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28%April, 2010

M Sayeed Alam

Assistant Professor

Department of Business Administration
East West University

Dhaka, Bangladesh

Subject: Submission of Internship Report.

Dear Sir

I am truly delighted to complete my internship report on the “Retention Management of
Dhaka Bank Limited- an overview of human resource breakup from the perspective of
Local Office and Foreign Exchange of Dhaka Bank Limited” successfully. I have
gathered what ] believe to be the most complete information available. This report gave
me the opportunity to gather a brief knowledge about the tasks of human resource
department of Dhaka Bank Limited as future HR manager.

[ tied my best to complete the report in this very short span of time and with the quality
of your expectation. I wish the report would be meeting your expectations and standards.
I have earned practical knowledge about the activities of Human Resource Division and
the orgamzational strategy of Dhaka Bank Limited.

1 must mention here that [ am extremely grateful to you for your valuable supervision,
tireless effort, and continuous attention for accomplishing this report.

I sincerely hope that you will be satisfied while studying this report on “Retention
Management of Dhaka Bank Limited- an overview of human resource breakup from the
perspective of Local Office and Foreign Exchange Branch of Dhaka Bank Limited” and
if you have any query, I will be pleased to answer that.

With best regards

Sincerely yours
Adeeba Binte Azad (\“Mﬂw an v Juuu)
D#2005-03-10-034
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Execuﬂve Summary

Bangladesh economy has been experiencing a rapid growth since the ‘90s and a group of highly
acclatmed businessmen of the country grouped together to respond to thts need and established
Dhaka Bank Limited in the year 1995. In this Internship Report of Dhaka Bank, [ tried to focus
mainly on the management hierarchy, recruitment and turnover scenario and vacancy fulfillment
procedure at different level of the organization. The major part of preparing the report is to
portray some knowledge on some leading organizations and to gain practical knowledge of
working. The topic of study 1s “Retention Management of Dhaka Bank Limited- An overview of
Human Resource hreakup from the perspective of Local Office and Foreign Exchange Branch of
Dhaka Bank Limited”. For this purpose 1 have collected data through interviewing employees
and different brochure of the bank. Finally I tried to analyze the turmover index to compare

turnover and recruitment status of different years and interpret the findings.

Retention management is the process of analyzing the organization’s tumover and to increase the
return on an organization’s employment investment by developing strategies, processes and
plans. The turnover that has taken place in this organization is Voluntary Tumover. The most
available causes of voluntary tumover are due to higher position and remuneration, leaving
country, availing better growth opportunity. Based on the tumover daa, | have calculated the

rate of tumover for the year 2006, 2007, 2008 and 2009. The tumover trend shows that the rate is

gradually increasing in the organization.
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Origin of the Report

A student undertaking Bachelor Degree in Business Admirnistration need to go for internship nn an
organization to gather practical knowledge and expenence. As a student of B.B.A. after completing my
121 credits 1 joined Dhaka Bank Limited for my internship. As a requirement of the B.B.A. degree, it is
required to subinit an internship report after finishing three months’ internship. The topic “Reteation
Management of Dhaka Bank Limited- An overview of Human Resource breakup from the perspective of
Local Office and Foreign Exchange Branch™ was assigned (o me by the supervisor. While 1 was doing my
mtemnship [ could enrich my knowledge about the policies of a bank as well as other human resource

activities.

Obiective of the study:

I'tus report has been prepared as the partial requirement of wnternsiip management course and the

objective of this report can be divided into two parts: Main objectives and Specific objectives.

Main Objective:

» To have an overview of the activities of Human Resource Division of Dhaka Bank

Limited.

» To give an idea of my activities to Dhaka Bank Limited.

Specific Objectives:

X~

> To find ouf the Twnover rate.
» To descnbe the Organogram.

» To describe the breakup of fmuman resources of Dhaka Bank Limited

Scope of the Report
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This report is about the leave policy and internship management of Dhaka Bank Limited. The report helps
me to descoibe what 1 have leamnt during my internship at Dhaka Bank Limnited. 1t also gives an idea about

the overall activities of the Human Resource Davision of Dhaka Bank Limited.

Methodologx of the Report

This report has been prepared on the basis of information given by Human Resource Division of Dhaka
Bank Limited. I also took help from different books, staternents, annual reports and manual to prepare the
repott. In order to make the study efficient and effective, [ took recourse both to the primary data and
secondary data.

Primary data:

1) Face to face conversations with the high officials.

2) Expert opinion from the officers directly doing the job.

2

3j Observations of the department.

