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ABSTRACT 

Management of human resources is an integral part of an organization's 

day to day activity. Human Resource Management is concerned with the 

people and aspect of management of an organization. Management is a 

process which enables members of an organization to undertake and 

complete their respective assignment. The management process broadly 

includes such activities as planning, organizing, leading and controlling. It 

has been noticed that, with the increased activities of the banks and 

complexities of the organization, human resource management has gained 

momentum and priority in different financial organizations, particularly in 

the banks in developing and developed countries. This has become a 

specialized area of attraction in the banking sectors, particularly owing to 

the juxtaposition operation of private banks, where HRM policy seems to be 

significantly developed. Nationalized commercial banks have become 

loosing concern, perhaps because of its poor human resource planning. 

Proposed study is designed to dig down into the deep to asses and analyse 

the present state of HRM in the NCBs. Objectives of the study are: to 

evaluate the existing practice of different HR activities from recruitment to 

selection; training, compensation to placement, retirement etc. of the 

organization under study; to examine the impact of HRM decisions on 

organizational performance of NCBs; to know the perceptions of the 

employees about the practice of the organization under study; to provide 

suggestions in the light of the findings of the study for improving the 

performance of NCBs. 

Methodology of he study covers three NCBs like Agrani Bank, Sonali Bank 

and Janata Bank based on both primary and secondary data. Three sets of 
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questionnaire have been used, one set for the Head Office Executives, one 

set for branch officials and another set for the branch employees. 

Techniques of analyses show requirement and training programme, 

compensation and motivational facilities available in the banks. 

While understanding the HRM practices of Nationalized Commercial Banks 

it is known that every bank has its own written recruitment policy. 

Advertisement is done in daily newspaper. Both written tests and viva voce 

examinations are held. Sometimes banks make contract with Institute of 

Business Administration (IBA) Dhaka University, for recruiting panel 

candidates. Availability of post is considered before giving advertisement in 

different levels of management. Normally junior officers, senior officers are 

recruited by general advertisement. Higher posts are filled up by promotion 

of the internal candidates in all the selected NCBs in Bangladesh. 

Regarding selection of candidates weights are given on academic career, 

performance in written and viva-voce examination. After selection posting 

is given at the branch and other levels. 

National pay scales are followed for NCBs and for Private Commercial 

Banks (PCBs) that is separate pay scales. Foreign Commercial Banks 

(FCBs) have different scales based on their agreement with the applicants. 

Their currency payment is separate. They have more incentives and other 

financial and non-financial incentives also. 

After good placement of candidates they are given training in the respective 

training institutions. Sometimes training is given by Bangladesh Bank and 

Bangladesh Institute of Bank Management. Training develops manpower. 
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The object of training is to develop the conceptual skill, human relation 

skill, social skill and technical skill of the candidates. There is good impact 

of training in all the Banks. Most of the executives believe that training is 

highly essential for developing their contribution. 

Human Resource Management practices of all the NCBs are highly 

satisfactory. In every Bank there are good recruitment policy, training and 

development policy, good compensation package, liberal promotion policy. 

Majority of branch officials are highly motivated to work due to sincere 

cooperation of management. Trade union members also expressed their 

satisfaction over the attitudes of management towards their interest. 

Majority of the Head Office executives also expressed their satisfaction over 

recruitment policy, training and development policy, compensation policy 

of each of the banks. Every bank has their own Training Institute at the 

Divisional level and good number of employees are given training in 

different banking issues. Employees got immense benefits through such 

training activities. Industrial dispute and non cooperation of trade union 

members are rarely found in the sample banks. There is participation of 

different levels employees in managerial decision making. Delegation of 

authority and responsibilities are also organized as per Bangladesh Bank 

circulars. Actually there is congenial working environment in both head 

office and branch levels due to good understanding of top management 

authority and trade union members. There is good use of MBO, TQM and 

effective communication like both upward and downward styles among the 

banking places. 

The following suggestions are given for increasing effectiveness of HRM 

activities: 

1. Effective training should be given for the lower level employees.
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2. Compensation package should be revised as per Pay Scale followed by

private commercial banks.

3. Performance appraisal of the employees should be more frequently

done.

4. Job analysis, evaluation, merit rating should be followed more

frequently.

