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Investment Corporation of Bangladesh (ICB) is the leader in the country in developing capital market in Bangladesh. It is the most profitable organization under ministry of finance. So the organization’s performance is critical to the government of Bangladesh, people of Bangladesh and most of all to the organization itself. In order to enhance performance every organization needs to utilize its resources at the optimum level. Since the most valuable resource of an organization is its Human Resources or Capital, the organization needs to utilize its Human Capital through motivation, job satisfaction, job security etc.

This study linked Strategic Human Resource (SHRM) practices, cultural orientations, employee motivation and firm performance in ICB. I have taken an initiative to evaluate the effect of Strategic Human Resource Management (SHRM) practice on the employee performance of ICB. The objectives were : to establish the relationship between SHRM practices and firm performance; to determine the extent to which the relationship between SHRM practices and employee motivation depends on employee cultural orientations; to establish if the relationship between SHRM practices and firm performance is mediated by motivation; to gauge the relationship between motivation and firm performance. 
The respondents were employees at different levels in the organization. Data were collected using questionnaires developed and modified by the researcher. The findings of the study indicate that: all the variables of SHRM practices, except recruitment and hiring and flexible work arrangement, were positively correlated with performance among which training and development and the compensation system were most significant; relationship between SHRM practices and firm motivation depended on employee cultural orientations in both the cases where cultural beliefs and cultural values were considered; motivation mediated relationship between SHRM practices and firm performance; and motivation affected organization’s performance.
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As global business competition shifts from efficiency to innovation and from enlargement of scale to creation of value, management needs to be oriented towards the strategic use of human resources. Strategic human resources management (SHRM) practices enhance employee productivity and the ability of agencies to achieve their mission through the integrator of personnel practices into the strategic planning process. Measuring the effectiveness of SHRM on employee performance is very critical in today's global context.

Since the emergence of this field it has been of a great interest among the scholars as well as the professionals to establish a relationship between SHRM and firm performance. Some studies claim to find a direct linkage between SHRM practices and performance while others argue that SHRM practices do not directly yield organizational performance. Rather it influences employee motivation which in turn affects the performances. The latter group proposed to consider intermediate linkages' between SHRM and performance, and mediators like human resources or employee behavior which is further shaped by the cultural orientation. The cultural context of the environment shapes employee beliefs and attitude and thereby behavior towards SHRM practices.

SHRM, cultural orientation, employee motivation and performance all are considered to be interrelated. In order to gauge the effectiveness of SHRM on employee performance it is crucial to establish a relationship among all these variables. This study is about the practice of Strategic Human Resource Management (SHRM) in Investment Corporation of Bangladesh. I have taken an initiative to evaluate the effect of Strategic Human Resource Management Practice on the employee performance of ICB.
1.1 Background of the study
As an integral part of course curriculum of Bachelors of Business Administration (BBA), 3 months internship program has been designed after the completion of theoretical courses of BBA. To comply with the academic requirement every student is suppose to complete 3 month internship to get the practical exposure of theoretical knowledge. After the completion of internship program with an organization every student is required to submit a report on the acquired practical knowledge during internship period.  As a student of the MBA Program of School of Business and Economics, United International University, I have been assigned to prepare this term paper. I have been placed in the Investment Corporation of Bangladesh (ICB) for internship program and there was the opportunity to see the overall functions of the organization during my two months internship program.  They have provided me the opportunity to know about their activities. During internship period I have been placed all the departments of ICB. I have gone through different papers, document, and annual reports for the preparation of the report. The report is about the practice of Strategic Human Resource Management in ICB and it has been focused on motivation and employee performance of the organization.

I am thankful to my supervisor, Md.AbulMohaimen, Assistant Professor, United International University for assigning me such a term paper.

1.2 Objectives of the study

Objective 1:
To identify the relationship between strategic human resource management (SHRM) practices and firm performance.
Hypothesis
Null hypothesis: There is no relationship between SHRM practices and firm performance. Alternative hypothesis: A relationship exists between SHRM practices and firm performance.
Objective 2:
To measure the influence of employee motivation on firm performance.
Hypothesis
Null hypothesis: Motivation does not affect performance
Alternative hypothesis: Motivation affects performance
Objective 3:
To identify whether motivation acts as an intermediary between SHRM practices and firm performance or not.
Hypothesis
Null hypothesis: Employee motivation does not act as an intermediary between SHRM practices and performance.
Alternative hypothesis: Employee motivation acts as an intermediary between SHRM practices and performance.
Objective 4:
To measure the impact of SHRM practices on employee motivation.
Hypothesis
Null Hypothesis: SHRM practices do not have impact on employee motivation. Alternative Hypothesis: SHRM practice has impact on motivation.
Objective 5:
To determine the influence of cultural orientations on the relationship between SHRM practices and employee motivation.
Hypothesis
Null hypothesis: Cultural orientations do not influence the effectiveness of SHRM practices on employee motivation.
Alternative hypothesis: Cultural orientations influence the effectiveness of SHRM practices on employee motivation.
1.3 Scope of the study
Strategic Human resource Management enhances productivity and performance of an organization by linking an organization's most valuable asset, the human resources with the strategic goals and objectives. While the SHRM practices seem to work well in western developed countries, the effectiveness of SHRM practices on performance in eastern developing countries is yet to find out in order to establish a universal theory. So, the scope of the study is the Investment Corporation of Bangladesh, the leading organization in developing capital market and foster industrialization in Bangladesh. It has thirty eight departments and more than five hundred employees. The potential samples will be chosen from among these employees on judgment basis. The study will not only find out the relationship between SHRM and performance, but also provide insight about the organization and actions to be taken in future.

1.4 Limitations of the study 

There were some difficulties which I have encountered in preparing this report. I have visited all the departments of ICB one after another. ICB is a large corporation and therefore 2 months internship period is not enough to prepare a comprehensive report on ICB’s employee performance. Other constraints I have faced during the course of my internship period are as follows:
· The sample size may not be enough for this kind of research, which can be a major limitation of the study.

· All the samples may not have clear understanding of the SHRM concept.     
· There may have other criteria for judging the effectiveness of the survey.

