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Executive Summary
This research paper has demonstrated Human Resource Management practices in the context of private commercial bank National credit and commerce bank limited (NCCBL) and state owned bank Agrani Bank Limited.  NCC Bank Limited has been successfully running their banking activities as one of the leading commercial bank across the country with 117 branches. In contrary, Agrani Bank Limited, a state owned leading commercial bank with 953 outlets strategically located in almost all the commercial areas throughout Bangladesh. This report focused on different aspect of human resource practices and portray this in details. This study also try to reveal all the present human resource practices of these two banks and how it impacts to their overall performances. Moreover, the report demonstrates background history, products and services they offer, corporate culture, employee relations and  the organizational hierarchy. This report has grouped into six different chapters in which some chapters provide detail explanations of different  HR practices such as recruitment and selection process, training and development, compensation policy,  training evaluation process, performance appraisal with examples. This report also depicts analysis and comparison in terms of HR practices between these two banks and include my findings and probable recommendations to improve HR practices in Agrani Bank and NCC bank. 
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Chapter One
Introduction of the Report






















1.1 Introduction:
Human resource practices can play a crucial role in the banking industry. The success depends on how efficiently banks  follow  their HR policies and supervise their human resources. If the banks are successful in implementing  the effective HR practices then the overall productivity and satisfaction  level will increase at an exponential rate.
[bookmark: _Toc524948311]Financial Institutions have been providing different services since inception and  it is historically classified through their service.  Diversification is the key part that helps financial institutions to create new subsidiaries which in turns boost financial growth by performing numerous services. For example,  forming financial conglomerates which offers different specialized services.

1.2 Origin of the study:
The goal of a bank like other service industries is to create value among clients and satisfy their needs by tailoring their products and services. The proper utilization of money, effective HR policies, secured investment policy can lead to success of the banking industry. 
[bookmark: _Toc524948312]1.3 Objective of the study:
The objective of the research  project  is to portray human resource practices between two banks; state owned Agrani bank limited and private commercial NCC bank limited. The reason these two banks are chosen is to identify in what aspects the HR practices are different from state owned bank to private commercial bank and their prevailing policies. Moreover, the report also demonstrates the limitations , compare the findings and provides probable recommendations based on the outcome. 
[bookmark: _Toc524948313]Broad/general objective
The broad or general objective of the study is to learn and analyze the general banking activities and HR practices.
[bookmark: _Toc524948314]
Specific objective
· To learn about private and state owned bank; NCC Bank  and Agrani Bank.
· Analyze the HR practices of NCC Bank Limited and Agrani Bank Limited
· To gather information about general banking and its management process.
· Analyze the general banking assessment process.

[bookmark: _Toc524948315]1.4 Scope of the study:

I have been able to complete this project work due to the cordial assistance of some bank employees from  my assigned banks. They helped through providing necessary data and talked to me over the phone. My university project supervisor also assisted me throughout the whole research work and provided essential  guidelines and feedback where necessary. 
[bookmark: _Toc524948316]1.5 Methodology of the study:

There are mainly two sources by which all the relevant data are collected. These are as follows;
· Primary sources
· Secondary sources
Primary data refers to the data that is collected for the purpose of the research and it identifies the current issues related with the research.  In this qualitative research, the primary data are collected  through  interviews and discussion over the phone with the personnel from NCC bank Ltd and Agrani bank Ltd. 
Secondary data refers to the data from other sources which has been collected before and readily available to access. This method is inexpensive and quickly attainable. In this research, the secondary data that are collected by annual report, published books, journals, bank official website etc.





[bookmark: _Toc524948317]
1.6 Limitations of the study:

The completion of research work within a short span of time is somewhat difficult. I have experienced various issues while I am preparing the report; for example, time constraint and lack of available relevant data. Moreover,  I also had to face problems to communicate and discuss with bank employees over  the phone due to the time difference and busy schedule. Furthermore, they were  reluctant to disclose some information as they consider it private and confidential.  For instance, Agrani bank  is a state owned bank from which I could not collect enough information. Thus, I mostly depend on the data collected from their website. The official website for bith NCC and Agrani bank do not contain updated information and poor website design. 
[bookmark: _Toc524948318]1.6 Data Collection Method
The following data collection method was used for this qualitative research. 
a. Telephone interviews: The phone interviews was my primary source to collect all the relevant data of my research. This method is not only saves my time and money but also assisted me to get all pertinent information from the selected interviewers from two different banks. The advantage of this method was to get all the answers of my queries promptly and feedback from the designed personnel..

b. Documentation: This method was my secondary source of collected data. This includes documents, notes, data available on internet. This method plays an extremely useful role in my research as it readily available from various online sources while access in primary data is limited and it is also less expensive. 









