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[bookmark: _Toc18884167]Executive summary

The leasing company IDLC Finance Limited, which started its journey on 1985 now operates as a Non-Banking Financial Institution (NBFI) in the financial sector of Bangladesh. While transitioning from only a leasing company to an NBFI, the leadership noted that IDLC had become a brand and that the owners would profit if they continued to construct on the brand. IDLC Finance Ltd. was born instead of Industrial Development and Leasing Company and has constructed powerful foundations in providing various economic products and services to their clients over the course of time. The range of products and services of IDLC varies by the Corporate, SME, Retail/ Consumer, and Capital Market financing. Although IDLC Finance has shown remarkable success in transitioning whether it be from a leasing company to an NBFI or from a newly formed company with majority of foreign share to a renowned Financial Institution of the country, the organization is still reorganizing and restructuring and has a long way to go to achieve smooth world class operations and departmental activities.
Mainly the report focused on performance management policy, process and its effectiveness of the IDLC Finance Limited. I used both primary and secondary data to accomplish the report. But there were some limitations because HR related information is very confidential to disclose. Throughout the Internship period I gathered knowledge and information about their performance management systems, appraisal process, methods, evaluation, training procedure and also how to conduct general banking and financing. IDLC HR department is very structured and they produced their Performance Management System of their employees in an effective manner. 
When I analysis the performance management system and its effectiveness I found some problems such as communication gap between managers and employee’s expectations. I recommended some ways such as to create transparency and fairness in the performance management policy, creating profitability ratio, focusing more to motivate the employees’ etc. to minimize the problems and increase the outcomes. The knowledge that I gained during my internship period at IDLC Finance Limited and doing this report will definitely help in my further professional and corporate life. 
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[bookmark: _Toc18884170]1.1 Background of the study
With the growing realization of proper HRM in the corporate sector, it has grown into an important activity. HRM's head is an important member of all kinds of company senior teams. Human begins even if satisfied of material wellbeing need to be appraised and encouraged constantly. IDLC Finance Ltd have realized this need and have taken steps to keep their work force motivated through proper encouragement like employee of the month, best employee, monthly awards, repeat get-together, conferences, dinner, sports events, company sponsored travel, reunions etc. This is the way employees create a feeling of belongingness.
IDLC is one of the oldest financial institutions operating in Bangladesh. It is one of the top non-banking financial institutions in the NBFI sector of Bangladesh. IDLC claims to have revolutionized Bangladesh’s Non-Banking Financial Institutions and one of the reasons for their claim is that, they have continuously published award winning Annual Report over the years. They have created a new and secured infrastructure for the rapidly growing banking and non-banking sector today. HR activities of IDLC includes HR planning and policies, job analysis, recruitment, selection, training, compensation systems, labor relations etc. This report is the study of “Performance Appraisal System and Its Effectiveness of IDLC Finance Limited”.  
My Bachelor of Business Administration (BBA) course needs 3 months of an organization's internship. This needed a real report allocated to the organization by the supervisor and supported by the honorable professors. I jumped at the opportunity to do my internship with IDLC Finance Ltd. My internship subject has been permitted by IDLC.My faculty supervisor Assistant Professor Ishrat Sultana, faculty of Business administration, United International University, also approved this topic and instructed me to compile this report as part of the internship requirement.
[bookmark: _Toc18884171]1.2 Origin of the study
The report was prepared as an Internship Report to fulfill the program completion requirement of the BBA program at United International University. The report was completed on the proposed topic “Performance Management System and Its Effectiveness of IDLC Finance Limited”. However, the information of Human Resource Division is confidential and sensitive in nature, instead of I tried my best to construct this report with the help of available information.
The intention was to gain some real banking and financing experiences by working in a practical environment. The internship supervisors were Sadhan Kumer Das, Senior Manager of CED of IDLC finance Ltd and the faculty advisor was Ishrat Sultana, Associate Professor, School of Business and Economics of United International University.
[bookmark: _Toc18884172]1.3 Significance of the Study
Knowledge and learning become perfect when it is associated with theory and practice. We know that, theoretical knowledge gets perfection with practical application. Also our predominantly text-based education scheme, along with practical orientation program as an educational component is an exception to the standard.
[bookmark: _Toc18884173]1.4 Scope of the Study
As I was an intern, my scope was very much limited and restricted. I had to keep certain formal legalities for this study for the purposes of my report's information. This report mainly encompasses the performance management systems and its effectiveness in the IDLC Finance Ltd. This report will help to learn how IDLC manage their performance through policy and enthusiastic employees.  
[bookmark: _Toc18884174]1.5 Objective of the Study
Primary Objectives:
The primary objective of this report is to get an idea about the wide utilization and knowledge about the HR activities and especially the performance appraisal systems of IDLC and analyze the effectiveness of the performance management system of IDLC.
Secondary Objectives:
Organizations need to make staff assessments more transparent and helpful as most staff are not fully aware of the process, nor do them see it as a worthy job to execute. 
I have been assisted in measuring and analyzing IDLC performance evaluation in order to find the goals. -
· To examine the workers ' performance assessment scheme over a certain period of time.
· To detect the gap between current and desired employee performance during my studies.
· To find out the employee improvement through the performance management system of the organization.
· To assist management through the research in exercising internal control.
· Helps create and reinforce the relations between superiors-subordinates and managers and the right interaction between staff.
· For diagnosing the strengths and weaknesses of the Performance Management System of the organization.
· To analyze the effectiveness of the performance management system of IDLC and Other organizational human resources functions such as recruitment, selection, training and growth also exist.
[bookmark: _Toc18884175]1.6 Methodology
In order to find the Performance Management System and its Effectiveness of IDLC I have used direct method to collect and present data. I used mainly the face to face or interview method to gather the information for my sudty. 
I used main and secondary data sources to finish my internship report.
[bookmark: _Toc18884176]1.7 Sources of Data Collection
Mainly I used two types of data for this purpose:
Primary Sources:
· Work on practical banking and finance.
· Personal touch to IDLC Finance Ltd's executive director, senior officer, adjutants and other managers.
· Personal Observation.
Secondary sources:
· Various records of the organization. 
· Annual reports, publications, training materials. 
· Official website of IDLC Finance Limited. 
· Statements of Periodically of the bank, brochures, booklets etc.
[bookmark: _Toc18884177]1.8 Limitations
The following are the limitations faced by me during the course of the study-
· Organization policy was not disclosing some data and information for various reasons. 
· Human Resource Division is the most confidential department in the IDLC Finance Ltd. Here as an intern I am allowed to get only limited information for my study. I am not allowed to get the information which is too much confidential for the organization. So, for this reason I faced some limitations to gather report related information. 
· The officials are most of time busy with their work that they were sometimes been unable to provide information. So, there was lack of enough cooperation due to high workload. 
· Time shortage is a big constrains. So here the time constraint was the study hindering the course of vast area and manage time for collecting the data within the short period of the internship and preparing a report was really difficult. 
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[bookmark: _Toc18884180]2.1 Human Resource Management
The contemporary perspective of HRM first achieved prominence in 1981 with its introduction to Harvard Business School's prestigious MBA course (Price, 2004). In its easiest sense, human resources refer to manpower or individuals as a resource, who, by virtue of their physical and intellectual capacity, which is involved in any organizational setting to fulfill industrial objectives. HRM describes manpower as the energy provided or provided by man's physical and intellectual efforts. 
Effective HR practices are found to lead to positive organizational outcomes (Beckar and Gerhart, 1996) such as turnover (Huselid, 1995) and productivity (Katz et al. 1987). HR practices are normally categorized into the following- 1.Hiring and selection practices, 2.Incentives and rewards, 3.Safety training, 4.Communication and feedback, 5.Worker participation, 6.management commitment and performance evaluation. The accomplishment of human resource management ((HRM) policies in an organization requires HR professionals to take an active initiative in different organizational activities (Islam 2011). 
