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[bookmark: _Toc167021066]Executive Summary
The banking sector in Bangladesh represents one of the fastest growing and prospective sectors in the economy of the country. The banking industry has grown and developed during the last two decades and most of the banks in the country are trying to provide integrated financial services to their potential customers. The main objective of the study is to know the perception/views of employees regarding human resource divisions issue such as communication of policies and procedures to employees, efficiencies of the HRM division in handling employee grievances and concerns, promotion a fair and inclusive workplace culture, perception on Training and Development issues, perception on Performance Appraisal. Etc. Based on the kind of information required, it opted for a research strategy which provided the best quality of information. Hence, the author had to choose Descriptive Research design to carry on this research. But considering the time and cost constraints, it has selected five banks from the population of the study, three private and two public. The employee feedback was mixed as for different issues. HRM division communicate their policy and procedures to their employee effectively. Along with that HRM division is doing well in handling employee grievances and concerns. About the workplace culture in banking sector promote by the HRM division has some lacking.  In case of selection and recruitment practice the employees have shown a mixed observation. But in case of asking HRM division’s fair compensation and benefit policy, most of the employee has shown a positive intent, meaning that they are well paid and are well aware of that. Training and development issues is directly related to the HRM division and all the banks are giving quite number of training and development to their employee and most of them marked those as effective for them. Response on satisfaction with the performance appraisal process conducted by the HRM division is somewhat negative as most of the banks remain private about this concern as per employee perspective. Since the study on 'Employees' perception regarding HRM division in the banking sector in Bangladesh' is based on spontaneous responses and opinions, it is likely that the findings are a reflection of reality. However, due to constraints, this research could not be conducted on all the commercial banks operating in Bangladesh. Thus, the findings of this study can be deemed to be a representative view instead of a universal view.
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[bookmark: _Toc167021067]Chapter 01: Introduction
The field of HRM in the financial industry is fast emerging worldwide. The banking sector in Bangladesh has gone through several changes in terms of HR practices over the past two decades and has emerged as a promising sector (Islam & Khaled Rahman, 2022). As a service-oriented sector, the banking industry relies heavily on the efficiency and effectiveness of its employees in order to provide quality service. Bank managers have tried to deploy modern HR techniques in order to enhance employee performance. The prime challenge is to ensure employee perceptions and actual practice of HRM converge, ensuring employee trust and commitment to the organization. This study expects to provide valuable insights to the current and future bank managers, policy makers and academicians both locally and globally. A close examination of the human resources and the methods for enhancing their levels of trust and commitment to the organization can assist in providing sustained competitive advantage in the service sector. The findings will enable the managers to be conscious about which HR practice has what result on employee trust and commitment and what changes or improvements are needed. A wide observation on all HR practices has also been attempted to prepare the ground for future researchers.
[bookmark: _Toc167021068]1.1 Background
The banking sector in Bangladesh represents one of the fastest growing and prospective sectors in the economy of the country. The banking industry has grown and developed during the last two decades and most of the banks in the country are trying to provide integrated financial services to their potential customers. Intense competition, deregulation, the globalization of financial services, and information technology have led many to predictions that the 21st century may well be the "age of the banker". Steps regarding automation in banking services and initiation of online banking services have led to a major change in service delivery to a large extent, which is changing the mindset of people who seek a job in this sector (Kader Nazmul et al., 2020). The banking sector is one of those sectors which are highly influenced by human resources and it is gaining significant attention regarding the potentiality and credibility of this sector in the country's economy (Kader Nazmul et al., 2020). Human resource management represents a series of activities which first enable working staff to involve and identify themselves with organizational goals and then to work productively towards the achievement of those goals.
One of the key resources for almost all organizations is human resource because of its contribution to the efficiency and effectiveness. Human resources are also a source of competitive advantage for organizations because it is well established in society that "ultimate success is determined by the people who make up an organization". The organizations are influenced by many factors which are decisive for organizational success or failure, including available resources both tangible and intangible, external environment, societal expectations and needs. It manages to amalgamate and integrate all of these resources in a way that is optimal.
[bookmark: _Toc167021069]1.2 Purpose of the Study and Research Gap
Since the early 1980s, the banking sector in Bangladesh has been undergoing a series of financial and economic reforms, and as a result, exceptional changes are found in different dimensions of the financial system. Banking sector has been trying to adapt the changes due to the new regulatory environment that is increasingly being characterized by market-focused performance, complex products, and rapid innovation. In order to acclimatize with the new changes, the sector has begun to pay more attention to human resource development. Moreover, the sector has looked at the different areas of human resource management ranging from strategic human resource management to industrial relations and employee trade unionism (Kader Nazmul et al., 2020).. The primary purpose of the study is to identify the employees' perception on HR practices and to find out the relationship between their perception with their demographic characteristics and perceptions with their job satisfaction. This study also aims to find out the problems and prospects of HRM in the banking sector of Bangladesh. This research will allow the readers to compare their own understanding and experiences with those of employees in other sectors. This research will also create an extensive moral and negative influence about the present practice of HRM in the banking sector of Bangladesh. This research can simplify the comprehension of the employee's job satisfaction and HRM perception on numerous perspectives of HRM practice. This study will be useful and beneficial for the students, the professionals, HRM practitioners, and also the policymakers and banking authority. This study will be the pioneer study that would target the HR practices in the banking sector. It would be highly beneficial as Bangladesh is a country of numerous private and public banking institutions. They are major places of employment for the majority of the fresh graduates and experienced job seekers. They contribute significantly towards GDP and also the growth of the country. But there are no significant studies done on HR practices in this sector to find out the employee perception and job satisfaction. So, this research would be a good reference to those employees to justify their job satisfaction. This study would also pave the path for other researchers to explore HR management practices in other sectors. This research will also be helpful as primary data for the multinational banks who are setting up their business in Bangladesh. Depending on the outcomes of the research, it will be helpful for the authority to build suitable policies for the employees. 
[bookmark: _Toc167021070]1.3 Research Questions
 The main aim of the survey was to obtain data regarding employees' perception about HRM and its impact in the banking sector. The questions can be categorized into three parts. 
The first part tried to obtain information on the HRM system in the banking sector. Questions regarding the presence of an HRM department, its effectiveness, role in implementation of company strategy and policies, and its involvement in employee concerns and their development were asked. It also tried to gather an idea of the employees' dual perception about traditional personnel management and implementation of the modern concept of HRM and the reasons behind it. The second part of questions were based on the impact of HRM on the employees. These questions aimed to gather information on whether HRM helps in creation of better employment conditions and if so how, is there any effect on job security, whether HRM facilitates employee participation and the most important is there an impact on the economic and psychosocial well-being of the employee. The third part of the questions focused on gathering information about the employees' personal experience or perception about how HRM has affected them. A broad open-ended question was asked about whether there was a positive/negative effect and how. This was supplemented with specific questions based on HRM practices e.g. if training was beneficial, if there has been any effect on promotions and pay increase, are they now more secure during employment etc.
