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Abstract 

 

Rupali Bank Limited is powerfully positioned in the marketplace and with its 

fundamental strengths it can reach stockholders prospects and promotion their prosperity 

in the future through their principled banking and customer facilities. It will improve 

their public services and build- up employed teams to deliver the unsurpassed services to 

its respected clients. This report has been completed based on the topic of Rupali Bank 

Limited, Maldahpatty Branch, Dinajpur: The Perspective of Human Resource 

Management Practices. Which includes how they provide customer satisfaction, facilities 

of their employees and stuffs, HRM practices at their bank. In this report the first chapter 

or the beginning parts of the report include introduction, origin of the report, objectives, 

scopes, and limitation of the study which are discussed. The second chapter is all about 

literature review where I focus on the theoretical study of complete human resource 

management. The next part is methodology of the study where primary and secondary 

sources are discussed.  Fourth chapter is on the basis of analysis and interpretation at 

branch level of RBL. Where I focus on my practical knowledge during the internship 

period includes the information that I have congregated which is provided by the stuffs, 

employees and their customers. At the end of the study in chapter five, I have shared my 

findings and suggestions what I have learned during the internship period. Lastly, 

concise the conclusion on the basis of my applied experience at the branch level of RBL. 

 

Keywords: Rupali Bank, HRM, employee,  
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Chapter-1 

Introduction 

1.1 Introduction 

Rupali Bank Ltd. (RBL) was constituted with the merger of 3 (three) erstwhile 

commercial banks. They are Muslim Commercial Bank Ltd, Australasia Bank Ltd and 

Standard Bank Ltd which were used to operate in the then Pakistan on March 26, 1972 

under the Bangladesh Bank’s order 1972 (P.O. NO. 26 of 1972), with all their assets, 

benefits, rights, powers, authorities, liabilities, borrowings and obligations. Rupali Bank 

worked as a nationalized commercial bank till 13th December, 1986. It emerged as the 

largest Public Limited Banking Company of the country on December 14, 1986. 

Rupali Bank operates through 550 branches. It is linked to its foreign correspondents all 

over the world. 

1.2 Origin of the report 

As a part of MBA program, all the students from this department have to complete the 

internship report under their supervisor. The period of the internship is three months of 

authoritative connection. After completing the full report students have to submit it to 

their supervisor as well. 

1.3 Objective of the study: 

The main objective of the study is to gain the practical knowledge from the working 

environment and relate the knowledge of human resource practices at banking level. This 

objective of the study conducted in the bank is given below: 

 To understand and analyze how to accomplish overall HRM perspective at 

branch level 

 To scrutinize how the company effectively maintain their employees 

 Understand the HR related rules and practices 
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Which determine the research goals and helps the viewers to know about the information 

they are looking at. Here Rupali Bank Limited helped me to prepare the leading report 

but for some valid reason and their security purpose they did not reveal all the 

information. In some cases, I faced some problem as well due to their unrevealed or 

confidential data. This report covers the human resource practices at the branch level of 

Rupali Bank limited and offers a good chance to have a top to bottom understanding. 

This study has made on the basis of the practical knowledge during the three months of 

internship program. 

1.5 Limitations of the study 

In Rupali Bank Limited their employees, manager and stuffs were very helpful, gentle 

and co- operative. For the security purpose they want to maintain the rules and regulation 

and did not want to disclose their information or data. If they provide all their internal 

information, it can hamper their secrecy policy. That is why while making my report I 

had to face some limitations and those are: 

(i) Inefficiency of information: 

(ii) Shorter time period: 

(iii) Legal commitments: 

(iv) Reluctance to share: 

(v) Fewer chance: 

(vi) Busy working environment: 

(vii) Website and annual report: 
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Chapter 2 

Literature Review 

Anupama Gupta (2010) explained the consequences of the challenges faced by the 

Human resource management in context with the current economic status and the 

challenges faced should be taken in consideration. This article insists on the challenges in 

the short fall of talented employees. This also emphasis on how Human resources 

Management tackles the problems handled on a day to day activities. It also suggested 

some important points to handle things better. 

