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Respected Ma'am, 
With the utmost respect, I would like to declare that, by the grace of Almighty Allah and in accordance with the requirements of the BBA program at United International University (UIU), I have successfully finished my internship report on E-hrm practice and its consequences in PKSF.  
The information in the full internship report shows how I was able to learn through my experiences working as an intern at the Palli Karma Sahayak Foundation (PKSF) in Bangladesh, theoretical studies from a book, the organization's website, internet research, and the results of the interview sessions. By supplying the necessary and adequate material, I have done my best to produce an orderly and interesting internship report that will satisfy the required criteria. 
There for, it would be really helpful for me if you could provide your judgment. 
Sincerely, 
Tasmia Muzammel
111 183 041
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[bookmark: _Toc135325034]EXECUTIVE SUMMARY 

In the areas of sourcing and force running, typical unfathered administrative processes are prioritized by electronic human resource management or e-hrm. E-HRM is based on variously embedded prospects and forming circumstances, such as lowering training and development costs, accelerating HR planning, improving the quality of the workforce, and having a stronger strategic role for HR hypotheticals within the company. The implementation of e-hrm and the technology that supports it as a means of carrying out human resource-related plans, directives, procedures, and laws should influence on how human resource component functions in the long run. Additionally, the system supported by the HR base was transformed through the usage of E-HRM. The benefit of comparable e-hrm technology in Bangladesh. As a drawback, Asian nations could be too reliant on e-HRM operations and too significant to employ its technology without a suitable source of support for the e-HRM function and the absence of a construction basis positing efficient e-HRM-related technology. Additionally, this paper concentrates on many facets for comprehending the political advantages, disadvantages, and dangers associated with the deployment of e-hrm in PKSF at the moment. The Likert scale approach was used to create questions for the whole study while keeping in mind the existing context and E-hrm application. The questions were broken up into 5 levels of scales, with 1 denoting a strong disagreement and 5 denoting a strong agreement. To analyze the findings, the descriptive method has been used to generate a more accurate analysis. Also, pie charts have been conducted to provide better visualization of the responses. The recommendation has been conducted depending on the responses that have been collected from HR officials of PKSF. 

Key Words: E-HRM, HR process, Automation, Human resources, Technology, HRIS







Table of Contents
Letter of Transmittal	3
Acknowledgement	4
EXECUTIVE SUMMARY	5
CHAPTER 1 Introduction:	8
1.1 Background of the Report	9
1.2 Rational of the Report	9
1.3 Scope of the Report	9
1.4 Objective of the Report	9
1.5 Methodology of the Report	10
1.6 Limitation of the report:	11
CHAPTER 2 LITERATURE REVIEW:	12
CHAPTER 3 ORGANIZATIONAL AND INDUSTRIAL OVERVIEW:	18
3.1 Historical background of the organization:	18
3.3 Impact of E-hrm on Government Organizations:	25
Chapter 4:  Analysis and Findings of the Study	26
4.1 Descriptive Analysis:	26
4.2 Graphical Interpretation:	29
Findings	37
CHAPTER 5 RECOMMENDATIONS AND CONCLUSION:	38
Recommendations:	38
CONCLUSION	39
REFERENCE	40
APPENDIX	41












figure 4.2  1	28
figure 4.2  2	28
figure 4.2  3	29
figure 4.2  4	29
figure 4.2  5	30
figure 4.2  6	30
figure 4.2  7	31
figure 4.2  8	31
figure 4.2  9	32
figure 4.2  10	32
figure 4.2  11	32
figure 4.2  12	33
figure 4.2  13	33
figure 4.2  14	34
















[bookmark: _Toc135325035]CHAPTER 1 Introduction: 
[bookmark: _fy64ljseocus]When it comes to assisting human resource operation procedures, e-HRM offers competitive benefits. It guarantees quicker, cheaper, and easier HR effort completion and aids in all forms of strategic, functional HR operation activities. To solve HR issues, it helps to make additional wise and smart judgments. Only if the system is endorsed or acclimated in an association immediately and more effectively will all these advantages of e-hrm be accomplished without any hitches. However, there are several challenges and difficult problems with implementing and integrating e-hrm globally. In one of Bangladesh's most well-known microfinance firms, PKSF, the impact of e-HRM relinquishment was examined in this study to determine its causes. The current study has advanced our understanding of human resource management by providing critical perception and a limited grasp of the factors that influence a director's choice to use electronic human resource management in both a developing nation and a government organization.  The study's findings revealed that the major predictors of the abandonment of e-hrm are the employee's characteristics, top operation support, IT structure, comity, and assiduity pressure. However, the results of this study also revealed that the organizational relinquishment of e-hrm is not impacted by the complexity of the system used by the employees. To determine the extent to which these factors' effects are related, fresh research is also required. Since conventional HRM has recently increased its focus on the strategic operation of associations through a major investment in strategic pool analysis and information sharing to accomplish organizational goals, performance in the current knowledge economy is linked to organizational success. Human resource technology like E-HRM, HRIS (human resource information systems), etc. are largely to blame for this trend. Some experimenters asserted that E-HRM, web-grounded HRM, and HRIS are all terms that may be used interchangeably. E-HRM is typically described as an integrated information system that includes some HR functions, such as staffing, planning, selection, and reclamation, as well as data on training and development, salary raises, employee relations, and so forth. Some factors influence how HR directors enforce e-HRM. According to earlier studies, there hasn't been much research on the factors that influence the adoption of electronic health records, especially in developing countries like Bangladesh. Therefore, the use and functioning of e-hrm in Bangladesh might be viewed as the innovation stage. E-hrm was reportedly implemented at significant associations in Bangladesh five times in the past. However, as of right now, it only operates partially and in a few significant associations. However, the e-hrm's benefits outweigh its drawbacks. Directors and employees in Bangladeshi businesses are reportedly prepared to embrace the e-hrm system if it is put into place. However, it is difficult to commit to E-HRM in Bangladesh.  The major goal of this study is to identify the factors that have the most impact on executive choices to implement e-hrm in Bangladesh's government sector.   

