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[bookmark: _Toc6905444]Executive Summary

This report is made for the fulfilment of the BBA programme. In the first chapter, introduction, methodology, scope of the report, objectives and limitations that I have faced during preparing the report is presented. Literature review on Recruitment and Payroll process is being presented in chapter two. A full overview of Kazi food Industries is given in the next chapter. In this chapter, mission, vision, products, social responsibilities of KFIL is given. Data Analysis is given in chapter four. For collecting data survey has been conducted on KFIL employees. Based on the collected data and using SPSS software frequency on gender, experience, education, salary is made. ANOVA test on salary and experience, t-test based on hypothesis, multiple regression is also made. Considering the result of data analysis chapter some recommendations are given in the last chapter. At last conclusion is made on this report.
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[bookmark: _Toc6905445]Chapter One – Introduction


[bookmark: _Toc6905446]1.1 Introduction
In this era of business everyone has to be very careful while choosing strategy for business. Every organisation has its own policy and strategy to make its business successful and profitable. In this dynamic world almost every company are using different type of HRIS (Human Resource Information System). Here in this report the working condition, Recruitment process, payroll system of Kazi Food Industries Limited is being presented. To make this report I have focused on the HR system that KFIL (Kazi Food Industries Limited) is currently following for recruitment and for getting the best output from their human resource and also for make their employee enforce efficient as well as productive.

[bookmark: _Toc6905447]1.2 Origin of the report: 
For the fulfilment of BBA internship program is required. The contrivance of internship program is to prepare the students for the job world. Through this internship I get opportunity to apply my theoretical knowledge which I gained throughout the BBA programme into the real work life experience. An internship is a semblance of the real job world.
Reason for internship report-
1. To know actual the job responsibility.
2. To face the corporate world.
3. To parallel the factual situation with the theoretical knowledge that is learned in the Academy.
4. To fulfil the partial requirement of both internship and BBA program. 

[bookmark: _Toc6905448]1.3 Objective of the report: 

Overall Objective:
· Present the information regarding recruitment Procedure and payroll policy of KFIL.

Particular objective:
· Understand the HR policy of KFIL.
· Gather recruitment and payroll related information of KFIL.
· Learn the system that is followed by KFIL.
· Compare the theoretical knowledge and experience throughout the internship to understand the difference of real work life and learned lesson from university.
· Conduct a survey to know employees job satisfaction.
· Find out the loophole of their existing policy.
· Suggest to remove those loop holes.


[bookmark: _Toc6905449]1.4 Scope of the study:

I desire to understand the topic of my report “Recruitment process and payroll system of KFIL” throughout the 3 months’ time period of my internship in KFIL (Kazi Food industries Limited) where I have joined as internee.

[bookmark: _Toc6905450]1.5 Significance of the study:

This report has some importance for KFIL as well as myself. I can learn what the corporate world is by the means of this report. The HR department of Kazi Food Industries Limited will be benefited from this study. They will get to know about the lacking and problems of their existing HR policies. They will know how to improve their HR policies. Organisation can find out their flaws from inside and the recommendation which is given to the report will help them to improve their working environment.

[bookmark: _Toc6905451]1.6 Methodology:

This report is prepared in a systematic way. Starting from collecting data to interpret, analyse and giving recommendation I have used some method.
For collecting required data Survey researched strategy is used. Survey is done with some Quantitative questions. Respondents are asked to fill up those survey questions. Method called self-administrative questionnaire is followed where survey questions provided to the respondents and they have fill up those questions by themselves.
The time horizon used in this project is cross sectional time horizon. Using this way can reach 36 respondent within a very short period. 

Sources:
[bookmark: _Toc6905452]1.6.1 Primary sources:
· Observations
· Interview with the assistant HR manager of KFIL.
· Survey

[bookmark: _Toc6905453]1.6.2 Secondary Sources:
· KFIL website
· Internet
· Google scholar
· ERIC( Education Resources Information Centre)
· Mendeley for reference
· SPSS

[bookmark: _Toc6905454]1.7 Limitations
There are some limitations exists in this report -
· Sample size is small for conducting data analysis part.
· Respondents may not feel comfortable to providing answers that present themselves in an uncomfortable manner.
· Due to confidentiality of some information, accurate response may not revealed.
· As some assumption is made on the basis of the collected data, so here can remain some error in this report.

