Secondary data:

1) Different textbooks and journals.
2) Annual report of the organization.
3) Relevant papers and publications.

4) Web base support from the internet.

L imitations

1 Time frame of this report was very Jimited.

2. This report excludes detail information about the company’s background.
3.Lack of informahon to reach any nice ending.

4 Large-scale research was not possible due to constraints and restrictions imposed by the

organization.
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About Dhaka Bank Limited

Rangladesh economy has been experiencing a rapid growth since the '90s. Industrial and agricultural
Zevelopment, intermanonal trade, inflow of expatriate Bangladeshi workers' remittance, local and foreign
mvestents in construction, comumunication, power, food processing and service enterprises nshered in an
=2 of economic activities. Urbanization and lifestyle changes concuirent with the econotic development
zreated a demand for banking products and services to support the new initiatives as well as to channelize
somswmer uvestments in a profitable manner. A group of highly acclained businessmen of the country

zreuped together to respond to this need and established Dhaka Bank Limited in the year 1995.

The Bank was incorporated as a public limited company under the Companies Act. 1994. The Bank
stzrted its commercial operation on July 05, 1995 with an authotized capital of Tk. 1,00 crore and paid
up capital of Tk 10 crore. The paid up capital of the Bank stood at Tk 1,934,252,875 as on June 30,
2009. The total equity (capital and reserves) of the Bauk as on June 30, 2009 stood at Tk 3,424,609,016.

The Bank has 50 branches. 2 SME Service Centers, 1 Buswness Center, 2 Offshore Banking Units across
the country and a wide network of correspondents all over the world. The Bank has plans to open more
sranches in the curvent fiscal year to expand the network. The Bank ofters the full range of banking and
wmvestment services for personal and corporate customers, backed by the latest technology and a team of

sighly motivated officers and stafT.

ia an effort to provide Excellence in Banking services, the Bank has launched Online Banking service,
prned a countrywide shared ATM network and has introduced a co-branded credit card. A process is
also underway to provide e-business facility to the bank's clientele through Online and Home banking
sojutions. Dhaka Bank Ltd. is the preferred choice in banking for friendly and personalized services,
cutnng edge technology, tailored solutions for business needs, global veach in trade and comnmerce and

aigh yield on investnents.

Hemng fully equipped with industry standard IT infrastructure, Online Banking, E-Commerce,
Internet Banking (iBank) and SMS Banking - Dhaka Bank is one of the most fastest growing private
banks in Bangladesh.
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Mission of Dhaka Bank Limited

“To be the premier financial institution in the country providing high quality products and
wervices backed by latest technology and a team of highly motivated personnel to deliver

Excellence in Banking”.

Vision of Dhaka Bank Limited

“At Dhaka Bank, we draw our inspiration {rom the distant stars. Our team is committed to assure
s standard that makes every banking transaction a pleasurable experntence. Our endeavour is to
offer vou razor sharp sparkle through accuracy, reliability, timely delivery, cutting edge
zzchnology, and tailored solution for business needs, global reach in trade and commerce and

=izh yield on your investments”.

Goal of Dhaka Bank Limited

“Cwir people, products and processes are aligned to meet the demand of our disceming
customers. Our goal is to achieve a distinction like the luminaries in the sky. Our prime objective

is to deliver a quality that deronstrates a true reflection of our vision — Excellence in Banking”.




Company Lay Out

T#zaka Bank Jimited has divided its main functions into different division. These divisions make the
sorporate profit and increase the productivity of the bank according to the changing environment. The
Zivisions of Dhaka Bank Limited are-

1. Credit & Re-Engineering Division 7. Global Transaction Services

2. Operations Division 8. SME Unit

3. Retal Banking Division 9. Capital Market Service

4. Human Resources Division 10. Information Technology Division

5. Finance & Accounts Division 11. Treasury Division

6. Audit & Compliance Division 12. General Service Division
RS o =




Organoggm of Dhaka Bank Limited

“he Organogram or Organization structure of Dhaka Bauk Limited indicates channels of
ssmmunication and reporting relationship between the employees. [n Dhaka Bank Limited, each
szzc o division/ department/ in charge has to ensure that employees are following the reporting

ssiztonship and flow of all communication between them.

