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Dear Madam, 
You will be glad to know that I’ve recently completed my internship program from Dutch Bangla Bank Limited and during my internship period of last three months, I have prepared my internship report on ‘The Recruitment and Selection Procedures followed by the Human Resource Department of Dutch Bangla Bank Limited’.

As the title of my report is profoundly identified to my HRM concentration area, I have numerous viable exercises while setting up the internship report. The recruitment and selection procedures play fundamental roles for any organization. The primary objective of a recruitment and selection policy is to guarantee a transparent and fair hiring process that can help Human Resources personnel choose the right candidate based on merit and job relevance. DBBL has a lot of policy that differ its recruitment and selection policy to others.

The study would not be finished properly without the guidelines and support I have received during the internship program. The report demonstrated exceptionally basic to comprehend the collection of information and to utilize information properly in each stage. Moreover, I want to ensure that all the information is presented in the report is not directly copied from anywhere and the information is substantial and pertinent to the report.

I, therefore, pray and hope that your honor would be kind enough to accept my report and oblige thereby.

Your obedient student,

Mashiat Mabub
111 141 057
School of Business and Economics
United International University
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Executive Summary


The internship report is a prerequisite for obtaining the BBA certificate from United   International University. After completing the entire courses equivalent to 120 credit hours, each student must choose between an internship and a project program. Students who have chosen the project must observe any company or industry in general and prepare the project report. On the other hand, students like me have taken the internship program to join any specific organization as an intern to gain practical experience and select an organization topic and prepare their internship report with the guidance of their internship supervisor.

It was a great opportunity for me to have the opportunity to work as an intern at Dutch Bangla Bank Limited (DBBL) and prepare my internship report on the topic that is highly related to the Human Resource Management concentration area. The report consists of five elaborate chapters. The first chapter describes the introductory part that includes the general ideas of the report, the second chapter is discussed on the Dutch Bangla Bank Limited that is consist of the bank’s profile, mission, vision of the bank, the products mix of DBBL and the organizational chart of the bank. The third chapter explains the different HR functions the bank is conducting spontaneously. The fourth and the main chapter is discussed the recruitment and selection process of Dutch Bangla Bank Limited. 



Finally, the fifth chapter adds some suggestion after analyzing the recruitment and selection procedures of Dutch Bangla Bank Limited for the betterment of the HRD as well as the bank from the theoretical knowledge that I have learned from my Bachelor of Business Administration. Hopefully, the recommendations will help the HR managers to improve the recruitment and selection procedures of DBBL.


                                                                                         ii
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1.1 Background of the study:

Today, in every affiliation workforce organizing as a development is crucial. It is a noteworthy bit of an affiliation. Human Resource Planning is a crucial component for the accomplishment of the relationship as time goes on. There are certain ways that are to be trailed by every affiliation, which ensures that it has the right number and kind of people, at the ideal spot and perfect time, with the objective that the affiliation can achieve its orchestrated objective. 

The destinations of the HRD are HRP, Recruitment, and Selection, Training, and Development, Career sorting out, Transfer and Promotion, Risk Management, Performance Appraisal, etc." Every objective needs phenomenal thought and genuine organizing and utilization. 

Associations exist not in view of their craving to be kind but rather to likewise make a benefit. In spite of the fact that their underlying concern might be that of picture building and winning the altruism of the general population, a definitive objective is the accomplishment of the authoritative objectives. This implies there is the need to design deliberately to provide food for the short, medium and long haul development of the association. 

Recruitment and Selection framework must be a significant factor for the Bank's administration procedure. The enrollment and Selection framework in the banking segment had turned out to be crucial for most extreme yield and compelling business results. For each association, it is essential to have the ideal individual in the correct activity. Enlistment and determination expect a fundamental activity in this situation. Insufficiency of capacities and the use of new development are putting noteworthy load on how organizations approach enrolling and choosing staff. It is recommended to finish an essential assessment of the enrollment and choice system. 

Enrollment and Selection are concurrent procedures and are deficient without one another. Enlistment and determination are two of the most significant elements of faculty the board. Enrollment goes before determination and aides in choosing the correct competitor. They are significant segments of the association and are not quite the same as one another. 

This examination will give adequate data about Recruitment and Selection frameworks completed in Dutch-Bangla Bank Limited (DBBL).
2

1.2 Statement of the study:

Human resource management can be characterized as a procedure of getting; creating and keeping up skilled human resource in the association in this way, that objective of an association is accomplished in a powerful and productive way. 

Human Resource Management 'The approaches and practices associated with  “general population" or human resource parts of a management position, including enlisting, preparing, fulfilling, and assessing. In this way, the recruitment and determination procedure is a significant piece of HRM in any association on the planet. 

With reference to this particular circumstance, this examination is been set up to put a light on the enlistment and determination process. This assessment joins significance and meaning of enrollment and choice, need and reason for enlistment, assessment of enrollment process, enrollment tips. Wellsprings of enlistment through which an association gets a sensible application. Consistent enrollment and choice, which an association should seek after, right work. Occupation examination, which gives an idea in regards to the need of the movement.

Next is choice procedure, which circuits experiences of determination, Types of test, kinds of meeting, basic meeting issues and their answers, ways to deal with choice, logical choice approach, choice in Bangladesh and issues.

1.3 Significance and Rationale of the Study:

As a part of the requirement of the BBA program of the Faculty of Business Studies of United International University the study is proposed to perform. DBBL is one of the leading private commercial bank in Bangladesh give the most creative and moderate banking items to its esteemed clients. Dutch-Bangla Bank engineers endeavor and imagination in business and industry with a pledge to social duty. As a representative's of the DBBL, it will be exceptionally intriguing and effective for me to play out the examination. At last, this will offer foresight to the management of DBBL before leaving on human resource arranging and improvement.

1.4 Objective of the Study:

Two types of objective are here for serve the purpose of the study.

1. General Objective

2. Specific Objective

1. General Objective of the study:

· The general goal of this examination is to investigation the Recruitment and Selection practices of Dutch-Bangla Bank Ltd (DBBL)


2. Specific Objectives of the study:

· To look at the Recruitment and Selection strategy of Dutch-Bangla Bank Ltd (DBBL). 
· To survey the phases of Recruitment and Selection rehearses in Dutch-Bangla Bank Ltd (DBBL). 
· To assess the viability of enlistment and choice practices embraced in the association. 
· To distinguish the issues in the Recruitment and Selection practices of DBBL. 
· To give proposals for improving the Recruitment and Selection practices of DBBL.


1.5 Scope and Limitations:

· The extent of the investigations is being watch the degree for satisfaction levels of business similarly as the laborers goes on the method of enrollment and determination frameworks grasped by the association.
· This has to be in like manner show the difference accepting any, on this effect, will be educated about paper.
· Not only help to aquanaut with the expert working environment yet it would in like manner engage to get a close by look at the changed degrees of power obligation relationship winning in the association 
· Apart from getting thought of the strategies and techniques in the enlistment methods, it will likewise give a nearby take a gander at the understanding of corporate culture winning out there in the association. 
· The stipulated time for the examination is inadequate to experience a comprehensive investigation about the subject allotted and in addition, the extent of the point (enlistment and choice) is long though, so it is hard to vague the whole theme inside the stipulated time. 
· The concentrate was centered uniquely around Dutch-Bangla Bank Limited (DBBL).
· Relevant information and record gathering were troublesome because of association classification. 
· The consider territory was the non-government association so the gathering of data's very hard.




1.6  Organization of the Study:

The examination comprises of six sections. The main section comprises the foundation of the examination, Statement of the investigation, Significance and Rationale of the Study, Objective of the investigation, Scope and restrictions of the investigation and in conclusion the association of the investigation. 

In section two, the technique embraced to lead the examination was expressed. This section manages issues, for example, Sources of Data, Population, Sample strategy, Sampling Size, instrument, and informative introduction, talk, and examination. 

Section three expresses the hierarchical profile with respect to the examination. 

Section four speaks to the hypothetical surveys of ideas significant to the investigation. Section five is arrangements with the investigation and discoveries of the examination. 

The last section demonstrates the end and proposals.
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A research methodology is an approach to methodically take care of the research issue. 

The methodology manages the instruments and strategies for doing research. It might be comprehended as an exploration of examining how research is done experimentally. Researchers likewise need to comprehend the suppositions hidden different strategies and they have to know the criteria by which they can choose that specific methods and systems will be relevant to specific issues and others won't.


2.1 Sources of Data:

There are two types of data collection:
· Primary data
· Secondary data

Primary data
Questionnaire: The primary data utilized in this research after the information gathering is through surveys. Comparing to the idea of the investigation immediate, organized surveys with a blend of shut and open-finished inquiries will be directed to the applicable respondents inside the HR division and different divisions of the association. I likewise gathered Primary information by eye to eye discussions with the officials and workers of Dutch-Bangla Bank Limited.

Secondary data
Secondary data is those which have just been gathered by another person and which have just been gone through the stratified procedure. Under the optional technique, I took the assistance of different reference books which I have referenced in the list of sources and furthermore by method for surfing through the organization site.

2.2 Organizational literature: Any pertinent writing accessible from the association on the Company profile, enlistment &selection methods, Job determinations, division savvy separate of labor quality and the authoritative structure.
Other Sources are:
· Annual reports of DBBL;
· Bank records;
· Appropriate Journals of the Bank;
· Different books, training papers, manuals etc. related to the topic; and
· Website of the Bank.


2.3 Instrument used:

A questionnaire will be used for the purpose of research. Questionnaire consists of a number of question sprinted or typed in a definite order on a form or set of forms.

Questionnaire: Quite frequently questionnaire is considered as the core of study activity. The fundamental parts of a questionnaire are the general structure, question succession, and question plan and wording. 

To test the legitimacy and adequacy of the enlistment and choice methodology in the association, and to test the legitimacy and viability of the arrangements and systems inside the association. For example, a questionnaire, with clear guidelines (shown by models), is unquestionably more successful and simpler to finish than one which comes up short on these highlights. It is likewise in accordance with the appraisal of any proposals/suggestions from the respondents may have as far as the utilization of an elective source/gadget of enrollment and determination, at that point what as of now frames the present routine with regards to the HR Division. 

The questionnaire would be managed to 20 respondents, holding a senior assignment inside the HR division of the association. To manage the Questionnaire, the respondents would include the workforce holding senior assignments inside the HR Division of the association. The respondents for the Questionnaire will likewise be ideally being board individuals from the Recruitment and Selection Board of the association. 

The degree of the example is bound to the Head office of DBBL, explicitly to the Administration.
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3.1 Background of the Bank:
Dutch-Bangla Bank began activity is Bangladesh's first joint endeavor bank. The bank was an exertion by neighborhood investors initiated by M Sahabuddin Ahmed (founder chairman) and the Dutch organization FMO. 

From the beginning, the focal point of the bank has been financing high-development producing enterprises in Bangladesh. The method of reasoning is that the assembling division sends out Bangladeshi items around the world. Subsequently financing and focusing on this segment enable Bangladesh to accomplish the ideal development. DBBL's different center is Corporate Social Responsibility (CSR). Despite the fact that CSR is currently a prosaism, DBBL is the pioneer in this division and named the commitment just as 'social duty '. Because of its interest in this segment, DBBL has turned out to be one of the biggest benefactors and the biggest bank giver in Bangladesh. The bank has won various worldwide honors in light of its extraordinary methodology as a socially cognizant bank. 

Dutch-Bangla Bank is the principal bank in Bangladesh to be completely mechanized and present Electronic Banking. The mechanization was finished in 2003, yet further options and highlights are consistently being included and updated. DBBL has received the equivalent accurate computerization arrangement utilized by numerous global banking monsters. In spite of the fact that this was altogether more costly than different arrangements, it is a little cost to pay for a customer's genuine feelings of serenity. 


A DBBL customer currently has unparalleled access to banking from any DBBL branch, ATM and POS. These administrations are for nothing out of pocket and are shockingly moderate for everybody. Despite the fact that DBBL has put more in Electronic Banking more than some other bank, the division was never proposed to be gainful. It was embraced with a similar outlook DBBL attempts its Corporate Social Responsibility errands. 

DBBL likewise has the biggest ATM organize in Bangladesh. This gives DBBL customers full access to 'whenever anyplace' banking across the nation. All global and numerous nearby banks utilize the DBBL ATM organize for their own customers. DBBL has introduced more than 2000 ATMs across the country. Similarly, as with most things, ATM access to all DBBL ATMs is boundless and free for all DBBL customers. On the off chance that a customer of a part bank (not DBBL) utilizes a DBBL ATM, the part bank may include an exchange charge. 