[bookmark: _Toc135325036]1.1 Background of the Report
The purpose of this study is to shed light on how I complemented my three-month internship at Palli Karma Sahayak Foundation (PKSF). It contained practical work and related theoretical knowledge during my academic studies at United International University. As an intern got the opportunity to learn many corporate routines works during my working period at PKSF. In the following parts of the report, a summary of the overall experience has been provided. 
[bookmark: _Toc135325037]1.2 Rational of the Report 
The major contribution and focus of this report were to point out and focus on how the concept of e-hrm differs from theoretical studies and in actual corporate work. The differences among theoretical perspectives of HRM studies have been identified.  To generate different data from the HRM department some meetings were conducted with the employees. 
[bookmark: _Toc135325038]1.3 Scope of the Report 
The report's breadth is simply insufficient due to several restrictions. As E-hrm is a fairly broad topic, the statements might not stress every facet of it. This study has made an effort to evaluate how well the PKSF E-HRM application is working.
[bookmark: _Toc135325039]1.4 Objective of the Report 
1. Primary objective: The main goal of this study is to determine how E-HRM has affected the function and skills of HRM in PKSF.
2. Secondary objective: I have concentrated on comprehending the following as secondary objectives: 
• Being aware of how Ehrm may affect PKSF's entire HR operations as a government agency. 
• Clearly state the opportunities and difficulties that the department experiences daily.
• Recognize the relevance of EHR operating differently from the human resources division and how technology is used in PKSF.










[bookmark: _Toc135325040]1.5 Methodology of the Report 
The full internship report serves as a demonstration of how E-HRM is used in a government organization and if its implications can be carried out based on market research from my internship experience at PKSF. This report has been created based on the examination of the facts and information from the job experience and research. The following is a breakdown of the data collecting, sampling, and analysis methodologies:      
 
Data type: primary vs secondary 
Primary data was mostly employed since the internship report was compiled primarily using information from collective work experience and academic knowledge. However, secondary facts were employed to comprehend the organization's historical context as well as the industry environment.
· Primary sources:  On-the-job training experiences and direct interactions with the department's head, senior managers, and deputy managers. A questionnaire was used to gather information regarding employees' jobs, work cultures, departmental processes, limits, and recommendations during breaks from the office. To be transformed and used in this study, qualitative data was gathered through the talks. Observations made by the author and lessons learned on the job allowed for the recognition of distinct research components.
· Secondary sources: webpages that provide background information about the Palli Karma Sahayak Foundation (PKSF).  It also provided an overview of the development of PKSF throughout time.  Studies conducted in the past on the microfinance sector, PKSF Bangladesh, this country of Bangladesh, and the drawbacks of integrating e-hrm in Bangladeshi government institutions.  Relevant articles on the subject provided a comprehensive picture of what many authors from across the world believe after conducting a study and discovering the subject at hand.  The study's identification was aided by other pertinent publications.

a. Sampling technique or procedure: The entire human resource department combined with 8 members where there are 1 HOD, 2 managers, 4 deputy managers, and 1 trainee officer.   To conduct the analysis tried to choose the sample in such a way that can gather outside data. While collecting the samples everyone has provided their own opinion. HOD gave an overall view of the openings and pitfalls of the department along with precious perceptivity.

b. Data collection process: Likert scale questions from questionnaires have been used to gather data from a variety of viewpoints. Since scheduling devoted hours for the interview is challenging, I made every effort to make the most of my time spent at PKSF during the internship. To get their perspective on the subject and the scenario, various questions were posed at various points throughout the scenario. Data has been gathered to comprehend the state of HRM now, the potential of E-HRM in the future, and many other topics.
c. Data analysis technique: Due to the qualitative nature of the data that was gathered, several viewpoints on the same subject were obtained. As a consequence, I dissected the responses by looking at the many reading materials I was given, my personal experience, and historical tendencies. Consequently, they made an effort to back their arguments with evidence from the study.

[bookmark: _Toc135325041]1.6 Limitation of the report: 
The limitation of this study was there wasn’t much research content that included Ehrm and government organizations in Bangladesh which made a loophole in the whole research. Also, in the time duration proper research and observations couldn’t be made as per my interest. Throughout the entire externship, respected peer associates were so probative to help in learning through the job. Yet there were many limitations faced to prepare the entire report. They’re as follows:

· data confidentiality issues put barriers in the way of conducting the study freely.  

· The platoon was too busy managing several tasks to participate in crucial information that would have aided in the report.  

· This organization is still quite fresh to the idea of computerized HRM. rather than to other corporates in Bangladesh, so had to face a lack of sufficient data vacuity.  Conducting such a study within only 90 days is fairly delicate. A little further time would add further useful perceptivity to the study. Still tried to use the maximum opportunities got to complete the report. 