· Due to the confidentiality problem many information may not be accessed.
· Time constraint is major problem to conduct a thorough research. The time period of data collection was inadequate.
· Recent employee recruitment was being processed during the internship period, which made both interns and officers busy in the office hours.
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2.1 Research Design
Methodology refers to the overall procedures of research. Since the study is focused on determining the success factors and effectiveness of the SHRM en employee performance, the research design will be mainly survey based and performance analysis based. The study will be conducted through ensuring involvement of employees from the organization.
Sample Design:
The number of items or units included in the sample from the total population is called the sample size. In this study, the sample will be determined through judgmental sampling method ensuring that all the samples are knowledgeable about their job description, job specification, duties and responsibilities and the organizational goals as well. The sample size of employees will be 50, chosen from among the holding company and the three subsidiaries as well. In order to ensure the view of the responsible persons who design and idealize the, HRM practices. I will interview 4 people from HR department. These interviewees will be selected on the basis of judgment. The sample size of this interview part will consist of the assistant general manager, senior principal officer two principal officers from the Human Resource Department. So the entire size of interviewee within the organization will be 4.
2.2 Data Collection Procedure:
Data collection is a significant part of the study. The sources of data can be classified into two types. They are Primary Data, and Secondary Data. In this research both the primary data and the secondary data will be used.
Primary Sources:
Primary data will be collected from the sample through questionnaire. The questionnaire was developed and modified by the researcher. A face to face interview will also be conducted with the employees from Human Resource Department.
Secondary Data sources:
Secondary data will be collected from the executed and planned activities of the organization. Secondary information also will be collected by reviewing previous studies conducted. In this study the secondary data sources will include personnel planning and policies, research papers, manuals and various web sites.
2.3   Procedure of Data analysis:
Data processing will be executed through compiling, editing, coding, classification, tabulation and graphical representation. The variables are measured by using five point rating scales and the appropriate statistical tools for measuring the variables are correlation and regression analysis. So correlation and regression analysis will be conducted to analyze the data.
2.4 Presentation of the Findings:
After analyzing and interpreting the data will be presented using tables, graphs, pie charts as well as written scripts. Software like MS-Word, MS- Excel, and SPSS will be used to come up with graphical presentation of the outcomes.


3.1 Background of ICB
The Investment Corporation of Bangladesh was established on 1st October 1976, under "The Investment Corporation of Bangladesh Ordinance, 1976 "(NO. XL of 1976)". The establishment of ICB was major step in a series of measures undertaken by the Government to accelerate the pace of industrialization and to develop a well organized and vibrant Capital market particularly securities market in Bangladesh. ICB caters to the need of institutional support to meet the equity gap of the industrial enterprises. With an effort to improve service quality and maximize profit, reforms in operational strategies and business policies have been taken place, by establishing and operating three subsidiary companies under ICB.
3.2 Objectives of ICB
We know ICB being only one Government Investment Bank in Bangladesh, working to assist the small and medium investors in mobilizing their savings. As ICB is working along with the government's investment policies, ensuring mass general public participation in capital market which contributes towards GDP of Bangladesh. The objectives of ICB are mentioned below:
(  
To encourage and broaden the base of investment;
( 
To develop the capital market;
( 
To provide for matters ancillary thereto;
( 
To mobilize savings;
( 
To promote and establish subsidiaries for business development;
3.3 ICB Business Policies
The corporation has adopted a realistic business policy framework within which its operation is conducted. The corporation, acts on commercial consideration with due regard to the interest of industry, commerce, depositors, investors and to the public in general. The main business policies that ICB follows are given below:
(   To act on commercial consideration with due regard to the interest of industry, commerce, depositors, and investors and to the: public in general;
( 
To provide financial assistance to projects subject to their economic and commercial viability;
(  
To arrange consortium of financial institutions including merchant banks to provide equity support to projects and thereby spread the risk of underwriting;
( 
To develop and encourage entrepreneurs;
( 
To encourage Investment in joint venture capital/project;
( 
To create employment opportunities;
(  
To induce small and medium savers for investment in securities;
(  To encourage more Investment in agro-based and information and communication technology (ICT) sector;
(  
To diversify investments;
3.4 Basic Functions of ICB

To contribute in the development of capital market of Bangladesh and to mobilize the savings of small investors, ICB carry out a range of diversified functions. With a view in mind to contribute in the economic development of the country, ICB provides all sorts of financial services to the potential sectors. Various, basics functions of ICB is mentioned below:
( 
Managing investors' Accounts;
(  
Direct purchase of shares and debentures including Pre-IPO placement and equity participation;
( 
 Underwriting of right issue of shares;
(  
Underwriting of initial public offering of shares and debentures;
(  
Acting as Trustee, Custodian;
( 
Providing investment counsel to issuers and investors;
(
Participating in and financing of, joint-venture projects;
( 
Dealing in other matters related to capital market operations;
(  
Providing lease finance to industrial machinery and other equipments singly or by forming syndicate;
( 
Venture capital financing;
(
Providing Bank Guarantee;
( 
Introduce new business product suited to market demand;
( 
Managing Equity and Entrepreneurship Fund (EEF) and others;
3.5 Diversified Products of ICB
Private Placements

ICB is authorized to act as an agent of the issuers and investors for private placements of securities. Under this arrangement, ICB places securities to individuals/institutions on behalf of the issuer for which it charges fees. ICB acquires shares/securities for its own portfolio both in pre-JPO placement and equity investment.
Custodian and Banker to the Issues

ICB acts as the custodian to the public issue of Open-end & Closed-end Mutual Funds. ICB provides professional services. It also acts as the Banker to the issues and provides similar services through the network of its branches. Fees in this regard are negotiable.
Mergers and Acquisitions
Companies willing to expand their business through mergers or acquisitions or to Dis​investment projects that no longer viable into present capacity of operation can contact the Corporation. ICB provides professional services & advices in respect of shaping up the cost and financial structures to ensure best possible operational results. Besides, in case of divestment, the corporation, through network and established business relationship, bring buyers and sellers together, help them to negotiate final agreement and advice on the emerging corporate structure.
Venture Capital financing scheme
As part of business diversification and to encourage rapid industrialization of non-traditional, risky, but potential industries in the country ICB has launched venture capital financing scheme during this year.
ICB Mutual Fund
ICB so far floated eight closed-end mutual funds. The aggregated size of these funds is Tk 17.75 core. Due to attractive payment of dividend and higher Net Asset Value (NAY) at market price ICB mutual fund is very popular in the capital market. Now ICB generally don't float new mutual fund but its subsidiary ICB Asset Management Ltd. can float new Mutual Funds. ICB's existing mutual funds can be bought from capital market.
ICB Unit Fund
ICB unit fund is an open-end unit fund launched in 1981, through which the small and medium saver get very attractive dividend from 11.5 to 25 tk per unit annually. Last declaration was 25tk per unit.
Investors' Scheme
The investors' scheme was introduced in 1977. The growth of this scheme is remarkable. As per rules of SEC, ICB amend margin loan facility at maximum 1:1.5 with maximum loan limit of 1 million ik. It means if an investor invest lilac Tk under this scheme then ICB can provide him maximum 1.5 million TK. As the ICB is restructure, now it only operates existing investors' accounts and provide related services, while new investors' accounts are opened and operated in ICE Capital Management Ltd. another subsidiary.
Corporate Financial Advice
Government enterprises and Companies intending to go public issue often seek professional & financial advice on corporate restructuring & reengineering, ICB through its expertise provide such services through its expertise.
Lease Financing
ICB Provides lease finance mainly for procurement of industrial machinery, -equipment and transport. ICB provides professional advice and financial assistance to the intending clients. The period of lease, rental, charges, and oilier terms and conditions are determined on the basis of type of assets and the extent of assistance required by the applicants. Since introduction of this scheme in 1999, good responses have been received from the intending lessees.
Investment Portfolio of ICB
Being the largest institutional investor ICB contributes significantly to the development of the country's cap ital market through active portfolio management which is one of the important functions of ICB.
Advance against Unit Certificates Scheme
Advance against ICB Unit Certificates Scheme was introduced in 1998, especially designed for the ICB unit- holders to meet their emergency fund requirements. One can borrow maximum Tk. 85 per unit by depositing his/her unit certificates under lien arrangement from any of the ICB offices where from such unit certificates were issued. The rate of interest on the loan is reasonable and competitive.
Advance against Mutual Fund certificates
Advance against ICB Mutual Fund certificates Scheme was introduced in 2003, designed for the ICB Mutual Fund Certificate-holders to meet their emergency fund requirement. One can borrow maximum of 50% value of last one year's weighted average market price of certificates at the time of borrowing by depositing his/her certificates under lien arrangement from any of the ICB offices. The rate of interest on the loan is reasonable and also competitive.