5. Cooperation between trade union members and management authorities

should be further developed.

6. Management Information System should be developed based on

modem information technology facilities.

7. Ethical code of conduct should be strictly followed m all

levels of management.

8. Management audit, social audit and corporate social responsibilities

should be followed.

9. Corporate governance activities should be evaluated from time to time.
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CHAPTER ONE 

INTRODUCTION 

1.1 Introduction: 

Banking business has been gaining importance and priority in Bangladesh 

with the growing volume of trade and production in different sectors of our 

national economy and increased commercial activities over the years. 

Growth trend of banks indicate that, it began to increase sharply after the 

independence of Bangladesh. This simple statistics shows that, the banking 

habits of the common people not only increased but also the volume of 

works of the banks increased tremendously over the years. With 

nationalization of commercial banks in 1972, there occurred a great change 

in the banking activities and a new era in the history of banking in 

Bangladesh has been created. In order to encourage private investment, 

government allowed some local banks to operate business in the private 

sectors from 1982-83. More than 49 commercial banks are now functioning 

in Bangladesh, of which only four are nationalized commercial banks, 

namely Sonali Bank, Agrani Bank, Janata Bank and Rupali Bank. These 

nationalized commercial banks are now facing tremendous challenges with 

the existence and operation of private banks including few foreign banks in 

Bangladesh. 

The success and failure of any financial institution largely depends upon the 

human resource management policy, because the most important asset to a 

business is not the amount of money it has in land, bui !ding, modern 

computer or other equipment. Rather a firm's most prized resource is the 

people working for it. Human resource employees are what make business 
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successful or unsuccessful. For that reason, business firms find it 

worthwhile to devote a great deal of attention to developing productive 

employees. And, management is the art of getting things done through other 

people. The impmiance of management as such, can be seen everywhere. 

Good management is the difference between success and failure of an 

organization. 

Management of human resources is an integral part of an organization's day 

to day activity. Human resource management is concerned with the people 

and aspect of management of an organization. Management is a process 

which enables members of an organization to undertake and complete their 

respective assignments. The management process broadly includes such 

activities as planning, organizing, leading controlling, motivating and 

coordinating. 

It has been noticed that, with the increased activities of the banks and 

complexities of the organization, human resource management has gained 

momentum and priority in different financial organizations, particularly in 

the banks in developing and developed countries. This has become a 

specialized area of attraction in the banking sector, particularly owing to the 

operation of private banks, where HRM policy seems to be significantly 

developed. Nationalized commercial banks have low employees 

productivity, business growth, motivational climate and low employees 

morale due to heavy classified advances. Proposed study is designed to 

assess and analyse the present state of HRM activities in the NCBs and their 

background factors along with future prospects. 
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1.2 Background of the Study: 

1.2.1 Banking System of Bangladesh: 

The banking system at independence consisted of two branch offices of the 

former State Bank of Pakistan and seventeen large commercial banks, two 

of which were controlled by Bangladeshi interests and three by foreigners 

other than West Pakistanis. There were fourteen smaller commercial banks. 

Virtually all banking services were concentrated in urban areas. The newly 

independent government immediately chosen the Dhaka branch of the state 

Bank of Pakistan as the central bank of the nation and renamed it the 

Bangladesh Bank'. The bank was responsible for regulating currency, 

controlling credit and monetary policy, and administering exchange control 

and the official foreign exchange reserves. The Bangladesh government 

initially nationalized the entire domestic banking system and proceeded to 

reorganize and rename the various banks. Foreign owned banks were 

permitted to continue doing business in Bangladesh. The new banking 

system succeeded in establishing reasonably efficient procedures for 

managing credit and foreign exchange. The primary function of the credit 

system throughout the 1970s as to finance trade and the public sector, which 

together absorbed 75 percent of total advances. 

The transformation of finance priorities has brought with it problems in 

administration. No sound project-appraisal system vas in place to identify 

viable borrowers and projects. Lending institutions did not have adequate 

autonomy to choose bonowers and projects and were often instructed by the 

political authorities. In addition, the incentive system for the banks stressed 

disbursements rather than recoveries, and the accounting and debt collection 

systems were inadequate to deal with the problems of loan recovery. It 

became more common for bonowers to default on loans than to repay them; 
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the lending system was simply disbursing grant assistance to private 

individuals who qualified for loans more for political than for economic 

reasons. The rate of recovery on agricultural loans was only 27 percent in 

FY 1986, and the rate on industrial loans was even worse. 

