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Executive Summary


 Excel Technologies Ltd. is one of the foremost ICT company in Bangladesh. It has recognized a robust foothold all the way through this competitive market. Since its establishment within the year 1999, the business is trying  their best within the most pragmatic manner to present excellence in products and services to its clients that suits their significance faultlessly. I have structured this report on the basis of 10 weeks realistic experience at Excel technologies ltd. This internship program helped me to grasp the realistic circumstances of compensation policy. I have prepared this report based on compensation system of Excel Technologies ltd, how their strong and efficient compensation policy amplify efficiency and motivate the workforce. We know that Compensation Management is a prearranged practice that involves analogous the work-employee relation by providing monetary and non-monetary reimbursement to employees. reimbursement includes payments like bonuses, share , overtime pay, recognition rewards and sales commission. The strategy of compensation is the exceptionally major piece of the inclusive HR Strategy to sustain the company spirited and prosperous. alternatively, the  strategy is crucial to maintain the organizational budget under the control and to keep up the jobs in the right pay grades. The remuneration or bonuses are imperative for the enthusiasm of employees and managers. generally, the motivation is not about the compensations, except it should sustain the common motivation framework in the organization. yet the simplest managers within the world aren't geared up to keep highly motivated teams, when the compensation policy isn't in line with the work market. The employees typically know the usual levels of salaries in the industry and when the organization is below the median or the average, it has to recompense the difference in other area. But, when the gap is not negligible, the compensation by a dissimilar motivation tool does not work and the employees commence to feel demotivated as they get no different value for their effort.  Moreover the report consist recommendations and conclusion according to my point of view, which I suppose would more develop the compensation policies of the organization if implemented.
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Chapter 1
Introduction




1.1 Introduction  
The most decisive matter on HRM is to keep employee contented on the job. It is possible through the attractive reimbursement packages and benefits. Compensation and benefit system is one of the most crucial function of Human Resource Management.. Excel Technologies Ltd. is considered as one of the foremost ICT sectors in Bangladesh. In the current business world, principally in the sector, like ICT sector, long-standing employee retention is vital concern. the mission of this company is to accomplish business superiority through quality by understanding, accepting, meeting and exceeding client prospect. This organization follows worldwide Standards on Quality Management System to make certain steady quality of products and services to attain customer satisfaction.
Excel Technologies Ltd. is a foremost ICT dispenser in Bangladesh with the vast range of products from globally reputed hardware manufactures the company furnish emphasis to on providing clientele with punctual, efficient and sophisticated products and services that is specially designed for them. They-
·  To Bring pioneering technologies for superior life.
·  To supply best protection surveillance solutions.
· To dispense products from prominent manufactures.
· To Help clients to secure augmented profit margin.
what we read in books, genuine work life is quite diverse than that. as a consequence this report is the assemblage of the Compensation Management in a ICT company in Bangladesh. I have studied these systems for our course objects and have tried to discover as much data as possible in the current time in order to find the tang of what is truly happening. I have chosen Excel Technologies To achieve that objective  to showcase the existing scenario on their compensation practice and policies. 
[bookmark: _Toc46014387]
1.2 Origin Of The Report
As a scholar of BBA program of United International University, it is a Post-Graduation requirement for the BBA students to do internship program.  The key motive of Internship is to get the student exposed to the job world. As a intern the defy was to interpret the academic concepts into real life understanding.
The motive of Internship program are-
· Getting perceptive on job responsibility
· Obtaining  the factual  experience of work
· Being able to make contrast between theory vs practical work
· To complete BBA curriculum.
I have primed this report with my work knowledge in Excel Technology, and the knowledge that I have gained throughout compensation course. This report includes information of the compensation system of Excel Technologies Ltd, the impression of the association and also amenities they offer to satisfy their employees.

[bookmark: _Toc46014388]1.3 Objective of the study
Devoid of objective nothing can be counted as a victorious one. My internship program was also aimed at  serving some Employee Opinion  objectives. 

Main objective: The key objective of the study is to acquire an on the whole thought about the compensation management of Excel technologies Ltd.

Other objectives:
· Figuring out the entire compensation system in  the organization.
· Employer and employee prospect in case of compensation that they offer and accept consequently.
· Headed for classifying about effectual compensation system in actual world.
[bookmark: _Toc46014389]
[bookmark: _Toc16965031][bookmark: _Toc26570572]
[bookmark: _Toc46014390]1.4 Methodology
[bookmark: _Toc45999834][bookmark: _Toc46014391]Methodology is the methodical, notional examination of the methods applied to a field of study. It comprises the theoretical study of the body of methods and doctrine associated with a branch of knowledge.
[bookmark: _Toc531355568][bookmark: _Toc532589998][bookmark: _Toc16965032][bookmark: _Toc26570573][bookmark: _Toc46014392]

Sources of Data
Habitually we can assemble data from two sources which are primary and secondary.

Primary source: facts collected by insight or questionnaire is a characteristic of data obtained in an uncontrolled circumstances.

Secondary source: facts collected from not obligatory sources like magazines, books, documents, journals, reports, the web and more.
For preparing this report I have mainly serene data from Primary data sources as I  was privileged to work  for Excel Technologies Ltd.  I have also gathered information from diverse government websites, online books and other online sites which are fundamentally written about compensation in Bangladesh. 

Primary Sources: 
· By corresponding with the organizational superior.
· By talking about with officials and apprehensive experts of different designation.