[bookmark: _Toc524948320][bookmark: _Toc524948321]Chapter Two

[bookmark: _Toc524948322][bookmark: _Toc524948323](Overview of Companies
[bookmark: _Toc524948324]NCC BANK Ltd.
[bookmark: _Toc524948325]and
Agrani BANK Ltd.)













Historical background of NCC Bank Limited
National Credit and Commerce Bank  has initially started  its financial  chapter  as an investment company  in 1985. The goal was to was to gather  resources  and invest  in country's industrial and trade sectors which leads to get into the capital market later. At earlier stage, it was operated till 1992 as a company with 16 branches and then it emerged into a full fledge private commercial bank in 1993 with Tk. 39.00 corer paid up capital. 
NCC Bank Limited. has been delivering various personalized services to their clients since its inception.  The bank's endeavor has been always to offer different deposit and credit products to attract their clients so that they feel comfortable  and safe doing transactions with them.  Now  the bank has created a  positive image among their clients and to the whole banking industry. 

Mission of NCC Bank Limited
The mission of the  NCC Bank is to provide superior financial services to the clients and stakeholders and maintain a good  relationship with clients.  The use of  latest technology and knowhow  helps them to sort out customer's queries promptly and effectively.

Vision of NCC Bank Limited
The vision to become the most desirable leading commercial bank and to serve the whole nation with a progressive attitude and socially responsible manner. The priority is also to maximize shareholders value and maintain sustainable growth. 










[bookmark: _Toc524948329]Business Objectives of NCCBL
1. Provide quality client service 24/7. 
2. Make sure around 95% of  recovery in advances.
3. Make sound investments.
4. Ensure a satisfied work force.
5. Adopt an appropriate management technology.
6. Maintain a lucrative compensation policy so that it can retain their skilled employees for a long term. 
7. Ensure a politics free work environment
8. Create a secure environment where clients can do their transaction with trust so that it does not breach the client's privacy.
[bookmark: _Toc524948330]9. Maintain a skilled recovery team to collect money from defaulters .
10. Provide a competitive fringe benefits.

Management of NCCBL:
The NCCBL has been successful to have an experience and skilled management team since inception. The management of the NCC bank is adept and  huge experienced in their own field. The directors are also the owners who belong to the huge companies and have an immense net worth. The board of directors comprise of 26 members leaded by chairman. The chairman Md. Yakub Ali Montu and twenty-three Board of Directors and a managing director and a company secretary has authority to organize, operate and manage its affairs on commercial consideration within the board policy of the Government. 







Organizational Chart of National Credit & Commerce Bank Ltd
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ACTIVITES OF NCC BANK:

Profit Maximization Activities:

NCC bank has started a mutually financed venture named FRPP led by DFID with the help of Bangladesh Bank. The NGO, Thangamara Mohila Sobuj Shangha (TMSS) helps women across nation with the aid of the remittances and payments challenge Fund. The bank takes assistance from TMSS to use their around 250 outlets in which they do not have any branch available for 
service.
NCC has arrangements to proceed with this venture even after expiry of the RPCF, if demonstrated plausible. The Bank has put due accentuation on preparing up its workforce in an innovation based working air for quite a while. The bank is likewise going to present Debit Card soon and every vital step has as of now been taken in this association. Bank's Information Technology Division is constantly occupied with outlining need based virtual products and different developers to facilitate the circumstance for the representatives in order to empower them to work all the more dedicatedly to fulfill the clients. Reasonable treatment of Asset-Liability is of most extreme significance for keeping up productivity at an acceptable level of any money related foundation. Most recently in a couple of years, with the convenient measures taken by the Management under direction of the Board, it was conceivable to support relentless development through keeping up resource quality. The Bank has separate Credit Administration Department, Recovery Department furthermore a Task Force for consistent observing of troublesome advances and advances of the Bank and to propose methods for recuperation of Bank's levy. This procedure will proceed in one year from now moreover. Further, the Bank will pay consideration on oversee risk additionally to develop a solid store base to fulfill venture need of the business sector.





