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Executive Summary 
Bangladesh economy has been experiencing a rapid grov.rth since the '90s and a group of highly 

acclaimed businessmen of the country grouped together to respond to this need and established 

Dhaka Bank Limited in the year 1995. In this Tnternship Report of Dhaka Bank, r 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 is "Retention Management of Dhaka Bank Lirnited- An overview of 

Human Resource breakup 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 ballie Finally r tried to analyze the turnover index to compare 

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

Retention management is the process of analyzing the organization's turnover and to increase the 

return on an organization's employment investment by developing strategies, processes and 

"'"lans. The turnover that has taken place in this organization is Voluntary Turnover. The most 

available causes of voluntaIy turnover are due to higher position and remuneration, leaving 

country, availing better growth opportunity. Based on the turnover data, 1 have calculated the 

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

gradually increasing in the organization. 
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o rigiD of the Report 

.-\ student undertaking Bachelor Degree in Business Administration need to go for internship in an 

'Dfganizarion to gather practical knowledge and experience. As a student of B.B.A after completing my 
121 credits I joined Dhaka Bank Limited for my intemship. As a requirement of the B.B.A degree, it is 

required to submit an internship report after finishing three months' internship. The topic "Retention 

\fanagement of Dhaka Bank Limited- An overview of Human Resource breakup from the perspective of 

Loca1 Office, and Foreign Exchange Branch" was assigned (0 me by the supervisor. While I was doing my 
internship I could enrich my knowledge about the policies of a bank as well as other human resource 

activities. 

ObjeCtive of tbe study: 

rhis repOit has been prepared as the partial requirement of internship management course and the 

objective oithis report can be divided into two prots: Main objectives and Specific objectives. 

Maio Objective: 

:r 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. 

Snecmc Objectives: 

,. To find out the Twnover rate . 

.,. To describe the Organogram. 

� To describe the breakup of human resources of Dhaka Bank Limited 

Scope oftbe Report 

� .. - � 
L. • � , -r E. � 
-.:><<=I!:.t-.L._ ....... c:::. .... Jr.. _� ,,........c. ...... c=:;s. 

3i 
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'This report is about the leave policy and internship management of Dhaka Bank Limited. The report helps 

me. to describe what I have learnt during my internship at Dhaka Bank Limited. It also gives an idea about 

;be overall actiyjties of the Human Resource Thvision of Dhaka Bank L:irnited. 

MethodolOgy 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, statements, annual reports and manual to prepare the 
report. In order to make the study efficient and effecttve, I took recourse both to the primary data and 
"Serondary data. 

Primary data: 

1) Face to face conversations with the high officials. 

2) Ex-pert opinion from the officers directly doing the job. 

3) 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. 

Limitations 

1 Time frame of this report was very limited. 

2. This report excludes detail information about the company's background. 

3.Lack ofinfonnatioll to reach any nice ending. 

4.Large-scale research was not possible due to constraints and restrictions impos� by the 

organization. 

L... , � • -.- II;C. � 
._:=-c:.c::: ............. ES:r-..Ic;:<IIIiIii ....... _JA...�...:: • ..-..C,511 
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About Dhaka Bank Limited 

J...mgladesh economy has been experiencing a rapid groVY1h since the '90s. Industrial and agricultural 

:e',--elopment, international trade, inflow of expatriate Bangladeshi workers' remittance, local and foreign 

,,'. estments in constJuction, communication., power, food processing and service ente:rplises ushered in an 

'.i\ of economic activities. Urbanization and lifestyle changes concurrent with the economic development 

'?J'eat!!d a demand for banking products and services to support the new initiatives as well as to channelize 

. ' �umer iuvestments in a pro-fitable matmer. A group of highly acclaimed businessmen of the counby 

_ o uped together to respond to fJlis need and established Dhaka Bank Limited in the year 1995. 

-. <! Bank was incorporated as a public limited company under the Companies Act. 1994. The Bank 

,:med its commercial operation on July 05, 1995 with an authorized capital of Tk. 1,00 crore and paid 

.:, capital of Tk. 10 crore. The paid up capital of the Bank stood at Tk 1,934,252,875 as on June 30, 

: _ �_ 9_ The total equity (capital and reserves) oflhe Bank as on June 30, 2009 stood at Tk 3,424,609,016. 

rne Bank has 50 branches. 2 SME Service Centers, 1 Busmess Center, 2 Offshore Banking Units across 

. ..  country and a wide network of correspondents all over the world. The Bank has plans to open more 

-tranches in the current fiscal year to expand the network The Bank offers the full range of banking and 

. vestment services for personal and corporate customers, backed by the latest technology and a team of 

- -.ghly motivated officers and stafT. 

o an effort to provide ExceJlence in Banking services, the Bank has launched Online Banking service, 

jdned a countrywide shared A TM network and has introduced a co-branded credit card. A process is 

L.-S:0 underway to provide e-business facility to Ihe bank's clientele througb Online and Home banking 

,5<1)futions. Dhaka Bank LId. is the preferred choice in banking for friendly and personalized services, 

.+Jtring edge technology, tailored solutions for business needs, global reach in trade and commerce and 

.;gh yield on investJnents. 

_;emg fully equippe<l with industry standard IT infrastructure, Online Banking, E-Commerce\ 

In temet Banking (iBank) and SMS Banking - Dhaka Bank is one of the most fastest growing private 

anks in Bangladesh. 