[bookmark: _Toc6905455]Chapter Two- Literature review

Recruitment and selection process is an important function of HRM. It is designed to maximize employees’ strength so that employers’ goals and objectives can be achieved. In short, Recruitment and Selection is the process of Attracting candidates, shortlisting and selecting the right resource for the filling the right vacant positions.

[bookmark: _Toc6905456]2.1 The Scope of Recruitment and Selection

The scope of Recruitment and Selection process is very wide and it consists of a variety of operations. Resources are the most important asset to any organization. Hiring right resources is the most important step of Recruitment. Every company has its own procedure of recruitment. According to this process organization complete their recruitment and selection segment.

The scope of Recruitment and Selection includes this operations-

· Dealing with the excess or shortage of resources
· Preparing the Recruitment policy for different categories of employees
· Analysing the recruitment policies, processes, and procedures of the organization
· Identifying the areas, where improvement is needed
· Streamlining the hiring process with suitable recommendations
· Choosing the best suitable process of recruitment for effective hiring of resources
Hence, recruit the right employees is a very important task for every organization.

[bookmark: _Toc6905457]2.2What is Recruitment?

Recruitment is the process of identifying, screening, shortlisting and hiring potential resource for filling up the vacant positions in an organization. It is a core function of Human Resource Management.
Recruitment is the process of choosing the right person for the right position and at the right time. Recruitment also refers to the process of attracting, selecting, and appointing potential candidates to meet the organization’s resource requirements.
Recruitment can be done internally, within the organization, or from external sources. The recruitment process is done within a specific time period. It should be cost effective also. 

[bookmark: _Toc6905458]2.3 Importance of Recruitment

Recruitment is one of the most important activities of the HR team. If the recruitment process is efficient, then- 
· Employees will be more happier and more productive
· Attrition rate reduces.
· It will create a good working environment
· Employees will share good working relation
· Reduce dispute
· Increase overall growth of the organization.

The purpose and importance of recruitment in an organisation is given below-
· It identifies the future and current requirement of job.
· It increases the pool of job at the minimal cost.
· It helps to select the right candidates.
· It helps in reducing the probability of short term employments.
· It meets the organization’s social and legal obligations.
· It helps in identifying the job applicants and selecting the appropriate resources.
· It helps in increasing organizational effectives for a short and long term.
· It helps in evaluating the effectiveness of the various recruitment techniques.
· It attracts and encourages the applicants to apply for the vacancies in an organization.
· It determines the present futures requirements of the organization and plan according.
· It links the potential employees with the employers.
· It helps in increasing the success ratio of the selection process of prospective candidates.
· It helps in creating a talent pool of prospective candidates, which enables in selecting the right candidates for the right job as per the organizational needs.

[bookmark: _Toc6905459]2.4 Factors Affecting Recruitment

Recruitment is a fundamental function of HRM in every organisation. There are other factors that may affect the recruitment process.  HR professionals should identify and understand those factors and take necessary action for the betterment of the organisation. Organisation should analysis the market changes time to time and should identify how these changes can affect the existing resources.
We have Internal Factors as well as External Factors that influence the recruitment process. These are-


Internal Factors
Organisation can control the internal factors that may influence their recruitment process. The internal factors are-
· Size of organization
· Recruiting policy
· Image of organization
· Image of job

Size of Organization
The size of the organisation affects the recruitment process. Whenever organisation decides to expand its operations, there more employees will be needed. As a result, hiring more resources will be needed. Those new employee will handle the future operations of the organisation.

Recruiting Policy
Recruitment policy of an organization, hiring from internal or external sources of organization is also a factor, which affects the recruitment process. It specifies the objectives of the recruitment and provides a framework for the implementation of recruitment programs.

Image of Organization
If organisation has good image in the market, it can helps to attract competent employees. Maintaining good public relations, providing public services, etc., definitely helps an organization in enhancing its reputation in the market, and thereby attract the best possible resources.

Image of Job
Image of job also plays an important role in recruitment function like image of the organisation. If jobs have good remuneration, promotion, recognition and good working environment with the opportunities of career development, it will create positive job image and can attract qualified candidates

External Factors
External factors are those that cannot be controlled by an organization. The external factors that affect the recruitment process include the following −


Demographic factors 
Demographic factors are related to the attributes of potential employees such as their age, religion, literacy level, gender, occupation, economic status, etc.
Labour market − Labour market controls the demand and supply of labour. For example, if the there is a need of labour with specific skill but the supply is not sufficient to meet the demand then more effort will be needed for hiring. On the other hand, if supply is higher than the demand, hiring will be easier.