[bookmark: _Toc135325042]CHAPTER 2 LITERATURE REVIEW:
2.1 History of EHRM:
A method of implementing HRM strategies, programs, and practices in conjunction with the full utilization of online technology-based channels is known as "e-HRM." The use of information technology for networking and assisting at least two independent or cooperative actors in their collaborative performance of HR activities is known as e-HRM. E-HRM is the provision of HR services inside associations through the use of web-based technology. It offers details for the first areas of human resource management to extensively utilize information technology. As a result, E-HRM has grown to include almost all HR program delivery. The e-HRM system enables employees to utilize it for their growth, apply for new positions, and learn about all aspects of HR policy. Immolation of E-HRM is the inevitability to enhance services to HR department clients, including both personnel and operations, to increase effectiveness and cost-efficiency inside the HR department, and to enable HR to emerge as a strategic partner in reaching organizational aspirations. The most important benefit that can be deduced from HRIS is that it enables brisk decision timber, development, E-HRM refers to the use of various online and electronic methods, as well as software, to carry out HR duties. It is described as an online integration-infused computer-based method for gathering, processing, and analyzing data relevant to human resource operations. Numerous authors concluded that this technology has many advantages for both the human resources department and association members.  HR planning and management are made considerably easier since data is much simpler to keep, update, categorize, and analyze. Therefore, it is advised that e-hrm features include a way of providing thorough hr performances. Directors can convey pertinent sequences and numbers, make choices, and correspond with others with the use of e-hrm.
Several significant societal and business shifts came together to form e-hrm. First, to give directors and workers the tackle demanded to execute human resource deals online, particular computers had to be nearly widely available. An essential element of the structure on which E-HR could be constructed was particular computers. Second, for staff members and operations to profit from technological advancements, wide computer knowledge was needed. Three crucial kinds have surfaced as E-HR has grown which are:
1. Publishing information is the most straightforward and straightforward to apply. Automating deals is a point of further complex E-HR. The most advanced-HR models, incipiently, fully alter how HR is carried out within the company. Just releasing information is the foremost kind of E-HR. It’s a one-way road. Information changed between the operation or workers and the company. Generally, intranets are used as the main information distribution platform in this type of E-HR. The foremost attempts at information publishing concentrated on general information which is similar to established regulations and processes, benefits, directories of services, and current events.
2. The alternate, more advanced type of E-HR incorporates sale, process, and indeed force-chain integration atomization. This type of E-HR generally includes several different operation programs and constantly utilizes intranets and extranets. Paperwork is replaced with electronic input in this type of e-hrm. Directors and workers can modernize information, look up the necessary information, and make choices by gaining access to databases. Workers have access to a back-end database, for example, that offers information applicable to them, sim molar as paid time off supplements and balances, current benefit content, individual demographic information, work schedules, and withdrawal plan balances.
3. The third, and most significant position type of E-HR includes a change of the human means capability. From data to robotization to change E-HR starts to move past its further conventional attention. In the changing structure, e-hr frees the hr capability from its functional attention and sidetracks it toward a crucial Since e-hr is both tedious and expensive for utmost associations, the original step is to convert leaders that the advantages are more prominent than the charges. 
2.2 E-HRM Practices:  
The changes can be accomplished through different e-hrm sub-functions such as: 
· E-recruitment: 
E-HRM is essential in transforming how traditional HR functions. Reclamation, often known as E-reclamation, is one of the most frequent E-HRM procedures. The traditional hiring procedure is divided into the following iterative phases: defining the hiring needs; submitting the job opportunity and blessing; posting the job; submitting the job operations; webbing the operation; canvassing; pre-employment webbing; and extending the job offer and employment contract. It's a brutal and drawn-out successional process that happens step by step. Traditional selection and reclamation procedures involve extensive face-to-face interaction with reclamation organizations and hidden campaigners.  Indeed, since computer operations automate internal processes rather than supporting the process, improvement in effectiveness has not been taken into account in the support of computers.  The evaluation and selection steps are also a part of the hiring process, and they may now technically be automated. However, technology only has an impact on a few areas, like evaluation, online testing, and capsule surveys; human resources specialists still have the last say. When using online tests, it's also important to consider sequestration and security enterprises.
· E-training and development: 
Either way, employee training, and development is where E-HRM may be most beneficial. E-learning is defined as instruction that emphasizes literacy and is backed by information and communication technology. over the use of various multimedia, including audio, videotape conferencing, and linkages to webpages, training may be conducted over a company's intranet or the Internet, resulting in remote literacy. The benefits of this method are rather obvious. First, its rigidity, which is one of the qualities most valued by employees, enables students to select the time and location of study regardless of when or where they are as long as they have an internet connection. The rigidity of course formats and topics also degrades literacy's efficacy and quality. Second, there are several methods to decrease costs such as executive costs, travel expenses, event costs, and educational expenditures, which encourage the use of this training system among international associations.  E-learning is a hazy decision-making process in which it is difficult to accurately measure the specialized efficacy or the returns of an invention. There is no guarantee that the organization will be able to deliver lucrative performance even if it is successful in integrating the fashionable E-learning paradigm. Individual literacy processes should be seen as soft concerns because their outcomes are inherently impalpable. Although skills and abilities may only be in part quantified, it is always delicate to limit their impact on employee performance 
· E - performance management: 
The term "web-grounded performance operation," also known as "electronic performance operation," simply refers to performance operation conditioning that makes use of software that enables online performance evaluations. A performance management system's main objective is to regulate employee behavior and ensure that it is consistent with company objectives. These systems frequently assist managers in performance evaluations, feedback to staff, and performance measurement. It differs from systems that are computer-grounded yet have the same function. Although comparable technologies make an effort to automate paper form processes, neither the method itself nor the difficulties associated with traditional forms have been revolutionized. The efficiency and thickness of the entire process are increased by e-performance operation.  Information will be accessible to both directors and staff via the internal network system. The human resources team is now free to focus on additional strategic concerns without having to follow manual, paper-based procedures. Employees may now easily track their performance improvement with real-time performance data and respectable director reviews through helpful tools like 360-degree feedback. Line managers create higher-quality evaluations with the use of E-performance management tools as frequently as required to convey their employees' performance. They can also modify employees' aspirations and output to meet business goals and plans. More significantly, improved performance and better item adjustments will benefit the association as a whole.
· E-compensation benefits: 
Organizations can administer and monitor employee involvement in benefits programs using the mechanism provided by e-compensation. These often include withdrawal, compensation, insurance, and profit sharing. To complete this procedure, many pieces of information must be obtained and managed, including details on the accident or illness, the people involved, medical records, policies governing staff privileges, and government data. E-compensation is meant to foster a culture of fair hiring inside the organization, one that is built on adhering to performance evaluation criteria and the dimension system. With this concept, employees who obey corporate policies and produce outcomes in line with explicit instructions would receive fewer monetary incentives. Through proven, objective, and impartial remuneration, e-compensation aims to improve employee performance by feting effectiveness and effectiveness, bolstering corporate culture, and fostering cooperation and professional growth. In order to achieve a high-performance culture of efficacy and effectiveness in all goods and services, e-compensation creates a win-win scenario that benefits the firm, its personnel, shareholders, and visitors. 

