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Executive Summary
As we know a crucial department in any organization is Human Resources Department who are able to create the backbone to which the organization is supported by, by this I mean they decide on the employees, handle them as well as make sure they do their jobs properly. Human resource must be regarded as an asset. Organizations HR follow practices that are recognized internationally as proper ways to manage human resources effectively and efficiently. The HR practices as we know are a set of values that help in the development of employees, output they provide and bring a level of trust within the organization. During our BBA life we read many books on this but now I have compared my theoretical knowledge in accordance to what practically goes on at Grameenphone. This report focuses completely on HR Activities of Grameenphone Ltd., which can be further studied upon and used by others for more knowledge on the subject matter. 
Grameenphone is Bangladesh’s top mobile network operator because undoubtedly all there departments work hard to keep it in that position, especially the HRM known as the “People & Organization” since they are the ones responsible to hire and keep the employees within the organization. Their job is to create effective strategies that will establish the best employees who are capable in achieving the organizational goals of Grameenphone, this is why they view their employees as human capital.
Human resource activities at Grameenphone begin with the planning phase keeping in mind the requirement for human resource, the type of people needed, the amount of people needed and the quality of the people are all to be considered here. Planning has to do with things like the process of recruitment and selection, appraisal, how the salary, benefits and rewards are to be structured, how health and safety measure are to be taken, etc. Human resource manager at Grameenphone are to set the job description, job specification and job analysis so that there is a format for how the salary will be based, benefits that will be given, what training and development is needed to be provide to employees, give employees a clear understanding of the requirement of their job and where their career is headed. They want to acquire talent with a variety of skill and those with experience. The most talented and hardworking people are to stay in the organization if human resource managers are to create a clear path for them to excel in the organization. It is important for them to recognize, appreciate, praise, and reward those that are performing well so they are encouraged and motivated to continue this way. With the continuous change in technology the human resource management constantly has to train and develop the employees on how to use the latest technology. The employees perform their best as their morale is raised with the appropriate compensation and benefits; Grameenphone are to give what they expect to be fair. The human resource manager at Grameenphone value the lives of employees so they take appropriate health and safety measure, provide a good working condition, have grievance procedures put in place, set the proper working hours and leave policy. Finally there human resource managers are constantly creating a nice flow of information between employees keeping them actively participating in the decision making within the organization, this creates a sense of belongingness and desire to help organization grow by performing better and by being more productive.
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[bookmark: _Toc14146282]Chapter 1: Organization
[bookmark: _Toc14146283][bookmark: _Toc12975278][bookmark: _Toc12983363]Introduction
The topic of this report is HRM activities of “GRAMEENPHONE LTD”. For this project I applied my theoretical knowledge along with the information gathered from the fieldwork. Even if the focus of the report is mainly on HRM activities of Grameenphone, it can apply for HRM in other business settings. We have learned that once HRM wasn’t given much of a priority compared to other departments, however, nowadays the situation has changed completely as HRM activities are viewed as valuable for businesses as any other department. For the continuous success of a organization it is crucial to run HR activities properly. The core task of this report is to have a better understanding of HR activities of Grameenphone. Grameenphone gives priority to HRM activities knowing the HR are main resource relating to monitoring and supervising the rest of the departments.
[bookmark: _Toc14146284]Origin of the report
From back in the day to the current industry life there have been significant changes that has taken place. Back in the days there was no such thing as a HR department in a organization. However, now it is regarded as a very important department that major organizations cannot do without. Organizations understand that HR is needed to handle the rapid changes in technology, diversity, work environment, etc. New technology can mean hiring those with the knowledge and skill to use it. The growing diversity in the workplace means people come from different cultures therefore handled different. Nowadays people tend to want flexible work environment therefore HR is responsible to provide this. HR also is responsible in making sure employees receive security, benefits, rights, etc. There are much more HR handles as well. 
First of all, an HR recruits new employees into the organizations based on how the employee knowledge, skill and abilities match with the needs and wants of their organization. HR is required to have a clear understanding of the strategy of the organization so they can do this right. HR is a continuous process for instance it can begin with recruitment however they have to work continuously, for instance; by motivating employees, training them to learn new things, etc. 
I have written this report beneath the direction of Ms. Farhana Rashid, Assistant professor of United International University, Dhaka. I am grateful that she has given me the idea to study this very interesting topic. 
[bookmark: _Toc14146285]Scope of the Report
This report was prepared from the information collected from interview with HR employees relating to the various activities performed by them.  My friend being a employee in their HR department gave me insight and details of their work. While I composed this report I myself have gained a lot of knowledge on the HRM activities that are performed by GRAMEENPHONE LTD. 
[bookmark: _Toc14146286]Objective of the Report
The prior objective of this report is to analyze all of Grameenphones’s HRM activities. How Grameenphone’s HRM activities support their strategy, how they secure manpower, how they follow employment regulations, how they reward employees, protect workers and maintain a positive workforce. Some of the functions studied relating to these activities are the job analysis and job design recruitment and selection of employees, training and development, performance management, compensation and benefits and labor relations.
[bookmark: _Toc14146287]Broad objectives
· Identifying Grameenphone’s HRM activities
· Expanding knowledge of HRM  
[bookmark: _Toc14146288]Specific Objectives
To have a clear idea of Grameenphone HRM activities and management system to get a better understanding of the theoretical perspective so that it can be used to compare to the current corporate setting. 
· Learning about current compensation benefits and appraisal layout
· Understanding existing difficulties
· Finding the changes in rules and regulations of HRM
· Analyzing the various the HR activities of Grameenphone 
· Exploring the management, administration and internal system of Grameenphone.
[bookmark: _Toc14146289]Sources of information
Both the primary and secondary sources of data was required for the analysis to be clear and precise.
[bookmark: _Toc14146290]Primary sources:
The primary sources of data were all first-hand information collected directly from those who have substantial data for this topic.  Questionnaire was formed to create a structure for these information to be collected from those in the organization who can connect directly to the events, practices and conditions relating to my topic. The data I collected are basically from: 
· Discussion with HR
· Interviews with employees
[bookmark: _Toc14146291]Secondary Sources:
Secondary documents were collected on this topic to get a better understanding of the general topic beforehand and then used to relate it to the organizations practices. After the collection of primary sources there was the need for secondary sources for more information. 
· Articles
· Journals
· Books
· Case Studies
· Textbooks
· Websites
[bookmark: _Toc14146292]Limitations
When working on the report some difficulties I faced are:
1) Lack of cooperation from employees
2) HRM unable to give much time
3) Are not allowed to disclose much information
4) Limited time given for collection at office
5) Concealment of data and company secrecy
6) Lack of books on this particular companies HRM activities
7) Not helpful or co-operative
8) [bookmark: _Toc14146293]HR head is strict about how much I can collect and write about












Chapter 2: Organization Profile of Grameenphone Ltd.
[bookmark: _Toc14146294]Organization Background
Telenor Group occupies 13 markets throughout Asia and Europe, and Grameenphone is a part of it being the leading telecommunications operator of Bangladesh.
The usage of the phone was by a small urbanized population before the rise and expansion of Grameenphone. The cell phone was considered to be a luxury accessory used by the elite. For the majority the use of mobile telephony was basically unimaginable. 
Grameenphone first established itself by launching an initiative to empower rural women of Bangladesh, which was a Village Phone program. If we translate the name Grameenphone it is actually “Rural phone”.  
Grameenphone was the first operator to offer GSM Technology in Bangladesh, beginning its operations on March 26, 1997 which is also the Independence Day of Bangladesh. Grameenphone was groundbreaking with the launch of mobile to mobile telephony and by also by becoming the first operator to cover 99% of Bangladesh’s population with the network.
Since the beginning Grameenphone has grown so much that now they have 9,700 base stations becoming the largest cellular network. Currently Grameenphone’s network reaches nearly 99 percent of the Bangladesh’s population. Grameenphone is recognized as the leader, as they are come up with new products and services in the telecom market. 
In September 1999, Grameephone was the very first telecommunication operator of the country to bring pre-paid service.