Unemployment rate – If in any specific area unemployment rate is high, hiring new labour will be easier and simple. Because there will be more applicants search for job. On the other hand, if the rate of unemployment is low, hiring will be difficult as there is less number of resources.
 
Labour laws − Labour laws are created by the central and state government. Social and political environment reflects through the labour laws. Labour laws includes compensation, working environment, safety, health regulations for different position. Whenever the government changes, the laws also changes. 

Legal considerations − Job reservations for different castes such as STs, SCs, OBCs are best examples of legal considerations. These considerations, passed by government, will have a positive or negative impact on the recruitment policies of the organizations.

Competitors − When organizations in the same industry are competing for the best qualified resources, there is a need to analyse the competition and offer the resources packages that are best in terms of industry standards.

[bookmark: _Toc6905460]2.5 Recruitment Process

Recruitment is a process of sourcing, attracting the skilled candidates for the Right positions in an organization. It find out, hires the candidates who has the abilities, skills and attitudes that are required for gain the objectives of the organisation.
Recruitment process is a process of identify vacancy in the organisation, analysis the requirement of job, evaluate the applicant, shortlisting, select the right person for right position.
[bookmark: _Toc6905461]2.5.1 Recruitment Process
For creating a powerful resource base recruitment process is the first step. It is a systematic process from sourcing the resources to arranging and conducting interviews and at last selecting the right candidates for the right position with required skills. 

[bookmark: _Toc6905462]2.5.2 Recruitment Planning
The first step of recruitment process is recruitment planning. In this step, the vacant positions are analysed and described. It includes job specifications and its nature, experience, qualifications and skills that are required for the job, etc.
It is mandatory to build a structured recruitment planning to attract potential candidates from a pool of candidates. The potential candidates should be qualified, experienced with a capability to take the responsibilities required to achieve the objectives of the organization.

[bookmark: _Toc6905463]2.5. 3. Plan

[bookmark: _Toc6905464]2.5.4 Identifying Vacancy

The first step of recruitment plan is to identify the vacancy in the organisation. Different department of the organisation send requisition to HR department. Requisition form contains-
· Number of posts to be filled
· Number of positions
· Duties and responsibilities to be performed
· Qualification and experience required

When a vacancy is identified, it is the responsibility of HR team to find out whether the position is required or not, it is for permanent or temporary, payment is full-time or part-time basis etc. before the recruitment this things should be evaluated. Proper identification, planning and evaluating leads to hiring of the right person for the team and the organization.

[bookmark: _Toc6905465]2.5.5 Job Analysis

Job analysis is a process of identifying, analysing, and determining the duties, responsibilities, skills, abilities, and work environment of a specific job. These factors help in identifying what a job demands and what an employee must possess in performing a job productively.

Job analysis helps in understanding what tasks are important and how to perform them. Its purpose is to establish and document the job relatedness of employment procedures such as selection, training, compensation, and performance appraisal.
The following steps are important in analysing a job −
· Recording and collecting job information
· Accuracy in checking the job information
· Generating job description based on the information
· Determining the skills, knowledge and skills, which are required for the job
· The immediate products of job analysis are job descriptions and job specifications.

[bookmark: _Toc6905466]2.5.6 Job Description
Job description is an important document. It is descriptive in nature. It contains the final statement of the job analysis. For a successful recruitment process this description is very important
Job description provides information about the scope of job roles, responsibilities and the positioning of the job in the organization. This data provides the employer and the organization a clear idea of what an employee must do to meet the requirement of his job responsibilities.