Secondary Sources:
· Diverse websites
· Significant information from the Internet
· course book

[bookmark: _Toc46014393]1.5 Scope of the study:
The foremost focus of the study is compensation management of Excel Technologies Ltd,  and how they are performing  and maintaining compensation management. The frequent types of compensation packages that are printed in our book has also helped me to figure out what the business is following in terms of their compensation system. Here is also discussed the accessible compensation practices and policies of Excel Technologies Ltd . I am appreciative  that I had a immense prospect to have an in depth knowledge of compensation management practiced by organization.



1.6 Limitation of the study
The wrapping up of this study have to be seen in light of some limitations and they are:
· For the current pandemic it was not possible to go to the office regularly.
· obscurity in getting access to information, resources, and guidance sustain from existing organizations and regularity were difficult.
· As there are some classified issues so could not collect accurate information.
















Chapter 2: 
Literature Review



2.0 Literature Review
Market research:
The compensation procedure begins with the market examine.Organizations initially investigate the market that what proportion others are remunerated their employees and worker then the businesses began for scheming the compensation package.
Employee contribution to the organizations:
The companies after that investigate that what percentage their recruits and workforce have contributed for the organizations. the businesses constantly plan to plan the compensation packages by fair dealing of employees and workers.. 
The availability of the employees:
The companies propose the compensation and benefit packages keeping in mind that what proportion workforce they need within the organizations. The HR has got to be always alarmed about the amount of employees.
The desire of the employer to attract to retain employee:
A fine compensation can assure the retention of workforce. A worker is going to be involved, when the reimbursement of the businesses is handsome. Employees and workers will pledge their full excellence of their work once they obtain their estimated remuneration.
The profitability/fund of the firm:
The reimbursement and benefit packages can differ from the company’s abundance and fund of the firm. When the businesses have scarce fund or their profitability isn't satisfactory then the compensation and benefit packages of the firm are going to be pitiable and dissatisfactory for the workforce of the businesses .
Job analysis:
We know that Job analysis is that the cornerstone of the foremost HR activities; it provides applicable and solid foundation for the effectual compensation system.

Salary structure:
A company’s outlook are often predicted by considering of the company’s remuneration structure. Each and  Every company features a salary arrangement for workers and worker. When companies enlist the workers and recruits they assigned salary for them from the remuneration structure. it's a procedure of designing the compensation and advantage packages consistent with the workers and workers positions. But it's not concluding.
Pay structure:
This is the ending stage of compensation and benefit system for any organizations. At this stage the corporate determines what proportion will they grant? And then set the compensation finally for the workers and workers.
Compensation System:
Wages
Salary 
Basic pay
Protection programs
Service & Benefits
Pay for leaves 
Indirect Compensation 
Direct Compensation
Compensation System 



Merit pay
Deferred pay
Incentive pay









Figure 2: Types of Compensation system

Reinforcement and Expectancy Theory: This hypothesis is predicted on the thought that, the reward-earning behavior is probably going to be recurring, i.e. an employee would do an corresponding thing again that he was acknowledged once.

likewise, within the case of Expectancy Theory, given by Vroom, the worker is provoked to try to to a Employee judgment thing that he's sure or is predicted that performance are going to be followed by a unambiguous incentive or an outcome..





Equity Theory: unswerving with this theory, there be supposed to be equity or the uniformity within the pay arrangement of an employee’s remuneration. If the member of staff consider he's not being remunerated for the extent of labor he does throughout each day will end in inferior productivity, increased turnover and high absenteeism. The remuneration scheme should suits three kinds of equity:
Internal Equity: The workforce perceives the fairness in several buy different jobs supported the character of labor implicated, i.e. he needs to feel that pay differentials amid the roles are fair.
External Equity: the workforce should experience the fairness in what they're being paid is in line with what further players within the identical industry are paying to their workforce for the similar quite job.
Individual Equity: The staff perceives the pay differentials amid the individuals who are performing the related quite employment and within the similar organization. characteristically, a private with more understanding gets high remuneration as compared to the fresher despite the character of employment.


Agency Theory: This assumption states that both the manager then the worker are the stakeholders of the company , and for that reason the payment paid to the worker is that the agency cost. the worker will endeavor to urge an increased agency cost while the manager will attempt to reduce it. for this reason, the remuneration should be resolute in such how that the interest of both the parties are often aligned.
as a consequence, these theories hypothesize that the reimbursement within the type of salary or wages are repeatedly preferred the thought of the result or the behavior of a staff.
Reward System
An organization shaped to hold out a particular mission. To execute this it must magnetize and check in people that have firm knowledge, skills, and aptitudes. to draw in and keep hold of such people the organization provides rewards. An association designs and implements a incentive system to focus employee interest on the precise behaviors the organization considers compulsory to achieve its preferred objectives.
The incentive scheme of a corporation includes anything that an employee possibly will value and desire which manager is in a position or keen to propose in exchange for employee contribution. A rather expansive categorization scheme that facilitates the acknowledgment of the various kinds and qualities of rewards provided by employers is to separate the compensation components and non-compensation components.

Compensation System
According to Henderson reimbursement system depends on organization policy and disbursement system. It acquire several point. Like, Economies scale accessible through group purchasing, the remuneration through tax and parameter and supervision laws requiring certain.