Corporate social responsibilities:
The bank has always been responsive towards their social responsibilities. They have taken several initiatives in this regard and mark their active presence in every possible social activities.  Some activities are highlighted below;
· Provide donations to Aila affected people and distribute blankets to the distressed individuals  from southern part of the nation.
· Founded scholarship opportunities to five top meritorious students from Business faculty in Dhaka University. 
· Sponsoring science fair at Vikarunnessa Noon School.
· Distributed teaching stuffs to educate poor students who belong to Dahagram and Angorpata enclaves.
· Donated money to several institutions like Feni South East College and Mahbubul Haque High School, Mohammadia to develop their infrastructure.
· Sponsored different sport events like Volleyball and Golf tournament
· Sponsored also Bangladesh Cycling Federation

[bookmark: _Toc524948333] Product & Service Information
There are lot of products and services available in NCC bank. They have different specialized deposit schemes like saving bank account,  (SB A/C), current deposit account (CD A/C), fixed Term Deposit (FDR), short term deposit (STD),  money double deposit scheme etc.  Moreover, they also provide some foreign exchange services through their various accounts ; for example, 
nonresident foreign currency deposit account (NFCD),foreign currency deposit account, UAE Exchange,  Placid Express,  Arab National Bank (ANB), Dhaka  Janata, Habib Qatar, Al Fardan etc. Furthermore, NCC bank has various lucrative  loans or finances opportunities to their clients. For example, cash credit,  long term & short term financing, house building & car loan , SME. 








FUTURE PLAN:

Corporate Planning may be defined as long term planning covering a period of five years of more than five years. Corporate planning has the potential to make a breakthrough in the various development measures of the economy. Globalization is a continuous process. Information, Technological innovations and globalization processes have a direct impact on the financial sector, especially in the banking sector nationalized commercial banks, is not well equipped to respond to the needs of the coordination between proper manpower planning, etc. are creating bottleneck for local banks to attain international standard. The role of a commercial bank in the economy is to satisfy the diverse desire of both the ultimate borrowers and lenders.NCC Bank are trying to overcome all the barriers. They want to open new branches in Bangladesh.
Historical Background of Agrani Bank:
 Agrani Bank Limited, a state owned commercial bank has emerged as commercial bank in 1972 right after the independence of Bangladesh. It has around 953 outlets across the country to operate their banking function. They also have foreign exchange house and more than hundreds of overseas correspondents. Agrani bank became as public limited company  back in May 17, 2007.  The vendors agreement was signed between the ministry of finance and government of the People's Republic of Bangladesh to operate as a going concern basis back in November 15, 2007.
Agent banking was introduced  by Agrani bank and they have around  two hundred agent booths 
those are doing their function in rural areas. Agrani bank has authorized of Tk. 800 crore.

Vision:
The vision of  Agrani bank is to become one of the leading bank in Bangladesh with providing quality customer service in an efficient and effective manner. 

Mission:
The mission to operate the banking function ethically and  maintain the transparency by staying  within the rigorous structure set by the regulators. Moreover, the bank encourage new innovative  ideas  and  practice it in banking environment to stay competitive. The mission is also to keep using advanced  technologies so that it can help to provide better  service to their customers. 


Business objective of Agrani Bank Limited

1. Winning at least 6.50 percent share of deposits and 5.50 percent share of loans and advance of Bangladesh market. 
2. Reduce overall cost to attain competitive advantage  
3. Stay ahead of the peer group through  taking technological leadership 
4. Improving and strengthening the bank’s brand image among people. 
5. Investing in SME and agricultural sectors to have economic well-being. 
6. Dedicated to extend a whole range of quality products that support divergent needs of people aiming at enriching their lives, creating value for the stakeholders and contributing towards socio-economic development of the country. 
7. Provide a handsome compensation package to attract potential employees and retain them for a longer period of time. 
8. Established more branches across the country to reach all the remote areas. 

Management of Agrani Bank Limited

The board of directors comprises of thirteen members where the chairman is the lead and the other officials are Managing Director & Chief Executive Officer; Managing, Deputy Managing Directors and General Managers. The bank  has  eleven circle offices, thirty four divisions in head office, sixty two zonal offices.  .