Major donor agencies applied pressure upon the government of Bangladesh, 

and banks authority to take firmer action to strengthen internal bank 

management and credit discipline. As a consequence, recovery rates began 

to improve in 1987. The National Commission on Money, Credit, and 

Banking recommended broad structural changes in Bangladesh's system of 

financial intermediation early in 1987, many of which were built into a 

three-year compensatory financing facility signed by Bangladesh with the 

IMF in February 1987. 

Beginning in late 1985, the government pursued a tight monetary policy 

aimed at limiting the growth of domestic private credit and government 

borrowing from the banking system. The policy was largely successful in 

reducing the growth of the money supply and total Net credit -Lo we 

government actually declined in FY 1986. The problem of credit recovery 

remained a threat to monetary stability, responsible for serious resource 

misallocation and harsh inequities. However, recent perfonnance of all 

scheduled banks in Bangladesh showed improvement in teams of No. of 

branches, total assets, and deposits. 

The Table No. 1.1 represents structural changes of banking system in 

Bangladesh. This table showed that all banking, institutions remained 

unchanged in the year of 2007 and 2008 though their deposits increased by 

Tk. 412.50 billion from Tk. 2148.9 billion to Tk. 2561.40 billion in the same 
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( c) Most of the staff are satisfied with the compensation package of the

Bank, non financial incentive and fair promotion policy, performance

appraisal and resolving employees grievance and conflicts most of the

staffs suggested that they need more training facilities, higher salary

package, more physical facilities, IT facilities and some other

environmental facilities. All of them think that present salary structure

is not adequate but non financial incentives like recognition of work,

welfare scheme, working environment are satisfactory.

( d) They are optimist about the future prospect of the bank, fair attitude of

the management, cooperation of colleagues and some other available

social security measures.

( e) They have no inner conflict at all due to sincere attitude of branch

manager.

(f) As a result working environment is good and tendency for leaving the

job is absence. Most of the staffs think that they have secured job and

they try to cooperate with branch manager through their sincere

devotion to duties and responsibilities.

(g) There is also good provision for informal communication at the branch

level employees their motivation and job satisfaction are also high due

to given financial and non financial incentives.

(h) They have also good contribution in raising branch performance though

providing good co-operation to the branch manager. But now-a-days

because of high cost of living for inflation they demand for more salary

and other benefit in consistence with that of private commercial banks.

Management is fair to their problem and transfer policy also follows

fair judgement. Demand to management is made through written appeal
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and direct discussion. Performance appraisal is done well and there is 

scope for every body to develop their skill. Job security is nice and 

changing job attitude is not there. There is good facility for CPF, 

pension, gratuity, earned leave recreation leave etc. Staffs have no 

problem in transport, non cooperation of colleagues. 



CHAPTER FIVE 

CONCLUSION AND SUGGESTIONS 

5.1 Conclusion and Suggestions: 

Human Resource Management practices of all the NCBs are highly 

satisfactory. In every Bank there are good recruitment policy, training and 

development policy, good compensation package liberal promotion policy. 

Majority of branch officials are highly motivated to work due to sincere 

cooperation of management. Trade union members also expressed their 

satisfaction over the attitudes of management towards their interest. 

Majority of the Head Office executives also expressed their satisfaction over 

recruitment policy, training and development policy, compensation policy 

of each of the banks. Every bank has their own training institute at the 

divisional level and good numbers of employees are given training in 

different banking issues. Employees got immense benefits through such 

training activities. Industrial dispute and non cooperation of trade union 

members are rarely found in the sample banks. There is participation of 

different levels employees in managerial decision making. Delegation of 

authority and responsibilities are also organized as per Bangladesh Bank 

circulars. Actually there is congenial working environment in both Head 

office and branch levels due to good understanding of top management 

authority and trade union members. There is good use of MBO, TQM and 

effective communication both upward and downward among the banking 

places. 
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The following suggestions are given for increasing effectiveness of l\.1RM 

activities-

I. Effective training should be given for the lower level employees.

2. Compensation package should be revised as per pay scale followed by

private commercial banks.