[bookmark: _Toc26570576][bookmark: _Toc46014394]








Chapter 3
Company profile


Excel Technologies Ltd. is a foremost ICT business in Bangladesh that has recognized a robust foothold during this competitive market. ever since the inception within the year 1999, the business is trying within the foremost sensible manner to feature superiority in products and services to its clients that suits their interest perfectly. With the outsized range of products from globally alleged hardware manufactures the corporate give emphasis to provide customers with prompt, effectual and knotty products and services that's specially designed for them.
[bookmark: _Toc46014395]3.1 Background History
An organization shaped to hold out a particular mission. To execute this it must magnetize and check in people that have firm knowledge, skills, and aptitudes. to draw in and keep hold of such people the organization provides rewards. An association designs and implements a incentive system to focus employee interest on the precise behaviors the organization considers compulsory to achieve its preferred objectives.
The incentive scheme of a corporation includes anything that an employee possibly will value and desire which manager is in a position or keen to propose in exchange for employee contribution. A rather expansive categorization scheme that facilitates the acknowledgment of the various kinds and qualities of rewards provided by employers is to separate the compensation components and non-compensation components.

[bookmark: _Toc46014396]

2.2 Mission & Vision:
The mission of excel technologies is Providing best security surveillance solution and Bringing ground-breaking technologies for better life. 
The vision is Building the state and strength economy and desires to be world's most prominent brand.
[bookmark: _Toc46014397]
3.3 Organizational Hierarchy


[bookmark: _Toc46014463]Figure 1: Organizational Hierarchy
[bookmark: _Toc46014398]

My Job Responsibility
In Excel technologies ltd my job responsibilities were
· To assemble  CV
· To call candidates for exam and interviews
· Giving input on HRIS system

since my job responsibilities were not fixed so I used to do diverse type of work such as maintaining recordings of diverse  documents, attending meetings  in addition I did other works for HR. But the above mentions were the most important responsibilities.

[bookmark: _Toc26570582][bookmark: _Toc46014400]3.4 Building Blocks Of Compensation Structure
 The most vital part in every organization is reimbursement system. as it is one of the key factors of motivation for all recruits. Therefore organizations embark on fascinating compensation policy to uphold the potential employees to increase the productivity.

[bookmark: _Toc46014464]Figure 2: Building Blocks of Compensation Structure
[bookmark: _Toc26570583]
3.5 Core Compensation: It means being paid cash communally reciprocally of performing a task. It includes primary remuneration. Excel Technologies pays moderately equal salary comparing with all further local IT organizations. the workers of Excel technologies are greatly satisfied thanks to the convenient salary structure as further organization within the market aren't paying like this. furthermore, Excel technologies use to guage its salary once during a year, the remuneration of the workers review supported the performance which is vital encouraging factor to perform well, they also execute performance assessment twice during a year..
	DESIGNATION
	SALARY

	Director
	3,50,000

	GM
	2,50,000

	CFO
	2,50,000

	CMO
	2,50,000

	DGM
	2,00,000

	AGM
	1,80,000

	Manager
	1,50,000

	Department Manager
	1,20,000

	Senior executive
	60,000

	Junior Executive
	25,000


[bookmark: _Toc46014489]
Table 1: Core Compensation

Salary Payment: Excel Technologies pays it salary within 25th of each month which is relatively extraordinary than other organizations, that really motivates the recruits.



3.6 Adjustment to core compensation
It refers Adjustment that is prepared with core compensation.
• Cost of living adjustment (COLA): Excel technologies provides COLA so that it's employee can fine-tune their living cost.
•Incentives: Excel technologies propose different incentives such as-
· yearly increments minimum 10% . It works as a encouraging factor for the employees to execute well. as a result each employee tries their most excellent to form it happen in order that their base salary having well shaped structure.
· exceptional increments will also be given to those who perform better.
· Excel Technologies  provides two festival bonuses to their employee’s one is in Eidul- Fitar another one is Eid-ul-Azha. It provides 70% of gross as bonus to its workforce.

3.7 Legally Required Employee Benefits:"
It refers to set of laws and regulations on organization that they must chase. It includes
· Excel Technologies does not offer allowance for free medical facilities to its employees.
· It provides 3 months maternity leave to its female recruits with full payment.
· It ensures occupational health and safety.

3.8 Discretionary Employee Benefit:
supplementary reimbursement that are given by the organization which is not obligatory by the government.
· If accident or physical defy happens to any of its staff, in that case they provides disability leave and for this leave the payment of them will not be deduced which means these are remunerated leave.
· If any worker completes his/her 1 year service exclusive of any unusual leave he/she gets 30 days earned leave for that year or get alike payment for that leave. 
· Excel Technologies  grant  life insurance to their employees.
· each month 10% is deducted from recruits basic salary for provident fund and an equivalent sum is given from the company, so total 20% is installed as provident fund for each staff. The disbursement of this provident fund is given to its employees at the end of their service.
· When any worker whereabouts for the organizations prospect then the organization provides travel allowance to its employee.

[bookmark: _Toc26570585][bookmark: _Toc46014402]3.9 Contextual Influence Of Having The Structure
It is extremely observable that Excel Technologies provides extraordinary extrinsic compensation to its employees .Here workforce are truly happy by being paid these benefits and becoming more productive than before.

[bookmark: _Toc26570586][bookmark: _Toc46014403]3.10 The Bases Of Pay Followed By The Organization
Person-focused pay systems transmit that employees got to move faraway from screening pay as a privilege. This program exercise compensation as a remuneration earned for gaining and satisfying job relevant knowledge and skills. 

