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Dear Madam,
Here is the report that I have assigned on the topic as per your request. The report has been completed by the knowledge that I have gathered from the courses of human resource management. I have tried my level best to complete this report meaningfully and correctly, as much as possible. 
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Executive Summary
This report includes how the banking sector of Bangladesh is running its human resources-related operation (Hiring, recruiting, and job satisfaction) during COVID-19. All of the HRM activities have taken from Southeast Bank Limited, First Security Islamic Bank Limited, IFIC Bank Limited, Mercantile Bank Limited, Bank Asia Limited.
With the requirement of my BBA program and under the supervision of Piana Monsur Mindia, Assistant professor, United international University the project task is prepared. To give an overview of the banking sector’s HRM-related criteria and rules during covid 19 is the main objective of this task. Apart from this, some identified objectives carry some common and slightly different scenarios among these mentioned banks. This report is distributed throughout the six chapters and the first chapter is about the introduction of the report and objectives. Chapter two includes a literature review, and the chapter is about industry perspective or organizational background. After that chapter four is sort of detailed about HR function from selected area. Lastly, chapters five and six carries findings and recommendations consecutively.
The banking industry of Bangladesh is growing rapidly and has to confront many new issues. Among all the new issues Covid -19 is the shaking topic around the world. Therefore, the banking sector needed to reintroduce all HR activities. So, the main point of view of this project is to find out the HR function of Southeast Bank limited, First security Islamic Bank Limited, IFIC Bank Limited, Mercantile Bank Limited, Bank Asia Limited which have applied in this epidemic.
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Chapter One
Introduction 
The banking sector is playing a pivotal role in Bangladesh’s economic industry. It is necessary for flowing money and dealing with a surplus. Beyond this country will not be progressed than before. But uncertainty arises when Covid -19 hit worldwide. Arises of uncertainty because of COVID-19 relates not only to the manufacturing sector and service sectors of Bangladesh but also creates major impacts to the performance of human resource management regarding the recruiting hiring and job satisfaction in the banking sector. Important points have to be considered that what are the consequences of positive and negative vibes about the efficiency of human resource management and how and how the new processes were conveyed and constructed during COVID-19 in the banking sector. The great challenge is to use new technologies system by employees for enabling information, exchanging information on a global scale. Another thing is that generating new modes of power and distributing new policies have bothersome.
All the rigorous information has been collected by me for the project. As an HRM student, it came out so warmly that help me more to know details about how banking sectors are working previously and during covid.
A. Background of the study 
My journey in UIU has reached four years and from this journey, I had to go through several reports work pertaining to human resource management related. All the tasks have been associated with book knowledge and practical knowledge. Thus practical knowledge is one of the crucial elements here which help me to align my work to set the information of this project.
I got an opportunity in my BBA life to do the task on various human resources-related topics like training, compensation management, employee labor law, and all the topics are accumulated here which help me more for running this report work.
B. Scope
In this project task, you will find detailed information about the hiring, recruiting, and job satisfaction of bankers in this pandemic in the banking industry of Bangladesh.
C. Objective
This project work is mentioning two types of objectives. Such as 
Primary objective – Primary objective refers to differentiating between practical knowledge and academic knowledge. The purpose of the research is to find out the selected factor of HRM activities in the banking sector related to core HR topics. The specific objectives are as follows –
· To examine the relationship between HR adequate activities to physical environment.
· To examine the relationship between Recruitment and selection procedure with following HR process in the banking sectors of Bangladesh
· To Examine the relationship between Job training and Changes in HR polices on Training Due to Pandemic in the banking sector of Bangladesh 
· To examine the relationship between Job compensation and bonuses based on the HR policies on Pandemic In the banking sector of Bangladesh .
Secondary Objective – Secondary knowledge is all about capturing practical and obvious things that are processed in the organization. Those are 
· To Know of banking HRM rules and policies 
· To Introduce new technology and use of those in the banking sector due to COVID-19
· To assign and set new and previous HRM activities after pandemic panic 
· To evaluate the job duties and effect after the crash of pandemic.

D. Methodology Of The Study
This study is based on data was collected from 54 people using a nonprobability sample while 25 questionnaires distributed to employees who are working in Southeast Bank and First Security Islami Bank Limited   Bank Asia, IFIC Bank & Mercantile Bank. The probability sample is applied here as the research is focused on demonstrating crucial Human resource activities in the banking sectors of Bangladesh. The study adopted probability sampling is as an aid to drawing ca conclusions for regression and correlational analysis. Actually simple sample random sampling is the best practice when the main objective of the research is to generalize the findings to the entire population which actually combine with the research objective perfectly 
The type of data was primary and secondary. In the section of primary five people were interviewed and shared their banking activities and based on this another primary source be aid is the responses from the survey. The 54 people who have responded to my survey are my initial source and the survey was formed through the information shared by five employees over the phone.
 All the branches of the banks are located in Dhaka and Each of the elements of the questionnaire is related to HRM efficiency and job satisfaction, and the Likert scale was used (Not at all  =1 and Extremely= 5 ). The choice of the industry is justified by the sooth that this sector is concerned with the use of information and communication to perform all HRM activities. This research contains both primary and secondary data. The sample is selected according to a different aspect of HRM activities in the COVID-19 situation. The research framework is briefly presented in the below figure. 
Recruiting
Training & Development
Selection
Performance Appraisal
Compensation
Adequate HR Activities






E. Limitations
Every study has some limitations. This project is not beyond limitations. Due to the dearth of top-notch HR activities during a pandemic, it was quite difficult to administer questionnaires to an expanded sample. The banking industry of Bangladesh constitutes very expanding samples, but the study considers only few Observations. This is seeming quite small observations comparing or looking at similar studies whose observations were based on 54 responses
· The first limitation of this study is the lack of proper information.
·  All HR activities are more confidential and strictly prohibited to share inner information with an outsider.
·  This Research is also limited by the term of using ICT technology properly.
· It was quite troublesome to get responses on time through online survey. 
· This study is also faced limitation to assemble information via phone and online text as all the bankers were not available at a same time. 
· Due to lack of addressing proper information it was difficult to administer questionnaires at a very large sample.
These all are limitation that was introduced to completing the research, yet it is possible to touch the proper destination along with these types of difficulties . 