Saini R.R. (2010) this article explains Management in United Commercial Bank which is 

a case study of Chandigarh State which elaborates HRD rules and regulations. Basically 

this study explains the hurdles in the process of framing the rules and process of 

executing it. This analytical study contains a sample size of 100 people and analyzed 

their opinion about HRD rules and regulations. As a result of this study is qualification 

plays a important role in recruitment in top, middle and low level management. The 

practice of selecting right candidate for the level of management helps the organization to 

achieve more and retain employees in the organization. 

Kundu et al. (2009) in their article on "Human Resources Management Practices in 

Insurance Companies: The study was made in Indian and MNC’s and explains the 

benefits of the organization is generated only by Human Resources .However the 

advantage of giving insurance to the Human Resources is one of the employee benefits 

issued by the Human Resource Management. The findings of the study says that both 

domestic and international Insurance companies have to improve more on their HR 

practices like performance appraisal, HR planning and Recruitment 

Tripathy (2008) explained that the organization have the optimum usage of Human 

resources in the organization. They follow the 3 C concept (i.e) Competencies, 

commitment and culture. By following these 3 C culture in the work organization give 

the positive results in the organization. This practice is considered to be the best result 

earning which resulted in the increase in the financial growth. 

Singh (2008) in this study he explained that for a good organizational growth employee 

should maintain their involvement to yield high productivity. Employee’s dedication helps 

him to achieve his target, and increases his quality of work. Organization should also 



4 

help the employee in training him to develop his interpersonal skills. Both Employer and 

Employee should equally contribute each for individual’s growth. 

Patil (2007) The development of facility management industry has an important place in 

the growth of the country. Life Insurance Corporation is one of the major service 

providers in which they provide the best service. The Transmission doesn’t come in a day. 

For that employees have put in lot of efforts to bring the service in the field of service. 

Hemant Rao (2007) in his study he explained the changes in the role Human Resources. 

There was an extraordinary change in the role of Human resource department. They 

should work in the organization such that they should treat the employees irrespective to 

cast, religion, gender etc. The productivity of the company is based on the quality of 

work done by the employees in the organization 

Sharma and Jyoti (2006) in this article they have explained about the Job Satisfaction 

that they finalize it the best and effective reason for an employee in the working 

situation. They also explain that this emotional factor helps the employee in the 

organization to yield best results. Dissatisfaction is one of the main reasons for attrition of 

employee in the organization. So, job satisfaction is the primary reason of an employee’s 

carrier growth and development of an organization. 

Subramanian, V. (2005) he express that the recruitment and selection process in the 

organization and selecting the right candidate for the correct position helps employees to 

work in the organization in a very positive mode. The interview process should be 

relevant to the job profile so that the candidates will be interested in the job profile. 

G.V. Chalam and L. Srinivas (2005) in his article he have made a Human Resources 

Department survey across 120 branches of State Bank of India at Andhra Pradesh, and 

defines the gender where he paper made an attempt to explore the basic gender 

difference. He finds that the women employees have much more concern that the male 

employees. Female employees have higher attitude of respecting the organization and 

Human resource department. They also have good source of Loyalty towards Bank work. 

Maitin, T.P. (2003) In his study he explains the Human Resource Development shows 

the progress of the organizational growth with different process like recruitment and 

selection, payroll processing and maintains the rules and regulations of the office. By the 

way of best approach towards the employees which the in the high productive of the 

employees. 
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Vidya A. Salokhe (2002) in her study he explained the Human Resource department 

have several processes to improve the employee’s individual growth in the organization. 

It also helps the organization to achieve more in the profit with their effective smart work. 

Employees are the asset of any organization which they make profit out of them. 

Mishra and Bhardwaj (2002) in his research he made an empirical study on the Private 

companies and their nature of work in Human resources Department. A random sample of 

107 managers with different levels like low level, middle level and top level management 

are taken into consideration. A questionnaire was circulated to them to know about the 

Human Resource department and analyzed. As a result the situation present in the HRD 

is satisfactory. 

