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Subject: Submission of Internship Report on Recruitment and Selection process of GDIC and the impact of Covid-19. 
Dear Mam,
It is with great pleasure that I offer the internship HRM report on the GDIC's Recruitment and Selection Process, as well as the impact of Covid-19. It is a joy to work under your guidance on my internship report. This report is the result of the knowledge gained during my internship.
During my time at GDIC, I acquired a lot of practical knowledge, as well as additional information from the company's HR employees and information found on the internet.
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United International University
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Throughout my internship at GDIC, I learned experience how the Human Resource office works and how the firm operates. Aside from that, I worked out how they handle the full exercise and confirmed that everything is running smoothly in the corporation. The HR department normally tries to guarantee that the correct quantity of people are available at the right time and in the right job. In addition, I have put up an amazing vision of the association's working society. In this paper, I've tried to emphasize both real-world and hypothetical data that relates solely to Human Resource Division.
In the first some parts I have talked about the company overview. Then I have talked about the literature review of the overall HR functions. After that I have talked about the some important departments of GDIC and also give lists of services they offer for the customers as GDIC is a non-life Insurance company. On the other hand I have also talked about the SWOT analysis of GDIC.
My report topic is “Recruitment selection and changes during the pandemic Covid- 19“ .In the main body part of report I have discussed about the recruitment and selection process of the GDIC and total selection process of the company. In the finding and analysis part I have discussed the information that I gathered from the company. They follow a very good flow of recruiting and selecting people and hiring right people to the right place but in GDIC they follow to many references to recruit employees. Their employee turnoff almost close to zero because GDIC understand the employee needs and supports them as much as possible.
After that I have talked about the changes that occur in the workplace of GDIC during the pandemic. I have given the informormation how they are managing the work during the lockdown. What changes happened during the pandemic, how company reacts to the change. In the end recommendation section I have recommended something that if they change that the GDIC will be better place to work in for employees and the company will be better as a company
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[bookmark: _Toc100062830]Introduction:
An internship is a period of work experience provided by a company for a set period of time. Temporary positions aid with opening doors for students from a business foundation to relate to their subject of study for a limited time. This material will assist undergraduates who will face their professional lives head on. Understudies also contribute some work-related liabilities and obligations to the organization, and they are given an immediate employment.
I was offered an entry-level employment as an assistant with Green Delta Aims Insurance Company, a well-known company in Bangladesh. My degree is Human Resource Management, so that's what I'll be doing. I applied as a Human Resource Department understudy there. My contract started on November 5, 2021, and terminated on January 5, 2022. It's a three-month salaried contract gig. I have a few work responsibilities and liabilities as an understudy. During my job, I realized that there is an unquestionably greater disparity between useful and speculative knowledge. With relation to HR-related job, I have discovered. They include: the worker individual record the executives and additionally learn about the board framework and enlistment and selection cycle, CV screening according to prerequisites, phone calls, posting position round via web-based media, preparing waitlist rundown of competitors, calling shortlisted contender for meet, and figuring out how to make data set of the representatives.
This report depends on "Recruitment and selection process" and "changes happens during pandemic in the working environment". In additional examination there will be more data about HR exercises, Performance Management, Training and Development.

Background of the Study:
United International University is the notable university in Bangladesh. Every one of the expert degree needs hypothetical information as well as requirements useful information to achievement in this cutthroat world. To finish BBA program I likewise need to do temporary job, where I can improve my further advance with more impressive skill way where I can get the genuine experience. The principle reason for planning of the report is because of the satisfaction of the temporary job program directed by the department of School of Business and Economics, United International University.
During the internship position, I was under the supervision of Ishrat Sultana (Assistant Professor), department of School of Business and Economics, United International University, provide for set up a report about a specific subject which is connected with my hypothetical information inside three month working period, this point is given by particular faculty.
Objectives of the study:
There are two types of objective in this report. One is broad and the other is specific objectives .The objectives of the study are given below.
Broad Objectives:
To know about the Recruitment and Selection process and changes during the pandemic situations in Green Delta Aims Insurance Company employees.
Specific Objectives:
·   To be aware of the current outline of Green delta Aims Insurance.
· To study on Human Resource related practices.
· To accumulate data on enlistment and choice interaction.
· To break down the issues of Green Delta Aims Insurance Company faces changes in during pandemic circumstance.
· To give a few ideas as a suggestion to beat what was happening on an recruitment and selection process and furthermore in what are the potential regions they can be secure during pandemic in working spot.






Scope of the study
During my internship, I received numerous extensions from green Delta Insurance Company, allowing me to grow quickly. For example, in terms of their recruitment and selection cycle, how they cope with their working lives during a pandemic, how they avoid potential harm to their workers' well-being, and how they concentrate on their human asset operations. By connecting the hypotheses to practical educational experiences, the depth of my understanding has grown to a new level.
Methodology of the study:
The report is totally based on the direct discussion and observation of the members and the staffs of Green Delta Aims Insurance Conpany. Informal and formal interviews were taken for the report purpose.
Primary data:
I have gathered information from straight by discussing association’s worker and for this report I have gathered the essential information by following the technique which is given underneath:
-	Having an up close and personal conversation on an important subject.
-	Straightforwardly noticed my collaborators while working in the organization.
-	Got HR Operation related data by chatting with the HR group.
-	Noticed direct working example
Secondary Data:
· Official website 
· Annual report 
· Relevant article from websites 
· Various public documents. 


