[image: r3-header]PROJECT REPORT


[image: ][image: r3-footer]
HR Role in Managing Workforce Diversity in organization- “A Case Study on United Commercial Bank Limited”.

This report is submitted to the school of Business and Economics, United International University as a partial requirement for the degree fulfillment of Bachelor of Business Administration Program.


[bookmark: _Toc116526643][bookmark: _Toc126755368]Project Report
On 
HR Role in Managing Workforce Diversity in organization- “A Case Study on United Commercial Bank Limited”.

Course code: INT 4399
Submitted To
Shayla Khanam
Assistant Professor
School of Business & Economics
United International University
Submitted By
Sunzida Akther Chowdhury
ID: 111 181 010
Enroll: SPRING 2022
Bachelor of Business Administration
Major in Human Resource Management
School of Business and Economics
United International University
[image: ]
Date of Submission
February 04, 2023



Letter of Transmittal
February 04, 2023
Shayla Khanam
Assistant Professor
School of Business & Economics
United International University
Subject: Submission of Project Report on “HR Role in Managing Workforce Diversity in organization- A case study on United Commercial Bank Limited.”
Dear Mam,
I am writing to submit my project report as required by the BBA department at United International University. The internship provided me with valuable hands-on experience in creating and implementing HR programs and workforce diversity management practices of United Commercial Bank Limited. 
As a result of this, I am presenting the report that I created during my project time for your review and consideration. In the event that there are any further queries about the content of my report, I will do my best to answer them.
Thank you for your time and consideration.
[image: ]
Sunzida Akther Chowdhury
ID: 111 181 010
Bachelor of Business Administration; Major in Human Resource Management
School of Business and Economics
United International University




Declaration of the Student
I, Sunzida Akhter Chowdhury, declare that the project report entitled “HR Role in Managing Workforce Diversity of United Commercial Bank Limited” is a result of my own work and efforts during my project time to study on one of the renowned private commercial bank in Bangladesh which is United Commercial Bank Limited. This report has not been submitted to any other university or institution in order to get credit toward the completion of any other degree or diploma program. All sources used have been properly acknowledged and referenced in accordance with the guidelines provided by United International University.

[image: ]
Sunzida Akther Chowdhury
ID: 111 181 010
Bachelor of Business Administration; Major in Human Resource Management
School of Business and Economics
United International University


Letter of Acknowledgment
I would like to express my deep gratitude to all those who have supported and guided me throughout my project journey. This report would not have been possible without the valuable contributions and support of many individuals.
First and foremost, I would like to extend my sincere appreciation to my project supervisor, Shayla Khanam, Assistant Professor, School of Business and Economics at United International University for her invaluable guidance and support throughout the duration of my internship. Her expertise and support were instrumental in shaping my understanding of the field of school education and marketing strategies.
I would like to express my gratitude to Tanjum Nisha, Officer at UCBL for supporting me to prepare this report. Finally, I would also like to extend my sincere appreciation to the all employees of UCBL (Gulshan Branch) for participating in the interview sessions and survey.




Table of Contents
Project Report	2
Executive Summary	vi
1.1	Introduction of the Report	2
1.2	Objectives of the Report	2
1.2.1	Broad Objective	2
1.2.2	Specific Objectives	2
1.3	Scope of the Report	3
1.4	Methodology of the Report	3
a)	Primary Sources	3
b)	Secondary Sources	3
1.5	Data Analysis Plan	4
1.5.1	Research Design	4
1.5.2	Sample Selection	4
1.5.3	Questionnaire Development	4
1.5.4	Data Collection and Analysis Plan	4
1.5.5	Data Analysis Plan	5
1.5.6	Interpretation and Reporting	5
1.6	Limitations of the Report	5
2.1	Work Force Diversity	7
2.2	Work Force Diversity Management	7
2.3	Benefits and Limitations of Diversity Management in Organizations	8
2.4	The Role of HRM in Diversity Management	9
2.4.1	Diversity Related Recruitment Programs	10
2.4.2	Diversity Related Selection Programs	11
2.4.3	Diversity Related Training Programs	11
2.4.4	Diversity Related Performance Management Programs	12
2.4.5	Diversity Related Reward Programs	12
2.4.6	Diversity Related Career Development Programs	13
3.1	Overview of the United Commercial Bank Limited	15
3.2	Vision, Mission, Objectives and Core Values	16
3.3	Organogram	18
3.4	Products and Services	19
3.5	Business Policies and Ethics	20
3.6	Human Resource Management and Development	21
4.1	Analysis of Demographic Characteristics	23
4.1.1	Ratio of Gender	23
4.1.2	Ratio of Participates’ Age	24
4.1.3	Ratio of Participates’ Educational Background	24
4.1.4	Ratio of Participates’ Designation	25
4.1.5	Ratio of Participates’ Working Experiences	26
4.2	Descriptive Analysis	27
Statement 01: The organization follows Equal Employment Opportunity (EEO) standards on its recruitment and selection process which are treated as fairly regardless of the gender, race, or ethnicity of the candidates.	27
Statement 03: For the purpose of diversity management, organization has built comprehensive in-house diversity training programs.	28
Statement 04: The organization’s in-house diversity training programs ensure that all workers have an equal chance for training and development.	29
Statement 05: The organization’s in-house diversity training programs place a primary focus on satisfying the requirements of employees who come from a variety of backgrounds.	30
Statement 06: Provision of access to the organization's training programs encourages workers to take more action toward achieving their goals.	31
4.3	Findings	39
5.1	Recommendation	42
5.2	Conclusion	43
Survey Questionnaire	44



[bookmark: _Toc126755369]Executive Summary
In the competitive business world, Human Resources (HR) practices are essential for the success of an organization. The workforce is one of the most valuable assets of a business, and it is the department of human resources' job to oversee its management and development. Managing workforce diversity is important for a bank because it can lead to improved performance, increased innovation, better customer service, greater employee engagement and compliance with laws and regulations. The role of HR in managing workforce diversity in a bank includes creating and implementing policies and programs that promote a diverse and inclusive work environment. This includes recruiting and hiring a diverse workforce, providing training and development opportunities, and promoting a culture of respect and inclusion. United Commercial Bank Limited is a well renowned private commercial bank in Bangladesh and around 4thousnd employees are working in this organization and they are likely to have a comprehensive set of policies and procedures in place to govern its HR practices and ensure ethical behavior. The main purpose of this report is to study and analyze the current state of workforce diversity management practices in the United Commercial Bank Limited by the HR department and identifies the challenges of HR to play a role in managing the workforce within the organization.
In order to examine the issue, a standard questionnaire has been prepared. Data have been collected through survey from the employees of the United Commercial Bank Limited. The role of HR in managing workforce diversity in United Commercial Bank Limited includes creating and implementing policies and programs that promote a diverse and inclusive work environment. This includes recruiting and hiring a diverse workforce, providing training and development opportunities, and promoting a culture of respect and inclusion. The collected data have been analyzed by descriptive way, and draw the conclusion and recommendation according to the analysis and findings part.
Keywords: Human Resource Management, Workforce Diversity Management; HR Role in workforce diversity management, Banking Industry of Bangladesh.
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CHAPTER 01
INTRODUCTION