T.V. Rao (1999) the study in his book explains that the audit conducted describes the 

methods and ideas which have to be implemented in the Human Resource Audit. His 

framework helps to estimate the different criteria like core competency, culture and value 

of the organization. By evaluating the employee’s interpersonal skills, they can improve 

in some of the factors which are they lacking in the system. They also have broadminded 

people in the top level management which helps the low and middle level employees to 

know about their concerns. So they each and every employee in the organization helps 

them to achieve more by increasing the productivity. 

Udai pareek &T.V. rao (1999) in his study he explains that the limitations of Human 

Resource Department where they need to improve in the personal growth of employee 

and the organization. In his he elaborately explains about the importance of the training 

and Development, HR Audit, Planning and Development, Organizational Behaviors. 

This also gives the lots of information about the Educational Institutes and lot of 

professional people. 

Venkateswaran (1997) explains in his article about how Human resource Department 

helps the organization in their Financial growth. For that he made a empirical study by 

collecting data from a sample of 132 executives of a private organization. This study 

helps to know how the HRD works in the organization and how for employees are 

benefited out of them. As a result, the HRD works in better way how such that 

employees are more much comfortable in the rule and regulations of the organizations. 

This also helps the organization to maintain a good decorum. 
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Chapter 3 

Methodology of the Study 

 

3.1 Methodology of the study 

Methodology of the study comprises all of the important works those helps to complete 

the report graciously. To reach the objectives of the report formal and oral discussion, 

bank website and direct observation was useful to complete the report. This report has 

been made by both primary and secondary sources for data collection. 

 

Figure 3.1: Sources of data 

3.1.1 Primary sources: 

 Discussion with the manager of the Rupali Bank Limited. 

 Face to face or direct conversation with their workforces 

 Direct remark on their HR practices 

 Involvements of practical works 

3.1.2 Secondary sources: 

 Annual report of the Rupali Bank Limited. 

 Official website of the RBL 

 Textbooks, Newspapers, articles. 

 Documentary files of the RBL 

 

 

 

 

 

Sources of data 

Primary 
Sources 

Secondary Sources 
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Chapter 4 

Analysis and Interpretation  

4.1 Recruitment and selection process of RBL 

In any organization, human resource plays a vital role to accomplish the goals and 

objective. They view people as an asset not costs of the company. They show that 

brilliant employees can be used to add value in the organization as well. In Rupali Bank 

Limited they also have human resource department where they recruit potential and 

suitable employees. The steps of RBL’s recruitment and selection process are: 

 

 

 

 

 

 

 

Figure 4.1: Recruitment and selection process of RBL 

 

Recruitment Planning 

Source Candidates 

Screen Applicants 

Shortlist Candidates 

Conduct Written Test 

Encompass a job proposal 

Interview Candidates 
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The first step of RBL’s recruitment and selection process is recruitment planning. It 

includes identifying vacancy, job specification, its nature, experience, qualification and 

skills required for the jobs. A structured recruitment policy is required to find out the 

potential candidates. Firstly, they identify the vacancy by collecting the requirements of 

new candidates from different departments to the human resource department. They 

include everything they wants in the job description from the potential candidates like 

job title, detail description of the job, job pattern, required qualifications, compensation 

range etc. They spread out their job circular through social media, on their website, 

online job boards, referrals etc. screening applicants is the most important part of their 

recruitment and selection process. They select those candidates by analyzing their 

curriculum Vieta who matches with their requirements. After screening all the 

candidates, they make a shortlist of those potential candidates and call them for a written 

test. After completing the written test selected candidates gets the chance for the 

interview session. The final stage of this process is actually selecting the candidates. 

Then they extend the job offer for hiring that desire candidates. 

4.2 Compensation administration of RBL: 

Compensation administration is a part of organization or human resource management 

concentrating on planning, organizing and controlling the direct and indirect payments 

employees obtain for the effort they accomplish. Compensation contains direct systems 

such as base, merit and incentive pay and indirect systems such as vacation pay, overdue 

payments and health insurance etc. 