[bookmark: _Toc18884181]2.2 HRM Practice in Financial Institutions
A case study in Bangladesh HR policies and practices involve the development of how individuals should be managed and specific HR initiatives (Scheuler, 2002). HRM practices and policies refers to activities of staffing, planning, appraising and compensating, training and developments and worker’s relations.
Human Resource Planning guarantees that the organization has the correct individuals in the correct place. Personneling is an essential HRM practice conducted by the organization to assist coordinate and regulate its global operations (Schuler et al, 2002). Recruitment, selection and placement are the activities related with finding suitable people to fill job positions within organization (Molander, 1996).
As Performance Appraisal is a managerial instrument to control individual performance in organizations in order to gain maximum performance (Morley, 2004). Compensation should be more immaterial in nature. This might help the employee’s career plan, like the opportunity to grow within the company or participate in international exchanges of information that can assist him engage in strategic policy planning (Harzing and van Ruysseveld, 1995)
Training and Development are the systemic process concerned with facilitating the acquisition of skills, knowledge and attitudes which result in improved organizational performances. The scarcity of training and development strategies within organization can be viewed negatively by graduates. Training is a hallmark of good management, and a task manger can ignore at their danger. Having high potential employees does not guarantee they will succeed. Instead, they must keep in their knowledge, what the management want them to do and how to do that, there is, in fact, no comprehensive study found on overall HRM practices on financial institutions of Bangladesh. In this situation of affairs, a study on this field is essential to uncover the significant facts. Those studies are endeavored for the same.  
[bookmark: _Toc18884182]2.3 Human Resource Policies
According to the book of Herman Aguinis, as we human resources strategies are now considering the official guidelines that company has placed in place for hiring, training, evaluating and rewarding. When these policies are disseminated in a user-friendly manner, many misunderstandings between staff and employers about their company rights and commitments can be prevented. Like as a new small business owner, to focus on the betterment of the business at hand, and put off the task of writing up a Human Resource Policy. 
According to company analysts and employment law authorities, even if it is an easy one drafted from a boilerplate model, it will suggest a fresh company owner to get a policy down on paper. Since having written policies is key to making it clear to all that strategies are and that they are used constantly and fairly throughout the organization. In addition, problems related to worker rights and organizational policies arise early in federal and state courts, requiring the company's human resources strategies is normal practice. It should be written or verbal, is component of an employee-company employment agreement. The business is in risk without obviously stated policies. Small business owners should make sure that they address the following basic human resource issues when putting together their personnel politics-
· Employment equality Policy opportunities.
· Classifications of staff
· Work days, pay days and pay advances
· Overtime compensation
· Pause and lunch times break
· Payroll deductions
· Vacation policies
· Holidays  
· Sick days and personal leave
· Performance assessments and rises in wage.
· Enhancing performance
· Termination policies
Templates that may be used to create a first human resource policy data are collected from many sources. I consider two such sources that are reliable and offer information of a full range of employment issues are the National Human Resource Association.The manager has to smartly and regularly follow HR strategies; advantages can accrue in several fields. -
· Communication with employees
· Contact with management and supervisors
· Time savings and management
· The curbing litigation
[bookmark: _Toc18884183]2.4 Definition of ‘Performance Management
Performance management is a much bigger and a complicated function of HR, as it encompasses activities such as joint goal setting, Regular progress review and rapid communication, feedback and coaching for improved results, staff implementation development programs and rewarding achievements.
According to Armstrong and Baron (1998), Performance management is both a strategic and an integrated strategy to achieve a decent business outcome through improved performance. Performance management involves defining what effective performance looks like, as developing the tools and procedures necessary to measure performance.
[bookmark: _Toc18884184]2.5 Discussion of ‘Performance Management
Performance management involves the way managers evaluate employees, how employees evaluate their managers, supervisor and fellows, and how individual workers evaluate their performance. It depends on the analysis of how an organization’s employees have historically performed tasks in an effort to improve future performance. That manager who is effective seeks to provide feedback to and receive feedback from employees on a regular basis, rather than rely on occasional appraisals. This determines to work hard, make adjustments to employee workloads as necessary. In many of the organizations, managers are expected to provide a to z instructions outlining how employees are to approach a particular task. This type of management approach is referred to as high power-distance.
Globalization has shown companies with new opportunities for growth, but has also increased the complexities of managing the proper performance of a workforce coming from different cultures and nations. Managers also have to confirm that employees are governed according to a company’s policies, but must also confirm that cultural norms are taken into consideration. Managers must understand and evaluate what drives employees to work effective manner. While monetary compensation may be considered important in some cultures, others may consider empathy towards the employee’s personal and familiar well-being.
The vital objectives of performance management are discussed below-
· Enabling staff to achieve superior job performance expectations. 
· Build a two-way communication system between managers and staff to clarify roles and accountability expectations Identify and address barriers to effective performance by continued surveillance, coaching and intervention growth. 
· Building the foundation for strategic planning, succession planning, promotion and performance-based payment of various administrative choices. 
· They also need to promote personal development and progress in employees' careers by encouraging them to acquire the understanding and abilities they desire?
[bookmark: _Toc18884185]2.6 Importance of Performance Management Policy
The obvious purpose of an effective PM process is for employees to have a clear idea of the work expected from them and also to receive timely feedback that how they are performing relative to expectations, so that company distribute rewards accordingly.
Key issues of an organization's performance management scheme are:
· The output (results obtained), impacts, and procedures needed to achieve outcomes, as well as KSA inputs.
· Concerned with assessments of results and review of progress in the achievement of set targets.
· Concerned with prescribing company plans to shape a good future in advance. Company Concerned with creating a culture of confidence and mutual comprehension in matters such as clarification that fosters free flow of communication at all levels.
· Concern with the conduct of procedural fairness and transparency in the process of decision making and agreed set of standard.
[bookmark: _Toc18884186]2.7 Actions of Performance Management System
· Develop clear work descriptions and performance plans for employees that include important outcome regions (KRA) and performance signs. 
· Choosing the correct set of individuals by applying a suitable selection process. 
· Negotiate result and general productivity measurement requirements and performance norms against predefined benchmarks. 
· Continuous performance coaching and feedback.
· Identifying the requirements for training and growth by evaluating the results obtained against the norms set and by applying efficient enhancement development programs. 
· Holding quarterly debates on performance growth and assessing staff performance on the grounds of performance plans. 
· Design efficient compensation and reward schemes to recognize those staff who exceed the performance benchmarks by attaining the requirements set in compliance with the performance plans. 
· To provide assistance and advice to staff for promotional or career growth. 
· Exit interviews to understand the cause of staff discontent and subsequently exit the organization. 
(According to the theoretical book of Harman Aguinis and Human Resource Management Journal)
A performance management process establishes the platform for rewarding excellence by aligning individual worker achievements with the mission and goals of the organization and making the worker and the organization recognize the significance of a particular job in achieving results. By setting clear performance expectations that include outcomes, behavior and behaviors, it enables staff understand precisely what is anticipated from their employment and setting norms to assist eliminate those employments that are no longer of use. It offers a benefit through frequent feedback and coaching to diagnose the issues at an early point and take corrective action. 