1.1 [bookmark: _Toc126755370]  Introduction of the Report
Management of diversity is essential in a financial institution for a variety of reasons. In the first place, it contributes to the formation of a more welcoming and considerate working atmosphere for all workers, irrespective of their origins or the qualities they possess. This can lead to improved morale and productivity among employees, and can also help to attract and retain top talent. Second, a group comprised of individuals from a variety of backgrounds is more likely to generate original ideas that have the potential to enhance the products and services that the firm provides to its clientele. Lastly, banks that are seen as being committed to diversity and inclusion can help to improve its reputation and build trust with customers from diverse backgrounds. 
Additionally, HR plays a crucial role in diversity management in a bank by developing and implementing policies and programs that promote a diverse and inclusive workplace. This involves actively seeking out applicants from a wide range of backgrounds, giving education and training on issues pertaining to diversity and inclusion, and cultivating a culture that recognizes and respects all staff members. HR also plays a key role in addressing and preventing discrimination and harassment and in promoting and supporting diversity and inclusion at all levels of the organization. Moreover, HR is responsible for monitoring and reporting on the bank's progress in meeting its diversity and inclusion goals and for ensuring that the bank is in compliance with all relevant laws and regulations. The primary objective of this research is to conduct an investigation of the part that human resources play in the management of workforce diversity at the United Commercial Bank Limited. The completion of this project report fulfills a requirement for the Bachelor of Business Administration degree for the successful completion of the Internship program at United International University under the supervision of Shayla khanam, Assistant Professor, Business and Economics, United International University.
1.2 [bookmark: _Toc126755371]  Objectives of the Report
1.2.1 [bookmark: _Toc126755372]Broad Objective
The primary objective of this study is to do study on the function of human resources in the United Commercial Bank Limited's management of the bank's diverse workforce.
1.2.2 [bookmark: _Toc126755373]Specific Objectives
· Identifying the current state of workforce diversity in the banking industry in Bangladesh and its impact on organizational performance.
· Analyzing the strategies and policies implemented by the HR of United Commercial Bank Limited to promote diversity and inclusion in the workplace.
· Examining the challenges faced by the HR of United Commercial Bank Limited in managing workforce diversity and potential solutions to overcome these challenges.
· Proposing recommendations for the HR of United Commercial Bank Limited to effectively manage workforce diversity and improve organizational performance.
1.3 [bookmark: _Toc126755374]  Scope of the Report
The scope of the report on the HR role in managing workforce diversity in the private commercial banking industry of Bangladesh would likely include an examination of the current state of diversity within the industry, including demographic data on the makeup of the workforce. It would also likely include an analysis of the policies and practices currently in place to promote and manage diversity within the industry, as well as an examination of the potential challenges and opportunities for improving diversity management in the banking sector of Bangladesh. Additionally, the report might also include recommendations for actions that could be taken by HR professionals and organizations to effectively manage and leverage workforce diversity in the industry.
1.4 [bookmark: _Toc126755375]  Methodology of the Report
In order to compile the report, both primary and secondary sources of data and information have been utilized. 
a) [bookmark: _Toc123647050][bookmark: _Toc125686691][bookmark: _Toc126755376]Primary Sources 
Interviewing employees and HR staffs of United Commercial Bank Limited, and observing different organizational HR processes and structures, are used in the collection of primary data. The original data were mostly gathered through conversations with staff members as well as responses to questionnaires sent to employees of United Commercial Bank Limited (Gulshan Branch) for conducting a survey and the total number of sample size is 15.
b) [bookmark: _Toc123647051][bookmark: _Toc125686692][bookmark: _Toc126755377]Secondary Sources 
Additionally, the report incorporates a variety of various kinds of secondary data. The following is a list of examples that may be considered secondary information sources:


· Journals, articles and newspaper;
· Web-based studies and articles on a variety of topics connected to the workforce diversity management and the role of HR.
· Web site of United Commercial Bank Limited
1.5 [bookmark: _Toc126755378]Data Analysis Plan
The methods and strategies used throughout this study's entirety have been analyzed and studied in great detail for the convenience in this chapter. Research, variables, questionnaire design, sample size considerations, data collection, and analysis were all part of the discussion.
1.5.1 [bookmark: _Toc126755379]Research Design
The main purpose of this report is to analyze the current state of workforce diversity management practices in the United Commercial Bank Limited by the HR department that outlines the objectives of the study, the research questions to be answered, and the methods of data collection and analysis.
1.5.2 [bookmark: _Toc126755380]Sample Selection
A sample of participants would then be selected from the population of interest, such as employees from different sex, age, educational background, working experiences and designation in the United Commercial Bank Limited.
1.5.3 [bookmark: _Toc126755381]Questionnaire Development
In order to examine the issue, a standard questionnaire has been prepared. The questionnaire was constructed with five likert scores (typically 1 or 5-point scale; such as "Strongly Agree, Agree, Neutral, Disagree, Strongly Disagree) and 20 statements in order to collect information. A total of 30 staff members from United Commercial Bank Limited (Gulshan Branch) took part in the survey.
1.5.4 [bookmark: _Toc126755382] Data Collection and Analysis Plan
Data would then be collected from the sample using a variety of methods, such as surveys and interviews. The survey would likely include questions about the participants' demographic information, their perceptions of diversity and inclusion in their workplace, and their experiences with the HR department.
1.5.5 [bookmark: _Toc126755383]Data Analysis Plan
The collected data would then be analyzed using a statistical method such as descriptive statistics, and draw the conclusion and recommendation.
1.5.6 [bookmark: _Toc126755384]Interpretation and Reporting
The findings of the study would then be interpreted and reported in a clear and concise manner, highlighting the key findings and their implications for the United Commercial Bank Limited in Bangladesh.
1.6 [bookmark: _Toc126755385]  Limitations of the Report
There are several limitations that can arise when preparing this project report, including:
· The significant obstacle that was encountered over the period of the study was maintaining the confidentiality of the data collected from the HR and the employees; of the bank. 
· It is quite challenging to acquire accurate information and to collect it; 
· Time and resource constraints also acted as limiting factors;
· Because each and every employee is engaged in their work, they do not always have time to provide a response to the question being asked because they are too busy;
· Due to the very limited timeframe, I was unable to conduct research on a large scale.
· Employees are not willing to make the time and expense required to fill out the questionnaire. There are some individuals who are quite unfriendly when they say no.