Limitations of the study:
There are a few restrictions in this report. They are: -
•Representatives are not permitted to give private information to understudies.
•They are not prepared to unveil a few data and information for the conspicuous explanation.
•Time imperative is another striking for the report.
•For the pandemic explanation it was hard to gather data from representatives in light of the fact that a large number of representatives they were doing telecommuting.
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[bookmark: _Toc100062831]Literature Review
Human asset management is a strategy by which an association should look forward and from existing labor force position to its ideal labor force position. By arranging, upper level organization endeavor to have the ideal number and ideal representative brilliantly and at the right position. By doing this it could give both side advantages for as an association and as a person for accomplishing full since quite a while ago run benefits. As per walker (1980), says that human asset arranging is a huge job which conjecture of things to come interest of business and ecological issues in the association and it likewise assists with making and achieve the human asset needs according to conditions. Biles et al. (1980) clarified that associations limit is to acquire the essential purposes which are ordered by human asset in after techniques: financial plan of financial aspects, capacity for real activity, change the tasks. As per Edwards and Pearce (1988), "human asset arranging is generally significant in view of creating, steady development and cutting edge business reason." Barret et al. (2006), says that interior examination gives the regard for the workers patterns with their age conveyance and level of the positions which top off by the inside up-and-comers he additionally suggested that outer investigation ought not take a lot of time. Plausible changes that might happen and affecting might be go through by the arranging group. Groups likewise need to care for how changes give sway on the association
The essential HR capabilities in the organization are recruitment and selection. However, HR group works in a variety of areas such as representative responsibility, worker development, legal consistency, information management, and other things they are responsible for, but one of the most important areas of consideration for HR group is enrollment and choice, where HR must select the best candidate for a specific position and make them locally available in the organization. Recruitment, according to Castello (2006), is a strategy in which an organization uses procedures and systems to officially obtain qualified persons to fill vacant positions. According to Muscalu (2015), This is a good time to practice both sources so that the organization's opportunities for welcoming the best qualified representative for the position/work can grow. According to (Gamage,2014), the main reason for employment is to create a pool of qualified candidates to qualify in the determination as the best option for the organization, by encouraging more workers to apply in the organization, where in the choice technique competitors pick as a last representative to fill the vacant position. According to Huselid (1995), recruitment is the process of selecting a skilled representative from a large pool of candidates, as well as a trustworthy and appropriate selection framework that has a substantial impact on quality. That is why an organization's HR department develops appropriate principles and uses them as a crucial factor in determining worker behavior and Attitude.
Training and development is at the heart of any organization that strives for continuous improvement. Preparing includes an organization focusing on the creation of talents, information, ideas, and attitude through the exhibition of individuals or groups. According to Ahmad and Bakar (2003), training may be defined as a critical and planned effort on the part of the officeholder to achieve the true presentation in an action or set of exercises. Preparing and improvement is a sign that the company values its employees' progress and educational opportunities, and that it is willing to invest in them. (2010) (Tremblay, Cloutier, Simard, Chenevert, and Vandenberghe). 
Legitimate training transforms a representative into a capable individual who also contributes to the organization's growth. Preparing is similar to a framework that is open. Climate linkages are implied by open frameworks. Preparation might take place either within or externally. Inner preparation is providing an in-house prepared partner with the specific skills and information that the employee requires to achieve success. Outside preparation entails sending at least one employee to a training course. They find out about their work-related information, abilities, and advancements outside of the office. Preparation and development oversees the development and maintenance of employees with a diverse set of skills, experience, and knowledge. talents through a series of training and development programs (Obeidat and colleagues, 2014) The goal of training is to bridge the gap between job requirements and a representative's current capabilities in terms of job security and worker administrations (Ramendran,Supian,Kadiresan,Kumar, and Rethinam, 2014) In Khawaja and Nadeem (Goldstein& Ford, 2002), training is viewed as a coordinated methodology of learning and improvement that progresses independently, gathering and associating (Goldstein& Ford, 2002). (2013) Representatives will 'give all due consideration to the advancement opportunities with constructive methods towards the organization that deals with the turn of events,' according to Benson, Finegold, and Mohrman (2004, p. 326).
The impact of executive execution on hierarchical success, according to Hewitt Associates (1994), illustrates that the board framework can influence monetary execution and creation of an organization. Performance management states that a broad range of tests, plans, connections, and additions help specialists improve their presentation level (Denisi and Murphy, 2017). "A strategic and combined technique of relegating consistent achievement of association by advancing the worker in a manner to encourage group and individual execution," according to the executives' framework. 'Armstrong and Baron' (Armstrong and Baron, 1998).
In general, performance management entails a consistent method for discovering, estimating, and aggregating the presentation of people and groups in the organization (Aguinis and Pierce, 2008), as well as providing both official and informal execution-related information to officeholders. 2011 (Selden and Sowa). According to (Drumm 2005), performance management entails joint goal-setting, continuous progress audits and regular correspondence, constant criticism and providing a teaching framework to work on the presentation, executions of representative improvement programs, and satisfying those accomplishments while being compensated. It is usually thought of as a coordinated cycle that involves progressively refining individual representatives' execution through a group plan with the purpose of improving the overall execution of the organization. The executives' frameworks surely encourage the employees' execution and also advantage the hierarchical presentation, but the assurance sought by specialists may be very different (Aguinis, Joo, and Gottfredson, 2011; Bragger et al., 2014; Davis,2011; Pfeffer, 2009).
Compensation is a strong piece of human capital on the board that aids in awakening employees and revealing their connection to present circumstances. The prize and results that they help this through the work execution are linked to remuneration. According to Bob (2011), pay is based on job esteems, with recompense design and installments for well-demonstration, capability, and talents, as well as supplied worker advantages. Paying money isn't the only kind of remuneration. It's also disseminated with some non-monetary compensation that gives the representative natural or extraneous inspiration. According to Armstrong (2005), compensation of the board is a crucial job of human asset executives that focuses on the usefulness of representatives in the organization. This arrangement has so many different angles. Plan, execute, and maintain remuneration in order to foster the organization, gathering, and individual execution. According to Pearce (2010), having a valid remuneration structure encourages one person to give a better presentation and increases the pay for the better exhibition, which can be significantly higher than typical. According to Anyebe (2003), remuneration's mission is to work on strategy while also propelling the representative with fulfillment, recalling, and drawing in. According to Brown (2003), the executives' salary is mostly tied to the worker and themselves, and they also have rights as representatives of the company, which improves work. Representatives are installed based on a variety of factors, including their occupation 
[bookmark: _Toc100062832]Theoretical Literature Review on the Functions of Human Resource Management:

HR capacities are given beneath:
i) Human Resource Planning:
Human resource planning identifies the organization's goals and methods for achieving them. Getting the proper representation at the right time is tough in genuine job situations. It's difficult to find a skilled and talented representative who also has impeccable timing. It is becoming increasingly difficult to get at a time due to the constant adjustments. Human asset management has a few objectives.
· • Appropriate assessment of human resource requirements in the near future.
· • To ensure that the association's skilled labor force is qualified.
· • To adapt to the challenges of change and adjustment in the organization.
· • To find the suitable representative with the necessary skills for the organization.
· • To reduce labor costs by properly preparing the workforce.
There are a few variables which affect human asset arranging. These elements can be arranged close by way. One is inward factors another is outside factors.
Inside factor
Work investigation, organization rules and plans, human asset regulations, time cutoff points, data classification and quality, and the technique and strategy of the organization are only a few of the internal factors.


Outside factor
Government regulations and guidelines, the state of financial development, corporate conditions, innovative progress, global dynamics, and so on.
Burack (1985) emphasized the importance of labor force readiness by referring to it as a "labor force stock." Labor force planning is a critical capability in the human resource office because it is the most important and genuine errand in the entire human resource arranging sector. Human resource planning ensures that the proper amount of employees are placed in the right places at the right time. HR planning is defined as the reinforcement of authoritative purpose advancement that is based on the organization's primary goal and objectives. Parts that require proper working are highlighted with the help of organizing in order to boost their development and success. (1987, Ulrich).
Human Resource Planning Process:
There are 5 stage of this arranging system. They are given beneath:
1. Environmental Analysis
There are a few outer variables which controlling to the association. A few after factors are given underneath:
· These financial elements can consequences for by and large and furthermore in country conditions.
· Substitution in innovative
· populace related changes like age, arrangement, setup and proficiency
· Some organization related and regulation, a political change happens.
Due to this all impacts an association directors need to expect its effect and make alteration ideal.
2. Identifying HR destinations and approaches
The majority of HR targets in the association are imitative. The number of representatives and their characteristics that should be notable from hierarchical aims.
HR should be required to explain the authoritative targets, regulations, and guidelines to other employees in detail, as well as to discuss the plan and ensure that everyone understands it.
3. Human Resource future Forecast
When all of the HR methods and goals have been completed, HR must now work out a deal with the interest and supply computation. HR will focus on the future requirement for the number of workers we truly need, the skills that must be met, and predicting both internal and external assets in this calculation.
4. Action Plan
 Activity plan is perceive as a labor arranging execution. This activity plan is connected with such arrangements. They are: arranging, determination, enrollment, preparing, improvement and so forth.
5. Control and Evaluation
In this control and assessment is about HR makes a few principles and guideline and give specific meters to know whether or not the goals is appropriately keeping up with. By controlling they are basically observing the entire interaction.