Job description is generated for fulfilling the following processes −
· Classification and ranking of jobs
· Placing and orientation of new resources
· Promotions and transfers
· Describing the career path
· Future development of work standards
A job description provides information on the following elements −
· Job Title / Job Identification / Organization Position
· Job Location
· Job summary
· Job Duties
· Machines, Materials and Equipment
· Supervision process
· Working Conditions
· Health Hazards
· Job Specification

Job specification focuses on the specifications of the candidate, whom the HR team is going to hire. The first step in job specification is preparing the list of all jobs in the organization and its locations. The second step is to generate the information of each job.
This information about each job in an organization is as follows −
· Physical specifications
· Mental specifications
· Physical features
· Emotional specifications
· Behavioural specifications

A job specification document provides information on the following elements −
· Qualification
· Experiences
· Training and development
· Skills requirements
· Work responsibilities
· Emotional characteristics
· Planning of career
· Job Evaluation


[bookmark: _Toc6905467]2.6 Recruitment Strategy
The second step of the recruitment process is recruitment strategy, where a strategy is prepared for hiring the resources. After completing the preparation of job descriptions and job specifications, the next step is to decide which strategy to adopt for recruiting the potential candidates for the organization.
While preparing a recruitment strategy, the HR team considers the following points −
· Make or hire employees
· Types of recruitment
· Geographical area
· Recruitment sources

The development of a recruitment strategy is a long process, but a right strategy is mandatory to attract the right candidates. 
The steps involved in developing a recruitment strategy is given below-

· Setting up a board team
· Analysing HR strategy
· Collection of available data
· Analysing the collected data
· Setting the recruitment strategy
· Searching the Right Candidates

Searching is the process of recruitment where the resources are sourced depending upon the requirement of the job. After the recruitment strategy is done, the searching of candidates will be started. There are two steps in this process-

Source activation – once the line managers give requisition and permits about the existing vacancy, search for right candidates will start. 
Selling – in this steps organisation choose the media by which they want communicate and attract the candidates for the vacancy. 
Searching involves attracting the job seekers to the vacancies. The sources are broadly divided into two categories: 
· Internal Sources
· Internal Sources
Internal sources of recruitment refer to hiring employees within the organization through −
· Promotions
· Transfers
· Former Employees
· Internal Advertisements (Job Posting)
· Employee Referrals
· Previous Applicants
· External Sources
External sources of recruitment refer to hiring employees outside the organization through −
· Direct Recruitment
· Employment Exchanges
· Employment Agencies
· Advertisements
· Professional Associations

Campus Recruitment
· Word of Mouth
· Screening / Shortlisting
After completion of the process of sourcing the candidates screening starts.. Screening is the process of filtering the applications of the candidates for further selection process.
Screening is an integral part of recruitment process that helps in removing unqualified or irrelevant candidates, which were received through sourcing. The screening process of recruitment consists of three steps −

[bookmark: _Toc6905468]2.6.1 Reviewing of Resumes and Cover Letters

Reviewing is the first step of screening candidates. In this process, candidates resumes is being checked, their education, work experience and overall background is being reviewed. 
While reviewing the resumes, to ensure better screening of right candidates an HR executive must keep the following points in mind- 
· Reason for change of job
· Longevity with each organization
· Long gaps in employment
· Job-hopping
· Lack of career progression
· Conducting Telephonic or Video Interview

The second step of screening candidates is telephonic or video interview. In this process, after the resumes are screened, the hiring manager or HR manager contact with the candidates through phone or video. This screening process has two outcomes −
· It helps in verifying the candidates, whether they are active and available.

· It also helps in giving a quick insight about the candidate’s attitude, ability to answer interview questions, and communication skills.

[bookmark: _Toc6905469]2.6.2 Identifying the top candidates

Identifying the top candidates is the final step of screening the resumes/candidates. In this process, the cream/top layer of resumes are shortlisted, which makes it easy for the hiring manager to take a decision. This process has the following three outcomes −
· Shortlisting 5 to 10 resumes for review by the hiring managers
· Providing insights and recommendations to the hiring manager
· Helps the hiring managers to take a decision in hiring the right candidate

[bookmark: _Toc6905470]2.6.3 Evaluation and Control

The last stage in the process of recruitment is evaluation and control. In this process, the effectiveness and the validity of the process and methods are assessed. Recruitment is a costly process, hence it is important that the performance of the recruitment process is thoroughly evaluated.
The costs incurred in the recruitment process are to be evaluated and controlled effectively. These include the following −
· Salaries to the Recruiters
· Advertisements cost and other costs incurred in recruitment methods like agency fees.
· Administrative expenses and Recruitment overheads
· Overtime and Outstanding costs, while the vacancies remain unfilled
· Cost incurred in recruiting suitable candidates for the final selection process


[bookmark: _Toc6905471]2.7 Payroll

If your business has employees, you’ll have to do payroll. There’s no way to avoid it.
Payroll refers a few different things:
· Payroll refers to the employees you pay, along with employee information.
· Payroll is also the amount you pay employees during each pay period.
· Or payroll can refer to the process of actually calculating and distributing wages and taxes.

