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[bookmark: _Toc96693563]Executive Summary
The internship report was prepared as a requirement for the completion of Bachelor of Business Administration (BBA) degree. I acquired great hands-on experience while working as an intern at JAMUNA Bank Limited, which I have outlined in my report.
The study of the report has been conducted on performance management system of JAMUNA Bank Limited (JBL)." The major objective of this report is to illustrate how the human resources department of JBL plans, operates and implements the performance management system in their banking and financial service sector. HR activities, following performance driven culture and strategy, planning for performance management and implementation system are included in this report.
The first chapter includes an introduction part such as background of the study, objectives, scope, limitations, and methodology of the report.
The review of the literature is included in the second chapter. This chapter's purpose is to provide data that has been obtained from appropriate academic sources in relation to the study's topic.
The third Chapter deals with the overview of JAMUNA Bank Limited, its strategic plan for banking services, facilities & accommodations, HR policies and philosophy.
In fourth chapter, the whole performance management system of JAMUNA Bank Limited has been analyzed. For analyzing the topic and information, qualitative technique and verbal analysis has been used.
In chapter five, on the basis of analysis part some challenges faced by JBL's Human Resources Department (HRD) are discussed, along with some solutions. In this chapter, I've put my report to a conclusion.
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CHAPTER 01
INTRODUCTION





1.1 [bookmark: _Toc96693564] Introduction of the Report
In the twenty-first century, organizations’ success and long-term viability are highly dependent on the quality of their human capital. As a consequence, the performance of the organization is boosted of the core competences of employees and teams. Identifying the best performers, paying them well enough to make them feel comfortable, and developing their abilities so that the organization can remain competitive are all posing huge challenges to corporations. An efficient performance management system has thus evolved. It is essential that an organization's performance management system be used effectively in order to gain a competitive advantage in the global marketplace. Firms are moving more quickly to improve the efficiency of their performance management systems as the relevance of PMS grows in many industries. The banking industry is no exception, as companies are working more quickly to improve the effectiveness of their PMS. The process of performance management begins with the enrollment of a new incumbent in a system and concludes with the termination of an employee's employment with the company. The purpose of the report is to study on performance management system of JAMUNA Bank Limited.
1.2 [bookmark: _Toc96693565] Origin of the Report
This internship report is prepared for a partial requirement for the degree fulfillment of Bachelor of Business Administration. I have gained hands on experiences about the HR activities and following practices in banking industry in Bangladesh. And these issues are a significant source in the main study of this report which has been done under the supervision of Md. Kazimul Hoque, Assistant Professor, Business and Economics, United International University.
1.3 [bookmark: _Toc96693566] Objectives of the Report
1.3.1 [bookmark: _Toc96693567]Primary Objective
· The primary objective of this study is to provide a general overview of JAMUNA Bank Limited’s performance management system and to identify any shortcomings.
1.3.2 [bookmark: _Toc96693568]Secondary Objectives
· To get an overview of JAMUNA Bank Limited.
· To analyze the current performance management system in JAMUNA Bank Limited.
· To find out the shortcomings in PMS of JBL.
· To provide some recommendations that can help to develop effective performance management system for JBL. 
1.4 [bookmark: _Toc96693569] Rationality of the Study 
The purpose of this study was to get an understanding of the performance management system used by JAMUNA Bank Limited. In all, there are 149 branches with a total of 3, 096 employees. Consequently, I am attempting to determine how the human resource department of JAMUNA Bank Limited analyses its employees' performance and how they motivate them to achieve higher levels of performance. I'm also attempting to learn about various different PMS that the bank uses to analyze the performance of their employees.
1.5 [bookmark: _Toc96693570] Methodology of the Report
The data used for the study of the report have been acquired from two different sources. The specifications are as follows: 
1.5.1 [bookmark: _Toc96693571][bookmark: _Toc91024755][bookmark: _Toc91612272][bookmark: _Toc92763491][bookmark: _Toc93618946][bookmark: _Toc94182756][bookmark: _Toc95566616][bookmark: _Toc95829009]Primary Sources
[bookmark: _Toc96638243][bookmark: _Toc96693572]The material for this report has been acquired from a variety of primary sources, as well as primary data from respondents to formal and informal interview sessions for the purpose of studying the subject matter. Another method is used to obtain primary data:
· Face to face interaction and discussions with employees of JAMUNA Bank Limited (Simrail Branch, Narayanganj).
· An observation from internship experiences and HR related tasks and job responsibilities.
1.5.2 [bookmark: _Toc96693573]Secondary Sources
The secondary data was gathered from the following sources:
· Newspapers, Articles, books, Journals, which are related to the concept of performance management system and performance evaluation process.
· Official Website of JAMUNA Bank Limited.
· Annual reports (2020, 0219) of JAMUNA Bank Limited.
1.5.3 [bookmark: _Toc96693574]Data Collection and Analysis Plan
For the purpose of analyzing the topic, formal and informal interview sessions have been conducted with the employees and the HRD of JAMUNA Bank Limited which was based on prior study on performance management system of JAMUNA Bank Limited and includes a wide range of valuable information. 
For presenting the data and information, I have not included any quantitative techniques in this internship report. More specifically, the paper is concerned with a practical hand on experience. I mostly utilized verbal analysis to explain performance management system of JAMUNA Bank Limited, as well as to identify the types of practices they have explored using those activities.
Some tables and figures have been used in the analysis and presentation of the data.
1.6 [bookmark: _Toc96693575] Scope of the Report
[bookmark: _Toc96638247][bookmark: _Toc96693576]The primary goal of this study is to get an understanding of the JAMUNA Bank Limited's performance management system and how it is being implemented and maintained. Bank performance management systems, on the other hand, are private and thus cannot be discussed in detail. When it comes to performance management, I've had direct experience with how the HR department handles it. I am thankful for the opportunity to learn about a bank's actual performance management system.
1.7 [bookmark: _Toc96693577] Limitations of the Report
Some of the limitations for completing the report are listed below:
· Some information cannot be made available due to confidentiality and other bank obligations.
· Working in a single branch makes it very difficult for me to obtain all of the necessary information.
· Some of the employees of HRD of JAMUNA Bank Limited had not given so much time on my interview sessions.










