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Assistant Professor
School of Business & Economics 
United International University, Dhaka
Subject: Internship Report submission on the topic of “Performance Management System of Kazi Farms Group”
Dear Ma’am,
It would be a matter of honor and great pleasure to submit my Internship Report on “Performance Management System of Kazi Farms” to you.
I have tried my best to complete this report and present a short picture of management process of Kazi Farms Group. For this purpose I have to work hard to collect reading materials, journals and articles regarding Kazi Farms Group.
I have made sincere efforts to make this internship report wide-ranging, instructive and also informative as much as possible within the due time. Due to some limitations there might be some mistakes for which I apologize.
In short, it has been a great journey and experience to work with such a great and successful organization while working for my final report. I am grateful to you for your guidance, recommendations and constructive criticisms while making this report that encourage me to work even better. I really hope that this report will live up to your expectation over me.
Thanking You,
Sumya Hossain
111 151 638
School of Business & Economics
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Executive Summery
As an understudy of business organization, specially in today’s competitive business environment in this present business world is exceptionally critical to see in this complex circumstances. It is important to experience all fields of knowledge both theoretical and practical. In this report, I have tried to blend both my theoretical and practical knowledge and experience with respect to performance management practices. I had attempt to streak performance management policies of the concerned farm and how it is attempting to progress.
Kazi Farms is known as one of the driving poultry farms of the country since its establishment. It keeps on outstanding refresh with the most recent products and services, thinking about buyers’ and customers’ point of view and has become the second home for ten thousand people. It is committed to serve what is best for the health of customers.
Performance management can help employees to align their goals with strategic planning and objectives of their company. So it necessary for every organization to conduct continuous performance evaluation and management that will encourage improvements in performance and will provide the incentives necessary to maintain high levels of performance. As the leading poultry farm of Bangladesh, Kazi Farms Group has a structured human resource department. In this report, I tried to figure out those performance practices that are essential to understand the performance parameter of the human resources of Kazi Farms Group. I have also included the process of doing evaluation of their existing employees and the feedback system of Kazi Farms Group in this report. I further have taken a small interview session and found out many positive and negative sides of their present performance management system.
The last part of my report is about recommendations and conclusion. Based on my findings, I have tried to provide some possible solutions and suggestions to improve their present appraisal system which will help them to obtain better performance outcomes and employee satisfaction.
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[bookmark: _Toc12659466]1.1 Background of the Study

 “For the things we have to learn before we can do them, we learn by doing them.” This statement was said by the famous philosopher Aristotle. The purpose of giving this quotation is to make understand that we learn best only when we do any work practically.
No other way is as effective to enlarge wisdom and knowing but in order to practice our theoretical and bookish knowledge in a real life organizational environment where professionals are all around us. For this purpose, emphasize has been put by United Internal University to complete an internship program under any renowned organization to get the experience of real world situation by working in a practical and professional environment. I applied and got the chance to work with one of the leading poultry farms of our country-Kazi Farms, in its Operation unit under Human Resource Management Division, after the completion of four years of my university journey. I started my internship program from 22 January, 2019 under the supervision of Payroll Unit, HRD, Kazi Farms Head Office. After that the internship topic was approved by my academic supervisor, Ms. Ishrat Sultana-United International University. In this report I have tried to present the process of Performance Management System of Kazi Farms Group and along with this I have tried to give some recommendations based on my theoretical Knowledge.

[bookmark: _Toc12659467]1.2 Purpose of the Study

During the four years of my academic carrier, I have studied many theories regarding different spheres of Human Resource Management. The main purpose of this report is to create a linkage between my theoretical knowledge that I gained during my education period and practical knowledge which I have received throughout my three month internship program.
Basically this study is conducted to find out how the performance of the employees has been measured and how well the employees can achieve their objectives.
[bookmark: _Toc12659468]1.3 Objectives of the Study

Broad Objectives:
· To know the underlying benefits of adapting performance management process
· To make a blend of the practical knowledge  and my academic knowledge
· To enhance my experience from a real corporate business world
· To increase my adaptive quality with the real life situation which will be helpful when entering into the job market

Specific Objectives:
· To present a detail information about the performance management of Kazi Farms Group
· To get familiar with the culture of Kazi Farm
· To describe the performance management policy, standards and porcedures
· To analyze the performance management system of KFG
· To have an idea about the working environment of the organization

[bookmark: _Toc12659469]1.4 Methodology of the Study

To accomplish the objectives and finish the report to perfection, collection of both primary and secondary data is necessary. The primary data sources would include relevant information from interviews, observations and annual report of the company.
Secondary data sources were collected from different websites and journals. The sources are-
Primary Data Sources:
· Relevant file study
· Practical working environment
· My observation, study and informal interview with the officials
· Support of my respective supervisor
Secondary Data Sources:
· Officials website of KFG along with other websites
· Different journals and reports found on Internet
· Research journals and Brochure regarding KFG
 
[bookmark: _Toc12659470]1.5 Limitations of the Study

The sources of the report are collected from different websites, various documents of Kazi Farms Group. Though the entire staff members remain busy all the time for their office work, they helped me a lot to manage and collect all the information. Every research has some limitations. So this report has some limitations as with any other study. The present study has some limitations also. 
The following limitations that I faced while completing my internship program are explained below:
· For collecting the data some information has not the access for confidential purpose. So I could not able to collect some data for confidential purpose and the secrecy of the management authority.
· An intern was not allowed to do any survey or analysis.
· A major issue was time limitation. Three months are not sufficient for findings of gaps and solutions for the overall performance management system. It took three months to collect and gather all the information.
· The officials remained busy as that was the starting period of the year. Therefore, it was quite difficult to have proper communication with them regarding information about the KPI method used for managing their performances.
· As an intern, there were also workloads for me. For this reason, sufficient information could not be collected.
· There was significant lack of information from secondary sources. The official websites of the related issues are not user friendly and the journals are not available in the websites.
· Little information is found from company websites 
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[bookmark: _Toc12659474]2.1 Kazi Farms-Overview of the Organization

Kazi Farms Group is a well-known private company which has made its golden footprint in poultry industries as well as frozen foods, information technology and media sector. 
Kazi Farms is one of the leading poultry farms in our country. It was established in 1996 as a hatchery for imported eggs; the following year it started its own parent farm. In 2004, production was started in their grandparent (GP) farm which was responsible for Bangladesh’s first exports of hatching eggs and day-old chicks. It is continuously trying to produce latest products as services always considering customers’ perspective. Kazi Farm thus has been able to keep their customers and clients trust while upholding their reliability across time. In addition to producing breeder feed to meet their own requirements, in 2006 they established the largest and most advanced feed mill in the country with technical assistance from Cargill USA and Buhler Switzerland. Kazi Farms Group is the largest grand-parent franchisee of Cobb-Vantress USA for Cobb 500. This Cobb 500 is acknowledged as world-wide to be the best broiler breeds. They also have a smaller number of grand-parents of the popular Ross broiler from Aiagen USA. Regarding layer they are the Bangladeshi distributor for HY-line USA, the world leading layer breed. They were the first exporter of hatching eggs and day-old chicks from Bangladesh. Now Kazi Farms Group has over 70 broiler parent farms, layer farms, broiler grand-parent farms (GP), hatcheries, feed mills and sales offices in different locations throughout Bangladesh (Kazi Farms,2016).
Kazi Farms is in a unique position to understand the interrelationships between nutrition, hygiene and farms care. They can do this with their strong technology in bio-security capability and their locally rooted consumer inside. Kazi Farms is committed to nation to take a lead in the farming sector through not only its strong financial position, but also through innovation of products and services. It has also ensured creation of higher value for its requested customers and shareholders. The farm has focused bringing services at the doorsteps of its customers and bringing millions into farming channels. Those who are outside of the mainstream farming area Kazi Farms has continuously invested into its biggest asset, “Human Resource” to drive forward with its mission-“To be the best performing Farm in the country.” (Kazi Farms Group, 2016)



[bookmark: _Toc12659475]2.2 Corporate Information of Kazi Farms Group

	Name of the Company:  Kazi Farms Group

	Type:                               Private

	Industry:                         Poultry

	Founded:                         1996

	Founders:                        Kazi Zahedul Hasan & Kazi Shahidul Haque

	Owners:                           Kazi Zahedul Hasan                

	Employees:                      10,000

	Corporate Office:           House No. 35, Road 02, Dhanmondi, Dhaka-1205

	                                          Phone No: 880-2-9123432, 9134276, 9128062

	                                          Fax number: 880-2-912-2842

	                                          Email address: info@kazifarms.com


[bookmark: _Toc12659476]2.3.0 Associates and Sister Concerns of Kazi Farms Group

· Kazi Farms Limited (largest poultry house in Bangladesh established in 1996)
· Kazi Farms Industries Limited (Beron, Ashulia, Dhaka)
· Sysnova Information System Limited (IT Company, Dhanmondi, Dhaka)
· Kazi Media Limited (Deepto TV, a private TV channel)
· Central Women’s University (first private university for women in Dhaka)
· Kazi Zahural Huq College (Gopinathpur, Gopalganj)
[bookmark: _Toc12659477]2.3.1 SWOT analysis of Kazi Farms Group