Organizational Chart of Agrani Bank Limited
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Product and Service Information

Deposits 

· Current Deposit 
·  saving deposit 
· Fixed deposit (FDR) 
·  Special Notice Time Deposit (SNTD) 
· Non Resident Special Taka Account (NRTA) 
· NR investors Taka Account (NRIT) 

Foreign currency 
· Foreign currency account 
· Non Resident Foreign Currency Deposit 
· Resident Foreign Currency Deposit 
· Exporters Retention quota and loan & advance

Small and Medium Enterprise Loan 
· Service Sector Loan 
· Trading Sector Loan 
· Manufacturing Sector Loan 









[bookmark: _Toc524948353]CHAPTER-Three
[bookmark: _Toc524948354](Literature review)



















[bookmark: _Toc524948355]4.1 Literature review on Human Resource Practices:

Human resources are considered to be the most valuable assets of all organizations. In 1981, modern concept of HRM came with the introduction in the MBA course at Havard Business School (Price, 2004). According to the Sarkul (2003),  workforce as power available from or supplied by the physical as well as intellectual efforts of man. The better results only can be achieved through the effective use of  HR practices  (Becker, 1996);for example, turnover  and productivity.  Effective practices of human  resources could lead  to a great success for an organization. Management needs to nourish their employees to attain the maximum output from their workforce. The Bangladeshi banking sector is one of the thriving sectors in which human resources are playing a vigorous  role.   

Researchers have found that there is a major  connections between HRM practices and organizational performance. There has been a large number of studies conducted on this to portray the relationship between these two topics and how these two are related each other.  This research  has been divided into two groups by researcher to make it more understandable. First group emphasizes more into the  influence of some HRM practices on  organizational performance like recruitment, employee participation , training and development , compensation and rewards and employee relations  whereas second group put light on the effect of HRM practices on organizational performance. The studies demonstrates how  an effective HR practices could positively affect organizational performance. The outcomes was identified by applying various  approaches of HR in different industries. 










Likewise, banks can attain an immense financial advantage through practicing HR efficiently and effectively. A research was conducted to a large organization by four researchers named Wright, Gardner, Moynihan, Allen and they found out that HR practices are strongly related  to the performance of organizations in Canada and USA.  An empirical study was conducted among 200 Vietnamese small medium enterprises and the study showed that  incentive compensation and performance appraisal have positive effects on employee performance. Likewise, another study was done among 235 managers of steel firms in Taiwan which showed that HR practices like HR planning, training and development, incentives, performance appraisal are positively linked with  organizational performance. Another similar research in the USA about HR practices in huge firms depicts that organizational performance is strongly associated with HR practices (Carlson & kacmar, 2006). 

Recruitment and selection are considered to be the first and important determinant for the employee retention in the organization (Dessler and Varkey (2011). Other researchers also found out that efficiency has a link  with both employee selection and employee training. The two major practices of HR are staffing and recruitment which helps the firms to take care of their worldwide operations(  Schuler et al, 2002) and  recruitment, selection and placement are the practices that helps the organization to find out the right candidate and place that candidates in the right position (Molander, 1996). The two researchers named  Boohene and Asuinura revealed in their study that  corporate performance was positively related to effective recruitment and selection practices, and  negatively to performance appraisal practices in Ghana. 

Management should put more emphasize in executing the strategic implementation of HR planning to  attract and retain  adept personnel as employee turnover is a expensive issue for an organization.  Likewise, training and development are crucial activity of HRM that  need to be practiced to get updated  in this rapid changing environment.  According to the Lopez, Peón and Ordás, training is considered to be a component that helps to improve skills which in turns assist to enhance  organizational performance. It is also helps to develop a sense of emotional sensitivity and commitment to their tasks (Bilau, 2012)


Furthermore, two researchers were conducted a study  on Moroccan firms in which they assess the outcome of training programs on organizational performance( Dumas and Hanchane, 2010). They demonstrated that training programs was the key to enhance the overall performance in Moroccan firms. Similarly, another researcher found the association in the Greek manufacturing sector between organizational performance and the development of human capital ( Katou ,2009)

Moreover, compensation plays a important role in HR practices and researchers found  a positive 
impact between compensation package and organizational performance (Ghodin & Bhandari 2012).  A lucrative compensation package develops sense of  appreciation  among  employees which leads to improve productivity and as a result employee turnover  rate is declined.  Employees foresee this component as a financial reward for their service or work for the company. There was a study in china where the researchers found that employees are more content and shows a great commitment towards the organization due to the competitive compensation package provided by the company (Peng, Jiang, Zhang, Xiao, Song, Feng, et al, 2013). 