CHAPTER 02
LITERATURE REVIEW




Literature Review Part
This main purpose of this chapter is to provide theoretical concept obtained from the study's subject matter's relevant literature.
2.1 [bookmark: _Toc96693578] Performance Management System
A company's human resources department uses a performance management system to engage employees in furthering the company's efficiency by attaining its stated vision, mission, and goals (Techfunnel, 2021). A global economy necessitates a need to generate (and maintain) highly-trained workers (Travor C. Brown, 2018 ). Employee growth and development are generally seen as the primary goals of performance management (Aguinis, 2013). In a nutshell, "identifying, monitoring, and developing the performance of people and teams and aligning performance with the strategic objectives of the business" is a broad definition of (PM) Performance Management (Cascio, 2014). Human resource development and performance management may be linked by using this fundamental idea (HRD). To support this, (Bob Hamlin, 2011) conducted a review of the literature in which they proposed four core purposes of HRD: "enhancing individual or group effectiveness and performance"; "enhancing organizational effectiveness and performance"; and, "developing knowledge, skills, or competencies." 
For a variety of reasons, PM is essential to HRD. To begin, the four primary goals of HRD and the above concept of PM have a great deal in common. Secondly, (Werner, 2017) believes that PM research might serve as a bridge between HRM and HRD, as HRM's fundamental role is to evaluate people, while HRD's core function is to improve both individual and organizational performance. Coaching is a third HRD intervention advocated by HRD experts in the context of performance management (RF Poell, 2014). Managers must be trained to be successful coaches, and they must possess the necessary interpersonal skills. Human resource professionals also have a duty to establish an environment that encourages coaching (Werner, 2017). There is a strong correlation between the inclusion of these coaching components and expanding PM's scope beyond the traditional yearly performance review.