Chapter Two
Literature Review
[bookmark: _Hlk96601564]Human Resource management is the highly indicator of an employees work engagement, satisfaction, motivation as well as commitment. ( Joarder, M.H.R,2019). It is true that employee performance is really base for an organization’s growth. Noted barlier, Saks (2006) that employer performance is based on two criteria. these are rewards and recognition. And On this pandemic performance and activities also relay on these two dimensions 
The effectiveness and efficiency of Human resource Management operations in this research refer to the capability of an organization to effectuate its activities faster at a lower cost. HRM Challenges resulting from the COVID-19 pandemic includes new adapting, technology learning, comforting risk as well as changes in working condition. ( Rahman Habibur, 2020 ). That performance is growth grow up when employee engagement perceives the opportunity of future position for Banking industry. (Joshi&Sodi,2021)
COVID- 19 introduces to bankers a new remote job along with changes in job responsibilities which introduce a new policy, procedures in the workplace to restrict human interaction. Traditional HRM was characterized by too much paperwork and administrative procedures, which made the whole process slow.( Rahman Habibur, 2020) .
To keep pace with the demands of the environment there are lots of pressure on HRM to aid strategic objectives and modern procedures to focus on value-adding activities.( Musddi Prantika ,2020) However, the job content and the expectations of Human Resource (HR) professionals tend to a drastic change and the work environment that supports the fulfillment of these needs and desires are drastically covered for the response to the Covid-19 pandemic. (Joanee Marphy , 2022).The significance of the increasing variants between the needs of a person and the current work environment is about to contribute in different situations which results in the inclusion of different technology. The use of E HRM introduce and implies the new technology of HRP applied and practices. ( Musddhi Prantika , 2020). 
The recruitment and the selection process of potential candidates via the internet, social networks and the intranet by applying contemporary quantities methods and information are just one of the HRM activities .HR Previously there are some critics to visualize the performance appraisal slightly different sense.  The earliest appraisal decision was taken through salary, socio class, administrative decision, promotion. (KarakS.2019) in the banking sector .Development of performance appraisal in U.S Industry ( Pattern,1997) that is man to man rating form on characteristics of psychology Which boost employees motivation to work on COVID-19 situation.(Scoot and Karak,2019).
 Physical distancing is creating a vacuum of needs , significant changes, and new challenges to banks whole set up  and Covid -19 situation create barrier to learn on the job method , and the need for time autonomy and home of working. ( Joaneey Marphe, 2022 ).
Workplace is extremely focal point of any organization or office .Each employee who work in an office represents and secretly demand the safest place for working .As denoting large portion of time in the workstation the question arises about health issue and job satisfaction .(Rukh, , Choudhury ,2019 ) .The variables and factors that make the workplace are like wise variable at a sense. They extremely ,influence toward employee performance and profitability making the consequences of positive and negative job evaluation and satisfaction. (Naharuddin & Sadegi, 2013 ).

The measure of examination with respect to the subject "Execution Appraisal" is so vast. The paper which depends on an observational investigation of the specialists' every day work encounters and survey of writing recognized imperatives to execution evaluation in representatives in the organizations, which remembers the current information for Performance Appraisal discoveries, just as hypothetical and methodological commitments to a specific point. Presentation: Organization are run and directed by individuals and their works. It is through individuals that objectives are set and goals acknowledged rely upon the presentation of the representatives. The exhibition of an association is subsequently reliant upon the aggregate of the presentation of its individuals. The accomplishment of an association, rely upon its capacity to gauge precisely the presentation of its individuals and use it unbiasedly to improve them as an imperative asset and strength. The exhibition of a worker is his resultant conduct on errand, which can be noticed and assessed. It alludes to the commitment made by a person in the achievement of hierarchical goals. Execution can be estimated by a mix of amount, quality, time, and cost.(Sanjay karak,2019)
Performance appraisal management process has become a dynamic process. It has brought a dramatic change in its implementation or practicing process. Now, many organization is doing PAM more focusing on employees future performance plan rather than focusing on their past performance history. Many researcher agreed with this new idea. ‘I support and believe the need for a dramatic change in performance management process ,and many organizations who are following this process of late are surely taking the right decision. The tragedy is  we should have done  it 52 years earlier.’(jack zenger,2017).

Almuth McDowall ,2009) has discussed in his article that  to improve the HR activities and due to the high level of competition in business world providing  training and development to employees has become very important. In this article 360-degree appraisal system has been given importance. Because positive feedback from different level motivates the employees and they become more motivated to work for further development programs.
In the context of HR activities to gain HR efficiency during pandemic this study is attempted to find out the implications of know-how of organizational efficiency as well as HR Procedures in the banking industry of Bangladesh during The COVID situation -19.










Chapter Three
Organizational Background
A. Industry scenario
From an Industry perspective, all the activities of banks are quite the same in the eyes of rules and policies Under Bangladesh bank. But as a matter of fact is every bank has its service and confidential rules and system.  In this pandemic, all banks must confront unpredictable changes and some novel policies. Industry scenario varies from bank to bank keeping the basic system aligned with the central bank. 
The previous scenario means before the pandemic employees were doing regular activities like 10 am to 6 pm job and availing two government holidays. These scenarios had turned 360 degrees when the pandemics hit worldwide. Current activities were stopped without any future planning. The banking sector must be run. So, the government and the central bank decided to open the bank for a limited time till lockdown. Now about the appearance of Human resources. Banks believes that Humans of their industry are a large asset as except them they can run their operation and that the quality of its employee reflects the quality of service. Central bank ordered to start roaster system for the employee so that their human resource won’t be in too much risk. As a consequence, all employees have not presented all day and same time, but activities of the bank were moving and processing on Banks are faced lots of losses and fluctuation due to the pandemic and Bangladeshi banks are already been mired in lots of irregularities and scams such high volume of non-performing loans, lack of proper contribution of employees. There will be no answer to the questions f performance due to experiencing unwanted situations all over the world and the impact of bankers is huge. According to Bangladesh bank statistics many bankers have been affected by coronaviruses. Latest’s source of June 2021 narrates that It is nearly 27377 bankers of commercial banks affected and around 143 bankers died from covid-19. 
After the long lockdown currently, all bankers are holding as well as performing the same activities that they did previously of course with proper safety. 


B. Organizations to be included in The Research
This research is all about analyzing discussing, and implying all the functions, roles of bankers from banking industry during COVID-19. COVID-19 is very much unwanted situation which Shaked worldwide and it creates deep stain in peoples mind and economical section.
COVID-19 pandemic makes dramatic loss of human life and present unpleasant challenge to public health and food also in public service industry. Organizations those have done significant roles in covid -19 for the sake of continue economic process mainly are banking industry. the organizations are included for this research work are -
· Southeast Bank limited 
· First security Islami Bank limited 
· IFIC Bank Limited 
· Mercantile bank 
· Bank Asia  
C. Brief description of selected organization
Each organization has its system, inner mission, vision, and Goal. All the selected organizations are from the same industry, but every organization has a different inception period, strategy, and evaluation system. The short discussion of the selected organization is given below: 
Southeast Bank Limited is a private commercial bank in Bangladesh. It started its journey in 1995 and generating revenue of $700 currently. It is one of the renowned banks and has a huge customer basement for its comfortable and fast service. 
The average amount of the human resources of this bank is 30-39. Southeast bank claimed that they have a high level of energetic and enthusiastic workforce in the HR team which truly facilitates and differentiate their services.
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First Security Islami Bank Limited is one of the leading private commercial banks (Shariah Based ISLAMI Bank) having a broad range customer base. FSIBL is a third generation flourishing Islamic Shariah Based bank commercial bank. And according to their 2019 report, they have 2357 Human resource professionals. FISBL emphasizes customer satisfaction through its services and all the things are closely interlinked with the attributes of employee’s efficiency and effectiveness of work’s arrange high quality recruiting and hiring, training policies which bring a competitive edge to their banks. They try to maintain their policy to recruit best professionals and implement programs to find talent management. 
[image: Logo, company name