< emplovees of the Dhaka Bank Limited have been grouped into three categories and placed

' @=des, based on the value of the jobs, accountability and the nature of their responsibilities.

i. Executive Grade: All the Executives including the Functional Heads being responsible

S effectively running the banking functions in the Dhaka Bank Limited. They have a high
Zewrse of independence and make their own banking decisions under defined responsibilities as
siecndzizd in their individual job description. If the employee is to take any decision beyond their

deimed areas its needs to be referred higher authonty. Executive grades are described in the next

Management Hierarchy of Dhaka Bank Limited in Executive Grade

_=zkz Bank Ltd is a private hmited company. From the top to the bottom the body of Dhaka
Zznk Lad can be divided into three levels:

o Top Level Management
+ Mid Level Management

» (Operational Level Management
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Hierarchy

| Managing Director |
Deputy Managing

Top Level Management

[ Execuivevice ||
=mer mid Level : = :
e Senior Vice President l

[ . .
L Vice President | Mid Leve
Management

— || Senior Assistant Vice President |
Lomes md level | First Assistant Vice President

Assistant V President i ]

Source: HRD. Head Office

Figure 1: Hierarchy of Dhoka Bank LTD (Execulive Level Management)
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2. Officer Grade: Officers are the employees who deal with routine nature of work. An
==nlovee can only take decisions upon obtaining special authority from their superiors. The
sificers also perform their responsibilities as elucidated in their individual job description. Their
Zesagnations are as follows:

Senior Principal Officer

‘ Principal Officer {
Senior Officer

Officer

‘ Probationary Officer l

Operational
Level

Entry Position

¥ o Trainee Assisiant Officer/
Znoy posinon  <—

Trainee Assistant Cash Officer

Source: HRD. Head Office
Figure 2: Hierarchy of Dhaka Bank LTD {Operational Level
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3. Support Stuff: In Dhaka Bank Limited support stuff are the stuff who deal with routine
=zture of work. The employees under support stuff cannot make decision. A person under
swoont stuff will be advised individually about their responsibilities as elucidated in their

=:2idual job description. Support stuff are engaged on casual or contract basis. They are
zaled Causal Staff.

Assistant
Computer operator
Swift Operater

I S

Trainee Assistant

Computer Operator

Swifl operator

Godown Keeper

Care taker

Source: HRD. Head Office
Figure 3: Hierarchy of Dhaka Bank LTD




Q- rganizational Pyramid:

Tep an-;;"’\

. 6 Years e
. and above
{3 levels, 2 years in each

 Mid Level= 12-15
4 vears
4 (6 levels, 2 years in each)

Figure 4: Organizational Pyramid of Dhaka Bank LTD

1. Top level Management: Top-level management consists of Managing Director who is
s e Chietf Executive Officer of the bank, Deputy Managing Director and Senior Executive
% we President. Duration of the Top Executives is 6(six) years and above depends on their age
= Soard of the bank.

2~ Mid level Management: Mid-level management is divided into two parts. One is Upper
ms? level and another (s lower mid level. Assistant Vice president to Executive Vice
amesadent 21l belongs to Mid Level Management. If an employee gets promotion, in appropriate
=z, he'she will be able to finish the mid level management within a period of 12 to 1S years’

3 Operational Level Management: All trainee Assistant officer to Senior Principal

rTicer zie called Operational-Level Management. For every designation, the employee will

swss 2 (two) years to become eligible for the next promotion. So after 16-18 years operational




s =0 f=rminate. [n operational level, an employee can come in by two designations, one is

Fooameapary officer another one is Trainee assistant officer which is called entry-level

swsitwe. For this, both will get 1-year Probationary period and 1-year for confirmation.

% aca Fuifillment Procedure: Whenever there (s a need to fill in a vacancy, all-new vacancy
v e S0zd either by promotion or by direct/ lateral recruitment. Repositioning staff levels
womm T organization also happened based on the need of vacancy. In the event of a new
vmesme 2 search will be mounted first for the qualified candidates within the organjzation. If

zua = =2 candidates are not available internally then the organization will go for external source.

v hires of Probationary officer category shall have a probationary period of one year.
= suocessiul completion of one year probation period they will be confirmed as officer.

sczm o the probationary officer, all other new hires from Trainee Assistant Officer or
T oer Assistant Cash Officers shalt have a probationary period of one year. The management
= Te szuthonty to reduce or extension the time of probationary period. Normally
Faacsanary periods will be as follow:

 Lrpie Probationary Period Probation Extension
P! Officer 12 Months 3-12 Months
T e Assistant Officer 12 Moanths 3-6 Mouths
mmee Support Stafl 03 Months 03 Months
| C¥Suer 3ad a.bove To be decided by The MD N/A

Table 1: Probafionary Period of Dhaka Bank LTD
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DeSaition of retention Management: Retention management must be based on a

s s of the organization’s tumover. The analysis discussed are measuring tumover,

Z=e—— =ng employees’ reasons for leaving and benefits of tumover.