Now-a-days, poultry industry is one of the biggest industries in our country. Through SWOT and the five forces model, I am going to show this industry’s different types of challenges and barriers.
Here goes the SWOT analysis of Kazi Farms Group:
Strength
· Kazi Farm has the highest number of chick production.
· They have the highest number of distributors than their competitors.
· The feed mill capacity of Kazi is big.
· Already it has been a market challenger in processed chicken market
· Financial strength of the company is very strong.
· Higher class A category customers are aware of its products.
Weakness
· Always maintaining chicks’ quality is not easy.
· Though they have biggest hatchery and sheds in Bangladesh but the production is low.
· They are not utilizing their brand image properly.
· They are not taking measures in order to increase their market share.
· Late entrance in the feed marketing.
Opportunity
· To sell more feed.
· Sell hatching eggs to small hatchers while other companies not doing this.
· Go for egg marketing.
· They are using good quality of breed than their competitors.
Threat
· Other companies have auto controlled system to maintain the quality Day-old-Chicks (DOC)
· Chicks can be affected by bird flu
· Other competitor index Agro Industries, CP are trying to increase their production day by day.
[bookmark: _Toc12659478]2.3.2 Five Forces Model of Kazi Farms Group
Porter’s five forces model of competitive analysis is a widely used approach for developing strategies in many industries. The intensity of competition among firms varies widely across different industries.  Intense level of competition is seen among different farms. As many farms are emerging of many farming company in Bangladesh, there exists a competitive environment as all the farms try their level best to stay in the challenging competitive environment. Porter’s five forces model has been given below:
· Threats of new entrants: This force is related to the possibility of new farms entering the industry (Porter, 2008).
The main business of Kazi Farms is poultry. Poultry industries in Bangladesh are now becoming more attractive today. Many local and multinational companies are trying to open poultry farm in Bangladesh. New entrants companies are trying to do business in different ways. For Kazi Farms Group, there are also threats of new entrants as the new poultry farming industries entering this industry with higher quality product or service at a lower price and substantial market resources. Concentration should be given on the current and future market condition by Kazi Farms Groups so that new entrants do not penetrate the market.

· Bargaining power of suppliers: Suppliers are those who supply the organization with what it needs to produce the product or service (Porter 2008).
In poultry Industry, day-old-chicks (DOC) is the primary resource and                       there could be two major suppliers-
1. Workers
2. Supply Chain Management
By utilizing these two major suppliers, the farm can make sure that they        have the necessary resource required to serve the customers’ borrowing needs. The power of the supplier is largely based on the market. If workers are available and the supply chain management are good enough than bargaining power of suppliers will slow down.

· Bargaining power of buyers: Buyers are organization’s immediate customers not necessarily the ultimate customers. Here buyers can have such high bargaining power that their suppliers are hard pressed to make any profits at all. (Porter, 2008).
In poultry farming industry, there are lots of buyers. Now a day people love to buying frozen food. Many hotels, restaurants and fast food shops are the main buyers.

· Threats of substitutes: Substitutes are products or service that offer a similar benefit to an industry’s product or services a different process. Substitutes can reduce demand for a particular class of products as customers switch to the alternatives. (Porter, 2008).
The main business of Kazi farm is selling eggs, chicken, frozen foods. So threats of substitutes can be met from alternative source and eggs of other birds and change of taste of its customers.

· Competitive Rivalry: Competitive rivals are organizations with similar products and services aimed at the same customer group. (Porter, 2008).
Kazi farm faces competitive rivalry in poultry business. Some of its competitors are- CP, Aftab, Farm Fresh and Index Agro. These farms offer similar types of products of Kazi Farms. So Kazi Farm should think about other competitors who trying to dominate its market share in the poultry industry.

[bookmark: _Toc12659479]2.4Products & Services of Kazi Farms Group & Its Sister Companies
[bookmark: _Toc12659480]2.4.1 Products & Services of Kazi Farms 

Broiler Parent Chicks and broiler Chicks
Kazi Farms Group is the Bangladesh Franchisee of Cobb-Vantress USA for the Cobb 500 broiler. The Cobb 500 broiler is acknowledged to be the best broilers in the world. The Cobb 500 parent and broiler chicks of Kazi Farms Group are considered to be the best performing chicks in the domestic market and are sold at a premium over other broiler breeds.
Layer Chicks and table Eggs
Kazi Farms group is also the distributor for Hy-line brown and white layers in Bangladesh. Hy-line International is the oldest poultry breeding company of the world and is the leading breeders of layers. Kazi Farms has been the largest producer of commercial table eggs in Bangladesh by its own commercial layer farms.
Feed
The operation of Kazi Farm Group has been expanded into poultry feed manufacture in 2006. Within a very short period it has become recognized as a market leader in both quality and volume. The Gojaria Feed Mill uses state-of-the-art sanitizing pellet mills from Buhler of Switzerland, manufacturer of the world’s best feed equipment. By eliminating any possible bacterial contamination from the feed, the Buhler sanitizing pellet mills ensure that poultry farmers experience fewer disease outbreaks and can see better results.
[bookmark: _Toc12659481]2.4.2 Products of Kazi Food Industries

Bellissimo & ZaNZee
In name of Kazi Farm, most of the people know it as Kazi Foods. Kazi Foods Industries Limited is a recent venture of Kazi Farms Group. The company is located in Beron, Ashulia. Premium dairy ice cream is produced and sold by KFIL with minimum 10% milk fat (as per international standard) under the brand name- Bellissimo.
Another line of ice creams and ice lollies is produced and sold under the brand name ZaNZee.


Kazi Farms Kitchen
Under the brand name Kazi Farms Kitchen a range of frozen food products are sold.. Their frozen food categories are-paratha, spring roll, vegetable singara, chicken nuggets, sosage, chicken meatballs, chicken shami kabab, shrimp samosa, fresh egges, dried fish, chicken teasers and many more. These are free from antibiotic residues. They guaranteed that their chickens are not fed any antibiotics within 7 days of slaughter, as per international practice. They also guaranteed that the meat they get from the chicken is also free from MBM (meat and bone meal) as per European standards. These are also nitrate-free and they do not use any chemicals during food preparation.
Kazi Media
Kazi Media has launched its first Television Channel in November 2015. Deepto TV has become the highest rated Bangladeshi Channel as measured by Total Rating Points (TRP). 
Sysnova
Sysnova Information Systems Limited is an IT company specializing in open source solutions. It supports all Kazi Farm Group companies with Adempiere ERP.
[bookmark: _Toc12659482]2.5.0 Farms and Hatcheries
The farms of Kazi Farms Group are located in the remote rural regions of-
· Thakurgaon
· Panchagarth &
· Gazipur
Each farm covers an area of approximately 75 acres. Each of these farms houses 100000 parents chicks.
These chicks are grown under constant supervision of experts from England, Thailand, India and Bangladesh. The fully automated sheds in remote locations help to maintain excellent bio-security. All the farms are single-aged. Around 1500 persons work in each farm. 
The six hatcheries of Kazi Farms group located in-
· Nayanpur
· Chittagong
· Comilla
· Sylhet
· Gopalganj &
· Sirajganj
These hatcheries have the largest production capacity of 1.8 million chicks per week. Around 1000 employees work in these hatcheries.
[bookmark: _Toc12659483]2.5.1 Feed Mills
Ash and pellet feed for parent flocks are produced under strict hygienic conditions using latest feed mill technology and automated batching. Kazi Farms is also active in maize production in Bangladesh.
[bookmark: _Toc12659484]2.5.2 Sales Network
Chicks from the hatcheries of the group are distributed all over the country by the largest sales network consisting of 82 sales executives and more than 400 distributors. From the hatcheries fresh chicks are supplied to farmers even in remote corners of the country.
[bookmark: _Toc12659485]2.5.3 Sales & Services

Even the best product will not achieve their full potential without marketing and sales support. Realizing this, Kazi Farms was the first poultry company in Bangladesh to engage a country-wide sales force.
Kazi Farms currently employ over a hundred sales people who are stationed in every poultry producing areas of the country. They also have 14 permanent sales offices in the largest poultry districts. Kazi Farms’ sales personnel coordinate deliveries to their 600 feed and chick distributor all over the country, who in turn re-sell to the ultimate farmers. To ensure that farmers get freshly-hatched, fully hydrate chicks even in the heat of the summer, Kazi Farms has established 6 hatcheries around the country. The locations have been carefully chosen to enable quick transport to major poultry farming zones. Thus, Kazi Farms’ customers can always be assured of receiving the best quality fresh chicks around the year. Kazi Farms’ efficient feed distribution system helps it to deliver feed to all its customers with minimum storage and transport costs.
[bookmark: _Toc12659486]2.5.4 After Sales Service