In Rupali Bank Limited, the overall objective of the banks compensation administration 

policy is to establish a framework for fascinate, retain and encourage the employees and 

creating incentives for delivering long-term performance within established limits of 

risk. They set compensation package on the basis of their responsibilities, experiences, 

knowledge and job performance. It is judged on both the achievement and values of the 

bank. 

The human resource division of RBL oversees the compensation administration with its 

human resource policy under direct guidance of board of directors of the bank. The bank 

does not have any external consultant in preparing and implementation of remuneration 

process. RBL follows national pay scale-2015 introduced by the government of the 

people’s republic of Bangladesh. The pay scale describes short time and long-term 
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benefits. Short time benefits include salary, festival bonus and incentive bonus. Long- 

term benefits include gratuity and pension, provident fund and leave encashment. They 

follow a non-discriminatory policy in respect of compensation and benefits. 

 Basic salary: 

Basic salary is the actual salary that Rupali Bank Limited provide to its stuffs, employees 

and manager. They have twenty job grades of salary range where basic wages are in 

supple amount. It is resolute by the board on the approval of the managing administrator. 

 Incentive allowance: 

They provide incentive allowances to their employees after accomplishing a target or 

goal. The board personnel and compensation committee approve incentive allowance. 

 Festival bonus: 

Rupali Bank Limited provide festive bonus to their stuffs, employees and managers 

twice in a year. All religion employees get both Eid-ul fitr and Eid-ul adha bonus on 

every year. Basic salary of one month is provided as a festival bonus twice in a year. 

 Daily allowance: 

RBL provide two hundred takas for lunch and recharging money for mobile on a regular 

basis as a daily allowance. 

 Travel allowance: 

In RBL, a certain amount of money as a travel allowance is paid to their employees for 

the travelling purpose and other expenses during a business tour. If bank send any 

employee for training purpose, when they provide travel allowance as well. 

4.3 Performance appraisal of RBL 

According to Newstrom- “Performance appraisal is the procedure of appraising the 

performance of workforces, distribution that information with them and probing for ways 

to progress their performance”. 

RBL’s main purpose of performance appraisal is to recognize the employee value and 

involvement to the establishment. They do performance appraisal on the basis of the 
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employee appearance, effectiveness, attitude, superiority of work and the quantity of 

work. The objective aspects like appearance, quantity of work and productivity can be 

straightforwardly restrained by the records preserved by the human resource section. 

As Dale Yoder thought, “performance appraisal contains all the prescribe measures 

which are required to evaluate a personality, contribution and group of members in an 

organization.” 

Though they feel it becomes a bit gooey, when they measure subjective aspects like 

attitude, approachability, comportment. But it is very important to measure both 

subjective and objective aspects. They deliberate to evaluate an individual performance 

both aspects need to be measure as well. 

 RBL’s purpose of performance appraisal: 

 To recognize the employee’s strengths and weaknesses. 

 To preserve records for determining the compensation correspondences. 

 To provide feedback to employees on the basis of their performance. 

 To determine the needs of training of the employees. 

 To identify potential employees for future promotion 

 It is a base for persuading working habits of the employees. 

 Methods of RBL’s performance appraisal: 

RBL follows both the traditional methods of appraisal and modern methods of appraisal. 

There are so many methods of performance appraisal but they follow some of them and 

those are: 

 Ranking method: 

In RBL, employees are compared with all other employees on the basis of their 

performance of work, attitude, experience and ordered them from highest to lowest or 

best to worst. 

 Critical incident method: 

In RBL, the supervisor record statements that designate tremendously good or bad 

behavior on the basis of job performance. Throughout the assessment phase of each and 

every employee of RBL, they record all the statements with the clarification of what 
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occurred. 

 360-degree appraisal: 

Human resource department of RBL design questionnaires for a specific employee. 

where administrator, subordinates, peers and clients with whom he or she cooperate will 

deliver their honest feedback regarding his performance, attitude, behavior. 

4.4 Leave policy of RBL: 

Rupali Bank Limited. permits following categories of leaves to their employees: 

 Casual leave: 

If an employee of RBL unable to come to the bank due to unexpected sickness or 

personal emergency when casual leave can be granted. It is a short period of time leave 

and it is not granted more than three days of leave at a time. 