[bookmark: _Toc167021071]1.4 Research Objectives
The main objective of the study is 
· To know the perception/views of employees regarding human resource divisions issue such as communication of policies and procedures to employees, efficiencies of the HRM division in handling employee grievances and concerns, promotion a fair and inclusive workplace culture, perception on Training and Development issues, perception on Performance Appraisal. Etc. 
Along with the main objective, there are a few secondary objectives and those are: 
· To find out the specific areas of HRM practices in the banking sector that need improvement. 
· To provide some constructive feedback based on the study findings to the HRM professionals in the banking sector. 
Through the findings of this research, it is expected that not only the existing body of knowledge on HRM will be expanded but also the HRM professionals in the banking sector will benefit as this study will add value to their understanding of the employees' perception and their expectations regarding the HRM practices in the banking sector of Bangladesh.
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[bookmark: _Toc167021073]2.0 Introduction
Human resource management (HRM) has received a great deal of attention in recent years, often in the context of broad changes in the banking sector. The extensive literature on HRM in the banking industry can be divided into two main categories: research regarding HRM issues and research examining the effects HRM has on various outcome variables. HRM-related issues most frequently addressed in the banking sector include HRM strategies and HR planning practices (Clegg et al, 2007). Empirical research right from the early 80's contends that the HRM strategy employed is dependent on the internal dynamics and the external environment of the organization. Despite the HR function having elements of universality, what differentiates between organizations is the way in which various strategies and practices are implemented to be able to cope with operational and environmental constraints. The contextual influence on the strategies is mostly examined in western literature, given that the early attempts to transfer HRM practices and strategies to different cultural contexts were found to be quite challenging and at times deemed unsuccessful. As a consequence, HRM in the subsidiaries of domestic banks in host countries such as Greece and HRM in emerging economies have been more recent studies reflective of this issue. Due to the highly regulated and turbulent external environment of the banking sector, the link between HR planning and business strategy is proposed to have a significant effect on HRM efficiency (Kouchaki & Ghajari, 2018). This focus of this is mostly on how HR planning helps the organization anticipate and cope with change by ensuring it has the right number of employees, with the right skills at the right time. This will be apparent in the research on training practices, development, and career progression at a later stage. Simulation studies have also been used as a tool to find the best approach in regards to HR planning given changing circumstances in the sector.
[bookmark: _Toc167021074]2.1 Human Resource Management in Banking Sector
The banking industry of Bangladesh is passing a unique moment. This sector is becoming increasingly important in the economy and professionals working in this sector are under spotlight. Human Resource Management is the most valuable part for this sector (Akter et al., 2021). A HR department should be comprised of personnel possessing high skills and competencies in financial market, decision making ability, leadership and man management skills, and as well as a high level of knowledge in financial industry law and legislation (Akter et al., 2021). They often overlook banking HR management due to lack of understanding about the functions of HR personnel, and their inability to correlate between HRM and its contribution towards organizational productivity. But the scenario is changing now. After the liberation of Bangladesh in 1971, a good number of private commercial banks were established and in the 80s and 90s many more new banks started their operations (Jahan & M. Golam Muhiuddin, 2020). The last couple of years also saw tremendous growth in the number of foreign banks operating in Bangladesh. Till now the culture of HRM is not well established in these small, medium, and large enterprises and the usual practice is to recruit administrative officers, sometimes on a part-time basis, or outsource HR duties to professional employer organizations (M. Golam Muhiuddin & Jahan, 2020). This causes delay in defining HR strategy or not having one at all. HR professionals in the banking sector have mainly focused their attention in the area of skill and knowledge enhancement of operational staff (Dimitrov, 2018). Effective HR strategy more often than not is to acquire or develop a pool of operational workforce talent to gain sustainable competitive advantage. Staffs, both officers and non-officers, are the main resources performing the functions that accomplish the vision and mission of the organization. Then comes the issue of salary structure. HR personnel too often put emphasis on maintenance of internal equity. They fail to realize that it's the global labor market and banking personnel are a part of highly competitive industry where skill demands high pay. Internal equity often times lead in paying employees what they 'deserve' to company's ability to pay them what they are 'worth'. Failure to understand this often results in attrition of the talented pool to other banks or other financial institutions (M. Golam Muhiuddin & Jahan, 2020).
[bookmark: _Toc167021075]2.2 Practices of Human Resource Department 
Practices of HRM division is crucial for any organization. In Banking sector, it is directly related to the overall performance of the bank. A few practices are reviewed thereafter. 
[bookmark: _Toc167021076]2.2.1 Selection and Recruitment Process
Recruiting suitable personnel is very challenging nowadays because the organization does not only have to look for candidates who fit the job position, but who also match the company culture. The idea of selecting personnel is to look for individual performance and job fit. Functionally, companies must employ human resources with the ability, knowledge, and skills matched to planning demand, stability, growth, and flexibility. Integrated and prolonged hiring goals are one way to cope with the planning goals of demand stability, growth, and flexibility. Efficiency must be built into the hiring process. Companies need enough flexibility when large-scale recruitment activities are necessary (Moheb-Alizadeh & B. Handfield, 2017).
[bookmark: _Toc167021077]2.2.2 Training and Development
HRM practices and programs are being implemented in various organizations in Bangladesh, few have gone through rigorous evaluations and reviews. The formal evaluation of HRM practices is scanty in the context of Bangladesh. Training and development are an important HRM function and its effectiveness has direct association with overall productivity and effectiveness of HRM division. At present the banking sector of Bangladesh has placed a large emphasis on training and development. All the local and foreign banks operating in Bangladesh have training and development programs. Despite this being the case, the perception of such availability of training and development varies depending on the staff or the employee. This variation of perception can be harmful and costly to the organization. Therefore, it is important to assess what employees of the banks perceive and whether that perception is positive or negative, concerning the availability, level and quality of training and development programs (Shawon, 2021).
[bookmark: _Toc167021078]2.2.3 Fairness of Performance Evaluation Process
The fairness in any type of the evaluation process is essential. In the fairness of the assessment instrument is crucial in order for the employees to be willing to do their best in the performance appraisal. By using fairness on the process, it will reduce or eliminate the person's perception that they have been treated unfairly will increase the chances of the positive feedback acceptance from the employees. Positive feedback is easier to accept for the employee who believes he has been treated fairly by the organization. If the employee perceived that their assessment has been influenced by their race, religion, sex, age or nationality this will led to discrimination issue in HRM, becomes a serious problem be the cause the employee who thinks they have been treated unfairly will have poorer result and reduced job satisfaction (Rubin and Edwards, 2020).
[bookmark: _Toc167021079]2.2.4 Communication of policies
Generally, the employees are informed about the policies and procedures after taking a decision and implementing those decisions. During the decision-making process, the HR department does not involve the employees. In that case, most of the employees are not aware of the cause of the decision. They only get the instruction on what to do. A few are informed of the causes too. But employees do not feel that the decisions and procedures are informed. It emerges that policy awareness is less among employees (Bhatia & Williams, 2023). Clarity in communication is a precursor to its understanding. Clear communication reduces chances of misunderstanding and misinterpretation. Then the employee can understand what to do, how to do, and when to do. But that does not mean that one will accept the procedure. 