[bookmark: _Toc6905472]2.7.1 What parts are included in a payroll program?

Employee information
Before you can begin to run payroll, you need to collect some information from your employees. Every employee needs to fill out Form. This form will provide information about each employee’s federal income tax withholding exemptions, along with their names, addresses, and Social Security numbers. All of this information is needed to properly run and distribute payroll.

Hours worked
If organisation has hourly employees, have to keep record of the hours they work. This will ensure to pay right amount to the employee. If you have salary employees, you may want to track the hours they work to make sure they are putting in all of their time.

Time off
Organisation should also keep track record of employee’s vacation, sick time, holidays. There should be policy regarding how much employee can allowed to take off.

Salaries and wages
A salary is a fixed amount. The amount of salary is fixed during the recruitment time period.
A wage is a payment of an employee based on the hours they worked. A specific rate of pay for each hourly employee must be set. To calculate an employee’s total wages, you will multiply the rate of pay by the number of hours the employee works.
Overtime pay
All non-exempt employees should receive overtime pay. This includes both non-exempt hourly and salary workers. Overtime hours typically begin after an employee works 40 hours in a week. Overtime pay is one-and-a-half times the normal rate of pay.

Fringe benefits
Fringe benefits are a type of compensation. Benefits can include education assistance, health insurance, retirement plans, and employee discounts. Every benefit that organisation offer should be included in payroll. Some benefits are taxable, some are not.

Other pay
Your employees could have additional sources of pay. Service workers may receive tips. Employees must report all tips to you, and there are payroll taxes on tips. You may also choose to pay your employees a commission or a bonus pay. You should include commissions and bonuses when you run payroll.

Deductions
A deduction is any money you subtract from an employee’s total wages.

Payroll taxes
You will deduct payroll taxes from the wages of every employee. The amount you withhold from each employee will vary depending on total earnings and how many allowances the employee claims.

Net and gross pay
You will show an employee’s net and gross pay on a pay stub. Gross pay is an employee’s total pay. IRS forms typically ask for an employee’s gross pay.Net pay is an employee’s pay after all deductions are subtracted. Net pay is an employee’s take home pay. Banks and other loan providers typically want to know someone’s net pay.


Options to run payroll

There are three payroll solutions. These are as follows;
Do payroll by hand. You will have to learn how to do payroll. It will be the most time-consuming for you. The IRS provides tax tables that you can use to calculate federal income tax withholding.
Use a payroll accountant. Outsourcing payroll can save your valuable time. The account will take care of the entire payroll process for you. However, this option might be the most expensive because you have to pay the outsourcing company.
Use a payroll software. Most payroll software is inexpensive. Software for payroll automates a lot of your payroll program, meaning you spend less time doing payroll. Payroll business software can calculate wages and taxes, and some will even turn in the taxes for you.


















[bookmark: _Toc6905473]Chapter Three- Company Overview

[bookmark: _Toc6905474]3.1 Kazi Food Industries

Kazi Food Industries Limited is a recent venture of the Kazi Farms Group. Located in Beron, Ashulia. KFIL started operations with the introduction of premium quality ice cream brand 'Bellissimo' in 2013. To cater to the demand of a mass market ice cream, KFIL launched another ice cream brand 'Za 'n Zee' in 2014. Kazi Farms Kitchen (KFK), a frozen food brand launched by KFIL in the late 2013, has become one of the leading brands in this category in Bangladesh.

A range of frozen food products are sold under the brand name Kazi Farms Kitchen. These are all guaranteed to not contain any antibiotic residues, as chickens are not fed any antibiotics within 7 days of slaughter, as per international practice. The meat is also guaranteed to be produced from chickens raised on feed not containing MBM (meat and bone meal) as per European standards. The meat products are also guaranteed to be MSG and nitrate-free, as we do not use any of these chemicals during food preparation.

[bookmark: _Toc6905475]3.2 Mission- 
To provide consumers with food products that are totally safe, free of any harmful chemicals, innovative with the highest quality at an affordable price.

[bookmark: _Toc6905476]3.3 Vision
To be the most trusted consumer Food Company in Bangladesh.