Description automatically generated]





IFIC Bank Limited 
International Finance Investment and Commerce (IFIC) Bank Limited commenced its banking journey on June 24, 1983. Earlier than it was founded in 1976 in a form joint venture finance company as the representative of the Government of the People’s Republic of Bangladesh.
Their Vision is to deliver the best financial services through innovation and sustainability and ambient growth. IFIC’s mission is surrounded by Human resources. They focus on a creative, skilled, and dedicated workforce whose contribution makes their services unique and clear. IFIC Bank holds down HR compliance at the entire level of the organization. They brace up employees to abide by all of its rules and laws Under HR policies and training programs. IFIC has its different types of conditions ad rules among dimensions of the Human resource department. Like compensation, the team has its laws and rules to maintain, and the training and development team has its condition.
[image: Logo  Description automatically generated with medium confidence]



Mercantile Bank limited
Mercantile Bank limited aims to contribute to the financial system for sustainable economic growth. Its inception in June 1999. Its goal is credible brand impression and wants to achieve customers’ trust and loyalty. It has 150 branches, 19 subbranches, 187 Atm, 162 agent banking, 2 offshore banking.
 MBL is pointing its opportunity in exploring avenues in business, Digital transformation,            Mega development work believed that they are equipped with a state of the art data centers as they have 22 years’ experience in this industry. They have huge market share and high-quality credit rating over the years. They also have a pool of efficient knowledgeable, skilled human resources. These are their capacity to handle challenges or grab opportunities.
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Bank Asia Limited
Bank Asia Limited offers the opportunity to expand social career and recognition. Bank Asia was launched in 1999 by a group of accomplished businesspeople. The bank’s management team is supervised by senior banks with decades of expertise both at home and abroad. this bank extended its journey by acquiring the business operation of Nova Scotia in Dhaka after that bank Asia again repeater’s performance by acquiring a Pakistani bank named Muslim commercial bank.Banks Asia’s vision is to serve people with modern and innovative service in an affordable way. Currently, Bank Asia is working more with the local money market as well as the foreign currency market without violating its position. Bank Asia’s commitment is to provide modern and value-adding banking services with the help of technological advancements.
[image: Logo  Description automatically generated with medium confidence]