W o eoe trends tel) that new employees may not remain with the same agency for their entire
Smme— 7o increase the retum on an organization’s employment investment, organization need
W == oo sTategies, processes and plans that provide for the continued growth and development
o =moiowses. This increases the current value of an organization's employees and can have a

sesime =mpact on their decision to stay or leave.

Same opes of assistance that will belp to keep best people include:

e [T=ugning job announcements that attract the best candidates;

= Te=cloping effective employee orientation programs;
e o=z aculture of high performance;

s sming career development plans;

e wvcloping effective mentoring programs;

e =o=menting coaching prograsms;

s =uung easy to use performance management systems;
« uivng management and supervisory best practices for retaining great employees;

e 2nz .7img factors that impact turnover.

T onoser and its causes: Retention strategies and tactics must focus not only on how many

ek aoc retained but exactly who 1s retained. Both waithin & between jobs and organization

e amployees are “worth” more than others in terms of their contributions to job and

A ]

feznediy,

smmemnesel efectiveness. Another important matter for the organization retention agenda is
S meme el efforts to retain what we call “high-value” employees, both those who might
fae wsiamaesy end those who might be at nsk for involuntarily termination via discharge or

BT T




wtarily leave the organization, they do so for a variety of reasons, only some of

zlly avoidable by the organization.
- There are two types of employee turnover. Turnover can be-

» Voluntary, being initiated by the employee;
> Involuntary, betng initiated by the organization.

Avoidable .
Unavoidabile

(Could not

Figure 5: Tum over and its causes
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_smmes of Turnover: Turmover (TO), in a human resources context refers to the characteristic

W & &= company or industry, relative to rate at which an employer gains and losses staff.

¥ = ==oiower s said to have a high turnover, it most often means that employees of that
Swmmum eve 2 shorter tenure than those of other companies in that same industry. Similarly, if
= o= cnure of employees in a particular sector js lower than that in other sectors, that

wemwr cam e czid o have a relatively high turnover.

= e competitive labor market, many companies are faced with the challenging and

=mw==snr 25X of ongmating and hiring talented new emplovees to replace ones who have

sy (281 their company.

Tusmesses across the country, voluntary tumover is on the rise. Much of this turnover reflects

.n

S snfuence of three important trends: industry consolidation; increased labor market

mmmes=osncy via the mtemet; and a growing free agent mentality among many employees.

Tapes of turnover in Dhaka Bank Limited: The entire turnover that has taken place in this

s omion iz Voluntary Turnover. There is no record of dismissal due to disciplinary action
@ e temover due to the downsizing. The most important issue is that Dhaka Bank Limited
meer Tes o avoid the turnover. Because the management believes that if anyone wants to leave
== ow’d mve himvher the opportunity to move to their desired place. The most available
Smeses of voluntary turnover are due to higher position and remuneration, leaving country,

Sem=e sesier growth opportunity.
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bak Up of Human Resources of Dhaka

Limited (Foreign Exchange Branch)
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The deeakup of the Human Resource of Foreign Exchange Branch from 2006
to 2009 is given below:

e Sammary of Foreign Exchange Branch in 2006 and 2007(Ounly Executive
mne

= 2N D=0 recruit 1 employee as EVP, | employee as VP it indicate they were recruited for
Cmme MLZ-lzvel Posttion and as 2 employees as SAVP and as 1 employee as FAVP for lower
= == Fosimon If we consider Top level position then No employee recruited for this position

= “sr== Sxchange Branch. We can sum up the situation as:

Earollment in Mid level: 05 Gender: Male: 05 Female: O

& 2T D21 recruit 1 employee as SVP, | employee as VP it indicate they were recruited for
“mme= WL-‘evel Position and as | employee as SAVP, 1 employee as FAVP and | employee as
FaWF S lower nud level Position. If we consider Top level position then No employee

w—unel for this position. We can sum up the situation as:

Earallment in Mid level: 05 Gender: Male: 05 Female: O

E - L]
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s Bseacaw 2 Executive Grades from 2006 to 2007 in Foreign Exchange:

Smmmses © swesimon i Foreign Exchange Branch was changed in 2007 from 2006 which is

s = De mhis telows

! ! Y 2007 Change in Executive Grade
) SEVP -0 No change
e M gie 01 EVP 0 Turnover or Transfer
Female: 0
___
- SVP- 04 Male: 01 Eorollment
Female: 0
T Vitke:01 VP 01 Male: 01 No change
Female: 0 Female: 0
| SR T Male:02 SAVP 01 Male: 01 Turoover or Transfer
Fomale: 0 Female: 0
TENIS r MakeOl FAVP 01 Male: 01 No change
Female: 0 Female: 0
] AVP -01 Male:0} Enrollment
Female: 0
T Toal - 65 etk

ce I CGender wise position of Executives in Foreign Exchange Branch (2006 -2007)

