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Executive Summary 


This report “Review of Human Resource Management” is the glance of British American Tobacco Bangladesh which wants to introduce several tobacco-based products in the market. Pursued by various secondary data of research of this company, we have Demonstrated HR definition, objectives, recruitment policy, Financial Statements and HR basics.

The objective of this report is to know their outstanding features of management and distinguish characteristics and policies of BATB.

Moreover, we have focused on the detail of how BATB recruits employees from a global perspective and region, polycentric & ethnocentric policies. The operating context exhibits their emphasis on environment, trading and consumer satisfaction methods. BATB evaluates and identifies the best opportunities with every sector it integrated.

The financial statement has demonstrated how BATB has impacted with net profit, revenue and expenses with recent year statements. We have also discussed recent years chart to align with Net profit and expenses.

After all, BATB selects, orient, manage and train employees not only for their organizational satisfaction but also for society. BATB values and imitate HR as a “Human Being” by providing an enhancement in their rights, creativity, skill and knowledge.  
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1.1 [bookmark: _Toc57031645]Statement of the Problem
HRM or Human Resource Management has an important role in almost all segments of business departments. If any business face sudden sabotage it is HR who supports analyze, and solve problems to get over the loss. There is always a strategy vision & mission for the organization.
HR is placed with activities with organizational goals and development. HR considers effective management and enhances people's skills. HR wants to ensure sustainable growth and the constant process is on its way. Production and effective management cannot be significant without strategic HR.
HRM is most ordinarily described as a system of activities and techniques that concentrate on successfully managing employees in any respect levels of a corporation to realize organizational goals (Byars & Rue, 2006). 
As research suggests, there is always a strategic view with HR, and it persuades with a sudden technique that deserves effective performance and organizational goal.
HRM is the strategic process which integrates with training, retaining, hiring, selecting and development process.  In other words, (HR) are those who write down policy and procedures use strategic plans to confirm the proper people are hired and trained for the proper job at the correct time.
As a field, HRM has undergone many changes over the last twenty years, giving it a fair, more critical role in today's organizations. So this report is essential for the managers to understand intuition and roles in the real-world as HR professionals
1.2 [bookmark: _Toc57031646]Definition of HRM

HRM has been defined by different scholars variously. Most of them focus their attention mainly on the function that focuses on management, selection, retaining and directing people in the organization. HRM has also performed by line managers. HRM is the function that deals with issues integrated with people such as performance management, hiring, compensation organization development, employee motivation, benefits, safety, wellness administration, training. And communication,
HRM is an art of managing people who efforts their best to the organization. The most common definitions used in business management books have shown in the following paragraphs. 
Edwin Flippo, the father of HRM, defines that "human resource management includes the development of planning, organizing the groups and materials, controlling them with proper compensation integration, maintenance. This demonstrates how the organizational and social objectives are achieved".
 (NIPM)  of India has defined "that integrated relationship of management and employees aims to bring them together and develop an effective organization. It also enhances the well-being of the working groups  and individuals which supports their contribution to success".
Armstrong (2006, p3) has defined HRM as a "strategic approach to the organization's most valuable assets where HR contributes both collectively and individually to achieve its objectives." HRM is known for policy and proper practice which influences employees behaviour, attitudes, and performance" (De Cieri, Kramar, Noe, Hollenbeck, Gerhart, and Wright, 2008, p5).
Delery and Doty (1996) assert that the HRM best practices, once identified and implemented, would always produce improved organizational performance. Fox and McLeay (1992) examined their landmark study based on 49 companies, from the UK electronics and engineering sectors, had substantial influence for achieving successful performance relationship, over ten years. The results were above average. 
Nowadays, successful companies need to be adaptive, customer-oriented, and very responsive. HR professionals establish systems for performance management and evaluate them with proper feedback. It keeps employees motivated and engage them with their activity. Furthermore, we will say the HR professionals try to protect the development of an organizational culture where employees have the rights, competency, commitment, concern which serves the customer's will.
This report is mainly base on the recruitment and selection and training for the career development process of Multinational Company of British American Tobacco, Bangladesh (BATB) which has written for the academic purpose for the partial requirement of BBA course work. The report begins with highlighting salient features of British American Tobacco, Bangladesh in the context of a global scenario followed by the process of applying the HRM practices. The analysis primarily focuses on selection and recruitment, and training for career development is to explore and understand its benefits for the company.