[bookmark: _Hlk95156539]Chapter Four
Discussion of selected HR function of the selected organization
Human Resource by demographics of Southeast Bank Limited -
This bank contains a pool of energetic and adaptive workforce from different age and gender. This bank totally believes in the diversity of the workplace due to receiving different types of skills. The permanent employee of this bank stood at 2859. 
Recruiting:
Southeast bank limited recruit employees on a system basis with physical exams and viva. During the firmness of lockdown on COVID-19, this bank has not recruited a single employee yet. They are very much fixed on their decision till the pandemic position will take survival place.
Candidates who applied for SEBL jobs are in a hanging position due to this extreme worldwide issue.
Selection:
As they have not propagated any recruitment advancement, they have no new selection system during pandemic yet. Their old employees had to run all the things at the time of tightness of Covid -19. However, the current position of Covid-19 is enormously alarming now. Therefore, SEBL is not set out for any selection discourse for upcoming days.
Training & Development:
SEBL had to prosecute training by Zoom or google meet platform as it was strictly prohibited to conduct any kind of physical training from Bangladesh bank.
Moreover, In this epidemic, the pivotal part of their training was like using new technology, changing culture modules, and learning another section job so that employees can give proxy in quibble situation along with basic training.
Performance appraisal:
The evaluation system of SEBL is like their previous system. They have no recent proposal on this pandemic. Despite that, they give some bonuses based on determined days who have done job under that risk time as Bangladesh bank gave an order to every.
Apart from this SEBL set a new target every year and evaluate their employee depending on meeting the target.
Compensation: 
Compensation rules and regulation of SEBL is slightly confidential. They offer health facilities to employees and extra payment system who had done more than 10 days office work at a stretch. And also, there was no salary reduction from employees’ basic amount whoever affected on Corona Virus. 
[bookmark: _Hlk94005049]Human Resource By demographics FSIBL -
FSIBL consist of a huge number of employees from different district as well as a different culture. They have nearly 15 branches in Dhaka city and each branch is founded with the majority of the same district employees and different ages. Their exact number of employees is troublesome to find but it’s analyzing that it has nearly 137 branches with more than 2000 people.
Recruiting: 
First Security Islami Bank Limited starts recruitments with the job analysis system by HR personnel from this bank and the recruitment process of this bank is centralized. This bank consents that the recruitment process can be external and internal, and it is reclining on their choice and positions they need to fill the vacancy.
In this pandemic, this bank has not recruited any external employees. From the perspective of recruiting internal employee, it is always furtive though getting the actual source of information is that FSIBL recruits some employee internally at the very first phase of COVID -19. After that all internal and external recruitment is still cut off.
Selection: 
After the recruiting process means job advertising, written test, Viva, medical test they get on for selection process who apply for the job. This bank claim that Selection process is most critical task they faced as putting right people in the right place on right time carries overall organization performance.
Mentioning that they have not selected any person yet because of Pandemic and their recruitment process is still freeze in previous situation.
Training and Development: 
FSIBL does training for making employees for knowledgeable and seeks improving performance from employee.
They always conducted physical training before pandemic. Its is more than two years they are conduction their training through online like other banks. But still they are focused on their previous mission and vision. Currently in training they are opting to discuss course related talking’s (Banking criteria) culture changes and adaptation and online system of banking and future predetermined changes and challenges.
Performance appraisal:
FSIBL normally does performance evaluation by Annual credit report. They are very much eager to and fast to give promotion to employees pointing out their level of performance. They create a numbering system each month and after 12 or 24 months they evaluate those numbers for each employee and decide to give a promotion or increase pay scale or both. Employees must work for such duration to get a promotion. Their performance evaluation is still the same in this pandemic.
Adding that, they slightly create job rotation for 2/3 specific departments due to rostering system and employees are motivated for better output and benefits.
Compensation: 
For critical stages of COVID -19 it was too much risk for attending job physically. That is Why Bangladesh bank allows to give full salary who perform 10 days at a stretch job in one month will receive amount which is equivalent to full basic salary. It is extra compensation along with main salary. Employee will also get his or her basic one end of month. It is known as direct financial payments.
Again, they have little indirect payments like whoever was Positive In Covid -19 at the very first phase of Pandemic did receive some amount from government. 
Human Resource By demographics IFIC Bank –
IFIC bank is geared to generate meritocracy-based culture where employee engagement, talent development, talent management, generating competitive compensation package is lucrative to employees so that they can contribute more and more. This bank has diversified culture due to hiring employees from various division. Around 2500 Human resources from different background are working at IFIC bank all over the country.
Recruiting:
The recruitment team of IFIC bank work relentlessly to attract potential and skill people. During COVID-19 they have online application portal. And after one-month candidates receive mail to attend online interview through Zoom platform. IFIC is the first bank which has done lots of recruitment process during pandemic.
Selection:
Their initial selection procedure conducted through Zoom. Interview was taken by the means of breakout room. That was their initial viva stage. After that IFIC bank took training Academy written exam. As COVID-19 was at stake for every life that time written exam was taken at nearer branch. The candidate who qualified in written test was called for a competitive test in IFIC bank’s head office. After that who received accurate marks for next stage was called for a final interview with the Managing director of IFIC bank with proper safety.
As the hazardous phase of COVID-19 has been running, IFIC has completed their selection process by creating three or four steps.
Training and Development:
 IFIC bank training Academy is known as the oldest form of institution in the private sector which is fully equipped and always devised with care of all the learners and development of their employees. They have best source to lead training from home and abroad.
IFIC bank prosecuted online training during sober time of pandemic and still, the online training is going on as the situation is again critical now. Their online training is all about basic training and online banking procedure. Nothing new topic is nit conducted yet but reminding the target and goal of this bank is the real purpose of regular training.
Performance Appraisal: 
HR of IFIC plays a pivotal role in engaging employees, empowering, and motivating them in the right manner.
Their performance appraisal is based on three dimensions. Like office operation, target meets up and behavioral personality. In COVID like other banks, their performance appraisal system has not changed. IFIC claimed that their performance evaluation has been fair all the time even in pandemics.
Compensation:
HR of IFIC Bank continues to shine the spotlight on their employees and rewards them for their excellent performance Employees had a rostering system and who attended all the days get a similar amount of payment of his or her basic salary. The rostering system is back again since the new variant of COVID-19 has hit our country. Employees get their basic and regular salaries on that time and no salary cutting was encouraged from our government. Employees also get other benefits like an ambulance system, Free COVID test , Health facilities and so on .
Moreover, IFIC bank Tries to tie up employees with great amenities and fair evaluation at this troublesome moment.
Human Resource by Demographics Mercantile Bank Limited – 
According to data of 2018 mercantile bank has 2308 human resources. Mercantile Bank Corporation is one of the leading banks in the banking industry which need to retain the position. Operating several branches mostly in the top district in Bangladesh has little cultural verification than IFIC Bank.
Mostly Mercantile bank has a diversified workforce with people of many geographical areas, racial, educational background cultures which supports merging diversified ideas and methodologies of running tasks.
Recruitment :
In the time of lockdown due to COVID- 19, the recruitment procedure of MBL was stopped entirely. They had no online procedure as well that time and still, they haven’t started it yet. As a result, would-be candidates are feeling at stake as they are assuming their lives clueless.
Selection:
Mercantile Bank had some unstable or temporary employees before the pandemic took place. They had to terminate those temporary employees by caused of COVID-19.
On the ground of this, it is obvious no selection procedure took place as there was no recruitment policy.
Training and development: 
Mercantile bank has invested extensively in the training of employees that has resulted in employee a huge number skilled, knowledgeable, and motivated employees.
Usually, they conducted training in their training center before the pandemic. In the time of COVID-19 training on the ZOOM platform has taken place. Employees are urged that their training session has been like to discuss current situation and allocating roaster day to employees. Online training is far from their regular training session and employees think that unproductive training session is only killing time.
Performance Appraisal:
Mercantile bank has diversified employees and Authority mostly focuses on local employees than the racial background. Performance appraisal was based on filling up the target. There was an immense workload as there was half worker than the actual worker required. As a result of the pandemic, the entire team was unable to present but the working system has remained the same which creates employees less productivity and stress.
Alarming is that promotion was totally stopped throughout the year and performance appraisal also is not in a systematic manner. Employees claimed that they are not often praised for their performance. That is the reason for the lower promotion rate and lack of promotion opportunities which leads to work morale as well.
Compensation: 
In the first stage of Coronavirus, employees got some extra payments who did office that time. After that benefits and payments were given following the rules of Bangladesh Bank.30 (Thirty) thousand taka had been allocated for those employees who have been affected by the coronavirus. This amount was for their treatment purpose.
 Human Resource by Demographics Bank Asia Limited – 
Human resource development and management is one of the crucial aspects of any organization. Bank Asia from its inception day has created the equal impression of its all function along with the human resource.
Recruitment:
Bank Asia publishes its recruitment normally in newspaper and different job portals collects the applied CVs and scan all the CVs. Afterward, candidates are called for assessment and interview. All the things are by HRM. But In the case of COVID-19, all the recruitment process has been stopped. Only one recruitment has been given in October 2021 for the post of senior officer.
Selection:
The assessment procedure involves two steps. Written test and interview. All candidates must sit for a written test and those who have qualified in the written test have been called for an interview by the management team. It is their regular process. If the interviewee passes the first step, then call for a second interview which is called a panel interview. After the panel interview candidates are called for the final step which is usually taken by the Chairman of the bank.
All the steps of the selection process have been done again in October 2021 for hiring senior officers after lockdown. But again, all the hiring and selection procedure has stopped due to spreading a new variant of the coronavirus.
Training and Development:
Bank Asia has some diversified training procedures. They have general banking training, credit banking training, and foreign banking training. Their motto is to provide training for the sake of 
· Learning banking culture, 
· Technology advancements 
· Meeting new targets
·  Good and customer friendly service 
· Negotiation skills in Banking 

In Pandemic, all training is conducted on the online platform and the topic of the training is all about learning online banking. Added that employees are also trained other departments activity so that services won’t be stopped due to lack of employees.
Performance appraisal:
Bank Asia follows MBO (Management by Objective) method and this method combines 
· Establishing goals 
· Setting performance Standard 
· Comparing the actual performance and desired outcomes
· Comparing actual goals and goals attained by bankers.
Like other banks Bank Asia has not changed any steps for performance evaluation. Bank Asia’s employees are entitled to a thoughtful and careful appraisal system. Their appraisal system is mostly based on supervisors’ constructive appraisal and also getting a response from employees. Bank Asia has some stages to get feedback from supervisors in the section of communicating standards.
  Setting Standards and expectations 
         Measure actual performance 
 Comparing performance with expectations 
                  Discussing the feedback 