DBBL has the biggest IT spending plan in Bangladesh. DBBL keeps up the cutting edge Electronic-Banking Division. The Electronic-Banking Division manages and keeps up DBBL's venture just as executing up and coming tasks. 

DBBL is the main neighborhood bank to have an off-site Data Recovery Site (DRS). DRS guarantees that client records are sheltered, sponsored up, and exceptional in case of a noteworthy fiasco at the Electronic-Banking Division central station. 

Since 2004, DBBL has presented SMS and Alert banking. With a cell phone, clients can perform many banking activities with their telephone. 

2011 was a noteworthy year for the banking segment of Bangladesh as DBBL initiated Bangladeshi's first Mobile Banking. It's a Banking procedure without bank office which gives monetary administrations to unbanked networks proficiently and at a reasonable expense. Versatile Banking gives banking and monetary administrations, for example, money, in real money out, shipper installment, utility installment, pay dispensing, remote settlement, government stipend payment, ATM cash withdrawal through portable innovation gadgets, for example, Cell Phone. DBBL is an essential permit holder for both VISA and MasterCard. It is approved to issue and acknowledge installments from the two associations. DBBL likewise works intimately with the two associations to present to you the most recent in card innovation. DBBL likewise offers Visa and MasterCard Debit Cards.
The Profile at a Glance
Name	: Dutch-Bangla Bank Limited
Date of Incorporation	: June 3, 1996. Date of Inauguration of Operation: 4 July1996
Registered Office	:Senakalyan Bhaban
195, Motijheel C/A, Dhaka-1000, Bangladesh.


[image: ]Logo	:
Founder chairman	: M Sahabuddin Ahmed Name of the Managingdirector	: Mr. Mr. K. ShamsiTabrez Number of Branches		145
Services Provided	: Deposit scheme, Loan & Advances. Diversification of products&
Services	: Banking services, ATM services,
Consumer Banking, Corporate Banking, Investment Banking
Paid up capital	: Tk. 2000.00million
Publicly Traded Company		: Share quoted daily in DSE & CSE Credit Card	: Member of Master Card, VISA Card Banking Operation System		: Conventional Banking System Technology Used		: Member of SWIFT, on line banking,
  IFLeX, Flex cube Computer System
E-mail	:dbbl@bdmail.net
WebSite	: www.dutchbanglabank.com
SWIFT	: DBBL BDDH

Review of Literature:

Dutch-Bangla Bank began activity was Bangladesh's first joint endeavor bank. The bank was an exertion by nearby investors initiated by Md. Sahabuddin Ahmed (Founder Chairman) and the Dutch organization FMO. 

It is the biggest bank in Bangladesh of market capital. DBBL was built up under the Bank Companies Act 1991 and consolidated as an open constrained organization under the Companies Act 1994 in Bangladesh with the essential goal to continue a wide range of banking business in Bangladesh. DBBL started formal tasks from June 3, 1996. The Bank was recorded with the Dhaka Stock Exchange Limited and Chittagong Stock Exchange Limited. 

From the beginning, the focal point of the bank has been financing high-development fabricating ventures in Bangladesh. The method of reasoning is that the assembling segment sends out Bangladeshi items around the world. Along these lines financing and packing in this division enables Bangladesh to accomplish the ideal development. DBBL's different center is Corporate Social Responsibility (CSR). Despite the fact that CSR is presently an adage, DBBL is the pioneer in this part and named the commitment just in 'social duty'. Because of its interest in this division, DBBL has turned out to be one of the biggest givers and the biggest bank benefactor Bangladesh. The bank has won various global honors as a result of its exceptional methodology as a socially cognizant bank. 

DBBL was the primary bank in Bangladesh to be completely mechanized. The Electronic-Banking Division was set up in 2002 to embrace quick computerization and bring present-day banking administrations into this field. Full computerization was finished in 2003 and therefore acquainted plastic cash with the Bangladeshi masses. DBBL likewise works the country's biggest ATM armada and in the process radically cut buyer expenses and charges by 80%. Besides, DBBL picking the low gainfulness course for this part has shocked numerous pundits. DBBL had sought after the mass robotization in Banking as a CSR action and never expected productivity from this division. Because of it’s presently gives unmatched banking innovation contributions to every one of its clients. On account of this mentality, most neighborhood banks have joined DBBL's banking foundation as opposed to seeking after their own.
3.2 Corporate Organization:
There are four different wings to consist the organizational structure of DBBL. They are
a) Board: Chairman and Members of the Board are named by the individual investors.
b) Chairman: The Chairman is named by the Board. He goes to Board gatherings and it is through him that the Board choices are executed. 
c) Managing Director (MD): The Managing Director, who is likewise, the Chief Executive Officer of the Bank is delegated by the Board, is dependable to the Chairman and the Board for all activities/elements of the Bank.
d) Management Committee (MANCOM): MAN-COM is made out of the Managing Director, Deputy Managing Directors, Heads of Divisions/Departments/Units from Head Office and some other staff individuals who maybe co-selected as required and assigned by the Managing Director. MAN-COM typically meets once every week to discuss and choose the key issues going up against the bank in an aggregate way.

Organizational Hierarchy:

The Organization or Organizational Structure of DBBL demonstrates channels of correspondence and revealing connections. Each Head of Division/Department/Unit In-control ought to guarantee that the workers under her/him completely comprehend the Organizational Matrix and pursue that announcing relationship and a stream of all correspondences as outlined. 
In Dutch Bangla Bank flat association structure is kept up.
The diagram of DBBL’s horizontal organization structure is given below:
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3.3 Mission, Vision & Core Objective:

Mission:
Dutch-Bangla Bank engineers venture and imagination in business and industry with a promise to social duty. "Profits alone" doesn't hold a focal concentration in the Bank's activity; since "man does not live by meat and potatoes alone".

Vision:
Dutch-Bangla Bank longs for better Bangladesh, where expressions and letters, sports and games, music and excitement, science and training, wellbeing and cleanliness, clean and contamination-free condition or more each of the general public dependent on profound quality and morals make for our entire lives worth living. DBBL's quintessence and ethos lay on a universe of innovativeness and the wonder enchantment of an enchanted life that overflows with the soul of life and undertakings that contribute towards human improvement.

Core Objectives:
Dutch-Bangla Bank has confidence in its inflexible pledge to satisfy its client needs and fulfillment and to turn into their first decision in banking. Submitting a general direction to its pool regarded demographic, Dutch-Bangla Bank expects to make ready for another time in banking that maintains and encapsulates its vaunted marquees "Your Trusted Partner".

3.4. Performance:
Dutch-Bangla Bank has been beneficial since the primary year of its tasks. 
As a completely authorized business bank, Dutch-Bangla Bank Ltd. is being overseen by a profoundly expert and committed group with long involvement in banking. They always center on comprehension and foreseeing client needs. As the financial situation experiences changes so are simply the bank and it repositions in the changed economic situation. 
Dutch-Bangla Bank Ltd. has effectively gained critical ground inside a brief time of its reality. The bank has been reviewed as a top-class bank in the nation through a globally acknowledged CAMEL rating. The bank has effectively involved a lucky position among its rivals in the wake of making progress in every aspect of business activity.
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4.1 What is Recruitment and Selection?
“Recruitment and Selection framework alludes to sourcing and building productive Human Resource to the association to achieve its targets”
Recruitment and Selection are procedures that are significant in an association for choosing the correct contender for occupation and in this way adding to the development of the association. In association enrollment and determination is, for the most part, the errand of the Human Resource division. Individuals mistake for the words enlistment and determination in light of the fact that the two words are utilized with regards to welcoming and choosing new possibilities for the opportunities in the association to manage the obligation of that specific occupation. Yet, the implications of these two words are especially not quite the same as one another. 
A key idea in the enrollment and choice procedure is individual association fit, for example, pulling in and employing individuals who fit into the association's needs, values, culture, and so on. In like manner, the association ought to be 'appropriate' for the individual, for example, there ought to be two-route harmoniousness between the attributes of the individual and the activity/association
4.2 Recruitment
Recruitment is process of searching for potential applicants and encouraging them to apply for the job in the organization.

“Recruitment is the way toward pulling in people on an opportune premise, with suitable capabilities, in adequate numbers and urging them to apply or be accessible for occupations in the association”








According to EDWIN FLIPPO
“Recruitment is the way toward scanning for planned representatives and invigorating them to apply for employments in the association.”
A theoretical explanation state, "It is the route toward finding and pulling in talented contender for the business. The technique begins when newcomers are searched for and closes when their up-and-comers are submitted. The result is a pool of up-and-comers from which new delegates are picked”.
Recruitment is where HR distinguishing the holes to be filled, pulling in the reasonable individual's CV's through various media (like includes. in paper, moving toward Consultants, representative references, grounds positions (when the prerequisite is tremendous), even u can confirm dynamic working workers in your organization through advancements/moves) and so forth., up to accepting the CV's.






























4.3 Recruitment vs. Selection
Both recruitment and selection are the two phases of the employment process. The differences between the two are:

1. Recruitment is the way toward looking the contender for work and invigorating them to apply for employment in the association.

Though choice includes the arrangement of ventures by which the applicants are screened for picking the most reasonable people for empty posts.

2. The fundamental reason for recruitments is to make an ability pool of contenders to empower the choice of the best possibility for the association, by drawing in an ever-increasing number of workers to apply in the association.

While the essential reason for the determination procedure is to pick the correct possibility to fill the different positions in the association.

3. Recruitment is a positive procedure, for example, empowering an ever-increasing number of representatives to apply.

While the choice is a negative procedure as it includes the dismissal of unacceptable applicants.

4. There is no agreement for recruitment set up in recruitment.

While choices come with an agreement of administration between the business and the chosen representative.

5. Recruitment is recognizing n urging planned workers to apply for a vocation.

The choice is choosing the correct hopeful from the pool of candidates through different meetings and tests.
6. In the recruitment administrations of a specialist isn't required.

While in the choice, administrations of a specialist are required.

7. Recruitment is a short methodology. In enrollment consideration is let go to circumstances and applications are assembled from different elements.

Assurance is a broad methodology. It incorporates examination of use, giving tests, sorting out gatherings and helpful assessment.
8. Recruitment isn't extreme. Maintenance is required on a very basic level for advancing the posts.

Determination is an exorbitant action, as use is required for testing applicants and lead of meetings.

9. Recruitment is a former decision. It makes a real base for genuine assurance. 

Assurance is other than enlistment. It is out of contenders' available/interested.
4.4 Need for Recruitment:
The prerequisite for enlistment may be a result of the going with causes/situation:

a) Vacancies in view of progressions, move, leaving job, halt, enduring insufficiency, passing, and specialist turnover. 
b) Creation of new opening due to the advancement, augmentation, and extension of business activities of an endeavor. Similarly, new open doors are possible due to the action subtleties.



4.5 Purpose and Importance of Recruitment

1. Determine the present and future prerequisites of the association related to its workforce arranging and employment investigation exercises.
2. Increase the pool of occupation competitors at least expense.
3. Help increment the achievement rate of the determination procedure by decreasing the quantity of obviously under-qualified or overqualified work candidates.
4. Help diminish the likelihood that activity candidates once enrolled and chose, will leave the association simply after a brief timeframe.
5. Meet the association's lawful and social commitments with respect to the arrangement of its workforce. 
6. Begin distinguishing and planning potential employment candidates will's identity proper hopefuls.
7. Increase authoritative and singular viability temporarily and long haul. 
8. Evaluate the adequacy of different enlisting procedures and hotspots for a wide range of employment candidates.
9. Recruitment is a positive limit in which consideration is given to the occupations available in the affiliation and fascinated hopefuls are encouraged to submit applications with the true objective.
10. It is through recruitment that many individuals will come to know a company, and eventually decided whether they wish to work fort
4.6 Recruitment Process

Recruitment insinuates the route toward perceiving and attracting work searchers so as to produce a pool of qualified occupation competitors. The methodology contains five interrelated stages, by means of,
1. Planning.
2. Strategy development.
3. Searching.
4. Screening.
5. Evaluation and control.

The ideal enrollment changed is the one that pulls in a by and large greater number of qualified-up-and-comers who will persevere through the screening system and recognize positions with the affiliation, when promoted. Enlistment programming designers can miss the ideal from various perspectives for instance by fail to pull in an adequate applicant pool, by under/overselling the affiliation or by lacking screening competitors before they enter the assurance method. As such, to approach the ideal, individuals responsible for the enlistment method must realize what number of and what sorts of agents are required, where and what to resemble for the individuals with the correct capacities and interests, what inciting to use for various sorts of competitors social affairs, how to perceive applicants who are qualified from the people who have a reasonable shot of accomplishment and how to evaluate their work.