2.2 [bookmark: _Toc96693579] Importance of Performance Management System in an Organization
According to (White, 2021), a few of the reasons why continuous performance management is so important for every firm are listed below.
a) It Predicts the Future
If you're constantly assessing and regulating your workplace's performance, you can anticipate potential problems. When it comes to any problem, early identification is crucial. The more quickly issues are addressed; the less likely they are to have an impact. 
You may shift an employee to another job that does not involve collaboration, you can teach the employee on how to function in a team, or you can fire the individual if the firm detects they are not team players. Taking action before a problem arises may save the firm both time and money.
b) Helps Design and Implement Training and Development Programs 
The sooner a problem is detected, the better. Personnel may not be adhering to necessary processes in this instance. A lack of control might cause the organization to crumble if this trend continues. It is likely that this would be identified, though, if it were subject to performance evaluations. The organization may then establish training programs to transform the issue into a growth opportunity.
c) Provides Clarity in the Organization
A big cause of stress for many employees does not understand what they are supposed to do or who they are supposed to report to. To make all of this evident, the business has a tool: performance management. Productivity may suffer if understanding is impaired. By providing the knowledge they need, employees will have a better chance of being more productive and confident.
d) [bookmark: _Toc96638251][bookmark: _Toc96693580]Provides the Opportunity for Exchanging Feedback
Open communication may swiftly derail personal or professional relationships that lack it. Employees seldom get the opportunity to communicate their issues or disappointments when management discusses their performance with them. Employees and employers may share feedback when performance management is done correctly. Encouraging employees to voice their thoughts not only improves morale, but it also often results in a more positive work environment.
e) [bookmark: _Toc96638252][bookmark: _Toc96693581]Increases Employee Retention
Rewarding and recognizing workers is another goal of performance management. One of the most common reasons for leaving a job is the inability to get enough acknowledgment for one's efforts. There is a desire to be rewarded for their efforts. Aside from that, prizes and recognition may help keep workers around by offering clarity, the capacity to give criticism, and the chance for more training as needed.
f) [bookmark: _Toc96638253][bookmark: _Toc96693582]Boosts Employees Productivity and Engagement
Employees will be more engaged if performance management is done in a way that includes them. In situations when management and staff aren't on the same page, it's as if everyone is merely going through the motions. As a result, their role becomes more like a job than a fulfilling one. On the other side, performance management has the ability to completely engage employees and make them feel like they are a part of the company. As a consequence, output increases since employees are more content and committed to their jobs.
It is essential that the leaders of your company understand the importance of performance management. If you try to avoid it, you'll end yourself in trouble. With the help of HR and other executives, devise a plan for performance management. Consider asking your employees what they believe needs to be done to improve things. It may take some time to develop an effective performance management system, but the work will be well worth it.
g) Helps to enforce goal setting and achievement	
It is important for workers to understand the company's goals and the role they play in accomplishing them via an efficient performance management system. This suggests that they are aware of how their work contributes to the company's success.
Thus, performance management aids in creating corporate and leadership goals. Employees will have a greater sense of ownership and commitment to the company if their efforts are focused on achieving the organization's strategic objectives.
h) It offers mentoring for increasing performance
The goal of performance management is to make employees more productive. It will help managers enhance their performance while providing an opportunity for managers to explore their future career plans. Executive managers and HR managers might use it to provide additional mentoring and training as part of developing promotion criteria.


2.3 [bookmark: _Toc96693583] Performance Assessment/ Appraisal/ Evaluation
Performance evaluation is described as a procedure that systematically assesses a workers personality and performance generally by managers or direct supervisors against the predetermined criteria like skill set, understanding about the function, technical know-how, attitude, timeliness and so on (Frank J. Landy, 1983).
According to (Kumari, 2020) Performance assessment, performance review, merit rating, yearly reviews, etc. are all different terms for the same thing: assessing an employee's ability to perform. This procedure is used to determine an employee's innate traits and talents, as well as their degree of competence, for the benefit of both the individual and the business they work for. Identifying an employee's worth to a business is the goal of this assessment. Managers and supervisors use performance assessment to find the appropriate individual for the right role based on the skills they bring to the table. Every company requires a solid performance evaluation system without a doubt.
Managers and supervisors utilize a variety of approaches to assess workers based on objective and subjective criteria; nevertheless, the process may be complicated, and both aspects are necessary in order to accurately assess an employee (Kumari, 2020).
2.4 [bookmark: _Toc96693584] Link between Performance Appraisal and Performance Management
According to (Larmore, 2022), the most popular instrument for performance management is the performance assessment; therefore there is a relationship between the two. Measuring and monitoring employee performance demands precise tools in performance management. Managers may assess employee performance in depth through performance evaluations, and they can also set goals and objectives for the employee to work toward in the future. For the purpose of performance management, this evaluation is sent to HR personnel.
To ensure that workers are working toward a same objective, they must have a clear grasp of their job requirements, and they must get frequent performance evaluation. While offering suggestions for improvement, it's also a fantastic way to praise outstanding work. Performance appraisals are the most often used tool for performance management since they enable HR to accomplish most of their goals in performance management. As a result, the majority of firms have a performance evaluation and performance management programs that work hand-in-hand (Larmore, 2022).
To the benefit of a company, performance assessments are designed by HR specialists. They are usually given to front-line managers, who use them to assess their own staffs. In order to effectively manage performance, managers rely on appraisals since they compel them to talk openly with their staff about their work, progress, and goals. Performance evaluations done by colleagues or by employees themselves are becoming increasingly commonplace in certain workplaces. Organizations utilize a variety of methods to evaluate their employees, but performance evaluations by management are the most popular (Larmore, 2022).
Quarterly, semi-annual, or yearly are all acceptable intervals for conducting effective performance evaluations. In order to reduce managerial bias, questions in the evaluation should need the replies to be supported statistically. In this way, managers may give their employees a specific set of goals and objectives to strive toward before their next performance review. The evaluation should also take into account the employee's capacity to accomplish the goals and objectives that were established at the prior appraisal meeting. Employees should know in advance what awards they may anticipate at various levels of success, so there are no surprises (Larmore, 2022).
Businesses can better support their performance management goals when assessments are fair, objective and goal-oriented. Another tool may also be necessary to monitor and enhance performance evaluations: the balanced scorecard. However a performance evaluation is implemented, it must be examined and updated over time to ensure its accuracy as a tool for assessing employee performance. An effective link between performance evaluation and management can only be made if the evaluation is well conceived and implemented (Larmore, 2022).