CHAPTER 02
LITERATURE REVIEW

2.1 [bookmark: _Toc126755386]  Work Force Diversity
The field of human resource management is concerned with all elements of employing and managing people within firms (Armstrong, 2017).
The term "diversity" refers to the condition of having a variety of characteristics (Mousa, 2019). Workforce diversity refers to the wide range of qualities that workers bring with them to the workplace. These characteristics might include, but are not limited to, race and ethnicity, country of origin, religion, age, sexual orientation, physical ability, and disability (Saxena, 2014). On the other hand, the last twenty years have seen an increase in the use of diversity as a corporate strategy all around the world. There are a variety of reasons why diversity has become such an urgent issue in modern times, including but not limited to: globalization; shifting labor markets; different approaches to working together as a team; the transition from manufacturing-based economies to service-based economies; mergers and alliances; and other factors (Cascio, 1998). Creativity, innovation, adaptability, and productivity in the business, as well as a better grasp of the world as a whole, are all boosted by diversity efforts, which in turn promote a competitive (Kundu, 2003).
2.2 [bookmark: _Toc126755387]  Work Force Diversity Management
The idea of diversity management is always developing in today's modern society, and this expansion and development is ongoing. The management of diversity is a strategy for risk reduction (Babalola, 2013) that is meant to supervise a multiethnic team (Cascio, 1998) in such a way that its benefits are maximized while its drawbacks are kept under control. The management of diversity is a notion that was made popular by (Cox, 1991). Equal opportunity in the workplace allows for a more diversified group of people to provide their best efforts (Kundu, 2003). When employees' individuality is valued and their insights are put to good use, everyone benefits and the company thrives. This is done to build a more efficient and successful business (Bateman, 2009). As a result, (Kundu, 2003)argues that effective diversity management requires not just an acceptance and accommodation of individual differences but also the promotion, development, and exploitation of these differences for the benefit of organizations according to research done in 2009 (Bateman, 2009). It is necessary for top management and HR managers to have a common knowledge of what motivates each employee in order for them to learn from and accept these differences (Kreitz, 2008). The two most essential components of any diversity management strategy are firstly, an organization-wide effort to foster diversity, and secondly, placing the highest possible value on that organization-wide effort (Shen, 2009).
2.3 [bookmark: _Toc126755388]  Benefits and Limitations of Diversity Management in Organizations
Some have argued that a company's diverse workforce may have both beneficial and bad results, depending on the circumstances. As such, it has the potential to be a "double-edged sword" in this context. Recent studies (Milliken FJ, 1996) show that having a diverse workforce in terms of race and gender increases a company's chances of success by 35% and 15%, respectively. According to studies, businesses that employ people from different backgrounds have an easier time "problem-solving, broader thinking, and better solutions" (Hunt V, 2015). All of these studies conclude that organizations with racially and ethnically diverse staffs have access to a pool of personnel that are not only unique to the company owing to their varied life experiences, but also provide a fresh viewpoint on the problems that must be solved. When people with different perspectives work together to address an organization's problems, they are more likely to come up with novel solutions than when the same kind of minds are tasked with finding a resolution. As a direct result of this, businesses get a persistent edge over their competitors as well as increased returns. Once again, the presence of a multicultural varied staff contributes to the enhancement of the corporate image of a firm. This contributes further to the growth of the company in previously unexplored market spaces (Daus, 1997).
However, as was previously mentioned, diversity can also lead to a number of unfavorable outcomes in organizations, such as a decrease in communication, a lack of team unity, and dissatisfied employees as a result of discrimination, unfair treatment, and bias, all of which contribute to high employee turnover (Milliken FJ, 1996). This often occur when businesses attempt to deal with diversity using simply EEO (Equal Employment Opportunity) and AA (Affirmative Action) as their primary tools. In order to satisfy the standards imposed by the law, an organization can decide to actively seek out new members from a variety of racial and cultural backgrounds. Employees face a variety of obstacles on the path to parity in compensation, advancement, and training opportunities if the organization does not create a friendly setting that develops a culture of inclusion. In the absence of an inviting workplace that fosters a welcoming culture, employees are less likely to feel comfortable expressing their. They feel suffocated by such a specific cultural system, and they choose to use the departure option when they understand that they cannot advance further because of the "glass ceilings." Moreover, according to the authors of social categorization theory (Tajfel, 1981) and social identification theory (Turner, 1887), variety often instigates distinctions between groups, which ultimately results in conflicts inside organizations. When taken into consideration as a whole, each of these elements carries with it the potential to have a negative effect on the company's overall performance (Sacco & Schmitt, 2003).
2.4 [bookmark: _Toc126755389]  The Role of HRM in Diversity Management
[bookmark: _Toc125686698][bookmark: _Toc126755390]The idea that "diversity breeds diversity" relates to the assumption that in order to attract, hire, and keep a diverse workforce, a company must first ensure that its clientele is as diverse as possible (Cascio, 1998). It is becoming more common for businesses to operate on the concept that their staff should be representative of their customers (Cascio, 1998). This requires paying attention to the diversity of their own employees in order to meet the needs of their increasingly diverse customer. In addition, modern, forward-thinking businesses actively seek out employees who are different from the norm (Kundu, 2003) so that everyone may contribute to the company's overall success (Meena, 2013). Thus, HR strategies must include diversity management (Cascio, 1998). One may argue that HRM and diversity management go hand in hand since they both focus on the people side of a business (Babalola, 2013). Second, human resource managers are in a strategic position within the company and are particularly suited to address the problems of diversity management because of their position (Kreitz, 2008).
There are many different Human Resources (HR) practices and policies that all revolve on diversity management (Shen, 2009) such as hiring, placement, promotion, succession, evaluation, and compensation (Cascio, 1998). As a result of this, diversity planning needs to make efficient use of management of human resources (HRM) (Babalola, 2013). According to (Alcázar, 2013); five HR strategies are used for managing diversity. These strategies include inter-cultural training, flexible compensation, participatory performance evaluation, flexible working hours, and work-family balance. Equal access to opportunities was another topic explored by the authors (Shen, 2009) HR practices at the strategic (diversity-valuing HR strategies, formalized HR policies, measuring and auditing diversity, etc.), the tactical (staffing, training and development, appraisal, and compensation), and the operational (etc.) levels are demonstrated in a research-based framework of HR diversity management (educating employees, networking communication, flexible employment, and support for generating work-life balance). To attract, retain, reward, and develop a diverse group of employees, companies must actively manage diversity, as defined by Bassett-Jones (2005). Effective diversity management often incorporates a number of HR best practices, but there are select handfuls that are ubiquitous. Among them include senior mentoring, communication standards, diversity audits, employee support groups, flexible work schedules, accommodations for families, and a variety of additional activities (Cascio, 1998).
[image: C:\Users\my\Downloads\Springer MRW_ [AU_0, IDX_0]_page-0001.jpg]
Figure2.1: Diversity Management through Human Resource Management[footnoteRef:1] [1:  Shen, J. C. (2009). Managing diversity through human resource management: An international perspective and conceptual framework. . The International Journal of Human Resource Management, 20(2), 235–251.
] 