Stage 1:
Recruitment Planning:
The fundamental stage in the selection system is orchestrating. Arranging incorporates the understanding of likely occupation opening and information about the possibility of these livelihoods into set of goals or spotlights on that decide the (1) Numbers and (2) Types of candidates to be reached.
i) Numbers of contact:
The relationship, about constantly, plans to attract a greater number of competitors than they will contract. A part of those arrived voluntarily be uninterested, lacking or both. Each time an enrollment Program is thought about, one task is to evaluate the quantity of applicants imperative to fill all opening with qualified people.

ii) Types of contacts:
It is on a very basic level worried about the sorts of people to be taught about work openings. The kind of people depends upon the assignments and commitments included and the capacities and experience foreseen. These nuances are available through the arrangement of working obligations and business specific.

Stage 2:
Strategy Development:
When it is assessed that what sorts of enrollment and what number of are required then one has accumulated in (1). Make or Buy delegates. (2). The imaginative innovation of enlistment and decision devices. (3). Land transport of work markets including work searchers. (4). Wellsprings of enrollment. (5). Sequencing the activities in the enrollment methodology.
‘Make’ or ‘Buy’:
Association must pick whether to get le skilled agents and add to getting ready and guidance designer or they can utilize gifted work and master. Fundamentally, this is the 'make' or 'buy' decision. Affiliations, which contract skilled and specialists should pay more for these laborers.
Technological Sophistication:
The second-choice n system improvement recognizes the methodologies used in enrollment and decision This choice is for the most part impacted by the accessible innovation. The approach of PCs has made it workable for businesses to examine national and worldwide candidate capabilities. Albeit unoriginal, PCs have given managers and employment searchers a more extensive extent of alternatives in the underlying screening stage.
Where to look:
To reduce the costs, affiliations examine work grandstands bound to offer the required movement searchers. All around, associations research the national market for regulatory and capable agents, regional or neighborhood markets for specific laborers and close by business sectors for the authoritative and hands-on laborers.
When to look:
A fruitful enlisting framework must choose when to look-choose the timings of events other than acknowledging where and what to resemble for occupation applicants.

Stage 3: Searching
At the point when an enlistment plan and strategy are worked out, the chase technique can begin. Search incorporates two phases
a. Sources activation & 
b. Selling.
@). Source activation:
Typically, sources and search techniques are incited by the issuance of a specialist request. This suggests no real choosing occurs until singular boss have watched that opening exists or will exist. 


If the affiliation has masterminded well and worked honorably of structure up its sources and search procedures, inception after a short time results in a flood of usages or possibly proceeds.
 


The process must be procced. The individuals who pass must be reached and welcomed for a meeting. Fruitless candidates must be sent a letter of disappointment.

b) Selling:
An ensuing issue to be tended to in the glancing through methodology concerns correspondences. Here, affiliation walks tightrope. On one hand, they have to do whatever they can to pull in alluring applicants. Of course, they ought to restrict the allure of overselling their goals. 

On selling the affiliation, both the message and the media merit thought. Message insinuates the work business. Concerning media, it may be communicated that the suitability of any choosing message depends upon the media. Media are a couple of some have low legitimacy, while others acknowledge high acceptability. The assurance of medium or media ought to be done with a lot of thought.
Stage4:
Screening:
Screening of competitors can be seen as an indispensable bit of the enlisting system, anyway many views it as the underlying stage in the decision methodology. Surely, even the importance of enlistment, we referred to close to the beginning of this part, abstains from screening from its augmentation. Nevertheless, we have included screening in enrollment for authentic reasons. The decision method will begin after the applications have been examined and short-recorded. The contracting of instructors at a school is an ordinary situation. The application got in light of advancements is screened and simply qualified applicants have required a gathering. An assurance warning gathering containing the Vice-chancellor, Registrar and subject pros drives a gathering. Here, the enrollment strategy connects up to screening the applications. The assurance system starts simply late.

Purpose of screening
The reason for the screening is to oust from the enrollment methodology, toward the starting time, those competitors who are perceptibly deficient for the action. Fruitful screening can save a great deal of time and money. Care must be worked out, in any case, to ensure that possibly extraordinary specialists are not rejected without barrier. 
In screening, clear occupation judgments are precious. It is both incredible practice and a legal need that the up-and-comer's ability is settled on a choice dependent on their understanding, aptitudes, limits, and interest required to do the duty. 

The frameworks used to screen up-and-comers vacillate dependent upon the cheerful sources and enrolling strategies used. Meeting and application spaces may be used to screen walk-ins. Grounds spotters and association agents use gatherings and resumes. Reference checks are moreover useful in screening.

Stage 5:
Evaluation and Control:
Assessment and control are imperative as noteworthy costs are caused in the enlistment method. The costs all things considered realized are: - 

· Salaries for enlistment experts. 
· management and expert time spent on preparing sets of duties, work conclusions, sees, association contact, and so on. 
· The cost of advertisements or other enrollment strategies, which is office costs.
· recruitment overheads and administrative expenses. 
· costs of extra time and re-appropriating while the open doors remaining filled. 
· cost of enrolling unacceptable contenders for the assurance methodology.



4.7 Evaluation of Recruitment Process:

The recruitment has the goal of scanning for and acquiring applications for employment searchers in adequate number and quality. Keeping this goal in the brain, the assessment may incorporate:

· Return rate of application sent out.
· Number of suitable candidates for selection.
· Retention and performance of the candidates selected. 
· Cost of the recruitment process 
· Time lapsed data
· Comments on image projected.

4.8 Sources of Recruitment

SOURCES OF MANAGERIAL RECRUITMENT



INTERNALSOURCES	EXTERNAL SOURCES

	1) Promotion
	1) Campus recruitment

	2) Transfers
	2) Press advertisement

	3) Internal notification (Advertisement)
	3)Management Consultancy Service & private employment exchanges

	4) Retirement
	4) Deputation of personnel or transfer From one enterprise to another

	5) Recall
	5) Management training schemes

	6) Former employees
	6) Walk-ins, write-ins, talk-ins

	
	7) Miscellaneous external sources



4.9 Internal Recruitment Pros and Cons

· The Internal Recruitment can fabricate solid dependability with the association as the workers get an opportunity to change their situation after a timeframe. The representatives are not squeezed to search for circumstances in the outside activity showcase.
· The Internal Recruitment can be less expensive for the association and can spare the costs committed to the preparation and acceptance of new workers. Additionally, as the hopeful knows the association, the likelihood of disappointment is certifiably not a noteworthy issue to the association.
· The Internal Recruitment needs solid administration from the HRM Function, which can prompt clashes and the HRM Function must have a situation to have the option to go about as a solid facilitator in the compromise.
· The Internal Recruitment can prompt colossal issues when the hopefuls originate from one division. The administrators must have the privilege to secure their very own advantages in the association as they are in charge of the smooth task.
· The Internal Recruitment does not carry new aptitudes and capabilities to the association and association with serious utilization of interior recruitment can experience the ill effects of the new blood.

4.10 External Recruitment Pros and Cons
· The External Recruitment enables the association to characterize the correct necessities and the association can choose the applicant, which suits the association best.
· The external recruitment can be much of the time speedier arrangements, for the most part in the circumstance, when the activity market is brimming with potential occupation applicants.
· The external recruitment and proper campaign increase the fame of the association hands-on the market, which improves the situation for further development. Then again, outside recruitment is costly and takes a great deal of vitality from the HRM Function to deal with all the activity applicants in the choice procedure.
4.11 Selection Process:
A selection means picking up an individual who perfectly matches the job requirements.




Selection is basically picking an applicant from (a pool of applicants) who has the appropri
Selection is d defined as the process of differentiating between applicants in order to identify (and hire) those with a greater likelihood of success in a job.

“Qualification and competency to do the job”

Selection is a procedure of picking people (out of the pool of occupation candidates) with imperative capabilities and fitness to fill employments in the Organization. Recruitment Attracts Many however Selection looks to wipe out the same number of Unqualified. The way to worker determination is 'to pick the individuals who are well on the way to play out their occupations with max-viability and will in general stay with the Organization.
Selection is a long procedure, beginning from the starter meeting of the candidates and completion with the agreement of work.

98% of organizational success depends upon efficient employee selection
Careful Selection is Important because,
[image: ]Organizational execution consistently depends to a limited extent on subordinates having the correct aptitudes and properties.
[image: ]Recruiting and hiring employees is costly.

Successful selection doesn’t constantly mean discovering somebody with the greater part of a given quality.

· The goal is an ideal match between the activity and the attributes a candidate has.

· The goal is an ideal match between the activity and the attributes a candidate has.
· Identify which qualities are the most significant for the conditions
Rejected Application

The following chart gives an idea about Selection Process: -


External environment


	
	Internal environment
	

	
	
	

	

Preliminary interview



Selection test


Employment interview


Reference and Background Analysis


Selection decision


Physical examination


Job offer


Employment contract


Evaluation


4.12 Environment Factor Affecting Selection:
Determination is affected by a couple of factors. Progressively unquestionable among them are free market action of express capacities in the work feature, joblessness rate, work financial circumstances, legitimate and political thought, association's image, association's methodology, HR masterminding and cost of contracting. The last three include the internal condition and the remainder of the structure the external state of decision technique 
Step 1: -
Preliminary Interview:
The up-and-comers got from occupation searchers would be at risk to examination to discard unfit up-and-comers. This is typically trailed by a groundwork meeting the explanation behind which is basically proportionate to examination of use, that is, clear out of insufficient up-and-comers. 
Step 2: - Selection Test:
Employment searchers who pass the screening and the starter meeting are called for tests. Different sorts of tests may be controlled, dependent upon the movement and the association. Generally, tests are used to choose the up-and-comer's ability, twisted and character.
The following are the type of tests taken: 
1. Ability tests:

Assist  with choosing how well an individual can perform endeavors related to the movement. A splendid portrayal of this is the creating tests given to an inevitable supervisor for secretarial business. 
Also identify as ‘ACHEIVEMENT TESTS’.
2. Aptitude e test:
Aptitude tests whether a person's has the limit or dormant capacity to become familiar with a given activity whenever given satisfactory preparing. The utilization of bent test is fitting when a candidate has had practically no experience along the line of the employment opportunity.
Forms of aptitude test:
1. Mental or intelligence tests
2. Mechanical aptitude tests
3. Psychomotor or skills tests
4. Intelligence test
5. Interest Test
6. Personality Test
7. Projective Test
8. General knowledge Test
9. Perception Test
10. Graphology Test
11. Polygraph Test
12. Medical Test
Step 3: Assessment:
The following stage in the assurance methodology is a gathering. Meeting is formal, all around exchange coordinated to survey the candidate's adequacy. It is viewed as fantastic determination gadget. It is eye to eye trade of view, thoughts and supposition between the applicants and questioners. Fundamentally, meet is only an oral examination of hopefuls. Meeting can be adjusted to untalented, gifted, administrative and calling representatives.
Objectives of interview: -
Interview has at least three objectives and they are as follows: -
1. Helps acquire extra data from the candidates 
2. Facilitates giving general data to the applicants, for instance, association techniques, work, things manufactured, etc.
3. Helps form the organization's picture among the candidates.
Types of Interview:
Interviews can be of various kinds. There gatherings used by the associations. Following are the various types of gathering: -
Casual Interview:
An easygoing gathering is an oral gathering and may happen wherever. The agent or the executive or the staff chief may solicit a couple from for all intents and purposes insignificant request like name, spot of birth, names of relatives, etc. either in their different work environments or wherever outside the plant of association. 
Conventional Interview:
Conventional meetings may be held in the business office by the work office in an inexorably formal condition, with the help of especially sorted out request, the time and spot of the gathering will be stipulated by the work office. 
Non-Directive Interview:
Non-directive or unstructured gathering is planned to allow the interviewee to talk his mind uninhibitedly. The examiner has no formal or order questions, anyway his beginning and end thought is to the contender. He asks the likelihood to talk by a dash of poking at whatever point he is tranquil for instance "Mr. Shaft, you should educate us concerning yourself after you're proceeded onward from auxiliary school".