They had the first 24-hour Call Center, bringing value-added services such as, SMS, fax and data transmission services, WAP, international roaming service along with many other products and services. Grameenphone had launched 3G services in October 2013. Grameenpone provides high-speed Internet and data service where ever there is coverage because the whole network is 3G/EDGE/GPRS enabled. Now Grameenphone has over 2 million active users in 4G internet. 
[bookmark: _Toc14146295]Business Overview
As the largest telecommunications service provider Grameenphone holds more than 69.2 million subscribers as of January, 2018. The Financial Position of Grameenphone has made its mark over the years, they had nearly 27% growth for the first half of 2018. The company recommended 125% interim cash dividend to shareholders. Based on financial statements for January-June 2018 they have earned TK 17,198,724 after tax, which is up by 26.9% since the same period last year which was Tk 14,481,614. The EPS for January-June 2018 is at Tk 12.74 compared to Tk 10.72 the first half of 2017. According to the company they are experiencing a “healthy growth”
[bookmark: _Toc14146296]Mission and Vision 
[bookmark: _Toc14146297]Mission: 
We exist to help our customers get full benefit of being connected. Our success is measured by how passionately they promote us.
[bookmark: _Toc14146298]Vision: 
[bookmark: _Toc14146299]We provide the power of digital communication, enabling everyone to improve their lives, build societies and secure a better future for all.
Values
[bookmark: _Toc14146300]Make it Easy
Everything we produce should be easy to understand and use. We should always remember that we try to make customers’ lives easier.
[bookmark: _Toc14146301]Keep Promises
Everything we do should work perfectly. If it doesn’t, we’re there to put things right. We’re about delivery, not over-promising. We’re about actions, not words.
[bookmark: _Toc14146302]Be Inspiring 
We are creative bringing energy and imagination to our work. Everything we produce should look fresh and modern.
[bookmark: _Toc14146303]Be Respectful
We acknowledge and respect local cultures. We want to be a part of local communities wherever we operate. We want to help customers with their specific needs in a way that suits way of their life best.
[bookmark: _Toc14146304]Corporate Division
[bookmark: _Toc14146305]Commercial: 
This is there largest division as it creates the link between the organization and the customers. This division is composed of marketing, retails sales, customer experience and distribution.
[bookmark: _Toc14146306]Commercial: 
Commercial is one of the largest divisions in Grameenphone. It forms as the bridge flanked by the Grameenphone and its customers. This division includes marketing, distribution and retails sale, and customer experience.
[bookmark: _Toc14146307]Finance: 
The finance department monitors and controls finance and procurement activities of the organization. They prepare financial statements while complying with requirements of International Financial Reporting Standards, Bangladesh Accounting Standard and other legislation etc.
[bookmark: _Toc14146308]Corporate Affairs: 
They look after legal obligations and requirements by BRTC and other government bodies.
[bookmark: _Toc14146309]Technology: 
They provide the core product so they are crucial at implementation, operation, planning, design, etc.
[bookmark: _Toc14146310]People and Organization: 
They are HR who are responsible for planning, recruitment, selection, training and development, compensation, etc.

[bookmark: _Toc14146311]Organizational Structure of Grameenphone Ltd.[image: Capture]


[bookmark: _Toc14146312]Literature Review
[bookmark: _Toc14146313]HRM Supports the Organizations Strategy
The success of a business strategy is dependent on human resources. Successful managers understand that having motivated and very well-trained employees can allow organizations to achieve their goals. Therefore, a well-functioning HR department will focus on both making sure that employees are working toward company’s financial goals as well as help them grow and advance by providing them opportunities. An important thing to note is that there must be a cooperative relationship rather that an adversarial for the organizations success. 
[bookmark: _Toc14146314]HRM Secure Qualified Manpower for the Organization
An organization must focus on utilizing manpower and their administration needs to do work effectively so that the company’s leadership can run their operations smoothly, to have a structured human resource policies and standards as well as hire the best candidates. The department head establishes regulatory compliance on daily operations by using tools and tactics that help manage the qualified manpower.
[bookmark: _Toc14146315]HRM Directing and Managing Organizations Talent
The basic function of human resource which is recruiting and selecting employees has a strategic perspective which is talent management. Talent Management is basically when HR coordinates the part of hiring and retention with the organizations long-term strategic needs with the help of software-based tools. 
[bookmark: _Toc14146316]HRM Complying To Employment Regulations
It is crucial for the organization to have an understanding of labor and employment laws that impact the business, the knowledge can come from a well prepared human resource department, also by assigning duties to someone qualified to handle employment issues or a company can obtain expertise from outside consultants. An organizations is required to abide by several laws that apply to their particular business and the noncompliance can lead to fines and penalties that can overall damage that organizations reputation.  
[bookmark: _Toc14146317]HRM Rewards Employee Contributions
When it’s time to hire new employees into the organization it is a critical human resource effort to concentrate on identifying the best person for the jobs, and also to properly manage good staff members once they have been acquired. A main part of strategic planning is to create an effective total rewards package, without this it will be difficult to maintain and build the desired work force.
[bookmark: _Toc14146318]HRM Protecting the Workers and Minimizing Their Risk
A worker has the right according to the law to make sure their workplace is safe and healthy. The environment of the worker should also be free of different forms of emotional abuse such as, sexual harassment. A worker has the choice to take action by bringing the regulatory agency if the working condition is not as required by law and workers are protected legally from employer retaliatory measures. Therefore in order to avoid such action from workers, employers must follow the rules and regulation set by the law to maintain workplace health and safety.
[bookmark: _Toc14146319]HRM Maintains an Positive Workforce Relation
[bookmark: _Toc12975312][bookmark: _Toc12983397]It is not so easy to create a good relationship between an employee and employer. Employee relations managers have to work on improving the communication between management and employees of the organization by using strategy and activities. They are responsible in boosting the attitudes of the employees. These take time and effort and can be done by using human resource expertise in creating practices of improving the working relationship, incorporating the practices of law, etc.
i. Job Analysis and Job Design
Job analysis is usually done at the time a organization is starting up or is planning to increase staff. Basically so that the organization can complete their mission the job analysis helps develop positions the organization requires to be filled. For the strategic solution the job analysis is an essential component, because it shows how human resource is going to be used in the organization. The function can be divided into several roles. Organizations human resources and management take major steps to have a variety of skills needed for the job, such as, by the implementation of job design initiatives and by using programs to increase skill and task variety. However, in comparison small businesses have staff performing many different types of duties due to the limitation of capacity and staffing. 
ii. Recruitment and Selection 
The organizations leaders expect to be able to rely on employees to complete their jobs properly so they are able to focus on other stuff. In many large organizations there is a pattern of the problem with not being able to finding good and loyal talent. It is a lengthy process to develop recruiting like the constant search for the right people with the skills needed and the motivation to work for the organization. A effective and efficient recruiting process will not only find the best employees, but it will save the organization money and time in the long run as it saves them from the hassle of replacing and also training new employees.
iii. Training and Development
Survival of the organization can be highly dependent on the workforce. It is beneficial for the organization to have highly trained and educated employees, for example, they can help organizations produce higher quality products and services, they are more efficient and employee competence lowers costs. The value of personal development is understood by the employees also as they seek training opportunists as well. When organization provides these opportunities it is good for the employee morale and also for the bottom line.
iv. Performance Management 
Human resource are in charge of performance management which is very important as if they create an effective system it will not only be beneficial for the organization but also clients. Actually performance management goes beyond just annul performance appraisal. In order to accomplish the prime objective which is create both a motivated and fully engaged workforce there’s the need for a good performance management system. The system consists of many elements that start from when employees are hired to their retirement or termination. 
v. Compensation and Benefits
It is understood by the best employers that to provide the good compensation and benefits package will help keep quality employees. It is known that compensations consists of salaries, wages, bonuses and compensation structure. The benefits section must be given as much importance as it make the employment contract a whole lot attractive as it includes the important stuff employees require. 
vi. Labor Relations
Labor relations portion is apart from human resource management in some large organizations as there is the existence of both union and nonunion employees. But in certain instances the seasoned human resource managers play a dual role as they use their knowledge and expertise in both areas of employee relations and labor relations, this is commonly found in smaller businesses. These managers have a clear understanding that labour-management issues play a important role as management representatives when it comes to the collective bargaining process.
vii. Managerial Relations
There’s is an interaction between department managers and the human resource department in several ways. The need for the assistance of the HR manager depends on the title of the department managers, for example, the accounting department may need the HR managers help with providing them with numerical statistics rather than the marketing department. Thus, in various instances there is a continuous relationship between HR managers and the different departments. Basically the functions of HR are usually related to employees of the various department managers. 



