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Abstract:
This research attempts to determine whether the elements affect the Bangladeshi industrial and organizational psychology. For this research purpose, we work with Private industry name Solaric-global, which is founded in Silicon Valley (USA), and its parent company is in Singapore, and the subsidiary is in Bangladesh. 50 questionnaires were initially distributed to the employees to measure the factors influencing their performance.  This study also examines the psychology of employee behavior in the workplace, which impacts organizational goals. Evaluating Management practices and communicating with them identifies that job performance matters and attitude problems are also available to their colleagues. Collecting data is also limited due to the unavailability of employees as they are busy with their work. So only 60 employees participated in collecting data, which is 40%.
Acknowledgments:
I am thankful to all those who helped me to the successful completion of this fact industrial and organizational psychology research, which focuses on human nature. I visited a lot of different private organizations for this research purpose, and thank them for sharing their perspectives and helping to refine the ideas presented in this research. Special shoutout to the “Solaric” for allowing me to observe and analyze work behavior and for sharing crucial data for this study. Also, I want to thank the employees and professionals who took part in my surveys, and interviews. The findings of this research include the generosity of their willingness to share experiences and findings on everything related to workplace environment, productivity and psychological well-being.
Lastly, I thank my beautiful family and friends for their support and for encouraging me to do my work throughout this journey
Keywords: Survey research, Correlational, Personal Interview, Job assessment, Performance, and People assessment, Selecting and Training, job attitude and emotions, I/O Psychology-Industrial and Organizational Psychology

Introduction
While industrial/organizational is a consideration for psychology, it is very much needed in the workplace nowadays. It focuses on understanding human behavior in the workplace to increase productivity, behavioral activity, and organizational effectiveness.
Human behavior depends on psychology. I/O is used as a research method for problem-solving related to Human resources, workplace and culture, motivation, and performance management. It can be widely used for employee selection and recruitment, training, job analysis, and develop training programs for them.
Leadership, employee satisfaction, improved teamwork, and communication also play a prime role.
If we think separately about Industrial and Organizational Psychology, Industrial psychology focuses on individual performance, hiring employees, training and developing them designing jobs, and analyzing their performance. Aptitude tests are also included in it and are also known by personnel psychology.
On the other hand, Organizational Psychology is a group dynamic based on organizational culture that focuses on workplace motivation and reward system policy, and it improves individual performance and overall organizational success.

Research Objectives:
Industrial and organizational psychology focuses on Human behavior in the workplace.
The common objective of the study was to identify the management practices in industrial and organizational psychological sectors for their employees in Bangladesh. The Special Objectives are-
1. To identify what factors, influence employees to motivate, engage, and improve job performance.
2. Investigate how strategic development improves efficiency, teamwork, and training programs.
3. To determine the relationship between workplace stress and mental health.
4. Find out the Recruitment, selection, and leadership behavior
5. Investigate the occupational health and safety 

Research Methods of I/O Psychology:

The field of I/O psychology is a vast area for research, which produces significant challenges for research. 
First, it is concerned with the study of human behavior, ethical and practical issues create barriers to the shortage of research we can conduct on human beings. Second, visiting the workplace and accessibility problems limit the research. Compromises must take place at every turn of the field. Whenever we are going to collect data, we have to be very flexible and take advantage of opportunities in the field.
The research method needs to understand the I/O psychology in workplace behavior and the improved effectiveness of organizations.

Three methods that are very popular for I/O research.
· QUANTITATIVE
· QUALITATIVE
· MIX-METHODS approach

Key Area of Quantitative Research:
It focuses on numerical data, like numbers, scores, and measurements.
1. Experimental research: It involves manipulating variables for the determination of cause-and-effect relationships and testing the effectiveness of the leadership training program on employee performance.
Survey research:  Survey research: Survey-based study. This is one of the most comfortable and simplest methods to use. The Survey method is a series of questions selected to explicitly measure variable(s). These questions are randomly assigned to a subset of respondents at one point in time. At the end of a series of questions, various ratings are made by the respondents in the questionnaire so it could be in a variety of formats. The method of survey research using individual questionnaires to obtain data is the most popular. We conduct personal interviews and focus group discussions that are included to gather data at a particular time or over a period of time.
2. Correlational Research:  This research examines the relationship between two or more variables without manipulating them. It is used to measure a person’s strength and direction like Job stress vs turnover. For example, we correlated job satisfaction coded with X and job performance indicated with Y, a “smiley-face” indicator used to measure their feelings at the workplace. In Figure 1.1, not happy scoring 1, and very happy is 5. (1)