2.4.1 [bookmark: _Toc126755391]Diversity Related Recruitment Programs
According to (Meena, 2013), managing diversity may be helped an organization obtain a competitive edge by hiring employees from diverse backgrounds. To reflect the growing diversity of the world's workforce, several top-tier companies have successfully increased their representation of women, people with disabilities, members of marginalized communities, and other demographics (Shen, 2009). Genpact is a good example of a company that has come a long way toward understanding the relevance of gender diversity in the workplace. At the current moment, women make up forty percent of the total population around the globe and thirty-five percent of the total population in India. Other major corporations have also taken steps to ensure diversity in their workforces, including Wipro, IBM, Infosys, Xerox, Pepsi Co, Burger King, etc., by reaching out to marginalized groups like the disabled, the LGBT community, newcomers to the country, and the economically and socially disadvantaged (Bateman, 2009); (Shen, 2009); (Meena, 2013). Developing recruitment methods that are intended to improve diversity inside the firm, advertising in local newspapers, and other similar activities are examples of several practices that are included in HR diversity management (D’Netto, 1999). (Meena, 2013) Found that the chance of a diverse workforce was increased when the medium used to advertise open positions was chosen to have a wide reach.
2.4.2 [bookmark: _Toc126755392]Diversity Related Selection Programs
If human resource managers at a company wish to successfully manage diversity in their workplaces, they are necessary to make recruiting decisions based on criteria that are sensitive to diversity (Babalola, 2013). The presence of diverse managers on selection committees; selection procedures that are based on job-relevant duties, qualifications, competencies, and experience; selection criteria that comply with anti-discrimination laws; etc. are all examples of the various types of diversity-related selection programs (D’Netto, 1999).
2.4.3 [bookmark: _Toc126755393]Diversity Related Training Programs
Diversity training refers to the practice of educating a workforce about the cultural, socioeconomic, ethnic, and religious differences that exist in the workplace (Babalola, 2013). It may be broken down into two groups: those that focus on raising people's level of awareness (such as training employees to become more knowledgeable about diversity and its issues) and those that focus on developing people's abilities (such as encouraging them to alter their behavior) (Day, 2000). Leaders in several fields, like Hewlett-Packard, Microsoft, IBM, and TCS, have developed in-depth diversity training programs for their employees. For the objective of diversity management, these programs provide participants with a wide range of educational options such workshops, seminars, and hands-on activities (Bateman, 2009).
According to (D’Netto, 1999), there are three key components to successful diversity training. First, it ensures that all workers have an equal chance for training and development; second, it places an emphasis on diversity training to increase diversity-related awareness; and third, it focuses a major priority on addressing the expectations of workers who come from a range of backgrounds, and it does so as a key means of attracting and retaining talent. Training that places an emphasis on the advantages that result from having a diverse workforce may be of tremendous value and may turn out to be one of the most profitable expenditures that can be made.
2.4.4 [bookmark: _Toc126755394]Diversity Related Performance Management Programs
Diversity related performance management programs are initiatives implemented by organizations to promote diversity and inclusion within the workplace. These programs typically include measures such as setting diversity goals and targets, providing training and education on diversity and inclusion, and implementing policies and procedures that promote equal opportunity and fair treatment for all employees. The goal of these programs is to create a more inclusive and equitable work environment, which can lead to improved employee engagement, increased productivity, and better overall performance (Babalola, 2013).
In order to effectively address issues relating to diversity, a performance management system need to be conceived of in such a way that its performance assessment procedures are objective (rather than subjective), fair, and equal to one another (Schuler RS, 1993). According to (Fulkerson & Schuler, 1992) the evaluation mechanism should focus on assessing performance rather than a person's personality or demographics in order to be accurate. This opinion is consistent with what they said. In other words, they recommended for companies to make an effort to ensure that their evaluation methods are as culturally neutral as feasible. According to (D’Netto, 1999), unbiased performance reviews could be achieved with the support of multicultural managers who were included into the review processes. Organizations, as indicated by and (Schuler RS, 1993) should provide employees regular opportunities for feedback and mentoring. The varied workforce will benefit from this opportunity to grow and strengthen their skills. The term "diversity management" has emerged as a potential metric by which managers' contributions to an organization might be judged. Particularly, the HR manager's contribution to diversity management will be assessed when it comes to recruiting and promoting individuals from marginalized groups inside the firm (Sessa, 1992).
2.4.5 [bookmark: _Toc126755395]Diversity Related Reward Programs
Providing financial incentives to HR managers based on how well they do in diversity management is becoming an increasingly popular practice among firms. This is done as part of an initiative to broaden the employee pool's cultural and ethnic backgrounds (Meena, 2013). A reward management system that is founded on the ideas of equal pay and performance-based remuneration may be one of the factors that may promote successful diversity management as well as the recruitment and retention of a varied team (Shen, 2009). As a consequence of these and other studies, it is clear that businesses cannot afford to pay their employees less because of their gender, race, religion, nationality, or any other factor. Instead, they need to ensure that all aspects of remuneration (from salary to benefits) are structured in a way that fairly recognizes and rewards the efforts of a wide range of workers. This necessitates that they factor in the diversity of people's backgrounds, experiences, and skill sets (D’Netto, 1999). In conclusion, (Shen, 2009) argue that businesses need to make extra efforts at the operational level to manage diversity effectively. Individual employees achieve a work-life balance, giving chances for learning outside formal training, supporting employee usage of social media, and so on are all examples. Additionally, HR diversity management at the strategic, tactical, and operational levels should fully include line managers.
2.4.6 [bookmark: _Toc126755396]Diversity Related Career Development Programs
The key reasons for job dissatisfaction and a lack of motivation among varied workforces are salary inequality and discrimination in performance assessment, which makes diversity in human resources a crucially important problem (Shen, 2009). The HR of the companies needs to take into consideration AA and EEO guidelines when developing their compensation policies and performance evaluation systems if they want their diversity management efforts to be effective (Shen, 2009). A culturally neutral assessment method, the incorporation of diversity as prominent criteria on performance scorecards, and a variety of other HR strategies are also available to be used. It is important to encourage employees from a wide range of experiences to submit applications for seats on performance review panels (D’Netto, 1999).





CHAPTER 03
OVERVIEW OF THE ORGANIZATION

3.1 [bookmark: _Toc115726027][bookmark: _Toc116526658][bookmark: _Toc126755397]  Overview of the United Commercial Bank Limited
Bangladesh is home to United Commercial Bank Limited (UCBL), a commercial bank. It has been around since 1983, and its services include deposits, loans, and trade financing for both consumers and companies. All around the nation, customers may visit one of the bank's locations, or they can take use of the bank's convenient online and mobile banking options. Listed on both the Dhaka Stock Exchange and the Chittagong Stock Exchange, United Commercial Bank (UCB) is widely recognized as one of Bangladesh's premier private commercial banks.
Over the course of three fantastic decades, they have worked tirelessly to establish one of the largest private commercial banks in Bangladesh. For as long as it has been in business, UCB has maintained a firm commitment to provide nothing but the best in customer service and support. To achieve their goal of offering the best possible financial services, they are always innovating new services to meet the demands of their diverse clientele.
[image: C:\Users\my\Downloads\Name of the Bank.jpg]
UCB offers a wide variety of banking products and financial services to large corporations, small and medium-sized enterprises (SMEs), and individual customers via its fully owned subsidiaries and various channels of distribution. The bank's 215 branches, Off-shore Banking Unit, Unet, Uclick, E-Commerce, Agent Banking, Islamic Banking, Sub Branches, Priority Banking (UCB Imperial), remittance services, credit card business, and 5,060 committed human capital members have helped it become a leader in the private sector banking industry.
3.2 [bookmark: _Toc126755398]  Vision, Mission, Objectives and Core Values
[image: no-alt]
Vision: The long-term goal of UCBL is to become the most trusted supplier of financial services by using innovative strategies for development that are mutually beneficial over the long term and by offering premier services that are beneficial for all parties involved.
Mission: The mission is to provide financial solutions that build, manage, and expand the wealth of its clients and customers while simultaneously enhancing the quality of life in the communities that they serve. Specifically, the aim is to.
Strategic Priorities and Objectives:
· Enjoyable Experience: To ensure that all stakeholders are satisfied and that the whole banking transaction is a pleasurable one for each and every customer.
· Compliant: In order to be in accordance with all of the laws and regulations those are valid in Bangladesh.
· Innovation and Diversity: In order to promote originality, creativity, and variety with the goal of achieving sustainable corporate growth.
· Needs of the Future Generation: Continued growth that takes into account the requirements of succeeding generations without sacrificing their standards.
· World Class IT Infrastructure: To ensure that each and every one of UCB's clients is happy with the services they get by providing them with an information technology infrastructure of the highest possible standard.
· Good Governance: To develop effective governance.
· Risk Management: Ensuring that an efficient risk management strategy is implemented across all stages of the activity.
· Corporate Social Responsibility: Putting up best endeavors in the field of corporate Social Responsibility.
· Image: To construct and improve one's brand image.
Core Values:
· Integrity: Maintaining integrity and moral righteousness in whatever we do, at all times and in all places.
· Transparency and fairness: working hard to provide the finest service possible to all of our clients in an equitable manner.
· Innovation: Inspiration is fostered and developed via the process of innovation.
· Commitment: Dedicated to providing outstanding customer service and working together to increase the value created for all stakeholders.