Furthermore, employee relations is also very key component  in terms of communication procedure and  it helps to  reduce the risk of employee turnover (Canavan, 2013) . The procedure assists the managers to accomplish leadership and supervisory quality.  According to the Cho and Erdem,  stated that  professionals only emphasized on the recruitment and selection practices, training practice, and compensation practice whereas  the result of employee relations has been  investigated thoroughly in  a firm. They also mentioned  that employee relationship problems were one of the crucial concern of HR managers. 








Another study was conducted about employee relations where justice in workplace is directed by personnel loyalty towards their work, job satisfaction, commitment and  performance at workplace (Gittell,Von Nordenflycht and Kochan, 2014).  Likewise, good employee relations can  be established by  improving employees participation and involvement in administrative decision-making, employees safety and security.  Thus,  organizations can go for a  proactive strategy  to improve employee relations which in turns  enhance  employees loyalty and attract skilled personnel. 

Currently, bank's service quality is the most important issue to compete in both local and global banking industry. The earlier studies depict that employee competences have a positive correlation with service quality. Hence, the quality services only can be assured  if banks recruit the skilled personnel who have adequate banking knowledge and motivate them  towards achieving  their target through offering prompt services to their clients.  Good amount of investment in HRM is inevitable to obtain a better outcome.

 The practice of HRM is going on either  formally or informally in business firms in a small or large scale and therefore,  no comprehensive study was not  found on overall HRM practices in Commercial banks of Bangladesh (Moyeen and Hug, 2001). The literature review of the study explains the rationality of integrating HRM practices in bank efficiency measurement. The findings of the study will help giving a clear detail  to emphasize on  HRM practices in banking sector.









At present, the competition is quite high in banking industry in which banks those are competitive and have more adaptability to cope up with the rapid changes could survive. The endeavor of every single bank is to achieve at their maximum  level but these efforts can only be successful if they follow and implements some necessary steps. For example,  hiring skilled people and place them  into the right place,  train and build a healthy relationship among employees, reward them  by providing handsome compensation package.  Bank should give chance to their employees to get best output from them by utilizing their true potential and by which it would help to maximize the value and reduce the turnover cost. 

 Therefore, proper management of human resources can lead to a great success for the overall banking industry. The more the  management  practices human resource the more they will be benefitted  through their employee's work and dedication. Thus, the goal of this research  is to evaluate  HRM Practices followed by public & private sector banks & to provide some suggestions. 










[bookmark: _Toc524948360]





4.2 Human Resource Practices of NCC Bank Ltd:
[bookmark: _Toc524948361]HRM objectives of NCCBL Bank:
The prime objectives of HRM in NCCBL bank is as follows; 
· Recruiting the adept personnel for the job.
· Decreasing the employee turnover ratio 
· Motivate and encourage employees to perform at their best
· Conducting an effective interview procedure 
· Resolving any sort of unfair labor practice
· Maintain and practice high moral human relations inside the organization
· Identify individual needs and satisfy them accordingly 
· Attract skilled employees and retain them by providing different benefits and opportunities. 
· HRM Planning of NCCBL.
[bookmark: _Toc524948362]Recruiting System:
The recruitment process in NCCBL is generally executed with the help of both  internal and external sources . Internal sources refer to the relatives, friends or known persons of their current employees. The entry level posts are usually fulfilled by external sources; e.g. post advertisement in the national newspaper or in their banking official website. The  upper level and mid level posts are filled by the immediate subordinates or their internal employees. 

Training at NCCBL:
[bookmark: _Toc524948363]The training academy of NCCBL was started its operation in October 2008. The training academy is considered as  strategic business hub to boost  their business growth. The Academy  organizes different training and Development programs for their employees of the bank all around the year. It assists to educate them different areas of banking sectors like General Banking, Credit Management, Foreign Exchange and Foreign trade, Anti-Money Laundering etc.