[bookmark: _23vnenfls9cr]2.3 Advantages of E-hrm in Bangladesh: 
a. comprehensive online support: An electronic HRM system makes it easier to get comprehensive result and assistance with carrying out HRM tasks. In fact, this decreases time, labor, expense, and bias while improving speed, quality, delicacy, and efficacy of services.

b. Easy performance: It speeds up the majority of daily chores, including reporting on operations, providing decision assistance, and handling manual data, preserving specific lines of data, quickly analyzing data, and reporting.

c. Acceptable hrm communication: Hr communication is a part and parcel of ultramodern days. It's unlike other general communication of some departments. HR communication includes employer, hand, stakeholder, line director- hand, and so on. The electronic HRM system is a brisk, time-saving form of communication.  Tone- operation of Information A hand can get access to his particular data from any part of the world snappily in an alternate. It helps him to see the streamlined particular details and all other palpable-impalpable benefits. 

d. Green HRM: The electronic technology allows the database to maintain environmentally friendly, paperless filing and a repository of hand data rather than requiring millions of paper records.
e.  Supported hr development and research: Research and development assistance in Decision Support System DSS). Every exploration requires applicable data. Using an electronic HRM system assists in easy storing housing, editing, reclamation, and excerpting of data. All that data can be ready in hand and saved into mortal coffers operation software.  The electronic system enables an acceptable exploration, analysis, and development to make logical and quantitative decision timber, setting strategies for workers. Hence, this system simply confirms the delicacy of the data and lowers the possibility of preconceived decisions with private impulses in the decision.  

f. Automation of hand tasks: work conducted by man defines employees as ferocious activities particularly contrary to the same done by machines. The Technology grounded electronic hr. operation is the new window of converting homemade work to automation. The infusion of atomization of HRM function accelerates to exclude regulatory systems and introduces the tone-service system by reducing human work. As a result, mortal resource functioning becomes brisk, time-bound, and more effective than it was.  
g. Time spends by HR managers: encourages the mortal resource directors to spend their time in people operation exertion. Likewise, it allows directors to unite in strategic business partnering, advocacy, hand engagement, and strategy development with the mainstream business functions rather than remaining busy in the micromanaging function of so numerous executive workshops. 

h. Facilitating the process of strategic decision-making: piecemeal by the above benefactions, the electronic HRM is an effective means to facilitate the reduction of overhead cost, hand effectiveness, and lesser functional affair rather than spending further time in support executive functions and enables strategic decision-making process. The system is a proven, effective, more reliable, comfortable to use, a realistic way of establishing mortal coffers policy and practices 












[bookmark: _4n9sgn8mv7qg]2.4 Limitations of E-hrm in Bangladesh: 
a. Challenges adaptation:   A solid and effective adaptation of the electronic hrm system is a high concern in Bangladesh. The utmost critical factors of enforcing electronic hrm in a sanitarium and banking assiduity are the IT structure, support from the top operation, information system coffers capabilities, capacity of the stoner workers, perceived cost and charges, and pressure from rivals of the same assiduity. In an affiliated study, it has been set up that the interest and patronization from the top operation, the disinclination of popular spending, lower interest in technological inventions in hr functions, acceptance and lack of cooperation from functional directors, SBU Heads are some implicit challenges.

b. Security and secrecy: Electronic HRM systems may fall suddenly from security, the confidentiality of data as well as the resistance of the workers to use web-grounded tools.
 
c. Industrial and operational knowledge: shyness and lack of organizational mortal coffers, operation system, mileage, and strategic advantages are remarkable problems of enforcing the system.

d. Employee behavior and resistance: The station of non-adequacy, the feeling of reduction in homemade work, and perceived trouble of cutting affect hand to snare and manage up with the new system. Particularly the age-old workers tend to repel the uses of the digital system. Still, the topmost factor to come successful in this technological metamorphosis is the acceptance by its end stoner.

e. End-to-End IT assistance:  Insufficient setup of the IT system, attainability or dislocation in sanctioned network connections, failure of needed bandwidth capacity, timely supervision, lack of instant troubleshooting of the problem, and absence of follow-up of the problem are critical challenges of electronic HRM function.

f. Threat creations Sometimes a lack of control may make an association susceptible as well as dangerous by opening the door for data hacking and other types of criminality.