CHAPTER 03
ORGANIZATION PREVIEW





3.1 [bookmark: _Toc95306803][bookmark: _Toc96693585] Take a look at JAMUNA Bank Limited
In Bangladesh, JAMUNA Bank Limited (JBL) is one of the leading private banks in Bangladesh with a network of 149 branches, 28 sub-branches, 15 banking booths, and 314 ATMs. On April 2, 2001, JAMUNA Bank was incorporated as a public limited company under the Companies Act, 1994, and it began operating as a bank on June 3, 2001.
The Bank offers a wide range of products and services, including Corporate, Retail, SME, Agri-finance & Islamic financing solutions, Merchant Banking, and Securities Brokerage, to assist trade, commerce, industry, and the general business of the nation. Providing export-import, manufacturing, service, infrastructure, and other business solutions are all areas in which JBL plays a critical role in the development of the economy. It has been JAMUNA Bank Limited's ongoing attempt in order to satisfy client demand that it has been developing its banking operations with the following goals in mind:
[image: C:\Users\my\Downloads\Doc1-page0001 (4).jpg]
JAMUNA Bank Limited (JBL)
Private Commercial Bank, Headquartered in Dhaka
	Form of Business
	Banking Service

	Key Business Segments
	NRB, SME, Retail, Wholesale and Offshore

	Corporate Head Office
	Hadi Mansion, 2 Dilkusha Commercial Area, Dhaka 1000, Bangladesh

	Website
	https://jamunabankbd.com/front/index

	Number of Branch
	149

	ATMs
	214

	Islamic Banking Branches
	02

	Offshore Banking Units
	01

	Employees 
	3, 096


Source: (Annual Report of JBL, 2020)
3.1.1 [bookmark: _Toc96693586]Response to the COVID 19 Pandemic
Each and every part of our life is being affected by the pandemic - from the way JAMUNA Bank Limited, they communicate and engage with their families to the way they work and interact with their customers, colleagues and communities of the bank.
a) Customers:
· Helped their clients feel secure at a period of uncertainty by allowing access to government declared COVID-19 stimulus programs to support business concerns severely impacted by this pandemic.
· Their services are digitized, thus they see a digital change in banking. Due of the Covid-19 outbreak, people, particularly the younger age, wish to avoid physically visiting bank locations. To react to the changes, they added new functionality to our Just Pay digital banking application to better serve our consumers. Now JAMUNA Bank Cardholders may pay their credit card bills, electricity bills, and online shopping bills using their applications ‘Just Pay'.
b) Colleagues:
· At JAMUNA Bank, their employees are their most valuable asset, and they have continued to make investments that put their well-being first throughout the pandemic and its consequences.
· Priority was given to preventing the bank's human resources against the spread of COVID 19, and the bank provided the highest levels of health and safety at work, including a sterile work environment and the use of proper equipment.
· In order to prevent any potential health hazard or mental illness, personnel were provided complete opportunity and scope for working from home and full remuneration and benefits for doing so. The company has established a rapid reaction team made up of senior executives to keep an eye on suspicious activities and speed up banking services throughout its network.
· When the bank went into lock down mode, it gave additional incentives to those workers who worked tirelessly to eliminate all dangers, panic, and fear of death. Not only that, but the Bank provided jobs for the relatives of the victims of the COVID 19 incident.


