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[bookmark: _Toc105274259]Executive Summary
Nowadays, businesses should overcome a lot of barriers. As a result, they are formulating potential remedies. The profitability and viability of an organization are directly linked to the quality of its human resources. Many scholars are of the opinion that the success of an organization is just as much reliant on its people as it is on its systems. People are more likely to be included in strategy results if they are seen as an important resource. A company's long-term competitive advantage no longer relies on its human resources as a separate component. A system or procedure designed and administered just to meet the needs of businesses is insufficient. Managers must also keep in mind the long-term ambitions of the organization. Focused on business success is a strategic approach to human resources management (HR). For the study given here, the primary objective is to get insight on how SHRM influences the performance of an organization of Grey Advertising Bangladesh.
The study's objectives, scope, limitations, and methodologies are summarized in the first chapter. Chapter two contains the literature review. For the purpose of this chapter, a summary of relevant academic literature have been provided in this report. Grey Advertising Bangladesh Limited's product and service offerings, culture, and HRD initiatives are all covered in the third chapter.
In the fourth and fifth chapters, which focused on the influence of strategic human resource management factors on organizational performance at Grey Advertising Bangladesh Limited, the findings of this study have been discussed. A standard questionnaire consisting of 15 statements was used to gather data from 25 employees of Grey Advertising Bangladesh Limited, and based on the results of the study, a number of issues have been found.
In the fifth chapter of the report, major features such as recommendations and key understandings have been offered. These aspects were determined on the basis of the findings of the study. In this section of the report, the report is brought to a close with the presentation of the conclusion.
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CHAPTER 01
INTRODUCTION



1.1 [bookmark: _Toc95306785][bookmark: _Toc100866062][bookmark: _Toc105274260]  Introduction of the Report
The present condition of business is quite unpredictable and may even be deemed disruptive as a direct result of the rapid rate of change taking place in both the natural universe and in technological advancements. In order to endure and thrive over the course of time, industries are searching for improved tactics that will increase their flexibility to the complexities of an environment that is always changing. The strategic of human resource management systems is a method that businesses all over the globe are using in an effort to achieve success in a competitive environment. As a direct consequence of this, labor force planning is more important than it has ever been before. Therefore, new ideas have emerged during the course of the operation, which have therefore supplanted some of the more established concepts. The most recent school of thought in this field is known as Human Resource Management (HRM), and it has a meaning that is both more proactive and strategic than the thinking that came before it in this field. The management of human resources and the overall corporate strategy are inextricably linked. It is possible that in many cases it will have a substantial influence on the overall strategy of the company. The administration of strategic human resources management is an essential component of strategic management. This indicates that establishing connections between HR and the other parts of the company is the primary goal of SHRM. It is crucial to see human resources as an investment rather than as another cost for a number of reasons, and these reasons are as follows. The primary objective of the study that is presented in this report is to get an understanding of the ways in which the variables and factors of strategic human resource management (SHRM) may have an impact on the organizational performance of Grey Advertising Bangladesh.
1.2 [bookmark: _Toc105274261]  Objectives of the Report
The following is a list of the objectives of the study that have been specifically defined:
1.2.1 [bookmark: _Toc105274262]Primary Objective
· The major objective of this study is to provide a report that has been developed based on the subject matter of the study, which is the strategic human resource management and organizational performance. The main focus of this report is to analyze of the ways in which aspects of strategic human resource management practices can impact on the overall performance of Grey Advertising Bangladesh.
1.2.2 [bookmark: _Toc105274263]Specific Objectives
· To identify and conduct an analysis of the strategic human resource management factors that has an impact on the overall performance of Grey Advertising Bangladesh.
· To provide some recommendations that can help to HRD of Grey Advertising Bangladesh to overcome the challenges of SHRM practices within the organization.
1.3 [bookmark: _Toc105274264]  Methodology of the Report
Both qualitative and quantitative approaches have been used in the process of analyzing the subject of the study as well as gathering the required information. For the purpose of information collecting, two approaches have been used that are as follows:
1.3.1 [bookmark: _Toc105274265]Primary Sources
· Formal and informal interview and conversations with the employees of Grey Advertising Bangladesh.
· Conducting a survey through developing a questionnaire and collecting the data from 25 employees.
· An in-depth assessment of the development that has taken place inside the human resources (HR) departments of Grey Advertising Bangladesh.
1.3.2 [bookmark: _Toc105274266]Secondary Sources
· [bookmark: _Toc104337659][bookmark: _Toc105274267]Books, journals, articles and blogs which are related the concept of the topic.
· [bookmark: _Toc104337660][bookmark: _Toc105274268]HR and annual report of Grey Advertising Bangladesh.
1.4 [bookmark: _Toc105274269]  Scope of the Report
Within the scope of this report, the impact that strategic human resource management and practices have had on the overall performance of Grey Advertising Bangladesh's firm has been emphasized. The analysis and study presented in the paper may be useful not only for academic comparison but also for the process of formulating policies in HR department. Under the supervision of Piana Monsur Mindia, Assistant Professor of the School of Business and Economics at United International University prerequisite for the completion of a Bachelor of Business Administration degree is the creation of this report, which is currently being worked on. The findings of the analysis have the advantage of giving HR professionals and management at Grey Advertising Bangladesh with relevant information that can be used to develop and formulate the appropriate strategic human resource management policies. The report contains a number of recommendations for succession management that may be useful to Grey Advertising Bangladesh in their efforts to develop the human resource department (HRD), ensure adequate employment, and implement effective training programs, performance evaluation systems, work-life balances, and pay policies within the organization.
1.5 [bookmark: _Toc105274270]  Limitation of the Report
In order to successfully complete the report, the process of obtaining information and data is subject to a few constraints. Some of them are listed below:
· There were a few employees from the organization taking part in the survey, and it seemed to me that they were confused. Concerned about the feedback they would get from their colleagues and bosses, employees are unwilling to fill up the questionnaire.
· The majority of respondents who did not finish the survey in its entirety reported a lack of available time as the primary reason for their decision.
· It was difficult to collect all of the relevant information since the organization set so many regulations and constraints on the process.