 Sick leave: 

An employee of RBL can take sick leave with salaries in a year. To avail the sick leave, 

employees have to succumb their medical certificate or doctor’s prescription from an 

enumerated medical consultant within 72 hours. They can take sick leaves for 15 days. 

 Maternity leave: 

Female employees of RBL are entitled to take maternity leave for a period of 3 months 

or 90 calendar days of leave at a time with full pay. They also grant leaves for female 

employees in the circumstances of their abortion and miscarriage and the period of time 

is not more than six weeks. 

 Festival leave: 

In RBL, all the employees are allowed to take festival leave with full salary which is 

conferring to the governments rule and regulation. If any of their employee or stuff 

works on the festival day in that situation, they allow that employee or stuff to take two 

days leave with full wages. 
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4.5 Promotion policy at RBL 

Promotion is the technique of acknowledgement of an employee involvement for the 

company and his or her capability to assume supplementary responsibilities. It is the 

most effective way to motivate an employee towards their works. At RBL, promotion 

helps the bank to recruit advanced level positions concluded internal resources. From this 

promotion, employee of RBL gets appropriate feedback that his or her involvement to 

the bank is not going disregarded. Promotion assistances the employees to have 

improved designation and pleases their development requirements. RBL guarantees 

relocation of right persons in the right places categorizing idyllic performers and 

satisfying them with anticipated promotion and placement. 

 Employee evaluation: 

In RBL, they follow performance appraisal methods to evaluate an employee from future 

promotions. They evaluate employees on the basis of their experiences, attitude, ability 

to do the work, communication level, educational qualifications, efficiency and skills of 

leadership. If the job evaluation of employees is satisfying when they get promotions but 

if is not satisfying when they demote or terminate those employees as well. 

 Promotion: 

RBL establish promotion assessment procedure once in every year. During this process, 

manager of the branch of RBL choice employees to move to a higher-level designation 

that best matches to their assistances and knowledge. Impulsive promotions also occur if 

they feel the requirement. RBL follow procedures while promotion their employees. 

After the satisfactory job evaluation manager of RBL encounter the employee to talk 

about their career goals or ambitions for a promotion and try to recognize the 

opportunities to promote employees. Discuss about the promotion with the head of HR 

or department head to provide approval. They also ask HR about the remuneration range 

of new designation and any other new reimbursements interrelated to the designation. 

Again, they organize meeting with the employee to regulate whether they would be 

pleased with this career move. While promotion of employees of RBL, they have to face  
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the transferor posting to a different branch as well. 

4.6 Benefits and bureaucratic practices: 

 Fatality benefits: 

If any employee of RBL becomes disable to do their work in the bank or dead of an 

employee when they provide fatality benefit to that employee. They provide 

approximately financial benefits to that specific employee or to their family members. 

 Safety and security practices: 

For the safety and security purpose, RBL provide police help so that their respectable 

customers and employees can reach home safely and securely with their money. 

 Retirement benefits: 

Retirement benefits are additional topmost kind of employee benefit. RBL provide 

pension to their employees. which is somewhat to look frontward to afterward 

superannuation and added prominently, permit them to be constant and live contentedly. 

 Gratuity: 

RBL provide gratuity to their employee who have completed 5 or more years of 

continuous service in the bank. They get the gratuity when they resign, retires or laid off. 

In the circumstance of death or disablement of any employees, there is no minimum 

eligibility period. 

 Termination benefit: 

In RBL, if any permanent employees have to resign from his or her amenities due to any 

authentic reason by the authority when they are allowed to have one-month remuneration 

with formal written announcement. 

4.7 Services to the society  

Rupali Bank Limited gives loans to the brilliant student and poor students who cannot 

effort their studies due to money issues, where the bank helps them to complete their 

education properly. By getting the loans they can complete their studies and afterwards 

being provided to a job they can pay back the loan as well. Rupali Bank limited is 

targeted their monthly grossing scheme to the elderly inhabitants of the society who will 
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be retire in the future and who don’t have any foundation of income in the future as well. 