ii) Recruitment and selection
Recruitment is the process by which the HR department requests a considerable amount of progress or necessity in the organization. For specific positions, new competitors are required, and at that point, they will use either an inside or an outside enlistment framework. Recruitment is also done for a variety of odd reasons. For example, illness, death, mishap, renunciation, and so on. There are a few stages to enrolling, including establishing a set of working responsibilities and occupation details, advancing the open position, having the option to react, and bringing in the applicants. Choice also has a cycle where, during the selection period, the HR group organizes a meeting, after which they check the representative references and analyze them in order to ensure that they are choosing the best worker for the right position, which will be admirable, fair-minded, and reasonable practices.
Enrollment and selection is not only a functional but also a crucial planned action for the organization. This is the technique of tracking down up-and-comers through the required knowledge, abilities, capacities, and experience, as well as the approach for the opening, according to Adu-Darko (2014). Recruitment within the organization is recognised, since it helps to cut costs when compared to recruiting from a far, and direction isn't required if they are already familiar with the organization. This arrangement of recruitment also aids them in encouraging the representative to go for a higher position, which increases worker dependability and shrewdness of responsibility. It makes it easier for employees to change jobs. 2011 (Akrani). A variety of registration deadlines are approaching. As an enrollment interaction, most extreme associations practice at least two of these methods, for example, worker recommendation, nearby employing, special exercises, enlisting consultant, organization pages and internet media, and so on. (Thaly and Sinha, 2013).
Recruitment and Selection cycle:
There are five stages of Recruitment and selection interaction. They are given beneath:
1. Getting ready for enlistment:
The first stage in the enlistment process is to make arrangements. Organizing includes provisions for specific requirements. Such as skills, expertise, instructional capacities, start date, long-term or temporary worker, and salary for those specific professions.
2. Advancement of technique:
After determining what type of applicants are required for a key role or an open post, HR must now develop an acceptable process for enlisting up-and-comers in the firm. What technique should be used for enrolling, what geological region should be covered for screening candidates, what direction should be used for enlisting practice, and what construction should be continued in selecting time should all be considered.
3. Looking for the Candidates:
In each association there are two kinds of looking.
· Inward looking
· Outer looking
This two is extremely wide way for scanning the contender for the particular work position.
4. Screening:
The screening process now begins with the screening system, in which the HR group shortlists and selects a few candidates for the next step of the enrollment framework, where they will face one more stage before deciding whether they are picked or not.
5. Last evaluation:
When the competitors have finally decided on a specific circumstance, HR can assist the newcomers with a few concerns relating to their job positions. For example, pay for selecting representatives, or a final viva with a high-ranking administration official. When the two parties have reached an agreement on their issues, the HR sends the selection mail to the new arrivals.
iii) Training and improvement:
There are five phases of this preparation and improvement. They are given beneath:
1) Need investigation of preparing and improvement
At this point, HR must determine who requires this training and who does not. In the event that this is the case, HR will need to schedule a training session. This requirement for preparation could be related to their work preparation, or it could be a presentation of new skills that they need to grasp or adjust, or it could be a refresher on their current abilities.
2) Training objective and goals:
HR must define an aim and targets for the region they will cover through preparation at this point. Those goals and destinations may mimic teaching applicants imaginary information or real-world experience, and they may also change in attitude. Giving thoughts on points of view, feelings, and work reliefs. A couple more standard abilities may need to be modified to fit their new role. As an example, some important occurrence monitoring framework, a quick decision, and so on.
3) Methods of preparing:
A few strategies for informative meetings will be used at this level. These tactics could include things like talking, contextual analysis, PC preparation, self-guidance, or a pretending framework, among others.
4) Implementation:
Every one of those plans will be carried out here. There will be a time limit for the execution. A few newcomers will be hanged on a few sort and some current representatives will be prepared in a distinctive method. A unique type of training will be hung on free time or when everyone is free to participate in an acceptable educational course.
5) Evaluation:
HR will analyze up-and-comers in the final phase of their preparation. In this section, their presentation will be a survey. Their peaceful work has improved or not, and their hierarchical behavior has been shaped or not.
iv) Performance Management:
Performance management is a series of cycles that acknowledge and evaluate representatives' performances based on their abilities, as well as help them align their presentations with the organization's goals.
They provide representatives with 360-degree feedback. The boss or line supervisor is in charge of execution 100 percent of the time. They are studying the workers and attempting to foster representative's exposition through execution. When a worker puts on a fantastic performance, they are paid and redressed. There is also a merit-based payment system. Apart from that, there are two types of  framework. One is a short-term motivator, while the other is a long-term drive.
Performance management is done once or twice a year. HR learned about the workers' solidarity and shortcomings as a result of this evaluation. The executives give a professional and detailed presentation to directors and employees regarding their assumptions, ideas, and ambitions. It aids representatives in their daily commercial activities.
Performance management interaction:
The interaction between performance management and its stakeholders resembles a cycle that begins with requirements and ends with execution, reestablishment, and recontracting. There are six different cycles, which are listed below:
i. Prerequisites
The term "essential" refers to things that are both important and necessary. On the requirements, there are two main things to consider. One is the organizational system, and the other is the critical goal. That is why we are eager to learn more about the organization's mission and primary goal. Another piece of information on the job in question is mission vision, which is led by work examination.
ii. Performance arranging
We must proceed to the preparation. What to do, how to do it, whether we should go for results or conduct premise, what are the basic criteria to follow when evaluating the workers that we must all decide first.
iii. Performance execution:
At this point, two groups are linked by some sort of agreement. One party is the representative, while the other is the leader. Representatives' responsibilities include completing objectives, progressing execution, providing feedback and instruction, communicating with managers, and sharing information. The supervisor's liabilities are another factor to consider. They are, for example, perception and documentation, new input, and support.
iv. Performance appraisal:
This stage pertains to who is conducting the survey of the specific employee. There are two different types of evaluation frameworks. 1. The evaluation of the executives 2. Self-assessment. Self-appraisal is the ability to evaluate oneself at any point in time, whether they are performing well or not. The worker's presentation will be evaluated by the executive director.
v. Performance audit:
Supervisors are attempting to provide data to representatives regarding worker execution audits. As a result, the supervisor has a variety of options for providing feedback. It can be done in a group setting or one-on-one.
vi. Performance audit and reconstructing:
The final stage of the executive's encounter with the display is recharging and recontracting. Where the outcome will be prepared and the supervisor will talk to the workers with all of their feedback. This section will aid in differentiating and finishing them with the behaviour of the representatives during the presentation evaluation. The final stage of the executive's encounter with the display is recharging and reconstructing. Where the outcome will be prepared and the supervisor will talk to the workers with all of their feedback. This section will aid in differentiating and concluding them with the behaviour of the representatives during the presentation evaluation.