CHAPTER 02
LITERATURE REVIEW



Literature Review
This section provides a summary of the prior studies that have been done on the topic that is the purpose of this report. In order to better accomplish the purpose of the study, the following components were subdivided even further into sub-sections:
2.1 [bookmark: _Toc105274271]  Concept of SHRM Practices
Decisions and activities related to human resource management at every level of a corporation are referred to as "SHRM practices." These include tactics to maintain a firm's competitive edge (Dimba, 2010). It has been difficult to pinpoint exactly which HR practices are linked to enhanced organizational performance, but four fundamental themes may be used to structure HR management strategies. It is the responsibility of Human Resources Management (HRM) to recruit, train and develop employees, pay them, and evaluate their performance (Armstrong & Baron, 2002).
[bookmark: _GoBack]Human resources methods that consistently surpass the competition should be used by all businesses (Pfeffer, 1994). Selective hiring practices, incentive systems, job security, employee engagement and participation in performance management as well as training and development from inside all firms contribute to increased production efficiency (Pfeffer, 1994). Quality circles, job rotation, and other modern quality management practices are only a few examples of the many changes taking place in the workplace today (Osterman, 2004), have been shown to improve productivity.
As stated by  (Stone, 2005), In contrast to HRM, SHRM is more likely to concentrate on HR planning and capacity audits, recruiting, selection, training and development as well as career progression, performance reviews, and compensation/benefits design. The recruiting and selection process has long been the focus of human resources management (HRM).
2.2 [bookmark: _Toc105274272]  Concept of Organizational Performance (OP)
According to (Norton, 1996), a company's short-term performance cannot be assessed only in terms of traditional financial criteria, such as profit. These researchers state that standard financial performance indicators do not accurately or completely depict a firm's present status and future development potential, and that qualitative performance assessments of a company should be continuously developed and expanded (John A Pearce, 2005).
For these reasons, non-financial indicators like as quality, efficiency, and company image are advocated (Wangithi Waiganjo, 2012). In Organization Performance Assessment, the International Organization for Organizational Assessment (IOA) framework is used to analyze an organization's overall performance (OPA). Effective, relevant, efficient, and financially viable are all factors in determining organizational success (Kiiru, 2015). The framework's components and factors should be taken into account while evaluating organizational performance. There are several measures that may be used in the evaluation of a company's success based on the specific needs of the organization, such as customer satisfaction and financial leverage (International Development Resource Centre , 2002). The extent to which a company achieves and surpasses its short-term goals or fulfils its purpose (referred to as Organizational Performance by the United Nations Development Program (United Nations Development Programme, 2011) and (Scott, 2003).
Instead, performance management is a ratio that illustrates how much funds are spent in comparison to how much output was achieved. Service and program delivery correctness, punctuality and value are taken into account in this ratio (Iqbal, 2019). It is a company's ability to meet the needs of its stakeholders in the past, present and future as well as its ability to adapt to changing circumstances and its surroundings that determines a company's organizational relevance. This capacity is measured in terms of a company's ability to remain relevant. The capacity of a company to conceptualize novel and superior approaches to existing problems is an example of imagination (Md. Khasro Miah, 2013). It is the capacity of a firm to obtain the funds needed to satisfy the operational demands of the business and to maintain its financial viability throughout the short, the medium, and the long term.
2.3 [bookmark: _Toc105274273]  Link between SHRM and Organizational Performance (OP)
Businesses nowadays have to deal with a broad variety of difficulties. This has led them to design new techniques for dealing with these challenges. The 'people resources' of a firm are critical to its success and capacity to compete. Studies have shown that an organization's long-term success depends on its people as much as its processes. An organization's strategic outcomes are more likely to include human resource management if it takes the Resource Based View (RBV) philosophy of human resource management into consideration. As a reminder, RBV had a significant effect on the development of the SHRM ideas (Wright P. , 2001).
When it comes to achieving long-term competitive advantage, human resources are no longer considered as distinct from the company's overall strategy, but rather as an important and basic source of that strategy (Huselid, 1995). As a result, implementing and maintaining a human resources system or process just to meet the needs of a company is insufficient. Management must keep in mind the long-term strategic objectives of their organization while considering the ramifications of their decisions. Success of an organization is based on the implications for human resources, which may be proven via a strategic view of human resources (Delery, 1996). According to (Wright P. M., 1992), smart utilization of human resources improves an organization's capacity to achieve its goals. Human resources management is analyzed from a macro-organizational perspective to better understand its role and function (Butler, 1991). It's important to know the difference between HR management and strategic HR management in order to be successful. SHRM is more than simply a concern for the productivity of a company's employees. This analysis also takes into account the link between a company's success and its comparative advantage (Truss, 1994).
Integration of strategic human resources management into this process is the ultimate objective of strategic management (Wright P. M., 1992). Thus, SHRM's primary goal is to link HR with the rest of an organization. Two-way traffic is feasible when it comes to the relationship between human resources and strategy. Because of their strategic importance, expenditures on human capital should be seen as investments rather than expenses (Truss, 1994).
When humans analyze performance, they see that the standards by which people and organizations have been judged have changed throughout the course of history in reaction to changes in the surrounding environment. Today live in a cutthroat world where every organization is required to monitor and assess its performance across a wide range of metrics, and this is the reality in which we find ourselves. The level of happiness and quality experienced by customers is now just as significant as a company's level of output and profits when determining the latter's level of success.
The effectiveness of individuals, departments, and organizations may be evaluated based on qualitative and quantitative criteria respectively. Alternatively, it is a measure of the efficiency with which an organization can accomplish its goals in a certain period of time (Porter, 1985). The extent to which a person is able to realize his or her full potential is inversely proportional to the degree to which they are able to align themselves with the long-term objectives of the business. An organization's efficacy and efficiency may be better understood if performance is monitored on a regular basis. Through the use of performance management, it is possible to accomplish some of the most important objectives of strategic human resources, including the following:
· Achieving a high level of productivity from the firm's human resources is a goal that should be met.
· Creating place for employees to reach their full potential and achieve their highest possible abilities.
· To allow employees to view off their own abilities.
· To work toward bettering or modifying the culture of an organization.