3. Performance appraisal of the employees should be more frequently

done.

4. Job analysis, evaluation, merit rating should be followed more

frequently.

5. Cooperation between trade union members and management authorities

should be further developed.

6. Management Information System should be developed based on

modern IT facilities.

7. Ethical code of conduct should be strictly followed in all levels of

management.

8. Management audit, social audit and corporate social responsibilities

should be followed.

9. Corporate governance activities should be evaluated from time to time.
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5.2 Recommendations for Further Studies: 

(a) Similar studies should be done on PCBs in Bangladesh.

(b) Similar studies may also be done in Foreign Commercial Banks.

147 

( c) Separate studies can be done on motivation, morale and job satisfaction

of the Commercial Bank employees.

( d) Strategic HRM can be studied in the context of Commercial Banks in

Bangladesh.

( e) HRM information system can also be studied to present the nature of

HRM activities & their impact on managerial effectiveness.

( f) Comparative study can be done on effectiveness of HRM in NCBs and

PCBs.

(g) Impact of HRM effectiveness on employees' productivity can be

studied separately.

(h) Separate studies can be done on customers' service development of

NCBs.

(i) Human asset productivity and their determinants can be studied

thoroughly.

G) Specific studies should be done on overdues and recovery problem of

NCBs and their impact on HR development activities.
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For Head Office Executives, 

Human Resource Department: 

Appendix-I 

Questionnaire 

(Put the tick mark on the right answer) 

1. Name of the respondent: ..................................................................................................... . 

2. Designation: ........................................................................................................................ . 

3. Educational Qualification: .................................................................................................. . 

4. Experiences: ....................................................................................................................... . 

5. Organization Chart of the Department: ............................................................................. .. 

6. What are the characteristics of your recruitment of policy?

D Recruitment is done though open advertisement

D Internal selection

D Contract with IBA & other organisation

D Limited circular

7. What are the factors consider in recruitment?

D Academic carrier 

D Freedom fighter 

DExperience 

D Other qualification 

8. What are the difficulties of recruitment?

D Shortage of experience manpower

D Specialization 

D Political pursue D Lack of competent manpower 

D Insufficient compensation D Lack of good wage 

9. What are the suggestions for fair recruitment?

D Open advertisement

D Absence of favouritism and nepotism

D A voiding political pressure

D Recruiting talent manpower

D Attractive compensation

10. What are the procedures for selection of employees?

D As per departmental demand

D As per competence
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D Specialization 

D Demand for the branch 

D Demand of the environment 

11. How do you judge your departmental needs and recruitment?

D Though consultation

D Though MIS reporting

D Though direct contract

D Though performance appraisal

D Though departmental assessment

154 

12. How many selections was given being last five years? ...................................................... . 

13. What are the benefits of your existing selection policy?

D It is highly democratic

D It is need base

D It is free and fair

D It is perfect system

0 It is more attractive

14. In there any limitation of existing section policy?

D It is undemocrative

D It is not costly system

D It is lilting system

D It is not organise at all

D It is reliable at all

15. If so, what are the causes?

D It is unsystematic

D It is not clear

D It is untenable

D It is undemocratic

D It is unattractive

16. And how can you suggest for its prevention?

D It should be more democratic

D More need based

D It should be liberal
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D It should followed talent hunting 

D It should be more attractive 

17. How do you fix up your compensation package for your employees?

D Based on employee need

D Cost of living

D Compared to other banks

D Academic career

D Experience

18. What are the characteristics of your training and development policy?

D Training on the basis of seniority

D On the basis of deficiency

D Personal contact

D CBA suggestion

D Top mgt. suggestion

19. How many pay scales do you follow?

D National pay scale

D Separate scale

D Private bank scale

D Foreign bank scale

tJ Other consideration

20. What other financial benefits are given along with pay scale?

D Basic salary

D House allowance

D Bonus

D Festival bonus

D Transport allowance

D Over allowance

D As like as branch

21. What non-financial incentives are given for your employees?

D Good recognition of performance

D Participation in decision making

D Self development opportunity

D Social security & welfare
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0 Congenial working environment 
---- . 