Figure3. 1: Core Values of United Commercial Bank Limited[footnoteRef:2] [2:  ATM Tahmiduzzaman, F. (2021). Annual Report of UCB. Bangladesh: United Commercial Bank Limited.] 

3.3 [bookmark: _Toc126755399]  Organogram
United Commercial Bank Limited is run by a Board of Directors, consisting of a Chairman and several other members. The Board is responsible for the overall management and direction of the bank, including making strategic decisions, setting policies, and appointing senior management. The day-to-day operations of the bank are managed by the Management Director (MD) and other senior managers, who report to the Board.
[image: http://www.msrblog.com/wp-content1/uploads/2013/05/organogram.jpg]

3.4 [bookmark: _Toc126755400]  Products and Services
UCB Stock Brokerage Limited, UCB Investment Limited, UCB Asset Management Limited, and UCB Fintech Company Limited are the four subsidiaries that make up the bank. UCB Stock Brokerage Limited was formerly known as UCB Capital Management Limited.
[image: ]
a) UCB Investment Limited: The principal activities of UCBL typically include accepting deposits, making loans and advances, and providing other financial services such as foreign exchange transactions, trade finance, and various types of banking services to its customers. The Bank is also responsible for maintaining the stability of the financial system by managing credit risk and liquidity risk. They may also engage in other activities such as investment banking, wealth management, and insurance. Overall, the main goal of UCBL is to provide financial services that support economic growth and development while ensuring the safety and soundness of the banking system.
UCBL also earns interest from a variety of activities, including lending money to individuals and businesses, investing in government bonds, and offering fixed deposit accounts to customers. They also earn fees from services such as foreign currency exchange, electronic fund transfers, and issuing credit and debit cards. Additionally, UCBL may engage in other forms of investment, such as trading in the stock market, to earn additional income.
[image: ]
b) UCB Stock Brokerage Limited:  UCBL is able to offer stock brokerage services to their clients as part of their overall financial services offerings. These services typically include buying and selling shares on behalf of clients on the Bangladesh Stock Exchange (BSE), as well as providing research and analysis of different stocks and the overall market. UCBL may also offer margin trading and other advanced investment options for more experienced investors. Overall, the stock brokerage activities of UCBL are regulated by the Bangladesh Securities and Exchange Commission (BSEC). 
c) Agent Banking: Agent banking is a branchless banking service provided by UCBL where a designated agent acts as a representative of the bank and provides banking services to customers in a designated location. This allows customers in remote or underserved areas to access banking services without having to travel to a physical branch. Agent banking services typically include account opening, deposit and withdrawal transactions, and money transfer services.
d) Islamic Banking: UCBL offers Islamic banking services as one of its products. Islamic banking is based on the principles of Islamic law (Sharia) and prohibits the charging or paying of interest (Riba), which is considered haram (forbidden) in Islam. Instead, Islamic banking practices profit and loss sharing, where the bank shares the profits and losses with the customers on certain pre-agreed terms and conditions. UCB Bank's Islamic banking services include various types of deposit accounts, financing, and investment options that comply with the principles of Islamic law.
3.5 [bookmark: _Toc126755401]  Business Policies and Ethics
United Commercial Bank Limited is likely to have a comprehensive set of policies and procedures in place to govern its business practices and ensure ethical behavior. These policies may include:
· Compliance with laws and regulations: The bank is complied with a wide range of laws and regulations, including those related to banking, consumer protection, anti-money laundering, and data privacy. It is likely to have policies in place to ensure compliance with these laws and regulations.
· Financial reporting and accounting: The bank is maintained accurate financial records and report its financial performance to regulators and shareholders. It may have policies in place to ensure that financial reporting is accurate and transparent.
· Anti-money laundering: UCB bank is complied with anti-money laundering laws and regulations to prevent the illicit use of its banking services. It may have policies in place to detect and report suspicious activity.
· Customer service: The bank is likely to have policies in place to ensure that it provides high-quality customer service, such as responding promptly to customer complaints and resolving disputes fairly.
· Code of conduct: UCBL may have a code of conduct that outlines expected ethical behavior for its employees. This code of conduct may include provisions on maintaining confidentiality, avoiding conflicts of interest, and acting in the best interests of the bank and its customers.
3.6 [bookmark: _Toc126755402]  Human Resource Management and Development
The Board is responsible for formulating and approving the policies and service regulations that pertain to matters such as recruiting, promotion, transfer, disciplinary and punitive measures, human resource development, etc. In accordance with the established service regulations, neither the Chairman nor the Directors may participate in or exert any influence over any Administrative Affairs, such as hiring, promotion, transfer, or discipline. No Board of Directors member may serve on any committee responsible for hiring new employees or promoting current employees to higher positions. However, the Board will be responsible for the hiring, promotion, transfer, and termination of the two levels of officers immediately below the CEO. Such hiring and promotion must be carried out in accordance with the service regulations, i.e., the hiring and promotion policies.
The Board's primary emphasis ensures that the bank's employees are well-trained in all aspects of their work, from prudently appraising loan/investment proposals to using cutting-edge electronic and information technology to create an efficient Management Information System (MIS). The Board must ensure these initiatives are included in its yearly agenda.
The Board will be responsible for drafting a Code of Ethics for each tier, and they will adhere to it in the appropriate manner. A culture of compliance will be fostered by the board via the promotion of a healthy code of conducts.