v) Compensation Management
Remuneration is a coordinated technique in which a worker's financial value is provided in exchange for work execution. Remuneration can be obtained in a variety of ways, such as through recruitment, job performance, and business fulfillment. There are also various non-financial frameworks that show up as an installment like incentive, benefit sharing, extra time charge, affirmation reward framework, and so on. For instance, an organization's vehicle and hotel are paid, and a few stock offices are paid.
From the perspective of the administrators, compensation isn't just a financial consideration because it costs money, but it's also a fundamental requirement for employees to receive such benefits, and representatives labor for those benefits. Essentially, pay the board is an organized process that involves compensating work worker connections with financial and non-monetary benefits for the representation.
Sorts of Compensation:
 There are two sorts of remuneration. 1. Direct remuneration 2. Indirect remuneration.
Direct remuneration:
Direct payment is money that a worker receives right away from his or her employer. It has to do with base/essential compensation, motivation pay, pay compensation, and reward. This is anything that is representative of the working environment.
Indirect remuneration:
Non-monetary compensation is a factor in incorrect remuneration. For instance, internal transfers, health-care coverage, home offices, vehicle offices, and yearly leave. These focuses on a single representative in order to empower them in the workplace. This incorrect pay is difficult to track down..
Parts of compensation:
Remuneration has a few unique parts that work as help for a worker. They are: wages and pay, remittances, motivating force pay.
· Wages and compensation:
Compensation is decided on an hourly basis, and pay is determined on a month-to-month basis for a worker.
· Allowance:
Stipends are defined as a certain amount of money or something that is permitted for a certain purpose in a few rules and guidelines. There are so many different types of remunerations. For instance, payments for home rents and transportation payments.
· Motivator pay:
[bookmark: _GoBack]Pay is determined by the completion of an installment for a single worker or a group of workers. They include things like rewards, advancement, profit sharing, and selling milestones among others.
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 As Bangladesh's first insurance company, Green Delta Insurance Company Ltd. has gathered more than BDT 807 million in assets and has a credit rating of AAA and ST1. Green Delta is also the first insurance company in Bangladesh to establish an ownership relationship with the World Bank Group's International Finance Corporation (IFC). Green Delta Insurance Company has established a prominent presence with equity participation in Delta BRAC Housing Ltd., Progressive Life Insurance Co Ltd, United Hospital Ltd., FinExcel Ltd., and BD Venture Ltd. Green Delta Insurance Company has established a prominent presence with equity participation in Delta BRAC Housing Ltd., Progressive Life Insurance Co Ltd, United Hospital Ltd., Fin Excel Ltd., and BD Venture Ltd. Green Delta Insurance Company has established a prominent presence with equity participation in Delta BRAC Housing Ltd., Progressive Life Insurance Co Four direct subsidiaries are Green Delta Capital Ltd., Green Delta Securities Ltd., Professional Advancement Bangladesh Limited, and GD Assist Limited. Green Delta Securities Ltd. (GDSL) and Green Delta Capital Ltd. provide stock brokerage and investment banking services to GDIC (GDCL). Professional Advancement Bangladesh Limited, in collaboration with the CII in the United Kingdom, provides international standard professional trainings, and GD Assist Limited is the Official Representative of the Malaysia Healthcare Travel Council in Bangladesh, promoting Malaysia Healthcare Tourism.
Green Delta Insurance Company Ltd. has been leading the winds of change in the country's insurance industry in terms of service standard, innovative products, and legislative restructuring under the charismatic leadership of Mr. Nasir A Choudhury, Advisor, and Ms. Farzanah Chowdhury, Managing Director and CEO. Green Delta Insurance Company Limited has grown into a large family of visionary board members, 600+ dedicated workers, countless valued clients, and thousands of appreciated shareholders after a magnificent journey of three decades in the insurance market. Green Delta has managed to maintain its brand image as a quick claim settlement, outstanding service provider, and varied product supplier - almost like a one-stop solution provider in the country's non-life insurance business.
Green Delta Insurance is Bangladesh's first non-life insurance company to establish a retail insurance division. 'Insurance for Everyone' was the department's motto when it was established. Motor insurance, Overseas Mediclaim Insurance, Personal Accident Insurance, People's Personal Accident Policy, Health Insurance, All Risk Insurance, and Nibedita- Comprehensive Insurance Scheme for Women are the major products sold by the retail insurance department. Niramoy-micro insurance for rural people, Shudin-micro insurance for garment workers, Weather index based Crop Insurance, and Probashi- Comprehensive Insurance Scheme for Migrant Workers are some of the other projects under Retail and SME.
The government of Bangladesh has taken a timely move to give health insurance to individuals living in poverty. 'Shashtha Suroksha Karmashuchi' (SSK) is a programme of the Ministry of Health and Family Welfare's Health Economics Unit. The scheme operator for the entire project is Green Delta Insurance. Green Delta is looking into the potential of digital insurance and has launched online payment services to make payment methods more convenient, as well as a robust IT infrastructure to match with the government's recent initiatives toward a more digitalized and environmentally friendly future.
According to the renowned Rating Agency, Dun Bradstreet Rate Agency of Bangladesh, the company has been recognized as one of the top 500 companies for its contribution to the development of the insurance market and for maintaining a high standard of service. ICAB National Awards for Best Published Accounts, ICMAB Best Corporate Award in Insurance category, ICSB Corporate Governance Excellence Award, "Winner" for the Best Presented Accounts Award in the category "Insurance Sector" by the South Asian Federation of Accounts (SAFA), "International Quality Crown Award" by BID International in London, The BIZZ Award by World Business Confederation. "The Diamond Eye Award For Quality & Excellence" by BID OTHER WAYS, USA, for leadership, excellence in management, quality, and marketing The Association Other Ways in Berlin's Platinum Technology Award for Quality & Best Trade Name, the International Star Award for Leadership in Quality in the Gold, Platinum, and Diamond categories, the World Finance Award for Best Non-Life Insurance Company in Bangladesh, the IFM Award for Best Non-Life Insurance Company in Bangladesh, the International ARC Award, and many others. With the phrase 'Marches with time,' GDIC has been assisting people in their time of need for the past three decades, pulling out all the stops when necessary, and being happy to be a partner in development.
Core values:

[image: ]











Customer First Always:
They prioritize the needs of their clients. Even when they align a difference of view through the perspective of supporting their customer ecosystem, we look at creating long-term connections.
Shared Ownership:
 They think that everyone shares responsibility for attaining organizational or team goals, whether they succeed or fail.
Organization above Self:
They believe that individual, team and department actions must be driven by organization goals.
Spirit of Adventure:
Their firm is defined by a sense of ambiguity, and they believe in constant innovation and creativity in order to meet obstacles head-on.
Trust:
They believe that the key essence of teamwork is mutual trust. Trust is fundamental to their business and will guide all their internal as well as external interactions.
Respect for Diversity:
They feel that diversity is our greatest asset, and they understand that team members come from different backgrounds, have different skills, and have different perspectives, and that constructive action can only be achieved when people's opinions are aligned for the greater good.
High Standards:
The believe that excellence can be achieved only by setting benchmarks that challenge their potential as an organization and as individuals.
Board of Directors:
1. Mr. Abdul Hafiz Choudhury.(Independent director and chairman)
2. Ms. Khurshida Chowdhury.(Vice Chairman)
3. Ms. Delwara Absar.(Director)
4. Ms.Dilruva Chowdhury.(Director)
5. Ms.Shamsun Nahar Begum Chowdhury.(Director)
6. Mr.Iqbal Khan Jamal.(Director)
7. Mr.Mesbah Delwar Rahman.(Director)
8. Mr.Abul Hasan Chowdhury.(Director)
Products:
· Covid Insurance.
· Fire Insurance.
· Motor Insurance.
· Marine Insurance.
· Health Insurance.
· Burglary Insurance.
· Personal Accident Insurance.
· Nibedita.
· Travel Insurance.
· Agriculture Insurance.
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HR PRACTICES OF GREEN DELTA INSURANCE COMPANY








[bookmark: _Toc100062834]Recruitment and selection process

Recruitment:
Recruitment refers to the process of filling vacant positions in organizations. Generally, the Human Resource Department completes this engagement, and it is considered one of their most important tasks because this approach begins the process of introducing new representatives into the organization.
Green Delta Insurance, like other organizations, has a distinct enrollment process. Both internal and external competitors are included in their recruiting cycle.
Their recruiting engagement starts with them determining how many open positions they have and how many they need to fill. They make the decision based on the average number of applications of some kind. They generally use the direction research strategy to make their decisions because their worker expansion rate is quite constant. They review the amount of staff they had in past years and estimate how many they will need in the coming year. They have had an unusually low turnover rate for the past ten years, thus evaluating the amount of opportunities is anything but a difficult task.
Then, by enlisting their applications, they created a pool of up-and-coming talent. As part of their enrollment engagement, this connection engages both internal and external wellsprings of applicants. Following receipt of all application structures, Green Delta Insurance's HR department contacts each qualified candidate for an initial meeting. The reason for summoning all of the candidates for a face-to-face meeting who fit the basic requirements is because they don't get a lot of applications, and they normally like to open doors to as many competitors as possible
Finally, after utilizing a number of their preferred ways and equipment, they choose their desired competition and submit a proposition to join the organization. In Green Delta Insurance Company, the line director of the office where the competitor will join will make the final decision. HR administrator and other HR authorities will assist the line chief in making the final decision.
Sources of Candidates:
An organization often uses two types of rivals for a successful recruitment. I) The applicant's internal wellsprings ii) Competitor wellsprings on the outskirts. Both of these sources are equally important, as the association frequently gets the finest competitors.













Green Delta Insurance Company Limited recruits candidates from both inside and outside the company. Outside, they place a higher value on representative references. They also choose succession planning for the internal source.
Green Delta Insurance Company Limited draws on both internal and external sources of information from rivals. Outside, they place a higher value on worker references. They also choose succession arrangement for the internal source.