CHAPTER 03
ORGANIZATION OVERVIEW





3.1 [bookmark: _Toc105274274]  About Grey Advertising Bangladesh Limited
An international advertising and marketing firm with headquarters in New York City with 432 offices in 96 countries and 154 cities, Grey Group has offices all over the world. This worldwide advertising and marketing firm network was formerly a one-man operation located in New York City's garment quarter. As a direct marketing firm in 1917, Grey Studios was called after the color of the wall in its first premises. In 1925, it was renamed Grey Advertising in honor of Arthur C. Fatt, who founded the company.
[image: https://markedium.com/wp-content/uploads/2019/10/Capture-1.png]Gray Advertising Bangladesh Ltd., the country's first great international advertising firm, is based in Dhaka and part of the Grey Group. As a firm believer in generating "Famously Effective" works, Grey Adverting Bangladesh Ltd has become Bangladesh's most honored and sought-after advertising agency. The year 2016 was the year when Grey Advertisement Bangladesh Limited became the first Bangladeshi advertising business to win the Cannes Gold Lion award, making it the most prestigious prize that can be won in the industry. They were honored with this prize for developing an air cooler that required no energy and was manufactured from plastic bottles. Grey Dhaka has been providing valuable services to a wide variety of businesses, including Grameen phone, Coca-Cola, Pran, and Symphony, amongst others. More than fifty customers are now using GABL. Digital, activation, advertising, media, and shopper marketing are just some of the services that GREY Bangladesh Advertising Ltd. is now offering. Other services include advertising.
3.1.1 [bookmark: _Toc105274275]Mission
· To come up with market-leading brand concepts, ones that strike a chord in the minds and hearts of consumers and lead to a preference for the particular brand.
3.1.2 [bookmark: _Toc105274276]Vision
· To develop into a leading worldwide integrated communication firm capable of producing excellent solutions to customers in terms of brand value creation and enhancement.