Compensation:
Compensation is a more complicated term of HRM activities in any organization. When it comes to deciding salary and other bonuses has become the most difficult one in the pandemic. Employees of Bank Asia receive a regular salary on pandemics and there was no bonus system who worked on the first phase of a pandemic. There was only some increment who did the job with full risk. No promotion was taken place until October 2021. 
Apart from monetary benefits Bank, Asia has provided health benefits like an ambulance system, hospital facilities, Corona committee for COVID-19 test.
Summing up all activities of HRM in the banking sector in Bangladesh is given below :
	
Banks
	
Recruitment
	
Selection
	Training and
Development
	Performance Appraisal
	
Compensation

	Southeast Bank Limited
	No
	      No
	  Online
	  Like previous system and no promotion
	 Regular salary plus extra bonus 

	First Security Islami Bank Limited 
	        No
	    No
	   Online
	  Promotion on Pandemic
	Basic salary plus bonus and health benefits.

	IFIC Bank Limited
	      Yes
	    Yes 
	   Online 
	Same Appraisal system with no promotion 
	Regular salary plus an increase in the pay scale 

	Mercantile Bank Limited
	    No 
	   No
	 Online 
	 The Appraisal system was not regular 
	Regular salary and only health facilities.

	Bank Asia Limited 
	No
	No
	Online
	 No promotion 
	Little increment to few people 






Chapter 5
Analysis and Findings 
Analysis:
Chapter five demonstrates the results of the research by analyzing some crucial factors that have a fruitful implication on adequate human resource activities in the banking sector in Bangladesh. For conducting this quantitative analysis data were come by using a questionnaire with close-ended questions. And questionnaires’ scale was Likert scale. variables are Independent and dependent which are related to questions.
All the quantitative data were collected through the employees from junior level to senior level, Branch manager, Management trainee officers from different banks in Bangladesh. This Chapter is all about analysis demographic report, descriptive analysis, and Regression analysis for independent and dependent variables from the survey’s result.
Demographic analysis:
This Research includes demographic sectors like gender, Age, income scale, work experience and job function.
Gender: 
From the survey, the total number of participants was 54 ,and, surprisingly from that sample male and female participants were equal means the valid percentage of each gender is 50. IIt reflects the Bangladeshi culture is now practicing equal participation and the role of a female.  The table of Gender percent is shown in Figure 5.1 and a highlight chart of gender from survey is shown in figure 5.2.
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Fig :5.1 The frequency table of Gender 
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Fig :5.2 Gender Chart from the survey  




Age :
For the study purpose, the age is maintained here in a categorical variable divided into 5 groups. On the basis of the result the most prominent age group in the banking sector of Bangladesh is 25 to 30 . From the table frequency this age is 33 and valid percentage is 61.1. Second prominent group of age is 30 to 35 which is 22.2 percent of total employees. According to the result less employees are involved in the survey and the average percentage is 2 of 40 to 50 aged people . Figure 5. is showing the age table collected from Calculation through SPSS.
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Fig :5.2 Frequency Table of age



Work Experience :
The work experience is categorized into five groups. the groups are less than five years to more than 20 years. 05 to 10 years of  works experience are prominent  here and percentage  is nea y 35. Work experience is 15 to 2o years is 14 percent and only 3.7 percent is 2o years of work experience. The below figure 5.4 is given with work experience percentage.
	

Work Experience in years

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Less than 5 years
	10
	11.5
	18.5
	18.5

	
	5 - 10
	19
	21.8
	35.2
	53.7

	
	10-15
	15
	17.2
	27.8
	81.5

	
	15-20
	8
	9.2
	14.8
	96.3

	
	More than 20 years
	2
	2.3
	3.7
	100.0

	
	Total
	54
	62.1
	100.0
	

	Missing
	System
	33
	37.9
	
	

	Total
	87
	100.0
	
	



Fig :5.2 Frequency Table of work experience 


Monthly Income :
Monthly income is categorized binto5 groups and the highest percentage is 24 of 15 thousand takas to 25 thousand takas which means this is the moderate salary of most of the bankers in Bangladesh. Only 13 percent of employees are getting a higher salary 
	Monthly Income

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Less than t 15000 taka
	7
	8.0
	13.0
	13.0

	
	 15000 to  25000 taka
	13
	14.9
	24.1
	37.0

	
	  25000-35000 taka
	12
	13.8
	22.2
	59.3

	
	 35000 to  45000 taka
	10
	11.5
	18.5
	77.8

	
	more than  450000 taka
	12
	13.8
	22.2
	100.0

	
	Total
	54
	62.1
	100.0
	

	Missing
	System
	33
	37.9
	
	

	Total
	87
	100.0
	
	


Fig :5.2 Frequency Table of monthly income



Grade code:
Bangladeshi banks have several divisi   of grading employees. The junior employee falls under the year of 3 to 10 years and employees s are more than 1o years based on the service. Here from figure 5.6 ,we see grade code percentage of senior employees is 65 and junior is 20 . HR director and branch manager have similar points mean both have the same 5.6 percentage. 
	Which of the following is your grade code in your Company

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Senior Employee (11+)
	35
	64.8
	64.8
	64.8

	
	Junior Employee (3-10)
	11
	20.4
	20.4
	85.2

	
	Management trainee officer
	2
	3.7
	3.7
	88.9

	
	Branch Manager
	3
	5.6
	5.6
	94.4

	
	HR Director
	3
	5.6
	5.6
	100.0

	
	Total
	54
	100.0
	100.0
	


Fig :5.6 Frequency Table of Grade code


Job Role: 
The frame of job role is categorized into 4 section.  cashier, Human Resource, Finance . as it is the banking industry.
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Description automatically generated]Responses defied that the highest percentage of job role is from Human Resource Management which 52 percent. Secondly, bank teller took the position by 24 percent . Figure 5.7 has shown all the frequency. And figure 5.8 is about survey chart pertaining job role .
	The function of the Job or Role

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Cash
	6
	11.1
	11.1
	11.1

	
	Bank Teller
	13
	24.1
	24.1
	35.2

	
	Finance
	7
	13.0
	13.0
	48.1

	
	Human Resource
	28
	51.9
	51.9
	100.0

	
	Total
	54
	100.0
	100.0
	


Fig :5.8 Survey chart of Job role

Fig :5.7 Frequency Table of Job role



Reliability Analysis:
For making sure the set of questionnaires reliable the 25 set of questionnaires are being distributed among the respondents. the data would be tested on SPSS after collecting back the 25 sets of data. The result on reliability test is more than 0.6 which show good reliability for all variables except the recruitment and selection. The reliability test of recruitment and selection is not adjustable here due to less Cronbach’s alpha. From the test it, came to .345 which not required for the regression test. For that reason, this section is not valid to further analysis. The reliability test of Training and Development adjustable here due to more accurate Cronbach’s alpha. From the test it, came to .713 which applicable for the regression test as it has cross the valid portion which is 0.6. For that reason, this section is valid to further analysis.
Again, the reliability test of performance appraisal is also valid to reach more accurate Cronbach’s alpha which is 0.862 and the portion from compensation is 0.702 and these consistency is significant and test is reliable. The result is shown below:
	Variables
	Dimensions
	Cronbach’s Alpha