Employees Referrals:
More than half of their representatives were given the opportunity to work for this organization since someone from inside the organization eluded them for the enrollment. The current employees are constantly energized in order to transport their known best candidate to the HR department. We've realized that top administration employees play a vital role in luring competitors, as the bulk of luring candidates these days are connected to top administration employees in some way. This organization's HR division regards this source as incredibly valuable because their representatives frequently suggest the most popular option to them, assisting them in locating the ideal individual among them.
Succession planning:
They also rely on succession planning since they believe in effectively establishing power inside the organization in order to improve execution. No one from outside the organization's administration becomes a supervisor. Each of them worked there for a particular period of time and eventually established themselves as outstanding pioneers, achieving a top position through progression planning. Similarly, the HR division plays an important role in this progression planning because they identify potential representatives as competitors. It is critical to identify the ideal people because if a less-potential individual is included in the process, the organization may not achieve the desired results. For example, when they notice that a director will quit after a certain period of time, they notice that there aren't many other senior representatives who have the capacity to succeed him. Then they begin to train them and prepare them for the position. Furthermore, after a set period of time, HR evaluates their performances, with the best performer eventually rising to the top.

Sources of Candidates: Reasons and Facts:
As examined before, GDIC is probably going to enlist representatives inside the association.
·  The two most important sources of recruiting workers for GDIC are representative references and advancement planning. If we take a closer look at these two sources, the explanation for using them will become evident.
· First and foremost, employee referrals; this is the most cost-effective approach for obtaining competent candidates for the organization. The majority of GDIC's references come from successful senior leaders or chiefs who have worked for the organization for a long time. GDIC convenes a meeting with the workforce and selects representatives who are qualified for a specific role.
· Worker reference reduces advertising and other costs associated with recruiting representatives, and it is one of the most effective methods for hiring qualified new representatives because the reference is provided by GDIC's own chiefs or supervisors.
· Progression arranging is the approach to creating initiative inside the association.
· Higher roles, such as utilitarian chief/divisional supervisor, office head or Managing chief, or even a CEO, are often damaged by progression planning.
· This source is used by GDIC to fill these types of important roles. The reason for not recruiting many individuals from outside the organization is that these positions require experienced and capable individuals who are familiar with all of the organization's pros and cons and who can keep up with the organization's current position while also planning for future events. GDIC does not require someone to come in from the outside to fill these posts.
The fascinating data we discovered was that the vast majority of CEOs, MDs, and high ranking directors who work for other organizations like GDIC were previously GDIC representatives. They left GDIC and went on to work for various organizations as department heads.
	
Sample of Application form and required Information:
The application structure for applying to GDIC is more similar to different structures. The structure requires a portion of the fundamental data and encounters whenever needed for a specific position.
Data needed in application structure:
· Individual Details: It incorporates Name, Parents name, Marital Status, Gender, Nationality, National ID No, Date of Birth, Present Address, Permanent Address, Contact Phone no, Email Address and so forth
· Instructive Information: Area of study, Concentration, Institution's name, Result, Year of pass, PC capability, and so forth
· Pre-work History (If any): Details of work in other association.
· Encounters: List of encounters accomplished.
· Significant Skills (Optional): Any business related abilities that a worker might have prior to joining the association.
· Reference: References of others to make things dependable.
· Important ability is optional due to the fact that we discovered that GDIC qualifies their representatives for any role. GDIC creates that environment and trains the representatives so that the newcomers eventually get the skills necessary for that role.

Selection:
The act of selection is a negative one. To put it another way, choice is a cycle in which the amount of use is restricted by moving through many exams through association. According to a few HR administrators, the enrollment procedure is the beginning of the decision-making process. Of other words, CV screening is the first step in choosing engagement. Each organization has its own set of options for contact. Similarly, Green Delta Insurance Company Limited (GDIC) has its own method of selecting employees.
Selection process of GDIC is given below:


Step 1: 
Following the CV screening, the competitors must face a rudimentary meeting in the first step (GDIC). In this stage, the data is essentially checked. Candidates will be eliminated if the provided information does not match the up-and-appearance comer's and ability.
Step: 2 
While selecting employees, a few determination approaches such as tests, foundation examinations, and actual evaluation are used to spot decent up-and-comers (GDIC). For example, when it comes to hiring high-ranking officials, the (GDIC) places a greater emphasis on the foundation examination. A clinical trial is also in the second stage.
Step 3: 
(GDIC) asks the potential applicants for a definite meeting in the last step of the selection process. If the position falls under administrative level or high level administration, the overseeing chief (MD) of (GDIC) may convene a meeting; if the position falls below administrative level, the HR director, line administrator of the specific division, and MD are present, and the MD makes the hiring decision. MD is, in a nutshell, everything taken into account (GDIC).









Testing concept:
Testing concept





Test Validity
Test reliability







Content Valifity

Criterion Validity




While collecting information I came to know that the testing validity is widely used in GDIC.


Test validity:
Whether it is predicting what it should gauge, it is an evaluation of workers' abilities and capabilities. The workers' reasonable talents and hypothetical information are assessed in this test. There are two types of legitimacy tests that (GDIC) uses:
Criterion validity: 
This section examines a worker's useful qualities and information. When recruiting administrative level representatives for (GDIC), functional competencies and information are crucial. MD learns about a worker's practical knowledge and abilities by having a friendly talk, as if they were gossiping at the last meeting.
Content validity: 
The hypothetical information on the worker is checked in this test. While employing in junior level or passage level post, (GDIC) gives more inclination in this test.

Types of tests used in GDIC:Personality
Achievement
Motor and psychical abilities
Cognitive (mental abilities)
What tests measures











Cognitive capacities:
It's a test of intellectual prowess. While recruiting administrator level representatives in (GDIC), a slew of tests are administered. These examinations include aptitude tests, mathematics tests, linguistic tests, verbal, scientific abilities, and fundamental thinking skills, among others.
Motor capacities:
 It calculates a representative's engine capacity. When it comes to hiring IT specialists, the (GDIC) authority looks at their capabilities. Furthermore, (GDIC) favors practical knowledge and skills for IT-related positions since the more practical knowledge and skills a worker possesses, the more productive the entire organization will be. In addition, each of the 41 elements of the (GDIC) is under the scrutiny of IT experts. One missed step might cause immense havoc. As a result, that test is critical.
Personality test:
A few projective methods and quality inventories are used to quantify fundamental aspects of candidates' character. The promoting section of (GDIC) uses this method for recruiting deals. Aside from that, representatives under the organization secretary must pass such a test because their public relations (PR) skills are necessary for the job.
Accomplishment test:
During meetings, hypothetical questions like these are posed to learn about profession information. This test is used to hire sales leaders in (GDIC) by gathering knowledge about the subject.
Work tests and simulation:
To gauge work execution straightforwardly, (GDIC) takes some exhibition based tests and those test are depends of what sort of employee they will enlist. Those tests are given underneath:


Work tests and simulation:







Management assement center.
The miniature job training and evaluation.
Video based situational testing







Management assessment centers:
It is a game in which board candidates are asked to complete realistic tasks in hypothetical situations and are graded on their performance. Generally, when hiring a marketing director or a financial director, this type of execution-based test occurs (GDIC). Management games are a well-known exam in which contestants are given an issue and must handle it from an authoritative stance.