Performance Appraisal system of NCCBL Bank:
Performance appraisals, also known as performance reviews and employee appraisals, are processes designed to evaluate and improve job performance. They form part of career development, particularly when future training needs are considered during the process. According to the Dale S. Beach, performance appraisal is systematic evaluation of the individual with respect to his or her performance on the job and his or her potential for development. 
The performance measurement tools used by the HR department of NCCBL bank are given below:
Promotion: 
 Promotion is given to the employees who have outperformed their respective benchmarks and it is usually given in three year duration. Managers recommend employees who they think are right fit for the promotion after reviewing their performance. 
Transfer: 
Transfer order is usually given after 3 years of an employee from one branch to another. Human resource department takes the responsibility to transfer an employee in their appropriate branch to fulfill their workload.  
Compensation: 
The bank has been maintaining a fair and competitive remuneration packages since its inception. They consider it based on the  business needs and competitor practices. The compensation package includes a competitive salary, and progressive benefits, all designed to influence and reward personal achievement..
Salary and Payments: 
The appointed letter states salary details and any corrections or changes regarding salary is generally notified in writing. 10% increment of their basic monthly salary is given upon satisfactory completion of the probation period. Moreover, salary of  employees are usually evaluated in April every year and based on their performance it is adjusted at the discretion of Bank.  Furthermore, monthly salary is credited into staff account in which they open up their salary account in the time of joining the bank. On 25th day of every month, employees salaries are given along with allowances and less deductions like income tax, provident fund etc. Every personnel will receive a monthly pay statement where gross pay and deductions are mentioned in details.

[bookmark: _Toc524948367]
Allowances and Bonus: 
   The wide range of allowances are paid in the Bank; for example, housing Rent, conveyance, leave and medical.  The Bank also awards bonuses in addition to the basic salaries for occasions like Eid, as festival bonuses. It gives two bonuses in a year and are equal to the basic salary. Sometimes the bank gives bonuses to the employees according to their performance. This performance is calculated of a branch as a whole. For instance, if any branch outperforms then all employees of that branch are rewarded with a handsome bonus.HR department of NCCBL bank uses the information gathered through performance appraisals to evaluate the success of recruitment, selection, orientation, placement, training, and other activities.

[bookmark: _Toc524948370]Provident Fund & Gratuity: 
The provident fund scheme is voluntary and each employee is entitled to get into this scheme once they complete their probationary period. Moreover, employees also be  entitled to get benefit from the scheme once they complete their 5 years of service and this payment are given upon resignation, termination, and retirement. Furthermore, gratuity payment is also be given to all employees which is equal to one month’s basic salary for each year of service after five years upon their resignation and retirement. 
[bookmark: _Toc524948371]
Medical: 
Medical allowances are given to the married employees according to their respective grade and it is provided to their spouse and children up to the age of 19. In contrary, unmarried employees are entitled to get half of the medical allowance according to their designated grade.  This expense will only be reimbursed after providing medical papers approved by designated doctors. 

[bookmark: _Toc524948372]




4.3 Human Resource practices of Agrani Bank:

HRM functions of Agrani Bank: 
The HR department of Agrani bank Limited has a lot of  sections to maintain its workforce efficiently. The crucial activities of Agrani bank’s HR department are given below. 


· Recruitment & Selection
· Training & Development
· Compensation & Benefits
· Employee Relations
· Human Resource  Development
· Maintain Human Resources
· Safety & Health
· Labour Relations
· Employment Transitions
· Performance Appraisal 
[bookmark: _Toc524948373]
4.4 Recruitment & Selection:
The recruitment process in Agrani bank is almost similar as NCCBL though it is a state owned bank. After the announcement of the vacancy, recruiters are given the task to fill this vacancy by taking proper steps. The following initiative is to sort out the resumes and evaluate the credentials of the candidates to fulfill  bank's requirements. 

Two methods are followed in terms of recruiting candidates. These are internal and external recruitment.


Internal recruitment:
Internal recruitment process is one of the ways to fill the position of the bank. Both  lower level jobs like clerical job and higher level like managerial or administrative jobs  are filled through internal procedure. 
External recruitment:
External recruitment process can be grouped into two categories: a. informal and 2.formal. 
Informal Method:
Informal recruiting  method  includes recruiting former personnel and people who are referred by current employees. The employee’s referral is usually known as word-of-mouth  process which is quite prompt and effective way. Candidates who got referred by their friends or colleagues are usually have the credibility to do the job. 
Formal Methods:
The formal method  includes posting advertisement on newspapers,  get help from employment agencies and  reaching university campus to recruit candidates.  Moreover,  job posting on internet either in official website or commercial job sites is also part of external recruiting. This process has become very popular medium among  people for the last few years
Some formal  ways of recruiting are as follows:
· Internet
· Employment agencies
· Unions
· Campus Hiring 
Selecting the best candidate is always very crucial for a firm and it eventually leads to better performance to the overall firm.