c) Communities:
· A number of JAMUNA Bank's community development initiatives are supported by the bank. Towards the goal of alleviating the present labor shortage brought on by the COVID-19 epidemic, JAMUNA Bank Foundation and Al-Haj Nur Mohammed Trust provided 30 Sewing Machines and 30 Auto Rickshaws to the poor, defenseless, and jobless.
3.2 [bookmark: _Toc96693587] Mission
· The Bank's primary objective is to provide a wide range of products and services at a competitive price while utilizing appropriate technology and providing timely service so that sustainable growth, reasonable returns, and a positive impact on the country's development can be achieved with a motivated and professional workforce.
3.3 [bookmark: _Toc96693588] Vision
· To establish itself as a major financial institution and to play a key role in the growth of the country.
3.4 [bookmark: _Toc96693589] Strategic Approach and Objectives
· The goal is to achieve and maintain the highest possible CAMEL rating.
· Through the establishment of Strategic Marketing Plans, it is possible to build relationship banking and increase service quality.
· To maintain its position as one of Bangladesh's most profitable and asset-quality-focused financial institutions.
· The integration of information technology will allow for the introduction of completely automated systems.
· In order to secure a sufficient rate of return on investment.
· To maintain a manageable level of risk (including any off balance sheet risk).
· In order to satisfy maturing obligations and commitments while also maintaining appropriate cash.
· The goal is to keep the firm expanding and projecting the desired image.
· To keep processes open and transparent while also ensuring proper control measures are in place.
· Workforce development and retention is the goal of an effective HR management system.
· To ensure that all available resources are used to their full potential.
· In order to have an efficient management system, it is necessary to make sure that ethical standards, openness, and accountability are observed at all levels.
· Pursuing CSR initiatives in order to ensure their continuous support for future generations, distressed people, and the progress of underprivileged people around the nation.
· Developing a reputation as a bank that is growth-friendly and customer-focused.
· Ensuring a culture of compliance through strengthening risk management approaches.
· Encouraging environmental awareness and support for "green" spaces.
3.5 [bookmark: _Toc96693590] Core Values
[image: C:\Users\my\Downloads\Doc1f-page0001.jpg]
[bookmark: _Toc96639995]Figure 1.1: Core Values of JAMUNA Bank Limited
Source: (Annual Report of JBL, 2020)



3.6 [bookmark: _Toc96693591] Products and Services
In order to meet the specific needs of its customers, they provide a broad variety of goods and services. Banking products and services are JAMUNA Bank's range of specialization. We're working closely with their valued customers to find the best combination of goods and services to help them succeed.
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3.7 [bookmark: _Toc96693592] Management Structure of JBL
[image: http://www.msrblog.com/wp-content1/uploads/2013/05/organogram1.jpg]
[bookmark: _Toc96639996]Figure 2.2: Management Structure of JAMUNA Bank Limited
3.8 [bookmark: _Toc96693593] Board of Directors
Management at the highest level is overseen by the Board of Directors, which was established by the Bangladesh Bank's Nationalization Order in 1972. The Bank's Board of Directors consists of 20 members. The Board is under the direction of the Chairman. The chairman of the board is often a well-respected and well-liked professional or ex-professional. The central government appoints the Directors, who come from a variety of backgrounds, including the public and commercial sectors and the chairman and the board of director appoint the Managing Director for JAMUNA Bank Limited. The Bank has fourteen directors and three independent directors; each of them has been selected by the central government to serve. The board of directors of JBL is showed in a table:
[image: C:\Users\my\Downloads\Mr-page0001.jpg]
[bookmark: _Toc96693819]Table 1.1: The Members of Board of Directors in JBL
3.9 [bookmark: _Toc96693594] Human Capital at JBL
In JAMUNA Bank Limited, Human capital includes their employees, people, their health and wellbeing, their experience, their inventive potential, and their motivation to work hard. "Human Resources" is JAMUNA Bank Limited's (JBL) biggest asset. The primary source of funding is their employees, who are referred to as Human Capital by JBL. "Discipline, Individual Efficiency, Customer Service, Quality, and Team Work" have been the driving forces behind the Bank's exceptional success. JBL's Human Resources Management Philosophy is:
· Generating extra value via the use of personnel,
· The Human Resources Value Proposition.
With the deep established attitude of leading and winning, the team of Human Resources Division at JAMUNA Bank is persistently prospering in order to offer value to the major stakeholders of the bank, which include customers, line managers, workers, and investors of the bank. 
JBL's Human Resources Department has been following a philosophy that focuses on hygiene-motivation aspects to remove employee unhappiness and boost employee job satisfaction, which immediately contributes to the bank's bottom line and has already begun to establish a pool of brilliant people.
3.10 [bookmark: _Toc96693595] Philosophy of Managing Human Capital at JBL
When it comes to JBL, they are completely reliant on Human Resources, which are therefore referred to as Human Capital in the bank. They think that these five (05) criteria allow us to produce the most effective and efficient Human Capital, which assures the Bank's success in achieving its corporate objective via the following approach:
[image: ]
[bookmark: _Toc96639997]Figure 3.3: Five Factors of HR Business Partner Approach of JBL
Source: (Annual Report of JBL, 2020)
The five elements listed above were effectively implemented by their competent management team via their unwavering efforts. "Right Person in Right Place at Right Time with Right Pay under the Right Leadership with the Right Strategy" is the goal of Human Capital Management, and it is their responsibility to attract, retain, and develop talent in order to engage "Right Person in Right Place at Right Time with Right Pay under the Right Leadership with Right Strategy." This 6R approach provides the highest level of employee happiness, which has a positive influence on our ability to provide the greatest customer service, which in turn helps us to grow our company and increase our wealth as a result.
Besides JBL's greatest asset is a collection of highly driven, multi-talented workers. Employees at the company are treated with respect and given the opportunity to develop their full potential via a performance-based, rewarding work environment. Additionally, this assists the organization since it demonstrates actions that provide value. To ensure long-term viability, JBL places a high priority on recruiting and selecting employees based on their skills and merit, providing competitive compensation packages, providing ample training and development opportunities, fostering a high-performance culture, and allowing employees to raise concerns and receive counseling.
Human Capital is a critical component of the company's long-term viability and success. The bank places a high priority on maximizing the value of its human resources. Workplace safety and development are top priorities for the company, which results in higher levels of dedication and productivity from its workers.
3.10.1 [bookmark: _Toc96693596]HR Service Excellence
Human Resources (HR) service excellence is a goal at the bank as they embrace the changes and deliver integrated, innovative people-centered services that support the Bank's long-term strategic strategy. Individuals are encouraged to develop and build their professions as a result of their efforts to assist them in accomplishing their objectives. In order to offer their clients with a valuable range of HR services, they stay up to date on the latest HR developments. In order to ensure that their customers, i.e. the employees, get great service, they encourage them to give them their thoughts and ideas through frequent contact channels.
3.10.2 [bookmark: _Toc96693597]Digital HR
In order to measure, analyze, and improve the HR services provided to its employees, they are translating HR procedures into data. Internal software skills helped them create industry-standard HR software at a lower cost to the stakeholder community. They're putting together a competence inventory so that they can put the appropriate person in the right position. In addition, since there are no other options for training, they are developing a digital learning system. In order to recruit the greatest people, they also use digital services provided by third parties.
3.10.3 [bookmark: _Toc96693598]JBL Standardized Policies
For the sake of fostering a healthy corporate environment, JBL has adapted and established rules into standard work policies. Employee retention, retirement benefits, and workplace safety are all important considerations in the development of JBL's policies.
[image: ]
[bookmark: _Toc96639998]Figure 4.4: Standardized Polices of JBL
Source: (Annual Report of JBL, 2020)
 