Video based situational testing:
It's a situational test that includes a few video scenarios and necessitates the ability to browse through a number of blueprints. According to (GDIC), the outcome suggests that video-based situation tests can be useful for selecting representatives, particularly for new alumni. The argument is that the primary goal of passing that exam is to find responsive and dynamic candidates.
The miniature job training and evaluation:
It's a situational test that includes a few video scenarios and necessitates the ability to browse through a number of blueprints. According to (GDIC), the outcome suggests that video-based situation tests can be useful for selecting representatives, particularly for new alumni. The argument is that the primary goal of passing that exam is to find responsive and dynamic candidates.
Background investigation and reference checks:
To confirm real data and uncover the harming data, foundation examination and reference check is for sure required. For foundation examination and reference checks, (GDIC) thinks about certain variables. These elements are given underneath:

Background investigation and reference checks




References check
Criminal records
Credit checks




References Check:
Foundation investigation and reference check are unquestionably essential to confirm true data and expose false data. (GDIC) considers various variables when doing foundation examinations and reference checks. These elements are listed below:
Criminal records:
According to Ms Farzana Chowdhury, Executive Director of (GDIC), (GDIC) has a professional stability in the job industry. The workers will not be fired until and until the representative himself does anything untrustworthy against the company. As a result, while examining a worker's criminal background remains an important concern throughout the hiring process, kindness is no longer a factor.
Credit checks:
The representative's financial situation is also investigated, according to (GDIC), because if there is an incident of accepting credits from the association, this type of information is required. Aside from that, a financially bankrupt legislator is a burden.

Sources of Background Information and reference Checks:Written references
Current Employees
Former Employees





	Sources of  Information









Former employee of (GDIC):
When applying for a job, some individuals provide a reference from a prior employee of (GDIC). To double-check their experience data, the previous employee confirms it. Data is reliable because the witness previously handled business for the organization, and aside from that, the former representative can be a further connection if the individual is hired by the organization.
Current employees:
At times candidates give reference of the current workers of (GDIC) while going after the position. To be familiar with the competitor, current worker would be the best channel to know all the data about the candidate.
Written employees:
The HR of GDIC used to connect with the written references in the CV of the candidates if necessary .Usually there is no need to connect with the CV given references but sometimes if the candidates become very susceptive then the HR of GDIC used to connect.
The importance of physical examination in (GDIC):
To check the employees is in great shape for (GDIC)
-Any clinical restriction issues of the representative that (GDIC) should consider for.
-To lay out a wellbeing record of the candidate for future protection and pay claims.
-To identify, is there any transferable illnesses that the candidate may not know.




[bookmark: _Toc100062835]Compensation and Benefits

The following are the basic employee benefits for permanent employees:
Salary: 
All GDIC employees, whether temporary or contractual, are entitled to a monthly fixed salary. Due to the ups and downs of business following the Covid-19 crisis, there were some adjustments in the usual wage structure for a few months.
 Provident Fund:
All permanent employees are eligible for Provident Fund benefits. The employee typically contributes 10% of his or her base salary to the provident fund, which is matched by the company. The provident fund matures at the end of a three-year employment period. This provident fund policy remained constant throughout Covid-19.
Festival Bonus: 
All Organization employees are entitled to two Festival Bonuses, each equal to one month's "Gross Salary." All of the Organization's employees receive a bonus equal to 50% of one month's (gross) pay. The concerned personnel must be on the company's payroll on the day of payout. Despite the fact that profits was up and down, all staff were awarded two festival bonuses throughout the pandemic.
Meal Allowance: 
The organization provides employees with subsidized meal facilities. For a few months, the company didn't give office lunch because most of the employees were working remotely during the pandemic. 
Travel Allowance: 
If employees need to go on a business trip, the corporation provides a travel allowance based on their classification.
Mobile Allowance: 
As per their position's entitlement, both permanent and contract employees receive a mobile allowance. The amount of the mobile allowance varies depending on the position of the employee.
Insurance:
This is an example of indirect remuneration for an employee. There are two types of insurance plans in the company: medical insurance and life insurance.
Under the rules of the medical insurance policy, if an employee is hospitalized while on duty, the organization is responsible for proportionate treatment costs. During the pandemic, some staff became sick with the corona virus. The employer has covered their medical treatment expenditures fairly within the terms of their medical insurance policy.
Fuel Allowance:
 If an employee owns a car and works as a manager, he or she is entitled to a fuel allowance. The quantity of gasoline allowance is determined by the employees' seniority level. The corporation did not pay fuel allowance for a few months because most workers were working remotely during the pandemic.
Financial Assistance: 
Depending on the work position's entitlement, the firm may grant a loan against its provident fund.
The loan is granted in the following circumstances:
· Medications for oneself or dependents.
· a spouse's, children's, or other dependents' death.
· a marriage between siblings or children a marriage between parents and children a marriage between siblings or children a marriage between parents and children a marriage.
· Children's education other disasters (at the discretion of the management).


[bookmark: _Toc100062836]Performance Management

A performance appraisal is a method for evaluating employee performance that is systematic. At the start of a performance year, both line managers and employees assess their employment objectives, duties, and mutual expectations. Following the discussions, employees create an action plan to achieve the goals.
Line managers provide ongoing performance feedback to their employees. A performance evaluation is done every year, and more frequently after the completion of the probationary period, promotion, and increase. Employee Management System, an in-house developed program that is fully paperless, manages the performance appraisal process (EMS). This policy was successfully enforced by the HR department during the pandemic.
Performance Rating’s:
 There are five points rating scale used in GDIC for appraisal purpose. They are given below
· Outstanding
· Good 
· Very good
· Fair 
· Poor

Performance criteria:
The company's assessment system is set up in such a way that it considers job-related performance criteria while completing employee evaluations. The various sorts of performance criteria are: 


General criteria: 
Quality of work, business commitment, job-related knowledge, attitude and initiatives, and so on. These are standard criteria that apply to and are utilized by all firm personnel.
Technical Criteria:
 For different positions, different abilities, ability, and knowledge are necessary. These criteria are set in a participative manner at the start of the performance year.
Management Competence:
 The performance of deputy managers and above staff will be evaluated in terms of leadership, resource management, planning, and organizational skills, among other things.
Performance appraisals Outcome:
· An employee who has an outstanding rating is regarded qualified for a promotion or raise. 
· A good employee may be suggested for employment confirmation or the issuance of a letter of appreciation.
· A fair-rated individual may be recommended for training or a probationary period extension. 
· An employee who receives a poor rating may be recommended for termination.







[bookmark: _Toc100062837]Training and Employee Development

In GDIC, the training and development program is regarded as the most important function of the HR department. Some training programs are run solely by the Human Resources department. In this Covid-19 case, they were able to successfully perform those training programs using zoom.
Training Needs: 
Employee training needs are initially assessed by department heads. HR assists line managers in carrying out this evaluation.
Eligibility: 
Job-oriented training is available to all employees. Long-term studies, on the other hand, demand one year of service
Induction and orientation: 
When a new employee starts at GDIC, he or she must be introduced to both their job and the company. The purpose of orientation is to welcome new employees, orient them to their tasks, and tell them of the company's policies and procedures, as well as general HR policies and benefits. Only the HR department was in charge of this orientation. Employees are commonly invited to the orientation through email from HR departments, which usually takes place in a conference room. On the day of their orientation, new workers are greeted with flowers and presents. Unfortunately, the HR team was unable to prepare the orientation program in this manner during Covid-19.
Departmental Orientation:
When a new employee joins GDIC, he or she must be introduced to all of   the company's departments. The goal of this departmental training is to give new employees an overview of all of the departments' operational and functional operations


Module of Instruction-
· The departmental orientation is a 5-day training program that is broken down into 13 sessions based on the number of departments, with each session dedicated to a certain department.
· It is led by the supervisors/departmental heads of all the departments involved.
· Following an orientation schedule, an orientation session takes place in the conference room.
· Employees and the responsible departmental head will meet at their designated time to discuss the department's primary tasks.
· After the orientation, the HR department issues a certificate to new workers.

Due to Covid-19, the departmental staff has been keeping a physical distance in the office.
Orientation was done via the internet using Zoom.