§ we aosenve the number of employee change in Dhaka Bank Limited’s Foreign Exchange

Ssmmes Ten the tumover/ Transfer proportion is found same as enrollmeat in respect of 2006 to

b o
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mMmparison: Executives in 2006-2007
in Foreign Exchange Branch

-
- ——— e
-
=
: - T ———
B Total executives L PO R Fomale
- = 5 o
————— = = (=]

sarson of male and female Executives in Foreign Exchange Branch

ne of Foreign Exchange Branch in 2006 and 2007:

Pesition of Employces in Foreign Exchange Branch (2006)

smen Mid level Management Operatiooal Level Management

Upper Mid Level Lower Maid Level

Feamale 0 Male:02 | Female0 | Male:03 | Female:0 Male: 20 Female: 12

Total=05 Total= 32

Position of Employees in Foreign Exchange Branch (2007)

31 Mid level Management Operational Level Managemeat

Upper Mid Level Lower Mid Level

Female: 0 Male:02 | Female:0 | Male:03 | Female:0 Male: 18 Male: 0

Total=05 Total= 30

“ex=e 3: Entire scenario of Employees in Foreign Exchange Branch (2006-2007)

entioned table shows that in 2006 the total emplovee in top level, mid level and
fevel was 0(Zero), 05(Five), 32(Thirty Two) respectively. In 2007 the total
= = top level, mud level and operational level was 0(Zero), 05(Five) and 30(Thirty)




Scenario of Foreign Exchange Branch in 2006 and 2007

Enroliment Scenario of Foreign Exchange in 2006

i Top Enrollment in Operational
Enrollment in Mid Level
Level
Upper Mid Level Lower Mid Level
Female 0 Male:0) | Femnale'0 | Male:01 | Female:0 Male:06 Female: 05
=] Toftal=02 Totat=11

Enrollment Scenario of Foreign Exchange in 2007

i in To Earellment i» Operational
v Envollment in Mid level
o] level

Upper Mid Leve Lower Mid Level

Female, 0 | Male:01 | Female:0 | Male:0l | Female:0 | Male: 07 Female: 06

B = ) Total=02 Total=13

4: Recruitment Scenario of Foreign Exchange Branch in 2006 - 2007

sentioned table shows that in 2006 the total enrollment in top level, mid level and
lewel was 0(Zero), 2(Two) and ) 1(Eleven) respectively. In 2007 the total enrollment
=1_mid level and in Operational level was 0(Zero), 02(Two) 13(Thirteen) respectively.




£ "'ij” = Transfer on Executive Grade (Top level Employees and Mid Jevel

or o ransfer data of Dhaka Bank Limited of 2006, 2007 [ have measured the
wecumve Grade. The method that is used to calculate the turnover rate is-

No of Employees Leaving from
Executive Grade

s Rate = * 100

Total No of employees in Executive
Grade

sizs e ternover rate on yearly basis on all the employees who are executives on

No of Executives Turnover/ Turnover/ Transfer
Transfer Rate
05 0 0%
0s 04 80%

=e 5= Tumover rate of Executives in Foreign Exchange Branch (2006-2007)

Turn Over/ Transfer

B0
709,
PO
SO%E
XS
3026
20%6

10% B = R

s

AN

2006 2007
Ower/ Transfer O2a BOY%

Graph 2: Tumover rate/Transfer rate in 2006-2007

shows that the tumover rate in 2006 was 0%; in 2007 it was 80%, sSo an
in the turmover rate of executives is noticeable in the organization. So

men meeds to find out the causes of the turnover to avoid further job switching of the

-




e samr=ary of Foreign Exchange Branch in 2008 and 2009(Only Executive
e

® R - =—rlovee was enrolled as SEVP, EVP, and SVP. But in 2009, one EVP and one
% ¥ e the branch but other remained same. If we see in the position of FAVP the number
W =mmaes= o=s been decrease, (t denotes that the employee left the job or transferred to another
e = 2005

St o0 Mid level in 2008: 04 Gender: Male: 04 Female: 0.
Sarmlmeat in Mid level in 2009: 03 Gender: Male: 02 Female: 1

e Busssen in Executive Grades from 2008 to 2009 in Foreign Exchange Branch:

‘Smmwees= = position in Foreign Exchange Branch was changed in 2009 from 2008 which is
e = e table below:

2009 Change in Executive Grade
SEVP 0 No change
EVP 01 “Male: 01 " Enrollment )
Female: 0
F SVP-0 No change
] Male:01 VP -0 Turnover or Transfer
Femate: 0
SAVP 01 Male: 0 Enrollment
Female: 01
FAVP -01 Male: 01 Turnover or Transfer
Female: 0
AVP -0 Turnover or Transfer

Tatal : 03 I




ihe number of employee change in Dhaka Bank Limited’s Foreign Exchange
em =c tumover/transfer percentage 1s found higher than the enrollment in respect of
i No change in SEVP and SVP is observed but in 2009 the change made in EVP and
ated a positive indication for the organization and in case of FAVP the changes

=egative indication.

m 2008
m 2009

Totat Mole
executives ale Female

Comparison of male and femole Executivesin Forelgn Exchange
Branch{(2008-2009)

sarison of male and female Executives in Foreign Exchange Branch (2008-2009)




wf Foreigo Exchange Branch in 2008-2009:

Pasition of Employees in Foreign Exchange Branch (2008)

Mid level Management Operational Level Management
Upper Mid Level Lower Maid Level
Male:0l1 | Female:0 | Male:03 | Female:0 Male: 16 Female: 12
Total=04 Total= 28

Position of Employees in Foreign Exchange Branch (2009)

Mid level Management Operational Level Management

Upper Mid Level Lower Maid Level

Male:01 | Female:0 | Male:01 | Female: 1 Male: 18 Female: 11

Total=03 Total=29

Table 07: Entire scenario of Foreign Exchange Branch in 2008-2009

=-mentioned table shows that in 2008 the total earollment in top level, mid level and

al level was 0(Zero), 03(Three) and 28 (Twenty Eight) correspondingly.

20409 the total enrollment in top level, mid level and operational level was 0(Zero),

1 and 29 (Twenty Nine) correspondingly.




ment Scenario of Foreigu Exchange in 2008 and 2009

Enrollment Scenario of Foreign Exchange in 2008

Torollment in Top Enrollment in Operational
Enrollment in Mid Level
level Level

Upper Mid Level Lower Mid Level

0 Female:0 Male:0t | Female'0 | Male:03 | Female:0 Male:06 Female: 04

Total=0 Total= Total=10

Enrollment Scenario of Foreign Exchange in 2009

~ Earollment in Top Enrollment in Operatiogal
Enrollment in Mid Level
level Level

Upper Mid Level Lower Mid Level

=0 Female:0 Male:0! | Female:0 | Male:0 | Female:0l Maie:03 Female:02

— Tota=0 Totai=02 Total=05

Table 8: Recruitment Scenario of Foreign Exchange Branch in 2008 - 2009

- g

=-mzationed table shows that in 2008 the total enrollment in top level, mid level and
lavel was 0(Zero), 04(Four), 10(Ten) respectively. In 2009 the total eoroilment in top
= =2 level and Operational level was 0(Zero), 02(Two) and 05(Five) correspondingly.




_ Turnover/Transfer on Executive Grade (Top level Employees and mid level

- tarnover data of Dhaka Bank Limited ot 2008, 2009 [ have measured the turmover
=zmive Grade. The method that is used to calculate the tumover rate is-

No of Employees Leaving from
Executive Grade

~ Tumover Rate = *100

Total No of employees in Executive
Grade

-ulated the turnover rate on yearly basis on all the employees who are executives on

No of Executives Turnover/ Turnover/ Transfer
Transfer Rate
2008 4 1 J 25%
2009 3 1 5 33%

e 9= Turnover/Transter rate of Executives in Foreign Exchange Branch {2008-2009)

Turn Over/Transfer
35%
=3
= 30%
=] 2596
g 209%6
= 159%
N ]
g 109%6
= 526
0%
2008 2009
l- Turn Over 252 232

Graph 4: Turnover rate in 2008-2009

ve graph shows that the turmover/transfer rate in 2008 was 25%; in 2009 it was 33%, the

er rate of executives is noticeable in the organization.