L.. • � .,- e � 
e:;><.<:;;;ES. .... , IL...� ........ �� ........ �"".,..,....-.."..;:..lI,....".� 
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Mission of Dhaka Bank Limited 

-') be the premier financial institution in the country providi1lg high quality products and 

::,;:�ices backed by latest technology and a team of highly motivated personnel to deliver 

:: x "'-el lence in Banking". 

V ision of Dhaka Bank Limited 

-·.-�l Dhaka Bank, we draw our inspiration [rom the distant stars. Our team is committed to assure 

: standard that makes every banking transaction a pleasurable experience. Our endeavour is to 

fi:er you razor sharp sparkle through accuracy, reliability, timely delivery, cutting edge 

:": hnology, and tailored solution for business needs, global reach in trade and commerce and 

'" �g.h yield on your investments". 

G 081 of Dhaka Bank Limited 

'Our people, products and processes are aligned to meet the demand of our discerning 

. �romers. OUf goal is to achieve a distinction like the luminaries in the sky. Our prime objective 

" () deliver a quality that demonstrates a true reflection of our vision - Excellence in Banking" . 

. . . ,..,. 
'"- I ............. • T e: .:=:.. e. .1I'<4..o:=:.I!!!!!.L- IL..-� ...... .c:::. e!! I t-..a -=-"""" ...... aoo< ...... � 
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Company Lay Out 

�a Bank limited has divided its main functions into different division. These divisions make the 

::'ipOrate profit and increase the productivity of the bank according to the changing environment. The 

:.: ' '2sions of Dhaka Bank Limited are-

1. 

1. 

�"'\. 

4. 

5. 

6. 

Credit & Re-Engineering Division 

Operations Division 

Retail Banking Division 

Hwnan Resources Division 

Finance & Accounts Division 

Audit & Compliance Division 

,............ I -r &:::= r::::::> ,-��c=.l� I ..... ES ............. ....c ....... � 

7. Global Transaction Services 

S. SMEUnit 

9. Capjta] Market Service 

10. Infonnarion Technology Division 

II. Treasury Division 

12. General Service Division 

8 



o rganogram of Dhaka Bank Limited 

-.-; eanograrn or Organization structure of Dhaka Bank Limited indicates channels of 

� . - -.:m::jcation and reporting relationship between the employees. In Dhaka Bank Limited., each 

-�_..:. -.u: division;' department! in charge has to ensure that employees are following the reporting 

-: . •  -. --," -p and flow of aJJ communication between them. 

_ . ' uyees of the Dhaka Bank Limited have been gTouped into three categories and placed 

- ;;-::._=:, based on the value of the jobs, accountability and the nature of their responsibilities . 

. , [�e-cutive Grade: All the Executives including the Functional Heads being respQDsible 

.
-
:. _'<, �ctively running the banking functions in the Dhaka Bank Limited. They have a high 

.:=-;: "<:. of independence and make their own banking decisions under defined responsibilities as 

; __ - iB;"ed in their indivldualjob description. lfthe employee is to take any decision beyond their 

':'. --=" areas its needs to be referred higher authority. Executive grades are described in the next 

:�. ---

Management Hierarchy of Dhaka Bank Limited in Executive Grade 

-
'u Bank Ltd. is a private limited company. From the top to the bottom the body of Dhaka 

:. . LId can be divided into three levels: 

• I P Level Management 

'. �vfid Level Management 

.. Operational Level Management 

. ....... ,..��-� 
, ""-"" • T � � 

ii:�C::�'--LlI;.ro..fI�1I!!!!: , ....... �� ....... .-< ....... C3. 
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Hierarchy 

Managing Director 

Deputy Managing 

Top Level Management 

Senior Executive Vice 

;1 Ex�ctJtive Vice \1 
• 

. _� :n..id Level 
II Senior Vice President I) 

� 
II Vice President 11 II Mid Level 

Management 

,. 

II Senior Assistant Vice President II 
-. 

le,vel II First Assistant Vice President ]1 
+ 

JI As"istonf Vir:� Presirlent I] 
Source: HRD. Head Office 

Figure 1: Hierarchy of Dhaka Bank LTD (Execuiive Level Management) 

_ • --.-. , T IE] � 
_ ..... t:C-Fl5JL- 'L..� ...... c::::.'I!!!!!!" .--.. E!J..-.. ...... '"< ...... � 
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� Officer Grade: Officers are the employees who deal with routjne nature of work. An 

_.��loyee can only take decisions upon obtaining special authority from their superiors. The 

41 ers also perform their responsibilities as elucidated in their individual job description. Their 

:<t;Si·g:nations are as follows: 

Senior Principal Officer I 
" 

Principal Officer 

" 

Senior Officer 

,r 

I 
Officer 

� 
Entry Position .. Probationary Officer .... 

1 
Junior Officer I 

� 

I 
Assistant Officer 

� 
Trainee Assistant Officer/ 

'i:nuy position ... 

Trainee Assistant Cosh Officer ... 