[bookmark: _Toc167021080]2.3 Employee Perception and Satisfaction
The behavior and performance of the organization with respect to its employees is a fundamental part of HR activities. Employee's satisfaction and perception play a significant role in the success of an organization and is the focus of many empirical studies in organizational behavior (Akter et al., 2021) Many researchers have provided evidence that HRM has a positive effect on employee attitudes and behavior. Bhatia & Williams, (2023) found the validity of the old adage "satisfied workers are productive workers" to be a widely accepted management philosophy. The thrust of their statistically significant empirical evidence still suggested that management practices aimed at increasing employee satisfaction have a positive effect on firm performance. Much evidence points to a direct relationship between HRM and employee satisfaction (Bhatia & Williams, 2023) Employee's perceptions of HRM activities are positively related to job satisfaction, which in turn is related to employee behavior and attitudes beneficial to the firm (Aşkun, 2023). High commitment management and high-performance work systems have been found to enhance employee attitudes and behaviors, which in turn are related to increased firm performance (Siebers et al., 2008). Employees form attitudes about their jobs based on their various job experiences. These attitudes influence their job performance and these experiences and performances can be linked to HRM (Siebers et al., 2008). High-quality HRM system enhances employee's job attitudes and, in turn, their job performance, which then affects firm performance. The issue of performance contingent pay is concerned with the attachment of financial rewards to above-normal performance. High-performance work systems and HRM practices have been associated with various forms of incentive pay and the use of performance contingent pay as an impetus to enhance employee and firm performance (Aşkun, 2023).
[bookmark: _Toc167021081]2.4 Factors Influencing Perception
Introvert or extrovert, human habits run the gamut of opportunities when it comes to conversation with the outside world. Human perception can either be more suitable or distorted, depending on numerous factors (Maria Biedma Ferrer & Aurelio Medina Garrido, 2023). These factors can become inhibitors to the correct belief of external activities by people. It is arguably universal that a person's work is one of the most important aspects of their life. As such, it is not difficult to establish that there is an infinite variety of their work into their life outside work hours. It therefore becomes apparent that there are numerous elements of modern-day employment that can affect the perceptions of a person (van Bussel, 2023). This is especially true of the service sector and more specifically the frontline people who are often the company's sole representation to the customer. High levels of interaction between people are likely to increase the frequency of observational assessment by employees of the reactions and behaviors of their superiors and subordinates. This much acute social comparison and the visible nature of all activities can serve to significantly increase the cognitive strain experienced by an employee in any given situation. A second aspect to note lies in the markedly emotional nature of most service work (Garg et al., 2021). A worker's influence can be strongly tied to his or her mood and emotions at the time of interaction, and it is often an emotional rather than logical analysis of events, considering that the decision-making process is often carried out with retrospective justification. This suggests that it is important to understand the impact of events and various situational factors upon the perceptions of service people, as it may have dire implications for their personal effectiveness and the outcomes of their work (Moheb-Alizadeh & B. Handfield, 2017). 
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[bookmark: _Toc167021083]3.0 Introduction
The research is conducted to ascertain employee perceptions on HRM to determine desirable and undesirable HRM practices which are currently being implemented by the banks in Bangladesh. Identification of various factors that determine employee perceptions on the existing HRM practices and the impact of such practices on employee performance, behavior, and attitudes is also one objective of this research. Considering all the objectives, the primary target of this research is to identify the precise scenario of HRM practices being actively or passively implemented by the banks and the impact of such practices on their employees. A suitable research strategy for this purpose is to conduct primary research by collecting information through a questionnaire to the employees of various commercial banks. This method aims to give a solid understanding of the employee perceptions on HRM and keep the process as focused and efficient as possible (Fletcher, 2019).
[bookmark: _Toc167021084]3.1 Research Design
Researchers carry out extensive work on this phase, where the nature of the research is evolved by the detailed planning to acquire accurate, reliable and valid data, addressing the very research questions effectively. It is also important to consider the cost constraints, time available and the access to knowledge. Hence designing the plan structure and strategy for research directly links to the success of the project (Detterman,2019). This study aimed to find out the perception of the existing employees regarding HRM division. The primary intention, as mentioned, is to identify the current status of HRM in the banking sector, its effectiveness and relevance to the employee and in view of its contribution to organizational effectiveness. From the academic viewpoint, the research would like to investigate if HRM in the organization is synonymous with what the management books prescribe. Based on the kind of information required, it opted for a research strategy which provided the best quality of information. Hence, the author had to choose Descriptive Research design to continue the work. It would be best to go for descriptive sort of research to get a better understanding of the scenario. This descriptive research would help us gain an insight into the prevailing situation and also get an understanding of the perceptions of the different employee levels. This will, in turn, be very useful for the next steps of the research.
[bookmark: _Toc167021085]3.2 Sample Selection 
This research seeks to find the bankers' perception about HRM in Bangladesh. In the due course, it is required to collect data from different segments of the population. The population of this study is to know the perception of the employees of all banks of Bangladesh. The sample has been selected accordingly. Particularly in this case, the universe represented the private and public sector banks in Bangladesh. But considering the time and cost constraints, it has selected five banks from the universe, three private and two public. Then the researcher moved to the employee segment of these banks. At the first step, it was required to know the distribution of the employees in the mentioned banks according to their designation. Primarily, it was thought to draw some simple random samples from each of the banks proportionate to the number of the specific designation position in the banks. 
But employees of different designations were found to be concentrated in specific departments. For instance, in the private banks, managers are mostly developed in the general banking activities rather than their specific branch operation department. Similar is the case for the officers. So, the simple random sample would not reflect the actual position of these employees. In that case, drawing simple random samples from specific departments would be biased as no list of employees was available according to their designation in the department. Finally, it was decided to select the employees through judgmental sampling, maintaining the uniformity of the sample across all the specific designation positions in all the banks in view of the consistency of the information. This judgmental sampling helped segregate the employees into different focused groups. The effectiveness of the HR practices is not the same for different employees. Newly recruited employees are primarily concerned with the recruitment and selection process. On the other hand, the old employees are more concerned with the internal mobility of the job. So, the HR practice has a different impact on different groups of employees. This requires collecting information from employees of different levels about the same issue. So, the researcher at first tried to sample a small group of employees of different levels from one of the private banks to see the impact of the HR practices. Then, different focus groups remaining more or less the same about the level of a few banks is formed. Knowing the want of a variety of information in this particular issue, sometimes some of the in-depth studies require more qualitative data. So, the researcher also tried to sample a few employees from time to time from different banks for more in-depth interviews.
[bookmark: _Toc167021086]3.3 Data Collection
In order to collect the data from the respondents, this research considered a few data collection methods which can provide the best result. This research used both primary and secondary data to meet the research objective. 
This research has collected the secondary data from the 
· Website, 
· Different articles, and
· Papers related to HRM in the Banking sector. 
The secondary information gives a clear view and history of HR practice in the banking sector. But for better data collection, this research used the primary data collection method. 
In primary data collection, there are two popular methods such as qualitative and quantitative methods. This research holds with the qualitative method. Here, the population was all the employees of banks in Bangladesh, and samples are easily accessible and varied in the level of knowledge and opinions regarding HR practice in the banking sector. It was convenient to collect the qualitative data because of the access to the bank. For the method of qualitative data collection, this research used the questionnaire method (given in appendices). Usually, a questionnaire has greater precision compared to other methods, and it is possible to present the same stimulus in the same way to a large number of subjects. A questionnaire is simply a 'paper and pencil' tool for collecting information, and with the support of a computer, it can also administer an automated questionnaire. In the present research, the questionnaires were distributed among respondents who were employees of banks in Bangladesh, in various branches and head offices in Dhaka city. The employees were requested to answer the questions and hand it back within a week. And mostly all of them answered the entire questionnaire and handed it back. Due to the presence of the researcher, the respondent might feel pressure to answer the question. But here, it was observed that the respondents were quite positive about the meaning and the relevancy of the study, and they all cooperated with the research and were quite interested to know the result of the research. A simple random sampling was employed in administering the questionnaires. This involved selecting the required number of respondents, that is, employees in banks, from the list of employees at each branch and head office. A random sample is the process of selecting the respondents from a population to be involved in the study where each and every one has an equal chance of being selected. So, from the method of the questionnaire, the research collected the data relevant to HR practice in the banking sector in Bangladesh.
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[bookmark: _Toc167021087]Chapter 04: Analysis and Findings
In this chapter, the analysis will be done to interpret the findings from the questionnaires. The findings are conducted by asking the employees of Bangladesh banking sector. The employees who took part in this research study were of non-management level and hence providing an accurate answer to the HRM practices. The comments and feedback will be written in the verbatim. The findings will be categorized into few parts. These are demographics, HRM practices, Training and Development and its impact towards employee's performances, the Pay and Benefits, which includes compensation and reward schemes, and the work and life balance and its relation with job motivation during crisis period in the banking sector in Bangladesh. Globalization has a significant impact on the methods organizations use to manage employees Aziz & Naima, 2021). Various HRM practices, particularly those linked to recruitment and selection, have been suggested as ways to achieve competitive advantage. HRM practices are more likely to enhance work motivation and commitment by shaping employee attitudes and behavior than by providing them with specific job-related skills (M. Golam Muhiuddin & Jahan, 2020). A survey of 318 employees and 42 line managers in the UK electricity and gas industries found that employee perceptions of HRM practices were positively related to affective commitment (which would lead to lower employee turnover) and job satisfaction, through employee perceptions of high-performance work systems. High-performance work systems are more comprehensive and integrated HRM systems which emphasize mutuality, where the interests of employers and employees are seen as being in harmony. Here is the analysis on the basis of the data received from the employees of different banks of Bangladesh and the researcher own observation. 
[bookmark: _Toc167021088]4.1 Communication of Policies and Procedures
	Communicates policies and procedures to employees