[bookmark: _Toc135325043]CHAPTER 3 ORGANIZATIONAL AND INDUSTRIAL OVERVIEW: 
[bookmark: _Toc135325044]3.1 Historical background of the organization:
A flourishing pastoral frugality that encompasses both agricultural and non-agricultural conditioning, including enterprise development, is one of Bangladesh’s recent profitable progress and strength. The maturity of development associations handled relief and recuperation programs during the post-independence period; latterly, they began to concentrate on precluding natural disasters. Still, effects started to change after the 1980s, and multitudinous government and non-government associations are presently working across the nation to promote sector-grounded diversified development. One similar association is the Palli Karma- Sahayak Establishment (PKSF), which was laid out in 1990 by the public authority of Bangladesh as a ‘not-for-profit’ association, enrolled under the Associations Act 1913/1994. The essential target of PKSF is to embrace and support similar exercises that will help with lessening pauperism, especially through work age. Credit extension, advice, and capacity structure for poor and low-income individuals were among the planned conditioning and services. These were to be carried out by precisely named mate associations (POS) comprised of meetly registered non-governmental associations (NGOs) and community-grounded associations (CBOS) in the nation. The PKSF has primarily concentrated on furnishing backing to the poor who don’t retain any reliable material effects or land. The following is the current vision of the PKSF, which has developed over time to contribute to the development of a poverty-free Bangladesh in which all citizens live humanely. Palli Karma- Sahayak Establishment (PKSF), a peak enhancement association, was laid out by the public authority of Bangladesh (GoB) in May 1990, for supportable pauperism drops through the business age. Fairly, PKSF is a “company not for profit” that was registered by the register by common stock companies under the 1913/1994 company act. The PKSF’s legal structure gives It the freedom and authority to carry out programs in a changing terrain, and run the business-like independent association. In the launch of its tasks in 1990, PKSF put forth the ideal of setting out independent work open doors in the rustic off-estate area and embraced the procedure of advancing a credit program for achieving this ideal. This credit program, which was started for the relatively poor in pastoral areas, has changed over time to meet the changing requirements of different corridors of society that are poor and has gradationally come an “inclusive backing program.” The relatively poor in both civic and pastoral areas, the ultra-poor, microbusiness possessors, and borderline and small growers are all included in PKSF’s current backing program. Services acclimatized to these poverty groups are handed out. To help the poor escape the smaller productivity bind, PKSF has included capacity building, technology transfer, value chain development, and other specialized services. PKSF, throughout the long term, has acquired top-to-bottom appreciation and important experience on a thematic-faceted corridor of impecuniousness. 
At PKSF, it’s of the utmost significance to ensure responsibility and translucency in all situations of its operations. It's essential to make good use of its coffers, both from a policy and perpetration point of view. According to its Articles of Association, two policy-making bodies make up the PKSF both the Governing Body and the General Body. The overall policy guidance and strategic directions for the prosecution of all PKSF conditioning are the responsibility of these two bodies. These bodies are made up of largely rewarded professionals with proven track records in the development sector, both on a public and transnational scale. 
The significant pretensions of PKSF are to:   
I. For the moderately and very poor, small and borderline farmers, and microentrepreneurs, support, promote, develop, and find sustainable employment opportunities;
II. provide financial assistance and institutional development support to suitable associations for enforcing sustainable business practices. inclusive fiscal programs to reduce poverty by creating productive employment openings for these groups; and to offer them backing that may be needed for enhancing their capacity, similar to services for threat reduction, education, health, and training. 
III. Enhance the POs’ (mate associations) institutional capacity and their capacity to sustainably give a variety of fiscal and non-financial services to the poor.
IV. support imaginative systems and reasonable gambles for working on the particular satisfaction of poor people and empowering them to carry on with a noble actuality.
V. Give the poor access to means and rights, help them diversify and ameliorate their means of subsistence, and boost their sense of tone- worth by giving them more options and independence. With the ongoing support of the government, mate associations, development mates, and most importantly, the impulsive support of the entrepreneurial people it serves, PKSF will continue to move forward toward its thing

The Vision of PKSF:
The vision of PKSF is a Bangladesh free of poverty; The dominant development and governance paradigm is equitable, sustainable, inclusive, and people-centered; and every citizen lives a healthy, well-educated, empowered, and dignified life.
The Mission of PKSF:
The goal of PKSF is to create policies and programs that address many facets of human existence and poverty: use a life-cycle approach to human development that takes into account the needs at every stage of life. 



        Organogram of PKSF: 
[image: ]

HRM practice in PKSF: 	
PKSF has developed separate hr department which carries on different functions of human resources such as: 
1. HR planning:  
HR planning is the process of determining the number of human resources needed to meet organizational and human resource goals. Organizational aspirations are restated into ideals through this procedure. According to PKSF, the company's people resources provide it a considerable competitive advantage in terms of expertise and gest. There is an executive department at PKSF.  The employees get thorough internal training both domestically and internationally. Each employee shall work 8 hours per day on the 5 effective working days of this association. They will often receive a seven-day vacation for festival leave. In general, PKSF compensated new recruits within 7 days of the next month. 
2. Recruitment and selection process: 
The process by which the association finds candidates for implicit employment is called recruitment. PKSF engages in various tactics and requires various types and figures of personnel, thus selection refers to the procedure used to try to discover aspirants with the requisite knowledge, abilities, capacities, and other qualities that enable PKSF realize their pretensions. For its hiring procedure, PKSF largely uses internal and external sources.  
For internal hiring, they employ:
a. Job posting: Employment systems, which notify workers about openings and required requirements and allow qualified employees to apply, include administration departments when internal job opportunities are advertised to employees. The messages are typically displayed on bank notice boards.  Qualifications and other information are often taken from the job analysis data. The job posting's objective is to persuade applicants to apply so that they may fill internal openings in the administration department and work toward certain goals. Not every position has a posting. In addition to entry-level employment, senior management and top staff positions may be filled on the basis of merit or through external recruiting.

b. Deportation of human resources: Workers who are leaving their jobs are a common source of infants that are ignored. Because they can no longer perform the standard 40-hour workweek, many employees quit. The most frequent causes are obligations related to school, daycare, and other responsibilities. If their obligations or work hours could be changed, some people may unwillingly stay. Instead, they resign when a shift to a part-time position may allow them to keep their valuable skill and training. In fact, a brief leave of absence may meet the employer's immediate and some future recruitment needs if part-time work isn't the outcome.   

c. Employee recommendation: Staff members are free to recommend job candidates to the Administrator division. Employee recommendations have a number of benefits. Workers with hard-to-find job skills can be the only ones who carry out their duties. Although Hand's referrals are great and legitimate in a Reclamation sense, they have a tendency to keep the workforce's rise, persuasions, coitus, and other qualities the same, which might potentially result in Charges of demarcation.
For external resources they mainly use: 
a. Advertising: The most popular and widespread method of hiring from the outside is through an announcement. The adverts in periodicals and professional journals include in-depth information on the association, kind, and nature of the employment post, the necessary abilities, the anticipated credentials, and the expected experience, among other things. This makes it easier for a person to evaluate themself against the requirements of a job and apply for positions that best suit his aesthetic.
b. Management advisor: A number of privately operated businesses serve as a liaison between the novice and the novitiate. These businesses assist the association in hiring professional, specialized, and managerial staff. They are experts at keeping middle- and top-level directors on staff.
c. Direct reclamation: known as plant gate reclamation, is a significant source of recruiting, particularly for unskilled workers who are paid on a daily pay envelope basis. The corporation then posts a notice about the open positions on a notice board or a factory gate, simulating the aspirant seeing it and applying for the position directly.