Stress Meeting:
It is planned to test the contender and his lead and direct by him under conditions of uneasiness. The examiner may start with "Mr. Joseph, we don't think your abilities and experience are adequate for this position,' and watch the reaction of the hopefuls. Respectable candidates won't yield, despite what might be expected he may substantiate why he is able to deal with the activity.
Group Interview:
It is intended to spare occupied official's time and to perceive how the applicants might be united in the work office and they might be met.
Panel Interview:
A panel or interviewing board or choice advisory group may meet the applicant, as a rule on account of supervisory and administrative positions. This sort of meeting pools the aggregate judgment and shrewdness of the board in the evaluation of the hopeful and furthermore in scrutinizing the resources of the competitor.
Sequential Interview:
The sequential meeting takes the coordinated above and beyond and includes a progression of meeting, normally using the quality and knowledgebase of every questioner, with the goal that every questioner can pose inquiries in connection to his or her branch of knowledge of every competitor, as the hopeful moves from space to room.
Mold Interview:
In a sorted out gathering, the examiner uses preset organized request, which are put to all of the interviewees. This gathering is in like manner called as 'Guided' or 'Structured' meet. It is significant for considerable results, especially when dealing with the tremendous number of competitors.
Unmold Interview:
It is otherwise called 'Unpatented' meet, the meeting is to a great extent impromptu and the interviewee does the greater part of the talking. Unguided meeting is favorable in as much as it prompts a well-disposed discussion between the questioner and the interviewee and all the while, the later uncovers a greater amount of his or her longing and issues.
Mixed Interview: 
Practically speaking, the questioner while meeting the activity searchers utilizes a mix of organized and organized and unstructured inquiries. This methodology is known as the Mixed Interview.


Telephone Interviews: 
Have a duplicate of your resume and any focuses you need to make sure to say adjacent. On the off chance that you are on your home phone, ensure that all flat mates or relatives know about the meeting (no noisy sound systems, yapping hounds and so on.). Talk a bit slower than expected. It is essential that you pass on your excitement verbally, since the questioner can't see your face. In the event that there are delays, don't stress; the questioner is likely simply taking a few notes.








































Step 4:
Reference Check: Numerous businesses sales names, areas, and telephone amounts of references to check information and possibly, expanding additional establishment information on a competitor. But recorded on the application structure, references are not commonly checked until an up-and-comer has adequately accomplished the fourth period of a continuous decision technique. Exactly when the work market is incredibly tight, relationship now and again agreement applicants before checking references. They should check all the reference of cheerful.
Step 5:
Selection Decision:
After the wake of getting information through the previous advances, decision the most criticizing of the significant number of steps-must is made. Various stages in the decision technique have been used to restrain the amount of the contenders. An extreme end must be made the pool of individuals who pas the tests, gatherings and recommendation checks. 
Step 6: -
Physical Examination on:
After the selection decision and before t the offer of employment is made, the competitor is required to experience a physical wellness test. An offer of employment is, regularly, dependent upon the cheerful being reported fit after the physical assessment. The eventual outcomes of the restorative wellbeing test are recorded in a declaration and are shielded in the staff records. There are a couple of goals behind a physical test. Plainly, one clarification behind a physical test is to recognize if the individual passes on any overpowering illness. Moreover, the test assists with choosing if a competitor is physically fit to play out the work. Thirdly, the physical assessment information can be used to choose whether there are certain physical limits, which separate viable and less productive agents. Fourth, therapeutic enrollment shields applicants with prosperity deserts from undertaking work that could be badly arranged to them or may somehow endanger the business' assets.
Step 7: 
Job offer:
The following stage in the determination procedure is offer of employment to those applicants who have crossed all the past snags. Offer of business is made through a letter of assigned. Such a letter overall contains a date by which the candidate must expound on commitment. The agent must be given reasonable time for reporting. Those is particularly fundamental when the individual is in work, in which case the agent is required to obtain a lessening statement from the past chief. Yet again, another action may anticipate that advancement should another city, which means noteworthy arranging, and improvement of assets.
Step 8: -
Contract of Employment:
Following the idea of work has been made and contenders recognize the offer, certain records ought to be executed by the business and the candidate. One such chronicle is the affirmation structure. This structure contains critical bits of knowledge with respect to the cheerful, which are approved and affirmed by him/her. Confirmation structure will be a considerable record for the future recommendation.
Step 9: -
Concluding the Selection Process:
In spite of prominent discernment, the choice technique won't end with executing the business contract. There is another movement – love fragile one supporting those contenders who have not picked, not in perspective on any certifiable deficiencies as a piece of their character, however since their profile didn't organize the need of the affiliation. They ought to be educated that the people who were picked were done completely on relative authenticity.
Step 10: -
Evaluation of Selection Programmers:
The wide preliminary of the practicality of the assurance technique is the idea of the staff utilized. An affiliation must have prepared and submitted work power. The assurance technique, if fittingly done, will ensure availability of such agents’ representatives. How to assess the adequacy of a determination program? An intermittent review is the appropriate response. Individuals who work free of HR office must direct review. The table beneath contains a layout that features the zones and inquiries to be canvassed in a deliberate assessment.
4.13 Problems in constructive assessment:
The essential objective of decision is to contract people having capacity and obligation. This objective is every now and again vanquished in light of explicit obstacles. The obstructions, which check sufficiency of assurance, are acknowledgment, sensibility, authenticity, faithful quality and weight.
· Perception: -
Our powerlessness to fathom others definitely is probably the most head limit to picking the right candidate. 
Determination demands an individual or a social occasion of people to assess and consider the different capacities of others, with the purpose of picking the right individuals for the businesses. In any case, our points of view are extraordinarily redone. We all in all observe the world in a startling way. Our confined perceptual limit is obviously an obstacle to the objective and adjusted decision of the all-inclusive community.
· Fairness: -
Fairness in selection necessitates that no individual should be mistreated dependent on religion, territory, race or sex. Regardless, the low amounts of women and distinctive less exceptional sections of the overall population in focus and senior organization positions and open detachment dependent on age in occupation promotions and in the decision, technique would suggest that all of the undertakings to restrict difference have not been fruitful.
· Validity: -
Validity, as explained earlier, is a test that predicts work execution of an officeholder. A test that has been endorsed can isolate between the laborers who perform well and the people who won't. Regardless, an affirmed test doesn't predict work accomplishment exactly. It can simply grow believability of advancement.
· Reliability: -
A reliable strategy is one, which will make solid results when repeated in near conditions. Like affirmed test, a strong test may disregard to anticipate work execution with precision.
· Pressure: -
Pressure is expedited the selectors by lawmakers, civil servants, relatives, companions and friends to choose specific hopefuls. Hopefuls chose as a result of impulses are clearly not the correct ones. Arrangements to open divisions’ endeavors for the most part happen under such weights.
	Chapter 
	Analysis & Findings

	5
	




The analysis of the various wellsprings of enlistment and decision devices is shown here. The response required from the HR Department (as separated from Questionnaire) addresses current practice inside the affiliation in regards to the wellsprings of enrollment and decision contraptions used. 

The investigation of the response required from the different workplaces (as analyzed from Questionnaire) surrounding the model, addresses the perspective on the respondents from these Departments to the extent the authenticity and ampleness of the various sources/devices of enrollment/decision (unequivocal to these Departments). 

The examination further includes any recommendations/proposals given by these non-HR Departments (molding the model for overseeing Questionnaire) to the extent any enlistment source and also assurance device that should be passed on by the affiliation isolated from what starting at now sets up current practice.

Successful human resource division makes it workable for the association to obtain the number and kinds of individuals important to guarantee the proceeded with task of the association by the enlistment and choice procedure. So, it acts a significant job in HR division.
DBBL is where every one of the workers is checked under a successful HR office. This branch of the association assuming the job of inferred expert of DBBL.
Internal and external every one of the circumstances and contemplations identified with human is checked and worked by the HR division. In the long run this bank utilizes all the fundamental elements of HR to run the associations.
The Recruitment and Selection process in DBBL is given below.

5.1 Recruitment Practices of DBBL:
The goal of enlistment is to build up a gathering of possibly qualified individuals. To this end, the association must extend the situation so that activity searchers react. DBBL has confidence in the-
1. Process drawing in qualified job candidates.
2. Strategic enlistment includes the fitting utilization of inward and outer sources.
3. The procedure of finding and endeavoring to pull in employment hopefuls who are prepared to do adequately filling occupation opening.

Recruitment is the way toward securing, conveying and holding workforce of satisfactory sum and quality to make constructive outcomes on the affiliation reason-ability and DBBL reliably endeavor to keep up this with specific methods. When they enlist contenders, they for the most part focus positive collaboration of the candidate ability and occupation characteristics are arrange with each other or not. On a very basic level they by and large endeavor to facilitate individual with the particular work. Moreover, they complement on develop the capacity instead of acquiring. They have an alternate planning and headway unit where they train their present specialists and endeavor to make then viable for their action.

In reliably DBBL do negate field-tried system, this game plan is done once in a year and which chooses the exceptional year's necessary headcount. Additionally, in perspective on that information they enroll people. DBBL essentially keep up plan based HRP and time frame of this masterminding is 1 year. They generally slant toward inward obtaining for bleeding edge position anyway for section/junior level or PO/TO situate they go for outside one.
5.2 Types of Recruitment:
DBBL always use 2 different types selection process :
· Yearly recruitment: this is done every year, as indicated by the HR plan
· Need-based recruitments: this is done when there is an unexpected opportunity from 2012-2018 representatives enlistment status of DBBL is given beneath:

	
Year
	
TO+TO(Cash)
	
PO
	
Lateral Entry
	Total Employee Joined

	2012
	36
	120
	28
	184

	2013
	42
	75
	17
	134

	2014
	25
	55
	24
	104

	2015
	45
	85
	32
	162

	2016
	65
	77
	28
	170

	2017
	56
	 85
	16
	157

	2018
	32
	78
	27
	137



Posts under the Bank shall be of two categories:
(a) Regular
(b) Casual
a) Regular posts are those posts conveying a distinct rate of pay and authorized unbounded of time. The characterization and assignment of the ordinary posts are expressed in calendar – III of these standards. Any change, expansion, adjustment or alteration in the arrangement and assignment of the posts will require earlier endorsement of the Board.

b) Casual posts shall be created for
(1) The performance of duties of a casual (e.g. day to day) or intermittent nature, or
(2) The execution of a particular work.
5.3 Modes of Recruitment:
Dutch Bangla Bank LTD recruits their employees through two medium and those are-
· Internal Recruitment Channel
· External recruitment Channel
Internal Recruitment Channel:

Internal recruitment is the way toward discovering inner competitors and urging them to apply for and be happy to acknowledge hierarchical employments opening. Existing representatives are a significant wellspring of volunteers. Regardless of whether for supports, advancement or for sidelong occupation moves, interior competitors as of now – know the casual association and have detail data about its formal approaches. Truth is told for DBBL this kind of enlistment is occurred uniquely with specific reason experienced worker enrollment. For this inner enlistment DBBL fundamentally pursue shut enrollment system.
It incorporates the of following things-






Promotion:
· 
Promotion
· Transfer on deputation
· Contract as specialist / advisor for exceptionally qualified personnel.


Promotion can be utilized as a successful device for enrollment as it can fill the interior need for enlistment inside the association. Advancement may likewise happen if the activity size expanded and the MD/Management Committee decide(s) to redesign the endless supply of the particular Department Head or Line Manager. The way toward redesigning an occupation should be attempted through a procedure of looking into the Job Content, Responsibilities, Dimensions, Changes in the Organization Structure, and so forth. Full support of the need of the change must be displayed.

Where appropriate hopefuls or satisfactory number of reasonable contender for advancement against the empty post (s) are not accessible from inside the Bank's own labor, the empty post (s) might be filled in by direct enlist.

Out-of-turn advancement might be given in uncommon cases to an official/representative for remarkable execution, dedication to obligations and for qualifying any expert examination during his administrations which is a prerequisite for the higher post.




Transfer on deputation:

In view of prerequisites and requirements bank can embrace that approach in the wake of taking the endorsement from MD's Offices. The risk to be moved is considered to be a suggested state of official's/worker's administration and it relies on the specific idea of business.

The competent expert will reserve the privilege to move officials and workers of the Bank starting with one office then onto the next or starting with one branch then onto the next part of the Bank in Bangladesh or outside Bangladesh, except if the terms of business explicitly give generally.

Contract as specialist / advisor for exceptionally qualified personnel:

It's anything but a post of ordinary representative. It is an authoritative occupation and these people are straightforwardly selected by MD with the reference of the Chairman/Board of Directors or Management Committee.
External Recruitment Channel:
External enrollment is the way toward discovering potential outer competitors and urging them to apply for and be happy to acknowledge the authoritative employment opportunities. Here and there occupation requires a bonus which cannot be aroused with inward resources. In such cases the HR office needs to look outside the association and for DBBL enlistment of the executive’s learners/student official or any lesser level/mid-level position is done through along these lines.