3.1.3 [bookmark: _Toc105274277]Core Values of Business Strategy


Figure 3.1: Core Values of Business Strategy
Source: (About Grey Bangladesh)
3.1.4 [bookmark: _Toc105274278]Top Clients
Over fifty firms' accounts are now under the management of GABL. Figures for some of the world's most well-known corporations are included.
[image: ]
[image: ]
3.2 [bookmark: _Toc105274279]  Products and Services
[image: ]
They ensure that the attention of your target audience is gained and then boosted with analytics by developing stunning advertisements that include the appropriate message or offer and a distinct call to action. The services of Grey Advertising Bangladesh Limited are listed below:
· Intelligence: Famously successful concepts are based on data-driven cultural and behavioral insights and techniques.
· Content & Stories: Concepts and the methods by which they are communicated, both passively and actively.
· Experiences: Experience and commerce colliding in all physical and digital spaces unlocks new ideas.
· Delivery: Innovation, technology, and production: the process through which concepts become tangible things and systems.
3.3 [bookmark: _Toc105274280]  Organization Chart
Grey Advertising Bangladesh Limited uses a horizontal organizational structure to keep things orderly and transparent. The productivity and dedication of each person to their work may be improved by creating an atmosphere that honors excellence and promotes camaraderie among employees.
[image: C:\Users\my\Downloads\Doc1-page0001 (6).jpg]
Figure 3.2: Organization Chart of Grey Advertising Bangladesh Limited
3.4 [bookmark: _Toc105274281]  Operational Activities of Department
Finance and Accounts Department: Grey Advertising Bangladesh Limited relies on this section for all of its accounting and financial needs. For example, this department is responsible for billing all other departments for their work, maintaining inventory, determining salary levels for employees and creating financial reports. Grey Advertising Bangladesh Limited is also putting a lot of effort into finance. Maintaining financial records and accounts, establishing annual budgets, providing remuneration to staff and management, and managing all of the company's earnings and expenditures are just some of the tasks of the finance department.
IT and Hardware Department: Grey Advertising Bangladesh Limited uses the latest technical breakthroughs to provide its services. Because of this, IT support is needed on a regular basis. Monitoring the network and electronic equipment, as well as ensuring that they are properly maintained, is the responsibility of the IT department.
Outsourcing Department: There are several departments at Grey Advertising Bangladesh Limited focusing on July, yet the outsourced department performs more TPA chores than July does. Outsourcing is serviced by a variety of third-party administrators (TPAs), each of which performs a specific function. The department presently has nine TPA clients.
Business Development: The first department to engage with potential clients is the business development team. In the New Business and Installation department, all corporate database information is kept up to date and accurate. Customers' main point of contact at Grey Advertising Bangladesh Limited is the company's out-sourcing division.
Human Resource Department: The Company’s human resources division is equally critical. The human resource manager is responsible for overseeing, managing, and directing the company's human resources. Selection and recruitment, training and performance evaluation, the acquisition of talent, compensation and benefits, the provision of health and safety for employees, and business planning are all tasks of the department.








CHAPTER 04
ANALYSIS AND FINDINGS



4.1 [bookmark: _Toc105274282]  Data Collection and Analysis Plan
In this chapter, the methodologies and procedures used to execute this research study have been thoroughly explored. Factors and variables with reference to the topic, development of questionnaire design, sample size, data collecting, and data analysis, were among the topics covered in this course.
4.1.1 [bookmark: _Toc105274283]Variables for Research
The main focus of this report is to analyze of the ways in which aspects of strategic human resource management practices can impact on the overall performance of Grey Advertising Bangladesh. As illustrated in the figure Strategic Human Resource Management and Organizational Performance at Grey Advertising Bangladesh Limited, a number of independent variables were needed to complete the study.
The relationship between strategic human resource management practices and an organization's performance may be shown using the conceptual framework below, according to the Resource Based View (RBV).
 (
Factors of SHRM Practices
) (
Organizational Performance (OP)
) (
Employee Efficiency/ Productivity
Innovation on Works
Customer Satisfaction
Revenue/ Profitability 
) (
Effective Recruitment and Selection Process
Comprehensive Formal Training Programs
Performance Appraisal System
Compensation Policies
Employment Security
)

                   