	Independent Variables
	Training and Development
	0.713

	Independent Variables
	Performance appraisal
	0.862

	Independent Variables
	Physical work environment
	0.880

	Independent Variables
	Compensation
	0.703

	Dependent Variables
	Adequate HR activities
	0.806


	Descriptive Statistics

	
	Mean
	Std. Deviation
	N

	AdequateHRActiv
	27.9423
	5.74427
	52

	TandD
	16.1538
	3.78016
	52

	Performance
	16.5577
	4.03618
	52

	Physical.WE
	17.7885
	4.50854
	52

	Compensation
	16.3269
	4.03281
	52





Evaluation if Descriptive analysis:








-There the sample size is 52 and dependent Variable’s mean is 27.94 or 28 and the standard deviation is 5.7 . Here SD is not clustered and data points are high.
- The mean of training and development is 16 and standard deviation is 3.7 which is close to mean. So little variance in the observed data.
- The performance appraisal’s mean is 16 and standard deviation is 4 which is also close to mean so the observed data is located around the mean.
- The mean of physical environment is 17 and the standard deviation is also 4 which is again close to the mean.
- Lastly the compensation has mean which is 16 and the standard deviation is 4 . So variances of data are clustered tightly covering the  mean.

Regression analysis: 
A regression model is referred in terms of a connection between the predictors independent (X) and the response (Y). The linear regression model’s equation was used to estimate HR activities in the banking sector of Bangladesh.
Y= a+ Bx’+ Bx’’+ Bx’’’ +Bx’’’’ +e 
The Equation can also be written: Adequate HR activities = a + B training And development + B performance appraisal + B physical work environment + B compensation + e and where bx are coefficient and e is error.

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.154a
	.024
	-.059
	5.91193
	.024
	.287
	4
	47
	.885

	a. Predictors: (Constant), Compensation, TandD, Performance, Physical.WE



Evaluation of Model summary :
The value of R square is 0.024 which can be found from the above model or the “Model Summary’’ table. This refers that (R square X 100) = 24% through the variance can be explained in adequate HR activities in the banking sector with Others HR activities During Pandemic which is actually medium range of respectable score. Added that the adjusted R square value shows below the R square value which is -.059 express the extreme result of low responses .so negative R2 is about insignificance among explanatory variables .Therefore the output can be improved by increasing sample size .



	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	40.137
	4
	10.034
	.287
	.885b

	
	Residual
	1642.690
	47
	34.951
	
	

	
	Total
	1682.827
	51
	
	
	

	a. Dependent Variable: AdequateHRActiv

	b. Predictors: (Constant), Compensation, TandD, Performance, Physical.WE

	


From the Anova table we would come to know the significance of the model. Here the predictors are more than one. In this case the significance is 0.885 and we know if significance of p value is less than alpha (0.05) . we can say the model is significant. Here the value is more than 0.05 which means it is not statistically significant and emphasizes the strong place for the evidence of null hypothesis. All the values have been calculated on SPSS and the not statistically significance does not mean rejecting the null hypothesis.
 And from the model summary R square is .024 means 24 % significance. So, 24 % variance in depressive symptoms can be explained by predictors.
Summary of ANOVA analysis:
· Total Statistically significance is measured through the ANOVA table which results a non-significance of the model that is .885 meaning there is no significance difference between Adequate HR activities with HR activities in pandemic of banking sectors. Means there is no effect is observed as null hypothesis is true.
· R squares show the medium level of score which is 24% means independent variables requires more variables along with that to explain dependent variables significantly.
· Adjusted R Square comes out negative which is -.59 and it indicates the insignificance explanatory variables.


Evaluation of Correlations:


	Correlations

	
	AdequateHRActiv
	TandD
	Performance
	Physical.WE
	Compensation

	Pearson Correlation
	AdequateHRActiv
	1.000
	-.063
	.028
	-.069
	.036

	
	TandD
	-.063
	1.000
	.583
	.636
	.557

	
	Performance
	.028
	.583
	1.000
	.616
	.658

	
	Physical.WE
	-.069
	.636
	.616
	1.000
	.685

	
	Compensation
	.036
	.557
	.658
	.685
	1.000

	Sig. (1-tailed)
	AdequateHRActiv
	.
	.329
	.423
	.314
	.401

	
	TandD
	.329
	.
	.000
	.000
	.000

	
	Performance
	.423
	.000
	.
	.000
	.000

	
	Physical.WE
	.314
	.000
	.000
	.
	.000

	
	Compensation
	.401
	.000
	.000
	.000
	.

	N
	AdequateHRActiv
	52
	52
	52
	52
	52

	
	TandD
	52
	52
	52
	52
	52

	
	Performance
	52
	52
	52
	52
	52

	
	Physical.WE
	52
	52
	52
	52
	52

	
	Compensation
	52
	52
	52
	52
	52


 
From the upper table the correlation analysis table shows the directional strength relationship.
The dependent variable Adequate HR activities has significant positive correlation with all the independent variables. 
· Training and development has positive correlation and the strength of the relation is .329 which is less than medium strength.
· With performance appraisal, Adequate HR activity has positive relation which is .423 indicates the medium strength.
· With the physical work environment, adequate HR activity has positive correlation, and the strength is.314 which is less than medium strength.
· With correlation of Compensation program, the strength is .401 which is also medium range.
Lastly the relation strength should be greater than zero is known as positive correlation between dependent variables and independent variables. when it is greater than .7 is called strong relationship among variables. Here the variables are positive but not more than 0.5. So, the strength of the relationship is in medium range.