[bookmark: _Toc14146320]Chapter 3: Overview of HR Division
[bookmark: _Toc14146321]Human Resources Management
A known concept in human resource management is hiring the right people at the right position at the right time. Along with this it is known that performance must be assessed and a reasonable compensation package must be provided and HR can’t function without these major components. Many organizations consider HR is to be a major department. But there must also be an existence with a good and healthy relationship between both employees and clients of the organization.
[bookmark: _Toc14146322]Major Functions of HR
The four major task consist of:
i. Staffing 
ii. Training and Development
iii. Motivation
iv. Maintenance
If these four tasks are completed properly the job of HR managers will be considered successful
[bookmark: _Toc14146323]Staffing in HRM
Staffing is considered to be the process in which HR managers are required to pursue, attract, select and hire qualified employees and for these activities HR managers can be apprehensive. Organizations hire specific people for certain positions considering their expertise, knowledge and capabilities. 
If the organization has HR managers that do their job right they can succeed in acquiring the best applicants and it can be often done by their employee reference. Usually employees are chosen by reference for two reasons. One of the reasons being that the existing employees endorse those they know to be capable of a certain position. The other reason is that the existing employees can endorses their own self if they believe that they have the required expertise and experience for the position. 
Nowadays there is a trend of HR managers which is to be informed about things like market conditions and having the current information when it come to the technology that should be used, understanding their competitors strategy better and also the latest labor laws maintained by similar organizations. 
For HR managers employing requires finding the employees with the knowledge, skill and ability required by the organization for certain positions, however, nowadays there is a need for those employees with the ability to take on new challenges. 
To acquire the perfect employees for the job many of the organizations are using websites for recruitment, and subsequently this trend is having an effect on the labor market as these websites are proven to be a successful tool for recruitment for many. 
The selection process consists of both keeping qualified employees and getting rid of the disqualified employees. As organization vets candidates they eventually left selecting those that meet their requirements. The process can take several steps and thus be for a long-term, especially for public limited companies which is a concern for their candidates. Larger number of candidates naturally means that the process will take time. The steps included are:
1. Reception
2. Screening Interview
3. Application Blank
4. Selection Tests
5. Selection Interview
6. Medical Examination
7. Reference Check
8. Hiring Decision
[bookmark: _Toc14146324]Training and Development
A very important function of HR is employee training and development. A company provides employees training and some even send employees abroad for learning new things or for improving what they know. The providing of proper training is considered as a type of good will for organizations also. The training decision not only develops the employee’s skills but can also be a motivating factor to enhance their skill and be better at their jobs. Steps followed during the employee training session are:
Employee Orientation:
Employees who are newly recruited have to first go through an orientation program, this program is basically a way to welcome new employees and get them familiar with the norms and culture of the organization. Here the organization provides detailed information to the new employees, after getting to know the details they get a sense of assurance as they have a scope of the pros and cons of the organization. It is also helpful to work accordingly if new employees know the mission, vision, resources, policies, strategy, etc. The basic objectives of the orientation program is:
· To give a welcome statement
· Set the attitude and behavior expected by employees
· Provide a way for socialization
· Help employees get familiar with each other
· Teach about the machinery and equipment  
Employee Training:
The organizations training requires a lot of planning, budgeting and a purpose most of all. Training can be in both written and oral forms. But the main thing is that there needs to be sufficient amount of resources for the organization to provide training properly. The responsibility of deciding who will lead the training session is left up to the HRM.  
Career Development:
The stages of career growth are as follows:
· Evolution: Here candidates upload their CV to the popular recruitment websites, basically this stage prepares the employees for their career and for the job they will do. 
· Conversion: Next as employees do their job they are continuously looking for better options, they improve their skills by learning and eventually move onto better jobs.
· Favorite Zone: This is when the exact area is chosen. Everyone has a sector they consider perfect for their life.
· Initial Phase: This is basically the start of the career, which is the first 5 years of a person’s job life.
· Middle of the job: This is the time during the middle of a person’s career, which is the twenty years of doing a job and in this stage people are pleases with a good stable position.
· Ending Phase: This is the period a person has completes working in their job over twenty years and they are about to retire son.
· Superannuation: This is the stage of when an employee retires with a good sum of money. The amount is given as an appreciation of the time they gave to the organization. 
[bookmark: _Toc14146325]Motivation:
In today's time due to the evolving condition of industries the existence of continuous change in the organization motivates employees. Besides this, there are several tools that can stimulate employees and motivate them to give their best such as, transport facilities, house loan, health insurance, high salary, etc. Every organizations thinks of ways to motivate their own employees and enhance their performance to give better output. 
An important thing that motivates employees is when the organization provides a clean environment for work which is free of dirt, this requires the workplace to be cleaned at least once a week. Making sure that floors are not wet is also very important especially for manufacturing companies. There’s also the need to clean the walls, ceilings, passages on a regular basis. The walls have to be maintained by being colored or else white washed after some time.
Motivating employees can eventually lead to employees attending work regularly and decrease the number of absenteeism. The culture of an environment which is positive for their employees can be another motivational factor. 
A great way for management to take ideas is by asking the employees themselves on things that excite them, they should also take their employees opinion for their strategic plan of the organization as they are the ones required to execute it. This way the organization is making them feel like they are asset and their opinions matter. 
It is proven by many leading companies like SC Jonson & Son, Google and Coca Cola that giving employees benefits encourages and motivates them. 
Thus, the main point is that that tools used by organizations to motivate employees to perform better has been proven to be generate profit for them, and along with competitive advantage a organizations goal is to gain profit. 
[bookmark: _Toc14146326]Maintenance
· Retain Employees: Organization have to be able to prevent current employees from searching for a new job. First of all, they must create opportunities of growth or chances of promotion. They cannot pay less than others in the same industry are, employees will expect to paid they’re worth. The organization must have concern for their employee’s health and wellbeing. A good thing is for management to consider themselves in the shoes of their employees so that they can understand their situation better. Finally, there needs to be praise and reward for great work on a regular basis which can encourage it. 
· Health and Safety: Many organizations management typically follow the minimum legal obligations, however, those who follow various rules, laws and regulations are able to take the advantage of the benefits that come from staying in compliance regularly, as it is a way that guides the maintenance of employees effectively and efficiently. 
· Communication: The human resource department uses many different forms of communication required by the workforce. For the workforce to be managed properly communication forms that are used are guidelines, polices, notices and procedures. An effective communication needs to be maintained between human resource managers and employees, this can help with employee satisfaction and morale. There can be problems with employees feeling unappreciated or undervalued if there isn’t any positive communication with the human resource at the workplace.













[bookmark: _Toc14146327]Chapter 4: HRM Activities of Grameenphone Limited
[bookmark: _Toc14146328]Findings
1. 
	Gender
	Frequency
	Percentage

	Male
	26
	65

	Female
	14
	35




A survey of forty employees of Grameenphone was conducted to we can get a better understanding of the HRM activities at Grameenphone. According to the data we can see that there are a significant amount of male (65%) employees compared to females (35%) at Grameenphone to interview, the HR said that this actually reflects the realty of the organization as a whole. Not just Grameenhone but official statistics show that throughout Bangladesh there are more males than females involved in the formal sector because of certain barriers. 
2. 
	Age
	Frequency
	Percentage (%)

	23-27
	4
	10

	28-32
	11
	27.5

	33-37
	13
	32.5

	38-42
	9
	22.5

	43-50
	3
	7.5




Grameenphone is a very well reputed organization so no wonder they expect those with education and experience that means employees are usually aged.  For the survey there is low number of fresher around the age 23-27; however they are crucial for the job nowadays as they understand more about the latest technologies, social media and trends.  There are more employees around the age of 28-32 who are at mid-management because they have a master’s degree and previous job experience; therefore they are more skilled and developed to do the job best. Most employees are aged from 33-42 and usually hold middle and senior level positions, these employees are hardworking, want to be  involve, are able to take risks, want to be in leadership and decision making positions. These employees work to make the organization succeed and therefore earn a significant amount more. Those employees 43 and above are typically at senior level management given the important task to create Grameenphone policy, they think about how their actions will affect the long term stability of the organization. 
3. 
	Education
	Frequency
	Percentage (%)

	Graduation
	11
	27.5

	Masters or Above
	29
	72.5




The data shows that there are more employees with masters and above degree. HR at Grameenphone stated that they actually desire those with masters and above because they are more equipped to face the business challenges of today as they have more transferable skills, are more credible, have more confidence, can communicate better, have self-discipline, can multitask, manage time, are able to do competitive analysis and know more about latest advancements, technology and trends. 
4. 
	Job Experience
	Frequency
	Percentage (%)

	Less than 1 
	3
	7.5

	 1 -5 
	13
	32.5

	 6 -10 
	14
	35

	 11 -15 
	8
	20

	 16 & above
	2
	5




According to the data we can see that the maximum number of employees have experience from 1 to 15 years, most falling under the 6 to 10 year range. The HRM said that they desire those with previous job experience as they have the soft skills like ability to work as a team, able to communicate better, better at managing time, self-confident, better at critical thinking and solving issues. Not only that but experienced employees have a better idea about the industry, have a broader network, have technical skills, etc.
5. 
	Department
	Frequency
	Percentage (%)

	Finance
	2
	5

	Sales & Distribution
	13
	32.5

	Information Technology
	6
	15

	Marketing 
	11
	27.5

	Human Resource
	3
	7.5

	Corporate Affairs
	5
	12.5



Here we see that there are a larger number of respondents who work in sales and distribution and marketing. This is a reflection how important these departments are for a mobile phone operator like Grameenphone. Since they are in competition with other mobile phone operators like Banglalink and Robi Axiata Limited they need greater concentration in the Marketing Department. They are responsible for thinking of ways to make their service most attractive to customers for example; by giving offers and extra services. Grameenphone is also well known for their focus in sales and distribution, unlike other mobile phone operators Grameenphone is best known for being the first to establish a network that is available all throughout Bangladesh, even in remote areas. 
6. 
	Organizational Hierarchy
	Frequency
	Percentage (%)