Figure 4.1: Conceptual Frame of the SHRM and OP


4.1.2 [bookmark: _Toc105274284]Formulation of Questionnaire and Approach of Data Collection
Qualitative and quantitative data have been gathered for this research. Information was gathered using the following methods:
· Formal and informal interview and conversations with the employees of Grey Advertising Bangladesh.
· Conducting a survey through developing a questionnaire and collecting the data from 25 employees.
· Books, journals, articles and blogs which are related the concept of the topic.
· HR and annual report of Grey Advertising Bangladesh.
A standard-level questionnaire is being used to study the topic. The questionnaire was constructed using five likert scales and 15 statements in order to gather information. There were 25 employees from Grey Advertising Bangladesh Limited that took part in the study.
For analyzing the data, a descriptive approach has been used, showing pie charts for each statement to understand the current situation within the organization.
4.2 [bookmark: _Toc105274285]  Demographic Characteristics of Respondents 
This survey was conducted with the participation of 25 employees from Grey Advertising Bangladesh Limited. Therefore the sample size is 25.
4.2.1 [bookmark: _Toc105274286]Ratio of Gender

Figure 4.2: Ratio of Gender
The poll participants were 68 percent male and 32 percent female (see figure 4.2). As a result, the number of male respondents to this poll is higher than the number of female respondents.
4.2.2 [bookmark: _Toc105274287]Ratio of Employees’ Job Position

Figure 4.3: Ratio of Employees’ Job Position
According to the results shown in Figure 4.2, there were 13 entry-level workers (52 percent), 7 midlevel employees (28 percent), and 5 top-level employees among the 25 employees that took part in the survey (20 percent).
4.2.3 [bookmark: _Toc105274288]Ratio of Working Experiences

Figure 4.4: Ratio of Working Experiences
There were 25 workers who took part in the survey, of which 11 had less than a year of experience (44%), 11 had two to four years of experience (48%), and four had five to seven years of experience (8%) at Grey Advertising Bangladesh Limited.
4.3 [bookmark: _Toc105274289]  Descriptive Analysis 
[bookmark: _Toc100866099][bookmark: _Toc105274290]Statement 01: The organization's recruitment and selection processes are conducted in an unbiased way.

Figure 4.5
A total of 68% of respondents agreed with this statement, according to the figures displayed in Figure 4.5. 12% of those polled were neutral, and 20% disagreed, citing instances in which employers make hiring decisions based on factors such as race, gender, and age.
[bookmark: _Toc105274291]Statement 02: The qualifications and skills of every employee in this organization are taken into consideration while making employment decisions.

Figure 4.6
According to the statistics shown above Figure 4.6, a total of 88% of respondents strongly agreed and agreed with this statement. The remaining 12% were neutral.
[bookmark: _Toc105274292]Statement 03: EEO (equal employment opportunity) recognition and development are major priorities for the organization.

Figure 4.7
According to the statistics shown above Figure 4.7, a total of 72% of respondents strongly agreed and agreed with this statement. The remaining 12% were neutral, and 16% of respondents disagreed with the statement because sometimes unconscious bias in hiring happens in the organization.
[bookmark: _Toc105274293]Statement 04: Equal Employment Opportunity (EEO) policies apply to all employees in the organization regardless of gender, ethnicity and race.

Figure 4.8
According to the statistics shown above Figure 4.8, a total of 92% of respondents strongly agreed and agreed with this statement. The remaining 8% were neutral with the statement.
[bookmark: _Toc105274294]Statement 05: Through the training that the organization provides, employees are driven to fulfill more of their desired outcomes.

Figure 4.9
According to the statistics shown above Figure 4.9, a total of 84% of respondents strongly agreed and agreed with this statement. The remaining 16% disagreed with the statement and they claimed sometimes bank go through a lengthy process of training session.

[bookmark: _Toc105274295]Statement 06: The training and development (T & D) of employees contribute to the enhancement of the organization's overall performance.

Figure 4.10
According to the statistics shown above Figure 4.10, a total of 100% of respondents strongly agreed and agreed with this statement.
[bookmark: _Toc105274296]Statement 07: Training and development of employees enables the organization achieve higher levels of productivity.

Figure 4.11
According to the statistics shown above Figure 4.11, a total of 100% of respondents strongly agreed and agreed with this statement.



[bookmark: _Toc105274297]Statement 08: The effectiveness of an employee's performance can be enhanced by the current performance appraisal systems of the organization.

Figure 4.12
According to the statistics shown above Figure 4.12, a total of 64% of respondents strongly agreed and agreed with this statement. The remaining 8% respondents were neutral and 28% disagreed with the statement. Imrul Ehsan, Executive Officer, says that numerical ratings might be used to assess the Finance Division. However, GABL's human resources division is not defined quantitatively in their job description, their performance is judged in a different method and for this current performance assessment system, and they have difficulties in identifying the organization's actual profitability.   
[bookmark: _Toc105274298]Statement 09: The organization's current performance evaluation system motivates employees.