3. Training and development:  Training considers to planned trouble for company to grease the literacy of job-related knowledge and skilled employees. The thing of training sweat is for workers to master the knowledge, chops, or capability emphasized in the training programs and to apply it in the day-to-day conditioning.  Training and development can be initiated to address a performance gap (learning demanded to meet performance norms for a current task or job), a growth gap (learning demanded to achieve career pretensions), or an occasion gap (learning demanded to qualify for a linked new job or part). Education is the process of adding the position of knowledge and understanding. The training addresses ‘know-why’.  utmost of the associations is concerned about the know-how of workers. They’re most concerned with hand training. As I know, the Training Department Omid-level associations are largely concerned with nonstop training and development of the workers. 

4. Performance appraisal: Employees and management collaborate during the performance management process to plan, monitor, and assess each employee's objectives, long-term goals, job trajectory, and overall contribution to the business. This process is ongoing, and there are frequent meetings where management and staff may provide and receive feedback.  The four phases of PKSF are the key areas of focus:

a. Planning: The planning phase of the performance management process is where it all starts. The job itself has to be defined by HR and management, including a thorough explanation of long and short-term goals, essential objectives, and a clear criterion for how those goals and objectives will be measured. Clear performance criteria should be established, and goals should be written in the SMART objectives specific, achievable, quantifiable, relevancy, and time-based  
b. Coaching: The next stage of the performance management process starts once the job's requirements and future goals have been established. The coaching process is crucial and has to be done frequently. Meetings should occur at least once every three months, although monthly meetings are preferred. As the performance management process progresses, managers should review objectives to determine whether any revisions are necessary, as well as pay attention to chances for career advancement for their staff.

c. Reviewing: There should be an employee review, also known as a performance evaluation, at the conclusion of the yearly performance management cycle. These are often conducted once a year to assess the employee's performance during that time. To demonstrate the employee's development over the course of the year, a clear record from prior check-ins should be available. The purpose of the monthly check-ins is to assist the employee with problem-solving, goal-adjusting, and other duties that are forward-looking. The sole action that looks backward to evaluate the actions of the previous year is this performance evaluation.
d. Reward and recognition: Reward and recognition are the last steps in the performance management process. This phase is crucial because if employees don't have a reason to be driven, they won't. Although it most certainly will entail monetary remuneration, this is not a requirement. New tasks, company-wide acclaim, vacation time, or leadership possibilities might all be incentives.





















3.2 Industry Scenario: 
Bangladesh is the colonial global leader in the adoption of the ultra-modern concept of microfinance. In many nations, microfinance has emerged as a crucial industry for providing the poor with financial services including savings, credit, insurance, remittances, education, skill development, social awareness, etc.  Micro credit organizations were created in order to provide financial services to the underserved who are not otherwise served by commercial banks and insurance firms, thereby enhancing their well-being and empowering them. More specifically, microfinance has improved the lives of the underprivileged, especially women. Due to their superior propensity for prepayment than males, a significant portion of loans are given to female borrowers. The expansion of their businesses, an increase in employment, a rise in communal participation, and the acceptance of women as valuable members of their families and societies were all results of studies showing that women are more likely to reinvest their earnings in the business and in their families.  According to a research, NGOs started credit programs in the middle of the 1980s, and their conditioning significantly rose after 1990. Some Nationalized Marketable Banks (NCBs) and Specialized Banks like Bangladesh Krishi Bank (BKB0) and Rajshahi Krishi Unnayan Bank (RAKUB) have been encouraged by the increase in the number of collateral-free microcredit disbursements by MFIs. Grameen Bank, BRAC, ASA, and Proshika are the four major players in Bangladesh in terms of MFI members and requested shares. Even yet, two cataracts and a typhoon caused these four MFIs' historically high portfolio quality to decline in FY08.  The Palli Karma Sahayak Foundation (PKSF) has inaugurated a new era in Bangladesh's microlending history. PKSF has been formed as a meridian microcredit institution of the nation and offers organizational assistance, training, and funding to borrowers. It also oversees the credit and begins financing this request through its partner organizations. With a significant emphasis on financial ability, PKSF has effectively helped to broaden the reach of microfinance.








[bookmark: _Toc135325045]3.3 Impact of E-hrm on Government Organizations:  
  
Decision-makers and political unrest are two examples of external influences that commonly have an impact on organizations in their environments. HR directors create internal organizational structures and practices that are adaptable enough to respond to these influences. Dealing with outside pressures is the major driver behind these activities. On the other hand, research suggests that political systems with political influence on decision-making and power struggles have an effect on internal processes.  Organizational politics, which are a special area of employee interactions, have a political effect that leads to the HR system being converted to E-HRM (Electronic- Human Resource Management) for interesting reasons.  Budget distribution, confrontations between top management and staff in functional positions, and employee job-loss retaliation are all examples of political influence. In this investigation, several studies show how workers interpret these scenarios and how workers comprehend political viewpoints on e-HRM implementations in their public sector firms. Because the government is taking into account the difficulties of transubstantiation, they are converting HRM to e-HRM systems. Political perspective has been conceptualized as one of the external forces that cover government opinions on public sector organizations.  Because of this, political leaders must take into account financial constraints imposed by the government, the influence of labor unions, and organizational capacity while attempting to convert HRM methods to electronic ones in the context of developing nations like Bangladesh.  Governments, one of the stakeholders, are in charge of making it easier for various ministries to implement e-HRM in what are known as public sector companies. Since organizations heavily rely on political leaders, policymakers, and strategic decision-makers for the provision of an acceptable budget to support the government designs financially and desire that leads to perpetration success, the stakeholders play a crucial role in the effective implementation of e-HRM. For this reason, the government must maintain financial support for and investment in information and communication technologies (ICT). 