[bookmark: _Toc6905477]3.4 Other Information:

· Total depots: 12 (capacity : 2,10,000 Liter)

· Delivery vehicles: 55 in different capacities

· Permanent Employees: 900 plus

· Total freezers: 14,000 plus

· Total distributors: 300 plus across the country

[bookmark: _Toc6905478]3.4.1 Information on slaughterhouse:

· Slaughterhouse process area: 16,000 sft

· Per day capacity: 15,000 to 18,000 pcs birds

· Per hour capacity 1,000 pcs birds


[bookmark: _Toc6905479]3.4.2 Compliance Certifications:

They produce safe food by maintaining following compliance in their processing plant:

· HALAL

· ISO 22000:2005


[bookmark: _Toc6905480]3.5 Products

[bookmark: _Toc6905481]3.5.1 Ice cream

Bellissimo:

· First premium ice cream brand in Bangladesh in the retail category.

· The only local ice cream brand to use 10% milk fat – rich, creamy ice cream.

· Use natural ingredients.

· Market leader in premium ice cream category in retail.

· Nationwide distribution with focus on the urban and sub-urban markets.

[image: C:\Users\Hridoy\Desktop\Nothing imp\download.jpg][image: C:\Users\Hridoy\Desktop\Nothing imp\images.jpg]





Za ‘n Zee:

· Positioned as a new and exciting ice cream brand that compete with other mass level brands.

· Available across the country both urban and rural areas.
· Diverse range of product portfolio to attend different customer segments.

· Maintaining regular growth in the market share every year.

· World's no 1 all-rounder in Cricket Shakib-Al-Hasan is the Brand Ambassador.
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[bookmark: _Toc6905482]3.5.2. Kazi Farms Kitchen:

· Retail Launch: November, 2013 with frozen food.

· Franchised outlet launch: October, 2014.

· Market leader in the frozen food category.

· Sustaining robust growth from the beginning in the market.

Products: 
· Meat based
· flour based and fish based frozen food
· branded egg
· solar-oven dried fish
· Orange jelly and strawberry jam.
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[bookmark: _Toc6905483]3.6 Health Promises:

Kazi Farms Kitchen has four health promises that have been followed strictly for its frozen products. These health promises are unique in Bangladesh and has already given Kazi Farms Kitchen a competitive advantage among its competitors.

MBM (meat and bone meal) free feed: 
At Kazi Farms Kitchen, chickens are raised on feed that do not contain any MBM or Meat and Bone Meal (also simply known as 'slaughterhouse waste'). That is why our chickens do not run the risk of containing any harmful bacteria.

No antibiotic residue: 
Chickens on farms are sometimes given antibiotics to treat bacterial infections. When people eat farmed chickens or products made from those chickens, they may unknowingly consume "residual" antibiotics, which may still have been in the chicken's body at the time of slaughter. This may end up building resistance to antibiotics in the human body. We guarantee that there are no residual antibiotics in Kazi Farms Kitchen products.

No harmful preservatives: 
Preservatives used in food products can be harmful for human health. Kazi Farms Kitchen products do not contain any harmful preservatives.

No tasting salt:
Food additives like tasting salt (also known as MSG or monosodium glutamate) can cause headache and high blood pressure. Kazi Farms Kitchen products are completely free of tasting salt.

[bookmark: _Toc6905484]3.7 Franchise Operation:

· Kazi Farms Kitchen started its franchised operation in October 2014 and within a very short time it has expanded nationwide with the promise of ‘Eat Better’. 

· Presently Kazi Farms Kitchen has more than 130 franchised outlets across the country and the number is increasing in every month.

· This franchised outlets sell chicken based fried items, frozen packs (flour, meat and fish based) as well as Bellissimo premium ice cream.


[bookmark: _Toc6905485]3.8 Social Responsibility

Kazi farms Group is the main financial donor of Central women’s university, the private university established in Bangladesh for women only.
Kazi Farms Group also contributes to the operation of Kazi Zahural Huq College (kzhcollege.edu.bd) in Mary Gopinathpur, Gopalganj, which is the home district of the Managing Director, Kazi Zahedul Hasan. This is a free privately-managed HSC college with one of the highest pass rates of the district.





