In-house and External Training:
GDIC provides both internal and external training to its employees. Such training can take place on corporate grounds or at a rented site set up by HR in collaboration with the appropriate department. Senior staff, in-house trainers, or consultants are normally in charge of such training.
In order to process in-country international training requests, HR collaborates with the relevant department and external training institutes. The line manager nominates an employee for a specific training course and asks confirmation from HR based on a training needs analysis.
On the Job training Programme:
On-the-job training is also provided to new employees at work. During this training session, employees become familiar with the working environment and gain hands-on experience with their day-to-day job deliverables. Employees often receive this type of instruction from a senior colleague or peers who vocally and in writing illustrate their work. Because the majority of the team is working remotely during the epidemic, employees are receiving on-the-job training through online seminars.

Exclusive Training Programs by HR Department: 

HR department had conducted two exclusive online training programs during Covid-19. The Training modules are KPI and General Company Policies and benefits of GDIC. These two training sessions was really effective for all the employees of GDIC.
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CHANGES DURING THE PANDEMIC






[bookmark: _Toc100062838]Covid-19 a worldwide Pandemic:
World health association declaration of Covid - 19 happens on 11 March 2020, the entire nation brought new thing into lockdown and giving a few limitations that is no one but basics can be open any other way work environment activity won't proceed.
It has been more than a month since the WHO issued a statement on the Covid - 19 pandemic situation. Many billions of people were stranded in their homes as a result of the pandemic, living in a state of lockdown. A considerable number of politicians and employees lost their jobs during the outbreak. Representatives from state-run administrations are being advised to telecommute and not report to work during this time. The future is unclear and even dangerous. Individuals are getting afraid of the current situation, as well as concerned about how they will return to normal life as before, and what type of impressions the epidemic will make on us.
During the epidemic, every work environment mandated that its representatives telecommute and work from a distance. Several firms are likely to change their current situations and move forward with the new workplace on purpose. So, this time, representatives are exchanging gatherings by email, advising people to modify the new innovation work framework and to connect more with this new area of work circumstances. They did it because they needed to and because they didn't have any other options.Representatives may be able to obtain level-accepted processes that will last for a long time using this framework. For the time being, we are all gradually adapting to telecommuting practices. Each meeting and phone call is handled by email and is linked to the texts. As a result, communication representatives will not be cut off from one another. These factors may have an impact on the representatives' face-to-face trust. The degree of Covid's impact on center workers, as well as a few of the largest corporations, face a difficult position during lockdown in any case, including Starbucks, Wal-Mart, and Amazon, which have all had such disease among their employees, but are now reporting positively.
During Covid - 19 the entire world becoming worried and strained with regards to the circumstance furthermore workers and are getting cutback tragically. Having all kind of virtual gatherings and calls happening these days. They are working and settling everything through telecommuting. Presently everybody needs to return to their work environment once more. This pandemic checks precisely everyone and numerous large businesses face such countless things. In any case, sickness rates are higher among specialists who work as front-line laborers. This had an impact on a number of enterprises, employees, and agents. This pandemic situation has a significant impact on our representative's life and career. It has an impact on everything because of the current situation, in which a plethora of things were going for all intents and purposes. When this occurs, the situation becomes pronounced, and lockdown is implemented. Individuals go grocery shopping, and staple items are messed up. Every one of the schools ended up being essentially the same, and the office became WFH. The web goes slow while WFH is running, owing to the fact that they were working at the same time. During a pandemic, everything happens in this manner.
[bookmark: _Toc100062839]Changes during the pandemic in GDIC:
Managing associations during a pandemic is hectic and difficult. It's difficult to deal with the worker on a regular basis. However, the HR group is constantly proactive in ensuring legitimate wellbeing while they are working, such as requiring everyone to wear a head covering and disinfecting their hands adequately after each minute. During the epidemic, the working environment undergoes numerous modifications. They are:
· Initially in the first part of the day time, when workers is coming to the workplace, in the primary door of the workplace there is generally one individual who stays there and he continuously following that each individual is wearing a veil and he likewise clean them pleasantly.
· Before pandemic, the virtual interviews were the last resort for recruitment and selection deparment.They used to take interviews face to face if there were no options then they used to move to the virtual interviews but during the pandemic there were no options for take face to face interviews. So almost every interview taken by the GDIC recruitment and selection department on online.
· Prior to the epidemic, candidates' ability to come in for face-to-face interviews was heavily influenced by their location. However, during the epidemic, GDIC implemented flexible working arrangements, allowing the recruitment and selection department to conduct online interviews with remote candidates, allowing the company to hire talented people for any position.
· It's impossible to provide the recruitment and selection department meaningful amassing while telecommuting during a pandemic. Circumstances aren't now sufficient to explain why representatives need to set their minds in a typically fun and exciting way. While telecommuting, representatives must create a work schedule so that they can remember who will be working, when, and how.
· Recruitment and selection groups before pandemic they used to attract customers by promising to give good and big work environment fancy decoration and controlled by AC, good salary etc benefits. But during the pandemic GDIC recruitment and selection department used to attract candidates by promising to give good medical supports, sick leaves, and health and wellness package.
· During the pandemic time the GDIC recruitment and selection groups more focus on the reputation of the company in a whole because if the company wants to attract talented candidates in recent future ,people will notice what company has done during the pandemic time for employees During the pandemic time many employees had died due to covid,GDIC helped the affected family very effectively by giving money or giving the same position job for the second earning person for the Covid-19 affected family.
· As a result of the pandemic, every office was shut down, and employees were forced to work from home. Representatives were unaccustomed to such drastic shifts. They began to feel occupied and uncomfortable, and their utility began to dwindle as a result of the fact that no one had ever experienced such exercises or circumstances before. Representatives are, nevertheless, gradually becoming used to this new standard working structure. As the day progresses, an increasing number of representatives are becoming familiar with the new situation. A few organizations are also seeking to provide a development-related specialized instructional course that will be of use to their representatives.
· From September month, GDIC Company chose to come to the workplace as genuinely with appropriate insurance and they finely keep up with their functioning life in better manner.
· Both male and female employees work together at GDIC. Sometimes it happens that a female representative is struggling with a problem or has to express something personal, or they are dealing with work-related concerns. As a result, HR departments frequently approach and strive to ensure their comfort and security. As a result, the HR department usually sets aside one special day for "Lunch and Learn." Where a recruitment specialist (Moumita Ahmed) was the constant host of this one-of-a-kind program, and each young girl was warmly welcomed on that special day. The basic theme of this show is that female representatives share their specific problems.

Chapter-6
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[bookmark: _Toc100062840]Analysis part of the report:	
They told me during the meeting with the director that telecommuting is extremely tough for them. They couldn't see how they should function throughout working hours, and they have a lot of trouble staying focused. They were not motivated to complete the task. Representatives are under a great deal of stress while working, and communicating with coworkers or group members was difficult due to the fact that everyone was not available to communicate at the same time, which is why they are dealing with major issues while conducting business from home during the pandemic. Communication was the most difficult aspect of telecommuting for everyone of them since they are not used to using social media or do not have access to a creative workplace or support during their working hours at home. As a result of the correspondence hole, the entire working cycle is disrupted, and representatives are unable to convey work, which is insufficiently fruitful. During the lockdown, GDIC was unable to provide any type of platform for working from home. After that, they gave the platform of Zoom app for meeting purposes and authorized the software needed for GDIC regular work, although the software was not allowed for residential laptops or computers at the time. On the other hand the people who had gone to the villages company could not give any sort of platform to them because they do not have laptop or PC available.
The recruitment and selection process of GDIC is well organized. They get lot of CV and their advertisement system is very strong also as a Insurance company and having many branches in Bangladesh many of CV used to come in HR hand but in GDIC references are very strong usually they used to take candidates from the inside the organization and references of outside people or in refer to GDIC permanent employee. In the COVID 19 situation their layoff rate is not that much. So for this reason people become more motivated to work for GDIC in every situation and the employees tried to give their best on the other hand GDIC take cares of their employees very well.
[bookmark: _Toc100062841]SWOT analysis of GDIC:
SWOT analysis will provide a sound business methodology by guaranteeing that firms are aware of their strengths, weaknesses, as well as any open doors or dangers they may confront in the commercial center. Strengths and Weaknesses are linked to the relationship between activities. The open doors and risk associated with the associations' outside difficulties are on the opposite side.
	Strengths
· Partnership with International finance corporation.
· One and only non-life Insurance in Bangladesh.
· Partnership with BRAC.
·  Nibedita-Comprehensive Insurance scheme for women.
· 41 branches all over Bangladesh.
· In partnership with United Hospitals Limited.
	Opportunities 
· Websites can be more eye-catching.
· With proper marketing of insurance can attract more motor insurance customer.
· Different types of Insurance policy for rural people.
· More Innovative services.
· Popularities are increasing by social media.