	Bottom Level
	9
	22.5

	Mid-Level
	25
	62.5

	Top Level
	6
	15



From the data we can see that there is a greater portion of employees in the middle level compared to the bottom level and top level. Employees in each level has an important job; however, unlike the top level employees play the  leadership role middle level employees at Grameenphone are responsible for operations throughout the organization that determine how successful the organization becomes.
7. 
	Job Promotion
	Frequency
	Percentage (%)

	After 1 Year
	5
	12.5

	After 2 Years
	12
	30

	After 3 Years
	15
	37.5

	Not Applicable
	8
	20




Similar to the data most employees at Grameenphone are usually promoted after 2 to 3 years.  HRM have said that the promotion of employees depends on their activity such as how well their performance is and their productivity. Promotion of a position comes with pay raise and other bonuses. 
8. 
	Recruitment Source
	Frequency
	Percentage (%)

	External Hiring
	37
	92.5

	Internal Hiring
	3
	7.5




As we know external recruitment involves recruiting from outside the organization and internal is within the organization. Similar to the data, Grameenphone focuses most on external recruitment as it extends their talent pool, allows them to seek more qualified employees, new people come into the organizations with new ideas and creativity and there is growth for the organization because of the more diverse workforce.


9. 
	Vacancy Announcement Media
	Frequency
	Percentage (%)

	Internal Advertisement
	4
	10

	Social Media
	0
	0

	Website
	36
	90

	News Paper
	0
	0




Grameenphone mostly uses internal advertisement and the website for recruitment.  For their internal employees vacancy announcements are posted on the notice board. However, they mostly recruit by using their website as it is a center to attract the attention of qualified people with the desire to apply. The website is a means for people to get the application procedure and send their CV.  


10. 
	HR Program Effectiveness
	Frequency
	Percentage (%)

	Strongly Agree
	15
	37.5

	Agree
	12
	30

	Neither
	4
	10

	Disagree
	4
	10

	Strongly Disagree
	5
	12.5



.
Employees were asked how much effective they consider the HRM activities at Grameenphone and the majority thinks that it is very effective. The basis in which the effectiveness is evaluated is by how HRM activities are conducted, for example; like how HRM hires the best people for the job. It’s also when HRM uses the right employees, puts them in the right place and in the right time so that they can gain profit for the organization. 
11. 
	HR Training Effectiveness
	Frequency
	Percentage (%)

	Strongly Agree
	18
	45

	Agree
	13
	32.5

	Neither
	3
	7.5

	Disagree
	2
	5

	Strongly Disagree
	4
	10




When employees were asked if they think the training they receive is effective most agree it is. For there to be effective training it needs to be relevant to their job. Some however disagree because they think they are trained on what the organization wants them to learn rather than what they need to learn. Training should be based on the skills of employees, what they have and not to figure out what is needed to be worked on to make them better at their jobs. 
12. 
	HR Communication Effectiveness
	Frequency
	Percentage (%)

	Strongly Agree
	12
	30

	Agree
	15
	37.5

	Neither
	3
	7.5

	Disagree
	4
	10

	Strongly Disagree
	6
	15




Communication from HRM is crucial because they act as a connection of information from the directors to employees; they give out information such as the plan of action or rules to follow. If the flow of the necessary information is clear and precise then the job will be done right and fast. When asked about how effective the HRM communication is most employees agree it is effective. However some employees disagree that the communication is effective, when asked why they think so they said it is the they feel like they are sometimes micromanaged.
13. 
	HR Rewarding Transparency
	Frequency
	Percentage (%)

	Strongly Agree
	10
	25

	Agree
	13
	32.5

	Neither
	5
	12.5

	Disagree
	5
	12.5

	Strongly Disagree
	7
	17.5




Rewards are given on the basis of positive employee performance; it gives them the motivation to continue with the good performance. When asked about the effectiveness of the rewards system at Grameenphone most employees agree that it is effective meaning that they believe they are getting what they deserve. However some do believe there needs to be more recognition for their efforts at work.

14. 
	HR Provides Adequate Health & Safety Measures
	Frequency
	Percentage (%)

	Strongly Agree
	18
	45

	Agree
	11
	27.5

	Neither
	4
	10

	Disagree
	3
	7.5

	Strongly Disagree
	4
	10




 When employees feels as if management has concern for their health and safety and is showing it by taking action to protect them, they will feel as if they are valued in the organization causing them to be more productive. When asked how effective employees of Grameenphone perceive their HR to be when it comes to the effectiveness of the health and safety measures the majority think it is up to the mark with a small percentage thinking otherwise.
15. 
	Employee Satisfaction with HR
	Frequency
	Percentage (%)