CHAPTER 04: ANALYSIS
PERFORMANCE MANGEMENT SYSTEM AT JBL





4.1 [bookmark: _Toc96693599] Data Analysis Method
For the purpose of analyzing the topic, a standard level questionnaire has been designed. This questionnaire is based on prior study on performance management system of JAMUNA Bank Limited and includes a wide range of valuable information. The information and data has been collected from the employees, HR manager of JAMUNA Bank Limited through conducting formal and informal interview sessions.
For presenting the data and information, I have not included any quantitative techniques in this internship report. More specifically, the paper is concerned with a practical hand on experience. I mostly utilized verbal analysis to explain performance management system of JAMUNA Bank Limited, as well as to identify the types of practices they have explored using those activities.
Some tables and figures have been used in the analysis and presentation of the data.
4.2 [bookmark: _Toc96693600] Performance Driven Culture at JAMUNA Bank Limited
In order to reward and keep the abilities of the Bank's personnel, the HRD of JAMUNA Bank Limited, they appraise/evaluate them honestly and unbiased, and they make concrete decisions based on their performance, key performance indicator- KPI (SMART) has been implemented in the bank, as well as the use of "The Balance Score Card." All of JBL's success is dependent on the efforts of its existing staff. SMART KPIs were utilized as performance management tools to analyze the contribution of all employees in a transparent way to measure quantitative and/or qualitative performance in relation to the stated objective for a particular year in 2017. The measuring variables are considered in conjunction with the objectives and organizational and personnel behavior.
[image: ]
At the start of each year, the overall aim of the organization is tumbled down to the individual level, and every employee of the bank is kept informed of the target, tasks, and responsibilities that have been assigned to them. A self-rating is completed by the employee, and then the managers meet with the individual to review the accomplishment and objective.
4.3 [bookmark: _Toc96693601] Performance Management System of JBL
[image: ]
[bookmark: _Toc96639999]Figure 5.5: Performance Management System of JBL
Source: (Annual Report of JBL, 2020)
A performance management system is a technique of continuously monitoring and analyzing an employee's performance in relation to key performance indicators. It is a method through which human resources encourages employees to perform better in their jobs. A vital part in this process is played by both the workers and their immediate supervisor.
a) The Role of Supervisor: The procedure must be completed efficiently and completely, and the supervisor must ensure that this is done. Employees must be motivated by their supervisors in order to achieve objectives and goals. The process of performance management should be carried out under the constant supervision of a supervisor.
b) The Role of Employees:  Employees play an essential role in any organization. The success of an organization is closely related to the performance of its employees. The whole performance management system has a direct impact on an employee's career advancement. When it comes to JAMUNA Bank Limited, one can depend on them to always have a high-performing culture.