A Review of the correlations
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	Not happy					Very happy
X:		1	 2	     3	             4	   5

Figure 1.1 job satisfaction scale from 1 to 5
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	Not happy					Very happy
Y:		-2	-1		0	+1		+2

Figure 2.2 Job performance score scale from -2 to +2
Some people do not care about your values, it doesn’t matter that while both of these researchers are using the same scale, they may score it differently (in 2.2b in our first scale comparison). We will call this new scale V. The outcome is that both ranks result in the same vex at the end of the day (to the r statistics of satisfaction and performance), although the counts V are different. So, there will not be any arbitrariness in allocating numbers if they are neither in correlation nor in proportion during any of the comparisons made as part of the correlation results

3. Causal-Comparative Research: It is also known as Quasi-experimental research which is used in the workplace where true experiences are implicated. 

Key Area of Qualitative Research:

Qualitative Research focuses on the experience. 
For Example –
1. Case Study: Analyzing data for any single organization, team, or individual and implementing performance appraisal included in this area.
2. Personal Interviews: Structured and Unstructured or semi-structured conversations with an individual who is working there, over the phone or face-to-face, about workplace behavior will be a good choice for research data.
How people feel about their jobs, such as
“Do you like your job?”
Questions like this have face validity, as they are known. It is also a question that is sometimes asked by experts to assess the face validity of a measure. I/O psychologists could be used as expert(s) on the measures of each of the metrics and organizational variables. However, face validity doesn’t constitute solid proof.

Have you stolen from your employer?

The question seems to be a face-valid measure of honesty, at least if no one is lying in their answers, but if someone is lying in their answers, the question will not accurately measure honesty. Also, sometimes we use to answer our question, with a face validity approach, but too much to demonstrate construct validity.
Are you permanent?

3. Focus group: Discussions with a small group of people who are working there in a new environment and new workplace, and exploring their reactions.
4. Observations: The researcher observed and documented behaviors and interactions, or observed from a distance.

Key Area of Mixed Method Research:

In this approach, Qualitative and Quantitative techniques work together. For example, Surveys and interviews were conducted together to gather information or data.
 Going through the Research process for the Industrial and Organizational Psychology of employees, we collected data from “Solaric- Global”. Which is a Solar Energy company in Bangladesh. We followed a mixed-method approach for our research, and we are satisfied with it. We also collected data from KSRM using the same process.

Assessment of Jobs, Performance, and People
As Bangladesh has faced an energy crisis for a long time, Mr.Didar Islam, founder of Solaric, tried to solve this and, learn how to utilize the unutilized rooftops of the industries. In 2020, SOLARIC Group developed the largest industrial rooftop solar system in the Korean EPZ of Chattogram, which was the fastest solar system for any company in Bangladesh. The company has already established 120 MWp of rooftop solar projects in the country and has created employment opportunities for more than 100 engineers and other professionals. solaric is making a significant impact in the energy sector. The contribution to rural area electrification with over 5 lacks solar homes is impressive.  In 2025, they started to work with BSRM also and we are collecting data for our research from them visiting their Korean EPZ and BSRM as well. We also visited KSRM to source data for research purposes. 
Every company has a different management strategy but the HR structure of the company is almost the same. 
Job Assessment:
Every company focuses on evaluating job roles and responsibilities to ensure their business goal. Some key steps followed for assessment:
· Job Analysis: In this process, some information has to be collected, including job duties, skills required and responsibilities, working conditions, interview methods also included in their advertisement, and expectations from employees mentioned.
· Job evaluation: Determined the value or importance of their roles within the organization, and pay grade and benefits were also included in their advertisement.
·  Competency mapping: At the time of assessment, every company identifies the qualifications and skills of each person.
Performance assessment:
This focuses on how employees properly fulfill their job expectations. Organizations typically use:
· Performance appraisals: The Company reviews regularly, like quarterly, half-yearly, or annually.
· Goal setting: Set goals for everyone according to their competency and ability.
· Productivity and Efficiency check: Evaluating tasks, quality of work, and taking necessary steps.
· Feedback: Feedback is given to employees through different sources, like Project managers, subordinates, customers, or colleagues.
Assessment of People
· Competency assessment: Employees have to identify their strengths and areas of improvement if needed.
· Training and development area identifies: Determine the gap in skills and arrange the required training for them. 