	Very effectively
	51%
	

	
	Somewhat effectively
	20%
	

	
	Neutral
	10%
	

	
	Ineffectively
	5%
	

	
	Very ineffectively
	14%
	


 A formalized communication system is necessary to apprise all the employees regarding different policies and procedures of HRM. In order to measure the awareness among the employees regarding different policies and procedures, the respondents were asked how well the communication of policy is being done in their bank. Most of them have responded with positively with 51% saying it is effective and 20% saying somewhat effective. But the matter of concern is that the employees were not aware of many of the different policies and procedures as it is stated by senior portion of the employee. They were hardly aware of the policies regarding recruitment, training and development, performance appraisal, promotion and transfer, and the employee relations. This suggests that a lot needs to be done in order to increase the awareness among the employees regarding different policies and procedures. It was further assessed through the interview process that the awareness of the employees regarding different policies and procedures were not the same for all employees. It varied depending on the job position and the length of service of the employee. New employees were mostly unaware of many of the policies and procedures. This is quite concerning as these policies and procedures are said to be the backbone of the HRM and employees are expected to get attached or identify themselves with the different policies or procedures. These different policies and procedures are part of the organizational culture and act as a social glue which makes different employees bind together. So if employees are unaware of the different policies and procedures, it is less likely that they will follow those, resulting in the failure of the HRM.
[bookmark: _Toc167021089]4.1.1 Awareness among Employees
This is the first step in the process of communication. For any policy to be carried out, employees must be aware that it exists. Once employees are aware of a policy, they can engage in behaviors that allow them to comply with said policy. More importantly, awareness of policies can act as a signal to employees (Aziz & Naima, 2021). Often times employees may interpret the existence of a policy as an indication of a specific type of behavior is expected of them. It may also signal to the employee how their employer will react to a given situation. For example, if an organization has a health and safety policy that is well communicated to employees, it is likely that employees will take it as an indication that the company cares about the well-being of its employees. On the other hand, if a policy is communicated poorly, it may lead to employee cynicism which may result in even lower morale. For example, an employee may see the real purpose of an expense policy as a means to avoid reimbursing employees. Public sector banks have always been stated to be over-regulated and change averse. For this reason, the researcher suspected that employees would be more aware of HR policies in the public sector due to their long-standing existence. The legitimacy of a policy and the manner through which it is implemented may have implications on the awareness of said policy. In this study, the legitimacy of HR policies was not evaluated; however, it is safe to say that employee awareness of policies can be influenced by how the policies were recognized within the organization.
[bookmark: _Toc167021090]4.1.2 Clarity of Communication
This section illustrates employees' perception upon the clarity of HR policies communication. Until and unless employees are aware about the policies and its consequences, HRM cannot expect employees to act in the desired ways. When it is compared with the other age groups on the clarity of communication, all groups viewed it as less clear. According to the respondents, the lack of clarity is due to frequent changes in policies and contradictory statements from administration. A Probationary officer mentioned: "The uppers change the policies according to their needs. What they say and the policy paper are quite different. Then if we question them about the disparities, they give us a better version of the changed policy. How can we rely on that?" A supervisor mentioned about his experience when he tried to understand a change in leave policy: "I went to the HR department for a clarification several times but got no concrete explanation. The next day I found out that my knowledge about the policy was incorrect. In fact, we have received no written notification about changes in policy. Now there is no email notification also because the previous email ID system has been changed."
[bookmark: _Toc167021091]4.2 Efficiency of HRM Division in Handling Employee Grievances and Concerns
	efficiency of the HRM division in handling employee grievances and concerns:

	Highly efficient

	20.%
	

	
	Moderately efficient

	19%
	

	
	Neutral
	27%
	

	
	Inefficient

	13%
	

	
	Highly inefficient

	21%
	


Employees of different job categories and educational backgrounds, having a good understanding of modern technology, require easy accessibility to the HRM Division. The majority of the employees who participated in the survey expressed that they have moderate access to the HRM Division. When asked how they would describe the efficiency of the HRM division in handling employee grievances and concerns 20.% of employees replied " Highly efficient," 19% replied " Moderately efficient," 27.% replied " Neutral," and 13.% replied " Inefficient." The rest 21% said highly inefficient. This often leads to higher job dissatisfaction and increased levels of stress. To correlate the findings, the key attributes suggested by respondents that affect easy access to the HRM Division are given in the following chart. A multiple response table, which carried the weight of each attribute based on Importance-Performance, was also filled out by the respondents. Based on the HP matrix, a few suggestions were provided in order to improve accessibility. It is quite evident that accessibility is very essential in order to proceed with further steps of grievance handling, and it carries a positive correlation with job satisfaction. Both the constructs of accessibility and job satisfaction are negatively correlated with stress levels.
[bookmark: _Toc167021092]4.3 Promotion of a Fair and Inclusive Workplace Culture
	Promotes a fair and inclusive workplace culture:

	Strongly agree

	15%
	

	
	agree

	19%
	

	
	Neutral
	13%
	

	
	Disagree

	20%
	

	
	Strongly Disagree

	33%
	


The findings showed a significant uncertainty regarding the nature of diversity and inclusion initiatives that were being employed within the banks, which may have led to skepticism or a lack of awareness of any such initiatives. It was suggested by one participant that he believed such initiatives were linked with only top management level executives and not at the lower-level employees. This suggestion was also reflected in the fact that participants were unable to provide any further details of specific initiatives. Respond from the questionnaire shows that most of them are strongly disagree or just disagree that the HRM division promotes a fair and inclusive workplace culture which is almost 53% in total. If we take this as the starting point to work on, although perceptions may be negative the fact that there is a suggestion that initiatives are being taken at some level suggests that it is indeed possible for the actual employment of more initiatives which can have a positive impact. This is a positive sign for HRM. Many of the employees that participated in interviews mentioned that they were not aware of any specific diversity and inclusion initiatives that HRM had employed within their respective banks. In fact, only one participant mentioned an initiative that was being employed in his bank wherein physically challenged individuals were being targeted for employment. The rest of the participants seemed to suggest that there was a lack of explicit initiatives being taken and the general notion was that adequate actions were not being taken to promote diversity and inclusion within the workplace. This perception does not bode well in the case to the HRM division given that fair employment and promotions, along with diversity initiatives (which are considered as an HRM practice) are strong predictors of higher attraction to the employer. This brings to light the comprehension of such practices by employees and well as their overall impact.
[bookmark: _Toc167021093]4.3.1 Diversity and Inclusion Initiatives
Human resource management division of the banking industry has taken up a few initiatives to develop, promote, and maintain a fair and equal workplace culture. The importance of diversity and inclusion are essentials in fostering a culture of mutual respect and it is at times being offhandedly defined. However, in a study, it has indicated the necessity of diversity management to be clearly defined as it produces positive results for organizations. These results were supported by legal and social responsibility arguments, resource-based and task dependency arguments, as well as the contact hypothesis. To diverse employees being able to work effectively with each other in a company, it does not necessarily require the management to have the same perspective on dealing with diversity issues, but it certainly needs a common understanding of the issue. This is due to avoiding any misunderstandings and friction between the management and returning, it would have a positive impact on the employees. A study has mentioned that having a common understanding of the diversity issue, it would be possible to set the same standard of fair treatment for all employees irrespective of race, gender, or religion. This is where the promotion of a fair and equal workplace culture comes into place. In this, it was found that HRMD has the concept of diversity within their recruitment by having employees from a multi-ethnic background. An informal interview with one of the HRMD personnel, it was said that "We are the largest industry in the country and we employ all levels of people from different backgrounds. It is crucial for us to have people from diverse backgrounds to enhance our service to customers." This concept is well supported by many of the researcher. It mentioned that representation of diversity within the workplace enhances an organization's image, gives better service to the customers, and it would even bring in new market opportunities. This is true as the employees who cater to their own community will excel in enhancing their service to customers. This is due to better understanding and communication between the employees and customers.
[bookmark: _Toc167021094]4.4.2 Employee Feedback on Workplace Culture
Employee satisfaction is a step towards employee retention. Satisfied employees tend to spend more of their time at the workplace. In order to retain quality employees, maintain competitive advantages, and meet the organization's goals, employee satisfaction is a crucial factor. Employee feedback about the workplace culture is valuable for any leader. It gives insight on how to improve or recreate a successful culture. Positive cultures can increase job satisfaction and therefore productivity. A positive workplace culture can make an organization more appealing to prospective employees. An attractive workplace culture can also help with employee retention. By employing positive workplace culture, an organization can reduce absenteeism and job turnover, which can be motivation to look at how to increase the satisfaction of its employees. This culture can define an organization and resides in the heart and soul of its employees. An example of the effects of culture could be seen in an incident where a foreign exchange trader for the Bank of England was fired after 23 years of employment in the wake of an investigation into allegations that emerged from a large group of his colleagues. This is an extreme example of how powerful a workplace culture can be, and this is why it is important to create and maintain a positive workplace culture.
[bookmark: _Toc167021095]4.4 Selection and Recruitment Practices
One of the main objectives of HRM is to create an environment of fairness where all employees have an equal opportunity to succeed. Equal opportunity is also an ongoing management process to ensure that all individuals have an equal chance to be employed, trained and promoted; and that they are not discriminated against on the basis of race, colour, disability, sex, religion, marital status, nationality or age. Traditionally in Bangladesh banking sector discrimination and biases are very common in the process of recruitment and selection. Banks prefer to recruit family members of the existing employees or someone who knows the management thus blocking the opportunity of the truly deserving candidates. This is a very common scenario among the state-owned banks. Others require recommendations from influential people which is incidentally a way of getting in through a backdoor. Although it's a common scenario for employment in Bangladesh not only in the banking sector but also in all other sectors these are actually denial of equal employment opportunity. The banking sector is constantly evolving and the procedures and policies for 
	Promotes a fair recruitment and selection practices 
	Strongly agree