[bookmark: _Toc96640000]Figure 6.6: The Cycle of Performance Management System at JBL
SMART goals are part of JBL's performance management system. From the top of the organization, SMART goals are set. An important part of JBL's performance management system focuses on the continuing training and development of each employee.
4.4 [bookmark: _Toc96693602] Step 01: Performance Planning and Target Set
The initial phase in JAMUNA Bank Limited's PMS system is performance planning. They create a goal at the beginning of each year to give staff a sense of direction for the year. Planned activities are the result of a team effort. Every cycle of performance management begins with a meeting between the manager and the employees when they discuss what needs to be done and how it should be done. The whole organization benefits from planning. To begin, in JBL, goals are identified and set. There are three different sorts of goals they establish for the organization. These are discussed below:
a) Personal Goals for Employees: JAMUNA Bank Limited has placed a limit on the total of employees who may establish personal goals. Every year, each employee is allowed to establish up to five personal objectives. Employees might set their own objectives or follow the example of their management. Managers may have to set the aim themselves. Employees may also adopt last year's targets.

b) Managers have stated their Objectives & Goals: In order to encourage their employees to follow in their footsteps, managers share their entire goals on the JBL website. It is up to managers whether they want to communicate their aims to all of their staff or just a few. The announced aims of the five managers are understood in terms of their own personal aspirations. Employees' five-goal restrictions aren't affected if they copy these objectives.

c) Assigned Goals: The management of JBL sets these kinds of goals. These objectives have no bearing on the manager's original five objectives. This objective may be modified by employees who are assigned to it.
4.4.1 [bookmark: _Toc96693603]Goal Setting Approach
When it comes to setting targets objectives and goals of the organization, JAMUNA Bank Limited takes this method.

[bookmark: _Toc96640001]Figure 7.7: Goal Setting Approach of JBL
a) Assess Business Needs: The fundamental goals of JBL serve as the foundation for the organization's overall mission and objectives. Following their goals is the first order of business for those at the top of the organizational structure. Individual and team objectives are assigned to each department by the department heads.
b) Formation of SMART Goals: The formation of SMART goals is the next step in the JBL goal-setting process.
· Specific: This time, the motivation was clearly stated.
· Measurable: A clear framework for evaluating and compensating performance.
· Achievable: It is important that goals be reachable given the resources and skills available.
· Relevant: Organizational objectives must be aligned with those of the organization.
· Time Bound: Set a reasonable timeframe for completing the assignment.
c) Adding Goals to the PMS: The method is used by JBL to keep track of their objectives. Employees of JBL may re-create their objectives by taking into consideration performance, production, and budget.
d) Explore Goals: In order to accomplish all of JBL's objectives, they divided them down into manageable, more achievable goals.
4.4.2 [bookmark: _Toc96693604]Development Planning
The strategic measurable goal that an organization intends to attain within a certain time period is what is meant by "development planning." JAMUNA Bank Limited is a strong believer in the need of constant improvement in order to achieve one's objectives. As a result, they design their training programs to include strategies for enhancing workers' short- and long-term job performance. Employees may track their progress by reviewing the development plan on a regular basis. Employees are able to recognize their own personal growth opportunities and difficulties. The long- and short-term goals of a person's professional growth may be identified in a development plan.
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[bookmark: _Toc96640002]Figure 8.8: Career Development Planning (Individual)
Using the JBL's website, employees may create their own growth plans for themselves. JBL goes through a series of steps in order to establish a development plan. They are as follows:
a) Identify Strengths: Current performance evaluations, feedback from peers and supervisors may help build strength (SWOT analysis & 360 degree feedback).

b) Make Plan to improve Skills: In the viewpoint of JBL, 60 percent of development takes place on the job (through work and assignments), 30 percent takes place through experience gained from peers (mentoring and coaching), and 10 percent takes place through training programs (functional skill training, self-study project).
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[bookmark: _Toc96640003]Figure 9.9: Graphical Representation of Training Status for the Year 2020
c) Recognize Next Progressive Work: The last stage is to determine progressive employment that is both of interest to the individual and consistent with his or her career goals (s). After this, the employee's next task ought to be upward. They meet with their supervisors after completing the three-step procedure of JBL.

[bookmark: _Toc96640004]Figure 10.10: Generating Development Planning in Three Stages at JBL


4.4.3 [bookmark: _Toc96693605]Career Development Planning
The JAMUNA Bank Limited and its employees, as well as the management, are all involved in the development of a career plan.