1.3 [bookmark: _Toc57031647]Review of Literature

This scientific research will remain incomplete in human resource development if it does not seem to be taken into consideration. This section reviews the past researches relative topics and helps the researcher in providing perfect knowledge to grasp the problems on which the study is targeted. In the following pages, a trial has been made to review a number of the critical studies conducted by various researchers in India and even in foreign countries.
 
This chapter represents a relevant research study, of HRM practices and organizational performance and training and development. A recent statement was given by Antony and Bhattacharyya (2010, p43) on 'Organizational Performance' has shown how effective HR management has impacted the organizational value with stakeholders and customers". Per Daft (2000) 'Organizational Performance' is the organization's understanding of objectives effectively. Organizational performance represents the value of the organization which has implemented by HR with effective management. (Neumann & Segev, 1978). 
 
So, to understand, we will say the effective HR management has deployment in Organizational Performance. In terms, organizational performance is relative to HR contribution as it is known as a measurement of effective management. 
 
HRM has a role which supports the operations by managing people. HRM also manages organizational commitment (McGunnigle & Jameson, 2000). In consequence, HR managers should go with strict administrative procedures which will help to control HR activities (Huselid, Jackson, and Schuler, 1997). The key HRM activities include recruitment, selection, performance measurement, training and development, and administration of compensation and rewards (Dany et al., 2008). additionally, to performing these HRM activities, HR managers should create value for the organizations within which they work (Huselid et al., 1997). 
 
Here we have seen organizational commitment has been focused on by operations of HR. They pursue a strict process of administration. 
 
Moden HR focuses on massive outcomes by mixing with HR functions (Dany et al., 2008). Ulrich (1996, p2) strongly suggested as organizations face intense challenges in modern times known as: "globalization, the value chain for business competitiveness and HR services, which has a flexible and retaining effect on "intellectual capital". Simultaneously these significant challenges require effective HR practices that can be measured reliably (ibid). 
 
Modern companies pay extended views on HR effectively, which affects employee behaviours: "their psychological, norms, commitment, motivation etc." (Cadle & Yeates, 2008, p28). Each of those HR dimensions plays an integral part in organizational success (ibid). Modern HRM global organizational practices include Appelbaum and Batt's (1994) 'High-Performance Work Systems (HPWS)', Lawler's (1986) 'High-Involvement Work Systems' (HIWS), and Wood and Albanese's (1995) 'High Commitment Management'. Research has exhibited that these practices have a robust and positive influence on organizational Performance (Ramsay, Scholarios, and Harley, 2000).
 
More and more researches had suggested that there is an essential link between HRM practices and organizational performance (Carlson et al., 2006; Collins & Smith, 2006). for example, Delery (1998, p289) suggested "the methods used by a corporation to manage its human resources can have a considerable affect on many relevant outcomes." 
 
Gerhart and Milkovich (1992) have introduced the effects of compensation and rewards systems as the successful objectives and goals. Another, a study lead by Terpstra and Rozell (1993) mentioned five essential HRM practices have linked with a positive profit of the business. With this help of empirical studies on the connection between HRM and organizational performance Ulrich (1997) mentions that these specific HR practices have successful organizational outcomes; for instance, effective HR practices in training management, compensation is associated with labour productivity and organizational performance. Ulrich's (1997) review mentioned that these studies were supported by effective HR practices that would cause successful organizational performance. 
 
The study by Huselid (1995, p635) has demonstrated that the connection of HRM practices (referred to by Huselid) as HPWS known for High-Performance Work Systems, which has a positive relationship between HRM and effective organizational performance. 
 
The empirical studies suggest a coherent relation. As there is always repetitive HR management process, but a positive relation is seemed to have better organizational performance. 
 
Another study investigated by Delaney and Huselid (1996) has shown that the proper training, development, selection process, promotion practices, higher cognitive process, and grievance procedures, have a synergetic impact on those HRM practices in 590 for-profit and not-for-profit companies. Overall, all of their studies defined positive impacts related to performance. 
 
Harel and Tzafrir (1999, p186), have supported their extensive inquiry by previous studies has shown that there are six components of HR fields known as "strategic and universalistic" These practices are integrated with organizational performance. Similarly, the study of Becker and Huselid (1999) firmly accept as high-performance for HRM best practices advocate by Pfeffer (1998) as having strong links to organizational performance. Each of those practices has placed alternatives and suggests the HR professionals decide the best ones for enhancing the organizational performance. At the identical time, it must be remembered as HRM best practices forms "an integrated high-performance HRM system" (Huselid & Becker, 1999, p298).
 
So that study exhibits that HR has a strategic vision. As mentioned, every aspect of an organization's High Performance is integrated with the best practices of HRM. The study demonstrates better the strategy is linked with better performance.
 