	12%
	

	
	agree

	17%
	

	
	Neutral
	23%
	

	
	Disagree

	23%
	

	
	Strongly Disagree

	25%
	


recruitment are much more sophisticated than before. 
Due to avidity to cut recruitment costs many banks do not advertise for jobs of contractual or part time nature. They recruit people in those positions through personal references. Job seekers who are unaware of such recruitments are deprived of those opportunities. It was also evident from the survey findings. The response from the employee has shown a similar pattern.
[bookmark: _Toc167021096]4.5 Compensation and Benefit Practice
Compensation and benefit practice are quite common in all banks in Bangladesh. All the bank have their own policy for their own for both private and government banks. It has been observed that all the employee are well aware of that and they are quite happy about whatever they are getting in return of their service.  Response from the employees shows that most of the them think that HRM division provide fair compensation and benefit to them which is around 53% of the total response. All other option has got the rest 47%. Where 20% somewhat agree with that notion. So most of them are with that notion that HRM division provide fair compensation and benefit.

[bookmark: _Toc167021097]4.6 Perception on Training and Development Issues
The HRM branch and the employees of the banks do see the positive side of training and development programs. The initiatives that are taken are seen as the bank's investment in the employees themselves. Also, the employees feel a certain amount of job security with the notion that it is not worth the bank's while investing in an employee that is willing to leave in the near future. Other than the job retention and personal development issues, there is no concrete evidence of the impact of training on the performance of the employees as an individual or the increase in productivity for the job as a whole.
	Employees on receiving adequate training and development opportunities from the HRM division to enhance skills