Findings: 
Predicted on the analysis the following Findings are : 
1.  In the Banking Industry of Bangladesh is doing good with equal opportunity for gender. The evaluation found the banking industry has highly engagement on young and middle-aged employee, but the benefits is low for them. It is obvious that minimum and fix bonus during COVID-19 has been distributed generously to all the bankers, but others necessary benefits has mostly been grabbed by senior employee. To overcome this all the banks should ensure the fair benefits based on the performance and experience also working with high risk in the COVID-19.
2.  As following the investigation report the impact of ICT on HRM efficiency using in the banking     industry is remarkable. During this pandemic, all the curriculum and professional activities are getting through online.
3.  It takes time to set with the virtual system to all the applicants as well as existing employees. Moreover, Here the problem is many candidates missed interview due to poor internet connections who live outside of Dhaka or remote area. Government must   take the necessary procedures for providing internet access to those places as this pandemic has no time limit to setting out from the world. 
4. The findings from the regression analysis shows that of the research is their significance level is not taken statistically significant, but it cannot be obsolete as the data are resulted from calculation. In that case for getting proper result the variable means the More HR factors are needed along with the mentioned factor. For proper result or getting High value of significance level from above analysis the steps can be followed:
· Requires High significance level by adding variables which will represents random data and increase the significance.
· To remove negative consequences from the adjusted R square it requires enlarging the sample size.
· Total Significance can would be less than .05 if the accepting the alternative hypothesis.
· For strong Correlation both variables should be increased following the 45 degree slope.





Chapter Six
Recommendation
The paper expresses the performance efficiency of HR activities of focusing mainly on the commercial banks of Bangladesh During the pandemic.  The following recommendations are
· The findings of the study are helpful for all types of Human resource managers in different organizations along with banks to implement the human resources functions and their difficulties during pandemics like COVID-19. It is required that a sufficient level of training and development and platform for analysis issues should exist in the organizational-based environment to execute all the matters effectively.
·  This research has contributed to the current scope of banking industry by evaluating the excellence of performing human Resource management activities. this research by analyzing the other sector of Bangladeshi organizations is a verified source of these findings for further research during this pandemic crisis.
· The research of findings relates the correlation showed that there is significant positive impact of using Technology and it is highly required that all the banks should give proper training to use technology at the level best.
·  Lastly Banking industry can devote itself by investing more on technological term in human resource management so that all the activities can run within the short moment and avoid destruction in any crisis.


Conclusion
The paper investigates the influence on market competitiveness and Changes in HR polices due to COVID -19. The mater of fact is that all the banks have same type of HR Policies ordered by Bangladesh Bank. For that reason, all the selected banks is obliged to maintain core orders from Bangladesh Bank. That is the main circumstances that there is  little bit difference in services  those banks yet HR polices are same .
The study is conducted using logical statistics method to see the efficiency human resource activities during COVID-19 in the banking industry in Bangladesh to make this research convincible. Moreover, the proper demographic contribution, reliability test, regression analysis also increases the research more relevant and persuasiveness. Fundamentally, the connection between HR activities with job satisfaction of employees lies in one hand. actually, If HR activities are concise and well defied to employees it usually brings out the best output any one can ask for. As employee are known to their duties. Similarly, the changes in the HR activities have create some impact to employee’s performance due to pandemic. People took some time to adjust with the situation.
Lastly, these HR activities or elements of workplace have huge association with employee work performance around the world. 
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Appendix:
Dear respondents,
I would like to invite you to participate in a research study of Bankers’ Human resource activities during Covid –19. This study consists of some dimensions like recruiting and Hiring, Employees performance and compensation under pandemic crisis . This data collected from these questionnaires will form my research project thesis. Informed that all the information given will be strictly treated as confidential and will be used for research purpose only. In case the results of this study are published, please remain assured that no information regards to identity will be included.
Thank you for your time and patience in answering this questionnaire. Should you require any further information, please do not hesitate to contact us.
Regards, 
Laila Ferdousy 
Bachelor of Business Administration Program  
United International University 
lferdousy181067@bba.uiu.ac.bd 

Supervised by, 
Piana Monsur Mindia
Assistant Professor
School of Business and Economics
United International University
Email:  piana@bus.uiu.ac.bd
 Demographics :· Male (1)
· Female (2)

Age *
· Below 25
·  25-30
·  30-35
· 40- 50
· Above 50

Marital status *
· Single (1)
· Married (2) 
· Widowed / Divorced (3)


[bookmark: _Hlk93313977]Years of Experience *
· Less than 5 years 
· 5 to 10 years  
· 10 to 15 years 
· 15 to 20 years  
· More than 20 years 



Monthly income *
· Less than 15000 BDT
· BDT 15001 to BDT 25000  
· BDT 25001 to BDT 35000  
· BDT 35001 to BDT 40000  
· More than BDT 40000   

Which of the following is your grade code in your Company*?

· Junior Employee, Officer 
· Senior Employee, Officer 
· Management Trainee officer 
· Branch Manager 
· HR Director 
· Assistant Manager 
· Vice President 

Work location?*
· Dhaka 
· Rangpur
· Habiganj


Job Function *
· Cash
· General Administration/ Planning  
· Finance 
· Bank Teller
· Human Resources





Section I: Recruiting & selection 
[bookmark: _Hlk95471920]Select on a scale 1 of 5 based on your opinion .

	Not at all (1)
	Slightly (2)
	Neutral (3)
	Very (4)
	Extremely (5)


	No
	Items
	(1)
	(2)
	(3)
	(4)
	(5)

	1.1
	 There was online recruitment take place for candidates.
	
	
	
	
	

	1.2
	 Online recruitment was not structured.
	
	
	
	
	

	1.3
	Recruitment process touched properly all the steps during lockdown.
	
	
	
	
	

	1.4
	Online viva for selection procedure was effective.
	
	
	
	
	

	1.5
	Final selection (Viva) procedure should always be taken in offline.
	
	
	
	
	



[bookmark: _Hlk93335931]II: Training and development  
 Training method That I have used in pandemic –

· Virtual 
· Off the job
· Case study 
· On the job


Select on a scale 1 of 5 based on your opinion
	Not at all (1)
	Slightly (2)
	Neutral (3)
	Very (4)
	Extremely (5)


	No
	Items
	(1)
	(2)
	(3)
	(4)
	(5)

	2.1
	Training on Zoom/ Google meet saves time .
	
	
	
	
	

	2.2
	Training contents were relatable with job duties .
	
	
	
	
	

	2.3
	I appreciate online training more than physical one.
	
	
	
	
	

	2.4
	I have learned new technological term on training.
	
	
	
	
	

	2.5
	My instructor was capable enough for conducting suitable training.
	
	
	
	
	


[bookmark: _Hlk92900046]
Section III: Performance Appraisal 

Select on a scale 1 of 5 based on your opinion
	Not at all (1)
	Slightly  (2)
	Neutral (3)
	Very (4)
	Extremely (5)


	No
	Items
	(1)
	(2)
	(3)
	(4)
	(5)

	3.1
	I am satisfied with my annual performance appraisal (PMP)
	
	
	
	
	

	3.2
	I Have committed to my job while working under pressure of pandemic.
	
	
	
	
	

	3.3
	Performance evaluation was fair in pandemic crisis .
	
	
	
	
	

	3.4
	Now my performance level can handle any scope of level in banking activities .
	
	
	
	
	