Source: HRD. Head Office 
Figure 2: Hierarchy of Dhaka Bank LTD (Operational Level 

_ ...... -
_ R' -"'-'" , -,- !iii -=> 

_ .... ��'-- 'L..e!"""'�1!!! t ....... .,.� ..... ....::. ....... � 

Operational 
Level 

1 1 



3 Support Stuff: In Dhaka Bank Limited support stuff are. the stuff who deal with routine 
- : .  -1:. of work. The employees under support stutT cannot make decision. A person under 
.,.-: ptyrt stuff will be advised indivi dualJy about their responsibilities as elucidated in their 

-. - .'. ·�..:.uaI job description. Support stuff are engaged on casual or contract basis. They are 
.Ji... _...; Causal Staff 

I 

Assistant 

Computer operator 

Swift Operator 

� 
Trainee Assisfant 

Computer Operator 

Swift operator 

" 

Godown Keeper 

Care taker 

l' 

I 
Guard 

1 
Messenger and Peon 

Source: HRD. Head Office 

Figure 3: Hierarchy of Dhaka Sank LTD 

� • ...- e '� 
'I.- &l....- �,......�� I r--.II ���"':;"01"""C.3 

I 

I 

12 



Organizational Pyramid: 

and above 
(3 levels, Z years In 

yea .... s 
(6 levels" 2 years in each) 

Operational Level= 16-18 
years 

(S levels, 2 yeaTs In ea'�h) 

Figure 4: Organizational Pyramid of Dhaka Bonk LTD 

1. Top level Management: Tep-level management consists of Managing Director who is 

: - .. -' Chie f Executive Officer 'Of the bank, Deputy Managing Director and Senior Executive 
\ ''';'i: Pr:esident. Duration of the Top Executives is 6(six) years and above depends en their age 

:- lofthe bank. 

:. 'lid level MBna2ement: Mid-level management is divided into two parts. One is Upper 

11 _: e el and another is lower mid level. Assistant Vice. president to Executive Vice 

'eDt .aU belongs to Mid Level Management. If an empleyee gets promotion, in appropriate 

te will be able to finish the mid level management within a period of 12 to 15 years' 

:; penltional Level Manaeement: All trainee Assistant officer to Senior Principal 

r � called Opera1ional-Level Management. For every designatien, the employee will 

:>"' ..: ffiO) years to become eligible for the next promotion. So after 16-18 years operational 

• 
- -- -' 

• -r � '� 
�Jc::::. ,� . ,...."". E:I"c...�Io"C. "poo."a,.� 
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- � . inare. [0 operational level, an employee can come in by two designations, one is 

]11"':'.. • - c  _ - :.bj� both will get I-year Probationary period and I -year for confirmation. 

EJIII.. ... F'Zl'ffi1lment Procedure: Whenever there is a need to fill in a vacancy, all-new vacancy 

\0 :<: �- � either by promotion or by dlrectl lateral recruitment. Repositioning staff levels 

�.anization also happened based on the need of vacancy. In the event of a new 

.1L:E:\:.' ..;. S!3Jcb \ .. ill be mounted first for the qualified candidates within the organization. If 

, -
-

=: _Endidates are not available internatly then the organization will go for external source. 

;:: e of Probationary officer category shall have a probationary period of one year. 
,"", -, "l.d completion of one year probation period they will be confirmed as officer. 

"'.:or. - . _  ;;n'C probationary officer, all other new hires from Trainee Assistant Officer or 

-:';L -c": ':'��--iaJlt Cash Officers shall have a probationary period of one year. TIle management 

2: :--:" _�iliority to reduce or extension the time of probationary period. NormaIJy 
� ';.:mary periods will be as follow: 

Probationary Period 

12 Months 

12 Months 

03 Months 

To be decided by The MD 

Probation Extension 

3-12 Months 

3-6 Months 

03 Months 

N/A 

Table 1: Probationary Period of Dhaka Bank LTD 

14 
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of retention Management: Re1ention management must be based on a 

- � he organization's turnover. The analysis discussed are measuring turnover, 

____ ---,� employees' reasons for leaving and benefits of turnover. 

to -
• ::-= ds tell that new employees may not remain with the same agency for their entire 

- : - rease the return on an organization's employment investment, organization need 

� _ : �:::tltt:egies, processes and plans that provide for the continued growth and development 

�_ This increases the current value of an organization's employees and can have a 

=iEt;.t· on their decision to stay or leave_ 

- _ -� o· assistance that will help to keep best people include: 

• =- _,.->i � .'lngj ob announcements that attract the best candidates; 

• =:. _��<ng effective employee orientation programs; 

• : �� a culture of high performance.: 

• _ l� (,areer development plans; 

• : -,,<lJg effective mentoTing programs; 

• - ::- ::-.... ting coaching programs; 

• -;- ' ::-. _ easy to use performance management systems; 

• :.x=;:-:;;ing management and supervisory best practices for retaining great employees; 

• 1. -.;:.,..:z;i g factors that impact turnover. 

T...-,a- tr and its causes: Retention strategies and tactics must focus not only on how many 

�'P. _..::.:' ;,..- _ .  "',ioed but exactly who is retained. Both within & between jobs and organization 

• 
- -

" �. ='-. It"l"yees are 'worth' more than others in terms of their contributions to job and 

� :��tiveness_ Another important matter for the organ ization retention agenda is 

- ,"'..; .-=--:"'E... efforts to retain what we call "high-value" employees, both those who might 

-'--J. �d those who might be at risk for involuntarily termjnation via discharge or 

.� . .... c� 
�"'\. ... Y e: � _ _  :.........� ....... c:::e! � �  _ ..... .-..-.c..�� 
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_ -o.LU£L.U.' , y leave the organization, they do so for a variety of reasons, only some of 

- .�_Uy avojdable by the organization. 

'�""-'_"";> ... r. There are two types of employee turnover. Turnover can be-

> Voluntary, being initiated by the employee; 

� Involuntary, being initiated by the organization. 