[bookmark: _Toc18884187]2.8 Evolution of Performance Management
The word performance management achieved its significance from the times when the competitive pressures in the market place started increasing and the organizations able to understand the need of introducing a comprehensive performance management process into their system for improving the overall productivity and performance effectiveness.
[bookmark: _Toc18884188]2.9 Stages in the Development and Implementation of a Performance Management System
The management of performance is a strategic method and an integrated strategy. The method includes continuous dialog between the manager and the worker to achieve achievable objectives and contribute to the achievement of the organization’s objectives. The primary aim of performance management strategy is to proactively handle employee performance with the required level of performance for the achievement of corporate objectives. It thinks the organization's performance plans are linked to the visual perspective and business performance indicators are defined and KRA's to enable staff to accomplish their organization's anticipated results.
Any performance management process broadly involves three stages (Herman Aguinis) and this are-
· Goal setting and motivation which is normally done in the beginning of the session. 
· Embolden stage which is normally undertaken when the employees get connected in the process of pursuit of the assigned task.
· The final phase is the Rewards and Compensation Stage applied after a job has been completed.
PM is always an ongoing scheduling method that is one of the rising and facilitative in nature as it includes team leaders and staff in a related decision-making process for setting intelligent goals. It seeks at the development of high-performance organizations in staff. The entire process involves identifications, evaluation and development of the work performance of the employees through effective management practices like continuous coaching, feedback and regular communications. The process includes the following stages-
· Work planning and defining expectations
· Monitoring performance
· Developing the weak performance areas
· Performance rating
· Rewarding good performance
[bookmark: _Toc18884189]2.10 Performance Appraisal
Performance assessment is a systematic assessment of employee performance and understanding a person's ability to further grow and develop. PA is usually performed in the following systematic ways:
· Supervisors evaluate workers' salaries and compare them with goals and plans. 
· The manager analyzes the factors underlying employee job efficiency. 
· Employers are in a position to provide better performance guidance to staff. 
[bookmark: _Toc18884190]2.11 Objectives of Performance Appraisal
Performance Appraisal can be complete with following motives in mind-
· Increased payroll, pay and other cash registers to generate compensation packages.
· To recognize the strengths and weaknesses of employees to place the right man in the right job and also review and retain uplift men and other training programs.
· Uphold and estimate a person's potential for sustained growth and development.
· To provide a feedback to employees concerning their performance and related status.
· To provide a feedback to employees concerning the job related outcomes.
· It nurses as a basis for influencing working habits of the employee.
[bookmark: _Toc18884191]2.12 Advantages of performance Appraisal
It is said that PA is an emergent investment for the company which can be justified by following advantages:
1. Promotion: Performance Appraisal assistances the supervisors to chalk out the promotion programmers for proficient employees. In this regard, it is possible to dismiss or demote inefficient employees.
2. Compensation: Performance assessment enables staff to chalk out compensation packages. Rating of merit is feasible through evaluation of performance. PA is trying to make a performance worthwhile. Compensation packages that include bonuses, elevated wage rates, additional advantages, allowances and pre-requirements depend on performance assessment. Rather than seniority, the real standard should be merit.
3. Employees Development: The methodical procedure of PA helps the supervisors to build training policies and programmers. It enables to establish employees ' strengths and weaknesses in order to design fresh employment for effective staff. It also helps in framing future development programmers.
4. Selection Validation: PA assists the supervisors to understand the backbone and importance of the selection procedure. The executives acknowledge the validity and strengths and weaknesses of the selection method. Future alternatives in selection manners can be made in this regard.
5. Communication: For an organization, effective communication between employees and employers is very important. Through performance appraisal, communication can be sought for in the following ways:
a. Through PA, the employers can catch and accept skills of subordinates.
b. The subordinates can also catch and generate a trust and confidence in superiors.
c. It also helps in keeping cordial and appropriate labor management relationship.
d. It exhibits the spirit of work and boosts the ethical behavior of employees.
6. Motivation: Performance appraisal serves as a motivation tool. By evaluating employee performance, the skills of a person can be determined if objectives are met. A well designed instruction motivates a person for better job and helps him to enhance his performance in the future.
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[bookmark: _Toc18884194]3.1 The Brief Overview of IDLC Finance Limited
The brand IDLC today started off its journey in 1985 with only a single product- leasing. IDLC started in 1985 by the help of IFC of the World Bank. The company was formed as a combination of International Finance Corporation, The German Investment and Development Company, Korea Development Financing Corporation, The Aga Khan Fund for the Economic Development, Kookmin Bank, The City Bank Limited, Bangladesh Limited and The Sadharan Bima Corporation. For the beginning they founded as a fully locally owned financial institution.
The Industrial Development and Leasing Company (IDLC) housed only 5 staff members with only one product. At present the IDLC has become the largest multi-product Non-Banking Financial Institution (NBFI) in our country housing over 1400 employees catering to over 45,000customers with almost 38 branches and booths all over the country. With a wide range of financial products, services and solutions, IDLC is no longer the Industrial Development and Leasing Company, rather with its subsidiaries; IDLC Finance Ltd. is building on the brand name it developed with a strong base in Corporate, SME, Retail, and Capital Market segments. 
The leasing company that started its journey on 1985 now operates as a Non-Banking Financial Institution (NBFI) in the financial sector of Bangladesh. While transitioning from only a leasing company to an NBFI, the management observed that IDLC has become a brand and the owners will benefit if they further build on this brand. Finally, the IDLC Finance Limited was established as in the place of Industrial Development and Leasing Company and in course of time has built strong footing in serving different financial products and services for their customers. The range of products and services of IDLC varies by the Corporate, SME, Retail/ Consumer, and Capital Market financing. Although IDLC Finance has shown remarkable success in transitioning whether it be from a leasing company to an NBFI or from a newly formed company with majority of foreign share to a renowned Financial Institution of the country, the organization is still reorganizing and restructuring and has a long way to go to achieve smooth world class operations and departmental activities.
[bookmark: _Toc18884195]3.2 Subsidiaries of IDLC Finance
· IDLC Asset management Limited
· IDLC investment Limited
· IDLC Securities Limited
[bookmark: _Toc18884196]3.3 Vision
“The company will be the best financial Brand in the country”.
[bookmark: _Toc18884197]3.4 Mission
“The company will focus on quality growth, superior customer experience and sustainable business practices”.
[bookmark: _Toc18884198]3.5 Strategic Objective
· Grow and develop our talent pool, 
· Fully leverage the core banking platform. 
· Optimize distribution points, 
· Grow and diversify funding sources
· Grow sales and services capabilities in the consumer division
· Sustainably grow SME portfolio
· Focus on top tire clients in the corporate segment 
· Console capital market operations and enhance capabilities 
· Embrace internationally accept corporate governance and sustainable business practice 
[bookmark: _Toc18884199]3.6 Core Values
· Integrity 
· Consumer focus
· Trust and Respect
· Equal opportunities
· Eco-friendly
· Passion
· Simplicity 
[bookmark: _Toc18884200]3.7 Code of conduct and ethical guidelines
· Take an ethical approach to clients, opportunities, peers, offices and the public with integrity and dignity of competence.
· Act and encourage others to behave in a professional and ethical manner that reflects a favorable atmosphere among IDLC staff, their profession and IDLC overall.
· Strive to maintain and improve the competence of all in the business
· Use reasonable care and exercise independent professional judgments not restrain others from performing the professional obligations
· Maintain the knowledge of and comply with all applicable laws, disclose all conflicts of interest 
· Respecting the privacy and confidentiality of customers, individuals and employees
· Not engage in any professional conduct involving dishonesty, fraud, deceit or misrepresentation act that reflects on authenticity, assurance or professional expertise.
· IDLC employees have an obligation to know and understand not only the guidance contained in the code of conduct but also the sprit on which it is based.
[bookmark: _Toc18884201]3.8 Products and Services of IDLC
· Small and Medium enterprise (SME) 