Consumer Credit Scheme

As part of business diversification programme, ICB has introduced "Consumers Credit Scheme" in 2003-04 considering are the need of various household commodities of different employees of govt, serni-govt, autonomous bodies and some established private sector organizations. Under this scheme one can enjoy minimum Tk 1.0 lac but maximum 5 lacs credit facilities. The rale of interest on the loan is reasonable and competitive which is fixed by the board of directors of ICE considering the bank rate and with the guidelines of Bangladesh Bank.
Bank Guarantee scheme
ICB introduced Bank Guarantee scheme in 2002-03. ICB provides (i) Bid Bond for enabling the business people to participate in any tender or bidding; (ii) Performance Bond for helping the business community to continue their business smoothly by fulfilling their obligations promised by them to their client;; and (iii) Customs Guarantee for solving different disagreements between the customs authority and the business classes at the initial stage.
Trustee to the debenture and Securities
ICB is acting as trustee to the debenture issues and asset-backed securitized bonds.
Development Activities
ICB also has some development activities that it conducts. They are mentioned below:
Equity support through consortium arrangement
ICB invests in different companies through equity participation singly/under consortium arrangements by different Banks and financial institutions.
Counseling to the Government
In case of Govt. divestment program ICB provides professional & financial advice through analyzing the companies to be privatized and the attitude the prospective buyers. Government enterprises intending to go public often seek professional financial advice on corporate restructuring and reengineering, ICB through its expertise provides such advice.
Term deposit:
ICB receives deposit as term deposit from individuals/institutions offering attractive and negotiable interest rate which helps to mobilize savings for profitable investment in securities.
Disinvestment Program
ICB is actively associated with disinvestment process. With a view to off loading of Govt. share holding through the Stock Market ICB has been entrusted with the responsibility of selling Govt. owned shares of different listed Companies.
Equity Entrepreneurship Fund (EEF)
The government of Bangladesh set up an Equity Development Fund in budget 2001-02 which is known as EEF. Equity Entrepreneurship Fund (EEF) encourages investors to invest rather risky but two promising sectors namely software industry and agro-based industry. Initially the management of the fund was vested to Bangladesh bank. From June 1, 2009 the management of the fund devolved on ICB. ICB Capital Management Ltd. acts as project appraising institute for equity participation of EEF unit of Bangladesh Bank.
3.6 Capital Structure
                                                                                       (TK. in crore)
	Particulars
	As on June30
	Increase/

decrease (%)

	
	2007
	2008
	

	Paid-up capital
	50.00
	50.00
	-

	Reserve for stock dividend
	
	50.00
	

	Reserves
	122.61
	164.61
	34.25

	Retained profit
	13.82
	16.33
	18.16

	Long-term govt. loan
	4.55
	4.20
	-7.69

	Debentures
	41.80
	31.80
	-23.92

	Others
	16.29
	14.05
	-13.75

	Total
	249.07
	249.07
	32.89
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3.7 Ownership Position
Share Capital Ownership Pattern
Classification of Shareholders as on 30 June, 2009

	Shareholders
	No. of Shareholders
	No. of Shares
	Percentage of Shareholding

	 Government of Bangladesh
	1
	27,00,000
	27.00

	 State Owned Commercial Banks
	4
	22,72,700
	22.73

	 Development Financial Institutions
	2
	25,63,100
	25.63

	 Insurance Corporations
	2
	12,35,562
	12.36

	 Denationalized Private Commercial Banks
	2
	9,08,525
	9.08

	 Private Commercial Banks
	2
	27,352
	0.28

	 Mutual Fund
	1
	10,200
	0.10

	 Other Institutions
	13
	14,308
	0.14

	 General Public
	1377
	2,68,253
	2.68

	 Total
	1404
	10,000,000
	100.00


3.8 Share Price

Market price of a share of ICB of tk. 100.00 each varied from lowest Tk. 1795.31 to highest Tk. 4861.64 on the stock exchange during the year. As on 30 June 2009 the market price of a ICB share was Tk. 2478.16 on DSE and Tk. 2325.75 on CSE.
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3.9 Transfer of shares 

A total of 99987 shares were transferred during 2008-2009 as against 46103 shares in 2007-08.
3.10 Historical Chronology of ICB
	Events
	Date/Establishment Commencement

	Date of Establishment/ Commencement ICB
	1st October 1976

	lnvestors'Scheme
	13th June 1977

	First ICB Mutual Fund
	25th April 1980

	ICB Unit Fund
	10th April 1981

	Second ICB Mutual Fund
	17 June 1984

	Third ICB Mutual Fund
	19 May 1985

	Fourth ICB Mutual Fund
	6 June 1986

	Fifth ICB Mutual Fund
	8 June l987

	Sixth ICB Mutual Fund
	16 May 1988

	Nomination as the country's Nodal DFI in SADF
	7 May 1992

	Seventh ICB Mutual Fund
	30 June l995

	Eighth ICB Mutual Fund
	23 July 1996

	Purchase of own Land & Building
	11 December 1997

	Participation in Equity of SARF
	16 January 1998

	Advance Against ICB Unit Certificates Scheme
	12 October 1998

	Lease Financing Scheme
	22 April 1999

	"The Investment Corporation of Bangladesh (Amendment)
Act, 2000" passed in the Jatiya Sangsad (Parliament) and Honorable President's assent thereof
	5 and 6 July 2000

	Formation and Registration of 3 Subsidiary Companies of ICB
	5 December 2000

	Computer Training Program
	25 March 2001

	Commencement of business operations of the subsidiary companies
	

	ICB Capital Management Ltd.