Kazi Farm has set up a service network of veterinarians and animal husbandry graduates to help farmers with their management and disease problems. They regularly visit customers’ farms. They also hold seminars where management issues are discussed. 
Their laboratories provide additional service to the farmers. Laboratory services are open for all the farmers.
[bookmark: _Toc12659487]2.5.5 Laboratory
The Central Laboratory of Kazi Farms Group is well equipped for regular monitoring of flock health, diagnosis of poultry diseases, feed and ingredient analysis and cleanliness audit of hatcheries, poultry sheds, egg rooms etc.
ELISA is used for health status monitoring and diagnosis. Constant flock health status monitoring at the laboratory helps them to maintain grand parent and parent flocks in a virtually disease free state. The use of laboratory is available to all the customers.
More and more farmers are now seen using laboratory facilities to carefully control immunity against diseases. There is another laboratory for feed and ingredient testing at the Gajaria Feed Mill.
[bookmark: _Toc12659488]2.5.6 Exports

Kazi Farms is the first Bangladeshi Company to start exporting parent stock chicks, hatching eggs and day old broiler chicks. These products are exporting mainly to Saudi Arabia, Oman and Nepal. Their production is being increased in order to increase the export volumes substantially as the Cob 500 breed is extremely popular in these markets. High quality products at reasonable prices are exported by Kazi Farm.
Bangladesh is completely free from highly pathogenic and low pathogenic avian influenza. It is completely safe to import chicks and hatching eggs from Bangladesh. 
[bookmark: _Toc12659489]2.6 Brand Image of KFG

Kazi Farms Group gives much emphasis in promoting of its sister companies- Kazi Media and Kazi Farms kitchen, to make their target customers aware of its product and services. They have chosen different media for creating their brand image. Media they mainly use for promoting brands can be explained in the form of physical environment, traditional and digital media. With the help of third party they carry out their promotional activities. People who assist them in designing POSM and other promotional tools are commonly known as third party.
[bookmark: _Toc12659490]2.6.1 Physical Environment

Promotional activities become more effective if this can be conducted in physical environment. In a physical environment, people can see, get to know about the product and its features. Different festivals like concerts, festivals, trade shows are some of the examples. For promoting the name of Kazi Farms Kitchen, the physical environment can be supershops, grocery or departmental stores. Immediate purchases are the method by which interactions are made. Various incentives make people more egar to buy the products. So in name of incentives they can offer discounts, sales, coupon, free items or contest.
· Sponsor: Kazi Farms Group sponsors different programs like-fair, magazines, concerts, science fair, academic functions (study tour, rag day, gala nights, seminar etc) financially or through the provision of their products or services.
· Brand Promoters: A brand promoter helps to share information about the products of a particular company. Kazi Farms take the help of brand promoters and with the help of these promoters they promote their brand, products and services. A brand promoter helps in giving answer to customers queries, encourage customers to purchase company’s products and promoting the differentiation of the brand. Brand promoters are appointed by Kazi Farms group in various special occasions for promoting its Kazi Foods and Kazi Farms kitchen.

[bookmark: _Toc12659491]2.6.2 Traditional Media

Traditional media include print and electronic media. Newspapers and magazines are some of the examples of print media. Electronic media refers to TV channels, radio stations and also outdoor media such as billboard or banner advertisements. Each of the media helps a company to reach its customers as they serve a platform for making people aware of their products.
· Advertisement: At the initial phase of their business, they less focused on advertising their brands, foods and other products. As advertising can create huge demand for a company’s product, they wanted to keep a balance in the demand and supply of their products. At present, all of their resources and supplies are sufficient enough than the past and they are paying attention to the advertisement. Now advertisements of their products are being broadcasted in few TV channels.
· Radio Commercial (RDC): The products of Kazi Farms Group are promoted through Radio Commercial. Most of the revenue of commercial radio station is made by selling “Airtime” to advertisers. Radio advertisements or spots are available when a business or service provides valuable considerations, usually cash, in exchange for the station airing their spot or mentioning them on air.
· Point of Sales Material Advertisement: POS (point of sale) material advertisements are intended for attracting attention and promotion brands (good, services) exactly at points of sale. The purpose of point of sale is to motivate a customer so that he makes a purchase. Different points of sales materials are used by Kazi Farms like attractive Bill Board, light box, poster, festoon, cut out, dangler, press ad, X banner, leaflet etc to attract its customers.
[bookmark: _Toc12659492]2.6.3 Digital media

Digital Media- now we all live into the digital world. Internet is used as our bag and baggage. As people spend most of their time into different social networking sites, these digital media can be an effective way for advertising their products. It’s a modern and updated way for promoting brands, interacting with customers and share information.
· Digital Marketing: Digital marketing is getting popularity day by day for the convenience of this media to attract a large segment of customers throughout the country. As the modern world is changing and the social networking sites have huge impact on the lives of people, they have opened their pages in these sites. These sites will also help to attract a large portion of customers specially the young and teen age people, Their websites- www.kazifarmsgroup.com, www.kazifarms/kitchen.com etc contain all the information about their products and services. They have Facebook page named “Kazi Farms Group” by which Kazi Farms Group keep their targeted customers updated about their new offerings, discounts, opening of new franchise outlet etc. Their presence is also seen in tweeter and other social networking sites. They continuously check customer feedback on these sites about the quality of their products. Their official facebook page of Kazi farms kitchen is very popular among customers who are food lovers. This page keeps them updated about their latest frozen items and take reviews for the current and latest items as well.
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[bookmark: _Toc12659494]3.1 Definitions of Human Resource Management

Human resource management is the process of recruiting, selecting, inducting employees, providing orientation, imparting training and development, appraising the performance of employees, deciding compensation and providing benefits, motivating employees, maintaining proper relations with employees and their trade unions, ensuring employees safety, welfare and healthy measures. Human resource management (HRM) is the coordination of an organization’s people to achieve specific business objectives, fulfill staffing needs and attain employee satisfaction. HRM accomplishes this objectives through use of different processes and practices that focus on the internal parts of the organization rather than on the external environment. 
[bookmark: _Toc12659495]3.2 HR Process & Functions

Human Resource Management is a function within an organization which focuses mainly on the recruitment, management and providing guidelines to the manpower of a company. It is a function of the company or organization which deals with concerns that are related to the staff of the company in terms of hiring, compensation, performance, safety, wellness, benefits, motivation and training. Human Resource Management involves management functions like planning, organizing, directing and controlling. However, the functions of Human resource management can be divided into three categories- Operative, managerial and advisory.

· Operative Functions
 1. Recruitment: For any HR manager, recruitment is the most challenging task. A lot or resources and efforts should be taken to attract the potential candidates suitable for the jobs. A lot of elements are included in this function including developing a job description, job responsibilities, publishing the job posting, sourcing the candidates, interviewing, negotiating salary and offering the job.
2.  Training and Development: Training refers to planned effort by a company to facilitate its employees by giving opportunities to enhance their job related competencies, skills, knowledge and behaviors. It is the responsibility of the HR department conduct on the job training. Some companies may also provide fresher training for both new hires and existing employees. Companies mainly arrange this fresher training to make the employees up to date in their respective areas as required by the company and also to make them familiar with the company culture. This function makes the employees understand the process and makes it easy for them to get on their jobs with much ease. During the process of the training and development, the results are monitored and measured to find out if the employee requires any new skills in addition to what he or she has. The process also helps employees to sustain carrier development.
3. Professional Development: This function helps the employees with opportunity for growth, education, and management training. Various seminars, trade shows, and corporal conferences are undertaken by the company to sponsor their employees. On the other hand, this process helps to believe the employees that they are being taken care by their managers and also by the organizations. This is an important function to build trust among the employees.
4. Compensation and Benefits: Targeted goals and objectives can be attained by a company if it can be accustomed to new ways of providing benefits to the employees. Some of the benefits given by companies are-employees working hour flexibility, extended vacation, dental or medical insurance, maternal/paternal leave, education reimbursement for children and gratuity for the retired employees.
5. Performance Appraisal: The HR department evaluates the employees of an organization as per the performance. This function of Human Resource Management helps the organization finding out if the employees they have hired is moving towards the goals and objectives. On the other hand, it also helps the company to find out whether the employee requires further development. It also helps the HR team to identify employees who are not able to meet the minimum requirements of the job and make certain plans for their career development.
6. Ensuring Legal Compliance: Ensuring legal compliance is very much required for the existence of an organization. It plays a crucial role to save the organization from legal complexities. The HR department of every organization must be aware of the laws and policies that relate to employment, working conditions, working hours, overtime, minimum wage, tax allowances etc.