Figure 4.13
According to the statistics shown above Figure 4.13, a total of 64% of respondents strongly agreed and agreed with this statement. The remaining 8% respondents were neutral and 28% disagreed with the statement and they claimed that, even after the COVID 19 pandemic scenario returned to normal, the HRD of the business is facing two problems to encourage the workers, one of which is building self-confidence and lowering employee anxiety. 
[bookmark: _Toc105274299]Statement 10: Goals of the organization are used as a framework for evaluating employee performance.

Figure 4.14
According to the statistics shown above Figure 4.14, a total of 80% of respondents strongly agreed and agreed with this statement. The remaining 8% of respondents were neutral and 12% disagreed on this statement. They said, financial evaluation is simplistic and transparent, but non-financial evaluation is more difficult to evaluate the objectives of the organization. The current performance evaluation system has a lot of drawbacks, one of which being this.
[bookmark: _Toc105274300]Statement 11: The compensation objectives of the organization are related to its overall performance.

Figure 4.15
According to the statistics shown above Figure 4.15, a total of 100% of respondents strongly agreed and agreed with this statement.
[bookmark: _Toc105274301]Statement 12: Within the organization all employees get pay raises based on their performance on the job.

Figure 4.16
Figure 4.20 shows that 76 % of respondents strongly agreed or agreed with this statement, according to the data. This statement was neutral by just 8 % of respondents, while 16 % disagreed. Employees who get pay increases based on performance are reported to be more agitated and dissatisfied with their work because of the link between performance-based compensation and individual or corporate achievement.
[bookmark: _Toc105274302]Statement 13: Employees that meet particular productivity, performance, or other specific performance goals are eligible to receive individual awards (or commissions).

Figure 4.17
According to the statistics shown above Figure 4.17, a total of 100% of respondents strongly agreed and agreed with this statement.
[bookmark: _Toc105274303]Statement 14: Every employee is entitled to a healthy work-life balance at the organization.

Figure 4.18
The data in Figure 4.18 shows that just 36% of respondents agreed with this assertion. In addition, 28% of those polled were neutral, while 36% disagreed with this assertion. Workers want greater flexibility, competitive compensation, and a better work-life balance when the pandemic is gone, they say. Furthermore, many employees expressed anxiety that their needs and wants would not be met by their employers.
[bookmark: _Toc105274304]Statement 15: This organization has a low turnover rate compared to other advertising firm.

Figure 4.19
According to the statistics shown above Figure 4.19, a total of 98% of respondents strongly agreed and agreed with this statement. And the remaining of 2% of respondents was neutral.
4.4 [bookmark: _Toc105274305]  Findings of the Study 
Following are a few of the findings based on Grey Advertising Bangladesh Limited's practice with Strategic Human Resource Management (SHRM) strategies. The following are some of the findings drawn from the study:
a) The vast majority of those who took the survey agreed that the organization does an outstanding job of strategically recruiting and selecting the appropriate people for the right jobs at the right times. Unconscious biases may occur during the selection and recruiting processes, which can have an influence on a company's talent pool and employee productivity. According to some respondents, this can occur.
b) According to the majority of respondents, their substantial formal training programmes drive their staff to achieve more of the organization's goals, resulting in better profitability and productivity for the organization. However, a few people who took part in the survey said that the firm occasionally goes through a long training procedure, which might have an effect on employee engagement at work.
c) Finance and accounts divisions may be scored numerically as part of an organization's performance assessment system. When it comes to the Grey Advertising Bangladesh’ human resources division, the job description isn't numerically expressed; instead, their performance is evaluated in a different way, and some employees of the finance and accounts department have difficulty determining the organization's profitability using this current performance evaluation system.
d) Another difficulty is that, according to the majority of respondents, even after the COVID 19 pandemic scenario returned to normal, the HRD of the business has difficulties in motivating workers to enhance their self-confidence and reduce their stress and anxiety.
e) Employees who get performance-based pay raises are reporting that they are feeling more pressured and less content with their work, which is one of the reasons why few of the respondents believed that performance-based compensation is related to either individual or companywide success. In addition, the vast majority of responders have expressed a desire for more flexibility, competitive remuneration, and a more healthy balance between their personal and professional lives after the pandemic has passed. In addition, a lot of people voiced their worries about the possibility that their expectations and desires aren't going to align with those of their employers. They have moments when they are concerned about their employment and the financial services they get.







