcde, 1997, 263).

\ \  o rk lo iu l: The amount o f work assigned to a person or group to do in a specific period. 
While a precise definition of a workload is elusive, a commonly accepted definition is the 
hypothetical relationship between a group and individual human operator and task 
demands. Another aspect to workload is the mathematical predictive models used in 
human factors analysis; generally to support the design and assessment o f  safety-critical 
systems. There is no one agreed definition o f w'orkload and consequently not one agreed 
method o f assessing or modeling it. One example definition by Harl and Stavcland (1988) 
describes workload as ‘‘the perceived relationship between the amount of mental 
processing capability' or resources and the amount required by the task.” Workload 
modeling is the analytical technique used to measure and predict workload. The main 
objective o f assessing and predicting workload is to achieve evenly distributed, 
manageable workload and to avoid overload or under load (Hart and Stavelaiid, 1988),
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