Rupali Bank limited is helping peoples to give electricity bills, gas bills, water bills and 

telephone bills without taking any sort of charges. So, they proved that Rupali Bank 

Limited do not forget about their responsibilities to the society. 

Also, I get to know how to close any account and the procedures before closing the 

account. For some days, I sat on their bill counter where I took gas bill, water bill and 

electronic bills from the customers and learned how to give entry of all bills on the 

Microsoft excel sheets. I correspondingly learned how to recharge electronic smart card 

in the bank. I learned how to write check book, scan, confirmation process and deliver 

the check to the respected authority. 
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Chapter 5 

Findings and Suggestions 

5.1. Findings  

 As per my observation, Rupali Bank Limited does not have very organized HR 

practices. Also, do not have highly skilled HR personnel who can do properly 

done their HR activities.  

 HR person doesn’t have full authority and control for recruitment and selection.  

 HR don’t have any specific and structured recruitment system as sometimes they 

cannot predict the requirements of man power.  

 They set a target and goal about training and development of an employee, but 

HR does not monitor it.  

 Rupali Bank Limited does not have proper appraisal system in place. HR should 

take initiative to implement this in organization. Otherwise employee will get 

demotivated and it will increase turnover of the bank. 

 Highlighting the bank’s benefits; - Rupali Bank Limited is giving less benefits to 

its employees in comparison with other overseas offices in terms of holidays, 

weekly holidays, facilities etc. as it perceived by the employees of Ranairbandar 

branch. 

5.2. Suggestions  

While doing the report find some drawbacks of Rupali Bank Limited. where I feel they 

need to concentrate more and those are: 

 There is lot of skilled employees. They either have a strong technical 

background or academicals. But sadly, they get no scope of expressing that. Their 

skills need to be harnessed and used for the growth of the organization.  

 In a branch, there is no work distribution among the employees. They are 

confined in the day to day branch work and it goes on for a long time, no 

matter what their designation is. Because of this reason, even if they are 

capable of doing a lot of other activities, they circle around the same work 
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over and over again. The higher management should utilize these employees 

at appropriate way to maximize the bank’s output  

 In the training institute, there should be used latest technology, both 

hardware and software, to provide to better training and get them 

acknowledged about those. The bank should give proper training about the 

office package, basic idea on computer and internet.  

 As Recruitment and Selection process is centrally controlled, it should be 

monitored that whether this process is done fairly or not. 

 It has been a while since On-line banking started its journey but workers are 

still not completely acquainted with this system. So they should be trained on 

it. 

 The training evaluation process and forms need to be more modernized 

because they do not completely serve the purpose of having the evaluation. 

So, that leaves no place for improving further training sessions.  
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Chapter 6 

Conclusions 

6.1. Conclusions 

As a bank, Rupali Bank Ltd needs to do lots of things for the betterment of the country 

and society. It cannot always think about profit making and it never has. The Bank is 

powerfully positioned within the market with its core strengths and everyday it will be 

trying to match its shareholders’ expectations and therefore raise their wealth in future 

through moral banking and best valuation. Thus, it requires proper initiatives so that it 

can fulfill the needs of the government. Furthermore, as folks, it'll enhance a lot of public 

services and build up operating groups to produce the simplest services to its valuable 

customers. They will encompass in additional public services and build up working 

lineups to deliver the greatest facilities to its valuable customers as they have already 

started to provide recharging facility of electronic smart card due to government 

requirements. They are running the bank in systematized technique and guaranteeing 

chastisement in all compass of its presentation. The people works here, are equally 

involved with all these steps, initiatives and hard works. They should be controlled in 

organized manner and discipline should be ensured altogether sphere of their 

performances. They need to be motivated because no matter how good a strategy is, it 

will not work until the people are devoted towards its success. Though it's a theoretical 

suggestion, it's not worthless. It has its impact on the banking business and alternative 

sectors of the economy. For this, govt. assistance is essential and it is expected that govt. 

will broaden his hand for implementing the recommendations for the welfare of the 

people of Bangladesh. 
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