	Satisfaction
	34
	85

	Dissatisfaction
	6
	15




[bookmark: _Toc14146329]Human Resource Planning (HRP)
Human resource management has to be able to get the right number of qualified and competent people into the job that is right for them within the right time, the process in which they do this is by human resource planning. Basically there is a system in which within a time period HR is able to match the internal and external supply of people with the job openings an organization requires. The success in achieving Grameenphone’s visions, objectives and tasks are reliant on those selected and their expertise. The human resource plan of Grameenphone takes into consideration these factors:
· In order to fully utilize the human resource of Grameenphone to meet their current and future requirement they need to assess potential and expected workload as well as the expertise required.
· Grameenphone takes notice of how they can reorganize by using various tools and facilities, especially when expanding or contacting. 
· Both the turnover and mobility of employees are looked at.
· Other things which help design and implement the plans objective is their potential transfer, promotion periods of leave given to employees.
The plan is done at the beginning of the year allowing HRM to co-ordinate the process with enough time, and also the budget must be taken into careful consideration.
[bookmark: _Toc14146330]Classification of Employees
[bookmark: _Toc14146331]Regular Employment: 
Regular employment is when someone started career at Grameenphone and it is permanent in nature.
[bookmark: _Toc14146332]Contractual employment: 
It is usually project based in nature, here the working hours of an employee remains the same as it would in a regular employment.  The contract is for a specific time period and the salary is fixed and paid at the end of the day or month. The employment of the employee ends when their contract expires.
[bookmark: _Toc14146333]Part-time Employment: 
In many places students are encouraged to do this type of   job, it is where working hours can be set of their class schedule as well as the organization requirements. Again the job will end actor the contract is completed.
[bookmark: _Toc14146334]Internship: 
According to the subject student is focusing on they are assigned internship project after they complete the courses for graduation. Basically the student works for 3 months under the supervision of a regular employee so that they can composer require with their findings and recommendations.
[bookmark: _Toc14146335]Industrial Attachment: 
To get a real life exposure and related to theoretical knowledge students usually from Engineering and Technical Institute spend some time with an organization. The technical expert of the organization usually guide them by providing their own knowledge and expertise during that time period.
i. [bookmark: _Toc14146336]Job Description
The process of recruitment starts by analyzing the job description and also the person specifications for the job.  This is what provide the guide to creating the job title and salaries extractor of a position. The person specification is required to identify the education, the training, the experience and competencies needed by the job holder. It is a very important heart as it is used to structure the selection interview at the beginning. 
Grameenphone uses the job description for the recruitment, selection and placement, training, performance appraisal, salary administration, promotion, and other things for its employees.
It is the duty of the Head of the Department to prepare the job description; they then send it to HR. if there are any changes to the responsibilities and duties when the job description must be revised.  Finally a copy must be kept in the employee’s personal file.
The employees contact purpose organogram duties and responsibilities must be specified clearly, it is the job of the authority  and the line manager to keep the information up to date and to make sure it is appropriate.
In the time when an employee is appointed, promoted or newly assigned they will get a copy of the job description.
ii. [bookmark: _Toc14146337]Recruitment and Selection
[bookmark: _Toc14146338]Recruitment Sources:
Grameenphone’s best way for correctly selecting their sources of human resource starts from an effective recruitment process. If the recruited employees does not have the proper skills needed to perform effectively it will be a loss for the organization, this is because their poor performance will result in a decrease in the overall performance of the organization.
Internal Sources:  Grameenphone has a policy where they prioritize internal employees by giving them a chance at taken or new position if they have the qualification and meet the existing and future requirements of organization. The authority Grameenphone uses promotion up gradation, secondment or transfer so that they can make the appointments. It’s forbidden for anyone to make an appointment during the probationary period. During the process of succession planning, promoting the internal employees can be used. The job vacancies are then posted in internal the offices. 
External Sources: When Grameenphone requires new pool of candidates to apply with required qualifications for new and available jobs, they circulate vacancies outside. It is when the organization and needs number of candidates to apply to work for the organization
Newspaper advertisement: Grameenphone advertisers the news of vacancy in national of Bangladesh. They usually choose to publish in the newspapers of that are popular and widely circulated, and it is done both in English and Bangla.
Request to other organizations: Sometimes, Grameenphone makes a request to certain organizations to circulate the news of vacancy at Grameenphone on behalf of them. This vacancy announcement is posted on the notice board.
Employee referrals: Sometimes the current employees can help find potential candidates for the HR department. The HR manager tends to find that professional and technical jobs are harder to fill. They receive the help of employees as they make suggestions of those suitable for the harder to fill jobs, as they have more possibility to know those who are capable of doing the same work and possess the desired requirements. This is why employee referral method can be very useful.
Walk-ins and Write-ins: Walk-ins are those who walked into the organization looking for the HR department when they are searching for a job. Write-in are those who send in a CV when they are looking for a suitable job for themselves. Afterwards the organization requires them to fill in the blank application. The data is kept in the database file so that it can be used later if the person is suitable for a vacant position in the future. 
Website: Grameenphone advertises job vacancy of a position at their own website which is http:// www.grameenphone.com.
Other: In certain circumstances, Grameenphone also posts information of their job opening at many employment agencies, educational institutes, etc.
The way in which HRM deals with their external job seekers sets the tone for  for those outside, therefore, candidates must be dealt with in a pleasant manner, given adequate amount of information and be respected.  if this is done properly people will have a good impression on the organization.
[bookmark: _Toc14146339]Selection
Selection is basically steps taken to drawing a process to hire people. This is a process which begin from recruitment and ends on cell enough people r capable of doing the job are found.  The interview that is taken of the candidates daring the selection process is used to evaluate the candidate performance potential for the job.
There are steps to screen and appraise the potential applications systematically during the process of selection.  As candidates are found not capable of doing the job during the selection process they will be eliminated. Grameenphone has an objective to identify if the candidates possess the requirements of the job or not, they also have multiple techniques including a series of screening devices.
iii. [bookmark: _Toc14146340]Shortlisting of candidates: 
HRM required comparing the information collected from the applications to that of the job specification that was advertise so they can shortlist the applicant. there is a strict review done on how much the candidates match up to the job criteria. Shortlisting and show how well management makes judgment and the shortlisting should be qualitative.
The shortlisting at Grameenphone is dependent on nature of the job, HRM create test in consideration the job criteria. There are basic requirement like general and technical needs for the job which must be met in order to go forward on to the next step. Usually it is the job of the line manager to decide the technical criteria whereas teacher is responsible for the general criteria. Even though both the criteria are as important as the other, the nature of the job determines which criteria to put more focus on. The following things are evaluated during the shortlisting:
· Education qualification of prospective candidates, if candidates have the required education background needed for doing the job.
· Whether the candidate have the recent job experience and skill that is useful for that particular job.
· If the candidates have extra experience and skill that are not required for the future job then it will be of no use for Grameenphone.
· When it comes to shortlisting for a particular position there should not be more than 8 candidates for the written test and there should not be more than 4 to 5 candidates for the oral test.
[bookmark: _Toc14146341]Role Played by Different Departments
The job of shortlisted candidates are usually given to HRM and line managers, it is very important for HR to do that job properly as those selected are to become part of the organization.  HR are usually handed over this job because they have adequate information of job specification, top challenges and job standards. HRM can handle non-technical positions alone however for technical positions they would require the help of line managers. Line managers send their technical criteria to HRM so that they can match it with potential candidates. The criteria that must be taken into consideration when shortlisting are:
· What type of position is to be felt
· Whether there is an emergency to fill that position
· If the positions has career development
· What skills are necessary and important for the position 
[bookmark: _Toc14146342]Administering Tests and Interview
After shortlisting HR takes other necessary tests such as; written tests, oral tests, etc., whatever may be required to find the suitable candidate for the position. The tests help figure of the psychological factors of potential candidates such as; intelligence, attitude, temperament, etc.
The key points of employment test are:
· Helps figure out knowledge of the candidate
· The candidates mental ability
· The candidates ability to learn
· The candidates ability to perform task
· Matching candidates with job analysis
Candidates will be eliminated in each and every stage, this is considered as a successive hurdle approach. that means that if a candidate performs well in one stage it would not be considered in for the next stage as each are independent and performance in the new stage will be the deciding factor. 
HR is responsible for drafting the questions; line managers send HR technical questions from which some are selected in random by HR to be included in the test. The main task for a HR is to make sure that the test is related to the requirements of the job, it is relevant, consistent and there is a standard pattern for the questions. 
How the questions are structured will be based on the nature of position, usually there are multiple choice questions as well as narrative type.
HR will check the multiple choice questions and the non- technical part of the test, whereas line managers will check the technical part. HR then makes a compilation of the score the candidate has earned. Usually the minimum score for the written test is 50%. Finally the candidates who have done well will be called in for the next selection test.
iv. [bookmark: _Toc14146343]Training and Development
[bookmark: _Toc14146344]Need
Grameenphone is aware of the fact that employee’s future development in their specific jobs is connected to the support from the training policy. Training can be used to increase job-related knowledge and develop technical and managerial skills. Other than training, employees can seek out personal developmental opportunities to enhance their career.
[bookmark: _Toc14146345]Mode of Training
In-housing training programs are held by Grameeenphone for their employees, senior staff and consultants. Need-based training are provided using appropriate external training institutes, employees are sent to different countries to attend need based technical and management training. 
[bookmark: _Toc14146346]Career Development
Grameenphone’s has established career planning and development that are formal and informal and are short and long term which help make employees to excel in their career. Selecting and dividing employees into divisions allow them to be better their performance ans be capable to take on more responsibility. 
The responsibility of establishing leadership and good training programs are managements job, they are required to invest in HR who are cable in building employees career. 
[bookmark: _Toc14146347]New Employee Orientation Program
It is important to get new employees familiar with their respective jobs as well as the company. An orientation is conducted with the main purpose of getting new employees familiar with the company vision, purpose, values etc. This way the new employee will feel as if they are a part of the company. 
Basically HR hols a two-day orientation program where each division is required to make their own presentation, here employees must attend the next available orientation after their joining. 
[bookmark: _Toc14146348]Training Calendar
According to the training needs of employees HR creates a yearly training calender which is then approved by management before it can be implemented. 
v. [bookmark: _Toc14146349]Performance Management
The most crucial job for managers is hiring, the most upsetting job is firing and hardest is performance evaluation. The most unique characteristics of management is performance evaluation and it is neither easy and there is no way around it.
[bookmark: _Toc14146350]Appraisal Process
Grameenphone has their own appraisal system for evaluating their employees. They have their own system for their eight management competencies which is important for the best evaluation of their employees. At the beginning of the year objectives are set for each department which are understood clearly by the department heads who establish it among the subordinates.
The supervisors of each department at Grameenphone conduct their own performance appraisal. Grameenphone prefer supervisor evaluation rather than peer evaluation or subordinate evaluation as peer pressure and the supervisors influence can affect the result. 
[bookmark: _Toc14146351]Techniques
Grameenphone uses a written scale that has job-related parameters for their performance appraisal system. There is a scale of 0-5 for the eight competencies. and each employee is graded out of 40 as a total. Rather than a routine function Grameenphone uses critical incident method in their appraisal system rather than including routine function in for appraisal. This concludes the fact that Grameenphone is highly concerned with the extremely good and bad results that come out of appraising their employees. 
[bookmark: _Toc14146352]Barriers of Appraisal Method
Grameenphone faces difficlty in the process of performance evaluation and its application such as:
1. There is the difficulty for the appraiser in meeting the deadline set by Grameenphone to appraise employees, it is a very time consuming process.
2. Grameenphone is unable to use some standard appraisal system like BARS and paired comparison as it is not consistent with their organization so they set up their own system for their particular organization. 
vi. [bookmark: _Toc14146353]Compensation and Benefits
As we know for the employee’s contribution both physical and mental they receive a compensation, this not only includes the salary but various other benefits as a whole compensation package. In order to attract, retain and motivate employees Grameenphone pays competitive salaries compared to other companies. These salaries are based on:
i. Post requirement
ii. Skill of employee
iii. What market pays for similar job
Grameenphone’s objective is to have a a effective compensation system which will encourage employees to put in their best performance. The criteria for designing the compensation system are:
1. Internal equity means the pay structure is fair and similar jobs get similar pay. External equity I when compensation is fair with those with the similar jobs in the job market. External equity is established by periodic market survey and having taken cost of living adjustment in consideration. 
2. Competitiveness is when keeping an eye on the demand and supply of employees in the market.as this has an impact on compensation.
3. Cash benefits are the monetary benefits live salary and allowances, it depends on Grameenphones budget to pay. Non cash benefits in the other hand are how Grameenphone provides job security and how they make it interesting.
4. Compensation system takes in consideration productivity, skill and performance to give performance based pay.
5. The compensation system must be complacent with the polices of HR and must be consistent.
[bookmark: _Toc14146354]The Salary
The salary depends on the qualification of the employees; how the employee is performing and other actions of the employee that result in profit for the organization. When fixing a the salary of the employee Grameenphone looks at several things like if they can afford that salary, how much the market is paying for the similar job, economic welfare, if the salary is fair. The salary is fixed with different methods for example; by negotiation, salary based on employee knowledge, skills and abilities and adjustment to the basic salary according to inflation. The revised salary cannot be less than the current salary. When it comes to promotion up the ladder the employee cannot get less than the increased amount they could have gotten in an increment in the grade they are in currently. 
[bookmark: _Toc14146355]Medical Allowance
Medical allowance is a set amount paid each month according to the employee’s position; it is included with other hospital or accident on the job benefits. 
[bookmark: _Toc14146356]Housing Allowance
The house rent is given depend on the cost of an average house. It is enough so employees can maintain a living. It is a portion of the employee’s salary. If the employee joins on another date beside the first of the calendar month then the rent will be given for the fraction of that month.
[bookmark: _Toc14146357]Employee Transportation 
Travel benefit is given for the costs of travel employees have to bear for the job. For car scheme the employee will have to pay for one third of the cost. 
[bookmark: _Toc14146358]Increment
According to the performance appraisal system at Grameenphone, as the employees are performing better throughout the whole year their supervisor can suggest an increment for them.
Confirmation increment on the other hand is when the Head of the Division can suggest to human resource to give a increment to someone who performs well during probationary period.
[bookmark: _Toc14146359]Provided Fund
Once an employee has become a permanent member of Grameenphone they are eligible to be a member of the Provident Fund, here they contribute 10% of their basic salary and the Company make an equal contribution as well. In accordance with different rules a Provident Fund Trustee is created and given the responsibility to manage the fund
There is a three year period for the maturity of the fund and the employee is required to serve at least three years for the eligibility for both the company and employee contributions. 
[bookmark: _Toc14146360]Gratuity
For the life service to Grameenphone of employees gratuity is paid, to be eligible the employee must have worked a minimum of five-years. It is usually equal to 1 and rarely more month’s basic salary depending on the last basic salary for each of the year completed or any part more than six months. 
[bookmark: _Toc14146361]Sick Leave
Sick leave is only given with suggestion from and registered medical practitioner, For such leave exceeding 3 days there must me certification of the registered doctor or medical head. And in any condition where the employee is availing sick leave frequently then the medical board will evaluated it. The same goes for occupational injury or on duty accident. But in contrast dismemberment or prolonged sickness that is more than three months will be reviewed by board of doctors.
[bookmark: _Toc14146362]Maternity Leave
A maternity leave is given for a 16 month period, Where the employee can avail this leave twice during time at company. However a female is not entitled to leave unless she has competed 9 months preceding day of delivery. They cannot be dismissed during leave without justifiable cause. 
[bookmark: _Toc14146363]Paternity Leave
A week of leave is given to a male as paternity leave during the birth of his child. He can also avail such leave twice during his time at the company. He must use this to be by his wife's side and look after her. This kind of leave can be taken before or after the birth of the child.
[bookmark: _Toc14146364]Annual Leave
There is a limit of 25 days of annual leave, up to 15 days of annual leave can be carried forward to the next year and the excess after December 31st will be forfeited.
[bookmark: _Toc14146365]Recreational Leave
Every year employees are given 5 annual leaves known as recreational leave for a calender year. 