	Small Enterprise Finance
	Medium Enterprise Finance

	· Small enterprise Loan/lease 
· Seasonal loan
· IDLC purnota loan women entrepreneur loan
· SME shacal loan
· Revolving short term loan
· Commercial space loan
· Vehicle loan
· IDLC udbhaban
· IDLC deposit
	· Medium enterprise loan/lease
· Commercial vehicle finance
· Machinery lease
· Revolving short term loan
· Commercial space loan




Supplier and distributor finance 
· Factoring of account receivable
· Bill/invoice discounting
· Work order financing
· Distributor financing 

· Corporate Finance 
Corporate Finance:
· Lease financing
· Term loan financing
· Commercial loan financing 
· Project financing
· Short term loans 
· Specialized products (for meeting seasonal demand)
· Green financing
Structured Finance Solutions
· Debt syndication 
· Work capital syndication 
· Agency and trusteeship
· Fund increase by zero voucher and voucher bonds
· Commercial paper
· Private equity and shareholding arrangements
· Consultancy for fusions, procurement and joint ventures
· Balance Sheet restructuring 
· Preparation of feasibility study

· Consumer Finance
Loans 
· Home loans
· Car loans
· Personal loans
· Loan against Deposit 
Deposits 
· Flexible term deposit package
· Regular earner package

· Capital Markets Operations
IDLC Securities Limited Products
· Cash accounts 
· Margin account through IDLC investments and other business banks enlisted
· Easy IPO
· Premium brokerage for high net worth individuals (HNIs) and intuitional and foreign investors
Services
· Trade execution through the Dhaka and Chittagong stock exchanges
· Custodial services 
· Bloomberg terminal for foreign clients
· Research and advisory services
IDLC Investments Limited Products 
· Margin loans 
· Discretionary portfolio Management
Services
· Corporate advisory
· Issue management
· Underwriting
IDLC Assets Managements Limited
· Mutual Funds
· Portfolio Management
[bookmark: _Toc18884202]3.9 Employees and Divisions of IDLC Limited

Consumer Division

	May, 1997
Commencement of home of Financing
	January, 2004
Opening of first consumer finance branch in Dhanmondi
	24
Number of touch points of consumer loan products

	34.18%
Overall portfolio
	BDT 24,152 million
Asset portfolio
	12.78%
Asset portfolio growth over 2016

	19.64%
Asset portfolio 5 year CAGR
	BDT 9,228 million
Disbursement
	BDT 300 million
Avg. ticket size



Their customer division has been a strong force behind the steady growth of the company through providing its core financial services. Moreover, the division has been creating various fund sourcing capabilities through customer deposit from both institutional and individual segments that enable all core business divisions to utilize these funds and enhance loan disbursements. Major strength of this division include superior understanding of home loan market- being one of the oldest and most successful operators in the segment, expert and professional sales team with door to door service capabilities, longstanding and customized customer relationship and fast loan processing times. They intend to widen the division’s geographical coverage to increase our footfall in untapped areas with good business potentials, aiming for sustainable business growth in 2018 and afterwards.
Corporate Division
The corporate division has been a partner of choice for the country’s top tire large corporate houses ever since its inception. The legacy has continued in 2017 and the loan portfolio of the division increased by 8 % over last year and reached BDT 14,432 million. The growth has been possibly by regeneration of some dormant relationship as well as creation of new relationship with some prominent and big corporate houses. The division in this endeavor created unique customer experiences by focusing more on integrated relationship management approach and offered innovative and flexible product offering that covered end to end requirement of the customers. This was possible through ensuring sophisticated professional services to the clients, generated by highly capable relationship manager. Two separate wings, structured finance department and green banking department have complemented the growth of the core corporate financing business. The reviews of the two separate wings have been provided individually for better comprehension.
	January, 1999
Commencement of corporate financing
	BDT 14,432 million
Asset portfolio
	3
Number of touch points of corporate loan products

	34.18%
Overall portfolio 5 year CAGR
	BDT 12,755 million
Disbursement
	BDT 300 million
Avg. ticket size



Structured Finance Department
The Department has been dedicated towards providing innovative and cost effective financing solutions to its clients. It has a wealth of experience in arranging syndication deals in the form of term loans and working capital facilities. Over the years, SDF has broadened its scope and sphere o sectors such as steel, power, cement, real estate, food, hospital, telecom and energy. The department has also diversified its products which ranges regular term loan and working capital to bond, advisory (mergers and acquisition, feasibility investment decision making etc.)Foreign currency term loan investment promotion, financing facility (IPFF), subordinating bond for tier-all regulatory capital requirements of commercial banks, zero coupon bond, commercial paper, preference share, privet equity, securitization of all assets, loan restructuring, long term financial facility (LTFF) . There are different refinancing and pre-financing schemes of Bangladesh bank, Asian Development Bank (ADB), and World Bank etc. Including efficient brick kiln efficiency program. 
	September, 2006
Commencement Operation
	24.67%
Equity as percentage of group Equity
	BDT 379.47
Net profit after tax

	14.80%
Return on asset
	16.66%
NPAT as % of Group NPAT
	36.32%
NPAT growth (5 year CAGR)

	24.60%
Return on Equity
	
	16,727
No. of clients



Investments 
	August, 2011
Commencement Operation
	21.50%
Equity as percentage of group Equity
	BDT 276.52
Net profit after tax

	7.20%
Return on asset
	12.14%
NPAT as % of Group NPAT
	45.05%
NPAT growth (5 year CAGR)

	14.30%
Return on Equity
	
	5,637
No. of clients



IDLC finance commenced its merchant banking operations in 1999 through participating in underwriting of IPOs. The company managed its first IPS under the book building method in the capital market history of Bangladesh. Aligning with regulatory requirements, the merchant banking operation was carving doubt and transferred to IDLC investments limited, a fully owned subsidiary of IDLC finance, was started in the year of 2011.


[bookmark: _Toc18884203]3.10 Corporate Organogram and Hierarchy of IDLC Finance Limited (from HR Dept. Documents of IDLC)
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3.11Human Resources Department of IDLCMedium Enterprise Finance
Small enterprise finance
Asset Operations
Liability operations
Green Banking
Structured finance
Corporate
Corporate division
Special asset management
Marketing communication
CSR 
IDLC asset management Ltd.
Deputy Managing Director

Deputy Managing Director
Finance
Strategic Planning
Treasury
Corporate Affairs
IDLC securities ltd
Capital market operation
Operations
Administration
IDLC Investment limited
Human resources
Information Technology
Internal Cont. compliance
Credit risk management
SME division
Consumer Division
CEO & MD
Executive committee

Audit Committee

The Human Resource Department of IDLC is responsible for recruiting appropriate people, training, organizing work- seminars, paying and appraising performance of all of the employees of the organization. 
[bookmark: _Toc18884205]3.12 HR functions in IDLC Finance
Job Analysis & Design
IDLC’s manager said Job analysis involves the evaluation and analysis of a job in terms of tasks, responsibilities, skills, tools, knowledge and expertise required to accomplish the job requirement successfully. Job design is a phase that follows job analysis and is the method where the work is structured, people or organizations are assigned particular functions and duties.
Job analysis is the word used to represent the process of evaluating a role or task in its different portions, that is, organizational structure, work activities, and informational content. The method leads to a appropriate, timely and customized job-related data database that can be used in a multitude of ways:to develop conventional, individualized, computer-based and/or critical incident education and training programs and materials; to create and classify job titles; to write job descriptions; to prepare organization charts; to conduct time and motion studies; to determine quality assurance standards; and to write both knowledge- and performance-related employee evaluation measures
In IDLC two terms often used interchangeably with job analysis are occupational analysis and task analysis. In the company, the job and occupational analysis most often are viewed as the same. The process focuses on the analysis of a job into its occupational structure, work activities, and informational content. 
Three questions seem to be basic to the job design and analyze in IDLC. These questions address the issues of organization, activity, and informational content:
· The structure of the occupation.
· The tasks that the worker do.
· The task information that worker need to know.