22. How do you motivate your employees?

0 Participation in decision making

D Good training facilities

D Good promotion policies

D Good cooperation

D Good compensation

23. How do you measure their morale?

D Absenteeism rate

D Productivity measurement

D Number of conflicts

D Nature of cooperation

D Mutual trust and confidence

24. How do you measure their job satisfaction?

D Nature of resistance

D Demand for overtime

D Job integrity

D Job commitment

D Lack of frustration.

25. How do you measure their productivity?

D Input output relation

D Profit per employee

D Asset per employee

D Deposal per employee

-1 
D Advance per employee

26. What are the factors affecting employees productivity?

D Low recovery

D High cost of fund

D Lack of supervision

D Lack of training

D Lack of promotion

27. How can you suggest to encourage their morale and job satisfaction?

D More financial benefit
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0 More no financial benefit 

D More reorganization of work 

D More training 

0 More promotion facilities 

28. How can you develop their productivity?

0 Regarding absenteeism

0 Giving more autonomy

0 Extensive trainings

D High salary package

D More participation in decision making

29. Do you follow strategic Human Resource Management Policy?

D Fully followed

0 Partly followed

0 Not yet

0 Not clear

D May be in future

30. What are its benefits?

0 Develops employee production

0 HRM effectiveness

0 Good human relation

D Fair treatment

0 Good working environment

31. How can you suggest for developing your strategic HRM activities?

0 Recruiting talent manpower

0 Out sourcing

0 More development expenditure

D Developing HRM information system

0 Developing their productivity

0 Developing code of conduct
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For Branch Manager: 

Appendix-II 

Questionnaire 

(Put the tick mark on the right answer) 
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1. Name of the respondent: ..................................................................................................... . 

2. Designation: ........................................................................................................................ . 

3. Education qualification:

D SSC D HSC D Bachelor D Masters D Other degree

4. Experiences:

D 1 - 5 D 6-10 D 7 -15 D 16-20 D 21 -25

5. Organization chart of the branch: ....................................................................................... . 

6. How did you get the job?

D Through formal recruitment

D Through promotion

D Through informal contact

D Through some other media

7. What financial facilities do you have?

D Basic salary

D House allowance

D Entertainment allowance

D Car allowance

D Festival bonus

D Annual all increment

8. What type of training did you have during last five years?

D Formal training

D In banking training institute

OBIM

D Bangladesh Bank

D Planning and development academy
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9. What are its benefits?

D Develop your performance

D Improves your job efficiency

D Helps your promotion

D Creates good confidence

D Develops good interpersonal relation

10. Are you satisfied with your existing job?

D Fully satisfied

D Satisfied

D Undecided

D Fully dissatisfied

11. If yes, what are the reasons behind?

D Handsome salary

D Congenial working environment

D Job security

D Future prospect

D Good of recognition performance

12. If not, what are the causes?

D Insufficient salary

D Absence of recognition

D Job insecurity

D Management attitude

D Lack of self development opportunity

13. What non-financial benefits do you have?

D Participation indecision making

D Social security

D Social status

D Some other facilities like tour program

D Priority of housing accommodation

14. What are its impacts on your job satisfaction?

D Fully satisfied

D Satisfied
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D Undecided 

D Fully dissatisfied 

15. How do you take part in decision making?

D Participation in budget presentation

D Increasing committee member

D Executive committees member

D Member of the line organization

D Member of the staff organization

16. What are the difficulties in branch decision making?

D Branch environmental good

D No cooperation of borrowers

D Low recovery

D High demand for loan

D Political pressure

17. What is the opportunity side of your branch?

D Demand for loan

D Prospect of investment is high

D Cooperation of entrepreneurs

D Good transport facilities

D Good power and other facilities

18. What is weakness of your branch?

D Working environment nature

D Lack of training

D Lack of adequate facilities

D Lack of understanding among the management people

0 Lack of autonomy

19. What is the threat of your branch?

D Unfair composition the market

0 Lack of investment opportunity

0 High rate of interest

0 Lack of cooperative with others borrowers

D Lack of goodwill of the market
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20. What is the strength of your branch?