Avoidable 
Unavoidable 

(Could prevent) 

�-' ---�--.,. 
--. :0 Avoid: I Do not avoid: 

(Could not 

prevent) 

r-----l_ 
�- • :: _e Employees Low-Value Employees 

Not Attempt to 

prevent, regardless of 
value 

- '" 

• - ;'1 • Low 

=-:--formance Performance 

• • clued • Little 

:�:e"ectual Intellectual 

:.?lDital capital 

• - gh promotion • Low promotion 

:-otential potential 

• -·gh training • Low training 

-' vestment investment 

• ,··1igh Experience • Low Experience 

• Difficult to find • Easy to find 
replacement replacement 

Figure 5: Tum over and its causes 

, � • ..- e 'E:::It 
CBlL..L..�r--M-==el!: ......... _.rAo... ....... � ....... cac 

• Retirement 
• Dual career 
• New career 

• Health 
• Child care or 

pregnancy 
• Elder care 
• Return to school 
• Leave country 

17 



;=::!!!!!2...!:!.....!...!!.!.!!�o�v!::.er�: Turnover (TO), in a human resources context refers to the characteristic 

.:.-."xuJ.)' or industry, relative to rate at which an employer gains and losses staff. 

-= . =. �:' said to have a high turnover, it most often means that employees of that 

=.:. : . . - shorter tenure than those of other companies in that same industry. Similarly, if 

�� '''''-,tire of employees in a particular sector is lower than that in other sectors, that 

:- _ �<2:Id to have a relatively high turnover. 

� _ .:�m petitjve Jabor market, many companies are faced with the chaJlenging and 

2-=:15""' _ :..:-,� of originating and hiring talented new employees to replace ones who have 

�i!!!!:!:"' _ __ iheir company. 

_",,- - .�.�'oc" �'-rDSS the country, voluntary turnover is on the rise. Much of this turnover reflects 

of three important trends: industry consolidation; increased labor market 

!21S::a.:::�_ • • -�a the internet; and a growing free agent mentality among many employees. 

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

.... � ........ ___ '"'--'� I' � Voluntary Turnover. There is no record of dismissal due to disciplinary action 

, """r due to the downsizing. The most important issue is that Dhaka Bank Limited 

-:- _.: 'U avoid the turnover. Because the management believes that if anyone wants to leave 

g), e himlher the opportunity to move to their desired place. The most available 

::lJuntary turnover are due to higher positio n and remuneration, leaving country, 

--:-. ��l�r grow1h opportunity. 

_ """"' . ,  Iiii c;::., _ 1IIIIIC. =_4.l-c....���� , ........ .IE!IJ6.... .... ....:. ...... <:a. 
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PART D 
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u p  o'f tbe Human Resource of Foreign Exchange Branch from 2006 

to 2009 is given below: 

___ ...-. . "'� . of Foreign Exchange Branch to 2006 aod 2007(Only Executive 

: = - ooruit 1 employee as EVP, 1 employee as VP it indicate they were recruited for 

Position and as 2 employees as SAVP and as 1 employee as FAVP for lower 

-.::s;.:�'OIl. lf we consider Top level position then No employee recruited for this position 

-",�.uJge Branch. We can sum up the situation as: 

[ .I  rvl tm ent in Mid level: 05 Gender: Male: 05 Female: 0 

- = = _  -xruit 1 employee as SVP, 1 employee as VP it indicate they were recruited for 

Position and as 1 employee as SA VP, 1 employee as FA VP and 1 employee as 

mid level Position. If we consider Top level position then No employee 

� - =5 position. We can sum up the situation as: 

[ �  Hment in Mid level: 05 Gender: Male: 05 Female: 0 

20 
-



. 

"acitM - . E c'C' utive Grades from 2006 to 2007 in Foreign Exchange:  

.... .. 

BIP .. 

..... 

- .... 

.-. .c: 

.. ' jl . ... 

... .. 

�",,--",-,-,- ' foreign Exchange Branch was changed in 2007 from 2006 which is 

� 2007 Cbange in Executive Grade 

SEVP -O No change 

"UJe.-ol EVP -O Tu rnover or Transfer 

��, o 

SVP- OJ Male; 01 Eo roJ]ment 

Female: 0 

l!£-.Jie..-Q I VP -OI Male: 01 No cbange 

I f�� O FemaJ� 0 

�:O2 SAVP -Ot Male: 01 Turnover or Transfer 

rcaale: o  Female: 0 

� b :le:OJ FAVP -Ol Male: 01 No change 

I 
FeauJe: O Female: 0 

AVP -Ot MAJe:OJ Enrollment 

Female: 0 

T"' : i5 Total : OS 

'CI::Ie _ -ender wise position o f  Executives in Foreign Exchange Branch (2006 -2007) 

• 

_ . - . e  b e  number of employee change in Dhaka Bank Limited ' s  Foreign Exchange 

:: e turnover/ Transfer proportion is found same as enrollment in respect of  2006 to 

.,.,- .. � 
� f T E; � 

r--..M C=: �  t r-..a E!l Ato.. ...... ....:.. .. �, CiI. 
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G �rT'II p a r i s <:> n : E w.e c L.l t i _ e s  i n  2 0 0 6 - 200 7 
', n  'F<:> r e i g n  E .xc h a n ge B ra n c h  

f male and female Executives in Foreign Exchange Branch 

• q � , of Foreign Excbange Branch in 2006 and 2007:  

!'=iti¢:: of EmpJoyees in Foreign ExcbJlnge Brandl (2006) 

-
� .... -:mlBl li .Mid level Management Operational LtveJ Management 

Upper Mid uvel Lower MAid Level 

"-t :: - '- '" �. (1 11aJe:02 Female:O Male: 03 Female: 0 Male: 20 Female: 12 

-
''''''� Total=05 Total= 32 

PO!itiOD of Employees in Foreign Excbange Branch (2007) 