 
	01 July 2002



	ICB Asset Management Company Ltd. 
	01 July 2002

	ICB Securities Trading Company Ltd.
	13 August 2002

	Registration as a Trustee with SEC
	20 August 2002

	Registration as a Custodian with SEC
	20 August 2002

	Bank Guarantee Scheme
	21 June 2003

	Advance Against ICB Mutual Fund Certificate Scheme
	21 June 2003

	Consumers Credit Scheme 
	15 February 2004

	Received BASIS-SEDF Best IT Use Award in SOFTEXPO,2004
	28 November 2004




4.1 Institutional and regulatory structure of ICB

Investment Corporation of Bangladesh is a Government corporate body as per section 3 of Investment Corporation of Bangladesh Ordinance- 1976 and deemed to be a banking company within the meaning of the Banking Companies Ordinance,1962 (LVII of 1962). The shares of corporation are listed with the stock exchange though it’s not a company. ICB is called a specialized bank of Bangladesh Government. ICB has an authorized broker membership license of both Dhaka Stock Exchange (DSE) and Chittagong Stock Exchange (CSE). ICB also have a merchant banking license which is given by Security Exchange Commission (SEC).

4.2 Managerial structure

ICB head office is located at Dhaka as per the requirement of the ordinance of ICB. The general direction and superintendence of the corporation is created in a board of directors, which consist of 11 persons including the chairman and managing director of ICB. Formation of the board of directors is given bellow:

· The Chairman and Managing Director (MD) are to be appointed by the Government

· The directors to be appointed by the Government from among persons serving under the Government

· Bangladesh Government appoints a director

· Other directors come from the ownership pattern

· Four other directors to be elected by shareholders other than Government

4.2.1 ICB and its related parties

As ICB is a Government organization at the same time it is investment bank of the Government, ICB needed to provide reports on operational activities of the bank. And the Government of Bangladesh has given the responsibilities to finance ministry to observe ICB’s activities on regular basis. ICB needs to provide information of different categories of different department monthly, quarterly, half-yearly and annual basis. So Bangladesh
Government is the prime stake holder of ICB. ICB always provide required information of related parties. 

4.3 Subsidiaries of ICB

There are three subsidiary companies under the ICB. As part of restructuring programme of ICB under Capital Market Development Programme (CMDP) initiated by Government of Bangladesh (GOB) and Asian Development Bank (ADB), ICB ceased to undertake new business in the respective areas from the date the subsidiaries became operative. These subsidiaries are mentioned below:





4.3.1 Departments and divisions of ICB 

ICB split into 36 departments and 15 divisions in its head office. Beside that ICB has seven branches in different districts of Bangladesh. ICB is functionally divided into two broad wings. One is operational wing and another is Administrational wing. Operational wing is involved in the activities related to Project Financing Research, Computer, launching of Unit Fund and Mutual Fund, maintenance of Investors Accounts, Shares and Transaction. Administration wing is involved with the activities relating to Administration, Recovery, Public Issue, Accounts, implementation and monitoring of Projects and Legal matters. The two General Managers (GM), who are responsible and accountable to the Managing Director (MD), look after the functions of the above wings. 

Different departments and divisions in ICB are given in the following table:
	Division
	Department

	1. Administration
	1. Personnel

2. Establishment

3. Human Resource

	2. Merchandising
	4. Investors

5. Securities reconciliation department

	3. Funds
	6. Unit Sales

7. Unit Registration & Procurement

8. Mutual Funds

	4. Accounts and Finance
	9. Central Accounts

10. Project Loan Accounts

11. Fund Management 

	5. Computer
	12. System Analysis

13. Programming

14. Data Management

	6. Loan Appraisal 
	15. Loan Appraisal

16. Lien and consumer credit

	7. Implementation & Recovery
	17.Implementation

18.Recovery & Follow-up

	8. Legal Affairs
	19.Public Issue

20.Law

21. Documentation

	9. Secretary
	22. Secretary

23. Public Relation

	10. Audit and Methods
	24. Audit

25. Organization & Method

	11. Branch and Subsidiaries Affairs
	26. Branch Affairs

27. Subsidiaries Affairs


	12. Depository
	28. Shares

29. Dematerialization

	13. Planning & Research
	30. Planning, Research and Business Development

31. Management Information System (MIS)

32. Securities Analysis

	14. Leasing and Venture Capital
	33. Leasing

34. Venture Capital

	15. Trustee
	35. Trustee

36. Custodian


4.4 Manpower of ICB

During 2008-2009, nine officers and three supporting staff joined services of the corporation at different levels. On the other hand, officers and one supporting staff resigned three officers and two staff retired from service. During this year, one Deputy General Manager was promoted to the post of General Managers. As a result the total workforce stood as on 30 June 2009, manpower 464 persons among whom 290 are officers and 174 persons are employees. As ICB is a large organization, its manpower is not sufficient. Because of lengthy recruitment process the organization is not performing efficiently and effectively.

4.5 Branches of ICB

ICB is operating its operational activities not only in the capital of Bangladesh, Dhaka; but also in other important commercial places of Bangladesh. ICB is operating its capital market operations through its seven branches along with Dhaka local branches. The branches are mentioned in the diagram:





Figure: Branches of ICB




Strategic human resource management enhances productivity and the effectiveness of organizations. Research shows that when organizations employ such personnel practices as internal career ladders, formal training systems, results-oriented performance appraisal, employment security, employee voice and participation, broadly defined jobs, and performance-based compensation, they are more able to achieve their goals and objectives (Daley and Vase, 2005)
Based on empirical evidence and the findings of a survey of senior managers' perception and views on strategic HRM, it is concluded that increasing core competencies of the firm, in particular HR, is one of the key elements to the success of the firm performance arid that HR involvement in the development and implementation of business strategy leads to organizational effectiveness in this industry. (Azhdar Karami, Farhad Analoui, John Cusworth,2004).
HRM practices generally consist of a comprehensive set of employee recruitment and selection procedures; incentive compensation and performance management policies; and extensive employee training, participation and involvement in decision making (Backer and Gerhart, 1996). Arthur (1994), Corbett and Harrison (1992), and MacDuffie (1995) provide evidence to show that HRM practices improve performance because they involve the upgrading of employee skills and knowledge bases to meet the changing demands of advanced technology.

Almost all studies site that Strategic Human Resource Management practices lead to performance and there is a positive association between firm performance and perceptual performance measures (Delaney and Huselid, 1996). Some studies have shown a direct linkage between SHRM practices and performances while others site of an indirect linkage and consideration of some mediators (Katou and Budhwar, 2006).
The main criticism of SHRM practices and organizational performance is that sound theoretical development that explains how such SHRM practices operate is absent (Becker and Gerhart, 1996). There is no standardized SHRM practice which only differs according to the aims and objectives of each individual research. In order to overcome this limitation Katou and Budhwar (2006) suggest use of "mediating model'1 which adopts two systems of SHRM practices that are usually present in almost all works, namely, renouncing development, aiming at attracting and developing human resources: and rewards/relations, aiming at retaining and motivating human resources. Similarly, Gerhart (2005) suggests application of motivation as a mechanism by which SHRM practices affects organization's performance. Motivation is affected by a variety of SHRM practices, including recruitment, training and development, work arrangements, compensation systems, and appraisal systems.
Guest (2002) has argued that the Impact of HRM on performance depends upon worker's response to HRM practices, so the impact will move in direction of the perception of HRM practices by the employee.
"Cultural diversity in societies around the globe tends to retard convergence" (Horwitz et al (2006). For instance, Aryan et al (2000) established that managerial beliefs and values affect the managers' attitudes towards SHRM practices. Similarly, employees' perception of SHRM practices is important because employees' attitudes influence their behavior or their motivation (Chian and Match, 2007). Employees’ attitudes are attributed to their cultural orientations.