We can show two major fundamental approaches which are termed as:‘Best-Practice' approach and the 'Best-Fit' approach. The study of the 'best-practice' approach explains that HRM practices are universalistic, and thus, any organization can enhance organizational performance processing this practices (Boxall & Purcell, 2000).
 
 
The above section has suggested HRM practices that can improve organizational effectiveness and are concerned with the improvement of HR performance. The HRM literature also exhibits that they are distinctly composed of approach, motivation, rewards, HR management ideas, and strategic viewpoints. In maximum case, the HR practice has improved by positive relationship.


[bookmark: _Toc57031649]1.4 Scope of the study
As it has been mentioned in the above section that this report attempts to examine Significant norms done by employees and their implications on the organization.
 The study also revealed the scopes of employees' interests, motivation, and organizational goal, which has linked with positive organizational performance.
 The report also explores the previous year's financial statements and recruitment policies from a global and host country perspective.

1.4 [bookmark: _Toc57031650]Objectives of the Study

The objective of this report is to achieve a comprehensive knowledge of the HRM process of British American Tobacco, Bangladesh and its operations contribute significantly to the success of an organization. Hence, HRM has emerged as a popular course of study. It would also meet the partial requirement of the course work on “International Human Resource Management”. 

More specifically, the objectives exhibits:

· To examine the distinctive characters of recruitment and selection policies and practices of British American Tobacco, Bangladesh.
· To understand the quality practice of BATB operational processes for establishing valid and reliable service for customer satisfaction.
· To explore the possibility of applying HRM practices to other companies or organizations.

[bookmark: _Toc57031651]1.6 Methodology of the Study
[bookmark: _Toc57031485][bookmark: _Toc57031652]The present situation of the country as well as the global scenario, does not allow the researcher to visit and collect primary data from the BATB office. Given this situation, the study is mainly base on the secondary information, i.e. published documents and reports available in the relevant websites. The references has exhibited in the document.










[bookmark: _Toc57031653]CHAPTER-2
[bookmark: _Toc57031654]COMPANY OVERVIEW AND STRATEGIES






[bookmark: _Toc57031655]2.1 Overview of the company
The presence of British American Tobacco can be traced back to 1910. From the beginning, the imperial company founded 110 years ago from now. It had held its first sales deport at Armanitola, Dhaka. Afterwards, India's partition in 1947, the company was named as Pakistan Tobacco which established in 1949. The primary factory in Bangladesh (the then East Pakistan) found in 1949 in Fauzdarhat, Chittagong. In 1965, BATB started its production in Dhaka, inside Mohakhali. After Bangladesh's the independence of Bangladesh, it became "Bangladesh Tobacco Company Limited" in 1972. In 1998, BATB transformed their identity to "British American Tobacco Bangladesh." 
 
This company is the subsidiary of BAT plc, the world's renowned tobacco group, with many brands which have placed in 200 markets around the world. It produces quality tobacco products by spanning the business 'from seed to smoke', and it has committed to implement corporate social responsibility through its projects and operations. It is has listed on the Dhaka and Chittagong Stock Exchanges.
 
The company holds 72.91% of the shares they have invested mostly owned by the Bangladesh Development Bank Ltd, and also by the Government of the peoples the Republic of Bangladesh, and other shareholders own about 16.90% integrated share. 
Their contributions began by generating approximately two-thirds of the revenue from the cigarette industry To mention I will say, BATB has contributed 16,247 core taxes which demonstrates BATB as one of the best taxpayers to the Government and has established proper relationship to National Exchequer and government proposals. BATB strives to be a distinguish Company to its shareholders, employees, business partners or the other relevant internal and external stakeholder because it believes the should success and responsibility go together. 
 
BATB employed approximate 1500 people through direct recruitment, engaging like 50,000 people indirectly, local suppliers, as farmers, distributors and over 1.3 million retailers. BATB is proud of saying that they are one every of the foremost preferred employers within the country. BATB tries to bring differences daily, which ensures an excellent place to work, grow and learn.
                
VISION OF BATB: BATB focuses on consumer needs and fundamental choices. Especially the perception of adult consumers is their target. Potential strategies h built with categories, packaging, and information. In the competitive market, BATB believes uniqueness and attraction. BATB produces different flavours according to consumer needs.
 