Break Up of Human Resources of
Dhaka Bank Limited (Local Office)




% the breakup of the Human Resource of Local Office from 2006 to 2009
below:

»¢ Summary of Local Office in 2006 and 2007 (Only Executive Grade):

= ovaluating the data for the year 2006, it was seen that Dhaka Bank Limited was more
peentrate into filling up upper mid level position as we can see as they recruited 3 VP, 2
. 4 employees for AVP and 2 employees for FAVP. If we consider Top level position than

e can see that 1 employee recruited for this position as SEVP in Local Office. We can sum up

otuati on as
Enrollment in Top level: 01 Geunder: Male: 01 Female: 0
Enrollment in Mid level: 11 Gender: Male: 09 Female: 02

p 2307 DBL recruit 1 employee as EVP, 2 employees as VP it indicate they were recruited for
_zeer Mid-level Position and as 2 employees as SAVP, 1 employee as FAVP and 1 employee
= AVP for lower mid level Position. If we consider Top level position then No empioyee

=cruited for this position. We can sum up the situation as:

Enrollment in Top level: 0 Gender: Male: 0 Female: 0
Enrollment in Mid level: 07 Geander: Male: 05 Female: 02
= _ om @ o = o BN ~— —~——




Job Rotation in Executive Grades from 2006 to 2007 in Local Office:

Employee’s position in Local Office was changed in 2007 from 2006 which is shown in the table

below:
2006 2007 Change in Executive Grade
SEVP -01 Male:01 SEVP -0 Turnover or Transfer
Female: 0
EVP-0 EVP -01 Male: 01 i Enroliment
Female: 0
SVP-0 H SVP-0 H No change
VP -03 Male:03 VP -02 Male: 02 Turnover or Transfer
Female: 0 Female: 0
Female: 0 Female: 0
FAVP -02 Male:01 FAVP -01 Made: 0 Tu ronover or Transfer
Female: 01 Female: 01
Female: 01 Female: 01
Total : 12 Total : 07

Table 10: Gender wise position of Executives in Foreign Exchange 8ranch (2006 -2007)

i we observe the number of employee change 1n Dhaka Bank Limsted's Local Office then the

turnover/ Transfer proportion is found higher than the enrollment in respect of 2006 to 2007.

Comparizsonof male and famalae Executives In local Office (2006-2007)

2006 2007

Female

Graph 5: Comparison of male ond female Executives in local Office (2006-2007)
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Entire Scenario of Local Office in 2006 and 2007:

Position of Employees in Local Office(2006)

Top leve) Management Mid level Management Operational Level Management

Upper Mid Level Lower Maid Level

Male: 01 Female: 0 Male03 | Female:d0 | Male:06 | Female:2 Male: 28 Female: 23

Total= 51

Total=01 Total=11
Position of Employees in Local Office(2007)

Top level Management Mid level Management Operational Level Management

Upper Mid Level Lower Mid Level

Male: 0 Female: 0 Male:03 | Female: 0 | Male:02 | Female:2 Male: 3 § Female: 20

Total= 51

Total=07

Total=0

Table 11: Entire scenario of Employees in Local Office (2006 -2007)

The Above-mentioned table shows that in 2006 the total employee in top level, mid level and

operational level was 1(One), 1 1(Eleven), 51(Fifty One) respectively. In 2007 the total employee
in top level, mid level and operational level was 0(Zero), 07(Seven) and SI1(Fifty One)

correspondingly.
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Enrollment Scenario of Local Office in 2006 and 2007

Enrollment Scenario of Local Office in 2006

Eprollmest in Top Evrollmeat in Operational
Enrollment in Mid Level
level Level
Upper Mid Level Lower Mid Level
Male: 0 Female:0 Male:01 | Female:0 | Male:01 | Female:1 Male:09 Female: 04
Total=0 Total=03 Total=13

Enrollment Scenar o of Local Office in 2007

Enroliment im T Errolment in Operational
i Enrollment in Mid level
level Jevel
Upper Mid Level Lower Mid Level
Male: 0 Female: 0 | Male:0} | Female:0 | Male:0 | Female:O | Male: 17 Female: 06
Total=0 Total=01 Total=23

Table 12: Recruitmeni Scenario of Local Office in 2006 - 2007

The Above-mentioned table shows that in 2006 the total enrollment in top level, mid level and
operational level was 0(Zero), 3(Three) and 13(Thirteen) respectively. In 2007 the total

snrollment in top level, mid level and in Operational level was 0(Zero), 0}(One) 23(Twenty

Three) respectively.
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alysis of Turnover/Transfer on Executive Grade (Top level Employees and Mid level

Enployees):

on the turnover or transter data of Dhaka Bank Limited of 2006, 2007 I have measured the

s—mover rate on Executive Grade. The method that is used to calculate the turnover rate is-

No of Employees Leaving from
Executive Grade

Tumover Rate = * 100

Total No of employees in Executive
Grade

© =ave calculated the turnover rate on yearly basis on all the employees who are executives on

cal Office.