An absolute blend of three different ways is pursued for outside enlistment in the DBBL, which happens straightforwardly or by implication for various degree of enrollment.
It includes the following things-
· Direct recruitment through advertisement.
· Employee Referral.
· Walking CVs

Direct recruitment through Advertisement:
For new degree holders, the prime strategy that DBBL seeks after is the notice technique, suggested for choosing purposes. They give the advancement in the supposed English and Bengali National papers. They use web advancing through bdjobs.com, prothom-alo.job.com for enrolling contenders. For the online enlistment, the contenders get Tracking Number that is a remarkable number which is normally made by the Online System at the period of CV convenience. Trial of occupation business in online show of DBBL is given
Employee Referrals:
Employee referrals methodology is trailed by DBBL basically for the passage level workers, for trial official position it isn't practically speaking. It pursues these methodologies when existing workers elude one new representative and the upgraded one is viewed as further judgment. For the situation of junior level hopefuls this training is pursued in some cases. Associate relationship officials (ARO) are chosen for the branches as such. They are not the changeless workers of the bank. After fruition of effective required times of 3 years they will be advanced for the Trainee official (TO) position.
Walking CVs:
Walks-in in are work seekers who reach at the HR office looking for a vocation and present their CV's. Some of the time they are approached to finish an application structure to decide their interests and capacities. These applications are kept in a functioning document until a fitting opening emerges at the DBBL. These happen for the most part for section employments or authoritative occupation, for the enlistment of trial official position these structures are not utilized.
5.4 Recruitment Policy of Dutch Bangla Bank Limited
Dutch Bangla Bank Limited is an equivalent open door association permitting no segregation on grounds of sex, religions, station or statement of faith. The Banks' enrollment approach will be to pull in staff individuals from the most noteworthy bore fitting to work prerequisites under business terms and conditions that are responsive both to the Organizations' needs and the staff part's prosperity. Moreover all enrollment of lasting staff/worker will be handled halfway at the Head office Human Resources Division (HRD).
Qualification of Candidates:
Fresh universities post-graduates will be requested in two entry levels.
Probationary Officer (PO) and Trainee Officer (TO) and Trainee officer (Cash), they will be probation for time of one year Diving Probation period. They Will be paid a merged compensation fixed the board.
Recruitment for all employees:
A) Age: A competitor won't be under 21 (twenty one) and over 30 years old if there should be an occurrence of customer's Recruitments as an official on the off chance that distinction most extreme age limits 35 years with reasonable experience and physical wellness.
B) Physical Fitness: No individual will be delegated in the administration of Bank except if he/she is announced physically fit by a skilled medicinal specialist of the bank, on
C) Nationality: No individual will be delegated to any post in the administration of the Bank except if he/she is a native of Bangladesh;
Minimum recruitment for PO:

“Probationary Officer” signifies an official utilized on post-trial supervision against a substantive opportunity in any post.

Candidates have no past experience must not be more than 30 years old as on the date of use
1. MBA/	Masters	in	Banking/	Finance/	Finance	&Banking
/Accounting/Accounting & Information System/ Marketing/ Management
2. MBM(BIBM)
3. Masters in Economics/Agricultural Economics/Statistics/Applied Statics/ Mathematics / Applied mathematics/ Physics/Applied Physics/Electronics & Applied Physics/English
4. Business	Administration,	Bank	Management,	Public	Administration, Economics, Development Studies, Mathematics, , Computer Science/IT
5. B.Sc. in Engineering/ Computer Science/ Computer Science & Engineering (BUET/CUET/KUET/RUET)
6. BBA (IBA of DU)
The candidate must have minimum 3(three) first division/class having no 3rd division /class in any examination.

Minimum recruitment for TO/TO (Cash):

TO/TO (Cash) should have the educational qualification?
· Candidates not over 30 years of age and master degree in any discipline with minimum 2(two) 1st division /class having no 3rd division/class in any examination.
· 
Computers literacy:

All new recruit should have minimum computer knowledge of following:
· Operational system: Dos and windows
· Word processing: MS word
· Spread Sheet: MS Excel
Grading/Marking:

The selection committee will follow a grading system as follows:
1. For education maximum marks is 12 out of which qualifying marks for 10 and others (no probation)
2. Written test will be for 50/100 marks and 50% marks will be qualities marks
3. VIVA will be for 25 marks and qualifying marks will be 15 in VIVAs General knowledge about his / her subject will be selected.
 
5.5 Recruitment Process of DBBL:

1. Identify vacancy
2. Prepare job description and person specification
3. Advertising the vacancy
4. Managing their spouse
1. Identify vacancy:

The recruitment procedure starts with the human asset division getting orders for enrollment from any branch of the organization. On this matter the valid point, have a necessity to indulge in an opportunity, the concentrated distinction included will raise a 'Worker Requisition Form' to the HR office.
Before making a post for any recently characterized activity, or filling any opening, the Managing Director must—
(a) confirm that the post is required to meet the Bank’s objectives;
(b) in account of a recently characterized activity, assess the activity as far as the activity assessment framework;
(c) in the instance of an empty post ensure assess the activity, except if the particular employment has been assessed already; and
(d) Ensure that adequate planned assets, including assets for the rest of the time of the medium-term consumption structure, are accessible for the filling of the post.

2. Prepare job description and person specification
Job responsibilities means the works need to perform by the people who are happy to go for the required activity. Set of working responsibilities gives the subtleties of the activity. All the determination should be unveiled by the expected set of responsibilities of the ideal occupation.

Aside from expected set of responsibilities, individual particular is something else needs to uncover. The parsons who are qualified for the position additionally recognizes by the detail. 

Worker order structure close by the Job portrayals and people particular, from that point on, should be sent to the Human Resources Division for dealing with. HR division by then method their movement for the selection position.

3. Advertising the vacancy

It is a prevalent strategy for looking for enlisted people, the same number of selection representatives incline toward commercials in light of their wide reach. The activity Advertisement carries the activity to the people who need the activity to perform. Promotion for the activity are accessible in nation's driving paper like The Daily Prothom-Alo, The Daily Star, The Daily Janakantha etc &websites both in DBBL's authentic site (www.dbbl.com.bd) just as driving employment entryway in the nation like bdjobs.com, prothom-alojobs.com and so on.

The job particular is utilized as the primary source record when incorporating work promotions. The promotion must be incorporated in discussion with the Head of a Business Unit, and the substance must maintain a strategic distance from immediate or circuitous separation or distortion.
An advertisement for a post must clearly set out—
(a) which post is vacant;
(b) the area where the post is vacant
(c) the inborn occupation necessities to be incorporated with the activity details;
(d) the job title and a job description;
(e) whether any experience is required;
(f) the annual salary attached to the post;
(g) the promotion must express that the fruitful hopeful will be required to sign a presentation contract;
(h) in which form an application must be submitted;
(i) what documentation must accompany the application;
(j) to whom and at which address an application for the post can be submitted;
(k) the closing date for applying for the post;
(l) DBBL is an equal opportunity employer so vacant position is open for both male & female.
(m) that late and incomplete application forms will not be considered;
(o)	That candidates must show in their CVs whether they have a criminal record, were discovered liable of unfortunate behavior or have pending criminal or offense accusations;
The above focuses will make the entire system fruitful and bring the powerful promotion for the required activity. Commercials contain legitimate data like the activity content, working conditions, area of occupation, pay including incidental advantages, work details, development angles and so on.
The commercial sells that the organization and occupation are ideal for the competitor.



4. Managing their spouse:
The reaction originates from the promotion of the employments need to oversee. The majority of the candidates present their application through printed copy CVs. Aside from printed copy CVs DBBL dispatches their very own activity application structure in online by their site (www.dbbl.com.bd) through which all candidates can give their subtleties including them

· Personal information
· Educational information
· Employment Experience
· Extra-curricular activities
· References and Recommendations
For hardcopy CVs the executives need to get the CVs from various media like dispatch, postal and so on.
For online application, the board needs to get their activity reaction from the candidates through their site. In such manner, they utilize their web server and gather the applications from the hopefuls.
Any kind of unfair means is strictly prohibited regarding this matter.

Flow chart of internal recruitment process is given below:

[image: ]

Fig: Flow chart of internal recruitment process of DBBL

Flow chart of external recruitment process is given below:

[image: ]

Fig: Flow chart of external recruitment process of DBBL
5.6 Collection Policy of Dutch Bangla Bank Limited
Subsequent to overseeing of enrollment process effectively, HR branch of DBBL play out the determination procedure viably moreover. HR office plays out the activity in beneath way:

1. Initial Screening:
The HR distinction c contacts the certified applicant/s and masterminds fitting tests for any situation to recognize the capability of the competitor’s dependent on Job Descriptions and Persons Specification.
2. Application Blank
Application blank or structure is one of the most widely recognized systems used to accumulate information on the various pieces of the up-and-comers' educational, social, measurement, business related establishment and references. It is a short history sheet of agent's involvement, generally speaking containing the going with things:
· Personal information (address, sex, telephone number)
· Marital information
· Educational information
· Employment Experience
· Extra-curricular exercises
· References and Recommendations
Usefulness of Application Blank or Form
Application blank is exceptionally helpful determination apparatus, in that way it fills three significant needs
1. It acquaints the hopeful with the organization in a formal manner. 
2. It causes the organization to have a cross-examination of the candidates; the organization can screen and reject applicants in the event that they neglect to meet the qualification criteria at this stage itself.
3. It can serve as a basis to initiate a dialogue in the interview.

3. Employment Tests:
It is required for short-recorded possibility to sit for a composed test for the post of Probationary Officer and Trainee Officer/Trainee Officer (Cash). Composed tests for arrangement will cover the accompanying territories:

· Knowledge in English.
· General intelligence, knowledge and numeracy. 
· Computer skills.
· Knowledge in relevant Functional area.

Aside from the composed test, for different positions, as chosen by the Management, hopefuls short-recorded might be required to sit for formal meeting. The meeting board approved by the 

Overseeing Director will settle its suggestion when meetings are finished. No costs will be repaid to the possibility to go to meet/composed test.
After the preliminary interview, it might be chosen to put the Short-recorded contender to composed tests, if important. In light of the consequence of composed test or potentially meeting outcomes, the short-recorded applicants will be picked for definite determination.
4. Interview:
Candidates who qualify in the composed test are required a meeting. Meeting methodology ought to be orchestrated in the bank premises. A short-recorded applicant must be welcome to a meeting telephonically or recorded as a hard copy, where they can't be come to telephonically.

5. Selection:
Selection procedure must have some steps to follow. They are:
A. All arrangements to the Bank of any nature must be set up through Human Resources Division. 
B. After last assurance, course of action letter(s) will be given to the candidate(s) for by the Managing Director with the consent of the Board/Executive Committee. 
C. The offers will determine the position and the fundamental pay and different advantages/offices. 
D. Background checking, Clarification/Verification from the last business gained through gathered correspondence/correspondence. 
E. The chose applicants will be given with a Letter of Appointment counting the terms and conditions of organization, a three years repayment Bond (length of the bond may be picked by the Managing Director/Management), which will be checked and returned to the Bank as his/her affirmation of the offer.
F. The arrangement letter should state clearly about; The post/position the remuneration/pay; The organization benefits; Income charge thinking information; The preliminary time period; The noteworthy date, time and spot; Notice period required by either party for end of game plan; Validity (length) of business offer. 
G. Candidates must present the letter of discharge from past manager on the date of joining.
H. Police confirmation is required for the Cash official and Security staff. 
I. All offers of perpetual business will be at risk to pre-circumstance therapeutic checkup by the Bank assigned pro/an apparent expert and satisfactory reports/underwriting of references. Remedial checkup to be finished by the Bank's appointed Clinic/Hospital/Doctor.


6. Age limit restriction:
No individual will be designated in the administration of the Bank as Probationary Officer/Trainee Officer/Trainee Officer (Cash), who is beneath 18 (eighteen) years old or more 30 (thirty) years old in regard of direct new enlistment. This age point of confinement may lose by the skillful specialist/Managing Director in extraordinary cases. For sidelong section as far as possible will be as chosen by the Managing Director.