Types of personal focused pay
· Pay-for- knowledge 
An arrangement of payment where recruits are remunerated supported their individual skillfulness level and education attainment. underneath this technique , employees are rewarded for attainment certain goals in education, training and skill development. Knowledge-based pay systems endow with incentive for workers to boost their skill set and education. It is chiefly used for managerial position in the organization
· Skilled base pay Skill-based reimburse refers to a pay system throughout which pay increases are linked to the sum or depth of skills an worker acquires and applies and it's a way of escalating broader and deeper skills among the labor force. Such increases are additionally to, and not in lieu of, general pay increases employees may receive. This is generally for those with physical tasks in the organization with which we are dealing with in this report.
The pay increases are usually tied to 3 sorts of skills:
· Horizontal skills: which connect a lengthening of skills in terms of the range of tasks.
· Vertical skills: which take on acquiring skills of a better level.
· Depth skills: which involve a lofty level of skills in specialized areas involving to the same job.

Skill-based pay differs within the subsequent respects from customary pay systems which reveal skills differences throughout a structure consisting of rates of buy unskilled, semi-skilled and skilled workers. Skill-based pay may be a person-based and not a job-based, system. It rewards a person for what they do rather than the job is worth. Job value is reflected throughout a basic rate of buy least skills. It rewards a wide range of skills which makes the worker multi-skilled and thus supple. It certainly encourages skills development.
A skill-based reimburse system might not fundamentally imitate how well the skill is employed , as this falls within the performance component of pay. But there's nothing to discontinue injecting performance criteria into the system. In such cases the system are going to be further performance oriented than a structure which only recognizes diverse rates of acquire skills. The method must be underpinned by opportunities for training which is critical to the success of the system. The conventional structure isn't hooked in to such opportunities
The prospective of the organization on person focused pay-
Person focus pay is not identical for all the organization or for all situation. The model implies that employees require to move away from screening pay as on entitlement. Accord of person focus pay reflect on the flowing five things -
· Whether the arrangement ought to be based on group or individual employment performance. 
· The level of jeopardy employees will be willing to accept their overall compensation package. 
· Whether pay should swap complement traditional pay. 
· The time Horizon for goals-long term, short term or a mixture. 
· The criterion by which performance should be judged. 
For Excel technologies perspective they followed the same rules as the above mentioned.

[bookmark: _Toc26570587][bookmark: _Toc46014404]3.11 Steps To Set Pay Structure

[bookmark: _Toc46014465]Figure 3: Steps of constructing pay structures

[bookmark: _Toc26570588][bookmark: _Toc46014405]Step 1: Deciding on the number of pay structure
Excel Technologies Ltd time and again establishes more than one pay structure, on the basis of their market rates and their job structure. For their recruits they establish two pay structure.
3 Exempt pay structure- workforce are given salary on financial basis. They  receive additional money for overtime.
4 Pay structure based on job family- For similar types of jobs every staff get similar payment. 
5 Pay structure based on Geography: Based on Geographic location their disbursement structure varies.
[bookmark: _Toc26570589][bookmark: _Toc46014406]Step 2- Determine a market pay line
Excel technologies Ltd is a ICT organization as it deals with hardware so it does assessment on other hardware organizations to establish the market pay line. They assemble their competitors payment related data and then come to a decision their pay line. They constantly try to provide further than their competitors pay, it helps them to hold on to their employees.

[bookmark: _Toc26570590][bookmark: _Toc46014407]Step 3: Defining pay grade
Pay grade groups job for pay strategy. Human resource professionals of Excel technologies group  jobs into pay grades based on comparable compensable factor and value. Their compensable factors are-
1. Skill
2. Responsibilities
Human resource professionals expand grades based on job evaluation points. They conduct performance appraisal and assess each employee’s performance, based on job assessment point data they determine which grade the employees belong.

[bookmark: _Toc26570591][bookmark: _Toc46014408]Step 4: Calculating pay ranges for each pay grade
Pay ranges build upon on reimburse grades. Human resource professionals put up midpoint, least amount and highest pay rates .For every grade they calculate pay ranges.

[bookmark: _Toc26570592][bookmark: _Toc46014409]Step5: Evaluate the results
To assess the outcome of the compensation pay system of the organization comparisons ought to  made with the adjacent competitors and to do so comparison ratio is being used which is also accepted as compa-ratio. 
To reconcile on the suitable percentile to use when reviewing market data, HR should moderate the employer's compensation philosophy:

Matching the market: To aim 50% means a corporation wishes to pay within the middle of all organizations that have an alike position. In other words, 50% of the organizations must be paying a lesser amount of than that market rate, and 50% must be paying further than the market rate. "Matching the market" is that the official name for this approach.
Market leader: If a business chooses to concentrate in the 75% and take a "market leader" position, it'll reimburse over 75% of other organizations with similar positions. Organizations opposing for workers with precise skill sets during a tight market or organizations that yearn for to be a high payer within the market typically go for a market leader position. Organizations with a lesser amount of robust variable compensation or benefits programs can also go for a market leader base pay position to finish up with generally 50% total compensation program.
Market lag: If a corporation chooses to concentrate in the 25th percentile and take a "market lag" position, it'll reimburse higher than only 25 percent of other organizations with similar positions. Organizations with tough variable reimbursement or benefits programs, or those encountering financial difficulties, may decide a market lag
 position.

Lead-lag: As an supplementary variation, several organizations may choose to lead the base pay market for the opening of the fiscal year and then wrap at the end of that year. "Lead-lag" is the familiar name for this approach to base pay management.

Organizations can lead, lag or match the market at various levels of market position by means of a unchanging percentile position or a fixed Percent above or below a point. For instance, this organization is following characteristically the market  lead system since they are a little bit higher than their competitors. On the other hand we can furthermore say that it is matching to the market as there are minute differences in pay.