Recruitment and selection
Recruitment is a method to capture, screen and select applicants who are potential and skilled based on objective criteria for a given service. The goal of this process in IDLC is to attract the qualified applicants and to encourage the unqualified applicants to opt themselves out.
The business should implement adequate staffing plans and should determine the amount of staff it seeks before the recruitment process is initiated. Employee forecasting should rely on the company's annual budget and on IDLC Finance Limited's short- and long-term objectives.
IDLC attaches great importance to the recruitment and selection process because Reduces error costs such as incompetence, demotivation and qualification of employees. Firing the unskilled applicant and recruiting the fresh staff is another costly method.
In IDLC the recruitment and selection happens from two sources:
· Internal Recruitment
· External recruitment
Internal Recruitment
1. As the aim of recruitment is to fill up the vacancies, IDLC first try to adopt internal recruitment to fill up the vacancies by way of transferring an employee to the place where job is lying vacant if transferring employee is found to be fitted for the job position him or her going to take up by way of transfer.
2. If an employee is discovered fit for the post of promotion, IDLC will promote the vacant position.
3. IDLC HR hiring Managers Seek for employee referrals from existing employees to fill in the main items or to the post dealing with confidential and sensitive data with a consider taking any danger by managing unidentified individuals with such roles.
4. Invites retrenched employees if they were retrenched or laid off by an organization due to shortage of working capital, low sales, and fall in demand for goods they were producing or breakdown in machinery. It is a rule that has to be followed by the company to give first opportunity to the retrenched employees to fill up vacancies 


External Recruitments
External recruitment is the process of inviting job applicants who do not belong to or anyway related with an organization which means inviting outside candidates. As that of opting for internal recruitment by some organizations depending upon the above said situations, some organizations opt for external source of recruitment depending upon their circumstances and demands which are as follows-
1. IDLC first post job advertisement Internet or online recruitment which has Become a famous recruitment source since it's simple to find or invite work candidates when compared to other source of external recruitment. HR recruitment executives today recruit via social networking and are common to search for sufficient applicants. Like: Bdjobs.com, jobsbd.com etc.
2. If organization needs well experienced and competent or talented candidate or to fill up key vacancy, in such case IDLC HR hiring managers will look at competitor organizations to find and to attract such candidate.
3. IDLC also follows the Campus or college recruitment which is one of the sources of external recruitment from which fresher’s and talented pool with attitude of learning new skills and knowledge relating to emerging technologies are available. Therefore, IDLC can have fresh talented people on board for adopting change and to easily impart the skills whatever organization requires.
4. Executive search firms or consultancies are also available in the company
Training & Development
Different training is given to employees at different levels. In IDLC finance the following training methods are used for the training of skilled workers and operators-  Specific job training programs, Technical training in live demonstrations, internship training, training through to the rotation procedure. The customer experience department’s employees always get several training related to customer satisfaction. 
IDLC believes Training given to people in a supervisory or managerial capacity is – Lectures, Group Discussions, Role-playing, and Conferences etc. People in managerial programs are given this type of training- Management Games to develop decision making, Programs to identify potential executives, Sensitivity training to understand and influence employee behavior, Simulation and role-playing, Programs for improving communication, human relations and managerial skills.
[bookmark: _Toc18884206]3.13 HR Organogram of IDLC (from HR Dept. Documents of IDLC)
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IDLC’s training program
1. Technical Training: IDLC’s Technical training is that type of training that is aimed at teaching employees how a particular technology or a machine. Like Computer, server Attendance machine or new software etc.
2. Skills Training: Skills training refers to training given to employees so as to perform their particular jobs. For example, a receptionist would be specifically taught to answer calls and handle the answering machine.
3. Soft Skills: Training in soft skills involves personality growth, welcome and friendly customers, relationship building, prevent sexual harassment, etc. like: IDLC’s service software, MS office etc.
4. Professional Training: Continuously changing and developing job such a field of medicine and research is performed for professional training. People working in these sectors have to be regularly updated on matters of the industry.
5. Team Training: Team training provides confidence and synchronicity for enhancing utilization between team members.
[bookmark: _Toc18873837]Compensation & Benefits
IDLC manager said basically, Employees working with compensation and benefits are liable for drafting wage policies, bonus and incentive schemes. These might include:
· Salaries
· Bonuses
· Commission
· Company cars
· Life assurance
· Profit sharing
· Medical insurance
· Vouchers
· Capital bonds reward schemes.

They are responsible for the management, procurement and evaluation of salary, pay structures and incentives. Basically, they make sure that the right people get the right amount of money, at the right time.
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[bookmark: _Toc18884209]4.1 Performance management system of IDLC
In Bangladesh, there are few organizations to follow HR practices 100%.  But IDLC follows the performance management system as a serious manner. At IDLC, they believe in a performance based management culture. They believe all the employees working with them must be evaluated in a fair and transparent manner and the Performance Management Policy of IDLC ensures this. Exception to the policy can be approved by MD of IDLC. The HR department of IDLC starts its performance planning at the beginning of the Year. Their performance planning is clearly defined plan of action, which are mutually discussed and agreed upon by the supervisors and the employees at the very beginning of the performance work period. 
[bookmark: _Toc18884210]4.2 Timing of Performance Appraisal at IDLC
At IDLC performance evaluation is done for all permanent employees twice every year. To make the process more structured and to provide direction to the employee on his or her performance, the midyear review is basically done by the HR division. This means the IDLC does their performance appraisal process two times in a year. 
[bookmark: _Toc18884211]4.3 Approval Authority of the PM of IDLC
The approval authority for the overall performance of a division is the divisional head, which should ensure the accordance to a bell curve, which will be set every year through an officer order by the MD. However, the rating and the overall bell curve will be finalized only after review by top management review committee of IDLC. 
The final performance ratings and the bell curve of the performance of the departments must be approved by the review committee which should be preferably include, but not limited to, MD, AMD, DMD and head of the HR. MD may add members to this review committee and through office note, can also form separate committee for overall reviews. The overall approval of all rating lies with the top management and the review committee has the right to challenge and change the rating of one employee based in performances.    
[bookmark: _Toc18884212]4.4 IDLC’s Performance management strategies
· Define and Communicate Company Goals and Performance Objectives:
The manager stated that staff cannot fulfill their performance or business objectives unless they are distinctly specified; making this the first step toward their effective performance management. Sometimes employers are unclear when they set out their goals or corporate goals, and often personnel do not ask questions. If something is confused or unclear, they prevent this by being as apparent and communicative as employees possibly are.
· Utilize Performance Management Software
IDLC uses the performance management software.  It helps HR to save time. It is not obsolete and it is upgrade software. Performance management software can really streamline IDLC’s performance management strategies.
· Offer Frequent Performance Feedback
IDLC HR believes that clearly communicating with company and individual goals is an essential step for any business. Managers must therefore regularly track the progress of teams and staff, as well as provide feedback. In IDLC company culture they always give continuous feedback. They provide both appreciative and constructive feedback. You understand that excellent performance feedback strengthens powerful abilities and beneficial behaviors, demonstrating clear paths for enhancement in fields of chance.
· Preemptive Management and Recognition
One way to guarantee results in the workplace is to implement rewards and practice preemptive management of IDLC. This simply means that employees of IDLC always know what is expected of them so there is never any guesswork or need for consequences in the workplace.
· Set Regular Meetings to Discuss Outcomes and Results
This is also called progress reports or progress conferences, which allow time to satisfy the team and to see how the defined goals and goals are achieved, these objectives are crucial. IDLC Line Managers always set regular meetings to discuss employee opinions, feelings and objectives for the performance review. 