	Yes, regularly

	57%
	

	
	Yes, occasionally

	26%
	

	
	No, rarely

	8%
	

	
	No, never

	9%
	



Methods of training are, for the most part, casual and sporadic. Staff are often sent to coaching institutes head office branches of the bank. Once the training has been completed, the trained staff is subject to the retention issues outlined above. Often, by the time the staff have completed the training, they have found a new job with another bank that is able to pay them more money. The majority of training is said to be done in Dhaka, as there are no established training institutes in other cities and/or regions of Bangladesh.
[bookmark: _Toc167021098]4.6.1 Availability of Training Programs
HRM practices and programs are being implemented in various organizations in Bangladesh, few have gone through rigorous evaluations and reviews. The formal evaluation of HRM practices is scanty in the context of Bangladesh. Training and development are an important HRM function and its effectiveness has direct association with overall productivity and effectiveness of HRM division. At present the banking sector of Bangladesh has placed a large emphasis on training and development. All the local and foreign banks operating in Bangladesh have training and development programs. Despite this being the case, the perception of such availability of training and development varies depending on the staff or the employee. This variation of perception can be harmful and costly to the organization. Therefore, it is important to assess what employees of the banks perceive and whether that perception is positive or negative, concerning the availability, level and quality of training and development programs. When training and development programs are made available to employees, it is often though not always the case that a percentage of these employees will attend these sessions. But this in itself does not signify that the training and development opportunities are favorable to the employees. Often situation with banks in Bangladesh the training provided is off the job, which means that it takes place away from the working environment. Now although off the job training offers the trainee a chance to learn in a less stressful environment, many trainees may find that they cannot fully concentrate on the training due to excessive work load and pressure to perform well at the job. This is often the case with bank employees in Bangladesh where off the job training is planned during the weekend. Although the trainee may appreciate the effort of the training facilitators, it may serve as a deterrent for future training opportunities. At this point it may become quite difficult to distinguish whether the availability of training program is lacking or that the training is not considered to be beneficial for the employee or the organization. This can be labelled as a level issue in that, the training is available but it does not serve the purpose of developing employee skill, helping employee on a personal level and enhancing job performance.
[bookmark: _Toc167021099]4.6.3 Impact of Training on Employee Performance
The above explanation can be related to career development, which is a long-term effort to manage learning, knowledge, and experiences to position oneself in the job. As HRM defines career development, it is a process facilitated by the organization for improvement in employees' careers, involving a sequence of jobs that a person holds during his lifetime. The in-depth knowledge and skills acquired by the employees can also be beneficial to the bank in terms of succession planning. If the employee is effective in his job and has high potential, he will be able to take up higher responsibilities in the future, thus filling up higher-level vacancies expected because of retirements, resignations, or the creation of new positions. Development of an individual translates to an overall improvement in his personal and professional life. It has been stated earlier that training increases the knowledge of the employee, thus improving their skills. With the knowledge and skills, they have acquired, they are better able to handle different situations that arise, providing solutions to problems and thereby increasing their confidence level. A high level of confidence will enable employees to take up challenging tasks in their careers, which will help them reach their goals.
Employees are indebted to the bank for providing training as it leads to an increase in employees' knowledge about their job and presents a pathway for career advancement and development. A well-trained employee will be more capable and will better understand his job, resulting in higher efficiency and eventually having a positive impact on his job as well as his morale. All this will result in high job performance, which would be beneficial for the employee as well as for the bank.
[bookmark: _Toc167021100]4.7 Perception on Performance Appraisal
Construction is a process to produce something as a composite of various parts and systems in the form of a building. The project is established in a certain period in which work organization and management hold an important role in determining how far the purpose of the project can be reached. In this case, work organization and management can affect how the employer can accomplish their work and their work result. A good work organization and management can result in work productivity and a good work result. To achieve a good work organization and management, an approach should be conducted to determine which aspect of work organization and management is still in a low condition so that an enhancement can be taken to increase the aspect. This research, titled "A Study Employees Perception Regarding Human Resources Management Division in Banking Sector of Bangladesh," is conducted in the banking sector because it represents a formal organization with all the systems involved, and on the other side, almost all of the banking sector faces tight competition among others, so they demand a very good work result from their employees. Human resources management itself is a process to manage the employee to accomplish the organization's goal. It covers all aspects of human resources, from employee placement to the employee quitting from the job. The division of human resource management has the role to ensure all aspects of the system are running well so that the organization can achieve the goal through the employee. This research is only focused on one division, the division of performance appraisal. This decision is made because performance appraisal has a central role in human resources management for managing an employee. Performance appraisal itself is a system to assess whether an employee's work has already achieved the organization's standard so that the employee is rewarded according to their work result. This performance appraisal system has provided a work standard to employees, so it needs to be associated with the employee's perception regarding the system because in reality, there are still many employee perceptions that are different from the system.
[bookmark: _Toc167021101]4.7.1 Clarity of Performance Evaluation Criteria
The employees’ perception of performance evaluation criteria was well examined. A major part of data collected shows that the employees were not very clear on the eligibility criteria of an employee to get a particular grade. In several MNC banks, promotion from one level to another is very slow, due to this, very often the employees have to carry the same job for more than the expected duration. 
	satisfaction with the performance appraisal process conducted by the HRM division?