7. Medical Fitness:
No individual will be named in the administration of the Bank except if the individual has been affirmed physically fit by a certified medicinal professional satisfactory to the Bank or as characterized by the Bank. Rundown of Authorized Physician/Hospital/Clinic will be given by the HR Division at Head Office.
8. Gradation:
Employees of the Bank will be reviewed as might be chosen by the Board now and again.
9. Service Register:
Complete service records/dossier will be kept up by the Human Resources Division at Head Office for all workers. Branches will keep up shadow record for representatives working in the particular branches.
10. Probationary Period:
“Probation” signifies implies the season of organization of an individual decided for and put under a foreordained time of on-work planning in any assessment for regularization on fulfillment of the terms"
Probationary Officer: All new contracts of Probationary Officer class will have a trial time of one year. After effective culmination of one-year probation period they will be affirmed as "Official".
Trainee Officer/Trainee Officer (Cash): The selected Trainee Officers/Trainee Officers (money) will be on post-trial supervision period for 1(one) year and on fruitful finishing they will be affirmed as "Aide official" and "Aide Officer (Cash)" separately.
Normally, probationary periods will be as follows for PO, TO/TCO and others



During the probationary period, no leave with the exception of debilitated leave will be allowable. Be that as it may, in the event of a crisis, leave with pay might be conceded as an extraordinary case, which will be balanced against future Earned leave qualification.
A probationary officer’s precedence will be checked through the law upholding organizations of Bangladesh, and his affirmation will be liable to acquiring palatable police confirmation report. In case of any unfriendly report, the officeholder's administration will be ended forthwith. A trial official will wind up qualified for affirmation in the predetermined post subject to his fruitful finishing of the time of probation and tasteful police confirmation report.
On the off chance that a representative on post-trial supervision absents himself from obligation or preparing for over about fourteen days on end with no affirmed time away, the skilled specialist will serve him a notice to show because concerning why his trial administration ought not to be ended. 
On the off chance that the probationer neglects to answer or if his clarification isn't worthy, the skillful expert may expel him from administration of the Bank without falling back on any formal procedures.






11. Confirmation of employees:
Prior to the end of the Probationary Period, an evaluation will be made about the representative's appropriateness. Appraisal Form will be conferred by the HRD to concern Branch/Division Head. The expert to affirm a representative in any evaluation will be chosen by the Managing Director.


12. Induction program:
All newcomers must experience an Induction/Orientation program, so as to acquaint themselves with the association's way of life, standards, guidelines and guidelines so they recognize what is significant in the association and what they should do. Acceptance causes a worker to end up compelling individual from the association. Dutch Bangla Bank Training Institute will mastermind a Basic Banking Training Program.
5.7 Selection Process of DBBL:

Choosing candidates is the part which conveys an additional load for any association on the grounds that the authoritative presentation, cost issues with respect to enrollment and choice, and lawful commitments relies upon it. Understanding the significance of cautious choice Dutch Bangla Bank Limited practices an efficient determination process for all kind of representatives yet the procedure fluctuates for various positions. Concentrating on the determination procedure for the Probationary Officer/External/Internal competitors of DBBL, the detailed choice procedure of the association is clarified underneath:
1) Reception of Application:
When the enlistment system is done, DBBL moves towards the decision technique which starts with the social occasion of use structures finished off through web online structure. Resulting to taking a gander at the finished off information, they pick which candidates will sit for the made examination, anyway prior that’s those survey the dependability of the information gave in the papers.
2) Informing Candidates:
After short posting of the CV and picking the fitting contenders, HR division prompt the confident over phone about created test (Entry level) or meeting (upper-level). For made tests, the bank issues yield cards through delivery person organizations ten to fifteen days going before the examination.
3) Assessing Candidates through Written Tests:
DBBL constantly worried to hold the best hopefuls. In the wake of screening out the contenders from the previous phase, the picked competitors sit for the composed test known as the bent test. The capacities the composed test measures are:
a. Analytical ability
b. Logical reasoning ability
c. Numerical ability
The test question contains math based and examination-based inquiries where handling data from information and framing relationship capacity among the pieces of information of given issue are required to answer them. By and large DBBL step through composed examination for passage level position like Trainee Officer and for PO level. The test is taken by IBA of University of Dhaka. For specialized position enrollment in DBBL, the test is taken by BUET. The test advisory group checks the appropriate response contents. As indicated by the top imprint’s competitors are welcomed for meetings.


4) Document Checks:
The competitor must submit photograph duplicates of their training testaments of school, school and college. In the event that where the first testaments have not been given by the foundation, probationer endorsement, scholastic transcript or imprint sheet will likewise be acknowledged by the bank.
5) Interview:
Candidates who qualify in the composed test are required a meeting. The hopefuls are educated about the meeting time, date and setting at any rate 48 hours preceding the meeting. All interchanges with the hopeful like setting meeting time and date, position and pay arrangement and so on are finished by HR enrollment group as it were. In DBBL meeting board is framed with at any rate three individuals, one from top administration and others from HR and useful division. If there should arise an occurrence of assessing a hopeful, the criteria or skills that Dhaka Bank Ltd, look for are:
[image: ]Appearance: Dress up, grooming, body language and eye contact.
[image: ]Communication Skills: the way of communicate with the interviewer, expressiveness.
[image: ]Confidence: enthusiasm, personal selling [image: ]Assertiveness: positive it attitude
[image: ]Creativity: think out of the box
[image: ]Customer Service Abilities: Capacity of serving customer adroitly
[image: ]Resourcefulness: Basic knowledge about job and some theoretical knowledge [image: ]Management skills
[image: ]Planning & organizing skills
[image: ]Commitment/ Loyalty: Dedication towards jobs and organization.
Based on all these criteria’s, an evaluation rating is given to the candidate on the evaluation form: 1= Poor; 2= Marginal; 3= Good; 4= Very Good; 5=Outstanding.

Additionally the passing evaluation point for PO is 45 and for other people, position is 35. In the event that the hopeful accomplishes 55-60 imprints, the person in question is considered as Outstanding and on the off chance that somebody gets 1-20, at that point the person consider as poor competitors. In view of this data the questioner thinks about competitors:
[image: ][image: ]Eligible for employment Consider as a 2ndchoice
[image: ]Not satisfactory

For lateral entry external or internal both candidates, DBBL just take the meeting and dependent on that they enlist for reasonable or required position. For this situation the hopefuls are evaluating based:
· Knowledge about job
· Motivational level
· Verbal skills
· Positivity
· Vision/ Ambition/Stability
· Academic qualification

In perspective on every one of these criteria questioners gives comments contenders upon their introduction Very Good, Good, Average and Below Average. Likewise, these remarks help the board to take decision whether the confident is:
· Eligibility of representative.
· Can be consider for different position
· May be consider after 3/4months
· In qualified for representative.

6) Reference Check
At the point when a competitor is chosen for the activity, his or her given reference has been checked by HR. The applicant must give at any rate two references. In the event that the hopeful is crisp, at that point the person must have one reference from his instructive establishment. However, in the event that the applicant was recently utilized, must have one reference from last association, ideally the boss. Subject to agreeable reaction will land position offer.

7) Appointment Letter
At last after the reference checked, the offer letter for the applicant has been issued. After that the applicant gets the call that the person has been named and the individual in question needs to gather the letter from HR. The arrangement letter indicates every one of the terms and state of the job.
8) Medical Test:
At DBBL, the offer of employment is dependent upon passing restorative examination led by the Bank named emergency clinics. The hopefuls need to gather a letter for therapeutic from HR and go for the medicinal test. This test analyzed hopeful's physical condition and to guarantee whether they are qualified to play out the activity or not. This stage additionally gives data with respect to any infectious malady of the hopefuls and whether those ailments can be dealt with or not. The emergency clinics manage arrange the restorative tests in the interest of DBBL are:

1. Medinova Medical Services Ltd. Dhaka
2. Green Life Hospital Ltd. ,Dhaka
3. Japan Bangladesh Friendship Medical Services Ltd., Dhaka
To measure the applicant’s health and fitness for the job effort they investigate following test:
· General Physical Checking (Such as blood pressure, breathing, pulsejet.)
· X-Ray Chest(Standard)
· Microscopic Urine Analysis/ Urine routine
· Blood Checking (Blood grouping, Hepatitis-B, Blood Sugar)
· ECG




9) Acceptance of Offer Letter & Joining Procedure
The joining also has some procedure. In time of joining at first the candidates have accept the offer letter by signing it. Then he or she has to fill up some forms like,
· HRIS form
· ID Card form
· A three years Indemnity Bond
· Declaration

When all this formality is over the candidate will become one of the members of DBBL and start working as an employee of DBBL.
10)  Induction/Orientation Program
Last step of DBBL choice procedure is direction. Every newcomer must experience an Induction/Orientation program, so as to acquaint themselves with the association's way of life, standards, guidelines and guidelines so they recognize what is significant in the association and what they should do. Acceptance causes a worker to end up compelling individual from the association. Dutch Bangla Bank Training Institute will orchestrate a Basic Banking Training Program for the all the new procured representatives.





5.8 Discussions of Results:
The collected information was measurably breaking down. Portrayals like tables and diagrams were utilized to guarantee simple and brisk translation of information. Reactions were communicated in rates. Information from the finished poll was checked for consistency. The things were assembled dependent on the reactions given by the respondents. This technique was utilized in light of the fact that it is the best instrument to distinguish, think about, depict and achieve an end.
1. Employees were asked about the best recruitment sources for the company
About 85% of the workers said that they favored outer hotspot for enlistment and choice whereas just 5% went for inward source and 10% went for both interior just as outside hotspot for enrollment and determination in DBBL.
Table 1: Best Recruitment Sources
	Options
	No. Of. Respondents
	Percentage

	External Recruitment
	17
	85

	Internal Recruitment
	1
	5

	Both Internal & External Recruitment
	2
	10

	Total
	20
	100


External
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Figure 2.6.1: Sources of Recruitment


2. Employees were asked about the sources for external recruitment is preferred
About 80% of the representatives went for focused examinations, 10% went for information bank, 10% from the easygoing application that are gotten.



Table 2: External recruitment Sources

	Options
	No. Of. Respondents
	Percentage

	Competitive Examinations
	16
	80

	Data Bank
	2
	10

	Casual Application
	2
	10

	Total
	20
	100







Figure 2.6.2: Sources of External Recruitment
2. Employees were asked about the method they mostly prefer for recruitment and selection preferred way of recruitment
About 75% of the workers went for direct enlistment and determination and 20% went for Indirect and just 5 % went for outsider enrollment way.
Table 3: Prefer way of Recruitment

	Options
	No. Of. Respondents
	Percentage

	Direct Recruitment
	15
	75

	Indirect Recruitment
	4
	20

	Third Party Recruitment
	1
	5

	Total
	20
	100
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Figure 2.6.3: Ways to Recruitment
3. Employees were asked about the time they prefer to go for recruitment and selection in this company
About 90% of the workers went for yearly enrollment and choice procedure and 10 % don't pursue any example they don't have any fixed time.
Table 4: Recruitment Timing

	Options
	No. Of. Respondents
	Percentage

	Yearly
	18
	90

	No fixed time
	2
	10

	Total
	20
	100






Figure 2.6.4: Time of Recruitment

4. Employees were asked about the time period, for which they were employed, for which following the responses were obtained.
About 90% of the employees said that they were recruited for permanently whereas 10% said that they were contractual in the organization.
Table 5: Job Type

	Options
	No. Of. Respondents
	Percentage

	Permanent
	18
	90

	Contractual
	2
	10

	Total
	20
	100








Figure 2.6.5: Type of jobs
5. Employees were asked the reasons for the taking up this job
Out of the 20 representatives drew closer about the clarification behind taking up their individual occupations for which 30% of the laborers said that they acknowledged the situation for all of the reasons like 'business improvement', 'extraordinary compensation scale' similarly as 'more focal points', the rest 10% answered as 'incredible compensation scale' was the basic role behind taking up the movement in the affiliation.