D Good management people

D Trained manpower

D Good understating among the people

D Good IT facilities

D Good interpersonal relation

21. What are the IT facilities of your branch?

D Fax O Email O Comp. Lab O MIS reporting D Usage of software

22. How can you suggest for branch development?

D Developing infrastructure facilities

D Training facilities

D More autonomy

D More IT facilities

0 More promotion facilities

23. What are its short comings?

D Branch performance is highly satisfactory

D Undecided

D Dissatisfaction

D Most dissatisfaction

24. What are the problems of your recovery?

0 High interest rate

D Diversion of fund

D Lack of monitoring and supervision

D Non cooperation of borrowers

0 Natural calamities

25. What is your suggestion for branch development?

D More physical facilities

0 More manpower

0 More liaison will H/0

D More development works

D More publicities and advertising
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Appendix-III 

Questionnaire 

For Branch Level Employees: 

(Put the tick mark on the right answer) 

1. Name: .................................................................................................................................. . 

2. Designation: ....................................................................................................................... .. 

3. Experience: ........................................................................................................................ .. 

4. How did you get the job?

D Through written test

D Through viva voce exam

D Through Personal contract

D Through relatives

D Through some other way.

5. What types of training did you have?

D Training on the job

D Training in training institute

D Training in BIBM

D Training in BIM

D Some others training.

6. How do you get the training chance?

D Carrier basis

D Experience

� D Personal refer

-( 

D Departmental placement

D Some other ways.

7. Do you think that training has helped you in developing your career?

D Knowledge

D Promotion eligibility

D Outlook change

D Good relation with bank

D Self development.
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8. What types of promotion do you have?
'-- -

D Promotion on the basis of result

D Length of service

D Performance appraisal

D Personal liaison

D Some other ways

D Like open interview.

9. Do you think that existing promotion policy is effective?

D Very much effective

D Some how effective

D Not effective

D Most in effective

D Not decided.

10. What is your idea about salary structure?

D Adequate

D Very much adequate

� D In adequate

D Most in adequate

D Un decided.

11. What financial incentives do you have?

D Basic salary

D Bonus

D Festival bonus

D Transport allowance

:-,( D Annual increment.

12. What non-financial incentives do you have?

D Recognition of work

D Annual sports

0 Annual drama

D Welfare scheme

D Good working environment.

13. Do you think that management is sympathetic to your problem?

D Every much sympathetic



Appendix 164 

\._ 

D Sympathetic 

D Neutral 

D Not sympathetic 

0 Very much un-sympathetic. 

14. Do you have good recognition of your performance?

D Recognition is highly available

D Recognition is normal

D Not clear

D No recognition

v- D Aggression is trial.' 

15. Do you think that your transfer policy is

D Fair

D Very much fair

0 Not clear

D Unfair

D Very much unfair.

� 16. Do you think all management is cooperative to your grievance handling?

D Easy approach

D Very much cordial

D Not clear

D Handling is delayed

D Very much delayed.

17. How do you place your demand to Manager?

D Written appeal

..i: 0 Through trade union

D Direct discussion

D Demonstration

D Pressure on management.

18. Do you think that your performance appraisal is done?

D Nicely

D Very Nicely

D Not clear
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D Unfair 

D Very much unfair. 

19. Do you think that you have scope for development in the bank?

D Very much available

D Some how available

D Not clear

D Not available

D Very much unavailable.

20. How do you feel your job security?

D Very much secured
l 

D Some how secured

D Un clear

D In secured

D Very much in secured.

21. Do you think for changing you job?

D Yes

D Not yet

D Frequently thinking

D Not relevant

D Beyond un imagination

22. Do you have the following?

D Contributory Provident fund

D Pension

D Gratuity

D Earned leave

D Recreation leave.

23. What type of problem do you feel at the bank?

D Un timely salary payment

D Transport problem

D Dining problem

D Non cooperation of manager

..f D Non cooperation of colleagues .
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24. What is the main problem of your branch?

D Low recovery 

D Non cooperation of borrowers

0 Enf imlllllvntal prooiem
D Political pressure 

D Social & cultural problem. 

lJ, What arc your suooestions for Branch development?

D Better salary package 
D More physical facilities 
D More manpower 
D More training 
D Liberal promotion policy. 
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