CHAPTER 04
ANALYSIS AND FINDINGS

4.1 [bookmark: _Toc126755403]  Analysis of Demographic Characteristics
There were a total of 30 employees from United Commercial Bank Limited who took part in the survey, and they came from a wide range of departments.
The Sample Size (N) = 30
4.1.1 [bookmark: _Toc126755404]Ratio of Gender

Figure 4.1
According to the data shown in figure 4.1, there were a total of 60% female participate and 35% men participate who took part in the survey. This indicates that there were a greater number of female participants than male ones. As a result, we can reach the conclusion that;
· Female of respondents > Male of respondents on this survey.
4.1.2 [bookmark: _Toc126755405]Ratio of Participates’ Age

Figure 4.2
According to the data shown in figure 4.2, there were a total of 33% of respondents’ age is 25 to 28 years; 40% of respondents’ age is 29 to 35 years; 17% of respondents’ age is 36 to 40 years; and 10% of respondents’ age is 41 years or above. As a result, we can reach the conclusion that the ratio respondents’ age is:
· 29 to 35 years > 25 to 28 years > 36 to 40 years > 41 years or above
4.1.3 [bookmark: _Toc126755406]Ratio of Participates’ Educational Background

Figure 4.3
According to the data shown in figure 4.3, there were a total of 63% of respondents completed their graduation and 37% of respondents completed post-graduation and these employees of UCBL took part in the survey. As a result, we can reach the conclusion that;
· Graduated Employees > Post Graduated on this survey.
4.1.4 [bookmark: _Toc126755407]Ratio of Participates’ Designation

Figure 4.4
According to the data shown in figure 4.4, there were a total of 27% of respondents’ designation is probationary officer; 53% of respondents’ designation is officer; 17% of respondents’ designation is HR officer; and 4% of respondents’ designation is HR Manager. As a result, we can reach the conclusion that the ratio respondents’ designation is:
· Officer > Probationary Officer > HR Officer > HR Manager
4.1.5 [bookmark: _Toc126755408]Ratio of Participates’ Working Experiences

Figure 4.4
According to the data shown in figure 4.4, there were a total of 40% of respondents’ work experience is 0 to 1 years; 54% of respondents’ work experience is officer; 3% of respondents’ work experience is HR officer; and 3% of respondents’ work experience is HR Manager. As a result, we can reach the conclusion that the ratio respondents’ work experience is:
· Officer > Probationary Officer > HR Officer > HR Manager

4.2 [bookmark: _Toc126755409]  Descriptive Analysis
[bookmark: _Toc125686725][bookmark: _Toc126755410]Statement 01: The organization follows Equal Employment Opportunity (EEO) standards on its recruitment and selection process which are treated as fairly regardless of the gender, race, or ethnicity of the candidates.

Figure 4.5
According to the data shown in Figure 4.5, 67% of respondents agreed with this statement. 6% of respondents responded an answer that was neutral, and 27% of respondents disagreed with the statement. Those who disagreed with the statement claimed that sometimes in the case of the recruitment and selection process, employers make decisions based on candidate’s living location, age, race, and ethnicity.


Statement 02: When deciding who should be hired for open positions in the organization, each candidate's experience and qualifications are evaluated together with their application.

Figure 4.6
According to the data shown in Figure 4.6, 93% of respondents agreed with this statement and they said candidate's experience and qualifications can be evaluated based on resume, education and personnel skill through the behavioral and panel interview. 7% of respondents were neutral, with the statement. 
[bookmark: _Toc125686726][bookmark: _Toc126755411]Statement 03: For the purpose of diversity management, organization has built comprehensive in-house diversity training programs.

Figure 4.7
According to the findings shown in Figure 4.7, 58% respondents agreed with this statement. 9% of respondents were neutral, and 33% of respondents disagreed with the statement and said that some in-house training programs such as unconscious bias, cultural competency, and micro aggressions may not be effective at producing meaningful changes in employee attitudes and behaviors in the workplace to create a more inclusive and equitable workplace for all employees, regardless of their race, gender, sexual orientation, or other characteristics.
[bookmark: _Toc125686727][bookmark: _Toc126755412]Statement 04: The organization’s in-house diversity training programs ensure that all workers have an equal chance for training and development.

Figure 4.8
According to the findings shown in Figure 4.8, 93% respondents agreed with this statement and according to them in-house diversity training programs can help ensure that all workers have equal access to training and development opportunities by providing education and resources that promote diversity, equity, and inclusion in the workplace. This can include topics such as unconscious bias, cultural competency, and anti-discrimination policies. These training programs can also provide a space for employees to discuss and address issues related to diversity and inclusion in the workplace, which can help create a more inclusive and equitable work environment for all employees. And 9% of respondents were neutral with the statement.
[bookmark: _Toc125686728][bookmark: _Toc126755413]Statement 05: The organization’s in-house diversity training programs place a primary focus on satisfying the requirements of employees who come from a variety of backgrounds.

Figure 4.9
According to the findings shown in Figure 4.9, 93% respondents agreed with this statement and according to them in-house diversity training programs of the organization focus on educating and raising awareness among employees about diversity, inclusion, and cultural sensitivity to create a more inclusive and equitable work environment for individuals from a variety of backgrounds, including those from different races, ethnicities, genders, sexual orientations, abilities, and ages. These programs may include workshops, seminars, and discussions, and may be mandatory for all employees or targeted to specific groups. 9% of respondents were neutral with the statement.
[bookmark: _Toc125686729][bookmark: _Toc126755414]Statement 06: Provision of access to the organization's training programs encourages workers to take more action toward achieving their goals.

Figure 4.10
According to the findings shown in Figure 4.10, 50% respondents agreed with this statement and according to them providing access to training programs can be an effective way to support employee development and help them achieve their goals. It can also improve job satisfaction, engagement, and retention. It is important to ensure that the training programs offered are relevant and meet the needs of the employees. Additionally, providing opportunities for employees to apply their new skills and knowledge on the job can help to reinforce learning and increase the overall impact of the training. But 43% respondents disagreed with this statement and according to them some employees may not have access to the necessary technology or resources to participate in online training programs.
Statement 07: The organization's present performance appraisal systems have the potential to improve an employee's overall performance, which in turn will benefit the organization.

Figure 4.11
According to the findings shown in Figure 4.11, 97% respondents agreed with this statement and they said performance appraisal systems of the organization have the potential to improve an employee's overall performance by providing clear and specific feedback on their strengths and areas for improvement, setting performance goals, and providing opportunities for professional development and training.
Statement 08: A fair rating is given by the supervisor for the all employee's performance within the organization.

Figure 4.12
According to the findings shown in Figure 4.12, 67% respondents agreed with this statement. But the 30% respondents disagreed with this statement and they said, sometimes evaluators of the organization may have unconscious biases that can affect their ratings of employees, which can negatively impact employees from underrepresented groups.
Statement 10: The Organization makes an effort on their performance evaluation system to be as racially neutral as possible in their evaluations.

Figure 4.13
According to the findings shown in Figure 4.13, 77% respondents agreed with this statement. But the 20% respondents disagreed with this statement and they said, the system may not take into account the unique experiences and challenges that individuals from different racial backgrounds may face in the workplace.
Statement 11: The organization's objectives are used as a starting point for conducting performance reviews of staff members.

Figure 4.14
According to the findings shown in Figure 4.14, 95% respondents agreed with this statement and they said that by providing regular feedback and coaching to staff members to help them improve their performance.
Statement 12: The organization’s reward management system is based on equitable pay and performance-based compensation that helps with diversity management, recruiting, and retention of the employees.

Figure 4.15
According to the findings shown in Figure 4.15, 95% respondents agreed with this statement and they said that the organization’s reward management system ensures that the program is fair and equitable for all employees, regardless of their background or identity.



Statement 13: Individual awards are given to employees who fulfill productivity, performance, or other objectives (or commissions).

Figure 4.116
According to the findings shown in Figure 4.16, 95% respondents agreed with this statement and they said that the individual awards are given to employees as a form of recognition and incentive for achieving specific goals or objectives. These may include productivity goals, performance targets, or sales commissions. They may be in the form of bonuses, gift cards, or other forms of recognition.
Statement 14: The promotion of EEO (equal employment opportunity) as well as its acknowledgment is one of the organization's primary concerns.