[bookmark: _Toc26570593]














Chapter-04
Data Collection and Analysis



4.1 Data Collection
This report may be a vivid sort of research in nature and it administered by collecting both chief and inferior data. It has tried to use both the first and secondary sources of collecting information and a few are to form the report presentable with as less abstraction as possible.
In order to enhance our hypothetical knowledge in Human Resource Management with practical exposure, I serene data from organizations and regarding real life scenario. The content of this report is assumed to be quite confidential with the organizations. So, I had to splurge a lengthy time to convince the human resource managers of our selected organization to assist me. I had to induce them about the very fact that this report is utterly for internal purpose to supplement my theoretical knowledge. nonetheless, the approach of collecting information was basically an interview type. Since the data concerning salaries are considered confidential I did not have access to any written material. I prearranged appointments with employees in my selected organizations and interviewed them. I asked them about their compensation system, salary ranges and the basis of allocating incentive. Thus I gathered my required information. The office persisted Dhaka then many places.

Study Design
Questionnaire Design:
This questionnaire was developed with the assortment of close-ended procedure. By using close-ended questionnaire the researcher can recognize any opinion, criticize and feelings of the Frequencies. The length of the questionnaire is 2 (two) pages (A4 size paper).

Study Place
I studied the report at Dhaka. Because I principally focused the two companies head office. So obviously I had to work for report in Dhaka though the head offices of those two companies located at Dhaka. 

Study period
The period of the study was two months.  

Study Population
The population of my survey are from Excel technologies Ltd employees. The primary step of the sampling design is to define the report population. I essentially pay attention on the Head office employees. I have conducted with total 34 employees.

Sampling Technique
Sample Size: 
The total sample size for the study is 20.
	Designation
	No. of employees

	Junior Manager
	(A)14 + 12(B)

	Senior Manager
	(A) 06 + 2 (B)

	Total
	(A)20 + 14(B)



Sample unit:
The total sample unit is 34.



4.2 Employee Compensation Practices
1. I think that company provide basic salary is appropriate for me.
Explanation:
From the table, It can be detect that 40% employees are strongly agree with the current remuneration and 20% are agree where 15% employees are neutral, 15% are disagree and 10% are disagree. 
	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	8
	40%

	Agree
	4
	20%

	Neutral
	3
	15%

	Disagree
	3
	15%

	Strongly disagree
	2
	10%

	Total Frequency
	20
	100%




Figure: 4.2.1 employee Frequency’s basic salary
Observation:
the majority of the employees are strongly contented with current salaries. 40% of employee deem that they are satisfied with the basic salary. 15% and 10% employee are disagree and strongly with salary. as they longing more from the job of their position. however Company should take this sincerely. devoid of the turnover rate will get higher.
1.  I think that employees get promotion regularly.

Explanation:
From the table, detect that 20% workforce are pleased, 15% are agree, 25% are neutral, 10% employee disagree and for that reason the remainder of 30% are disagree.

	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	4
	20%

	Agree
	3
	15%

	Neutral
	5
	25%

	Disagree
	2
	10%

	Strongly disagree
	6
	30%

	Total Frequency
	20
	100%




Figure: 4.2.2 employee Frequency’s on  promotion
Observation: the majority of the personnel are feel that they didn't get promotion often. 30% of worker are not contented with promotion. They believe that Company should provide endorsement regularly or Company must give something which will persuade employee to not leave the work . But 25% of workforce are neutral means that some employees have to carry on  the job since they didn’t have any option.

2. I think that company have a good working environment for me.
Explanation:
From the table, it detect that 40% workforce are strongly agree, 20% are agree, 5% are neutral, 15% worker disagree and the rest of 20% are disagree.

	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	8
	40%

	Agree
	4
	20%

	Neutral
	1
	5%

	Disagree
	3
	15%

	Strongly disagree
	4
	20%

	Total Frequency
	20
	100%




Figure: 4.2.3 employee Frequency’s on working environment

Observation:
recruits are contented and with the working atmosphere. 40% of employee consider that company offer them a good working environment. In side company everyone is supportive. everybody is like a family. approximately 60% of employee are pleased with company working atmosphere.


3. I think that Organization provide the bonus on time.
Explanation:
From the table, it clearly detect that 35% recruits are strongly agree, 10% are agree, 20% are neutral, 25% worker disagree and the rest of 10% are disagree.

	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	7
	35%

	Agree
	2
	10%

	Neutral
	4
	20%

	Disagree
	5
	25%

	Strongly disagree
	2
	10%

	Total Frequency
	20
	100%




Figure: 4.2.4 employee Frequency’s on bonus time

Observation:
workforce are pleased or satisfied with the supplementary benefit. 30% strongly agree and 10% are agree. Like 45% of employee contented with the bonus which is provided from the company. Company features a excellent bonus structure for the personnel .


4. I think that company provide reward on time.
Explanation:
From the table, it seems that 15% personnel are strongly agree, 20% are agree, 30% are neutral, 35% worker disagree and the rest of 10% are disagree.

	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	3
	15%

	Agree
	4
	20%

	Neutral
	6
	30%

	Disagree
	7
	35%

	Strongly Disagree
	0
	10%

	Total Frequency
	20
	100%




Figure: 4.2.5 employee Frequency’s on reward 

Observation:
35% of recruits are disagree. That refers company doesn’t grant the reward on a customary basis. Or company doesn’t reward the equitable employee. hence company needs steps forward on reward system.


5. I think that company provide overtime regularly.

Explanation:
From the table, it detect that 25% recruits are strongly agree, 10% are agree, 40% are neutral, 15% worker disagree and the rest of 10% are disagree.