... poe �gemeo( Mid level Management Operation.' uvel Management 

Upper Mid Level Lower Mid Level 

-= 
-

�,a}e: 0 Male:02 Female:O Male:03 Female:O Male: 1 8  Male: 0 

- ;�) Toral=05 Total= 30 

-c:De 3: Entire scenario of Employees in Foreign Exchange Branch (2006-2007) 

- "'\- -:- entioned table shows that in 2006 the total employee in top level , mid level and 

�:E:�:L:L' -'-"vel was O(Zero), 05(Five), 32(Thirty Two) respectively. In 2007 the total 

p level, mid level and operational level was O(Zero), 05 (Five ) and 30(Thirty) 

_ "..."... . T e L-::' 
" _ C. _ _ _  L � ,...... c::=. Eiii I I"-' o$ .oA.. ..... a.c:. . ..... c.. 
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........ 1!St Sc enArio of Foreign Exch ange Branch in 2006 aDd 2007 

oUment Scenario of Foreign Exchange in 2006 

i.n Top 
Enrollme.nt in Mid Level 

Enrollment in Operational 

Level 

Upper Mid uvel Lower Mid Level 
I 

- - le : O  Male:Ol Female:O Male:O l Female: 0 Male:06 Female: 05 

�""O Tota1=02 Total=l l  

EnroUment Scenario o r  Foreign Exchange in 2007 

i in Top-
Enrollment in Mid level 

Eomlhnent Ut Operational 
. � levd 

Upper Mid Level Lower Mid Level 

r-emale, 0 Male:Ol Female: 0 Male:O l Female:O Male: 07 Female: 06 

-:� Totai=02 TOlai=13 

4': Recrui tmenf Scenario of  foreign Exchange Branch in  2006 - 2007 

-� � -=--_ =�- en:tioned table shows that in 2006 the total enroJJrnent in top level, mid level and 

�::a:o::.;:�� ..
. ,J was O(Zero ), 2(Two) and ) 1 (EJeven) respectively. In 2007 the total enrollment 

• 

�vet and in Operational level was O(Zero),  02(Two) 1 3(Thirteen) respectively . 

... � . 
.� I T � C20 

� ....... c::;.. .:!!!.. I ....... -.3I "'O""" ....... ..-c.. .. ..... �, 

23 



- -

• -

• 
.. -

�<fel" on Executive Grade (Top level Emp loyees and Mid level 

. � .� data of Dhaka Bank Limited of 2 006, 2007 r have measured the 

...... �< ._ . :. G : de. The method that is llsed to calculate the turnover rate i5-

No of Ernpl oyees Leaving from 
Executive Grade 

Total No of employees in Executive 

Grade 

* 1 00 

)O': �f rate o n  yearly basis on all the employees who are executives on 

No of Executives 

05 

05 

Turnover/ 
Transfer 

o 

04 

Turnover! Transfer 

Rate 

0% 

80% 

ver rate of Executives in Foreign Exchange Branch (2006-2007) 

Tu r n  O v e r/ Tra n s-fe r  

7�. 

600 % 

5 0% 

·40�� 

3.O .. � 

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

� that the turnover rate in 2006 was 0%; in 2007 it was 80%, so an 

the turnover rate of executives is noticeable in the organization. So 

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

.. T � .� 
.". � c:::; S1 . ........ @I ....... ....... .. < .. r-..Jt � 
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� ,! i! of Foreign Excbange Branch in 2008 and 2009(Only Executive 

-C :- ',oyee was enrolled as SEVP, EVP, and SVP. But in 2009 , one EVP and one 

- - -';.. -;: branch but other remained same. If we see i n  the position of FAVP the number 

_ _  - . ooen decrease, it denotes that the employee left the job or transferred to another 

.. miI .... �· jon "id level in 2008: 04 Gender: Male: 04 Female: O. 

�lid level in 2009: 03 Gender: Male: 02 Female: 1 

"'�1i:ID ':0 £xe(:u tive Grades from 2008 to 2009 in Foreign Exchange Branch : 

S:FltiOO in Foreign Exchange Branch was changed in 2009 from 200 8 which is 

Ie below: 

1 l808 2009 Cbange in E�ecutive Grade 

.. SEVP � No change 

.. .. EVP -Ol Male: 01 Enrollment 

Female: 0 

SVP- O No cbange 

. ... Male:OJ VP -O  Turnover or Transfer 

Female: 0 

... .... SAVP -G] Male: 0 EnroUmen t 

Fein8le: Ol 

__ .c �Lt1c:02 FAViP -01 �Ie: 01 Turnover or Transfer 
I 

Female: 0 Female: 0 

- -- AVP -O Turnover or Transfer -

Female: 0 

I 
T " : �  Total : 03 

� 

.� 06::. Gender wise Position of Execut1ves in Foreign Exchange Branch (2008 -2009) 
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num ber of employee change in Dhaka Bank Limited 's  Fore ign Exchange 

turnover/transfer percentage is found higher than the enrollment in respect of 

-
I '" .� , change in  SEVP and SVP is  observed but in 2009 the change made in EVP and 

............. -.... -�-:-:ra led a positive indication for the organization and in case of FA VP the changes 

i 
j 
ow 

J 

. - .:. --:-=gative indication. 