vii. [bookmark: _Toc14146366]Motivation
Motivation can be a determining factor in how well a employees performs and is successful in the day to day activities in the organization. But point to be noted it is not the only factor related to performance.
[bookmark: _Toc14146367]Process
Grameenphone surveys employees to identify their satisfaction. Company expresses expectations; HR department conducts surveys to identify if they have done their job to support the business. Thus, the result shows if they contributed to the growth of Grameenphone. This ensures motivation throughout the organization which is related to its success,
[bookmark: _Toc14146368]Motivation Methods
a) Establishes that following the right core values result in financial and non-financial rewards.
b) Rewards for long service of work varying for each department
c) For new employees the possibility of permanency after 6 months is motivating
d) Challenging goals allow employees to compete and provide better performance
e) There are some flexible benefits depending on situation
Managers at Grameenphone reduce stress and tension by:
a) Giving flex time
b) Fix work day absence according to convenience
c) Create Family friendly environment
d) Give curricular activities like sports tournaments
Grameenphone has a HSE (Health, Safety and Environment) which makes sure the employees have a safe and healthy environment. They provide medication counseling to employees and this motivates them. A health safety coordinator handle it  and sometimes external experts are brought in for their review.
It is known by many that Grameenphone has one of the best working environments in comparison to other organizations in Bangladesh. With the answers from employees there is no question about the fact most employees are satisfied working at Grameenphone. Along with the work environment other things are provided that encourages the employees to work harder and better. Things like, medical facilities, provident and gratuity, loans, share ownership opportunity etc. 
viii. [bookmark: _Toc14146369]Working Condition, Industrial Law and Labor Relations
[bookmark: _Toc14146370]Health and Safety
Grameenphone maintains a work environment which is both friendly and workable for employees so that they can work easily without any health and safety issues. They have the required health policy put in place along with that they take proper safety measures for their employees. The HR department makes it their priority to ensure that the health and safety is maintained at the workplace. They are devoted to insuring that the right health facilities are provided and there is enough of it to handle the physical along with the mental ability of employees. There are certain policies and guidelines that guide the way in how accidents and incidents are to be handled properly to insure the health and safety security of employees, vendors and suppliers. Some of the facilities provided to employees include health check-ups, getting doctors appointments, maternity leave and other services. Some safety measures taken are fire drills, there is the first aid box available, session to inform employees on Health ad Safety, etc. 
[bookmark: _Toc14146371]Grameenphone Employees Equal Opportunity
According to the quality of the employees and how much they have to offer in their job they are in-titled to get the same options and opportunities as another. However, there are still many forms of discrimination such as those based on gender, nepotism, etc. Grameenphone actually has no discrimination at the workspace and HR makes sure not to judge or make decisions based on things like gender, political opinion, etc. The basis on which the candidates for employment will be judged for is the roles and responsibility of the job. Actually since discrimination is not a problem that has created much concern for Gramenphone, the topic is not raised often. Usually small incidents are solved instantly from when the problem is addressed to HR. According to the labor law Grameenphone is serious to comply with the code of conduct when it comes to making sure the workplace remains discrimination free. 
It exists in every aspect of human resource practices including the standard Codes of Conduct at Grameenphone. Grameenphone’s Values are organized in a clear flat structure with a flawless work system, situation, with priorities set so that the organization can implement, demonstrate and improve on equality for all. When it comes to how much each employee has to do meaning the workload of the employees, the HR of Grameenphone said their survey states that employees are satisfied and approves current situation regarding their workload. However, the interviews with employees have proved this wrong as they admitted that there is discrimination related to politics or associations that affect things like posting, promotion, opportunities, etc. 
Employees also mentioned that there is also the issue of discrimination because of political reason and also gender. This happens especially to the female employees who say they have faced instances where they were harassed at work. However, still there are no strong rules and regulations when it comes to the matter of taking preventative measures against discrimination and giving opportunities to everyone. The cause of employees having to do extra work is the lack of employees required to do the job. This leads to unfair load of work being given to the workers, and in relation to the workload the salary is also not so just.
[bookmark: _Toc14146372]Labor Union
As we know the labor union help employees voice their opinion, make demands and seek protection of their rights. The trade union is a way employees can be active in the making of crucial decisions of the organization and this makes employees often satisfied with the results of the decisions The Bangladesh’s labor law states that employees have the right to form or join a union without any objection from the company they work for. The HR at Grameenphone says that there employees are free to have their issue addressed and solved. Within their organization there are a ways set to solve problems of employees in a structured and legal way. Employers think that because the company is so ethical and fair such union is of no need, and as of now there has been no major issue regarding employee’s demands not being met or them facing any kind of discrimination lead them to ask demand for their rights and prevent any sort of discrimination or harassment. 
[bookmark: _Toc14146373]Corporate Social Responsibilities (CSR)
CSR is a mix of an organizations responsibility to act ethically and show their behavior, also by contributing for the greater good of people and for the growth of country. The organizations must be active in doing well for the society they work in as they are providers of the people within the society. Currently for Grameenphone their CSR focuses in working to help the aspects of health and education; for example, they sponsor youth program, other events, and provide relief. They think that making an impact in the society by making changes and improvement for the people will eventually empower others to also make a difference for the good. 
[bookmark: _Toc14146374]Human Resource Strategies
[bookmark: _Toc14146375]HRP Strategies
HRP is when Grameenphone strives to get the best employees fit for the job working whenever it is required. Basically it is when HR is given the task to arrange the amount of employees both external and internal with the available jobs of the company within a certain amount of time. But the amount for employees and what have to offer Grameenphone is a deciding factor of their success.
HRP must be part of the overall plan of the organization. There are things that must be kept in mind like the amount of work needed to be completed and the employees capable of doing that work along with the maximum capacity usage of the employees to reach the target now and in the future. At times of change to make the organizational activities flow in a systematic way tools can be used within the organization. Human resources must keep an eye on the employee turnover alone with the employee mobility. There needs to be a track of how employees are excelling, their movements throughout the organization and amount of times they are out of the job so that the planning can be done in the best way possible.
HRP must be done at the beginning of the year taking into consideration the budget.
[bookmark: _Toc14146376]Recruitment Strategies
Internal Sources: At Grameenphone the current employees are given first priority when there is a new opening at the organization, but they must have been fulfilling what was required of them at their current position as well as possess the qualities needed for the new position. Usually employees are promoted or transferred, however new employees that are on their probationary period will not be taken in consideration. The post for the opening that is done internally are posted at the organization.
External Sources: Basically this is when Grameenphone looks for new fresh options to fill job openings from the outside using sources like advertisements in the newspaper, post advertisements on their website, asking other companies to advertise it, employees of the company can make suggestions, when job seekers come to the organization themselves or write to them.
The HR at Grameenphones makes sure they are behaving their best with those external candidates selected for the interview. The candidate’s impression of the organization will impact their reputation as people can share their experience creating people to make inducements about the organization. HR gives the candidates all the information they need, answers questions they might have and shows them respect. 
[bookmark: _Toc14146377]Grameenphone Recruitment Policy:
1. Recruiting, screening and selecting in an efficient and effective way
2. Using a process that will figure out the KSA needed for the job
3. Abiding the the law of Bangladesh along with the organizations needs and budget
4. The time between the advertising of job opening to placing an employee for the job is 29 days. 
5. The age at which people can be selected is from 18 to 57
6. No employee that is in a contract with another organization be allowed to be chosen for employment by Grameenphone.
7. The grade and salary level must be clearly defined
8. In situations where Grameenphone is unable to fill senior level position from those within Bangladesh, they can seek those from abroad.
9. According to how the employee performs at the job their status can be ultered from regular to contractual or the other way around.
10. Grameenphone will take on the expense of the internal applicant for travel needed for interview.
11. The HR manager must keep all the information during the recruitment process private until the whole process is complete,
12. At the end there must be a review and evaluation of the recruitment process in steps they used, criteria they based to choose, etc. This will make then see what went right and what didn’t to make sure they can better the process for next time.
[bookmark: _Toc14146378]Selection Strategies
Selection starts right after the organization has finished recruitment and have a pool of candidates to interview. Information about the candidates obtained during the interview help see which candidates meet the requirements for the job and look most cable to do it best.
The process is done in an organized manner to evaluate candidates. The criteria in which candidates are evaluated are mostly related to performance and there are methods to cut off those who are not up to the mark.