[bookmark: _Toc6905486]Chapter Four- Data Analysis

[bookmark: _Toc6905487]Introduction: 
In this data analysis chapter, SPSS software is used to conduct the frequency, descriptive statistics, ANOVA test, t-test and multiple regression. For collecting data survey method is being used. The sample size is 32. For frequency table the demographic information like Gender, education, experience and salary related data is being used. The main focus of this analysis part is finding out whether job satisfaction and quality of work has any effect on job performance. In the survey there was two independent variable (job satisfaction and Quality of work) and one dependent variable- Job performance. Using the average of result of IP, JS and QW descriptive statistics is conducted. Here ANOVA test is also made on Salary and experience to find out if salary and experience has any impact on Job performance.

[bookmark: _Toc6905488]Frequency Table:
In table 4.1 we can see that, there are more male workers than female workers. 87.5% workers are male of this organisation. If we consider table 4.2 we can see that, most of the employees of this organisation have experience from 0 to 5 years. On the other side, this organisation have less employed who have higher experienced. Considering the table 4.3, 59.4% employee’s salary range is within 20,000-50,000 as we already see in table 4.2 that most of the employees have less experience. The number of highest paid salary employees is 3.1% only. If we look at table 4.4, organisation have employees who have done MBA, BBA. The percent of employees who have done BA and MA is less rather than other educational background. 


[bookmark: _Toc6905489]Table 4.1 Gender

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Male
	28
	87.5
	87.5

	
	Female
	4
	12.5
	100.0

	
	Total
	32
	100.0
	








[bookmark: _Toc6905490]Table 4.2 Experience

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	0 to 5 years
	15
	46.9
	46.9

	
	6 to 10 years
	11
	34.4
	81.3

	
	11 to 15 years
	4
	12.5
	93.8

	
	Above 20 years
	2
	6.3
	100.0

	
	Total
	32
	100.0
	





[bookmark: _Toc6905491]Table 4.3 Salary

	
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	TK 20,000-50,000
	19
	59.4
	59.4

	
	TK 51,000-80,000
	6
	18.8
	78.1

	
	TK 81,000-110,000
	6
	18.8
	96.9

	
	TK111,000-140,000
	1
	3.1
	100.0

	
	Total
	32
	100.0
	






[bookmark: _Toc6905492]Table 4.4 Education

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	BSc
	1
	3.1
	3.1

	
	MSc
	2
	6.3
	9.4

	
	BBA
	4
	12.5
	21.9

	
	MBA
	20
	62.5
	84.4

	
	BA
	2
	6.3
	90.6

	
	MA
	3
	9.4
	100.0

	
	Total
	32
	100.0
	



[bookmark: _Toc6905493]Table 4.5 Descriptive Statistics



	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	JP
	32
	3.50
	5.00
	4.2865
	0.36719

	JS
	32
	2.00
	4.88
	3.7695
	0.73239

	QW
	32
	2.60
	5.00
	3.9375
	0.50145

	Valid N (list wise)
	32
	
	
	
	




In this table 4.5, here we can find out that JP has highest mean value which mean employee think their job performance is higher, the mean value of QW is also higher than the mean value of JS which indicates, employee has good quality of work but they have less job satisfaction. The standard deviation of JS is 0.73239 which is quite higher if the std. deviation of JS reduce then the mean value will increase. Ultimately, the job satisfaction will increase which increase the job performance and quality of work also. 



[bookmark: _Toc6905494]T-Test

[bookmark: _Toc6905495]Table 4.6 Group Statistics


	
	Gender
	N
	Mean
	Std. Deviation
	Std. Error Mean

	JP
	Male
	28
	4.2798
	0.36586
	0.06914

	
	Female
	4
	4.3333
	0.43033
	0.21517



Here in this table 4.6, the mean value of male and female is almost same. They have less differences. 








[bookmark: _Toc6905496]Table 4.7 Independent Sample Test



	
	Levene’s test for equality of Variance
	
	
	
	t-test for equality of Means
	95% confidence interval of difference

	
	F
	Sig.
	t
	df
	Sig.(2- tailed)
	Mean Difference
	Std. error difference
	Lower
	Upper

	JP
	Equal variances assumed
	0.176
	0.678
	-0.269
	30
	0.790
	-0.05357
	0.19928
	-0.46055
	0.35340

	
	Equal variances not assumed
	
	
	-0.237
	3.65
	0.825
	-0.05357
	0.22600
	-0.70573
	0.59859



The null hypothesis of this report is, both male and female have equal mean differences on job performances. Here the value of sig. is 0.678 which is higher than 0.05 that mean it is not statistically significant. So, we have to accept the null hypothesis and we can say that gender has equal variances on job performance.