· Managerial Functions
1. Planning: Planning plays a vital role for setting goals and objectives of an organization. The policies and procedures are designed to achieve company goals. When the recruitment unit wants to make a plan the first thing they need to do is to foresee vacancies, set the job requirements and decide the recruitment sources. For every job group, a demand and supply forecast must be made by the HR department. This requires an HR manager to be aware of both job market and strategic goals of the company. Shortage versus the excess of employees for that given job category is determined for a given period. After that, the company makes a plan which will remove the shortage of employees.
2. Organizing: In order to implement the plans successfully, organizing is required. Organizing refers to develop and design the structure of the organization. It fundamentally includes the following:
1. Employees are grouped into positions or activities they will be performing.
2. Allocate different functions to different persons.
3. Delegate authority as per the tasks and responsibilities they are assigned.
3. Directing: This function is followed by the HR department to inspire and direct the employees to achieve the goals. This can be achieved by having in place a proper planning of career of employees, different conference and sessions, various motivational methods, and having friendly relations with the manpower. This is a great challenge to any hr manager of an organization. He/she should have the capability of finding employee needs and ways to satisfy them and motivate the employees towards the final destination. Motivation will be a continuous process here as new needs may come forward as the old ones get fulfilled.
4. Controlling: The controlling function ends the cycle of managerial functions and again prompts for planning is started. This function is concerned with activities according to the plans which were made to achieve gals of the company. Here, an examination is made by the HR manager to match the standards that were set in the planning stage with the outcome achieved. Hr finds out if any deviation from the standards set previously so that they can correct any deviation on the next cycle.
Advisory Functions
1. Top Management Advice: A specialist in Human Resource Management functions is the HR manager. He/she can advise the top management in formulating policies and procedures. Recommendations can be given to the top management for the appraisal of manpower which they feel apt. This function also involves advice regarding maintaining high quality human relations and far above the ground employee morale which boost up the relation between the superior and the subordinates.
2. Departmental Head Advice: Under this function, he/she advises the heads of various departments on policies related to job design, job description, job specification, recruitment, selection, appraisals.
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Performance Management Systems aims to improve performance in the workplace in order to achieve the organization’s strategic objectives. (Foot, M and Hook, C, 2008).
Performance Management System (PMS) explained by Armstrong and Baron, that it is a strategic and comprehensive approach. It helps the organization by carrying continued success and by developing people in a way that improves both group and personal performance. As Armstrong (2006) asserts the overall aim of performance management is to establish a high performance culture in which individuals and teams take responsibility for the continuous improvement of business processes and for their own skills and contributions within a framework provided by effective leadership. It is also known as an ongoing process of communication between a supervisor and an employee that occurs throughout the year, in support of accomplishing the strategic objectives of the organization. 
It provides important source of information on human capital and its huge contribution to the organization (Lawler, 2003). It allows the organization, in a way, to perceive how well individuals are achieving their objectives. Moreover, Performance Management process delivers sustainable success to the organization. It is and integrated and calculated process which develops the knowledge and contributions of individuals.
Furthermore, this system is continuously integrated for the purpose of ensuring that the employees are carrying out their duties which they are appointed for. The performance management system also ensures that employees doing it in an effective and satisfactory manner and rewarding their contribution to the overall business objectives. Hence, PMS plays a crucial role as it is needed in facing the dynamic and competitive environment. This HRM function also helps aligning with the goals and objectives of an organization and implementing plans for continuous development.
Some important techniques used in PMS includes Key performance indicators (KPIs) and metrics, 360 degree feedback, performance appraisals method, personal development plans, performance management frameworks, reward and recognition programs, management by objectives etc.
Briscoe and Claus (2008) also state that PMS is usually described as the system through which organizations set work goals, determine performance standards, performance appraisals, assign and evaluate work, provide performance feedback, determine training and development needs and distribute rewards.
According to Adler (2011), PM entails activities that organizations implement with the aim of ensuring its goals are achieved consistently and efficiently. The scope of performance management varies and can be implemented at various organizational levels including employees, departments or the entire organization and process. According to Armstrong (2006), the most fundamental purposes of performance management is to align individual and organizational objectives. Many organizations do not align their employees and organizational objectives and concentrate solely on performance appraisals, but performance appraisals are not performance management. Performance management is a continuous process of- identifying, measuring and developing the performance of individuals and teams and aligning performance with the strategic goals of the organizations (Aguinis, 2009). On the other hand, performance appraisal could be described as the evaluation of the employee which is carried out after a fixed period of time in an organization; the process is carried out in order to measure performance against the presumed or stated requirements of the job design (Terry and Franklin, 2003). 
Throughout the world, performance management system is considered to be one of the most important management practices in all types of organizations for many years. It is a new phenomenon in developing countries like Bangladesh. A survey was conducted among around 252 organizations. 
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From the above chart it can be clearly shown that 8 out of 10 companies followed a performance management system that includes competency-based assessment. Some other elements of the PMS were confidential rating by supervisor, competency based measurement, KSA based measurement, BSC based measurement, subjective evaluation and Management by Objectives (MBO). The leading elements vary across industries. However, competency based assessment and management by objectives were the most prominent element of the performance management in most of the industries. Moreover, organizations worldwide are following the Balance Score Card (BSC) Approach to link the business objectives with individual result areas. The survey shows that only 30% of the surveyed organizations in Bangladesh were using BSC approach. Rather competency based approach and management by objectives are more popular PMS techniques applied in the companies of our country.
Significantly, the survey result suggests that the way performance is measured and managed in different organizations depends on its culture, the way people behave in the organization and the nature of the industry. What is good for one organization may not be equally effective for another. That is why; performance management technique varies from organization to organization. Many of the sociologists have identified that cultural parameters of a country significantly impact relationships between organizational members, openness to evaluation and feedback and other aspects which could influence the choice of tools and processes for performance management.
The historical and cultural background of Bangladesh has hierarchical differences, which according to Hofstede’s model known as ‘Power distance’. It had been traditional to consider the appraiser as more suitable to review performance. However, in the context of Bangladesh, some evidence also shows that the concept of Performance Management System are not working or are not being executed properly. As Bangladesh is standing at the ambit of socio-economic growth, the performance pressure increases with increasing competition between organizations. The market has become more competitive and the business environment more variable with the increasing number of foreign funds and MNCs. At this moment, more emphasize needed to be given by the organizations on investing in people to develop a pool of human resource to strategically integrate the interest of an organizations and its employees.
A number of surveys identifies that a few MNCs and local conglomerates which have been able to establish a significant relationship between performance management and corporate strategy, getting competitive advantage to sustain in the market for a longer period of time. Thus, most of the multinational and conglomerate organizations in Bangladesh trying to maintain a process to measure the performance of its employees. Along with these organizations, local companies should also try to adapt performance measurements for better and successful growth with competitive advantage. 
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Performance management system is a holistic process. This system is used as a tool by the organizations to guide performance behavior in association with the organization strategy. It helps bringing together many of the contents which go to make up the successful practice of people management, including in particular learning and development (CIPD, 2010). People like to know how they are performing. A positive coalition between the effective use of performance management as a tool and business result is suggested by empirical research. Armstrong and Baron have defined performance management is a process which contributes to the effective management of individuals and teams in order to achieve high level of organizational performance (2004). It establishes shared understanding about what is to be achieved and an approach to leading and developing people which will ensure that it is achieved. The nature of the strategy depends on the organizational culture and context and can vary from organization to organization (Armstrong and Baron, 2004). 
It is explained by Dessler that, organizations that have successfully implemented performance management system are examining meaningful benefits including productivity improvements, organizational improvements, enhanced strategic capabilities etc (2008).
A US study showed that top global organizations use performance measures that focus on all the drivers of their business-financial performance, shareholder value, employees and customers (Stark and Aper, pp.62). Another public sector focused through research conducted by Bouckaert and Halligan (2008) highlighted that the more the quality of PMS is, the better is the growth and development of organizations. Research by Nankervis and Leece (1999) indicated that organizations are trying to relate individual performance more directly to their strategic business objectives. Researchers like Fletcher (1997), Schleicher, Greguras and Watt (2004, p.170) in their researches argued that, despite the practical and psychological problem with employing PMS, organizations can significantly benefit from it, assuming of course that the appraisals are conducted objectively and effectively. Strengthening this point of view is done by the researchers like Taormina and Gao (2009), indicating that employee acceptance of performance appraisal can be critical to the success of the whole PMS system. Therefore one important concern becomes how to make performance management system less objectionable to the people who are being evaluated (Bernardin and Beatty, 1984).
Furthermore, according to McDonald and Smith (1995), companies that manage performance management system successfully outperforms companies that do not, with higher profits, better cash flows, stronger stock market preference, productivity gains, higher sales growth per employee and overall better financial performance. Similar results are found in the research of Schneider, Shaw and Beatty (1991), Boxall and Purcell (2003).
In contrast, Baxter and Macleod (2008) in their research on European organizations identified that performance management system can have an adverse impact on organization’s performance if considerable effort is not given on choosing the right PMS during change initiatives aimed at performance improvement. Lee and Son (1998) in their article mentioned that, PMS turns useless and counterproductive if not practiced by HR experts in accordance with employees’ reactions organization’s goal and organizations turned into a somber house.
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Performance management essentially involves measuring, reporting and managing progress in order to improve performance, both at an individual level, and at a corporate level. There are many performance management tools designed to make the process easier and more effective. It helps organizations become more successful and stay ahead of the competitive world. Many performance management techniques are used now-a-days. Some of the common tools are-
· Key Performance Indicator (KPI) and metrics: KPIs and metrics provide a way to measure how well companies, business units, projects or individuals are performing in relation to their strategic goals and objectives. But the primary value of KPIs is not in measurement but in enabling rich data-driven performance conversations and better decision making. Measuring everything that moves provides little more than an illusion that performance is being managed. Instead, it is important to ask what goals can be achieved and how it can be measured by this KPI, and what decisions KPI will drive. Well-designed KPI should be vital navigational instruments, giving a clear picture of current levels of performance and whether the business is where it needs to be. 
· Performance Appraisals: Alongside KPIs, performance appraisals are probably the most commonly used performance management tool. When used properly, performance appraisals are incredibly powerful for aligning the goals of individuals with the strategic aims of the organization. Hence, it must be felt by the employees that the appraisal process is a regular, honest, fair and constructive two-way conversation to get the most out of this tool. However, the performance appraisal can be a de-motivator which may create a powerful decline in performance if they feel that it is unfair.
· 360 Degree Feedback: The insights from 360 degree feedback are used in employee training and development. This tool is all about answering questions that is how well people are performing on the eyes of others who have stake in their performance. The people around an employee assess the performance based on their views including their supervisor or manager, direct reports, peers, customers, subordinates, suppliers and so on. Reports are confidentially tallied and present to the employee, specially by the manager. 
· Management by Objectives (MBO): It’s particularly powerful for specific work that needs to be done one step at a time and is a great way to create a culture of working towards common goals. MBO is the process of defining objectives and then setting out specific criterion how to achieve those objectives. The idea is that, as each objective is achieved, those within the organization are aware of their achievements, which, in turn, enhance morale and motivation. Measuring individual performance and comparing it with standards that have been set are involved in the MBO.
· Performance Management Frameworks: One of the most popular and best known management framework is the Balanced Score Card (BSC). It has been voted as the most influential business appraisal technique in the western world. The BSC has been massively popular over the past 20 years. It is a strategy execution tool that helps companies to define their strategies and helps measuring and communicating business objectives and priorities. 