Figure 4.17

According to the findings shown in Figure 4.17, 95% respondents agreed with this statement and they said Equal Employment Opportunity (EEO) is a legal framework in the organization that prohibits discrimination in the workplace based on certain protected characteristics, such as race, gender, age, and disability. Organizations have a responsibility to promote and acknowledge EEO, as it ensures that all employees are treated fairly and given equal opportunities to succeed.
Statement 15: The organization takes into consideration AA and EEO guidelines of Bangladesh Bank when developing their compensation policies and performance evaluation systems.

Figure 4.18
According to the findings shown in Figure 4.18, 95% respondents agreed with this statement.
Statement 16: Within the organization, there are opportunities for women to develop their careers and progress through the top positions.

Figure 4.19
According to the findings shown in Figure 4.19, 53% respondents agreed with this statement. But 44% respondents disagreed with this statement and according to them women may face discrimination and bias in the workplace, which can make it more difficult for them to advance in their careers.
Statement 17: Within the organization, the development of women in their professional lives is encouraged and supported.

Figure 4.20
According to the findings shown in Figure 4.20, 53% respondents agreed with this statement. But 44% respondents disagreed with this statement and according to them women may have fewer opportunities to connect with mentors or network with other professionals in their field, which can make it more difficult for them to advance in their careers.



Statement 18: Equal representation of men and women is ensured in the organization's decision-making processes.

Figure 4.21
According to the findings shown in Figure 4.21, 47% respondents agreed with this statement. But 50% respondents disagreed with this statement and according to them the organization have a lack of diversity in their leadership teams, which can make it difficult for women to have equal representation in decision-making processes.
Statement 19: The organization maintains a healthy work life balances for its all employees.

Figure 4.22
According to the findings shown in Figure 4.22, 43% respondents agreed with this statement. But 54% respondents disagreed with this statement and the majority of female employees claimed that they often bear the majority of responsibilities for childcare and household tasks, which can make it difficult for them to focus on their careers. 
Statement 20: When compared to other banks, this organization's turnover rate is significantly lower.

Figure 4.23
According to the findings shown in Figure 4.23, 95% respondents agreed with this statement. 
4.3 [bookmark: _Toc126755415]  Findings
In United Commercial Bank Limited, the role of HR in diversity management is critical in ensuring that the organization has a diverse and inclusive workforce. HR professionals of the organization are responsible for creating and implementing policies and programs that promote diversity and inclusion, as well as fostering a culture that values and respects all employees. However, there are several challenges that HR professionals may face in this role. According to the analysis part, some of these challenges include:
a) In the case of diversity management of recruitment and selection programs, 
· The few respondents said the sometimes employers make decisions based on candidate’s living location, age, race, and ethnicity during the recruitment and selection process within the organization.

b) In the case of diversity management of training programs, 
· Few respondents claimed that some in-house training programs such as unconscious bias, cultural competency, and micro aggressions may not be effective at producing meaningful changes in employee attitudes and behaviors in the workplace of the organization that could not help create a more inclusive and equitable work environment for all employees.
· The majority of respondents claimed that they may not have access to the necessary technology or resources to participate in online training which is related diversity management training programs.
c) In the case of diversity related performance evaluation programs, 
· Few respondents claimed that sometimes evaluators of the organization may have unconscious biases that can affect their ratings of employees because all humans have unconscious biases, which are formed by past experiences and societal influences. These biases can influence an evaluator's perceptions, decisions, and actions without them realizing it, leading to potential unfairness and inaccuracies in employee evaluations.
d) In the case of Diversity Related Reward Programs, 
· Majority of female respondents claimed that they have fewer opportunities to connect with mentors or network with other professionals in their field, which can make it more difficult for them to advance in their careers.
· The majority of female employees claimed that they often bear the majority of responsibilities for childcare and household tasks, which can make it difficult for them to focus on their careers.






CHAPTER 05
RECOMMENDATIONS AND CONCLUSION

5.1 [bookmark: _Toc126755416]  Recommendation
Diversity management is an important aspect of organizational management because it can lead to a number of benefits for the organization, including increased innovation, improved decision-making, and better performance. However, according to the finding of the report, there are also challenges that the organization must overcome in order to effectively manage diversity. HR professionals of United Commercial Bank Limited can overcome these challenges by following of some suggestions:
a) Employers making decisions based on a candidate's living location, age, race, and ethnicity can lead to discrimination and bias in the hiring process. This can result in qualified candidates being overlooked or not considered for positions due to factors that have nothing to do with their qualifications or abilities. It can also perpetuate existing inequalities and limit opportunities for certain groups of people. Such practices are illegal and a violation of anti-discrimination laws in many jurisdictions. The employers of the organization should instead base their hiring decisions on a candidate's qualifications, skills, and experience.
b) To overcome the challenges of diversity management in in-house training programs, organizations can take a number of steps such as:
· Assessing the diversity needs of the organization: This will help identify any specific training needs based on the diverse backgrounds and experiences of employees.
· Developing a diverse training team: Having a diverse team of trainers will help ensure that the training content is inclusive and relevant to all employees.
· Tailoring training content to diverse groups: By providing customized training content, organizations can ensure that all employees can relate to and benefit from the training.
· Encouraging active participation: Creating an inclusive environment where all employees feel comfortable participating in training can help ensure that everyone benefits from the training.
c) Diversity management related online training programs have many advantages over traditional in-person training, including accessibility, flexibility, and cost-effectiveness. However, technology and resources can present challenges within the organization for both instructors and learners. Some possible solutions to these challenges include:
· Providing technical support to participants who are experiencing issues with their technology.
· Creating and providing clear instructions and tutorials for using the online platform and tools.
· Designing online training programs to be interactive and engaging, using a variety of multimedia and interactive elements to keep participants engaged.
· Utilizing resources such as online libraries and databases to supplement the training material.
· Creating a community or support system for participants to connect with each other and share resources.
d) To mitigate the impact of unconscious biases on employee evaluations, the HR of the organization can use various strategies such as training evaluators to recognize and address their biases, using multiple evaluators to provide a more well-rounded view, and using objective criteria when evaluating employees.
e) The HR of the organization should play a critical role in connecting women with mentors and networking opportunities by implementing a formal mentorship program, encouraging employee participation in professional development and networking opportunities, and promoting a culture of inclusivity and support for career development. HR can also encourage senior leaders to sponsor and mentor talented women in the organization, which can help them advance in their careers.
f) "Caregiver bias" or "motherhood penalty" this is a common issue which can negatively impact the career advancement and earnings of women who have children or other care giving responsibilities. Some ways for the HR of the organization to address this issue include offering flexible working arrangements, such as telecommuting, flexible schedules, and job sharing, providing childcare benefits and support, and implementing policies that promote gender equality and work-life balance which can help to reduce the negative impact of care giving responsibilities on women's careers.
5.2 [bookmark: _Toc126755417]  Conclusion
The role of HR in managing workforce diversity in United Commercial Bank Limited includes creating and implementing policies and programs that promote a diverse and inclusive work environment. This includes recruiting and hiring a diverse workforce, providing training and development opportunities, and promoting a culture of respect and inclusion. Challenges in managing diversity in UCBL may include a lack of understanding and acceptance of diversity, resistance to change, and biases and prejudices that may exist within the workforce. Therefore, some solutions for addressing these challenges for the HR manager of UCBL may include, developing and implementing diversity and inclusion training programs for all employees; establishing mentorship and networking programs for underrepresented groups; conducting regular diversity and inclusion audits to identify areas for improvement; holding leaders and managers accountable for creating a diverse and inclusive work environment; establishing a diversity and inclusion council to provide guidance and recommendations to senior management. It is important for HR to take a proactive approach in managing diversity, by creating a culture of inclusion, fostering an environment of mutual respect and providing equal opportunities to all employees regardless of their background, religion, gender, age, ethnicity and other personal characteristics.
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[bookmark: _GoBack]Appendix