	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	5
	25%

	Agree
	2
	10%

	Neutral
	8
	40%

	Disagree
	3
	15%

	Strongly disagree
	2
	10%

	Total Frequency
	20
	100%




Figure: 4.2.6 employee Frequency’s on overtime
Observation:
40% workforce are impartial that means Company offer them a fine overtime bonus or workforce are pleased with the overtime payment. however company always need to take it as consideration that by some means they should manage it otherwise within the end of the day it'll not give them better benefit.

6. I think that company has a good compensation structure.

Explanation:
From the table, it detect that 15% employees are strongly agree, 10% are agree, 40% are neutral, 10% employee disagree and the rest of 25% are strongly disagree.

	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	3
	15%

	Agree
	2
	10%

	Neutral
	8
	40%

	Disagree
	2
	10%

	Strongly disagree
	5
	25%

	Total Frequency
	20
	100%




Figure: 4.2.7 employee Frequency’s on compensation structure

Observation:
I consider that reimbursement structure is not strong enough. approximately 35% employee is not satisfied with the compensation. 40% are neutral because if they leave or refrain from the job doesn’t have any other job or alternative.

7. I think that company provide much medical and insurance facilities.

Explanation:
From the table, it detect that 25% employees are strongly agree, 15% are agree, 10% are neutral, 20% member of staff disagree and the rest of 30% are disagree.

	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	5
	25%

	Agree
	3
	15%

	Neutral
	2
	10%

	Disagree
	4
	20%

	Strongly disagree
	6
	30%

	Total Frequency
	20
	100%




Figure: 4.2.8 employee Frequency’s on medical & insurance facilities

Observation:
In medical and insurance facilities company must expand the situation. a good number of the company giving safety and medical for worker. So in here the surveillance says that company needs  offer better medical and insurance facilities.

8. I think that company provide a good incentives.

Explanation:
From the table, it detect that 10% staff are strongly agree, 30% are agree, 15% are neutral, 25% worker disagree and the rest of 20% are disagree.

	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	2
	10%

	Agree
	6
	30%

	Neutral
	3
	15%

	Disagree
	5
	25%

	Strongly disagree
	4
	20%

	Total Frequency
	20
	100%




Figure: 4.2.9 employee Frequency’s on incentives

Observation:
Incentives system of this company are not so excellent at this time. however day by day they are developing it. Right now company does not offer a great deal of incentives. although they are working on it. at present 20%+25%= 45% employees feel company needs to give much incentives to the employee.
9. I think that employee performance appraisal is correct.

Explanation:
From the table, it detect that 15% employees are strongly agree, 35% are agree, 25% are neutral, 15% worker disagree and the rest of 10% are disagree.

	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	3
	15%

	Agree
	7
	35%

	Neutral
	5
	25%

	Disagree
	3
	15%

	Strongly disagree
	2
	10%

	Total Frequency
	20
	100%




Figure: 4.2.10 employee Frequency’s on performance appraisal

Observation:
In the graph it undoubtedly observe that company aren't curious about performance appraisal. Company take pleasure in the worker but they ignore or avoid his performance to appraise

11. Do you have different methods of Compensation Management   of Your organization?
	Employee Opinion 
	Frequency
	Percent

	Yes
	6
	30%

	No
	14
	70%




Figure: 4.2.11 different methods of Compensation Management   of Your organization
Observation:
From the graph, it is acknowledged that 30% recruits have comprehensible idea about different Compensation Management   program, except the other 70% workers do not have ample knowledge about this. as Bangladesh CommerceBTI seems to be reluctant to make the operative and fresher knowledgeble in the field of Compensation Management  methods. It can form a hindrance in achieving Excel Technologies Ltd Compensation Management  goal due to lack of knowledge in the field of Compensation Management  .



12. Compensation Management program should be based on the routine activity of an organization.
	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	9
	45%

	Agree
	6
	30%

	Undecided
	2
	10%

	Disagree
	3
	15%

	Strongly Disagree
	0
	0%




Figure: 4.2.12 Compensation Management program should be based on the routine activity of an organization
Observation
From the graph, it is seen that the majority of the operatives and fresher concur with the declaration that the Compensation Management   program has to be a routine activity. That is 45% of the recruits strongly agree and 30 % of them agree with it, but 15% of them disagree with this sight. So, based on the maximum Frequency consent the authority of Excel Technologies Ltd makes the pronouncement about making the Compensation Management   as a routine activity as it often makes them further resourceful in the workplace by reveiwing the Compensation Management  as a routine based work.
13. Which types of Compensation Management  program you prefer most?
	Employee Opinion 
	Frequency
	Percent

	Job Rotation
	12
	60%

	Coaching
	2
	10%

	Class-room Lecture
	0
	0%

	Counseling
	4
	20%

	Brainstorming
	2
	10%

	Role-playing
	0
	0%




Figure: 4.2.13 Compensation Management  program you prefer most

Observation
From the graph, it is initiate that 60% of the operational workforce fancy Job Rotation and 20% prefer Counseling, on the other hand no operative and fresher prefer the Role Playing and class Room Lecture method as a Compensation Management  system because of the conventional form of Compensation Management  that consume priceless time The operative and fresher desire the work rotation most because it frequently enables them to assemble a variety of  knowledge at different position...

14. Are you satisfied with the existing method, aspect of Compensation Management  of your organization?
	Employee Opinion 
	Frequency
	Percent

	Yes
	16
	80%

	No
	4
	20%




Figure: 4.2.14 satisfied with the existing method, aspect of Compensation Management  of your organization

Observation
In this graph, it is seen that 80% workforce are pleased with the existing Compensation Management  program and 20% of them are not satisfied. So, the HRD of Excel Technologies Ltd ought to take steps to conceal the 20% employee’s satisfaction by bearing in mind their preferences through enriching the existing Compensation Management  program.