The relationship between the HRM systems of resorting development and reward-relations, and organizational performance, is mediated through the HRM outcomes of skills and attitudes.

The results demonstrate a clear link between value orientations and preferences for particular HRM policies and practices. Group-oriented HRM practices are preferred by those who scored high on collectivism and being orientations, and those who scored low on thinking and doing orientations. Hierarchy-oriented HRM practices are preferred by those scoring high on hierarchy, subjugation and human nature-as-bad orientations, and those scoring low on thinking and mastery orientations. Finally, preference for loose and informal HRM practices was positively associated with being, and negatively associated with thinking, doing and harmony orientations. (Ayeati; Hamadi; Davis; and Budhwar, 2007)
The SHRM practices seem to be pretty successful in Western developed countries but there is no universal theory that it will work in the way in other context as well. Moreover, which practices work better than the other it is not standardized either.
No empirical evidence shows that a particular bundle is superior to another and the number and type of SHRM practices differ according to the aims and objectives of each study. Moreover, applicability of Western nations' models of SHRM practices in MNCs operating in developing countries is questionable (Dimba, 2009).
There are still plenty of scopes to measure how culture shapes employee attitudes and behavior towards SHRM practices; how SHRM practices affect employee motivation; how motivation mediates SHRM practices and performance. So a further study on this is highly emphasized.


6.1 Demographic characteristics of the sample:
The data for this study was collected within one month (May - June, 2010) using a questionnaire. The questionnaire was administered to the employees of the organization. Thirty questions were distributed among the employees and it was successfully completed. Analysis of the profiles of sample employees was based on demographic characteristics of the respondents in terms of length of employment, gender, level of education, age of employees.
Statistics
	
	Duration of

Service
	Gender
	Education
	Age

	N            Valid

	30
	30
	30
	30

	Missing

	0
	0
	0
	0

	Mean
	2.8667
	1 .2000
	3.9333
	2.9333

	Std. Deviation
	1.30604
	.40684
	.25371
	.78492


Duration of service:

The statistics shows that the majority of employees (50%) had been in employment for 10 years and above. Those who had worked for less than a year were 26.7%. This was followed 13.3% employees who had been with the organizations for 5 to 10 years. In total only 10% had an experience of one year and above.
Duration of Service 
	
	Frequency 
	Percent
	Valid percent
	Cumulative percent 

	Valid   less than a year 
            a year, but less

            than five years

            five years, but less

            than ten years

           ten years or longer 

           Total
	8
3

4

15

30
	26.7
10.0

13.3

50.0

100.0
	26.7
10.0

13.3

50.0

100.0
	26.7
36.7

50.0

100.0



Figure-5.1
Gender:
The male -female ratio of the organization is 1:5. In other words 80% of the employees are male and only 20% of employees are female.
Gender
	
	Frequency

	Percent


	Valid Percent

	Cumulative Percent


	Valid      Male 
               Female 
               Total
	24 
6
30
	80.0 
20,0 
100.0
	80.0 
20.0 
100.0
	80.0 
100.0








Figure-5.2
Education:
Education level of the employees seems to be very satisfactory. Above 93% employees have Masters Degree and only 6.7% have Bachelor’s Degree.
Education
	
	Frequency 
	Percent 
	Valid percent 
	Cumulative percent 

	Valid  Bachelors Degree

           Masters Degree

           Total
	2

28

30
	6.7

93.3

100.0
	6.7

93.3

100.0
	6.7

100.0



Figure: 5.3
Age: 
33.3% of the employees were aged between 26.34 years of age and 26.7% age and 26.7% fall between 35.44 years of age. The majority that comprises 40% of the sample fall between 35.44 years of age.
Age

	
	Frequency 
	Percent 
	Valid percent 
	Cumulative

percent 

	Valid    26-34

             35-44

             45-54

             Total
	10

12

8

30
	33.3

40.0

26.7

100.0
	33.3

40.0

26.7

100.0
	33.3

73.3

100.0



Figure-5.4

6.2 SHRM on Performance:

In order to measure the effectiveness of SHRM on performance we used Multiple Regression Analysis. In the Regression model we had organizational performance as dependent variable and the various SHRM practices as the independent variables. There were five parameters for SHRM practices including recruitment and hiring; training and development; performance appraisal; compensation system and flexible work system. The table below summarizes the overall relationship of all the SHRM practices with performance. R, the coefficient of correlation, is little greater than 0.70 which denotes a very strong positive relationship. On the other hand, the coefficient of determination is 0.502 indicating that 50.2% variation in performance is explained by our independent variables, the SHRM practices. It establishes that the relationship between the organization's performance and its SHRM practices is very strong. Now, what interesting here is the value of Adjusted R2 comprising only 0.004. It means that the large value of R   obtained may be just because of the increased number of independent variable, which leaves a question mark to our finding. Our next consideration is the Standard Error of Estimate the value of which is almost 0.5. It means that the observed values are scattered by 0.538 around the regression line and the regression equation may provide a precise estimation of performance.
From this analysis we can say that the overall SHRM practices of the organization may contribute to enhance performance.
Model Summary
	Mode
	R
	R Square
	Adjusted R square
	Std. Error of the Estimate

	1
	.709(a)
	.502
	.004
	.53819


a Predictors: (Constant), Flexible work arrangement, Compensation system, Training and development, Recruitment and hiring, Performance appraisal.

Now we will focus on the individual relationship of each parameter of SHRM practices with performance. From the coefficient table below we find that all the variables except recruitment and hiring, and flexible work arrangement are positively related with performance among which training and development contributes most with a coefficient of correlation value of 0.441. Though the compensation system and performance appraisal are positively related with performance, they have very little contribution to enhance it with a value below 0.10. Recruitment and hiring, and flexible work arrangement have though little but negative relationship with the performance. The coefficient of correlation -.125 of recruitment and hiring implies that one unit increase in recruitment and hiring would cause the performance to decrease by .125. For flexible work arrangement, performance would decrease by .039. The constant in the regression model is 2.491 which denote that when all the SFIRM practices in the organization are absent, the performance will be 2.49.
Coefficients (a)
	Model
	Unstandardized Coefficients
	Standardized

Coefficients
	t
	Sig

	
	B
	Std. Error
	Beta
	B
	 Std. Error

	1   (Constant)

     Recruitment and hiring
     Training and development

     Performance appraisal

     Compensation system

    Flexible work arrangement
	2.491


	2.430
	
	1.025
	.352

	
	-.125


	.197
	-.250
	-.636
	.553

	
	.441


	.382
	.493
	1.218
	.278

	
	.047


	.170
	.114
	.279
	.791

	
	.086


	.400
	.080
	.214
	.839

	
	-.039
	210
	-.065 
	-.187
	.859


a Dependent Variable: Organizational Performance
The ANOVA table suggests that the value of F is 1.009 at a significance level of 49.6%. Therefore our null hypothesis is accepted. So we can conclude that SHRM practices affects performance.
ANOVA (b)
	Model
	Sum of
Squares

	of
	Mean Square 
	F
	Sig.