[bookmark: _Toc57031489][bookmark: _Toc57031656]MISSION OF BATB: 
[bookmark: _Toc57031490][bookmark: _Toc57031657]BATBave is always prepare for accepting new challenges. As they have a varied range of products, they ensure challenges with opportunities; thus, they strive to develop less health risky products and supports firms and agricultural communities of tobacco sectors. They also minimize pollution impacts on the environment.

[bookmark: _Toc57031658]2.2 Strategic Focus Areas: 
These areas are working for the fulfilment of consumers their perception, innovation, and developing brands. BATB works hard to guide and focus areas with its principles. Their strategic focus areas are highly complementary to guide the organizational environment and implement it properly. These areas have shown below:

[bookmark: _Toc57031659]2.2.1 Enterprising Spirit 
This strategy exhibits inspirational ideas to pursue growth and new opportunities. Any organization that lacks the necessary spirits can be exhausted. It helps to consider new opportunities and identify ideas of risk. Emphasizing risks determine challenges and by beating challenges they build success,  

[bookmark: _Toc57031660]2.2.2 Open-Minded 
This strategy is ascended by accepting a genuine perspective of consumer psychology. They move forward to explanations and consider or assess these explanations and identify new gaps that need to be filled. Being open-minded, they can understand new feedback and transforms those feedback into more productive products.

[bookmark: _Toc57031661]2.2.3 Freedom through Responsibility 
Freedom should be integrated with responsibility. BATB places its best relationship with its stakeholders and operators and process with freedom in decision making and elaborate functions. Modern HR is based on rights, freedom and responsibility, which improves their safety in working.

BATB respects each other’s opinions and judgments for moral and ethical norms. They deal with culture, business, brand, and markets which is the core point of a relationship. Freedom makes each of them valuable and informational, which helps their successful achievement.
 
 
 
[bookmark: _Toc57031662]2.2.4 Main Approach
[bookmark: _Toc57031496][bookmark: _Toc57031663]The approach is not only based on tobacco, but there is more than that. BATB has approached its sourcing, production, and distribution with enormous stakeholders. BATB does not own any tobacco firms, but it has dealt with registered farmers around 34,500 farmers from different village and community. They have communities, suppliers, retailers, and trade partners that provide essential supports for the growth of the company. 

[bookmark: _Toc57031664]2.3 What Makes BATB Different
BATB operates with different fields with broader scopes. Networking and their approaches in tobacco areas have determined an extended version of investment. There is CSR or corporate social responsibility and safety and health hazards. So to mention, it is necessary to say they have integrated with rules and regulations and made their costs suitable in the competitive market.

BATB is a multinational company placed with highly professional investments and HR policies.
· They evaluate updated demands on a day to day basis and analyze consumer needs.
· There is always risk and sabotage in competition, but BATB still has a high competitive commitment.
· Their business environment is supportive of resources because they transform tobacco into a product. 
· It builds a repetitive value for resources which elaborates its reputation and success.









[bookmark: _Toc57031665]CHAPTER-3
[bookmark: _Toc57031666]RECRUITMENT PROCESS AND POLICIES

[bookmark: _Toc57031667]Recruitment and Selection 
The vital part of BATB is recruitment and selection. HR managers work their best to implement in this field. It must be mention that it is HR managers who play an essential role here. They are the ones who gather information, make lists, suggest employees, inform them and hires them. It takes a lot of dedication and implementation in HRM process.
[image: http://www.whatishumanresource.com/_/rsrc/1537670709840/human-resource-management/HRM%20Process%201.jpg]

Source: ^ Cappelli, Peter (July 2015). Harvard Business Review (July–August 2015). Retrieved 25 July 2015 
The method of exploiting potential applicants and hiring skilled employees is a robust strategic area of HRM department BAT Bangladesh. Their main task is to obtain potential job candidates so the organization can effectively manage HR department and install powerful relation. This chapter attempts to examine the recruitment and selection process BAT, Bangladesh in line with the HRM process shown within the above. 


[bookmark: _Toc57031668]3.1 Recruitment Policies 
BATB has its recruitment policies BATB focuses on long-term strategic exercise to repeatedly improve the standard of management with regular specialization in future requirements. 
 
BATB selects trains and develops many talent and skilled graduates. They are recruited by the company’s HR requirements, which demonstrates: 4-year graduate-level education and sufficient English and negotiation skills. They are mainly hired from HR and Finance departments.
 
[bookmark: _Toc57031502][bookmark: _Toc57031669]BATB has introduced E –resource from 2002. They have focused on e-based advertisement for conspicuous responses. Most recruitment policies and relevant notices are now posted on the www.bdjobs.com. All candidates have to refill a blank format page provided within the data processor. It is a place of the well-structured and systematic selection procedure. After this process, pre-employee checkup, medical and reference checkups are done. 