[bookmark: _Toc126755418]Survey Questionnaire
Topic: HR Role in Managing Workforce Diversity in the Organization-A Case Study of United Commercial Bank Limited.
Dear Respondent,
Using the following questionnaire, the employees of UCBL will be asked about the organizations on the HR role in diversity management at their workplace. The information given would only be used for academic purposes.
	Gender
	Male
	Female

	Age
	25 – 28 years
	29 – 35 years
	36 – 40 years
	41 years and above

	Educational Background
	Gradated
	Post Graduated

	Designation
	Probationary Officer
	Officer
	HR Officers
	HR Managers

	Working Experience
	0-1 years
	2-4years
	5-7 years
	8years and above



	Statement
	S. D
(1)
	D
(2)
	N
(3)
	A
(4)
	S.A
(5)

	HR Role in Diversity Management at the workplace 

	Diversity Related Recruitment and Selection Programs

	

01.
	The organization follows Equal Employment Opportunity (EEO) standards on its recruitment and selection process which are treated as fairly regardless of the gender, race, or ethnicity of the candidates.
	
	
	
	
	

	

02.
	When deciding who should be hired for open positions in the organization, each employee's experience and qualifications are evaluated together with their application.
	
	
	
	
	

	Diversity Related Training Programs

	03.
	For the purpose of diversity management, organization has built comprehensive in-house diversity training programs.
	
	
	
	
	

	
04.
	The organization’s in-house diversity training programs ensure that all workers have an equal chance for training and development
	
	
	
	
	

	
05.
	The organization’s in-house diversity training programs place a primary focus on satisfying the requirements of employees who come from a variety of backgrounds.
	
	
	
	
	

	
06.

	Provision of access to the organization's training programs encourages workers to take more action toward achieving their goals.
	
	
	
	
	

	Diversity Related Performance Evaluation Programs

	
08.
	
The organization's present performance appraisal systems have the potential to improve an employee's overall performance, which in turn will benefit the organization.
	
	
	
	
	

	
09.
	A fair rating is given by the supervisor for the all employee's performance within the organization.
	
	
	
	
	

	
10.
	The Organization makes an effort on their performance evaluation system to be as racially neutral as possible in their evaluations.
	
	
	
	
	

	11.

	The organization's objectives are used as a starting point for conducting performance reviews of staff members.
	
	
	
	
	

	Diversity Related Reward Programs 

	
12.
	The organization’s reward management system is based on equitable pay and performance-based compensation that helps with diversity management, recruiting, and retention of the employees.
	
	
	
	
	

	
13.
	Individual awards are given to employees who fulfill productivity, performance, or other objectives (or commissions).
	
	
	
	
	

	
14.
	The promotion of EEO (equal employment opportunity) as well as its acknowledgment is one of the organization's primary concerns.
	
	
	
	
	

	
15.
	The organization takes into consideration AA and EEO guidelines of Bangladesh Bank when developing their compensation policies and performance evaluation systems
	
	
	
	
	

	Diversity Related Career Development and Employment Security Programs

	
16.
	Within the organization, there are opportunities for women to develop their careers and progress through the top positions.
	
	
	
	
	

	
17.
	Within the organization, the development of women in their professional lives is encouraged and supported.
	
	
	
	
	

	
18.
	Equal representation of men and women is ensured in the organization's decision-making processes.
	
	
	
	
	

	
19.
	The organization maintains a healthy work life balances for its all employees.
	
	
	
	
	

	
20.

	When compared to other banks, this organization's turnover rate is significantly lower.
	
	
	
	
	






Core Values


Integrity


Transperency and Fairness


Innovation


Commitment
















Gender
Gender	Male	Female	12	18	
Age
Age	25-28 years	29- 35 years	36- 40 years	41+ years	10	12	5	3	
Educational Background
Gender	Graduted	Post Graduted	19	11	
Designation of Respondents
Age	Probationary Officer	 Officer	HR Officer	HR Manager	8	16	5	1	
Designation of Respondents
Age	0-1 years	2-4 years	5-7 years	8 years and above	12	16	1	1	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	8	2	8	12	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0	2	13	15	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	7	2	10	2	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0	2	22	5	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0	2	22	5	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	13	2	14	1	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	1	25	4	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	9	1	11	9	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6	1	13	10	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6	1	13	10	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6	1	13	10	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6	1	13	10	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6	1	13	10	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6	1	13	10	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	13	1	12	4	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	13	1	12	4	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	15	1	10	4	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	16	1	13	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	13	1	12	4	
48
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Managing Workforce Diversity Through Human Resource Management, Fig. 1 Managing diversity through
HRM. (Adopted from Shen ct al. (2009: 245))

meeting the needs of diverse employees.
Diversity training can prove to be extremely
beneficial as it will help to inculcate the
value of diversity among employees. Morri-
son, Ruderman, and Hughes (1993) and
Kossek and Lobel (1996) argue that it can
sensitize employees regarding the impact of
stereotypes on their own or others’ behavior.
However, Shen et al. (2009) rightly noted
that returns from diversity training will
depend on two factors, first, the content of
training, and second, who is delivering it. In
other words, diversity training should be so
designed such that it has the elements of
socio-psychological research on stereo-
typing and linkages on how to reduce preju-
dice. While Kossek et al. (2005) opined that
diversity training if conducted through facil-
itators will yield better results, along with
diversity training, it’s important to provide

customized training to a diverse workforce
as per their needs. More specifically, organi-
zations should have such a career progres-
sion plan for this diverse workforce, so that
they can avail necessary training opportuni-
ties, grow professionally, and get prepared to
take more challenging roles. Few scholars
have suggested the incorporation of
mentoring programs that will work as a
springboard for the diverse workforce to go
past the “glass ceilings” (Powell and
Butterfield 1994; Ragins 2002). Coca-Cola
has been successfully adopting mentoring
programs to support the progression and
retention of employees from minority back-
grounds (Hunt et al. 2015). Finally, to ensure
that the diverse workforce is not discrimi-
nated against during promotion or career
advancement programs, Cox (2001) sug-
gests that those panels should be constituted
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Name of the Bank

United Commercial Bank Limited

Bank Limited (UCBL)
Authorized Capital BDT 40,000.00 million
Market Category A Category
Chairman Rukhmila Zaman

Current Employees (2021)

5070* (in the year of 2021)

No. of Branches (2021) 214
No. of Sub Branches (2021) 818*
No. of Shareholders 57,234
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