[bookmark: _Toc6905497]ANOVA

[bookmark: _Toc6905498]Table 4.8 ANOVA (Salary)

	JP
	

	
	Sum of Squares
	df
	Mean square
	F
	Sig.

	Between group
	0.218
	3
	0.073
	0.513
	0.676

	Within group
	3.962
	28
	0.141
	
	

	Total
	4.180
	31
	
	
	



Here the null hypothesis is, all the salary ranges have equal mean differences or equal impact on JP. As the sig. is 0.676 which is higher than the sig level of .05. That mean it is not statistically significant. So we have to accept the null hypothesis, that the different salary range have equal variances on job performance.
[bookmark: _Toc6905499]Table 4.9 ANOVA (Experience)

	JP
	

	
	Sum of Squares
	df
	Mean square
	F
	Sig.

	Between group
	0.055
	3
	0.018
	0.125
	0.945

	Within group
	4.125
	28
	0.147
	
	

	Total
	4.180
	31
	
	
	



In this table the sig level is more than 0.05 that mean it is not statistically significant so we have accept the null hypothesis that experience has an equal impact on job performance.



[bookmark: _Toc6905500]Regression

[bookmark: _Toc6905501]Table 4.10 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	0.469a
	0.220
	0.167
	0.33520
	2.404



a. Predictors: (Constant), QW, JS
b. Dependent Variable : JP


Table 4.10 shows that the value of R is 0.469 which is less than 0.6, there is a weak relation between the variables. The variable of R square is 0.220 that means, independent variables job satisfaction and quality of work explained 22 percent variation in dependent variable (job performance). 







[bookmark: _Toc6905502]Table 4.11 ANOVA

	
	

	Model
	Sum of Squares
	df
	Mean square
	F
	Sig.

	1              Regression
	0.921
	2
	0.461
	4.100
	0.027

	                Residual
	3.258
	29
	0.112
	
	

	                Total
	4.180
	31
	
	
	



a. Dependent Variable: JP
b. Predictors (Constant); QW, JS


This is statistically significant as the value 0.027 is less than 0.05, so we can reject the null hypothesis and say that predictors QW and JS rightly predict the variable JP.




[bookmark: _Toc6905503]Table 4.12 Coefficients


	
	Unstandardized Coefficient
	Standardized coefficient
	
	
	Collinearity Statistics

	Model
	
	B
	Std.error
	Beta
	t
	Sig.
	Tolerance
	VIF

	1
	Constant
	3.027
	0.476
	
	6.353
	0.000
	
	

	
	JS
	-0.109
	0.108
	-0.217
	-1.014
	0.319
	0.584
	1.711

	
	QW
	0.424
	0.157
	0.579
	2.701
	0.011
	0.584
	1.711




The beta of QW is 0.579 which is indicating that quality of work has positive and strong influence on job performance.















Model

JS



JP


QW









Here in this model, there are two independent variables. Those are JS and QW. By this model we wants to know that which the impact of these variable on job performance of KFIL employees. If we consider the coefficient table, JS has less effect than QW on JP.





























[bookmark: _Toc6905504]Chapter Five- Recommendations and Conclusion



Kazi food industries limited always tries to provide consumers with food products that are totally safe, free of any harmful chemicals, innovative with the highest quality at an affordable price.  KFIL wants to be the most trusted consumer Food Company in Bangladesh.

After the data analysis part and doing my 3 month internship in this organization, I have some recommendation for kazi food Industries Limited. 

In this organization, they have most of the employees within 0 to 10 years’ experience. They can retain the employees with higher skills, it can helps to improve the quality of work. According to the descriptive statistics table the employees have less job satisfaction level compare to the other independent variable quality of work. If organization takes necessary action to increase their employee’s job satisfaction level then ultimately it will increase the quality of work. As employees are satisfied with their job they will focus on their work and it will also help to improve the job performance. 


Throughout the internship term I have tried my best to learn corporate knowledge that is valuable for my future career. Al though all the division and segments are covered partially in the period, but it is not possible to fully cover up all the functions of the firm deeply. Because of limitation of time and disclosure full motive of this internship could not be achieved. Yet, the best efforts have been given to achieve full advantage of the internship programmed within this specific time period.
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