[bookmark: _Toc48553198][bookmark: _Toc57031670]3.2 Recruitment process:
The recruitment process elaborates with sophisticated candidates which BATB mostly demand. The HR department units with a technique where they demonstrate the requirements that they need. Candidates must have determination, the right apprenticeship, and knowledge for the job they apply for.
Furthermore, the candidate's knowledge and skills are measured by the assessment process. BATB convinces and generates decisions with the organizational objective. BATB also maintains an expertise group by whom they focus on specialized employee force. By all process, they appraise knowledge and skills that introduces an important role for the HR selection process.

[bookmark: _Toc57031671]3.3 Development for Motivation
Motivated and multi-talented employees are the asset of BATB. BAT not only organizes human resource as an asset but also understand the diversification of their potentials. BATB defines motivation along with prominence which exhibits employee's needs, their remuneration package, high performing attitude, and identifies grievances. Employees are treated with motivation as they need motivation with their work. Motivated employees tend to be more realistic with the job and its goal which is necessary for organizational success 
Human resources are critical in building and running a company as it needs to identify a skilled workforce. The current generation is highly competitive and BATB wants commitment with specialization in HR. As a multinational company it Promotes HR as their asset so they value their assets to achieve their objectives and goals. BATB puts efforts into being invulnerable to HR and supports its best with the continuous process for the best improvements
[bookmark: _Toc57031672]3.4 Attracting the Best
[bookmark: _Toc57031506][bookmark: _Toc57031673]BATB focuses on three significant disciplines are Business Engineering and Agriculture. BATB believes in uniqueness and strength as they play an essential role in organizational success. They use a wide range of interactive and engaging assessments.
[bookmark: _Toc57031507][bookmark: _Toc57031674]Talented workforce comes by process of proper examination, skill measurement, university graduation, and primary required discipline. BATB develops its employees as the future leaders of the country. BATB supports its strengths with norms what they want is required workforce suits in the required position, and thus it integrates a transformation while hiring the best it can.
[bookmark: _Toc57031675]3.5 Recruitment and Selection:
We have already mentioned it is a key strategic area of BATB. Recruitment is known for appropriate candidates who have qualities for the right position and right job. While the selection determines useful information of employees, it also defines who should be employed in particular jobs.
 
A career in BATB is an opportunity for growth. It continually strives to identify and define the intangible characteristics that contribute to our unique culture and aim to reinforce them in everyday life. BATB wants its employees to have a clear vision for the business and to foster enthusiasm to drive superior performance.
[bookmark: _Toc57031676]3.6 International Recruitment and Selection
[bookmark: _Toc57031510][bookmark: _Toc57031677]For this selection process managers have three choices. They influence the decision based on (a) The general staffing policy which is for different key positions, (b) They court the right candidates (c) The constraints are maintained by the host government and hiring policies.

[bookmark: _Toc57031678] To contemplate approaches, these are the four approaches given below:

[bookmark: _Toc57031679]3.6.1 (i)  Ethnocentric: This approach binds with the parents or home country organizations essential culture, norm, regulations.
[bookmark: _Toc57031680]3.6.2 (ii) Polycentric: In this approach, BATB aloof with the country level organization and sticks with local conditions and HR management processes.
[bookmark: _Toc57031681]3.6.3 (iii) Regio Centric: Regio-centric approach is base upon a region-wise approach or groups, In this case, BATB approaches suitable candidates regionally.
[bookmark: _Toc57031682]3.6.4 (iv)Global: Global approach deals with the best person for their position necessary no matter which nationality they are in. 

[bookmark: _Toc57031683]3.7 Recruitment at the BATB:
The top-level management of BATB is responsible for strategies and procedures they implement. They gather information analyze those and make an application pool. 
 
This process in BATB is well structured and exhaustive. They maintain various screening processes and identify the perfect candidates. BATB has to attend and analyze the large size of applicants and determine the best and among them.
[bookmark: _Toc57031684]3.8 Methods of Recruitment:
[bookmark: _Toc57031685]By Persuading most effecting methods, the common areas the British American Tobacco Bangladesh focuses mainly on Advertising, Job fair, Employment agencies, online application, and internal sources in its selecting recruitment methods.

[bookmark: _Toc57031686]3.8.1 Advertising
Advertising is important. BATB organizes the HR department, which frames the commitment of employee requirements. The advertisement explains the relevant skills requires for the job—advertisement places in numerous newspapers and online sites. Essentially advertisement seeks minimum graduation level or a University graduate with satisfactory results. Suitable candidates are selected, and the HR department courts their attention.
 