Table 6: Reason to take the job
	Options
	No. Of. Respondents
	Percentage

	Good Pay Scale
	1
	5

	More Benefits
	1
	5

	Career Growth
	4
	20

	All the above
	14
	70

	Total
	20
	100








Figure 2.6.6: Reasons for taking up the job
6. Employees were asked whether they observed any change in the recruitment process in recent times
Out of the 20 employees addressed with respect to any adjustment in the enrollment in late times, 85% of the respondents did not discover any change; whereas 15% of the respondents discovered some change.
Table 7: Change in Recruitment Process

	Options
	No. Of. Respondents
	Percentage

	Yes
	3
	15

	No
	17
	85

	Total
	20
	100




Figure 2.6.7: Change in recruitment process
7. Employees were asked about the type of recruitment methodology used in recruitment employees
Out of the 20 employees addressed with respect to the sort of enrollment system, 90% of the respondents said that a brought together approach is being in the association to select the workers; whereas 10% of the respondents said that departmental enlistment is being pursued where every division on acknowledgment of the requirement for representatives takes up the undertaking of enrolling them.Table 8: Recruitment Methodologies

	Options
	No. Of. Respondents
	Percentage

	Centralized
	18
	90

	Department Recruitment
	2
	10

	Total
	20
	100


                                                Figure 2.6.8: Type of recruitment methodology10%
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8. Employees were selected the company by the following responses were obtained.
Out of the 20 employees whose feeling was asked with respect to the work force characteristic 15%, in view of the aptitudes 20% and both incorporates 65% every one of the representatives concurred for work force and abilities are significant. Table 9: Employee Selections attribute

	Options
	No. Of. Respondents
	Percentage

	Personnel Trait
	3
	15

	Skills
	4
	20

	Both
	13
	65

	Total
	20
	100




Figure 2.6.9: Attributes for Employee Selection
9. Employees were asked about the main sources of selection in the organization
From the beneath table it is seen that 6 representatives of the absolute respondents have communicated that, their organization is following composed tests, 2employees of the all out respondents have communicated that, their organization is following meeting, 12employees of the all-out respondents have communicated that, their organization is following all the above tests as primary wellspring of determination.Table 10: Sources of Selection

	Options
	No. Of. Respondents
	Percentage

	Written Tests
	6
	30

	Interview
	2
	10

	Both
	12
	60

	Total
	20
	100




2.6.10: Main sources of selection
10. Employees were selected by type of interview in their company for which the following responses were obtained.
About 80% of the employees said that they were recruited through formal interview process, whereas 20% said that they were recruited through informal interview process.
[image: ][image: ]Table 11: Interview Process

	Options
	No. Of. Respondents
	Percentage

	Formal Interview
	16
	80

	Informal Interview
	4
	20

	Total
	20
	100




                                            Figure 2.6.11: Type of Interview process

11. Employees were asked about the medical test process in their company for which the following responses were obtained.
About 90% of the employees said that the medical test process was very effective whereas 10% was not satisfied with the current process.
Table 12: Effectiveness of Medical test process

	Options
	No. Of. Respondents
	Percentage

	Satisfied
	18
	90

	Not satisfied
	2
	10

	Total
	20
	100





Figure 2.6.12: Effectiveness of Medical test process
12. Employees were asked about the orientation process in their company for which the following responses were obtained.
Out of the 20 employees addressed in regards to their direction procedure, 65% of the respondents were happy with the present procedure. Then again, 35% were not happy with the procedure.
Table 13: Effectiveness of Orientation process
	Options
	No. Of. Respondents
	Percentage

	Ok
	13
	65

	Not Ok
	7
	35

	Total
	20
	100
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Figure 2.6.13: Effectiveness of Orientation process
13. Employees were asked about the effectiveness of training process in their company.
Out of the 20 employees addressed in regards to their preparation procedure, 75% of the respondents were satisfied with the present procedure, though 25% were not satisfied with the procedure.
Table 14: Effectiveness of Training process

	Options
	No. Of. Respondents
	Percentage

	Ok
	15
	75

	Not Ok
	5
	25

	Total
	20
	100




14. Employees were asked about the attributes taken in to preference for recruitment and selection procedure
From the underneath table it is seen that, 4employees communicated that, their organization offers inclination to experienced hopefuls. 6employees communicated that, their organization offers inclination to qualified candidates.10employees communicated that, their organization is offering inclination to both experience and capability competitors.
Table 15: Recruitment & Selection Attributes

	Options
	No. Of. Respondents
	Percentage

	Experience
	4
	20

	Qualification
	6
	30

	Both
	10
	50

	Total
	20
	100




Figure 2.6.15: Attributes for recruitment & Selection procedure
15. Employees were asked about the efficiency of HR Department regarding the selection policy in the organization
80% employees said that HR department is quite efficient regarding the selection process in the organization. 20% employees opposed the fact.
Table 16: Efficiency of HR Department

	Options
	No. Of. Respondents
	Percentage

	Efficient
	16
	80

	Not Efficient
	4
	20

	Total
	20
	100



Figure 2.6.16: Efficiency of HR regarding selection policy


16. Employees were asked about the main reasons for the employees to leave this organization
Majority part of the representatives half of them leave or might want to leave on the off chance that they find a more generously compensated line of work, 30% said them in the event that they find a new line of work on a higher level, at that point for development openings they may leave the activity. 10% said that they would leave the activity for higher investigations and 10% representatives needed to leave the activity for the colossal work weight in the association.
Table 17: Reasons for leaving

	Options
	No. Of. Respondents
	Percentage

	Pay Packages
	10
	50

	Growth Opportunities
	6
	30

	Higher Studies
	2
	10

	Work Pressure
	2
	10

	Total
	20
	100










Figure 2.6.17: Reasons for leaving
17. Employees were asked about level of satisfaction with the present recruitment & selection process followed in your organization
50% of the employees felt that HR department is good where and 30% said that it is very good where as 20% said it is average and only 10% employees feel it is bad.
Table 18: Satisfaction Level
	Options
	No. Of. Respondents
	Percentage

	Good
	10
	50

	Very good
	6
	30

	Average
	2
	10

	Bad
	2
	10

	Total
	20
	100


                                          Figure 2.6.18: Level of satisfaction30
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5.9 Findings:



· The most noteworthy finding of the investigation on Recruitment system winning in the association is exceptionally viable. The workers are very happy with the present enrollment techniques.
· The study demonstrates that 80% of the workers who have put in taxing year of administration have selected by means of open challenge which demonstrates the straightforwardness of the enrolling arrangements of the organization
· 90% of the employees have been working in the association for an extensive stretch which implies the professional stability and fulfillment offered by the organization to its workers.
· Our study demonstrates that 55% of the workers have joined this association going for profession development, great pay scales, and more advantages which the organization offers. Along these lines the measurements demonstrates that the organization has an inspirational viewpoint towards the vocation development of its workers notwithstanding the other existing advantages.
· The company’s way to deal with its enlistment strategy demonstrates that the opportune individual is fundamental for the correct activity, as about 85% of the representatives felt that they were offered occupations as indicated by their capability and experience. Accordingly setting a connection among capability and employment advertised.
· The study demonstrates that solitary 10% of the representatives were of the sentiment that the enrollment strategy of the organization is decentralized with every office enlisting its very own workers according to their necessity from an opportunity to time. 90% of the representatives went for the unified enrollment approach
· About 80% of the employees state that they are content with the present enlistment strategy of DBBL. 20% believe that this arrangement isn't great and it has a few inadequacies too.
· The company gives most extreme significance to its labor necessities by distinguishing it well ahead of time thinking about the possibilities like retirement, budgetary plans, and weakening rate. The arranging of the labor prerequisite is being done in the light of the marketable strategies of the organization.
· The organization has been attempting to mix fresh recruits in the association by delegating new alumni and technologists, to set a focused in order to confront the aggressive world. New enrollment brings the viability of the new contemplations and thoughts in the association.
· Employment Equity principles – regarding race, sex and incapacity – must be carefully clung to. Enrollment procedure is reasonable enough to legitimize the considerations "Opportune individual For the Right Job' in the association.
· The ratio of selected possibility to joining competitors is very compelling and most noteworthy in number as the representatives being chosen are additionally of the view that they are broke down appropriately and successfully.
· Current recruitment & selection policy of DBBL empowers the fresher depends on their abilities, alongside the accomplished applicants.


Finding Effectiveness of recruitment and selection Policy of DBBL:
Dutch – Bangla Bank Limited is an equivalent open-door organization permitting no segregation on grounds of sexual orientation, religions, rank or statement of faith. The Bank's enrollment methodology will be to attract staff people from the most raised measure fitting to work selection under business terms and unexpected l that are responsive both to the affiliations' needs and the staff part's flourishing. Further progressively all selection of never-ending staff or laborer will be arranged most of the way at the Head office Human Resources Division (HRD).
Effectiveness of Recruitment policy: 
A. Whenever there is a need to fill in an opportunity, the concerned division included will raise a representative order structure. This alongside the set of working responsibilities and toxins Specification, in this way, should be forward to the Human Resources Division for handling.
B. All new vacancies will be filled in either by advancement or by immediate or horizontal enrollment. Repositioning staff levels inside the association dependent on the need of the opportunity.
C. If qualified candidates are not accessible inside then the ad might be set in the national dailies or web media looking for the certified people.
D. Recruitment for the post of trial official will be commonly publicized by utilizing news day by day just as by electronic media. Be that as it may, on account of crisis, enrollment for an empty position, competitors structure pending applications (strolling RESUME or CV) might be met or applicants who were talked with before and evaluated to be in the board for future thought might be considered for business.
Effectiveness of Selection policy: 
a) The HR Division contact the certified competitors and orchestrate appropriates testicles for any situation to personality the capability of the hopefuls dependent on Job Descriptions and people Specification.
b) These are obligatory with small-recorded probability of fit at a composed test for the post of preliminary Officer and Trainee Assistant Officer or Trainee Assistant Cash Officers. Composed tests for arrangement will cover the accompanying zones:
· Learning of English.
· General intelligence, Knowledge and numeracy.
· Computer Skills.
· Knowledge significant Functional territory.
Aside from the created examinations, to various situations, as picked by the concerned authority, candidates small-recorded may be requirement to sit for formal gathering. The gathering board endorsed by the Managing Director will settle its proposal when meeting is done. No costs will be reimbursed to the contender to go to meeting or created test.

Primary sources of Data: I have collected primary data through the following ways:
· Discussion and informal interviews with managers.
· From practical working environment.
· Direct observation.
Secondary Sources of Data: Secondary Data are the data have been already collected and used by others:
· Job description and recruitment files.
· Annual report of the National Bank Limited.
· Offices files and documents.
· DBBL Websites.
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6.1 Conclusion:
To make the authoritative procedure all the more dominant, powerful and fruitful each association must have solid and effective Human Resource Management. Human Resource Management consistently acts to bring out possibilities, to create quality and to likewise satisfy all the need of the work power. In doing this enlistment and determination is one of the mainstays of HRM, performs both of the organization and for the worker.
Dutch Bangla Bank Limited is the quickest developing Bank in Bangladesh. Dutch Bangla Bank Limited is a bank that affirms the best support of the clients just as to the workers by Human Resource Division. To build the profitability of an association viable and dynamic enrollment and determination strategy is basic. Dutch Bangla Bank Limited practices a dynamic enlistment and determination techniques. HR officials of Dutch Bangla Bank Limited are currently expected to work past the limits of agreements and approaches to contribute straightforwardly to the activity and achievement of the business.
To meet the authoritative objectives appropriately Dutch Bangla Bank Limited structures its Human Resource by qualified workforce. In this procedure, Recruitment and Selection method assumes a significant job. In this way, for directing the workers effectively Recruitment and Selection system should be performed productively in the association. Dutch Bangla Bank Limited doing this imperative occupation is exceptionally powerful way.
So this is the full process of recruitment and selection which is exercised in Dutch Bangla Bank Limited.