	Yes, completely

	20%
	

	
	Yes, to some extent

	15%
	

	
	No, not really

	34%
	

	
	No, not at all

	31%
	



The study shows that most of the employees have to settle down to the same job for a longer period, even though they are expecting a higher position. Overall, most of the employees (around 65%) are not satisfied with the performance appraisal conducted by the HRM division. The thing that obstructs their promotion is not very clear to them. Some of respondents have shown their confusion in this eligibility criteria, and some are totally unaware of what should be the right qualification for a particular grade. Another issue is salary hike along with performance in the same grade. It was found that people are not very clear on how much the salary hike should be given, and it was found that many have got a very lesser hike than expected for the same performance. There is no definite evidence that can relate the performance and salary hike. A portion of respondents have shown that they are not clear with it. Another confusing issue is about the performance-linked role and increment of lower-grade employees into higher grade. Very often, people find it confusing what should be the performance-linked role for that particular promotion and what will be the criteria for skipping the grade and being directly promoted to the next higher level. Only 20% of respondents were satisfied performance appraisal.
[bookmark: _Toc167021102]4.7.2 Fairness of Performance Evaluation Process
The fairness in any type of the evaluation process is essential. In the fairness of the assessment instrument is crucial in order for the employees to be willing to do their best in the performance appraisal. By using fairness on the process, it will reduce or eliminate the person's perception that they have been treated unfairly will increase the chances of the positive feedback acceptance from the employees. Positive feedback is easier to accept for the employee who believes he has been treated fairly by the organization. If the employee perceived that their assessment has been influenced by their race, religion, sex, age or nationality this will led to discrimination issue in HRM, becomes a serious problem be the cause the employee who thinks they have been treated unfairly will have poorer result and reduced job satisfaction. This issue involving 629 employees of University of Wisconsin Hospitals/Clinics, where it was found that race was significantly related to various aspect of employee satisfaction with performance appraisal. Furthermore, the correlation between unfairness in the performance appraisal process and job dissatisfaction is moderate but negative. This is because the job requirement is getting higher than their salary, poor rate of salary increment and no promotion opportunities. These employees will probably going to look for job with other organization who can offer them better salary and promotion. This type of perception will not conducive for the job higher performance. The idea of getting raise or promotion has become the goal for every employee of any organization. But the result from this research is that there is negative correlation between perception of promotion and rate of promotion with satisfaction with performance appraisal. This happen for the employee who perceived that they have been treated unfairly, where they think they have been denied promotion because of race, religion, sex and others. But there is no solid evidence that this perception is entirely correct. This issue is closely related to the fairness of performance appraisal and must be given serious attention by the HR managers in ensuring any performance evaluation process can be done in way which is fair to every employee.
[bookmark: _Toc167021103]4.8 Recommendations for Improvement
In the current competitive environment, it is essential to have a well-motivated workforce for achieving desired organizational goals. Performance-based reward system is an effective motivational tool, and it makes the high performers feel valued, and this encouragement helps in improving their performance. But the current HR practice follows seniority-based promotion, and employees are not happy with the promotion policy. This has negatively affected their job commitment and also attitude towards promotion. Training and skill development is an ongoing process and essential for the continuous improvement of employee and organizational performance. But the growing trend in private banks to send employees for higher studies by freezing their jobs is not well perceived by the employees. They feel it hampers their career, and they prefer the bank sponsors their studies by giving study leave.
The banking sector in Bangladesh should take steps to enhance its human resources practices by addressing discrepancies in compensation, performance and career management, and training and development. Improving on these areas will help the Bangladeshi banking sector maintain an effective human resources system, which is vital considering the increasing competition banks are facing from both local and foreign institutions. Employee perceptions of HR practices in the banking sector must be improved. High HRM system perceived by employees have different positive effects on employee and organizational outcomes. This study has been able to identify what the employees of private commercial banks perceive about their HRM system. In general, the perception is not very positive. Employees are dissatisfied with the compensation and benefit system, and there are large discrepancies between the public and private banks in this perspective.
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[bookmark: _Toc167021104]Chapter 05: Conclusion