 4.5 Training & Development:
Training refers to the tools that is very important to perform a job efficiently and effectively.
The aim is to provide necessary lessons to get the employees adapted with new environment and train to introduce them with latest technologies so that they can execute their tasks efficiently.   
There are two types of  training : on the job and off the job . On the job training are provided while they are in their service whereas off the job training  provided to the employees out of the office in a training institute for a particular period of time.  On the job is usually a practical oriented training. 
Development  is basically deals with management level in which different initiatives are taken to enhance managerial performance through  knowledge sharing,  behavioral changing  and  improving  skills. The main motto is to improve future performance to the organization. 

4.6 Compensation & Benefits:
Compensation package is moderate in Agrani Bank compared to the other state owned banks. This package includes basic, incentives and bonus. Moreover, they also offer non-financial like housing, medical, transportation and insurance facilities. The management oversees the compensation structure to match the salary structure with overall economy. 

4.7 Employee relations:
Employee relations plays a vital role to the progress of the organization. The management can get take immediate steps through receiving different honest feedback from personnel.The employee relations in Agrani Bank are taken care of with strict rules or regulations where eemployer and employees are open to discuss various issues and resolve it accordingly. 
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4.1 Analysis & comparison between NCC bank & Agrani bank:
After studying these two different banks, I have found some key components especially emphasizing on HR practices. These are given below in a bullet form 

· The NCC bank comprises of structured HR team with utmost potential  and  they contribute at a large scale to the overall performance of  the bank whereas Agrani bank lacks a well structured HR personnel that leads to the poor performance. 
· Agrani bank provides relatively low transaction charge in comparison with NCC bank
· NCC bank has been maintaining a handsome and competitive compensation package whereas salary package in Agrani bank is not good enough to attract their employees for a long term. 
· Training opportunity in Agrani bank is relatively narrow compared to NCC bank in which they have a very well structured foundation training program. 
· The NCC bank follows very interactive corporate culture where relations among employees are well maintained. They seek information  and  provide feedback accordingly. This culture creates a great positive impact among personnel.   On the other hand, Agrani bank lacks friendly official culture due to maintain a gap between management and employees. 
· The Management Information System (MIS) in Agrani bank needs to be improved and updated  to compete with others banks. Poor system and inadequate data could lead them far behind in this competitive race. The NCC bank corresponds their daily activities with latest technology and have a strong link with HR division. 
· Agrani bank marketing division is not active in terms of their  promotional activities which is considered to be the most vital ingredient to reach to the clients  whereas marketing department of NCC bank is operated  strategically by skilled people. 
· Recruiting procedure of Agrani bank is not as structured as NCC bank and  the HR department is not comparatively successful of placing the right candidate to right designated place.  
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[bookmark: _Toc524948381]5.1 Findings of NCC bank Ltd. :
· NCC Bank has a structured HR team
· They offer attractive compensation benefit for their employees.
· The relation between employee and management level are very good
· They offer each and every employee for their service benefit after completed ten or fifteen years
·  They give festival bonus, incentives and other facilities to the employees in a year. 
· NCC Bank provides foundation training for each and every employee. 
· IT and Technical support team has to be more aware of customer care service.
· They offer attractive compensation benefit for their employees. 
      5.2 Findings Of Agrani Bank Limited: 
· The management are not skill enough to practice various HR activities within the bank. 
·  Human resource planning,  job analysis , selection and hiring procedure are not adequate enough to meet the standard practice. 
· Performance appraisal are not being followed  correctly which in turns end up with discrimination among employees. As a result,  personnel are evaluated different due to the lack of correct assessment practice.
· The compensation package of Agrani bank is not well structured and competitive compared to others banks in Bangladesh. 
· Training & development are not organized at a frequent basis. 
· There are mismanagement of deploying the right employee in the right position. 
· The bank lacks of implementing successful plan in terms of  reviewing performance of each employee in a  hierarchical order. 
· The bank is losing its charm due to the extra workload that employees have to take in a frequent basis. This practice ends up reducing employee retention rate.  
· The bank are not able to utilize training evaluation tools accurately. 
· Lack of adequate, updated and accurate information HR management information. (MIS)
· Lack of coordination in exchange of transferring HRM information among various banks.
·  Lacks of eagerness to devote themselves for bank because of lower benefits are given to
employees.
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[bookmark: _Toc524948386]6.1 Recommendation For NCCBL:

Although NCC Bank Ltd is a well-established commercial bank in Bangladesh and running successfully in the domestic market but  the bank should improve some of its policy features like general banking, recruitment, training and development program. These are as follows:
·  Customer service should be more energetic and prompt.
· Bank should come up with innovative products and diversified its services.
·  Financial engineering of NCCBL should be innovative in developing new banking services, which will attract customer loan scheme, provide bridge loan, or can engage in lease financing.
· Bank should equip their branches with modern technologies so that they can ensure quick customer service.
· Bank should open up more ATM booths across the country.
·  Information System should be updated and  developed.
· Bank should design their webpage more user friendly.
· They need to focus on more diversification on its products and services. 
· They should more engage and participate in the job fairs and open houses and must develop and support educational programs and become more involved with educational institution that can refer more diverse talent pool. 
· They need to focus proper strategic planning which helps to figure out forecasting demand of the employee and try to prevent shortage of employee or overstaffing. 
· Successful employment planning is designed to identify an organization human resources need. NCC Bank Limited can establish HRIS software to keep employees update; which type of qualified employees they have; forecast future requirement of qualified employees like other MNC Bank. 
· NCC Bank use Flora banking software which is not comprehensive banking software. they should install more comprehensive and advanced banking software. 
· 360 degree performance appraisal method must be needed as result branch manager supervisor and subordinate can evaluate each other’s performance which is a very important for the department of HR Division.

[bookmark: _Toc524948387]6.2 Recommendation for Agrani Bank Ltd:

Some recommendations are suggested to improve HRM practices in Agrani Bank Limited. These are given below:
· Agrani bank should change their traditional management system and  start practicing every single activity using  information technology.
· Latest technology in banking  should be used in order to tackle global challenges and meet customer demands. 
· The bank branches should be well decorated so that it helps to attract potential clients and give them a positive vibe as soon as they enter the office we observed that private commercial banks like NCC banks are more furnished  than all state owned banks. 
· Bank should introduce new products. Management and R&D department should come up with new innovative products to attract new customers such as mobile banking service can be introduced in  Agrani Bank Limited.
· Bank should open more option to training opportunities that will help eventually to improve different skills like computer/IT based  skills.
· They should make the department more participative and to ensure team based work environment.
· They should start practice sharing knowledge and maintain a good relationship with media. 
· Introducing modern and digital way of employees' performance appraisal
· Recruiting adept and experience candidates 
· They should ensure to put the right candidate to the right position. For instance, if a personnel is given a training in loan section but that employee is posted in general banking section. This procedure ends up with a poor performance from employees.
· Compensation package needs to be more competitive and lucrative to retain their employees and Ensure reward system for employees
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7.1 Conclusion:
      
	The national private commercial private bank (NCCBL) and state owned Agrani Bank Limited are playing a crucial role in the development of the national economy. Although NCC Bank HR policy, banking system and initiatives are generating good outcomes but it can perform more effectively  if they follow above mentioned recommendations. NCC Bank recruitment and selection process, training programs and initiatives provided  in order to improve the quality of their employees and to ensure that they work to their utmost  potential have shown great results, which shows that their investment in their employees have not been wasted.. However, I do believe that by following the above mentioned recommendations NCC Bank can get even better results. On the other hand, Agrani Bank Ltd is playing a vital role by investing huge amount in industrialization in our country. The bank should overcome its limitation through proper utilization of human resource and follow the recommendation mentioned earlier. Agrani Bank Limited one of the growing state owned banks with adequate outlets across the country. It also has overseas arrangement which is  progressing slowly than the other banks. They have also failed to retain their employees due to the of concentration in some sectors. Only an adept  employee of an organization can execute their work efficiently and it  is considered to be an great assets of that organization. If Agrani bank is able to meet up this gap then they will excel in the banking industry in Bangladesh
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