Short listing the candidates
‘Short listing is when candidates are evaluated according t the job specification of job they have applied for. The extent to which the candidates meet the requirement will be assessed. The process is qualitative and is so that the hiring manager are given the critical task to make the best choice of candidates. 
Depending on the job the hiring manager will set the job standards and create the test to evaluate candidates. They will be judged on both general factors by the HR and technical factors by line managers. Even if both type of factor is critical however, the type of job will determine which type of factor to concentrate on the most.
Shortlisting Done by Evaluating:
1. If candidate meets education requirements for the job
2. The candidates knowledge, skill, ability, experience gained from previous job that is relevant for the new job
Those experiences of the candidates that are not needed for the job will be ignored.
Different Departments and Short Listing
We know that when it comes to short listing the candidate’s both HR and line managers play a vital role. HR has all the necessary information regarding the job itself like specification, challenges and the important requirements for the job.
However for technical positions HR will need the assistance of managers from the department to create the standard for the job and HR will then see which candidates have them when short listing.
Short listing involves taking into consideration things like the particular position itself, how important it is, how the position will evolve over time and other knowledge, skills and abilities needed for the position.
[bookmark: _Toc14146379]The Tests and Interview
After the shortlisting is completed then it is time for candidates to take tests, which can be in written or oral form depending which on whatever is ideal for assessing if the candidates  are ready for the position or not. Things that are focused on are the candidate’s knowledge, skill, and ability.
The test will be centered on the candidate’s intelligence level according to the job. It also access certain abilities needed for the job such as the ability to reason. How well the person will be able to perform the job will also be tested. The test is done in accordance to the job analysis.
The test will be such that inadequate can be eliminated throughout the stages of the recruitment process. However how well a candidate does in a stage will not be the deciding factor, how they do in following stages will decide. 
The HR at Grameenphone is responsible for preparing the test. The line managers will create technical questions to the HR from which some will be selected for the actual test. The job of HR here is to select and combine both technical and non-technical questions where the technical part will be revised by the line managers, after this the final test is prepared to be given to candidates to take. Finally after candidates take the take the written test the HR is responsible to calculate the candidate’s score, usually candidates must obtain at least 50% in the written test to be called back. After they qualify in the written test candidates will go on to the next stage of selection and have to take other tests.
[bookmark: _Toc14146380]Training and Development Strategies
[bookmark: _Toc14146381]The requirement for training
The training given at Grameenphone is in direct relation to the actual job done and how the employees can develop themselves in their jobs. Usually the main idea of the training is to enhance the knowledge, skills and ability of the employees and also it can focus on specific important skills like managerial or technical skills needed for the organization. The employees are asked to focus on improving their own skills which will benefit them in their careers. 
[bookmark: _Toc14146382]The Mode of Training
There is in-house training and need-based training programs for the employees. The in-house training is done by outside professionals who are hired to conduct specific training. The need-based training is conducted by working with institutes from outside who specialize in training employees based both organizations and employee needs.
[bookmark: _Toc14146383]Career Development
A set of activities are performed to develop the careers of employees which can be both formal and informal or be for the time being or for an extended period of time. Basically it is so that the employee can get promoted to a better position. Each department will specially pick out those employees with the potential to grow and have ability to take on the responsibility of the position. The department heads select those activities that will specifically help develop those employees performance to prepare the position. The department heads are responsible to be leaders in providing training which will successfully enhance the employee’s abilities for the organization.  Human resources managers are responsible coordinate and monitor the stady development of those employees according to the needs of each departments and the organization as a whole.
[bookmark: _Toc14146384]Orientation for New Employees
Orientation is basically the introduction each new employee gets about their job and the organization. The main reason for the orientation is to inform employees on the mission, vision and mission, vision, about the owners, rules and regulation, etc. The heads of the departments will give a presentation. Every employee must be present at the next orientation that will be held immediately after they join.
[bookmark: _Toc14146385]The Training Calendar
First the human resource managers make a list of the training required by the employees which they then plan out when they will administer throughout a yearly calendar. Before going ahead with this plan it will be evaluated by other managers. 
[bookmark: _Toc14146386]Disciplinary Strategies
[bookmark: _Toc14146387]Transfer
The organization can take out an employee from their current position to that of a different as they wish. The employees must deal with it even in a situation where they are told about the transfer suddenly without any prior knowledge of it. Transfer can be profitable for the organization as they can utilize the employee in places where it will be most effective for them.  The employee can gain from the transfer also as they will experience work at a different environment with the different experiences that comes along with it. It is the job of the human resource manager with the assistance of heads to make the decision to transfer the employees.
If an employee is placed at another location for greater than 30 days then it is regarded as a transfer. For the transfer the employee’s salary and other benefits will not change. If needed the employee will get things like travel and hotel expense if they are relocated for less than 30 days. However if the employee is transferred for greater than 3 months but less than 1 then the employee will get disturbance allowance of 5,000 for each month and a return ticket once every 30 days. For a permanent transfer the employee expense for any extra effects caused by the shift and disturbance allowance of up to 20,000 for managers and above 10,00 for other employees. 
[bookmark: _Toc14146388]Termination
Employees know what type of behavior and performance is expected of them, if their performance declines resulting in loss for the organization it must be fixed. 
Only that time when the situation is serious and no other action can solve the employee problem can termination of the employee can be taken in consideration. The managers decide when termination of a Grameenphone employee is appropriate. When terminating permanent employee a notice or salary of 120 days must be given. The gratuity is given for completed or for that period greater than 6 months including the extra benefits given by the organization. 
The employees on probation period can be terminated without any notice. HR is responsible for the termination of those employees that are not permanent and the managing director for those who are permanent. 
[bookmark: _Toc14146389]Discharge
If employees are mentally or physically incapable or for misconduct an employee of Grameenphone can be discharged, it is not due to lack in the performance of the employee. Usually about two to three medical professionals are given to analyze the employee’s health condition to give their opinion about their fitness to work. Then after that the decision of discharge will be made by the managing direct. One month notice or amount of salary for one month can be paid to the employee discharged. Gratuity is paid for each month completed or for the service more than 6 months along with benefits provided by the organization.
[bookmark: _Toc14146390]Resignation and Exit Questionnaire
If a permanent wants to resign they have to give a 1 months’ notice, if the employee fails to give a resignation letter their 1 month’s basic salary will be deducted. 
The letter is given to the department head that approves it and sends it out with their comments to HR of Grameenphone. Then HR gives the formal approval order to the employees according to what the Department Heads said. The employee must hand over everything, get a clearance certificate and have no liability with the organization before leaving. The resigning employee must fill out an exit form to give manager whom must keep it private in employee file.
The exit form allows employees to give the reason for why they are leaving the organization. The information is collected so that the organization can prevent employee turnover in the future. The employee who is resigning will get all salary that was unpaid and benefits according to the policy of the organization. 
[bookmark: _Toc14146391]Compensation and Benefits Strategies
The compensation is what is given to the employees for the work they provide their organization. The total package consists of salary and other benefits. In order to keep employees motivated and in the organization the salary and benefits must be worth the work employees provide and attractive to them. The more the employees are satisfied with the compensation and benefit the better performance they give. Depending on the Grameenphones the compensation package is created. There must be internal equity meaning employees of similar jobs must get similar pay. There must also be external equity which means the pay should be similar to that of employees of organizations in the same market. Equity is maintained by continuous evaluation of the job, how much the job is valued, there are also market surveys done and cost of living adjustments being made. The compensation is also dependent on the competition for the job in the market and the demand and supply of employees. The cash benefit is the salary and non-cash which can be satisfaction with the job. There is also performance based ay which depends on how employees are working better than before, being more productive, etc. 
[bookmark: _Toc14146392]Chapter 5: Recommendation and Conclusion
[bookmark: _Toc14146393]Recommendations
All organizations have good and bad aspects, some things I have notices in HR activities of Grameenphone are:
1. There are a lot of work load for HR
2. There is a power dynamic where some think they are better than others
3. Competition and jealousy among employees
4. Very strict when it comes to employees
5. Performance is monitored vigorously
6. Time must be maintained
7. Work must be submitted on time
8. Not much lot of leaves allowed
9. Too much rules and regulations