· Reward and Recognition Programs: When employees feel that good performance goes unrecognized and unrewarded, motivation plummets and people disengage from the company’s overall mission. Reward and recognition programs therefore an important part of any thorough performance management system, creating a method for celebrating those who are high performers. For many companies, this means dishing out financial rewards, such as bonuses, but simple praise and recognition of a job done well, is just as important for maintaining morale and continued high performance. 
· Personal Development Plans (PDP): Personal development plan is basically an action plan that is tailored, based on the individual performance and needs. It helps to create awareness, setting goals for future performance. It helps to create action plan that will support personal development and helps individuals set out how they want to grow and what actions they can take to achieve that growth. This not only helps the individual feel more invested in the company and the role they play in its success, it also identifies concrete steps that can help drive individual performance in the future. This tool often helps individual identify specific training need.
If the company wants to establish a culture of high performance within the organization, It must focus on investing or developing performance management tools, techniques and processes like these. All of these performance standard techniques are useful for measuring performance and maintaining performance standards.
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The benefits to have a sound performance management technique are beyond description. It facilitates the organization, managers and individuals some of which has been summarized below-
For the Organization:
· Align corporate, individual and team objectives
· Improve performance
· Motivate employees
· Increase commitment
· Underpin core values
· Improve training and development process
· Help to develop a learning organization
· Enlarge the skill base.
· Provide for continuous improvement and development
· Provide the basis for career planning
· Help to retain skilled employees
· Support total quality and customer service initiatives
· Support culture-change programs
For Managers :
· Provide the basis for clarifying performance and behavior expectations.
· Afford a framework for reviewing performance and competence levels.
· Improve team and individual performance.
· Support leadership, motivating and teambuilding processes.
· Provide the basis for helping underperformers.
· May be used to develop or coach individuals.
· Offer the opportunity to spend structured ‘quality’ time with team and team members.
· Provide the basis for giving non-financial rewards to staff.
For Individuals :
· Greater clarify of roles and objectives.
· Encouragement and support to perform well.
· The provision of guidance and help in developing abilities and performance.
· Opportunities to spend ‘quality time’ with managers.
· Opportunities to contribute to the formulation of objectives and plans to improvements in the way work is managed and carried out.
· An objective and fair basis for assessing performance.

Performance Management System is the core of any ‘people management process’ in any organization. Organization exists to perform. A performance management system enables a business to sustain profitability and performance by linking the employee’s pay to competency and contribution. It provides opportunities for employee’s personal development and career growth. All the employees are brought under a single strategic umbrella by the performance management. Most importantly, an equal opportunity is given to the supervisors and subordinates to express themselves under structured conditions.
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Kazi Farms group is a well-known Bangladeshi Company which has made their golden footprints in poultry farm as well as food and media industries. Their market share is 25% of day-old (DOC) chicks and 20 % of Broiler feed. Kazi Farms now has more than 10,000 employees. To maintain this huge number of employees they have developed a well-structured HR Policy. In every HR functions like employee recruiting, employee welfare, salary and leave policy, Kazi Farms follows the labor law of Bangladesh. But in case of employee evaluation, employee performance management or appraisal system they have their own rules and policies.
Performance management system of Kazi Farms is quite coordinated and structured system. They consult with the reporting manager or supervisor at the starting period of a year and set goals or key result areas (KRA). Key result areas are needed to be aligned with the objectives of the function and consequently to overall objectives of the farm. It answers what the goal should be and how management competencies can be achieved.
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The proper performance management system establishes when the whole vision of the organization is separated in parts throughout the organization in individual level. Expected results and outcome in short term level combine the whole long term goal of the company. Performance objectives and standards are two of the most common methods to define expected results. Both objectives and standards are most useful when the company sets a SMART Goal and they should be-
· Specific
· Measurable
· Attainable
· Relevant
· Timely
Specific- Objectives and standards should be that much clear to the so that the employees know exactly what actions and results they are expected to accomplish.
Measurable- Whenever possible, objectives and standards should be based on quantitative measures such as direct counts, percentages and ratios.
Attainable- The objective or standard should be achievable, challenging and attainable by using the resources available.
Relevant- Individual goals, objective and standards should be aligned with those of the organization.
Timely- Results should be delivered within a time period that meets the department and organization’s need.
Objectives and standards identify the base lines for measuring performance results. From performance objectives and standards, supervisors can provide specific feedback describing the gap between expected and actual performance. When both the goal and performance of the employees are SMART, only then it is possible to short term goals with high efficiency.
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Performance management process is basically conducted by the HR division having consultation along with other departments. So the Hr department makes such policy to conduct this process smoothly.
The performance standards are:
· Excellent (4.5-5.0)= 91-100
· Very Good (3.5-4.5)= 71-90
· Good (2.5-3.5)= 51-70
· Average (1.5-2.5)= 31-50
· Below Average (1.0-1.5)= 0-30
Different types of performer can be categorized as follows-
· A strongest all around performer, who can exceptionally achieve targets to meet plan above the expectations. 
· A Stronger all performer, who can reasonably Exceed or target/given work plan above expectation.
· A Strong performer met targets/given work plan satisfactorily within expectation.
· A Reasonable performer closely met targets/given work plan but not fully satisfactorily
· Performance standard is well below, targets/work plan, needs serious training and efforts to improve.  
Based on the performance standards scoring will be like this:
1= Need development
2= Average
3= Good
4= Very Good &
5= Excellent

Those who are rated excellent, Very Good and Good are eligible for incentive, bonus or promotion.
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The purpose of performance management system of Kazi Farms is to increase employee’s performance standards, skills, ability as well as their leadership skills. Performance management focuses on job performance and for this it follows some parameters for a given period of time. The parameters are-
· The type of assignment or work plan
· Expectations from the outcome
· How well those work plan is achieved
· Deviations from the plan &
· What corrections should be taken to remove the deviations.
These parameters help to obtain the following-
· These answers will help finding newer ways and means to improve performance and learning from past success and failures.
· It examines professional skills and knowledge and also helps to find skills and knowledge gaps for individual development.
· Lastly, it reviews leadership behaviors i.e. competencies by the job holder and thus helps to find the competency gaps required for personal development.
Therefore, the management system of Kazi Farms takes care of the followings-
· Business Performance throughout the year (on the job accomplishment in terms of work plan/targets/expectation)
· Skill & Knowledge
· Behavioral Competencies that is leadership
· Individual Development Plan
The performance management of Kazi Farms is conducted annually and the process review progress half yearly for correction of direction enabling an individual to achieve his or her objectives. In a nutshell the objective of the performance management technique of kazi farm is to obtain sustainable profitable growth in their business.
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Kazi Farms HR department have their own policy for measuring and judging employee performance. They follow some procedures to examine employee’s performance and they are-
· The immediate supervisor will evaluate each employee according to their work plans and provides them guidelines so they can obtain targets as per standard format design.
· The HR department will monitor, guide and appraise and ensure policy standards along with other divisional or departmental heads.
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Kazi Farms Group has two types of performance management forms.
· One is for the departmental heads or area managers  
· Another one is for employees working under them