Total 
_x.ec.u�i ve:j M c.:d e  

CcG::,-"",, p a r l s o r'\  o f  ..,..., ;."'J l e  <li n d  l'e � o:II 'e E x e c u tl v e s- 1 n  F o r e tg n  e. )( C h � n 8 e 
B r a n c h  ( .:! O OS-2009) 

_ 2008 

_ 2 009 

-.- 1:  - ison of male and female Executives in Foreign Exchange Branch (2008-2009) 

.... "'-"\, .  T � t=::Io 
.- _ ..::. . � ...-... c=. _  . ..  � "At.. ..... ...c. ., r-.lA c::;IIr. 
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- �� ":!I�c::eIl:Uj":lLI . �' For'eigo Ex change Branch in 2008-2009: 

!"....:..:...- of Employees iu Fomgn EJ:cbange Braoc:b (2008) 

Mid level Management Operati onal Level Management 

tIpper Mid Level Lower Maid Level 

. - / 0 Male:O I  Female:O Male: 03 Ferna1e:O Male: 1 6  Female: 1 2  

Total=04 Total= 28 

__________________ � ____________________________ _L ______________________ � 
• '0 of Employees in Foreign Esch nge Branch (2009) 

Mid level Management Operational Level Management 

Upper Mid Level u,wer Maid Level 

.1 '  
• emale: 0 Male:OI Female:O MaJe: O l  Female: 1 Male: 1 8  Female: I I  

�I=O Total=03 Total=29 

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

�-l- _ _  -mentioned table shows that in 2008 the total enroJJment in top level, mid level and 

�� .:........ level was O(Zero), 03(Three) and 28 (Twenty Eight) correspondingly. 

- : .  J'9 the total enrollment in top level ,  mid level and operational level was O(Zero), 

-: :::: ,w'ld 29 (Twenty Nine) correspondingly . 

• = <�.-,..� 
� -""'-""" T E 'C:J 
__ . -==' ,.. ;1_ L. -= ", c=, 1I!!!!!" I ....... � ..,.:;r,._ ,...,. ...c. I � <==J. 
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ent Scenario of Forejgn Excbange in 2008 and 2009 

EnroUment Scenario of Foreign Exchange in 2008 

L lL roilmeot  in Top 
Enrollment in Mid Level 

EllroUment in OperationAl 

level Level 

Upper Mid Level Lower Mid Level 

, 
Female:O Male: 0 1 Female'O Male:OJ Female:O Male: 06 Female: 04 I 

Total=O Total=04 Tota\=IO 

Enrollment Scenario of Foreign Exchange in 2009 

LrroUment in Top I Enrollment in Mid Len\ 
Enrollment in Operational 

level Level 

Upper Mid Level Lower Mid uvel 

Female:O Male:O l Female:O Male:O Female:Ol Male:03 Female:02 

J J 
Iorai=O Totai=02 Total=OS 

·obk 8: Recruitment Scenario of Foreig n  Exchange Branch in 2008 - 2009 

- . �- oentiooed table shows that in 2008 the total emollment in top level, mid level and 

-=3:"::::.n. e el was O(Zero), 04(Four), 10(Ten) respectively_ In 2009 the total enrollment in top 

- : e;-el and Operational level was O(Zero), 02(Two) and 05 (Five ) correspondingly_ 

�-...""\., • .... !� � 
� ,......,.1 .. ;::;. � .. ... _ "-"' L� ......:. .I ,�' �  
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Turnoverrrransfer on Execu tive- Grad e  (Top level Employees and mid level 

. £ 

.... - -- �llover data of Dhaka Bank Limited of 2008,  2009 I have measured the turnover 

�� - � Grade. The method that is used to calculate the turnover rate is-

over Rate = 

No of Employees Leaving from 
Executive Grade 

Total No of employees in Executive 
Grade 

* 1 00 

• .....:.... _ � ted the turnover rate on yearly basis on all the employees who are executives on 

�C'.i!_� = .. :hange Branch. 

'} r No of Executives Turnoverl Turnoverl Transfer 
Transfer Rate 

:008 4 1 25% 
:009 3 1 33% 

-coe 9: lurnover/Transfer rate of Executives in  Foreign Exchange Branch ( 2008-2009) 

Tu r n  Ove r/Tra n s'fe r 

35% � 30% � 
;. 25% "E 20% � 15% Q; 
l;. 10% 
=- 5 %  � ,..... 

Graph 4: Turnover rote i n  2008-2009 

:;:>Taph shows that the turnover/transfer rate in 2008 was 25%; in 2009 it was 33%, the 

--'-'�· rransfer rate of executives is noticeable in the organization. 

* _,.."E ,.,� 
_ , � I -r e. 11::)0 
.. _ .:: e L- L � "' c:::. � '  ..... _ .Ar. � ..c. I. ""' C'iI.  
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PART E 

reak Up of Human Reso - - ces of 

haka Ban Imlted (Local lffice) 

L • � , T E: � 
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�iMIf tbe breakup of the Human Resource of Local Office from 2006 to 2009 

• � eD below: 

ummary of LocaJ Office in 2006 and 2007 (Only Exec u tiv e Grade) :  

�valuating the data for the year 2006, it was seen that Dhaka Bank Limited was more 

�e into filling up upper mid level position as we can see as they recruited 3 VP, 2 

� '""P. 4 employees for AVP and 2 employees for FA VP. Ifwe consider Top level position than 

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

..>o. .uation as: 

En rollment in Top level: 0 1  Gender: Male: 0 1  Female: 0 

En rollment in Mid level: 1 1  Gender: Ma le: 09 Female: 02 

:II : :·j7 DBL recruit 1 employee as EVP, 2 employees as VP it indicate they were recruited for 