[bookmark: _Toc14146394]Conclusion
HR at Grameenphone does their best to implement modern ways to manage human resource and keep them active and interested. They are able to pick the best employees who are capable to give the best performance needed by such a big organization. Grameenphone is excellent in following their business strategy and they are able to utilize their resources properly, they have efficient employees who are capable of getting the work done. Employees seem satisfied with the training program. Working environment is very modern and flexible. Turnover rate is low and HR has proper plan and tactic in place. Since work load is a lot and a company is always trying to innovate which creates more load there needs to be a way to ease the pressure for employees in my opinion.


[bookmark: _Toc14146395]References
1. About Performance Management and Appraisals. (2019). Retrieved from https://smallbusiness.chron.com/performance-management-appraisals-1905.html
2. HR Management and Labor Laws. (2019). Retrieved from https://smallbusiness.chron.com/hr-management-labor-laws-59738.html
3. Human Resource Activities of GrameenPhone Limited - Assignment Point. (2019). Retrieved from http://www.assignmentpoint.com/business/human-resource-management/human-resource-activities-of-grameenphone-limited.html
4. Human Resource practices in Grameen Phone Company. (2019). Retrieved from https://www.ukessays.com/essays/management/human-resource-practices-in-grameen-phone-company-management-essay.php
5. Identifying Seven Major Functions of Human Resources. (2019). Retrieved from https://hiringpayroll.knoji.com/identifying-seven-major-functions-of-human-resources/
6. Importance of Compensation in the Workplace. (2019). Retrieved from https://smallbusiness.chron.com/importance-compensation-workplace-38470.html
7. Importance of Compensation in the Workplace. (2019). Retrieved from https://smallbusiness.chron.com/importance-compensation-workplace-38470.html
8. Importance of Compliance in Business. (2019). Retrieved from https://smallbusiness.chron.com/importance-compliance-business-71173.html
9. Manpower Utilization & Effective Administration. (2019). Retrieved from https://smallbusiness.chron.com/manpower-utilization-effective-administration-12990.html
10. Seven Major Categories of HR Management Activities. (2019). Retrieved from https://careertrend.com/seven-major-categories-hr-management-activities-39647.html
11. The Functions and Goals of HR | Boundless Business. (2019). Retrieved from https://courses.lumenlearning.com/boundless-business/chapter/the-functions-and-goals-of-hr/
12. The Relevance of Human Resource Compensation & Rewards. (2019). Retrieved from https://smallbusiness.chron.com/relevance-human-resource-compensation-rewards-76697.html
13. Training and Development of Human Resources. (2019). Retrieved from https://smallbusiness.chron.com/training-development-human-resources-1183.html
14. What Does "Talent Management Selection" Mean in HR?. (2019). Retrieved from https://smallbusiness.chron.com/talent-management-selection-mean-hr-60934.html
15. What Role Does Job Analysis Play in Effective Strategic Staffing?. (2019). Retrieved from https://smallbusiness.chron.com/role-job-analysis-play-effective-strategic-staffing-13717.html
Gender
Male	Frequency	Percentage	26	65	Female	Frequency	Percentage	14	35	



Age
Frequency	23-27	28-32	33-37	38-42	43-50	4	11	13	9	3	Percentage(%)	23-27	28-32	33-37	38-42	43-50	10	27.5	32.5	22.5	7.5	



Education
Graduation	Frequency	Percentage (%)	11	27.5	Masters or Above	Frequency	Percentage (%)	29	72.5	



Job Experience
Frequency	Less than 1 	 1 -5 	 6 -10 	 11 -15 	 16 	&	 above	3	13	14	8	2	Percentage (%)	Less than 1 	 1 -5 	 6 -10 	 11 -15 	 16 	&	 above	7.5	32.5	35	20	5	



Department
Frequency	Finance	Sales 	&	 Distribution	Information Technology	Marketing 	Human Resource	Corporate Affairs	2	13	6	11	3	5	Percentage	Finance	Sales 	&	 Distribution	Information Technology	Marketing 	Human Resource	Corporate Affairs	5	32.5	15	27.5	7.5	12.5	



Organizational Hierarchy
Frequency	Bottom Level	Mid Level	Top Level	9	25	6	Percentage (%)	Bottom Level	Mid Level	Top Level	22.5	62.5	15	



Job Promotion
Frequency	After 1 Year	After 2 Years	After 3 Years	Not Applicable	5	12	15	8	Percentage (%)	After 1 Year	After 2 Years	After 3 Years	Not Applicable	12.5	30	37.5	20	



Recruitment Source
External Hiring	Frequency	Percentage (%)	37	92.5	Internal Hiring	Frequency	Percentage (%)	3	7.5	



Vacancy Announcement Media
Frequency	Internal Advertisement	Social Media	Website	News Paper	4	0	36	0	Percentage (%)	Internal Advertisement	Social Media	Website	News Paper	10	0	90	0	



HR Program Effectiveness
Frequency	Strongly Agree	Agree	Neither	Disagree	Strongly Disagree	15	12	4	4	5	Percentage (%)	Strongly Agree	Agree	Neither	Disagree	Strongly Disagree	37.5	30	10	10	12.5	



HR Training Effectiveness
Frequency	Strongly Agree	Agree	Neither	Disagree	Strongly Disagree	18	13	3	2	4	Percentage (%)	Strongly Agree	Agree	Neither	Disagree	Strongly Disagree	45	32.5	7.5	5	10	



HR Communication Effectiveness
Frequency	Strongly Agree	Agree	Neither	Disagree	Strongly Disagree	12	15	3	4	6	Percentage (%)	Strongly Agree	Agree	Neither	Disagree	Strongly Disagree	30	37.5	7.5	10	15	




Frequency	Strongly Agree	Agree	Neither	Disagree	Strongly Disagree	10	13	5	5	7	Percentage (%)	Strongly Agree	Agree	Neither	Disagree	Strongly Disagree	25	32.5	12.5	12.5	17.5	



HR Provides Adequate Health & Safety Measures
Frequency	Strongly Agree	Agree	Neither	Disagree	Strongly Disagree	18	11	4	3	4	Percentage (%)	Strongly Agree	Agree	Neither	Disagree	Strongly Disagree	45	27.5	10	7.5	10	



Employee Satisfaction with HR
Satisfaction	Frequency	Percentage (%)	34	85	Dissatisfaction	Frequency	Percentage (%)	6	15	
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