The management committee generally fills the performance management form. The form can be from relationship or departmental managers. The forms are filled up by the relationship managers and the departmental heads. The management form is filled up by them and sent to the HR department as “Top Confidential” papers. The HR division receives the forms and informs the manager that they have received the documents and also make sure how many forms are received. If the document cover is tempered or damaged they do not accept the documents and informs concerned department to take necessary corrective actions. 
Kazi Farms Group arranges KPI sessions to measure its employees’ performance standard and based on this they evaluate their employees and give reward or counseling.
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A Key Performance Indicator (KPI) is a measurable value that demonstrates how effectively a company is achieving key business objectives. Organizations use KPIs to evaluate their success at reaching targets. Each department will use different KPI types to measure success based on specific business goals and targets. A good KPI is measurable. KPIs need to be clear. They can be qualitative or quantitative but not open for interpretation.
To be effective, a KPI must:
· Be well-defined and quantifiable.
· Be communicated throughout the organization and department.
· Be crucial to achieving organizational goals.
· Be applicable to the line of business or department.

To optimize KPIs, it is important that they have each of the following characteristics:
1. A good KPI is simple: A good KPI is easy to understand and easy to measure.  The KPI should assist decision making, not raising further questions. The staff of every level of the business must know how the KPI is calculated and measured and how it can affect their performance results. 
2. A good KPI is measurable: KPIs need to be clear. They can be quantitative or qualitative but not open for interpretation.
It is important that all KPI information is captured accurately and stays relevant with the business over its life cycle. It is not efficient to change a KPI for the sake of incremental growth or declines in the business. Furthermore, fundamental changes to business may mean adaptations are required to KPIs. HR team managers should emphasize linking KPIs to key drivers of the business that relate back to wider strategic goals so effective decision making can occur.
3. A good KPI is achievable: KPIs should be aspirational. Milestones targets should be implemented to help track and foster progress towards these long term goals.
If a supervisor wants to demotivate his subordinate, he will give them targets which they can never achieve. A KPI must be achievable so that every employees can try hard to obtain the standard objective. 
4. A good KPI is actionable: Staff should know to take action to influence a KPI. A good KPI prompts decisions and leads to action in a business. There is no point in measuring something that cannot be improved.
Assuming a KPI is simple, measurable and achievable then the stakeholders can regularly report on their progress to the business owners or leaders. It helps to develop greater accountability within the organization.
KPIs are measurable values and tend to be:
· Percentages
· Industry indexes (benchmarking)
· Rankings
· Ratings
· Ratios
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The Importance of KPI
From reviewing employee performances to tracking company progress, there are a number of reasons why KPIs are an important factor in assisting a company’s growth. Some of them are given below-
1. It Helps to Measure Company Targets: KPIs are not company goals or targets themselves, but they are a measurement of goals and targets. 
A KPI helps to measure how much targets have been achieved and gives the opportunity to see where the company is going wrong and subsequently make decisions that help reach the goals faster.
2. Create an Atmosphere of Learning: The company becomes able to measure targets using KPI’s and can create an educative atmosphere within the company. root the data that is generated by measuring KPI’s leads to important conversations within the workplace.
When any unfavorable reading on a KPI is noticed, supervisors have the chance to talk to the individual or team involved with that specific KPI. This is a great opportunity for them to teach the employees how to do things differently and perform better in order to reach set targets.
Additionally, the manager can analyze whether the set KPIs are effective measurement and conversely can make necessary modifications if the employee feels that the targets are unrealistic to meet.
3. Receive Important Information: KPIs provide an immediate snapshot of the overall performance of the company. In a highly competitive market, it helps to beat the competition by providing crucial information.
4. Encourage Accountability: Without KPIs revealing vital statistics about performance, management may run the risk of making inaccurate decisions about employees during reviews. The supervisor may assume that an employee is performing poorly because he/she has punctuality issues or a perceived lack of company engagement but there is no quantifiable proof. A KPI may reveal that the assessment is incorrect and the perceived ‘poor performer’ may have some favorable issues and records and it may deliver good results.
5. Boost Morale: Employee motivation and job satisfaction are extremely important in order to improve company performance and culture. It can be quite rewarding and motivating for employees to receive positive reports for meeting certain KPIs and the results are often instant. It creates a sense of purpose and keeps them focused on meeting their goals.
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Setting the right targets for an organization’s Key Performance Indicator is essential for them to drive high performance and to develop a corporate culture of learning, growth and empowerment. Without setting targets, KPIs cannot be measured. Here some targets are given that should be considered while doing the KPI:
1. At first, a strategic objective should be defined which will be a baseline for measuring employees’ KPI. The performance management team sets specific major objectives for each department. The baselines or key result areas are set with the consultation of reporting manager or supervisor at the beginning of a year.
2. Targets must be specific. A specific target for KPI is something that helps measure where the business is in relation to where it wants to be. Target can be set absolute or percentage and should be defined relative to internal, external benchmarks and global best practices.
3. Targets should have a clear time frame. It is one of the most important steps that should be maintained while doing KPI. Kazi Farms Group strictly maintains the time period within which the employee must finish his or her assigned job. If the employee cannot complete the task within the specified time frame, his/her KPI will go down.
4. Targets should be realistic and achievable. Targets push the team and present a challenge or stretch compared to current performance. But if the target is unrealistic and too hard to achieve, the employees will not strive to achieve it. Again if the target is too easy it may not be taken seriously by the employees and as a result, they won’t engage with the KPI. So the targets should be set wisely so that it can be both achievable and realistic.
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Performance management system is strictly followed by the Kazi Farms Group. Their employees are evaluated on the basis of their performance. They basically try to evaluate on the basis of what the employees are given and what target they have achieved. KFG evaluate its employees because it wants to know what their employees are doing, whether they are fulfilling their duties and responsibilities. They also want to monitor if they have achieved their target or not. The managers want them to be more effective and efficient and they continuously try to motivate them and give them reward, promotion, bonus and increment.
[bookmark: _Toc12659510]
Differences between Past and New Performance Management System

In the past, Kazi Farms group used performance appraisal form to evaluate employee performance. Presently they follow only KPI to measure employee performance. Here are some differences for which they have modified their performance management system-
· In the previous years, supervisor and self form were both somewhat same based on same criteria but KPI focuses on certain criteria.
· The metrics are based on department specific KPIs which are more easy to evaluate and time saving.
· From the past system to the current system, PMS becomes more transparent; employees can evaluate themselves and can know what his supervisor thinks about him.
· Being aware of the career development is most important for an employee which was ignored in the past appraisal system. But the KPIs help employees to be aware of his performance growth throughout the year.
· The previous rating scale was uneven and critical to understand but the new format which is KPI, has a balanced scale for performance measurement. 
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Kazi Farm uses KPI as their measurement tool for performance management. KPI- a performance indicator or key performance indicator is a type of performance measurement. KPIs evaluate the success of an organization or of a particular activity in which it engages.
 Key Performance indicators are established to measure performance in Key Result Areas. Key Result Areas refer to the general areas of outcomes or outputs for which a role is responsible. These are the areas within the organization where an individual or group is accountable for the results.
The Performance management team divides the overall performance of an employee into Key Result Areas (KRA). Key Result Areas are the specific major objectives set at the beginning of the year through consultation with the reporting manager or supervisor. Based on the KRA they give different percentages to measure their performances which are- 40%, 30%, 20% and 10%. 40% weight is given based on their actual performance, whether they have accomplished their targets within the specific period of time given by the supervisor. 30% weightage is given by the line manager, next 20% is given by the staff manager and the last 10% score is given by the employees to themselves. After all the percentages measurement of 0-100% is given, the HRD categories employees’ performances on a rating scale of 1 to 5 based on the percentage measurement. Based on this performance rating scale, they are given promotion and increment.  

[bookmark: _Toc12659512]4.6.2 Policy for Employee Performance Evaluation

· The total evaluation is under 100 percent on a scale of 100. 90 % is given by the HR and admin department and the remaining 10% is given by the employees to themselves.    
· The line manager will give percentage on a scale of 30% and the staff manage will give score on a scale of 20%. The supervisor will evaluate on a scale of 40 % which will be based on employees’ actual performance.
· After all the percentages given, the total marks will be calculated out of 100 % by the HR and admin department.
· According to the final rate, the employee will get reward or punishment according to his/her performance. For 4.5-5.0 points (91-100): Increments+Promotion will be given. For 3.5-4.5 points (71-90): Increment+Promotion will be given. For 2.5-3.5 points (51-70) only increment will be given. For getting 1.5-2.5 points (31-50) general increment will be given. For point 1.0-1.5 (30 or below 30), no increment neither promotion will be given and he/she will be nominated for counseling.
· Here, for receiving promotion, employee has to work at least 2 years within the organization. If he is new comer but outstanding performer, he will receive only increments and incentives.