[bookmark: _Toc135325046]Chapter 4:  Analysis and Findings of the Study
[bookmark: _Toc135325047]4.1 Descriptive Analysis:
The purpose of the study is to determine "the Impact of E-HRM on the Role and Competencies of Human Resource Practices in PKSF." Primary and secondary data sources are employed in the investigation. A questionnaire is used to gather primary data. Six HR officials were chosen to reply to the 14 questions that were written. Out of the six responses, five were men and one was a woman. the outcome was then put into a table.
The characteristics impacting E-hrm applications in PKSF were built into a standardized 5-point scale questionnaire. In this case, a five-point scale was employed, with 1 denoting strongly disagree and 5 denoting strongly agree. Since the table doesn’t provide clear interpretation of the responses, pie charts have been conducted for a better graphical interpretation. 
Results and discussion: 
	

Question no
	

Particulars
	Strongly 
disagree
	Disagree
	Neutral 
	Agree 
	Strongly 
Agree 

	
	
	
	%
	
	%
	
	%
	
	%
	
	%

	1
	All departments and business units use identical Ehrm software.
	0
	0.00
	1
	14%
	3
	41%
	1
	16%
	1
	27%

	2
	The daily operations of HRM are supported by the e-hrm application.
	0
	0.00
	0
	0.00
	2
	21%
	2
	33%
	2
	46%

	3
	The HRM decision-making process is supported by e-HRM applications. For instance, developing personnel policies and procedures, processing staff hires, and employee recognition schemes.





	0
	0.00
	0
	0.00
	1
	10.5
	1
	16.5
	4
	73

	4
	HRM forecasting is supported by e-HRM applications. For instance, personnel recruiting tactics, budgetary analysis and evaluation, approach to job reclassifications, and creation of job content for new staff roles.


	0
	0.00
	0
	0.00
	2
	19%
	1
	33%
	3
	48%

	5
	Ehrm application seeks to make it possible for managers, HR workers, and employees to self-serve.
	0
	0.00
	0
	0.00
	1
	11%
	3
	46.5%
	2
	42.5%

	6
	E-HRM aims at reducing the organizational costs of HR practices

	0
	0.00
	0
	0.00
	0
	0.00
	0
	0.00
	6
	100%

	7
	the training needs are identified by ehrm
	0
	0.00
	0
	0.00
	1
	10.5%
	4
	62%
	1
	27.5%

	8
	Ehrm streamlines and automates HR procedures while coordinating employee goals and development with business objectives.


	0
	0.00
	0
	0.00
	0
	0.00
	3
	45%
	3
	55%

	9
	Ehrm seeks to improve organizational performance by assuring top-notch work.
	0
	0.00
	0
	0.00
	0
	0.00
	2
	26.5%
	4
	73.5%

	10
	E-HRM applied to keep up with rapid changes in a business environment through a rapid decision
	0
	0.00
	0
	0.00
	0
	0.00
	2
	26.5%
	4
	73.5%

	11
	E-HRM applications are based on company-wide standard HR processes and practices
	0
	0.00
	0
	0.00
	2
	21%
	2
	33%
	2
	46%

	12
	Employees of PKSF can get the information they want via the website created by company.
	2
	11%
	0
	0.00
	0
	0.00
	2
	27.5%
	2
	61.5%

	13
	In order to fulfill the requirements of all workers and continuously enhance performance, PKSF offers training courses through E-HRM.


	0
	0.00
	2
	13%
	2
	22.5%
	2
	64.5%
	0
	0.00

	14
	E-HRM at PKSF assists intermediate and higher-level management in making decisions. 


	0
	0.00
	0
	0.00
	5
	73%
	1
	17%
	0
	0.00



[bookmark: _Toc135325048]4.2 Graphical Interpretation: 
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[bookmark: _Toc135325049]Findings 	of the Report

· E-HRM allows easy access to information that is not easily accessible by everyone

· Provides transparency among employees and the organization by increasing the availability of policies and organizational rules and regulations.

· Usage of e-hrm applications to increase the productivity and efficiency of work rather than decreasing the importance of human resources.

· To boost the effectiveness of the HR department, decision-makers in the business did their utmost to clearly describe the necessary regulations for the managers to explain. The system was effectively implemented as a result.

· By implementing the E-hrm program, the organization has created the needed balance to ensure the role of higher-level management in decision-making.

· This procedure has had a good effect on the organization since it enables us to reduce the number of complaints brought up as a consequence of procedural errors.

· The rapid changes that are being conducted in the market and to cope with those changes which will bring effective results for the organization, efficient E-HRM applications have been conducted.

· Implementation of E-hrm has reduced organizational HR practice's cost.

· Employee characteristics, support from senior management, compatibility, IT infrastructure, and industry pressure are a few of the important factors that influence managers' decisions to embrace E-hrm.

· With the help of the e-hrm application, identifying training needs for each employee according to their preferences has been easier and more effective which will result in better employee productivity.
· Incorporating organizational goals with the development of employees results in greater success 
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[bookmark: _Toc135325050]CHAPTER 5 RECOMMENDATIONS AND CONCLUSION:
[bookmark: _Toc135325051]Recommendations:
The HRM function is being improved and developed continuously as we get closer to the digital era. The study has previously described the study's numerous findings, certain difficulties, workflow models, and the available electronic HRM system in PKSF. Following analysis of the data, the following suggestions have been made.:
· Prior to decide whether to deploy the electronic system, it is necessary to institutionalize completely comprehensible HRM functions.
· Therefore, achieving maximum production and efficient and effective deployment and usage of a new comprehensive system should be the main priorities.
· Every new system is driven primarily by the desire to provide new chances and advantages. PKSF should therefore prioritize evaluating the challenges before installing a new electronic human resources management system in order to enable better things to the best, goal achievement to goal congruence, effort minimization to result in maximization, cost-cutting to cost optimization, excelling efficiency by removing that deficiency, simplicity and flexibility rather than being complicated, before continuing with the entire process of trial and error with E-HRM appliances.
· This conceptual research may offer crucial information to decision-makers, human resource managers, and anyone looking to learn about this cutting-edge approach for managing human resources operations.
· Prior to completely atomizing the HRM process in order to achieve success, the organization should first create the intention of top management, increased organizational learning, technological culture, budget allocation that is adequate, flawless internet connectivity, fully functional software, training, and flexibility.
 