	3.5
	I have achieved year end appreciation for outstanding performance In Pandemic.
	
	
	
	
	



Section IV: Compensation 

Select on a scale 1 of 5 based on your opinion
	Not at all (1)
	Slightly (2)
	Neutral (3)
	Very (4)
	Extremely (5)


	No
	Items
	(1)
	(2)
	(3)
	(4)
	(5)

	4.1
	We have received regular salary on pandemic.
	
	
	
	
	

	4.2
	All the regular bonuses were on time.
	
	
	
	
	

	4.3
	Pandemic has created pressure on payment system of bank.
	
	
	
	
	

	4.4
	I am motivated by additional benefits due to pandemic.
	
	
	
	
	

	4.5
	Medical facilities is more required than additional payment.
	
	
	
	
	



Section V: Physical Work Environment
Select on a scale 1 of 5 based on your opinion       dhxfjj
	Strongly Disagree (1)
	Disagree (2)
	Neutral (3)
	Agree (4)
	Strongly Agree (5)


	No
	Items
	(1)
	(2)
	(3)
	(4)
	(5)

	5.1
	 Workplace with less subordinate and customer increased safety level during pandemic.
	
	
	
	
	

	5.2
	Noise free environment Has increased productivity & keep satisfied during covid.
	
	
	
	
	

	5.3
	Workspace is provided with efficient safety requirements during pandemic.
	
	
	
	
	

	5.4
	Subordinates are maintaining hygienic behavior on this Covid -19 situation.
	
	
	
	
	

	5.5
	 Office internet speed and connection is adequate for working smoothly.
	
	
	
	
	



Once again, thank you for your precious time and effort to complete this questionnaire.

Other Relevant Documents :
 Recruitment and Selection – Not applicable 
Independent Variable
Training
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Performance

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.862
	5



Physical work environment

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.880
	5



Compensation

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.703
	5





Dependent

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.806
	8






	Descriptive Statistics

	
	Mean
	Std. Deviation
	N

	AdequateHRActiv
	27.9423
	5.74427
	52

	TandD
	16.1538
	3.78016
	52

	Performance
	16.5577
	4.03618
	52

	Physical.WE
	17.7885
	4.50854
	52

	Compensation
	16.3269
	4.03281
	52




	Correlations

	
	AdequateHRActiv
	TandD
	Performance
	Physical.WE
	Compensation

	Pearson Correlation
	AdequateHRActiv
	1.000
	-.063
	.028
	-.069
	.036

	
	TandD
	-.063
	1.000
	.583
	.636
	.557

	
	Performance
	.028
	.583
	1.000
	.616
	.658

	
	Physical.WE
	-.069
	.636
	.616
	1.000
	.685

	
	Compensation
	.036
	.557
	.658
	.685
	1.000

	Sig. (1-tailed)
	AdequateHRActiv
	.
	.329
	.423
	.314
	.401

	
	TandD
	.329
	.
	.000
	.000
	.000

	
	Performance
	.423
	.000
	.
	.000
	.000

	
	Physical.WE
	.314
	.000
	.000
	.
	.000

	
	Compensation
	.401
	.000
	.000
	.000
	.

	N
	AdequateHRActiv
	52
	52
	52
	52
	52

	
	TandD
	52
	52
	52
	52
	52

	
	Performance
	52
	52
	52
	52
	52

	
	Physical.WE
	52
	52
	52
	52
	52

	
	Compensation
	52
	52
	52
	52
	52




	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.154a
	.024
	-.059
	5.91193
	.024
	.287
	4
	47
	.885

	a. Predictors: (Constant), Compensation, TandD, Performance, Physical.WE



Regression

	Descriptive Statistics

	
	Mean
	Std. Deviation
	N

	AdequateHRActiv
	27.9423
	5.74427
	52

	TandD
	16.1538
	3.78016
	52

	Performance
	16.5577
	4.03618
	52

	Physical.WE
	17.7885
	4.50854
	52

	Compensation
	16.3269
	4.03281
	52




	Correlations

	
	AdequateHRActiv
	TandD
	Performance
	Physical.WE
	Compensation

	Pearson Correlation
	AdequateHRActiv
	1.000
	-.063
	.028
	-.069
	.036

	
	TandD
	-.063
	1.000
	.583
	.636
	.557

	
	Performance
	.028
	.583
	1.000
	.616
	.658

	
	Physical.WE
	-.069
	.636
	.616
	1.000
	.685

	
	Compensation
	.036
	.557
	.658
	.685
	1.000

	Sig. (1-tailed)
	AdequateHRActiv
	.
	.329
	.423
	.314
	.401

	
	TandD
	.329
	.
	.000
	.000
	.000

	
	Performance
	.423
	.000
	.
	.000
	.000

	
	Physical.WE
	.314
	.000
	.000
	.
	.000

	
	Compensation
	.401
	.000
	.000
	.000
	.

	N
	AdequateHRActiv
	52
	52
	52
	52
	52

	
	TandD
	52
	52
	52
	52
	52

	
	Performance
	52
	52
	52
	52
	52

	
	Physical.WE
	52
	52
	52
	52
	52

	
	Compensation
	52
	52
	52
	52
	52




	Variables Entered/Removeda

	Model
	Variables Entered
	Variables Removed
	Method

	1
	Compensation, TandD, Performance, Physical.WEb
	.
	Enter

	a. Dependent Variable: AdequateHRActiv

	b. All requested variables entered.




	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.154a
	.024
	-.059
	5.91193

	a. Predictors: (Constant), Compensation, TandD, Performance, Physical.WE

	b. Dependent Variable: AdequateHRActiv




	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	40.137
	4
	10.034
	.287
	.885b

	
	Residual
	1642.690
	47
	34.951
	
	

	
	Total
	1682.827
	51
	
	
	

	a. Dependent Variable: AdequateHRActiv

	b. Predictors: (Constant), Compensation, TandD, Performance, Physical.WE




	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	28.492
	4.120
	
	6.915
	.000

	
	TandD
	-.134
	.300
	-.088
	-.447
	.657

	
	Performance
	.125
	.295
	.088
	.424
	.674

	
	Physical.WE
	-.205
	.283
	-.161
	-.724
	.473

	
	Compensation
	.195
	.311
	.137
	.627
	.534

	a. Dependent Variable: AdequateHRActiv




	Residuals Statisticsa

	
	Minimum
	Maximum
	Mean
	Std. Deviation
	N

	Predicted Value
	25.5762
	29.9972
	27.9423
	.88713
	52

	Residual
	-12.25583
	9.85181
	.00000
	5.67535
	52

	Std. Predicted Value
	-2.667
	2.316
	.000
	1.000
	52

	Std. Residual
	-2.073
	1.666
	.000
	.960
	52

	a. Dependent Variable: AdequateHRActiv
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