[bookmark: _Toc18884213]4.5 Methods of the Performance Appraisal of IDLC
IDLC doesn’t follow any specific theoretical performance appraisal system. They developed their own performance management system. But based on our theoretical knowledge it can be said that they follow the “Absolute System”. This absolute system is a combination of “Behavior Checklist “and “Job Results” systems. 
IDLC HR division believes that the employee performance appraisal method is crucial for organizations to boost their employee productivity. They believe that performance is super important; it’s rarely put to good use. IDLC uses some modern methods to make performance Appraisal more effective.
IDLC uses two types of Performance Appraisal Methods:
1. Job Result
2. Behavioral checklist 
1. Job Result: 
During performance appraisal, employers and supervisors are provided with a source of valid data about an employee’s overall job result during the period of employment with the IDLC Finance Ltd. In this technique the outcomes of the employee are likened to certain objective performance norms formulated by the business and vary in particular between different work roles.
This method of performance evaluation is commonly used to measure results collaboratively, the amount of work produced, such as the volume of the deposit and the credit, timescales and the skipped.
2. Behavioral checklist 
A conduct checklist includes a rating form describing both efficient and inefficient working behavior. These behaviors relate to a number of behavioral dimensions determined to be relevant to the job. In IDLC they also use this method for Performance Appraisal. Here some of the procedure of Behavioral checklist-
· Calls on customers immediately after hearing of any complaints.
· Discusses complaints with customer.
· Gathers facts of customers' complaints which is relevant.
· Transmits information of complaints back to customers and resolves problems for their satisfaction.
· Plans ahead of time for daily operations. 
· For a month to come, lists wide marketing plans. 
· Collect clients, other salespeople, business newspapers and other sources.
After using this method IDLC find out that Behavioral checklists are well suited to employee development because they focus on behaviors and results. These are effective for performance appraisal method.
[bookmark: _Toc18884214]4.6 Performance Management Policy of IDLC
Performance management is a continuous process of tracking and measuring performance against agreed objectives and identifying opportunities for the improvements. As per the policy the objectives should be set at the start of the performance year and also in the mid time, through a formal discussion between the line manager and the employees. The employee will be monitored and evaluated against these set of objectives through two formal performance evaluation meeting; one midyear review and one annual performance review.
Based on the different works of the different divisions of IDLC, they set a “Responsibility Matrix” to evaluate their employee performance in a very systematic and informative way.
In the performance management system, they focus on the Objectives and the KPI. KPI is the “Key Performance Indicator”. These Objectives and KPI has some ideal characteristics and this are- 
These should be “SMART”.  Here “SMART” stands for- 
· S- Specific
· M- Measurable
· A- Achievable
· R- Realistic &
· T- Timely

The line of sight indicated the clear relation between the company goal and the employee performance. They say that the KPI should maintain the “Line of Sight” (LOS). The LOS should be very clear and transparent. Before the performance management they set the KPI and this KPI should maintain the LOS. LOS maintains an alignment and it is “Company to Department & Department to Individuals” The employees should have clear idea about their company goal and according to the goal what their targets are. The objectives and the KPI should set the target according to the hierarchy of the organization. These should maintain equal distribution of employee tasks and responsibilities.
[bookmark: _Toc18884215]4.7 Discussion of IDLC Performance Appraisal System
The Performance Appraisal (PA) process is software based. It is an annual cycle which aligns their employees’ individual objectives with the business priorities in a given Performance year. Ongoing feedback discussions with their manager to make sure they are on the right track are essential, as the manager allow the employees to take any required measures if needed. This will ensure the employee and his Line Manager is aligned throughout the year and makes the year-end evaluation as fact based and effective as possible.
The PA Form enables them to structure the PA process in a quality way to increase dialogue and alignment with their Line Manager. At the end of the year, they will receive a PA rating, which will be based on the level of the employee Performance against their objectives. 
IDLC performance appraisal system focuses on two important things and this are-
· What and
· How
This PA rating is an overall evaluation of “What” they have achieved and “How” they have demonstrated the IDLC behaviors.
PA has 4 phases:
· Objective setting (Jan-Feb): Performance objectives are agreed with the Line Manager.
· Interim Review (Jun - Aug): Evaluation of advancement against goals.
· Calibration Meeting (Nov-Dec): Management meeting to ensure effective and equitable Performance evaluation across the organization.
· Year End Review (Dec-Jan): PA rating - evaluation of achievement against objectives (What) and IDLC Behaviors (How).
· PA Rating assessment criteria for ‘WHAT’
· 1: Overall performance achievement is >110% capped at 130%
· 2: Overall performance achievement is >90% and ≤110%
· 3: Overall performance achievement is ≤90%

· PA Rating assessment criteria for “HOW”
· A: refers to “Exceeds standards”.
· B: refers to “Meets standards”.
· C:  refers to “Does not meet standards”.
[bookmark: _Toc18884216]4.8 Software Based Online Performance Appraisal System of IDLC
Their performance appraisal system and form are fully online and their own software based. The overall process of IDLC is discussed below with their steps of the system along with their necessary figures and diagrams-
[bookmark: _Toc509397613]Log-In Process to the Performance Appraisal System
The IDLC employees need to go to the following link for logging in IDLC Performance Appraisal System
Website address: http://auriga/IDLCPMS/
The employee shall need to insert his or her ESS user ID and Password for logging in. 
[image: ]
Figure 1
If necessary, he or she can reset your password by clicking “Forgot Password” (figure 1) and following the instructions.

[bookmark: _Toc509397614]The Process Flow


[bookmark: _Toc509397615]
Objective Setting by Employee in the System
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Figure 1: Objective Setting Period
Once the employee log in, Objective Setting Period will start for the document. A brief introduction on the Performance Appraisal System can be accessed by clicking on “Introduction Panel” (figure 2) button. Clicking it again will minimize the content.
[bookmark: _Toc509397616]


New Objectives
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Figure 2: Objectives
It will be mentioned that “Please click” on the “New Objective” (figure 3) button in order to insert new objectives for the current performance year. Once clicked, the following window shall appear:
[image: ]
Figure 3: New Objectives
For each of the objectives, a “Start Date” and “End Date” is necessary along with its “Weight”.  Once the employee is done with filling up the fields, he has to click “Save” to save the form or “Close” to cancel the task.
“Available Weight” field shows the available weights that are left for the employee to allocate to his or her objectives. Total weight allocated to all the objectives cannot be more than 100%.