Year No of Executives Turnover/ Tarnover/ Transfer
Transfer Rate

2006 12 05 33%

2007 07 03 43%

Table 13: Turnoverrate of Executives in Foreign Exchange Branch (2006-2007)

Turm Over/ Transfer rate in Local Office

a45%

LO
52O
(e}

@
= Q02
= 3%
=] 30%¢
= 25
= 20%
§ 15%5
=
=

™ Turn Ovar/ Transfer rate
in tocat Office

Graph é: Tumover rate/Transfer rate in 2006-2007

e above graph shows that the turnover rate in 2006 was 33%; in 2007 it was 43%, so an
ing increase in the turnover rate of executives is noticeable in the organization. So
agement needs to find out the causes of the turnover to avoid further job switching of the

=mployee.




Summary of Local Office in 2008 and 2009(Only Executive Grade):

. 28 no employee was enrolled as EVP, and FAVP. But in 2009, one EVP joined the branch.
& a2 see In the position of SEVP, SVP, SAVP, AVP the number of employee has been decrease,

t Zenotes that the employee left the job or transferred to another location in 2009.

Earollment in Mid level in 2008: 04 Geonder: Male: 04 Female: 0.

¥ arollment in Mid level in 2009: 03 Gender: Male: 02 Female: ]

Job Rotation in Executive Grades from 2008 to 2009 in Local Office:

=mployee’s position in Local Office was changed in 2009 from 2008 which is shown in the table

ciow;

2008 2009 Change in Executive Grade
| [.St\r'l’ -01 Male:01 SEVP -0 Turnover or Transfer
Female: 0
EVP-0 EVP -01 Male: 01 Enrollment
Female: 0
SVP- 01 Male:01 SVP-0 Turnover or Transfer
Fewmale: 0
\P -02 Male:02 VP -02 Male:02 No Change
Female: 0 Female: 0
SAVP 02 Male:01 SAVP-01 Male: 01 Turnover or Transfer
Female: 01 Female: 0
FAVP -0 FAVP -0 No Change
- AVP-05 Male:04 AVP 04 Mabe:04 Turnover or Transfer
Female: 01 Female: 0
Total : 11 Total : 08

— . Lana Xl
B XX < = L E N C =

Table 14: Gender wise Position of Executives in Local Office (2008 -2009)
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a2 observe the number of employee change in Local Office then the turover/transfer
=centage is found higher than the enrollment in respect of 2008 to 2009. No change in VP and
WP is observed but in 2009 the change made in SEVP, SVP, SAVP and AVP demonstrated a

=ztive indication for the organization and in case of EVP the change has shown a positive

Comparison of male and female Executivesin Local

Office (2008-2009)

= 2008
= 2009

Total executives

Female

Graph 7: Comparison of male ond female Executives in Local Office (2008-2009)
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ire Scenario of Local Office in 2008:

Position of Employees in Local Office(2008)

level Management Mid level Management Operational Level Management

Upper Mid Level Lower Maid Level

uale: 01 Female: O Male:03 | Female:0 | Male:06 | Female:} Male: 27 Female: 20

Total=01 Total=10 Total= 47

Enrollment Scenario of Local Office in 2008

Enroliment in Top level Enrollmentin Top level Enrollment in Top level
Upper Mad Level Lower Mid Level
Female:0 Male:02 | Female:0 | Male:0) | Female:0 Male:08 Female:06
Total=0 Total=03 Total=14

Table 15: Entire scenario of Local Office in 2008

The above-roentioned table shows that tn 2008 the total enrollment in top level, mid Jevel and
aperational level was )(One), 10(Ten) and 47 (Forty Seven) correspondingly. The table also
shows that in 2008 the total enrollment in top level, mid level and operational level was 0(Zero),
23(Three), 14(Fourteen) respectively




nalysis of Turnover/Transfer on Lxecutive Grade (Top level Fmployees and mid level

npleyces):

1sed on the turnover data of Dhaka Bank Limited of 2008, 2009 I have measured the turmover

te on Executive Grade. The method that is used to calculate the turnover rate is-

No of Employees Leaving from
Executive Grade

Turnover Rate = * 100

Total No of employees in Executive
Grade

have calculated the turnover rate on yearly basis on all the employees who are executives on
ocal Office.

Year No of Executives Turnover/ Turnover/ Transfer
Transfer Rate

2008 11 | 5 45%

2009 8 ] 3 37%

Table 17: Tumover/Transfer rate of Executives in Locaol Office (2008-2009)
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Graph 8: Turnover rale in 2008-2009

"he above graph shows that the turnover/transfer rate in 2008 was 45%; in 2009 it was 37%, the

arnover/transfer rate of executives is noticeable in the organization,