6.2 Recommendations:
There are a few issues need to unveil, which can improve the effectiveness just as nature of the work. Despite the fact that the bank was found as a gainful concern, the examination uncovers that the bank could do significantly more in the event that it was taken care of all the more effectively. Such issues are significant for the associations 'development.
Dutch Bangla Bank Limited to keep its competitive nature in pace and to run with its motto of “Your Trusted Partner” must put some attention on its staffing issues.
Some problems and recommendations for DBBL are narrated here-
· The induction program arranged for the new employees isn't appropriate at DBBL and it is a sporadic program. As the representatives originate from a few instructive foundations so they are new to the capacity of bank. On the off chance that the representatives don't have the foggiest idea about the essential elements of bank plainly, how they begin their work with full excitement. In the program, there must be given a wide depiction about the capacity of banks, about its items and administrations, about its objective and targets, about its corporate and business techniques, about its divisional capacities and its main goal, vision, societies and qualities and so on. In reality, Induction program is extremely important for each new representative it energies the new workers to begin their doled out employments with full energy.
· There ought to be adequate spending plan for enrollment and determination reason with the goal that the enlistment and choice procedure isn't hampered any way. In the start of financial year, a specific measure of spending plan is dispensed to asset arranging unit on premise of supposition however is the financial limit sensible or not; it should be confirmed.
· The recruitment and selection of DBBL is a tedious system. To play out a whole enlistment and determination session HRM needs least 4 months and most extreme a half year. DBBL needs to finish the whole procedure as right on time as conceivable so as to snatch the certified representatives before entering somewhere else. Brief length of enrollment and choice technique would not just build the HRM's productivity, by utilizing qualified representatives yet in addition increment the association's viability.
· For the welfare of DBBL, the management bodies need to give more accentuation on directing a reasonable enrollment and determination program.
· Improve the learning of the framework through legitimate preparing. Preparing ought to be figured in meeting with the preparation division in the focal level and mid-level. On standard premise of its human flawlessness.
· Proper managerial perception and participation is required. Subsequent to preparing assessment program must be viewed as inconsequentiality.
· The bank should expand the all-out number of prepared worker step by step. The bank ought to likewise acquaint increase offering ways to deal with propel its workers. Non-money related impetuses may be an incredible inspiration for the officials and administration laborers.
· Need to make a progression getting ready for the association. A cautious and considered strategy guarantees that the least conceivable disturbance to the individual's duties and along these lines the association's viability.
· Age farthest point can be a copying issue which should be uncovered with the goal that consistently DBBL can get most extreme number of qualified competitors which makes simpler for DBBL to choose flawless workers fortress.
· The Organization should concentrate more on grounds meetings to draw in youthful potential workers who have the enthusiasm to accomplish objective for themselves and the organization.
· The Organization needs to further focus on talent auditions and job fairs.
· The Organization should follow new traits / trends in the recruitment process.
All these above-mentioned proposals can make the enrollment and choice methods progressively satisfactory which is additionally helpful for advancement of Dutch Bangla Bank Limited (DBBL).
Appendices:


Appendix – I
(Questions of the questionnaire)

1. What should be the best recruitment sources for your company?
2. What are the sources for external recruitment are preferred by your company?
3. Which technique do you generally lean toward for enrollment and choice in this organization? 
4. When do you prefer to go for recruitment and selection in this company?
5. What kind of recruitments are taken place in your organization?
6. What is the motivation to take this activity in this association?
7. Have you watched any adjustment in the enrollment strategy as of late? 
8. Is the enrollment game plan in your association concentrated or each Department/division picks its very own candidates? 
9. What are the bases for choice of forthcoming representatives? 
10. What are the main sources of selection in the organization?
11. Interview is followed during selection?
12. What kind of meeting is lead??
13. Is there any medical test process before being hired in the organization?
14. Is there any formal induction, direction and acclimation procedure intended to enable the new administrative volunteers to comprehend the association?
15. Please explain the training process of the organization?
16. What are the main attributes taken in to preference for recruitment and selection procedure?
17. Does the HR Department is efficient in Selection Policy of the employees?
18. Do you think that vacancies are filled from qualified employees who are working in the organization?
19. What are the methodologies received by the association to build the quantity of enlisted people?
20. According to you, what are the main reasons for the employees to leave this organization?
21. Do you think online recruitment is important?
22. Do you discover any connection between your capability and the activity offered to you?
23. Are you happy with the present technique being trailed by the organization for enlistment and choice?

Appendix – II
(Interview Question for the Managers)

(a) What types of acquirement and selection process? Do you have to follow this Organization? 
(b) What Strength qualifies you as a good recruiting assistant?
(c) What is your Company recruitment Policy?
(d) What are the primary highlights of a successful recruitment Strategy?
(e) What is the selection and what are the steps to pursue to your organization?
(f) What are the main components of a recruitment policy?
(g) What are the advantages of out sourcing the recruitment services?
(h) What are the features and benefits to the recruitment for your company?
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Percentage	Formal Interview	Informal Interview	Total	80	20	100	Effectiveness of Medical test process
Percentage	Satisfied	Not satisfied	Total	90	10	100	Effectiveness of Training process

Percentage	Ok	Not Ok	Total	75	25	100	Attributes for recruitment & Selection procedure
Percentage	Experience	Qualification	Both	Total	20	30	50	100	Efficiency of HR regarding selection policy

Percentage	Efficient	Not Efficient	Total	80	20	100	Reasons for leaving
Percentage	Pay Packages	Growth Opportunities	Higher Studies	Work Pressure	Total	50	30	10	10	100	image2.jpeg
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( Dutch-Bangla Bank

Dutch-Bangla Bank Limited, 2 reputed and feading Jont-venture private commercal
Bank s looking for 3 group of brigh, talented and energetic fresher offeing atractive
salaryand other benefit as admissible under Bank's rue for the folowing positons:

1. Probationary Officer (Software)
Duties and responsibilties: Wiiting auslry programs for Core Banking. ATM
Switching, ATM monitoring systems, Credit & Debit Card management
systems, Mobile Banking, Internet Barking, SMS & Alert Banking, Interet
Payment Gateway, Bank'sday to day actvities and support service incuding
Database administration.

2. Probationary Office (Hardware/Networking)

Duties and. responsibilities: Installation, configuration, repairing and

‘maintenance of Servers, Storage Devices, Backup Devices, Laptops, P, UPS,

Generators, Network Devices and Communication Links of Data Centr, ORS,

Branches, Fast Tracks and Mobil Bankin Offices.

3. Probationary Officer (ATM)

Duties and. respansibiities: Installation, configuration, repairing and

‘maintenance of ATM and POS terminal, supervision and manitoring o cash

replenishment, ATM cash_reconciliation, ATM dispute management,

replacement of ATM and POS consumables, supenvision of ATM booth
preparation and maintenance thereol.
4. Probationary Officer (Card Operations)

Duties and responsiilties: Configuration and maintenance of POS terminals,

maintenance of debit & credit card management systems, disputes

management of POS & e-commerce transactions including charge back,
reconcilation of POS § e-commerce transactions for on-us/remote on
us/off-us cards. Maintenance of card personalization systems consisting of
personalzation software and card embosser and inventory control of both
chip & non-chip lastics

Requirements:

* Educational qualfcation: 8.5¢ n Computer Science or Computer Science &
Engineering from  reputed universiy with no 3 Oivisian/Class in any of
the examinations.

« The candidate should be a Bangladeshi National.

+ Age should not exceed 30 years a5 onJanuary 15, 205,

For GPA CGPA, the Division/ Class wil b determined as under:

Division/ Class | SSC/HSC | O/ A Leval" Bachelor Degree
foutof 500) | (outof4.00) [ Toutor:
T Division/ Class | 23.00 250 2300

[ 2 owson class | 200295 | 200285 | 225-29 | 2mr-370 |
 Aeage ofbst sublcts 1 Leve and 3 sbjcs n A v,

Eligible and interested candidates are requested to apply online alongith a recent
scanned photograph and B.Sc certfcate to www dutchbanglabank com/Online_Job
Iatest by January 15, 2015 Ellgible candidate can apply for only one post mentioned
above and f any duplication found, candidature of the applicant for al posts wil be
canceled without assigning anyreason. No diect appicaion will be accepted.





image19.jpeg
( Dutch-Bangla Bank

Dutch-Bangla Bank Limited, 2 reputed and feading Jont-venture private commercal
Bank s looking for 3 group of brigh, talented and energetic fresher offeing atractive
salaryand other benefit as admissible under Bank's rue for the folowing positons:

1. Probationary Officer (Software)
Duties and responsibilties: Wiiting auslry programs for Core Banking. ATM
Switching, ATM monitoring systems, Credit & Debit Card management
systems, Mobile Banking, Internet Barking, SMS & Alert Banking, Interet
Payment Gateway, Bank'sday to day actvities and support service incuding
Database administration.

2. Probationary Office (Hardware/Networking)

Duties and. responsibilities: Installation, configuration, repairing and

‘maintenance of Servers, Storage Devices, Backup Devices, Laptops, P, UPS,

Generators, Network Devices and Communication Links of Data Centr, ORS,

Branches, Fast Tracks and Mobil Bankin Offices.

3. Probationary Officer (ATM)

Duties and. respansibiities: Installation, configuration, repairing and

‘maintenance of ATM and POS terminal, supervision and manitoring o cash

replenishment, ATM cash_reconciliation, ATM dispute management,

replacement of ATM and POS consumables, supenvision of ATM booth
preparation and maintenance thereol.
4. Probationary Officer (Card Operations)

Duties and responsiilties: Configuration and maintenance of POS terminals,

maintenance of debit & credit card management systems, disputes

management of POS & e-commerce transactions including charge back,
reconcilation of POS § e-commerce transactions for on-us/remote on
us/off-us cards. Maintenance of card personalization systems consisting of
personalzation software and card embosser and inventory control of both
chip & non-chip lastics

Requirements:

* Educational qualfcation: 8.5¢ n Computer Science or Computer Science &
Engineering from  reputed universiy with no 3 Oivisian/Class in any of
the examinations.

« The candidate should be a Bangladeshi National.

+ Age should not exceed 30 years a5 onJanuary 15, 205,

For GPA CGPA, the Division/ Class wil b determined as under:

Division/ Class | SSC/HSC | O/ A Leval" Bachelor Degree
foutof 500) | (outof4.00) [ Toutor:
T Division/ Class | 23.00 250 2300

[ 2 owson class | 200295 | 200285 | 225-29 | 2mr-370 |
 Aeage ofbst sublcts 1 Leve and 3 sbjcs n A v,

Eligible and interested candidates are requested to apply online alongith a recent
scanned photograph and B.Sc certfcate to www dutchbanglabank com/Online_Job
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"CAREER OPPORTUNITY TG

Dutch-Bangla Bank Limited, a reputed and leading joint-venture private commercial
Bank is looking for a group of bright, talented and energetic freshers offering
attractive salary and other benefits as admissible under Bank's rule for the following
positions:
1. Probationary Officer

a) Educational Qualification:

o MBA/ Masters in Banking/ Finance/ Finance & Banking/ Accounting/
Accounting & Information System/ Marketing/ Management

* MBM (BIBM)

» Masters in Economics/ Agricultural Economics/ Statistics/ Applied Statistics/
Mathematics/ Applied Mathematics/ Physics/ Applied Physics/ Electronics &
Applied Physics/ English

o B.Sc in Engineering/ Computer Science/ Computer Science & Engineering
(BUET/ CUET/ KUET/ RUET}

 BBA (1BA of DU)

The candidate must have minimum 3 (three) 1st division/ class having no 3rd
division/ class in any examination.

b) The selected Probationary Officers will be on probation period for 1 (one) year

and on successful completion of the probation period, their service will be
confirmed in the grade of ‘Officer of the Bank.

2. Trainee Officer (Cash)
a) Educational Qualification: Master degree in any discipline with minimum 02
{two) 1st Division/ Class having no 3rd Division/ Class in any examination.
b) The selected Trainee Officers (Cash) will be on probation period for 1 {one] year

and on successful completion of the probation period, their service will be
confirmed in the grade of 'Assistant Officer {Cash)' of the Bank.

For GPA/ CGPA, the Division/ Class will be determined as under:

Division/ Class T ssc/usc O A'Level* Bachelor Degree
| ) | (outofs00) | (outof400) [Tourora ool fout of SO0)
W —— :
T35t Division/ Class I sa00 3250 0 5378
| 20d Divsion/ Giass [ zo02ss | 2020 [ 225290 [ 2m1ama

* Average of best 6 subjects in O Level and 3 subjects in A' Level
Other Requirements:
« The candidate should be a Bangladeshi National.
« The candidate should have introduction to computer literacy.
 The candidate should have willingness to work in any part of the Country.
» Age should not exceed 30 years as on October 31, 2012.

Eligible and interested candidates are requested to apply online alongwith a recent
scanned photograph and Master/ Bachelor (last educational certificate as applicable)
degree certificate to wwuw.dutchbanglabank.com latest by November 08, 2012. No
direct application will be accepted.
i
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CAREER OPPORTUNITY

Dutch-Bangla Bank Limited, a reputed and leading joint-venture private
commercial Bank established substantial number of ATM Booths and Fast
Tracks to provide modern technology based banking services to its clients. To
extend this service, Bank is looking for competent and experienced
professionals for the following position for its Alternative Delivery Channel
Divisiof

Job Title: ADC Senior Executive

Key Responsibilities: ADC Senior Executive will be posted at different Fast
Tracks of the Bank located all over the country. They will mainly be responsible
to ensure uptime of ATMs & Deposit machines and also ensure timely, smooth
& secure cash collection from deposit machines and cash feeding at ATMs.

Educational Requirements: Graduate with no 314 Division/Class.
Age: Maximum 33 years as on March 31, 2014.

Experience: Minimum 3 years experience with any Bank/Financial Institution,
NGO, Govt. Office, or any reputed company who has country wide distribution
channel.

Salary: Initial Gross Salary of Tk. 12,250/~ with all other facilities as per the
Alternative Delivery Channel Policy of the Bank.

Eligible and interested candidates are requested to apply online along with a
recent scanned photograph and last academic certificate to

www.dutchbanglabank.com/online_job by March 31, 2014
No direct application will be accepted. Only short listed candidates will be
called for written test /viva voce.

Head of ADC Division
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