	


CHAPTER 05
RECOMMENDATIONS AND CONLUSION



5.1 [bookmark: _Toc105274306]  Recommendations 
Steps that can be taken by the HRD of Grey Advertising Bangladesh Limited to help in the development of strategic human resource management (SHRM) practices include:
a) When it comes to biases and recruitment, the HR managers of the business need to "think widely about how to simplify and standardize the process." "Think broadly about how to simplify and standardize the process." The first stage is to get an awareness of hiring biases, such as discrimination based on race, gender, and ethnicity, and how they operate. This includes knowing what hiring prejudices are and how they operate. An organization need to give some thought to educating and training its recruiters' staff on the subject in question.
b) In the event that the procedure of training sessions is going to take a significant amount of time, the firm needs to establish their own time frame module for training programs. They are able to provide their trainers with training programs that are both online and in-person.
c) It is recommended that every department and division within the business create a system of peer review, in which one person analyses the work of another employee. Evaluations carried out just by managers are much less useful than assessments carried out by peers due to the fact that manager-only evaluations are carried out from a single point of view, while peer evaluations are carried out from several points of view. The purpose of giving workers with feedback on a weekly basis is to assist them in keeping track of their own performance and provide them with the resources necessary to achieve rapid advancements in their careers. Instead of waiting for a certain period of time before providing feedback on an employee's performance, supervisors should offer timely feedback whenever it is required. This will help increase the overall efficacy of performance evaluations.
d) As soon as the COVID 19 pandemic scenario has returned to normal, the organization has to concentrate on reshaping the organizational culture. It is possible to reduce the amount of stress experienced in the workplace by exerting the amount of effort required to cultivate an atmosphere that promotes creativity, cooperation, and mutual respect among all members of the workforce. It is hard for a single individual to develop the culture of a corporation all by his or her lonesome. It is vital that individuals in leadership roles execute the culture of the organization and provide chances, engagements, and relationships where this culture may be both exercised and appreciated. It is also imperative that these people develop the culture in the first place.
e) Both male and female employees should be given with flexible work schedules, prioritized career development, and family benefits (such as health care and child care) in order to lessen the amount of stress that they are under and to increase their overall productivity. Workers should be able to take breaks from taking on extra responsibilities while still earning enough pay and benefits, which is why the organization should make it possible for them to share their jobs with other staff members who already work there. As a direct consequence of taking this break, everyone's productivity will increase, as will the general performance of the organization.
5.2 [bookmark: _Toc105274307]  Conclusion 
Businesses nowadays face a variety of difficulties. So they're working on ways to get around them. A company's ability to succeed and compete relies heavily on its human resources. The success of an organization, according to many academics, is not just dependent on its processes but also on the contributions of its employees. When companies see people as a critical resource, they are more inclined to incorporate strategic human resource management into their operations. A company's long-term competitive advantage strategy no longer considers human resources as a separate component, but rather as an essential and fundamental resource. As a result, relying only on business needs for an HR system or process is counterproductive. For managers, long-term strategic goals are equally important. The strategic view of human resources emphasizes the importance of human resources in a company's success.
According to the findings of the report, Grey Advertising Bangladesh Limited's HRD can improve the organization's performance if it takes the proper steps to recruit talented candidates, develop time frames for training programs, performance management systems and immediate feedback from supervisors, motivate employees, maintain good work-life balances, and implement compensation policies.
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[bookmark: _Toc105274310]Questionnaire
The Impact of SHRM (Strategic Human Resource Management) Practices on Organizational Performance – a case study on Grey Advertising Bangladesh
Dear Respondent,
Using the following questionnaire, Grey Advertising Bangladesh employees will be asked about their firm's SHRM policies and practices. The information given would only be used for academic purposes.
	Employee’ Name:
	

	Gender
	Male
	Female

	Designation
	Internship
	Entry Level
	Mid Level
	Top Level

	Working Experience
	0-1 years
	2-4years
	5-7 years
	8years and above



	
Statement
	S. D
(1)
	D
(2)
	
N
(3)
	
A
(4)
	S.A
(5)

	Strategic Human Resource Management (SHRM) Practices

	Recruitment and Selection

	
01.

	The organization's recruitment and selection processes are conducted in an unbiased way.
	
	
	
	
	

	

02.
	The qualifications and skills of every employee in this organization are taken into consideration while making employment decisions.
	
	
	
	
	

	
03.
	EEO (equal employment opportunity) recognition and development are major priorities for the organization.
	
	
	
	
	

	

04.
	Equal Employment Opportunity (EEO) policies apply to all employees in the organization regardless of gender, ethnicity and race.
	
	
	
	
	

	Extensive Formal Training Programs

	
05.

	Through the training that the organization provides, employees are driven to fulfill more of their desired outcomes.
	
	
	
	
	

	

06.
	The training and development (T & D) of employees contribute to the enhancement of the organization's overall performance.
	
	
	
	
	

	

07.
	Training and development of employees enables the organization achieve higher levels of productivity.
	
	
	
	
	

	Performance Appraisal System

	
08.
	
The effectiveness of an employee's performance can be enhanced by the current performance appraisal systems of the organization.
	