	1            Regression

	1.461
	5
	.292
	1.009
	.496(a)

	              Residual

	1.448
	5
	.290
	
	

	              Total
	2.909
	10
	
	
	


a Predictors: (Constant), Flexible work arrangement, Compensation system, Training and development, Recruitment and hiring, Performance appraisal b Dependent Variable: Organizational Performance
6.3 Motivation on performance:
From the model summary stated in the table below we can see that the relationship between motivation and performance is positive and very much strong defined by R(0.77). In our regression model 59.3% (R2 = 0.593) variation in performance is explained by motivation. In the table the value of Adjusted R2 is 0.547 which is close to the value of R2. It indicates the accuracy of our prediction. Finally the Std. Error of Estimate (0.36) denotes that the observed values are dispersed by 0.36 around the regression line. So our estimation of performance from the regression equation is possible.
So, the findings of our regression model suggest that motivation highly affects performance and it affects positively.
Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.770 (a)
	.593
	.547
	.36289


a Predictors: (Constant), Motivation 
Now we focus on the values in the coefficient table. Hera we see that the constant is 1.667 meaning that if the coefficient of motivation is zero, in other words in the absence of motivation the organization's performance would be 1.667. The coefficient of motivation (B = 0.593) suggests that if the organization increases motivation by one unit, its performance will increase by 0.593 and vice-versa.
Coefficients (a)
	Model
	Unstandardized
Coefficients
	Standardized Coefficients
	t
	Sta.

	
	B
	Std. Error
	Beta
	B
	Std. Error

	1            (Constant)
              Motivation
	1.667 
.593
	.679 
.164
	.770
	2.455
 3.618
	.036 
.006


a Dependent Variable: Organizational Performance
From the ANOVA table we can see that the value of F is 13.091 at .6% significance level, So we reject the null hypotheses and accept the alternative hypotheses that motivation affects organizational performance.
ANOVA (b)

	Model
	Sum of 

squares
	df
	Mean square
	F
	Sig.

	1           Regression

             Residual

             Total
	1.724

1.185

2.909
	1

9

10
	1.724

.132


	13.091
	.006 (a)


a predictors: (Constant), Motivation

b Dependent Variable: Organizational Performance 

6.4. SHRM & Motivation on performance:

In our previous findings we have seen that SHRM practices and motivation both enhance performance individually in two separate regression model. Now we will see their combined effect on performance within a single regression model. Here our focus is to determine the effect of SHRM practices on performance after introducing motivation in the regression model.
The table below shows that the relationship of SHRM practices with performance is very strong and positive when motivation was introduced in the model. The value of coefficient of correlation R is 0.928. The coefficient of determination R2 is .862 denoting that 86.2% variation in performance is explained by SHRM practices and motivation. The Adjusted R2 is .654 strengthening the accuracy of our prediction further. Finally the Std. Error of Estimate comprising a value of .317 indicates that the dispersion of the observed values around the regression line is small only .317.
So the findings of our Regression model suggest that the combined effect of SHRM and motivation on performance is very strong and higher their individual effect.
Model Summary
	Model 
	R
	R Square
	Adjusted R

Square
	Std. Error of

the Estimate

	1
	.928 (a)
	.862
	.654
	.31721


a Predictors: (Constant), Motivation, Compensation system, Flexible work arrangement, Recruitment and hiring, Training and development. Performance appraisal
After introducing motivation in the regression model of SHRM practices and performance we have noticed some interesting change in the values of the coefficient table. Only motivation and training and development among the independent variables have a positive relation with performance where as other variables (recruitment and hiring, performance appraisal, compensation system and flexible work arrangement) are negatively related with performance. Motivation alone contributes 0.655 suggesting that one unit change in motivation will cause performance to change by .655 correspondingly. Training and development has appositive but very weak relation with performance with a value of .083.
The compensation system and the recruitment; arid hiring, on the other hand, have a moderate negative relation after introducing motivation in the model. They have coefficient of regression -.227 and -.223 respect lively suggesting that one unit increase in compensation system and recruitment and liking would cause the organization's performance to decrease by .227 and .221 respectively and vice-versa. Though performance appraisal and flexible work arrangement are negatively related with performance but have weak relation with a value of-.141 and -.039. The constant in the regression model is 3.1(7 indicating that in absence of SHRM practices and motivation in the organization its iferformance would be 3.107.

Coefficients (a)
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B

	Std. Error

	Beta

	B

	Std. Error


	1             (Constant) 
	3.107 
	1 445 
	
	2.150 
	.098 


	Recruitment and hiring

	-.223

	.120

	-.445

	-1.856

	.137

	Training and development

	.083

	.241

	.092

	.343

	.749


	Performance appraisal

	-.1 41

	116

	-.339

	-1.218

	.290


	Compensation system

	-.227

	255

	-.213

	-.893

	.423


	Flexible work arrangement

	-.039

	124

	-.065

	-.315

	.768


	Motivation

	.655

	.203

	.851

	3.224

	.032



The value of F in the ANOVA table is 4.152 at 9.5% significant level. So the null hypothesis motivation acts as an intermediary between SHRM practices and performance is accepted. 

ANOVA (b)
	Model
	Sum of
Squares
	df
	Mean square


	F
	Sig

	1            Regression
              Residual 
              Total
	2.507 
.402 
2.909
	6

4
 10
	.418 

.101                   

	     4.152
	  .095(a)


a Predictors: (Constant), Motivation, Compensation system, Flexible work arrangement, Recruitment and hiring, Training and development, Performance appraisal

b Dependent Variable: Organizational Performance
6.5 SHRM on Motivation
We wanted to measure the effectiveness of SHRM practices on motivation. In order to gauge that we took SHRM practices as independent variable and motivation as dependent variable in our regression model. The independent variables included recruitment and hiring, training and development, performance appraisal, compensation system and flexible work arrangement. We found that the SHRM practices have very strong positive relationship (R =.710) with motivation. Since the coefficient c determination R2 - .504 we can say that 50.4% varsity motivation is exclaimed SHRM practices which denotes the accuracy of our predictions. But the Adjusted R2 is very much lower (.008) than R2 which indicates that the large value of R2 or the accuracy of the prediction might be due to the increased number of independent variable. In this model the number of numerator (independent variables used) is 5 and the number of denominator is 5. The Std. Error of Estimate is .698 which means that the observed values are dispersed or scattered by .698 around the regression line.

In this model the number of numerator (independent variables used) was 5 and the number of denominator was 5. This might cause the R2 to be large and the Adjusted R2 to be small which lead to a confusing result. It nears that it cannot be strongly clamed that the SHRM practices of the organization have a very strong positive relationship with motivation.