[bookmark: _Toc57031687]3.8.2 Recruiting
Sometimes their recruitment policies are done through headhunting, what we mean is such practice is require for the senior level requirement and because the organization wants to maintain its unique characteristics. The executives decide and approve specialized, experienced employees for the organization. BATB compromises the best on what they look for.
 
[bookmark: _Toc57031688]3.8.3 Job fair
Job fair in an energetic view of BATB. BATB already had such fairs in three renowned universities in Bangladesh. BATB had job fairs at North South University, (IBA) Dhaka university, and Independent university. In Job fair BAT finds suitable candidates. Especially in the modern competitive area of business sectors, the impression of Job fair integrates with diversified opportunities.
 
[bookmark: _Toc57031689]3.8.4 Online application
This is exhibit as an online application form. BATB sets the application form on a particular page where mostly they generate employee's information, data, and the requirements need to know. Applicants can easily apply through online application and send necessary documents to BATB.
 
[bookmark: _Toc57031690]3.8.5 Curriculum Vitae (CV)
BATB conducts with pre-selection process by analyzing the perfect CV. They bear the right to accept or reject employees. Because experience, results, and good skills are necessary to ensure a perfect employee. When BATB convinces particular employees, they send them an email and informs their decision. 
 
[bookmark: _Toc57031691]3.8.6 Testing
HR managers place tests. They want to ensure tests with the examination. The examination also facilitates its selection process. Results are assessed properly, and feedbacks are provided.
 
 
[bookmark: _Toc57031692]3.8.7 Interview
[bookmark: _Toc57031693]The interview part examines the candidate's knowledge and background with previous requirements. In the Interview, candidates must maintain formality and norms. The head of HR and executives conducts the Interview and assess their requirements.

[bookmark: _Toc57031694]3.8.8 Assessment Centre
The assessment centre or (AC) provides complimentary tasks that need to be done by employees. It demonstrates a real visual of the candidate's ability and skills. The assessment centre also focuses on the candidate's psychological ability ex: their attitude and behaviour. After this process, the centre provides training and resolves candidate's attitudes if necessary.

[bookmark: _Toc57031695]3.9 Talent Development:
[bookmark: _Toc57031696]BATB develops its talent and apprenticeship by providing guidelines, and it develops a wide range of skills for its employees. Employees are the core points as HR is responsible for developing organizational goals. Talents will enhance their skills and contribute to the organizational process. Talent development is the part of proper leadership as they sought to learn new and contribute the best with their skills.
 
 







[bookmark: _Toc57031697]3.10 Developing Young Talent- Global Graduate Programme:

[bookmark: _Toc57031698]Young talent and global graduate program, the line describes the pipeline and executives who have integrated with all forms of leadership management because of their specialized skills. Since 2016 BATB has hired approximately 21 global graduates from different departments which are Marketing, HR, finance, and operational functions. BATB is willingly developing the global graduate program as it needs enormous anticipated supply and managers to ensure the proper contribution of the organization
 
[bookmark: _Toc57031699] 3.11 Healthy Work Environment
It is to safeguard from all sorts of dangers. To ensure safety, it simultaneously deals with safety alarms, CC cameras, fire extinguishers, Etc. Above all, these configurations help to maintain a safe environment and pollute free air. It develops employees priority and safety to work in an organization.   
 
[bookmark: _Toc57031700]3.12 Training & Development

BATB puts its best effort to emphasize productivity with training programs. Its target is to determine balance and employees interest to maintain flexibility day to day basis. Training stimulates the ability of understanding and develops motivation for work. It also enables skills, knowledge and information employees need for the organization. In 2017 there were 26 training modules covered 265 employees, and 66% of that have internally facilitated with a value of 26.5 million.

[bookmark: _Toc57031701]3.13 Compensation and Benefits 
BATB has remuneration policies to be competitive, and these are designed base on individual performance, qualification, contribution skill and responsibility by ensuring a real differentiation amongst other companies. The recruitment strategy ensures retaining the foremost suitable employees in the slightest degree levels of the business.
[bookmark: _Toc57031702]3.13.1 Performance Management 
The performance management of BATB assesses a management program that exhibits employee's yearly performance results. If there is seemed to be any paradox in performance, BATB will determine to improve it efficiently. They are supportive and imperative with performance management.