Selecting and Training Employees:
Selecting and training employees is an integral part of human resource management. The company has to choose and train an active person to develop productivity. This is needed for both the company and the employees themselves. Today, well-educated and trained employees play a significant role in the company. The company creates an image of its requirements for candidates, and then they have to go through the selection. They need to attract potential candidates with their job postings, where they must mention the employee benefits and all the facilities the company provides during the service period. Review the resumes and applications properly and remark on the cover letter carefully. Sometimes an aptitude test, a technical skill, and attitude are also narrowly noticed. Then the company goes for a necessary training program for selected candidates. The significance of training is constantly increasing for organizations, survival and growth, and attaining a competitive edge over rivals. HR managers are where business strategy develops, the training and decides the training needed for their employees
Design and submission of a proposal for a conceptual model of training in the corporate world:

	1. Training Need Assessment(TNA)


2.Setting goals & Objectives
9.Rewarding trainers and trainees

	

3.Designing training program
8.Evaluate
A Conceptual model of Training


4.Hire and Orient the training

7.Implement the program


5.Motivate the trainees
6. Provide disciplined and supportive environment



The Individual and the Organization:
The relationship between the individual and organization is mutually dependent, where both influence each other to help achieve organizational goals. If the organizational culture is positive, employees are motivated and engaged more efficiently with work and ensure high productivity, while a toxic work environment can create dissatisfaction. 

Theories of Employee Motivation:
Motivating employees is the main factor for organizational success, increased productivity, and job satisfaction. Several psychological and managerial theories have been practiced in organizations. Here are some theories that are applied to employee motivation:
1. Maslow’s Hierarchy of Needs (1943)
2. Herzberg’s Two-Factor theory (1959)
3. McGregor’s X and Y Theory (1960)
4. Expectancy Theory (1964)
5. Equity Theory (1963)
Most of the companies in Bangladesh practice Maslow’s Hierarchy of Needs nowadays. Whenever an organization goes to develop a new project, they ensure all the factors mentioned by Maslow. like-
· Physiological Needs-Well-known organizations like- KSRM, Mark Engineering, Solaric ensure food, water, temporary residence in the workplace, and salary are also ensured according to government rules and regulations.
· Safety needs- Health benefits, Free medical checkups, and a safe work environment must be maintained by the company, and they follow the safety fast rule.
· Social needs- Workplace relationships, and teamwork have to be maintained in every aspect of the environment.
· Esteem needs- Recognition, promotions, rewards, and respect are maintained based on their performance.
· Self-Actualization- The organization notices employees’ Creativity and personal growth carefully.

Feelings about work: 
Job Attitudes and Emotions:
It is assumed that the private sector is more efficient than the public sector all over the world. The private sector has a major role in a mixed economy.It is believed that; the coworker never has anything positive to say at the weekly meeting or the break time. It creates a negative attitude in the work environment. The Supervisor has to ensure a friendly and supportive environment between coworkers and build emotional freedom and attachment with each other so that they will enjoy the work and not take work as pressure and productivity also increase.

Productive and Counterproductive Employee Behavior: 
These behaviors impact organizational performance and work culture.
Productive Employee Behavior: The concept of productive behavior means an action that is taken positively to increase organizational goals and efficiency.
Some key aspects of productive behavior:
· Performance: Finishing given task efficiently and effectively
· Organizational Citizenship Behavior: Thing out of the box and helping colleagues to achieve organizational goals.
· Engagement in work:  Motivate yourself and commit to job responsibility.
· Teamwork: Cooperate with coworkers and ensure goals.