	
	
	
	

	
09.
	The organization's current performance evaluation system motivates employees.
	
	
	
	
	

	10.

	Goals of the organization are used as a framework for evaluating employee performance.
	
	
	
	
	

	Compensation Management Practices 

	
11.
	The compensation objectives of the organization are related to its overall performance.
	
	
	
	
	

	
12.
	Within the organization all employees get pay raises based on their performance on the job.
	
	
	
	
	

	
13.
	Employees that meet particular productivity, performance, or other specific performance goals are eligible to receive individual awards (or commissions).
	
	
	
	
	

	Employment Security Policies

	
14.
	Every employee is entitled to a healthy work-life balance at the organization.
	
	
	
	
	

	
15.

	This organization has a low turnover rate compared to other advertising firm.
	
	
	
	
	


*S.A= Strongly Agree, A= Agree, N= Neutral, D= Disagree, S.D= Strongly Disagree
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Core Values


Passion


Excellence


Curiosity


Personalized Service


Results



















Gender
Respondents	Male	Female	17	8	
Employees' Job Postion
Respondents	Entry Level	Mid Level	Top Level	13	7	5	
Working Experiences
Sales	0-1 year	2-4 years	5-7 years	8 years and Above	11	12	2	0	
Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	5	3	9	8	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0	3	14	8	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	4	3	10	8	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0	2	13	10	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	4	0	13	8	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0	0	18	7	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0	0	21	4	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	7	2	14	2	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	7	2	14	2	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	3	2	15	5	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0	0	16	9	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	4	2	17	2	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	4	0	23	2	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	9	7	6	3	Sales	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	9	7	6	3	39
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Date: March 01, 2022 Ref: HR/INA/01032022

Sanita Chowdhury
9, Adarsha, Chayaneer, Ringroad,
Shyamoli, Dhaka-1207

Subject: Internship

Dear Ms. Chowdhury,

We are pleased to offer you an Internship in Grey Advertising Bangladesh Limited with effect from
March 01, 2022 with the following terms and conditions

Duration

T{\e internship shall commence on March 01, 2022 and continue up-till May 31, 2022. The internship

rnll cease on June 01, 2022 unless it is extended with a written notice from Grey Advertising Bangladesh
imited.

Attachment
You will be attached with the HR team. As a requirement for completing the internship successfully, you
may be required to travel outside Dhaka as per direction from your supervisor.

Supervisor
You will report to Ashraf Ul Haque Bhuiyan, Director- HR — Human Resources Department during this

period.

Internship Allowance
You will be paid a consolidated amount of Tk. 5,000/- (Five thousand taka only) per month

Miscellaneous Expense
Any expenses arising for the purpose of completing the internship successfully will be reimbursed to

you at actual upon verification of receipts. However, you will take prior written permission from your
supervisor before incurring such expenses.

Working Hours
Your working hour will be from Sunday to Thursday every week between 10 a.m. to 7 p.m. Please note

that in order to accomplish your work sometimes you may have to work beyond the above-mentioned
hours/days. In case of emergency or special requirement you may have to attend to the calls beyond
the stipulated hours. However, the working hours may change from time to time. In such cases you will

be notified of the change beforehand

Early Termination Eh ]
GREY may terminate the internship at any time if it is satisfied that you are involved in any activity

detrimental to the interest of the Company or your performance is not satisfactory.

Safety & Security . .
During your internship it is expected that you will follow all the safety & security rules and regulations of
the Company at all times.

Confidentiality
Any data used for this project cannot be used as data for any other research. It should only be used for

academic purpose. You shall not divulge any information coming to your knowledge with re_gards to the
affairs of the Company or its customers to any person, persons, or authority without priorwrltten co_nse_n!
of the Company. This obligation of confidence shall survive even after cessation of your internship with

the company.

# Floor 5 House 6 Road 137 Block SE(D) Gulshan 1 Dhaka 1212 B +8802 55044821-33 & grey.com/bangladesh % info.bd@grey.com
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Code of Ethics

You shall maintain integrity, uphold Company reputation and shareholders interest and perform the
duties and tasks assigned to you with devotion and honesty at all times. In case any conflict of interest
arises, you shall be responsible for informing the Company of such circumstances immediately

No Claim of Employment
As a result of this internship, you will not be able to claim any employment in GREY.
The above terms and conditions are subject to change from time to time and the same would be
communicated to you. Please sign the copy of this letter, as a token of acceptance of your appointment
on the terms and conditions mentioned above.

Yours sincery

Asﬁraf Ul Haque Bhuiyan
Director- HR )
Grey Advertising Bangladesh Limited

Name: Sanita Chowdhury

I

Accepted By:

Date: &
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