[bookmark: _Toc57031703]3.13.2 Reward and Recognition 
BATB concentrates on employee's actions, behaviour, and performance. They have a well-structured reward and recognition program.  They represent individual contribution and based on the contribution of collective results and the rewards given. BATB also have annual incentive schemes that are used for short-term business results. It Creates extraordinary value for the business.
 
 
Whatever area it is internal or external, but BATB wants to have a permanent relationship with its stakeholders. BATB has employed around 1500 employees which they said is directly and another 50,000 people indirectly known as farmers, distributors, and other kinds of local suppliers. BATB wants to bring differences in society and wants to work to learn and grow together.










[bookmark: _Toc57031704]CHAPTER – 4
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[bookmark: _Toc57031706]OPERATING CONTEXT
Bangladesh represents a frontier market opportunity sustained by accelerated growth in per capita income and an increasingly social, mobile and aspirational lifestyle in the context of the following process: 
· Large and well-segmented market
· Highly regulated business environment
· Consumer price and their consciousness
· Good Fragmented trade with radiated retail
· (Biri making) large cottage industry


[bookmark: _Toc57031707]4.1 Tobacco market characteristics at a glance

[bookmark: _Toc57031708]4.1.1 Operating environment analysis 
Our operating context is characterized by an environment within which the legal industry is subject to extensive regulations. On the opposite hand, illicit and biri industries operate largely unhindered. This skewed operating environment has spawned an oversized and growing illicit trade business that not only denies the govt. its rightful share of revenue, but also defeats its public health policy agenda

On the opposite side of the spectrum, Bangladesh represents a frontier market opportunity with relevancy consumption, sustained by accelerated economic process driving per capita income and discretionary consumer spending. Bangladesh’s overall cigarette market is pegged at about Tk. 350 bn. a number of the key dimensions of the industry include: 

[bookmark: _Toc57031709]4.2 Tobacco regulations 
The industry is extremely regulated in Bangladesh, with tobacco production subject to extensive production, marketing and taxation requirements. Regulations cover most facets of the business, majorly comprising taxation and pricing. Over the previous couple of years, the country’s legal industry has witnessed hostile regulations. as an example, the budget of the last two years affected all segments of cigarette categories because of significant increment leading to a highly volatile operating environment that's sure to impede our commercial interests.
In the face of this adverse external environment, as a responsible tobacco enterprise, we will continue to support balanced, evidence-based regulations that meet public health objectives to protect our economic interests, while also ensuring trade sustenance amongst our business partners.
Steep increases in supplementary duties and taxes 
[bookmark: _Toc57031710]4.3 Growing illicit cigarettes market 
Over the past five years, supplementary duty hikes have pushed up retail prices. This has unprecedented increments in legal cigarettes has not only led to a distorted market environment but has also resulted in consumers increasingly shifting to cheaper and non-duty paid products that's counter-productive to the Government’s expectations. As in other industries, we believe that tobacco regulations with regard to supplementary duties and taxes should be framed constructively to confirm that regulations around cigarette manufacture and consumption are just and rational.
BATB is the largest and only public listed tobacco company in Bangladesh. The market also constitutes: • International players • Local manufactures • Chewing tobacco, zorda and gul • Few smaller players • Biri market • Large illicit cigarette market With regulations targeting only the legally-established tobacco industry, illegal cigarette trade has surged exponentially over the past few years. With legally manufactured cigarettes becoming more expensive, consumers have increasingly shifted to illicit non-duty paid cigarettes, thereby causing a loss in revenue to the state and defeating the Government’s public health objectives.
[bookmark: _Toc57031711]4.4 Responsible consumption 
Harm reduction may be a central pillar of BATB’s sustainability agenda and also the group sees strong potential within the development of less-risky tobacco alternatives. BAT Bangladesh, as an element of this ecosystem, they also engage in product innovation to foster responsible consumption practices and a few of our launches during the year sought to meet these objectives. Further, they align with all statutory graphical health warnings on our packaging, thus promoting further awareness among our consumers..  
[bookmark: _Toc57031712]4.5 Financial Statement

[bookmark: _Toc57031713]4.5.1 (i) Gross Profit Margin: In 2016, every 100 BDT worth of sales has generated 45.40 BDT worth of gross profit.  But the Gross Profit Margin had decreased slightly from last year (2019). Percentage change in sales was higher than percentage change is Gross Profit which resulted in the decrease in ratio which indicates unsatisfactory performance.

[bookmark: _Toc57031714]4.5.2 (ii)Net Profit Margin: In 2015, every 100 BDT worth of sales generated 17.33 BDT worth of Net Profit. Net Profit Margin had increased significantly from last year. This is because Percentage change in sales was lower than percentage change in the Net Profit and performance was satisfactory.