\tid-level Position and as 2 employees as SA VP, 1 employee as FA VP and 1 empl oyee 

-\ \"P for lower mid level Position. If we consider Top level position then No empl oyee 

:ec--.ited for this position. We can swn up the situation as: 

E n rolJm ent in Top level : 0 Gender: Male: 0 

E n ro llment in Mid level: 07 Gender: Ma le: 05 

. . .  ,... 
I � I -.- -E' c::-

_ ..JIC c;:I' _ __ _ _  .... c::: _ . ..... -. ........ ..... a.c.. I ....... � 

Fema le: 0 

Female: 02 
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Job Rotation in Executive Grades from 2006 to 2007 in Local Office:  

empl oyee 's  position in Local Office was changed in 2007 from 2006 which is shown in the [abie 

beJow: 

2006 2007 Change in Executive Grade 
I 

SEVP -Ol Male: 01 SEVP -0 Turnover or Tra nsfer 
Female: 0 

EW ·O EVP -01 Male: 01 Enrollment 
Female: 0 

Svp- o SvP- o No change 

VP -03 Male:OO VP -02 Male: 02 Turnover or Transfer 
Fewale: O Femaie; O 

SAVP -02 MaIe:02 SAVP -02 MsJe: 02 No change 
Female: 0 Female: 0 

FAVP -02 Male:Ol FAVP -OI Mate: 0 Tu rnover or Transfer 
FedlAle; Ol Female: 01 

AVP � Male:OJ AVP -01 Male:O Turno\'er or Transfer 
Female: 01 Female: 01 

Total : 12 Total : 07 

Table 1 0: Gender wise position of Execu1ives in Foreign Exchange Branch (2006 -2007) 

fl we observe the number of employee change jn Dhaka Bank Limited 's Local Office then the 

:urnoverl Transfer proportion is found higher than the enro llment in respect of 2006 to 2007. 

l S  

1 0  

5 

o 

Tot a l  exec:u"lves 
M a l e  

_ .2 006 2 007 

Gra ph 5: Comparison of mole and female Executives in local Office (2006-2007) 

'"- t "'-" I: T � I�· 
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Entire Scenario of Local Office in 2006 and 2007: 

Position of Employees in tAKa) Office(2006) 

Top level Management Mid le,'el Management Opentionai Uvel Man agement 

Upper Mid Level Lower Maid Level 

\ble: 0 I Female: 0 Male:03 FemaIe:O Male:06 Female: 2 Male: 28 Female: 23 

Tot.al=O l Tota1=l l Total= 51  

Position of EmpJoyees in Low Office(2007) 

Top level Management Mid level Management Operational Level Managemen t 

Upper Mid Level Lower Mid Level 

Male: 0 Female: 0 Male:03 Female: 0 Male:02 Female:2 Male: 3 !  Female: 20 

Total=O Total=07 Total= 5 1  

Table 1 1 : Entire scenario of Employees in local Office (2006 -2007) 

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

vperational level was l eOne), I 1 (Eleven)7 51 (Fifty One) respectively. In 2007 the total emp loyee 

m top level, mid level and operational level was O(Zero), 07(Seven) and 5 1(Fifty One) 

.:orrespondingly . 

. . -..... - ..... � 
I "'-" r T E .:;;:t 

.a:. ;r.c � e L- '- E:.. � c::. ..-: . ....... __ � � ..-c. . ...... c::;. 
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EnroJJment Scenario of LocaJ Office in 2006 and 2007 

Enrollment Scenario of Local Office in 2006 

EDrollmeat in Top 
EnroU ment in Mid Level 

EuroDmeot in Openltiooal 

level Level 

Upper Mid Level Lower Mid Level 

Male: 0 Female:O Male:O l Female: 0 Male: 01 Female: 1 Male:09 Female: 04 

Total=O Tota1=03 Total=I3 

Enrollment Scenario of Local Office in 2007 

Enrollment ia Top-
E·nrollment in Mid It vel 

Enrolment in Operational 

level Jevd 

Upper Mid Level Lower Mid uveJ 

Male: 0 Female: 0 Male:O I Female:O Male: 0 Female:O Male: 1 7  Female: 06 

Tota1=O Total=O l Tota1=23 

Table 1 2 : Recruitmen1 Scenario of Local Office in 2006 - 2007 

The Above-mentioned table sho ws that in 2006 the total enrol lment in top level, mid level and 

operational level was O(Zero), 3(Three) and 1 3(Thirteen) respectively. In 2007 the total 

enrol lment in top level , mid level and in Operational level was O(Zero ), O l (One) 23(Twenty 

. hree) respect ively. 

_ . .  ,. . .... � 
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ualysis of Turnoverffransfer on Executive Grade (Top level Employees and Mid level 

£.. ployees): 

5L.� on the turnover or transfer data of Dhaka Bank: Limited of 2006, 2007 I have measured the 

� """over rate on Executive Gra de. The method that is used to calculate the turnover rate is-

Turnover Rate = 

No of Employees Leaving from 
Executive Grade 

Total No of employees in Executive 

Grade 

'" 1 00 

.:.ac'\ e  calculated the turnover rate on yearly basis  on al l the employees who are executives on 

�o;;al Office. 