Keeping the research question in mind, as to how and where HR practices in the Bangladeshi banking sector have fallen short of expectations, it is difficult to furnish a conclusion as it will not be justifiable to rate HR activities in the Bangladeshi context. Rather, an effort has been given to find out the factors by which employees judge the effectiveness of HR. The concern banks should keep in mind is that the employees are part of the HR of an organization. What they think and how they perceive is directly related to the effectiveness of HR. In that sense, this perception analysis might help the banks to reformulate HR policies in the light of effective HR with relevance to the expectations. And if banks really think that effective HR can enhance employee performance and be the source of competitive advantage, they might ponder seriously on the findings. Perception is a psychological phenomenon and this research has mainly drawn a perception map of bank employees about different HR activities. This map will be a benchmark and in future similar research can be done to see whether this perception has changed and if changed, in which direction. So overall, this research can be a good initiation point for the enhancement of HR in the context of Bangladesh and might find utility in various academic and professional HR programs.
[bookmark: _Toc167021105]  5.1 Contributions to Existing Knowledge
Finally, an analysis of HRM perception in other service sectors in Bangladesh can be done using the banking sector as a standard. This study can help in comparative analysis.
The study will also serve as a foundation for other academicians and researchers who are likely to venture into this field in the future. Since HRM is a continuously evolving field, similar studies can be conducted over the years to find any changes in perception. This study can also be a platform for further qualitative and quantitative studies since HRM is a vast field.
It is believed that the findings of the study will carry high significance because there are very few studies that focus on the HRM perspective in Bangladesh. The study will help the policymakers in taking corrective measures based on the feedback from the employees.
Since the study on 'Employees' perception on HRM in the banking sector in Bangladesh' is based on spontaneous responses and opinions, it is likely that the findings are a reflection of reality. However, due to constraints, this research could not be conducted on all the commercial banks operating in Bangladesh. Thus, the findings of this study can be deemed to be a representative view instead of a universal view.
[bookmark: _Toc167021106]5.2 Limitations and Future Research
The use of samples may  raise some concern. It is understandable that respondents are considered as easy targets to be used as samples, being easily accessible at most times. Not only are they cheap and affordable to be used, but they are also easier to be controlled, given the fact that they are also within the same organization. This can be viewed as a limitation of this study. Future research may use the information provided in this study and apply it onto more employees for a more accurate result. This would mean that the conclusions drawn from this study can be compared to further conclusions made from this new study. 
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Column1	
Very Familiar	Somewhat Familiar	Not Very Familiar	Not At All Familiar	0.51	0.2	0.1	0.05	0.14000000000000001	
Column1	
Very Familiar	Somewhat Familiar	Not Very Familiar	Not At All Familiar	0.20399999999999999	0.188	0.27200000000000002	0.13	0.21	
Column1	
Very Familiar	Somewhat Familiar	Not Very Familiar	Not At All Familiar	0.15	0.188	0.13	0.2	0.33	
Column1	
Very Familiar	Somewhat Familiar	Not Very Familiar	Not At All Familiar	0.12	0.17	0.23	0.23	0.25	
Column1	
Very Familiar	Somewhat Familiar	Not Very Familiar	Not At All Familiar	0.56999999999999995	0.26	0.08	0.09	
Column1	
Very Familiar	Somewhat Familiar	Not Very Familiar	Not At All Familiar	0.2	0.15	0.34	0.31	
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1. Job Satisfaction:  

a. How satisfied are you with your current job role in the banking sector?  

       i. Very Satisfied  

       ii. Satisfied  

       iii. Neutral  

       iv. Dissatisfied  

       v. Very Dissatisfied  

  2.     Perception of HRM Practices:  

a) How effectively do you think the HRM division communicates policies and procedures  to employees?  

       i. Very effectively  

       ii. Somewhat effectively  

       iii. Neutral  

       iv. Ineffectively  

       v. Very ineffectively  

     

b. Rate the efficiency of the HRM division in handling employee grievances and concerns:  

       i. Highly efficient  

       ii. Moderately efficient  

       iii. Neutral  

       iv. Inefficient  

       v. Highly inefficient  

     

c. Do you feel that the HRM division promotes a fair and inclusive workplace culture?  

       i. Strongly agree  

       ii. Agree  

       iii. Neutral  

       iv. Disagree  
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       v. Strongly disagree  

 

d . Do you feel that the HRM division promotes a fair  recruitment and selection practices ?  

       i. Strongly agree  

       ii. Agree  

       iii. Neutral  

       iv. Disagree  

       v. Strongly disagree  

 

e . Do you feel that the  HRM division provide  fair  compensation and benefit ?  

       i. Strongly agree  

       ii. Agree  

       iii. Neutral  

       iv. Disagree  

       v. Strongly disagree  

   

    f . Have you received adequate training and development opportunities from the HRM  division to enhance your skills?  

       i. Yes, regularly  

       ii. Yes, occasionally  

       iii. No, rarely  

       iv. No, never  

 

    g . How would you rate the effectiveness of the training programs offered by the HRM  division in improving your job performance?  

       i. Highly effective  

       ii. Moderately effective  

       iii. Neutral  

       iv. Ineffective  

       v. Very ineffective  

 

h . Are you satisfied with the performance appraisal process conducted by the HRM division?  

       i. Yes, completely  

       ii. Yes, to some extent  

       iii. No, not really  

       iv. No, not at all  
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i . Do you believe that performance evaluations are conducted fairly and transparently by the  HRM division?  

       i. Strongly believe  

       ii. Believe  

       iii. Neutral  

       iv. Do not believe  

       v. Strongly do not believe  

5. Overall Perception:  

a. How would you rate your overall perception of the HRM division in the banking sector?  

       i. Excellent  

       ii. Good  

       iii. Average  

       iv. Poor  

       v. Very poor  

 

6.  Suggestions for Improvement:  

    a. What improvements would you suggest to enhance the effectiveness of the HRM  division in the banking sector?  

 

  Thank you  
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