The growth and ultimate success of any company will be determined by the consistency of results. And those results can only be achieved if the team consistently meets desired goals and targets. KPI is the quantifiable measure that can be used to determine how well company goals are being met. So the Kazi Farm has chosen this performance management process to measure whether they are going to the right direction or not. 
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Chapter—05
Job Description & Responsibilities
[bookmark: _Toc12659513]5.0 My Internship Experience

I joined Kazi Farms on 23th January and ended my internship program on 22th April. During this three month I got opportunities to learn many things about how employees perform their tasks in an organized manner, how they conduct behaviors and how they react on difficult situations. In this three month, I have learned so many things, made mistakes but they never scold or humiliate me rather they taught me how to correct them.  
I worked there and came to know about the HRD of Kazi Farms Head Office. In HRD, there are three teams working together and they are-
Operation Team- this team maintains all the disciplinary activities, payroll activities, policy making, conducting employees exit interview, checking employees personal file documents and giving employees necessary equipments like SIM, laptops, mobile, modems and other equipments.
Second one is Development Team. Work of the development team is making employees’ goal sheet, making the organogram of the organization, succession planning of the employees, training and development, working on performance appraisal and performance management, calculating employees behavioral and official performance and updated their working status on database.
Recruitment Team-All recruitment related activities like making interview question paper of candidates, creating database of interview candidates, data entries of selected candidates for the interview and those who are recruited, maintaining and updating database of employees, file processing, updating personal files, checking the documents of personal files, checking references and sending mails, making phone calls to customers, candidates and communicate with RM. Maintaining the external resumes and preparing final settlement data.


[bookmark: _Toc12659514]5.1 My Job Description in Brief

I was recruited as an intern on the internship program of Kazi Farms Group. The time period for completing the internship was three month. I had been working with the Operation team of HR division of Head Office. There, my main job was to make management and non-management ID cards and assisting my seniors with their works. 

[bookmark: _Toc12659515]5.1 My Job Responsibilities
My Specific Job responsibilities are given below:
· Making management and non-management Id cards
· Updating management and non-management information in ERP (Enterprise Resource Planning)
· Data entry into the Management Information System (MIS)
· Data entry and calculate the amount of salary advanced for the employees.
· Checking employees’ dependent declaration information and update on ERP
· Data entries regarding employees’ tax information
· Data entries regarding the equipments and devices (SIM, laptops, mobile, modems) given to the employees.
This internship program has given me tremendous opportunities and scopes to learn and get the insights of practical works which will help me in developing my future carrier.










[image: Image result for logo of kazi farms]

Chapter—06
Findings & Analysis


[image: Image result for pictures of findings and analysis]








[bookmark: _Toc12659516]6.1 Findings

I have asked several questions to the Senior Manager of Payroll Department of Kazi Farms Group and also some of its employees to know about different aspects of PMS. After taking an interview of the Senior Manager and some of the employees of KFG I have found both positive and negative impacts of the PMS of Kazi Farms Group. I have attached the sample questionnaire form on appendix section. Based on my findings, an analysis of Performance Management of Kazi Farms Group has been given below:
First, I have asked few questions regarding the PMS of Kazi Farms to the Senior Manager, Md. Anwarul Hasnat and here comes the summary:
Performance Management Technique
At first I have asked whether the organization use formal performance management system or not and which technique they use for assessing performance. At this question, he said that KFG uses formal performance management system and among several PMS techniques they use KPI for measuring their performances.
Promotion & Career Development
Then I asked him whether he thinks the PMS affects the promotion and career development of his employees’ or not. At the answer of this question, he told me that obviously it affects because they use KPI for measuring performances which helps to distinguish between good and below performer and reward them who actually deserve. Based on this KPI, they give promotion to the excellent and good performers, feedback to the average and thus help them to develop their career.
Bonus/Increment
I asked him if they give any bonus or increment if employee performance is up to the mark. The senior manager has told me that they give increment if the employee can achieve his or her performance targets. But if the employee’s performance rating is below 1, he or she would not get any increment.
Training Program
Again I asked if their performance is not up to the mark, do they arrange any training program to develop their performance. He said that they do. They do training need assessment to find out which employee requires training in which field and arrange several training programs to develop their performance and job responsibilities.
Feedback System
I asked him about their feedback system and suggestion for the employees so that they can improve their performance. They said they provide feedback to the employees whose performance is average and below average. They said them where the lackings are, counsel them and tell them where they should try to improve and correct their performances.
Post Performance Action
When I asked how they communicate with their employees when they want them to know their performance assessment result. In order to let them know about their assessment results, KFG arranges a conference where they discuss about the assessment results of the employees. 
Performance Improvement
I asked him whether they feel any difference regarding employee performance after providing them constructive feedback. He said that most of the employees of their farm try to improve their performance level after receiving feedback from the supervisors. So yes, difference is visible between their past and present performance outcomes.
Present Appraisal System
Lastly I asked the manager whether he thinks this present appraisal system okay or any change is needed to enhance the performance of the employees. At the answer of this question, the manager has told me that, the present appraisal system is less time consuming and easy to understand. Besides, they can communicate with the employees if they feel the employees are not clear about the performance standards and feel difficulties to strive the objectives. So the KFG is satisfied with their present performance management system.

After having a conversation with the Manager, I have asked several questions to three of the employees of KFG and the summary has given below:
Management Technique
At first, I asked the same question which I asked the manager of operation team that is, if they use formal management technique or not and which technique they use for their performance measurement. They have said the KFG uses formal performance system and KPI is the method which is used to measure their performance.
Promotion & Career Development
I also asked them whether they think the PMS affects their promotion and career development or not. At this question, they answered me the same as their supervisor that their promotion and career development depends on the key performance indicator. Based on the percentage of their KPI, they are given promotion.
Bonus/Increment
When I asked them about their bonus or increment if their performance is up to the mark they said to me that they receive increments if their KPI is up to the mark.
Training Program
I asked them about their participation in any training program to improve the level of their performance. At the answer of this question they said that they get counseling rather than training programs. In these counseling sessions they are provided constructive feedback and directions about how they can improve performance and get higher KPI

Performance Feedback
I further asked them how and when they are informed about the assessment result of their performance. They have said that KFG arranges KPI session twice in a year- half yearly and annually. All the members of HR department participate, give presentation on their performance throughout their working period and lastly they are informed individual assessment result.
Appeal in case of Grievance
I asked them whether they get a chance to make an appeal if they think that their assessment has been unfair or not. They have said that they do. They said they can make an appeal if they think the assessment process is not gone right. If any appraise feels that performance evaluation by the line managers is influenced by discrimination or biased judgment, the appraisee may appeal to Head of HR with his or her grievance in writing.
Performance Motivation
I have also asked whether they think this PMS can motivate them to develop their performance or not. They agreed with this question that PMS or the KPI motivates them to develop their performance. Those who get below average and average percentage try to find out the error and correct their performances, those who get good and very good score, try to obtain the excellent score and those who get excellent score, try to maintain their position. Again their promotion and bonus depend on this KPI. So yes, this PMS method motivates them to develop their performances.
Comparing Pre & Post Performance Management
At my question of is there any process in the PMS to compare their pre and post performance management, they said that there is no process for comparing their pre and post performance management.
Present Appraisal System
Lastly I asked the employees whether they think their present appraisal system is okay or any change is needed.
Two of the employees said that the present system is okay and they are satisfied with it. One have said the KPI is okay, however if the management can arrange 360 degree feedback system, the appraisal system could have been better.

I have talked with both the manager and the employees and got to know many things about the process they follow for their performance management. After the interview is taken, I have summed up my findings into some points.
Based on the above questions, I have figured out some negative and positive findings regarding the PMS of Kazi Farms Group and they are as follows-

· Performance Management Training- There is no training program regarding performance management system. The manager of HRD has told that they arrange training program after they identify the training need assessment of the employees. On the other hand, the employees have said that they get counseling rather than performance management training.
· Department linkage with HR department- Other department’s linkage with the HR department is not strong enough.
· They do not go for a proper need assessment before starting a new training program.
· Comparison between pre and post performance management-Comparison between pre performance management and post performance management is not present in the system.
· Reward and Recognition- Few reward and recognition options are available in KFG.
· It allows an employee to monitor and track his or her progress against yearly objectives and development plan.
· They give chance to the employees to appeal for a higher grade if they (employees) are not satisfied with their appraisal outcomes.
· Employees feel free to discuss all the matters of work with their supervisor.
· Employees get proper support and counseling from their supervisor.