Model Summary

	
	R
	R Square
	Adjusted R
Square
	Std. Error of the Estimate

	1
	.710 (a)
	.504
	.008
	.6-3773


a Predictors: (Constant), Flexible work arrangement, Compensation system, Training and development, Recruitment and hiring, Performance appraisal 
In our analysis of regression for each SHRM practices we found that all the variables, except for flexible work arrangement, are positively related with motivation among which training and development contributes most with a value of .547. So, one unit change in training and development would cause the motivation to change by, 547 correspondingly when other independent variables held constant. So the current training and development seems to be quite effective. The compensation system had the second largest value of regression coefficient (B = .478). It also indicated a strong positive relation which seems to be good as well. The performance appraisal has a moderate positive relation with motivation (B = .288). But in case of flexible work arrangement the regression coefficient is very little but negative which indicates a very weak negative relation with motivation. It means that a one unit change in flexible work arrangement or the schedule system of the organization would cause the motivation to decrease by .001.

Coefficients (a)
	Model
	Unstandardized

coefficients
	Standardized

coefficients
	
	t
	sig.

	
	B
	Std. Error
	Beta
	B
	std. Error

	1 (Constant)

   Recruitment and hiring

   Training and

   Development

   Performance appraisal
   Compensation system

   Flexible work 

  Arrangement 
	-940

.149

.547

.288

.478

-.001
	3.150
  .255

.470

.221

.518

.273
	.229

.471

.532

.344

-.001
	-298

.852

1.165

1.307

.922

-.002
	.777

.586

.296

.248

.399

.999


a Dependent Variable: Motivation

The value of F is 1.017 at 49.3% significance level. So we accept the null hypothesis that SHRM affects motivation.
ANOVA (b)
	Model
	Sum of
Squares
	df
	Mean Square
	F
	Sig.

	1             Regression
	2.475
	5
	.495
	1.017
	.493(a)

	               Residual
	2.434
	5
	.487
	
	

	               Total
	4.90S
	10
	
	
	


a Predictors: (Constant), Flexible work arrangement, Compensation system, Training and development, Recruitment and hiring. Performance appraisal b Dependent Variable: Motivation
6.6. Culture, SHRM and Motivation:
Since the culture shapes attitude of people and it varies from country to country it may have some effect on the perception of the employees about SHRM practices which may affect motivation in turn. In order to measure the influence of culture on the relationship between SHRM practices and motivation we introduced some cultural aspects in our regression model including power distance, collectivism/Individualism, Uncertainty avoidance and Masculinity/Feminity.
The combined relation of SHRM practices and culture with motivation is very stung and positive (R = .736) the value of R2 Is .542 which suggest that 54.2% of variation in motivation is explained by the SHRM practices aim culture. It indicates that the prediction might be accurate. But the value of Adjusted R2 is absurdly smaller than the value of R2. So the prediction seems to be doubtful. Again the Std.Error of estimate is also significant (1.5) which means that the observed values are widely scattered by 1.5 around the regression line.

Model Summary
	 Model
	R
	R Square
	Adjusted R Square
	 Std. Error of the Estimate
	 

	1
	.736(a)
	.542            
	-3.583
	1.50000
	


a Predictors: (Constant), Culture: Masculinity / Felinity. Compensation system, Flexible work arrangement, Recruitment 
and hiring, Culture : Power distance, Culture: Collectivism / Individualism, Performance appraisal, Training and 
development, Culture: Uncertainty avoidance.
The values of regression coefficient were quite interesting. The culture seems to influence the training and development most because it increased significantly to .639. The recruitment and hiring also increased moderately. Performance appraisal increased little. But the coefficient of compensation system decreased. The regression coefficient of flexible work arrangement also decreased very slightly.
Among the cultural orientations power distance is strongly and positively correlated with motivation with coefficient of regression of .50. The uncertainty avoidance has a moderate relation with motivation. But collectivism/individualism and masculinity/feminity have a moderate negative relation with motivation.

Coefficients (a)
	Model
	Un standardized
Coefficients
	Standardized
Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	B
	Std. Error

	1      (Constant) 
Recruitment and hiring


	-1.811 .320
	8.988
1.965
	.492
	-.202 
.163
	.873
.897

	Training and development


	.639
	2.494
	.550
	.256
	.840

	Performance appraisal


	.291
	1 .083
	.537
	.269
	.833

	Compensation system


	.303
	1 .440
	.218
	.211
	.868

	Flexible work arrangement
	-.033
	1 .376
	.042
	-.024
	.985

	Culture : Power distance


	.500
	2.598
	.373
	.192
	.879

	Culture:Collectivism/ Individualism


	-.156
	2.727
	-.104
	-.057
	.964

	Culture: Uncertainty avoidance
	.311
	2.622
	.415
	.119
	.925

	Culture: Masculinity / Feminity
	-.348

	3.285

	-.391

	-.106

	.933



a Dependent Variable: Motivation
The value of F is .131 at 97.8% significant level. Therefore the null hypothesis is rejected and the alternative hypothesis is accepted that culture influences the relation between SHRM practices and motivation.
ANOVA (b)
	Model
	Sum of
Squares
	df
	Mean S3uare
	F
	Sig

	1           Regression
             Residual   

             Total
	2.659 2.250 4.90S
	9 
1
10
	.295
 2.250
	.131
	.978 (a)


a     Predictors:  (Constant),  Culture: Masculinity / Feminity,  Compensation system,  Flexible  work arrangement, Recruitment and hiring, Culture : Power distance, Culture: Collectivism / Individualism, Performance appraisal, Training and development, Culture: Uncertainty avoidance b Dependent Variable: Motivation



7.1 Recommendations:

Though HRM managers from ICB can benefit from the study's findings, practical implications resulting from this study are of particular relevance to employers who wish to improve their organizations' performance. The following recommendations are made:

· The current SHRM practices seemed to be quite satisfactory in the corporation, except for the recruitment and hiring and flexible work arrangement, the organization might need to make some change in these two criteria. 

· The training and development system of the organization seemed remarkable. Other SHRM practices are satisfying.