15. The evaluation process of Compensation Management   program of your organization much satisfactory.
	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	4
	20%

	Agree
	12
	60%

	Undecided
	2
	10%

	Disagree
	2
	10%

	Strongly Disagree
	0
	0%




Figure: 4.2.15 The evaluation process of Compensation Management   program of your organization much satisfactory

Observation
In this graph, it is found that 60% worker reasonably agree with the testimonial regarding their contentment over the evalution procedure of Compensation Management  . merely 20% of them strongly agree with the statement, but 10% employees appear to be opposit about it. as, later than completion of the Compensation Management  program, assessment are not conducted to measure the authentic performance. So, the pitfall of the evalution process has to be identified and take obligatory steps to omit it and to acquire the 100% satisfaction of the operatives and freshers regarding this subject.



16. Excel Technologies Ltd does conduct and after Compensation Management  assessment.
	Employee Opinion 
	Frequency
	Percent

	Yes
	8
	40%

	No
	12
	60%




Figure: 4.2.16 Excel Technologies Ltd does conduct and after Compensation Management  assessment
Observation
In this graph, it is found that 40% operatives and fresher’s thought that Excel Technologies Ltd provides appropriate concentration on before and after Compensation Management  assessment. however 60% of the workforce seemed to be opposed. as, Excel Technologies Ltd does not go after the pre-post Compensation Management  method in a customary basis for evaluating the effectiveness of the Compensation Management  program. For this, the offered assessment doesn’t fully supported by the operatives and fresher's,





17. The existing Compensation Management  budget of Excel Technologies Ltd is adequate to meet up the Compensation Management  need.
	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	14
	70%

	Agree
	6
	30%

	Undecided
	0
	0%

	Disagree
	0
	0%

	Strongly Disagree
	0
	0%




Figure: 4.2.17 The existing Compensation Management  budget of Excel Technologies Ltd is adequate to meet up the Compensation Management  need

Observation
Here 70% of the operatives and fresher’s robustly said that the Compensation Management  budget of, Excel Technologies Ltd is ample to meet up the demand and 30% of them moderately agree with it. So, here it can be said that , Excel Technologies Ltd much aware about allocating the budget in employees Compensation Management  .

18. Excel Technologies Ltd determines the deficiencies in performance level and skill.
	Employee Opinion 
	Frequency
	Percent

	Yes
	1
	16.67%

	No
	5
	83.33%




Figure: 4.2.18 Excel Technologies Ltd determines the deficiencies in performance level and skill.
Observation
In this graph, it is seen that 83% executives alleged that no process is followed to find out the deficiencies of skill and performance level prior to providing the Compensation Management   program, merely 17% of them said it is done. So, Excel Technologies Ltd can grant an extra concentration over this. as it is very much decisive for identifying the executives, who needs to be trained in order to make the Compensation Management  program more effectual.


19. Compensation Management   program should meet the current and future job requirement respectively.
	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	5
	84%

	Agree
	1
	16%

	Undecided
	0
	0

	Disagree
	0
	0

	Strongly Disagree
	0
	0




Figure: 4.2.19 Compensation Management   program should meet the current and future job requirement respectively
Observation
In this graph it is seen that 84% executives powerfully think that Compensation Management  be supposed to be based on meeting up the current and future job prerequisite respectively and 16% moderately agree with it. So, here a conclusion can be drawn that for meeting up the existing and future job requirement Compensation Management   is one of the inevitable factors which has to be emphasized more broadly.



20. View about- both the Compensation Management   program is the attempts to improve the performance and skills, changing attitude and behavior and imparting knowledge.
	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	6
	100%

	Agree
	0
	0%

	Undecided
	0
	0%

	Disagree
	0
	0%

	Strongly Disagree
	0
	0%




Figure: 4.2.20 View about- both the Compensation Management   program

Observation
View about- both the Compensation Management   program is the endeavor to develop the performance and skills, changing attitude and behavior and imparting knowledge.


21. Excel Technologies Ltd arranges the Compensation Management  program systematically.
	Employee Opinion 
	Frequency
	Percent

	Yes
	2
	33%

	No
	4
	67%




Figure: 4.2.21 Excel Technologies Ltd arranges the Compensation Management  program systematically
Observation
In this graph it is seen that, merely 33% of the executives said Excel Technologies Ltd arranges the Compensation Management  program methodically. except 67% executives said Excel Technologies Ltd doesn’t. for the reason that, many times the Compensation Management  programs are set without making the Compensation Management  plan or after the stipulated time period.



22. You are satisfied with the trainers of Excel Technologies Ltd .
	Employee Opinion 
	Frequency
	Percent

	Yes
	6
	100%

	No
	0
	0%




Figure: 4.2.22 You are satisfied with the trainers of Excel Technologies Ltd .

Observation
From this graph, it is acknowledged that all the executives are contented with the trainer of Excel Technologies Ltd. That means, the Bangladesh Commerce BTI selects the trainer extremely prudently for making the Compensation Management  program more effective. For this, they attain the 100% satisfaction of the executives regarding the selection of trainer.