Year No of Executives 

2006 12 
2007 07 

Turnoverl 
Transfer 

05 
03 

Turnoverl Transfer 
Rate 
33% 
43% 

Tobie ' 3: Turnover rate of Executives in FOfeign Exchange Branch (2006-2007J 

Tu rn Ov e r/ Tra n s f'e r  ra t:e in Local Office 

.... 4 5 %  
� 4 0 �  

� 
3 5 """ 
.3 0% 

.2.. 2 5 %  
2 0 %  

g � 5 '%  
E :.L.O"::� 

.= _5� 
0 '7':' 

Tu ,..n Ovt!!rr/ Tra nsfer rate 
i n  Local O ff i c e  

Graph 6:  Tumover rote/Transfer rote in 2006-2007 

�:,e above graph shows that the turnover rate in 2006 was 33%;  in 2007 it was 43%, so an 

':":�rming increase in the turnover rate of executives is noticeable in the organization. So 

::unagemem needs to find out the causes of the turnover to avoid further job swi tching of the 

;:rr;p I oyee. 

-.... 
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Summ ary' of Local Office in 2008 and 2009(Only Executive Grade) :  

: 508 no empl oyee was enrolled as E V P ,  and FA VP.  But in 2009 , one EVP joined the branch. 

_- --'e see in the position of SEVP, SVP . SA VP, A VP the n umber of employee has been decrease, 

rt ':cnotes that the employee left the j ob or transferred to another l ocation in 2009. 

larollment in Mid level in 2008 : 04 Gender: Male: 04 Female: O. 

f..arollment in Mid leveJ in  2009 : 03 Gender: MaJe: 02 Female:  J 

J.b Rotation in Executive Grades from 2008 to 2009 in Local Office: 

=.:nployee 's position in Local Office was changed in 2009 from 2008 whi ch is shown in the tab le 

�;ow: 

, 2008 
, 

S[VP -01 Male;Ol 

Female: 0 

[V P '()  

S\'P- 01 M*:Ol 

Female: 0 
\" '()2 MaJe:02 

Female: 0 

s..�VP -02 MaJe:Ol 

Female: 01 

HVP -O 

.\VP -OS Male:04 

Female: 01 

total : 11 

SEVP -O 

EVP -Ol 

SVP· 0 

VP -02 

SAVP -Ol 

FAVP -O 

AVP -04 

2009 Cbange in Executive Grade 

TUTnover or Transfer 

Male: 01 Enrollment 

Femal� 0 

Tu rnover or Transfer 

M ale:02 No Cbange 

Female: 0 

Male: 01 Turnover or Transfer 
I 

Female: 0 
I 
1 No Cbange 

MJiie:04 Turnover OT Transfer 

Fema le: 0 

Total : 08 

Table 1 4: Gender wise Position of Executives in Local Office (200B -2009) 

L. • � ,  • T e � -- >< c::= � '-- .L.. � "'" c=; � I .... J eL .....o.... � ..-<.. '. e-....I, ca. 
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observe the number of em p l oyee change in Local Office then the turnover/transfer 

:entage is found higher than the enrollment in respect of 2008 to 2009. No change in VP and 

: � -."P is observed but in 2009 the change made in SEVP, SVP, SA VP and A VP demonstrated a 

.... �ri.ve indication for the organization and in case of EVP the change has shown a positive 

m:: :ation. 

1 5  

1 0  

5 

o 

Compa r i s o n  of m a l e  a n d  fe m al e  Exe c u t i v e s  i n  Loc a l  

Offi c e  (2008-2009) 

To t .) 1  execLl t i v es M a l e 
F el n a l e  

2008 

2009 

Graph 7: Comparison of male and female Executives in Local Office (2008-2009) 
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[;'a fire Scen ario of Local Office in 2008: 

Position of Emp oyea in LotaJ 0fIke(1OO8) 

Top level Management Mid level Management Operational Levcl Management 

Upper Mid Level Lower Maid Levcl 

\�e: Ol  Female: 0 Male:03 Female:O Male:06 Female: }  Male: 27 E<emale: 20 

Total=Ol Total=lO TotaJ= 4 7  

EoroDmmt Scenario of Local Office in 2008 

[ n rollment in Top level Enrollment in To p level Enrollment in  Top level 

Upper Mid Level Lower Mid Level 

.. �.?Je 0 FemaJe:O MaJe:02 FemaJe:O MaIe:OI Female:O Male:08 Female:06 

TotaJ=O Tota1=03 TotaJ=1 4  

Table 1 5: Entire scenario of local Office in 2008 

:De above-mentioned table shows that in 2008 the total enroll ment in top level, mid l evel and 

')pcrational level was J (One), l O(Ten) and 47 (Forty Seven) correspondingly. The table also 

s.oows that in 2008 the total enrollment in top level, mid level and operational level was O(Zero), 

: 3  Three), 14(Fourteen) respectively 

. .  - ,.... . ..... � 
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[laJysis of Turnoverrrransfer on Executive Grade (Top level Emplo�·p.es sod mi le\ el 

ployees): 

!.Sed on 1he turnover data of Dhaka Bank Limited of 2008, 2009 I have measured the turnover 

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

Turnover Rate = 

No of Employees Leaving from 

Executive Grade 

Total No of employees in Executive 
Grade 

>Ie 1 00 

have calculated the turnover rate on yearly basis on al l the employees who are executives on 

oeal Office. 

I 
Year No of Executives Turnover! Turnover! Transfer 

Transfer Rate 

II 2008 1 1  5 45% 
II 

2009 8 .., 37% J 

Table 1 7: TumoverlTransfer rate of Executives in Local Office 12008-20091 

5 0% 

4 0% 

30% 

20% 

10% 

0% 

2 00 8  2 009 

_ 20 0 8  _ 2009 

Graph 8: Turnover raie in 2008-2009 

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

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

. . .... - ... � 
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