 






[bookmark: _Toc135325052]CONCLUSION 

It has been uncovered that the status of E-HRM in Bangladesh is nicely respectable whereas the general status of the ultimate is set up to be satisfactory. It’s exhumed that a significant difference is prevailing between artificial enterprises of Bangladesh that are in a significantly better position. E-HRM is a new and interesting field of study at the junction of human resource administration as well as information systems. Accordingly, to connect possibilities, government organizations need to accept sound human resource superintendent practice. Also, a thorough study to estimate e-hrm is applicable and precious to how the benefits bring applicable operations in the long run. Therefore, through e-hrm workers manage their individual private information. They’re suitable to contemporize records when their positions transfigure and make multitudinous assessments on their hold, seeing hr experts if necessary. E-HRM scheme workers can help other hr workers to be concerned with premeditated issues for the business. The prosecution of e-hrm seeks to remove intrusion from human resources and give access to the directors as well as individualities to carry out tasks efficiently with the e-hrm tools. As the maturity of the assiduity in Bangladesh has web access in current occasion, the craving from the administration is to establish their e-hrm currently. Unluckily, several diligences in Bangladesh necessitate going expansive concerning the supposition of e-hrm and gaining the finest benefits from the e-hrm. Still, e-hrm relinquishment in Bangladesh will be in complete form soon in the forthcoming times. 
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[bookmark: _Toc135325054]APPENDIX 
Questioner 
Q1.  All departments and business units use identical E-hrm software.
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q2. The daily operations of HRM are supported by the e-hrm application.
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q3. The HRM decision-making process is supported by e-HRM applications. For instance, developing personnel policies and procedures, processing staff hires, and employee recognition schemes.
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q4. HRM forecasting is supported by e-HRM applications. For instance, personnel recruiting tactics, budgetary analysis and evaluation, approach to job reclassifications, and creation of job content for new staff roles.
      1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q5. Ehrm application seeks to make it possible for managers, HR workers, and employees to self-serve.
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q6. E-HRM aims at reducing the organizational costs of HR practices
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q7. the training needs are identified by ehrm
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q8. Ehrm streamlines and automates HR procedures while coordinating employee goals and development with business objectives.
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q9. Ehrm seeks to improve organizational performance by assuring top-notch work.
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q10. E-HRM applied to keep up with rapid changes in a business environment through a rapid decision
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q11. E-HRM applications are based on company-wide standard HR processes and practices
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q12. Employees of PKSF can get the information they want via the website created by company.
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q13. In order to fulfill the requirements of all workers and continuously enhance performance, PKSF offers training courses through E-HRM.
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree 
Q14. E-HRM at PKSF assists intermediate and higher-level management in making decisions. 
1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree	
	
	



All departments and business units use identical Ehrm software.


strongly disagree	disagree	neutral 	agree	strongly agree	0.14000000000000001	0.41	0.16	0.27	

The daily operations of HRM are supported by the e-hrm application.


strongly disagree	disagree	neutral 	agree	strongly agree	0.21	0.33	0.46	

The HRM decision-making process is supported by e-HRM applications. 

strongly disagree	disagree	neutral 	agree	strongly agree	0.105	0.16500000000000001	0.73	

HRM activities are supported by ehrm applications

strongly disagree	disagree	neutral 	agree	strongly agree	0.19	0.33	0.48	

Ehrm application seeks to make it possible for managers, HR workers, and employees to self-serve.


strongly disagree	disagree	neutral 	agree	strongly agree	0.11	0.46500000000000002	0.42499999999999999	

E-HRM aims at reducing the organizational costs 
 


strongly disagree	disagree	neutral 	agree	strongly agree	1	

the training needs are identified by ehrm


strongly disagree	disagree	neutral 	agree	strongly agree	0.105	0.62	0.27500000000000002	

Ehrm streamlines and automates HR procedures while coordinating employee goals and development with business objectives.
 
 


strongly disagree	disagree	neutral 	agree	strongly agree	0.45	0.55000000000000004	

Ehrm seeks to improve organizational performance by assuring top-notch work.


strongly disagree	disagree	neutral 	agree	strongly agree	0.26500000000000001	0.73499999999999999	

E-HRM applied to keep up with rapid changes in a business environment through a rapid decision


strongly disagree	disagree	neutral 	agree	strongly agree	0.26500000000000001	0.73499999999999999	

E-HRM applications are based on company-wide standard HR processes and practices

strongly disagree	disagree	neutral 	agree	strongly agree	0.21	0.33	0.46	strongly disagree	disagree	neutral 	agree	strongly agree	0.21	0.33	0.46	

Employees of PKSF can get the information they want via the website created by company.


strongly disagree	disagree	neutral 	agree	strongly agree	0.11	0.27500000000000002	0.61499999999999999	

to fulfill the requirements of all workers and continuously enhance performance, PKSF offers training courses through E-HRM. 


strongly disagree	disagree	neutral 	agree	strongly agree	0.13	0.22	0.64	

E-HRM at PKSF assists intermediate and higher-level management in making decisions. 
 
 


strongly disagree	disagree	neutral 	agree	strongly agree	0.73	0.17	
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The Work-Arrangement of PKSF is stated in the diagram below:
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