 


Analysis
[bookmark: _Toc12659517]6.2 Impact of Performance Management on Employee Compensation, Training, Motivation & Loyalty

Performance management is a concept which emphasize on the continuous improvement on employees performance which has a good impact on the productivity of the organization in the long run. Effective performance management of the employees is very helpful in order to achieve the strategic business objectives (Caldwell 2002).
Effective performance management system helps to improve organizational performance, employee retention and loyalty, improved productivity, identifying training need areas, overcoming the barriers to communication, clear accountabilities and cost advantages. It also saves time and reduces conflicts, ensures efficiency and consistency in performance.
[bookmark: _Toc12659518]6.2.1 Impact of PMS on Employee Compensation

Performance management is one of the most important aspects of HR operations as it helps to manage the most valuable asset that is people in every organization. People receive various compensation and benefits in return for their performance. Compensation is a Human Resource Management function that deals with every type of reward that individuals receive in return for performing organizational task. Performance management and compensation packages are related with one another. If employees get a good salary, they become motivated to improve their performance. Again if they can meet their performance standards they receive various incentive packages.
Kazi Farms give various benefit packages to its employees based on their performance. If employee scores a good KPI, he or she gets promotion and receives one or two bonuses based on the KPI score. The KPI is the result of their overall performances and based on their performance score they receive bonuses and other rewards. If the performance of any employee is not up to the mark, they try to find the reason and provide him/her counseling, arranges training sessions and thus try to improve employee performance and improved performance leads to improved benefit packages. So performance management affects employee compensation and benefit programs.
[bookmark: _Toc12659519]6.2.2 Impact of PMS on Employee Training and Motivation

The objective of Performance management is to evaluate the readiness of the employees for taking up higher responsibilities and providing feedback to the employees on their current competencies and the need for improvement. It helps to define the training requirements of the employees based on the results of the reviews and diagnosis of the individual and organizational competencies. Coaching and counseling helps in winning the confidence of the employees and in improving their performance, besides strengthening the relationship between the superior and the subordinate.
The performance management system of Kazi Farms helps to identify employees who need training to improve their performance standards. They arrange various training programs for employees with lower performance score and also for employees who need training programs to develop their career goals in order to get promotions. The training programs are arranged in such a way that the employees can understand what is expected from them and equally ascertaining whether the employees are improving the required skills needed for their performance improvement.
Effective performance management has impacts on employee motivation also. An employee who receives constructive criticism mixed with praise and receives assistance when planning the performance improvement is more likely to become motivated. 
Kazi arranges different conference and counseling sessions to discuss feedback of performance results with the employees. This helps to remove communication gap between the superior and subordinates and employee disengagement. It also expresses a desire to help and thus enhances employee motivation.

[bookmark: _Toc12659520]6.2.3 Impact of PMS on Employee Loyalty & Retention

Performance management practices of Kazi Farms has a positive influence on the job satisfaction and employee loyalty by regularly providing open and transparent job feedbacks to the employees. It also provides ample learning and development opportunities by representing the employees in leadership development programs. As the performance management system recognizes and rewards good performance in the organization and also provides maximum opportunities for career growth, employees of KFG are loyal enough to serve the organization for a longer period of time. It facilitates a cordial and harmonious relationship between an individual employee and the line manager based on trust and empowerment. The performance management system of Kazi Farms thus establishes clear performance objectives, evaluates performance, distributes incentives and rewards on a fair and equated basis and thus enhances employee retention.
In a nutshell, performance management serves as an important tool for achieving organizational goals by implementing competitive HRM strategies. It helps in aligning and integrating the objectives with the KPI’s in an organization both vertically and horizontally across all job categories and the levels and thus helps in driving all the activities right from the bottom level toward one single goal.






















Chapter—07
Recommendations & Conclusion

[bookmark: _Toc12659521]7.1 Recommendations

After completing the internship program with Kazi Farms Group (KFG), HR Division, I think following recommendations will help them developing HR division and improving employee satisfaction. Based on my findings, I would like to recommend KFG the followings:
Human Resource Development: The Human Resource Department of Kazi Farm should organize all kinds of development activities both for the individual and the farm, for ensuring the employees’ carrier growth as well as achieving organizational hierarchy. The HR department should make plans for continuous development and go with the plans along with its employees to achieve a strong position in the current market situation.
Training Need Assessment: To improve the present skills, knowledge and capabilities of employees, training is a must. The KFG believes that it has all the capabilities to make a stronger position in future and it tries to make their people more efficient and help them being future leaders. Training is mandatory for any organization to make its people more efficient and improve present skills. Such training program should be organized by the HR department through the need assessment. It can be examined through the performance evaluation process by which the HR division will determine where she/he should have some more improvements.
Post Training Assessment: KFG arranges many training programs. Many of its employees are sent to these programs every year. Though they conduct training need assessment but the thing which is needed to pay more attention is the post training assessment. They do not measure the post training results that shows whether the employees have learnt what they suppose to be learned and whether their efficiency and skills have been improved or not. If they do not measure the post training assessment they will not understand whether the training program has been helpful or not for the employees. But this is not the proper way. They should evaluate the previous performance and after training performance to identify the gap or improvements. It will help the farm to identify which training program is helpful for which skill development.
Reward and Recognition: No matter title, seniority or salary- every employee wants to be recognized. It’s our human nature to want appreciation for our efforts. Only higher salary package cannot satisfy a self motivated and exposed employee in higher level. The employee wants recognition and reward for their self actualization. There are few recognition options available in KFG. They can give special awards for achieving specific intervals or milestones. They can also introduce different bonus programs for achieving specific performance targets. The workforce should be structured and the standard functional designation should be in act.


Linkage among Other Division: Human Resource Department is the center of all other department. It creates linkage among all the other departments. So the HR department cannot continue to perform isolate where Human Resource Department is the core of all other department with the responsibilities of maximizing employees’ benefits as well as achieving organizational objectives. For getting better position in the marketplace and best performance outcome from the employees, the HR division must establish a proper linkage within other functional departments. 

360 Degree Feedback System: Along with the KPI they can also adopt the 360 degree appraisal system for their performance management. In the key performance indicator system, employees’ supervisor evaluates their performance. However it is also necessary to know employee’s behavior in the workplace with their colleagues and subordinates. 360 degree is the feedback system which helps to understand employee’s overall performance and behaviors as he or she is being evaluated by the supervisors, peers and subordinates. By introducing this system, the managers can better understand their strength and weaknesses regarding evaluation program.










[bookmark: _Toc12659522]7.2 Conclusion

Kazi Farms Group (KFG) is one of the booming organizations in our country. It has created a sense of mass participation in different industries through its diversified activities over the last 20 years. They are maintaining their businesses with their regional offices. KFG has started making profits from 1996 to still now. Now they are the highest profit making organization in the poultry industries of Bangladesh. 
I started to work under the operation team of Kazi Farms Group and got eminent opportunity to learn the real life solutions under real life situations. There is a huge difference between our practical and theoretical knowledge that we achieve from our practical world. I got to know there much office work and also learned many behavioral competencies by working with people with diversified culture I enjoyed a lot working with wonderful human beings of KFG and gather experience that will help me to work with people when entering into the job field. 
KFG is one of the leading poultry farms in our country and is committed to focus all of its resource and energy on its customers as well as its employees and workers. This is sure that a strong HR planning and policy will help the farm to reach its destination towards success. The Human Resources Division of KFG is under massive reconstruction program ensures the future benefits and high corporate culture and the secured place for its employees and is dedicated to higher professionalism in future. Its good human resource practices can be considered as the inevitable source of innovation and competitive advantage for the future success of this organization. Performance management is a widespread approach to planning and sustaining developments in the performance of their employees so as to meet the standards. So it is a must for them to create a trust among employees about performance review technique and maintaining good relationship with employees for improving their performance and attaining goals and objectives of the company.
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[bookmark: _Toc12659524]Appendix

Sample Questionnaire (Top Level Management)
1. Does your organization use formal performance management system? If it is yes, then which technique do you use for assessing performance?
2. Do you think the PMS affects the promotion and career development of your employees’?
3. Do you give any bonus or increment if employee’s performance is up to the mark?
4. If their performance is not up to the mark, do you arrange any training program to develop their performance?
5. Do you provide them feedback and suggest them how they can improve their performance?
6. How can you communicate with your employees when you want them to know their performance assessment result?
7. Do you feel any change regarding employee performance after providing them constructive feedback?
8. Do you think your present system is okay or any change is needed?











Sample Questionnaire (Employees)
1. Does your organization use formal performance management system? If it is yes, then which technique is used for assessing performance?
2. Do you think the PMS affects your promotion and career development?
3. Do you receive any bonus or increment if your performance is up to the mark?
4. Can you participate in any training program to improve the level of your performance?
5. How and when are you informed about the assessment result of your performance?
6. Do you get a chance to make an appeal if you think that your assessment has been unfair?
7. Do you think this appraisal system can motivate you to develop your performance?
8. Is there any process in the PMS to compare your ore and post performance assessment result?
9. Do you think your present appraisal system is okay or any change is needed?
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