	Weakness
· Publicity process is not strong.
· Small HR department.
· No agents.
· More reference in recruitment and selection section.
· Technological advancement lack.

	Threats
· Website is not strongly protected.
· Not using updated software’s.
· Weak call center services.
· Changes in government rules and regulations.






Porters Five forces Model:
According to Porter, business (any firm) is about creating value, and competition will determine who gets that value (i.e. profit). Porter's 5 Forces is a well-known paradigm for categorizing and analyzing the elements that impact competition and, as a result, profitability. between the various participants It does not advise a plan, but it does point companies in the right direction. To determine which method is best for their product and market position. This Five Forces analysis of GDIC. identifies the most important external factors and how they impact the business, thereby also providing input for managerial decision-making
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Threats of new entrance:
Among the all five forces it is very risky for any company to operate their task very effectively. In the case of GDIC it is non-life Insurance Company. IN GDIC there is no life Insurance product. IN Bangladesh it is the one and only non-life insurance company .So there is no risk of new entrance for GDIC.
Threats of Substitute product:
It refers to the closeness of Substitute will affect the buyers willingness to adopt the product. So in case of GDIC there is fire insurance and marine Insurance also. So in marine insurance if there is fire in insured ship the process is same as the fire insurance to provide money. So here people are tend buy the fire insurance more rather than marine insurance.
Industry Rivalry:
Industry rivalry means the competition among the same existing firm in the market. So In case of GDIC as non-life Insurance company there is no rivalry to it because GDIC is the one and only non-life Insurance company in Bangladesh.
Bargaining power of the Buyers:
Here the more significant the cost to the buyer the more price sensitive they will be. In GDIC the price of the motor insurance interest is very high so young drivers cannot afford it. On the other hand if the importance to the buyer is greater than the buyer is less sensitive to buy it.

Bargaining power of the supplier:
In case of Insurance Company the supplier could be the capital provider or outsourcing specialist. In case of GDIC there are many Investors such as United company,BRAC, Labaid company .recently they become partnership with Robi. So here it can be said that the bargaining power of the supplier is high.
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[bookmark: _Toc100062842]Recommendation:
Based on my job experience at GDIC, I've seen a few flaws and concerns that they need to identify and fix in order to improve the HR division's functional cycle. In light of the findings and review of the report, I'd like to make a few suggestions. It is possible that these suggestions will assist the organization in performing more productively and effectively.
Some are suggestions are given beneath:
Recruitment and selection:
· Update HR planning procedures: Before every new hire, HR planning should retain all records of employee turnover, personnel needed, and so on. This will help them determine the recruiting budget as well as where and how the recruitment process will be conducted.
· Analyze data: GDIC HR departments should look into the recruiting processes of competitors to gain a sense of how to deal with a new and structured recruitment procedure. As a result, they must assess the situation and make changes or additions with their organization's policies.
· Clarify of Job Analysis: Job analyses should be clarified because they might give candidates an idea of what their job duties and tasks will be. Employees and organizations alike will be unable to find the suitable individual for the job unless these truths are clarified. Tasks, responsibilities, competencies, and job specifications should all be included in an ideal job analysis.
· The recruitment process should be renewed: Recruitment and selection are critical since it ensures that the correct person is hired for the job. Internal sources should not be preferred by GDIC because they cannot provide them with higher qualified people. As a result, they have updated their recruitment procedure to include structured interviews and examinations in order to attract newcomers while also ensuring that the firm retains skilled employees.





Compensation and benefits:
· Providing competitive salary packages: GDIC should research the industry and find out what other rivals are offering in terms of competitive salaries. Then, based on the designation, modifies the competitive salary packages. Salary packages that are competitive attract talented individuals and inspire current employees.
· Increase incrementally: GDIC uses overtime to get their work done during a pandemic. Employees attempt to adjust to their new circumstances. The incremental rewards should have been enhanced by GDIC because it will encourage them to work more throughout the pandemic.

Training and development:
· Training assessment: Before beginning the training and development process, the organization should have all necessary information from the appraisal session. If his staff receives poor reviews, he should seek training. But, because not all trainings are appropriate for all employees, which training is appropriate for which individuals should be investigated. Without information, the training budget will fail, the training purpose will be ineffective, and the training will be of no value to the employees.

Performance Appraisal:
· The 360-degree evaluation method should be used: Performance appraisal systems should be improved, and GDIC should apply the 360-degree appraisal approach to gather information about workers' jobs and behavior. The 360-degree method allows appraisers to see how employees interact with all of the organization's stakeholders. As a result, it will result in a less biased appraisal system.
· Keep on record: Performance appraisals should be conducted three or four times per year to ensure that employees are aware of their responsibilities and deadlines. Every assessment meeting, employees should set new goals.
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CONCLUSION








[bookmark: _Toc100062843]Conclusion:
This organization provided me with an exceptional and gratifying internship experience. There are so many things I've learned through my part-time employment. They are a well-known financial education group. Their administrations are completely current. I worked out how to develop a valid enlisting and determination procedure framework from the discussion above. I've found out how to keep a company running in a crisis. During this pandemic, they established a framework called Work from Home. It aided the representative in functioning with a higher level of security. I've found out how to choose representatives during pandemics, and because the recruitment process is now changing on a daily basis, they must also stay up with and follow those updated cycles in their organizations.
 GDIC has not many rivals in the market still many Insurance companies are there in the market, so that is the reason HR office needs be more cognizant going to rival them and need to make a solid strategy.
Furthermore, each organization's strategy should be developed on a timetable, and associations should strive to develop tactics and methods that would encourage their representatives to stay with their organization. Legitimate motivations, representative benefits, and remuneration could help GDIC reduce their turnover rate in the future.
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Interview Information Questions
Overall HR questions
1. What is the overall HRM process of GDIC (Green delta Insurance Company)?
2. Are all the employees happy with the overall HR system of GDIC?
3. Can every member of the HR dept. can express their own suggestions during the decision making?
4.  What software’s are use usually in GDIC to complete HR related work?
Changes during Pandemic
1. How you managing yourself during this time and remain proactive during the pandemic time?
2. Is it possible to work from home during Pandemic time?
3. How you organize yourself if you have to work from home?
4.  What is the process of communicating team member during working from home?
5. What tools HR provides if someone have to work from home?
6. Is there any change in view of company in terms of working from home concept?
7. What is the “return to office plan”? and how will you keep the company safe ?
Recruitment and selection
1. What is the process off recruitment and selection?
2. What are the criteria for shot listing the candidates?
3. What is the advertising method for a certain positions?
4. Is there any second interview? how will you make decide which candidates will make it to these step?
5. Does this position require testing? How will you implement and measure? Which tools will you use?

6. Does this position require testing? How will you implement and measure? Which tools will you use?

Internal Souces


Rehiriing


Succession Plannig


Outside sources


Advertisement


Executive Recruiters


College Recruiting


Employee Referral


Walk-ins


Recruiting via the Internet















CV Screeniing
Background Information Investigation










Elementary Interview











Medical Checkup


Making final offer by MD
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