Occupational Health Psychology:
It is an interdisciplinary field that focuses on psychological and social factors affecting workplace health, public health, and occupational safety.
	OHP


Key area focuses OHP in Bangladesh that-

	Workload Stress

	Workplace Mental health

	Work-life Balance

	Workplace Harassment




Findings and Discussions
In this study, we use descriptive statistics of Participants and percentages of responses in the workplace. Some questionnaires provided some data on how management practices and how those practices affect their organizations.

Table 1: Respondents of Data

	Data
	Frequency
	percentage

	Respondents-60
	
	

	Organization
Education
Health care

	
40

20
	
66.7

33.3

	Age Range
20-30
31-40
41-50
above 50
	
20

25

15


0
	
33.3
41.7
25
0

	Employment Status
Regular
contract
	
50

10
	
83.3
16.7

	Qualification Status
Postgraduate Degree
Bachelor’s Degree
Diploma
Secondary Certificate
	
30

20

5


5
	
50

33.3

8.3


8.3

	Organizational work experience (year)
1-5
6-10
11-15
16-20
21-25
Above 25

	
10
15
20
5
5
5
	
16.7
25
33.3
8.3
8.3
8.3



Table 1, shows that 60 employees from organizations that offer educational and healthcare services participated. The majority, 25(41.7 %), of the participants belong to the age group of 31 to 40. 20(33.3%) of participants reported their age between 20 and 30. A small proportion,15(25%), mentions that they are between 41-50 years old. This is confirmed in the study as 50(83.3%) have regular employment status, and the rest of 10(16.7%) are working on a contractual employment basis on a project. After finishing one project, the organization shifts the whole team member according to their previous performance. By the time the organization regular contractual employees in the future based on their performance. The maximum number of participants, 30(50%) passed post-graduation, and 20(33.3%) respondents obtained bachelor’s degrees from the university. 5(8.3%) have completed diploma degrees, the same number of participants have done their secondary certification, and they are working as a helping hand for the others. The study result demonstrated that 10(16.7%) are working within the sector for 1 to 5 years, 15(25%) are working for 6 to 10 years, the majority 20(33.3%) working for 11 to 15 years, and the top management like Managing director work experience for 16 to 20 years, financial advisor experiences for 21 to 25 years, Assistant general manager is working above 25 years that is 5(8.3%) participants in that study.
Communication Feedback:
Number-60
	Point
	Always
	Sometimes
	Hardly

	The Project Manager described goals, vision, and objectives clearly and timely
	20(33.33%)
	35(58.33%)
	5(8.33%)

	The project Manager communicates about work progress timely
	40(66.7%)
	13(21.7%)
	7(11.7%)

	Work responsibility and outcome clearly communicated by the project manager
	35(58.33%)
	20(33.33%)
	5(8.33%)

	feedback is given for every work when completed
	20(33.33%)
	38(63.33%)
	2(3.33%)




Focus Group Discussion: 
We make 5 groups of 4 members and discuss their expectations and work culture. A 29-year-old employee who has been working for more than 6 years for the company, who lives in the workplace during the project, explained that, most of the employees worked in a safe environment and like a permanent worker. But they are paid not monthly salary, they are paid by the attendance. If you are working as a senior experienced staff, you will get a festival bonus otherwise you will be paid like day labor. 
But it is not for every organization. Some companies that are developed in KEPZ and EPZ areas and follow BEPZA rules are going through this process.

Research gap:
Lack of Awareness:  I did not have enough understanding of practical problems about their organizational system, and the needs of practitioners, there is a misalignment between research & what the industry requires. I just collected that much of the data they provided to me and more confidential issues they never share with outsiders.
Implementation problem: The gap between what academic note we pursue and what truly industry needs often remains unnoticed and leads to research findings that seem irrelevant sometimes.
Conclusion:
The research reviews the reasons why human factors make employees more productive and happier at work in organizations. These are things like the work environment, leadership styles, training programs and other things that influence employee motivation and performance, the results show. Although insightful in many ways, the research involving one specific industry does not mean that this data should be extrapolated to other industries. A few examples of themes for future research include the impact of particular leadership styles on personality factors and job satisfaction, or the impact of different workplace designs over the long term on employee well-being. This need to understand and influence human behavior is critical to building better organizations. Organizations build a high-performance work culture with the help of workplace design and the commitment to meeting the needs of workers by optimizing workplace environments.
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