23. View about the Compensation Management  environment is much satisfactory.
	Employee Opinion 
	Frequency
	Percent

	Strongly Agree
	4
	66.67%

	Agree
	2
	33.33%

	Undecided
	0
	0%

	Disagree
	0
	0%

	Strongly Disagree
	0
	0%




Figure: 4.2.23 View about the Compensation Management  environment is much satisfactory
Observation
In this graph it is seen that, 67% executives strongly agree with the declaration that the Compensation Management  environment of Excel Technologies Ltd is exceptionally satisfactory and 33% of the executives fairly agree with it. That is, the present Compensation Management  environments of Excel Technologies Ltd can able to meet up the demand of the trainee. along with the Bangladesh Commerce BTI has to take more inventiveness to make the Compensation Management  environment more satisfactory in order to get 100% contentment of the employees and executives.
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Chapter 5
Findings, recommendation and conclusion



Excel technologies provides superior recompense and reimbursement to its workforce so the majority of the employees are relatively happy however Excel technologies should enhance further reimbursement according to their promotion and efforts. It is my One of findings that, the employees of Excel technologies are not pleased with current insurance policy and medical facility, so the lacking of these may discourage some the employees. for that reason I suggest them that they must upgrade its insurance policy and they can also offer medical facilities to its employees. In term of endorsement Excel technology only focuses to the rise of the remuneration. But i sense it might be better and satisfactory for the employee if they obtain other incentives and benefits alongside the remuneration once they are promoted. in addition they can offer some surprise gifts to its employees to boost up there energy to work. these days employees fancy other facilities along with monetary benefits so this association can commence a day care system for children. They can also offer gym for employees to release their anxiety, and can furthermore propose free transportation for employees.



5.1 Findings
· Almost 25% staff of Excel Technologies Ltd sense that they are paid less. consistent with them, they ought to have more salary. Some of them blamed that somebody who serves for the other same position.
· approximately 40% of the employee sense that company should give promotion on a regular basis. They think that organization doesn’t give suitable promotion what they ought to have.
· The Working state of the company is extremely good. about 40% of employee sense that working atmosphere of the company is better than other company.
· In addition 20% staffs of Excel Technologies Ltd believe that festival bonus is excellent. Rest10% of staffs thinks that it is poor. That means the majority of the employees of Excel Technologies like their festival bonus. 
· According to the outcome of gender based employee satisfaction it are often said that men’s are contented than women. It is also initiate in research that the staff who gets more salary are highly satisfied and displeasure mainly comes from the lower paid staffs.
· additionally, the outcome of this analysis shows that 10% staffs of Excel Technologies Ltd consider that overall compensation benefit of Excel Technologies Ltd is good. 15% of them consider that it is excellent. 40% of staffs were not interested to provide their feedback about overall compensation benefits of Excel Technologies Ltd and rest 25% of staffs think that overall compensation benefit of Excel Technologies Ltd is bad.


5.2 Recommendations 
· boost salary of workforce, as 25% staffs are dissatisfied with their current salary. Competitors may perhaps take this chance and hire talent staffs of Excel Technologies Ltd by offering them attractive salary.
· given that more amenities to boost job satisfaction. There are many area that require development..
· As there is a safety issue, staffs safety must be further developed. at present they have merely a narrow fire exit. 
· Overtime and supplementary benefit should make available on time. Payment should be not due any of employee. Because it will cause a dreadful outcome on employee performance.
· The format of Performance appraisal should be designed on 360 degree format. It will assist the company to detect the authentic performance of employee. 
· They should focus on the development of the Incentives system as it is supposed to be  more developed. several allowance should be paid. Like mobile, transport.



5.3 Conclusion
I am grateful that I was given the opportunity to work in HR division of Excel Technologies but due to this pandemic situation I could  not  complete my 10 weeks internship program appropriately. throughout my internship I was able to be acquainted with diverse HR practices and in addition I get to be familiar with that the HR practices of Excel technology signifies standard in relevant field. One of the finest thing is that I have gained some sensible knowledge and gained profound knowledge over the compensation. I have also came to know some unusual compensation strategies taken by this organization which I can definitely  relate with my scholarly knowledge. Excel technologies ensures a fair compensation policy for which the contentment level of employee is so high. Due to this high job contentment of the employee regarding the compensation, on the whole employee turnover is reasonably insignificant in Excel Technology Finally it's to say that i used to be ready to relate all my educational HR knowledge with the significant environment which is i feel are going to be highly supportive for my future career.
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Questionnaire
1) Which pay system Excel technology follows and why?
2) How do they compensate their employees?
Are employees satisfied with their current salaries?
3) Do you provide nonmonetary benefits? If so what are those?
4) Are employees satisfied with the compensation benefits and plans provided to you?
5) Do you feel competitors pay mix is more attractive?
6) Does the company adjust the whole compensation time to time?
7) How did they develop their compensate system?
8) What are the common types of compensation system they follow?
9)  How do they calculate their compensation?
10) What are the best ways to determine the salary?
11) Do you have different methods of Compensation Management   of Your organization?
12) Compensation Management program should be based on the routine activity of an organization.
13)  Which types of Compensation Management  program you prefer most?
14) Are you satisfied with the existing method, aspect of Compensation Management  of your organization?
15) The evaluation process of Compensation Management   program of your organization much satisfactory.
16) Excel Technologies Ltd does conduct and after Compensation Management  assessment.
17) The existing Compensation Management  budget of Excel Technologies Ltd is adequate to meet up the Compensation Management need.
18) Excel Technologies Ltd determines the deficiencies in performance level and skill.
19)  Compensation Management   program should meet the current and future 
20) View about- both the Compensation Management   program is the attempts to improve the performance and skills, changing attitude and behavior and imparting knowledge.
21) Excel Technologies Ltd arranges the Compensation Management  program systematically.
22) You are satisfied with the trainers of Excel Technologies Ltd .
23) View about the Compensation Management  environment is much satisfactory.
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