[bookmark: _Toc509397617][image: ]Editing or Removing Objectives

Objectives can be edited by clicking on “Edit” (figure) button, which shall reopen Figure 4 and allow the employee to edit the fields.
Objectives can be removed completely by clicking on “Remove” button.
[bookmark: _Toc509397618]Employee Comments
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Figure 4: Employee Comments
After incorporating the objectives, Employees can comment on the overall Objective Setting stage by writing in the “Employee Comment” section. 

Finally, Employees will forward the form to their respective line manager’s review by clicking on “Submit to the Manager” (figure) button.

Subsequently, the following message shall appear in their online appraisal page:

[image: ]
Figure 5: Submission to Line Manager
[bookmark: _Toc509397619]		


Objective Setting Review by Direct Line Manager

Once the Employee submits the Objectives for Line Manager Review, the form goes to their respective Line Managers.

[image: ]
Figure 6: Line Manager Review
Line Manager will have to click on the “Direct Reports Appraisal” tab at the top of the page which shall take them to a dashboard of their direct reports.
[image: ]
Figure 7: Direct Reports Dashboard
In the direct reports dashboard, an overview of the entire scenario is provided as shown in the Figure 8.

[image: ]
Figure 8: Direct Reports

At the bottom of the “Direct Reports Appraisal” page, the list of direct reports and their status is shown in a table. Line Managers can use the “Search” option to find their employees. In order to see the objectives, set by the Employees, Line Managers will have to click on the “Detail” button at the right end of respective row for each of the employee.
[bookmark: _Toc509397620]Objective Setting Review
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Figure 9: Line Manager Review
The Line Managers can edit the objectives set by the employee by clicking on the “Edit” button against each objective and changing the information provided in each of the tab. Line Managers are allowed to insert “Manager’s Comments” against each objectives along with the overall comments of the employee.
4.9 [bookmark: _Toc18884217][bookmark: _Toc509397621]The Feedback or Result System According to the Software of IDLC

Revert or Agree with Employee
Finally, the Line Managers can either revert the form back to employee by clicking on the “Revert to Employee” or agree with Employee by clicking on the “Agree with Employee” button. (Figure 10)
· [bookmark: _Toc509397622]Revert to Employee
If any editing is necessary that the line managers want their employees to do, they can revert the form back to their employees with relevant instruction in the comment boxes so that they can change the form and re-submit to the line manager.


· [bookmark: _Toc509397623]Agree with Employee
Once the form is agreed by the Line Manager, the form goes to the Indirect/Second Line Manager who has the privilege similar to that of the Line Manager as stated in the previous sub sections of Section 4.0.
[bookmark: _Toc509397624][bookmark: _Toc18884218]4.10 Indirect or Second Line Manager Review

The Indirect manager meansthe Second Line Manager of IDLC can access their indirect report’s PA form through the “Indirect Reports Appraisal”. Second Line manager can either edit, revert or agree with the objectives sent by their employees.
[bookmark: _Toc509397625][bookmark: _Toc18884219]4.11 Finalization of Objective Setting

When the Line Manager and Second the Line Manager agree with the employee, the form is sent to Employee for his/her final approval which finally completes the Objective Setting Process.
After the whole process the performance ratings will be given to the employees with proper feedback and performance results.
[bookmark: _Toc18884220]4.12 Performance Rating and Evaluation

All of the IDLC employees will be evaluated on two parameters independently; one is the set objectives of the employees and the other is against the behavioral indicators of the Values of IDLC. The overall rating of an individual will be based on the cumulative rating provided separately of these two parameters.  
After the completion of the whole process of the Performance Appraisal and the rating, the employees will get their results or their ratings. 
[bookmark: _Toc18884221]4.13 Strategies of Line Manager Regarding the Performance System

The IDLC Line Manager does the following things- 
· They do plans for the performance appraisal meeting. This meeting is based on evaluation of the employee opinion and feelings for a meaningful data.
· They communicate the process with their employees. They help their employees to understand that there are two primary goals associated with the performance appraisals: First is to strengthen behaviors that lead to good performance and the second are to change behaviors that pull performance down. This can only be done if the worker knows the evaluation and trusts that the method is accurate and unbiased.
· They gather information and analyze the employee performance. Based on the results they also give the rewards and recognition to their employees.
· They make certain plans for the discussion. Once they gathered the information, they make an analysis of performance. They make the analysis for the necessary training and development plan.
· They try to give the feedback both formally and informally. They try to give the feedback and also discuss the feedback with their employees individually.
· They try to give the feedback in both appreciative and constructive in manner.
· They measure the performance consistently to provide a clear performance result.
· The IDLC HR Head believes and always says to their every employee to remember that
“If performance management is done correctly, there should be no surprises during the review process”.
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[bookmark: _Toc18884224]5.1 Effectiveness of Performance management system of IDLC
IDLC finance is oldest and leading No-banking institution in the country, they came to their success through the strategy and their employee’s effort, but their employees not get polished through overnight. So performance management system of IDLC helps them to improve employee’s performance. They have well trained employees and with the help of performance management and their profitability also increased. Over the years they hold top position in the non-banking sector in Bangladesh with the profitability. They managed to profit through service but performance management also helped because when the organization’s employees are satisfied, they automatically give their best and that is why IDLC maintains the performance appraisal system. Employees are now aware that their performance are evaluating properly because placing right people on the right time that means the promotion also happened in the IDLC and it happens when an organization has a good performance management system and they follow it properly. Based on the inerviews with the manager and employees and after analyzing the study the effectiveness of the performance management system of IDLC is given below-
· Improvement
ILDC’s manager said a performance management program is essential to promote and improve employee effectiveness. It is a continuous process in which managers and staffs work as a team to plan, to monitor and review goals to attain and individual contributes to the agency. The IDLC performance management system focuses on employee improvement. The HR believes that awell implemented performance management program improves the performance of individuals, teams, and the agency. Manager’s sets the objectives with their employees, monitor their work performance, give updated feedback, and conduct overall performance reviews for the improvement. 
· Encouragement 
An effective performance management system tends to employee engagement more. IDLC HR understands thet if the employees are satisfied with their performance management system then they will be more encouraged and less likely to switch the organization. Employees who are engaged to the system they are more motivated, loyal, passionate, and empowered in IDLC. These feelings lead to employees going the extra mile in supporting the agency’s mission.

· Profitability 
Every organization’s main purpose is making profit. When employees are well trained and satisfied with the organization, profit also raise said by them. Although IDLC does not maintain any specific profitability ratio of the employee performance through their performance management system but IDLC understands that an effective performance management system increases the profit. By analyzing the IDLC performance management system, it can be said that the system effects on the employee’s performance positively and this improved performance increase the company profit.
· Promotion 
If the employee is performing actively, doing all tasks as expected and resulting according to the standard, the HR of IDLC may reward the employee a promotion for appreciating the working excellence. The promotion is the reflection of the result of positive and effective employee performance review. With the help of performance management system, ILDC is able to understand who is performing well according to their standard. With this measurement IDLC promotes their employees. Although the employees think that they are not getting their promotion in the right time but when they get the promotion they also become satisfied. Promotion is the indication that the employee is capable enough to receive more responsibility of the company and also ready to play a larger role in the business. 
· Motivation
IDLC managers believe that an effective performance appraisal system will increase the encouragement and motivation of their employees. It will also improve the working standard and the company will easily get the desire outcome. Employee motivation and participation is very important for the organization. IDLC knows that employee motivation is linked with the effective performance maangement system. Althogh some of the employees become demotivated when they did not get their desire result but the IDLC performance appraisal system also helps to create the motivation. Many of the IDLC employees become demotivated when they did not get their expected results. That is why IDLC should know that an effective performance feedback needs to focus on motivation and motivation is necessary for optimal performance.