· The corporation should focus on more than the five (recruitment and hiring, training and development, compensation systems, staff appraisals and flexible work arrangements) to give a wider scope of practices.
· The contingency approach, which focuses on organizational phenomena to derive situational specific prescriptions for management practice should be adopted.
· The corporation should appreciates more dynamism of business and sustain competitive advantage through their HR resources in order to achieve organizational specific goals.
7.2 Conclusion:

This section gives a summary of the conclusions of the study. It also highlights the contributions to the research on SHRM. The major findings of the study showed that: (1) there was a moderate positive relationship between SHRM practices and firm performance; (2a) motivation mediated relationship between SHRM practices and firm performance; and (2b) motivation affected firm performance.
Strategic human resources management (SHRM) practices enhance employee productivity and the ability of agencies to achieve their mission through the integrator of personnel practices into the strategic planning process. Measuring the effectiveness of SHRM on employee performance is very critical in today's global context. The findings of the study indicate that: all the variables of SHRM practices, except recruitment and hiring and flexible work arrangement, were positively correlated with performance among which training and development and the compensation system were most significant; relationship between SHRM practices and firm motivation depended on employee cultural orientations in both the cases where cultural beliefs and cultural values were considered; motivation mediated relationship between SHRM practices and firm performance; and motivation affected organization’s performance. The major findings of the study showed that: (1) there was a moderate positive relationship between SHRM practices and firm performance; (2a) motivation mediated relationship between SHRM practices and firm performance; and (2b) motivation affected firm performance. As a leader in the capital market of Bangladesh, Investment Corporation of Bangladesh (ICB) is the most profitable corporation and its performance is very significant and critical to the government of Bangladesh, people of Bangladesh and most of all to the organization itself. The current Strategic Human Resource Management (SHRM) practices of ICB seemed to be quite satisfactory, except for the recruitment and hiring and flexible work arrangement, which might need to be changed in some context. However, as there is no limit of improvement, a lot more can be done for the SHRM practices for the development of the Human Capital of the corporation in order to make it contribute more towards the success of ICB and the capital market in Bangladesh
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QUESTIONNAIRE

A STUDY ON EMPLOYEE PERFORMANCE

Respected madam/sir, 

                                    As a part of my project I would like to gather some information from you which will help me in an in depth study of project. I would be obliged if you co-operate with me in filling the questionnaire. Since the questionnaire is being used for academic purpose, the information gathered will be strictly confidential. 

 Israt Jahan

Kindly fill the following:

(Please put a tick mark in the appropriate answer)

Demographic Characteristics’ Questions

1. How long have you worked with the organization?_____________

 (i) 0-1 year          (ii)1-5 year          (iii)5-10 year        (iv)10-15 year          (v)More than 15 year

2. Male/ Female? _______________

3. Your professional qualification?_______________

(i)H.S.C         (ii)Bachelor Degree            (iii)Master Degree            (iv) PhD              (v) Other

4.  Age? _________________

(i)Below 26 year        (ii) 26-34      (iii)35-44        (iv) 45-54       (v) More than 54 year
Recruitment & Hiring Questions

5. How do you rate the current recruitment and hiring procedure?

(i)Excellent               (ii) Good         (iii) Average         (iv) Poor            (v)Very poor

6. How do you rate the job orientation given at the first day of work?

(i)Excellent               (ii) Good         (iii) Average         (iv) Poor           (v) Very poor

7. How do you feel about the sources of recruitment chosen by management?

(i)Very Satisfactory      (ii) Somewhat Satisfactory    (iii) Neither Satisfactory nor Dissatisfactory        (iv) Somewhat Dissatisfactory       (v) Very Dissatisfactory

Training & Development Questions

8. How satisfied can you say you were with the training?

(i)Very Satisfied         (ii) Somewhat Satisfied        (iii) Neutral           (iv) Dissatisfied  

(v) Very Dissatisfied

9. How do you rate the training and development program arranged by the organization?

(i)Excellent           (ii) Good              (iii) Average          (iv) Poor            (v) Very poor

10. Rate the quality of training that you received from the training session.

(i)Very Beneficial             (ii) Beneficial          (iii) Neutral           (iv) Not very Beneficial

(v) Unimportant

11. Do you agree that the current training and development program is performance oriented?

(i)Strongly Agree          (ii) Agree           (iii) Neither Agree nor Disagree           (iv) Disagree

(v) Strongly Disagree

Performance Appraisal Questions

12. How do you rate the current process of performance appraisal?

(i)Excellent          (ii) Good              (iii) Average              (iv) Poor               (v) Very poor

13. Quality of personal objective setting is ______________

(i)Excellent          (ii) Good              (iii) Average              (iv) Poor               (v) Very poor
14. High performing staffs are not _________________

(i)Very easily identified                   (ii) Easily identified          (iii) Difficult to identify

(iv) Most difficult to identify           (v) Never identified
Compensation System Questions

15. How do you rate the current compensation system providing by the organization?

(i)Very Satisfactory      (ii) Somewhat Satisfactory    (iii) Neither Satisfactory nor Dissatisfactory        (iv) Somewhat Dissatisfactory       (v) Very Dissatisfactory

16. Does the system needs any improvement?
(i)Strongly Agree          (ii) Agree           (iii) Neither Agree nor Disagree           (iv) Disagree

(v) Strongly Disagree

17. Will improvement affect the firm performance?

(i)Definitely Increase Performance       (ii) Moderately Increase Performance      (iii) Neutral          

(iv) Moderately Decrease Performance   (v) Definitely Decrease Performance
Motivation related Questions

18. Your benefits are comparable to what is offered by other organizations.

(i)Strongly Agree          (ii) Agree           (iii) Neither Agree nor Disagree           (iv) Disagree

(v) Strongly Disagree

19. Your salary is competitive as compared to similar jobs you are likely to find in other organizations.
(i)Strongly Agree          (ii) Agree           (iii) Neither Agree nor Disagree           (iv) Disagree

(v) Strongly Disagree

20. Overtime payment is ________________

(i)Excellent          (ii) Good              (iii) Average              (iv) Poor               (v) Very poor
21.  What would you rate the job incentives in your organization? 
(i)Excellent          (ii) Good              (iii) Average              (iv) Poor               (v) Very poor
22. Do you agree that the employee motivation in this company is satisfactory?
(i)Strongly Agree          (ii) Agree           (iii) Neither Agree nor Disagree           (iv) Disagree

(v) Strongly Disagree

Organization’s Culture related Questions
23. How do you feel about the working condition of the organization?

(i)Very Satisfactory      (ii) Somewhat Satisfactory    (iii) Neither Satisfactory nor Dissatisfactory        (iv) Somewhat Dissatisfactory       (v) Very Dissatisfactory

24. How do you rate your employers? 
(i)Excellent          (ii) Good              (iii) Average              (iv) Poor               (v) Very poor
25. Are there any opportunities to progress within the organization? 
(i)Definite Opportunities          (ii) Moderate Opportunities         (iii) Neutral

(iv) Few Opportunities              (v) None

26. Do you feel that your manager is well aware of your strengths and weakness? 

(i)Very Much Aware          (ii) Much Aware            (iii) Neutral          (iv) Vaguely Aware

(v) Not Aware

27. How do you feel about the organizational culture?

(i)Very Satisfactory      (ii) Somewhat Satisfactory    (iii) Neither Satisfactory nor Dissatisfactory        (iv) Somewhat Dissatisfactory       (v) Very Dissatisfactory

28. How good are you at handling pressure at work?

(i)Excellent             (ii) Good              (iii) Average              (iv) Poor               (v) Very poor
29. How quickly do you get feedback after finishing your assigned job?

(i)Very Quickly        (ii) Quickly          (iii) Slowly          (iv) Very Slowly          (v) None

30. You clearly understand your benefit plan

(i)Strongly Agree          (ii) Agree           (iii) Neither Agree nor Disagree           (iv) Disagree

(v) Strongly Disagree

Thank you for your kind co-operation
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