[bookmark: _Toc57031715]4.5.3 (iii) Operating Profit Margin: In 2016, every 100 BDT worth of sales generated 31.83 BDT worth of operating profit. Operating Profit Margin had decreased from last year (2015). So BATB’s performance was unsatisfactory in terms of previous year.
[bookmark: _Toc57031716]4.5.4 (iv)Return on Assets: In 2016, every 100 BDT worth of total assets generated 21.45 BDT of net profit. Return on Assets increased significantly from last year and the performance was satisfactory. 
[bookmark: _Toc57031717]4.6 Statement of Profit / Loss and Income 

	Year
	2019
	2018
	2017
	2016
	2015

	Gross turnover
	165,633,760
	143,711,664
	126,725,499
	109,581,710
	90,174,080

	Supplementary
Duty & VAT
	(121,879,985)
	(121,879,985)
	(103,816,770)
	(91,163,512)
	(78,356,273)

	Net turnover 
	43,753,775
	39,894,894
	35,561,987
	31,225,437
	27,471,344

	Cost of Sales  
	(23,890,895)
	(21,212,511)
	(19,794,030)
	(17,501,330)
	(15,946,224)

	Gross profit 

	19,862,880
	18,682,383
	15,767,957
	13,724,107
	11,525,120

	Operating expenses 

	(5,936,146)
	(5,481,856)
	(4,232,754)
	(4,219,739)
	(4,612,418)


	
Net Profit for the Year 

	
7,582,462
	
5,874,074
	
6,281,922
	
4,924,127
	
3,941,640



Source: Financial Statement of BAT Bangladesh, Annual Report 2019
Considering the above scenario it could be clearly stated that BAT, Bangladesh is not only one of the biggest companies with outstanding HRM process but also its financial condition is sound and strong. Despite continuous increasing trend in all its indicators the company’s sale of products fell sharply than previous years amid unusual global unusual situation created by COVID-19.   
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[bookmark: _Toc57031720]5.1 Findings of the Study
This study has been undertaken based on objectives to explore the outstanding features as well as distinguishing characteristics of HRM practices on the recruitment and selection policies of BATB. It also examines the quality of the practice of its operational processes and explores the possibility of applying HRM practices to other companies or organizations in Bangladesh. 
The findings of the analysis proved that there is a significant relationship between training and the performance of employees. Moreover, specific recruiting methods followed by the company are more effective than that of others concerning the type of job. The essential issues adapted by the British American Tobacco, Bangladesh, in its selection and recruitment methods are mainly Advertising, Job fairs, Employment agencies, online applications, and internal sources. 
This study results revealed that training, compensation, and performance appraisal are highly significant in employees' efficiency and effectiveness. Likewise, the findings from this research indicated that training and development have a significant influence on the organization and employees' performance. This finding is also related to this study's results. These study results are also the same as the findings showed that employee training helps to develop increasing productivity and eventually helps to place organizations in the best position to face competitive challenges and stay on top. It also found that Performance Management has a moderate influence on the performance and employee participation in decision making which has the least influence on the performance.



[bookmark: _Toc57031721]5.2 Recommendations:
BATB is a well-structured and highly commercial multinational company. However, as we studied our recommendation and orthodox has determined some obvious steps which BATB should follow:

· BATB needs to be more diversified with official arrangements as it is mainly Dhaka based.
· They should analyze financial investment more seriously and try to recover from previous years losses.
· With SWOT analysis from time to time, they will remain updated to avoid errors.

[bookmark: _Toc57031722]5.3 Conclusion

BATB remains the tobacco market leader with effective HRM practices at the national and international levels. Following conclusions are drawn from the findings of the study. 
Although some problems are prevailing within the company, these problems do not seem to be significant enough to cause corporate decline for BATB. There is nothing called the best solution for a corporation like BATB. Profits and dividends of British American Tobacco Bangladesh Company (BATB), the listed cigarette manufacturer, both fell in 2019 despite registering higher turnover. There was up by 16% turnover of BATB that exhibits BDT 26,985Cr in 2019. Eventually, there was an 8% profit plunged, which estimates as BDT 925cr and dividends to 400% from 500% cash and 200% dividend, which was available in the previous year. The dividend in 2019 was one of the lowest in recent years, mainly because of the unusual global pandemic scenario. Despite the pandemic situation, BATB is working with robust procedures to recover from loss and performing its best with HR.
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