· Training 
Training is a part of the IDLC performance management system because they make the training and development programs after analyzing the performance of the employees. Their training can focus different things for different types of roles, but it also focuses on teaching managers how to facilitate work through others, and how to give the direction and develop the performance of employees through proper training. Their effective and efficient performance management system includes ongoing, a two-way dialogue with the employees about their expectations, desires, priorities and performance also. Although they dont have much trainig facilities for the lower or enrty level employees but the IDLC managers make plans for coaching for the mid level employees. Coaching, Training and development helps the employees to ensure success and maximize their contributions of work to the organization. 
· Feedback 
In IDLC they give both appreciative and constructive feedback. IDLC do the performance review twice in a year and they also give the feedback regularly. Their system is continuous. They know that effective feedback is necessary to produce optimal outcomes. By observing the improvement of employee, managers get a full understanding scenario of an individual employee’s strengths and weaknesses which help them to give feedback and develop plans, and thus help their employees to succeed. Their efficient feedback facilitates growth and enables people to align what the organization needs with what energizes them. IDLC finance always gives proper feedback through their performance management system. Providing feedback when things don’t go as expected can be a challenge for some. Providing timely feedback about missed expectations or tensions is a key IDLC practice to be embraced regardless of discomfort. IDLC is high on trust and low on fear. Being able to give effective feedback in this environment is a vital skill of the company. 


[bookmark: _Toc18884225]5.2 Findings of the Study

After analysing the overall performance management system of IDLC Finance Limited, there are some findings that should be identified and mention in the study. According to the work experiences as well as the discussion with the honorable IDLC supervisor and officers, It had been found that there are several important issues that need to focus on for a better visualization of the performance appraisal system of IDLC Finance Limited. The major findings of the study are-
· Employee’s perception and encouragement about the performance appraisal system is positive in IDLC.
· The appraisal system of IDLC facilitates growth & learning of employees and it moderately distinguishes performers and non-performers of the organization.
· They dont have any particular Profitabilty Ratio of the employee performance and improvement as well.
· Lack of knowledge about performance appraisal for the lower level and entry level employees 
· Lack of training facilities for ground level employees.
· Miss match between employee’s expectation, results and current performance appraisal practicing in IDLC.
· Majority of the employees are not significantly satisfying about the current PAS.
· Employees are not motivated enough to participate in the training programs that’s why they dont take it seriously and applied that tought in the training session.
· Sometimes employees don’t get their expected promotion as per their performance level.


[bookmark: _Toc18884226]5.3 Recommendations

Although the Performance Management System of IDLC is effective but after analyzing the performance management system of IDLC and identifying the findings of the study, there are some recommendations that can be recommended as for IDLC. The recommendations are given below
· Employee’s perception about performance appraisal should be not only positive but also effective.
· Though the performance appraisal system facilitates the growth & learning of employees and it moderately distinguishes the performers and non-performers in the organization. but it should be more polished through the HR division.  
· The knowledge about performance appraisal should be understandable to all employees and lower levels employees also, so they can understand what’s going on their performance according to the standard.
· IDLC obviously should arrange more effective training program for the ground level employees
· IDLC HR division should be more concentrate about the employee promotion according to their performance excellence.
· The HR should find out the reason of miss matching between employees about their Performance Appraisal and outcomes.
· IDLC have to ensure that all of their employees are attending the training program through proper motivation and they should make majority of the employees more satisfy about the current Performance appraisal system.
· When employees don’t get their expected promotion, they become frustrated. A friendly environment should be created so that they can disclose their problems without any hesitation.
· In keeping with changes to the employee's profitability ratio, the IDLC HR division should retain and improve its effectiveness management scheme.


[bookmark: _Toc18884227]5.4 Conclusion

The IDLC Finance Limited is one of the top Financial and leasing company in Bangladesh and as a financial industry is inevitable for NBFI sector of our country. This financial institution, IDLC mobilizes savings helps the operation of trade and business, participates in the economic development activities and so on. The IDLC evolution happens to keep pace with the advanced stage in social development. IDLC should care more again in the manpower and its capital to use these in such a way that will produce a maximum output in the future and motivate the customers and investor for deposit, investment and finance. IDLC should also take care to reduce unnecessary expenses. If the organization keeps its expenses at satisfactory level it produces a maximum output in future.

The IDLC Finanace Limited has established goodwill through innovative products and services. IDLC is performing very well and it is focussing also on the On-line Banking, SME banking etc. Since without practical exposure, it may not be possible to compare the theory what one has learnt has practical application. It was a great pleasure for me to make research in the IDLC Finance Limited. The main focus of this report aws examining the Performance Management Syatem and Its Effectiveness of IDLC Finance Limited. IDLC maintains well-structured performance management policies and budget huge amount of training for their employees to amke them up-to-date all time. Out of the above discussion a conclusion can be drawn after saying that, the present practice and procedure is quite well but as the employees of the IDLC expect a lot from their organization, the organization have to cpmpete with itself. It would be great opportunity of  the IDLC if it focuses on some factors like fairness, transparency, responsiveness, profitability ratio of employee improvement, assurance, reliabilty and safety, they can acieve results from employees both in terms of business and bringing business. 
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[bookmark: _Toc18884230]Interview Questions
Questions to the Manager: 
· Does your organization maintain the performance appraisal system?
· Does your organization operate a formal performance management system? Is it a software based PM system?
· Which methods your organization follows for the performance management system?
· What is the timing of your performance appraisal of the employees?
· Do your line managers review the performances of their employees?
· What do you think about your employee’s opinion or feelings towards your organizational performance appraisal system? 
· Do you notice their participation and motivation?
· How do you communicate with them to give the feedback?
· Do you HR department maintain the profitability ratio from the Performance Appraisal? 
· Do you develop the training and development plans based on the performance results of the employees?
Questions to the Employees:
· What do think about your organizational performance management system? Is it understandable and clear to you?
· How do you select the objectives for the performance management system?
· How much encouragement do you feel about the PM system?
· Do you satisfy about your performance rating or results? Do you feel the motivation?
· How do you get your promotions based on your result of the performance appraisal system? Do you satisfy with this? 
· Do you get the feedback regularly of your performance appraisal? Is it helpful for you?
· Can you relate your performance improvement with the organizational performance management system?


[bookmark: _Toc18884231]IDLC Finance Appraisal Form
Yearly Appraisal form in IDLC Finance Ltd.
	Reviewing Date
	:____________________________________

	Employee Name
	:____________________________________

	Employee ID
	:____________________________________

	Position
	:____________________________________

	Current Salary
	:____________________________________

	Date of  Next Review
	:____________________________________



	Performance Category
	Score
	Remarks

	Ability at the positions
	
	

	Attendance
	
	

	Leadership ability
	
	

	Ability to meet deadlines
	
	

	Organizational skills
	
	

	Quality of work
	
	

	Team work ability
	
	

	Team player ability
	
	

	Total
	
	


Future Goal Discussed: __________________________________________________________________________________________________________________________________________
Supervisor/Appraisal comments
_______________________________________________________________________________________________________________________________________________
Employee Comments: 
______________________________________________________________________________
Supervisor Signature _________________   Employee Signature _________________________

Division of 
IDLC


Consumer 
Division


Corporate
Division


Structured Finance 
Division


Investment














1. Employee Inserts Objectives


2. Direct Line Manager Reviews the Objectives


3. Indirect/2nd Line Manager Approves the Objectives


4. Employee Agrees to the Objectives
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