[bookmark: _Toc96640005]Figure 11.11: Development of Career Plan at JBL
4.5 [bookmark: _Toc96693606] Step 02: Performance Execution
Performance execution follows on from the previous phase of performance planning. It's time to get down to business and complete what they started. The first step in achieving their objectives is to put them into action. Those who work for JAMUNA Bank Limited are in charge of putting the bank's strategy into action. Employee involvement, on the other hand, does not begin at this point. Employees play an essential role in the planning process. JBL adheres to a number of factors throughout this stage of the performance execution process. These are discussed below:
a) Goal-setting dedication: Employees and their supervisors decide on objectives during the performance planning phase. As a result, employees must strive to achieve those objectives. Employees' active engagement guarantees that they are dedicated to the objectives that they have chosen for themselves.
b) Continues Coaching and Feedback: Employees at JBL don't have to wait until the end of the review cycle to get a review. Every step of the way, they take a proactive approach and seek for feedback and guidance from their supervisor.
c) Communication with Supervisors: An open conversation between employees and supervisors may help improve productivity. As a result, JBL’s employees keep in touch with their managers on a frequent basis.

d) Sharing Data: Employees at JBL are required to provide their supervisor with a regular performance update.
In the performance execution stage, the supervisor is also accountable for a number of things:
a) Observation and Documentations: The manager must keep an eye on the performance of his or her personnel on a frequent basis. They have to keep track of how much work is completed each day. It is the duty of the manager to maintain records of the work done by his or her staff. On a regular basis, they must maintain documents for both high and low-performance scenarios.
b) Updates of Goal and Objectives: It is possible to alter or reimaging an organization's aims at times. As a result, it is the obligation of the supervisor to offer an update on progress toward targets.
c) Feedback: In order to offer frequent feedback on an employee's performance, it is the obligation of the supervisor.
d) Providing Resources: Employees should be provided with materials to aid in the growth of their jobs by their supervisors.
When it comes to performance execution, both the supervisor and the employees are responsibility for it.
4.6 [bookmark: _Toc96693607] Step 03: Performance Assessments
The following step after the performance execution stage is the performance evaluation step. Performance evaluation is a method of determining how well a piece of work performs. It is a vital step in the implementation of a performance management system. It is the responsibility of both the supervisor and the workers to determine the degree to which the desired behavior has been shown during this phase. It is essential that both the supervisor and the employees take possession of the assessment process, as this will result in more effective information being utilized in the review stage of the process.


4.6.1 [bookmark: _Toc96693608]Types of Performance Assessments
In the JAMUNA Bank Limited, three forms of evaluation are carried out. These are as follows:
4.6.1.1 [bookmark: _Toc96693609]Managers’ Assessments
These sorts of evaluations are carried out by the bank's manager. The manager completes an assessment form and assesses the performance of the employee. The form is split up into two sections. They are as follows:
Core Job Responsibility and Key Performance Indicator (KPI)
This section is rated 60 points since it covers the essential job tasks and key performance indicators. Employees are evaluated in this section based on their performance in five components.
	Rating Types
	Input Numeric Numbers (Value)

	Excellent
	05

	Very Good
	04

	Good
	03

	Average
	02

	Below Average
	01


[bookmark: _Toc96639958][bookmark: _Toc96693820]Table 1.2: Five Components of Measuring Performance
Competence Assessment
This section is scored 40 points. It consists of the following elements:
· Business Knowledge,
· A working knowledge of banking regulations and laws,
· Activity Planning & Execution,
· Team Work,
· Developing and Managing Self Performance,
· Personal Conduct and Integrity,
· Communication Skills,
· Behavior and Attitude.
A manager's evaluation is important because they want to know:
· Regardless of whether or not the intended behavior is shown.
· Whether or whether the expected outcome was attained.
4.6.1.2 [bookmark: _Toc96693610]Self Assessments
Sometimes, the evaluations are conducted by the employees themselves. Employees evaluate themselves. The form is filled out by employees who rate their own work performance. They perform self-assessment for the following reasons:
· It improves employee satisfaction with the performance management system.
· In addition, it fosters a sense of fairness among employees.
4.6.1.3 [bookmark: _Toc96693611]Multiple Assessments
In JAMUNA Bank Limited, Multiple sources of data are gathered in a multiple evaluation. Like:
· Peers: Peers are persons with whom one shares a workplace or a position of authority. There is no better source of reliable information than a colleague or a coworker.
· Customers: The customers are those who use the employees' services. Customers may be asked for information by supervisors on sometimes.
· Both Manager and Employees: They may gather information from both managers and employees at times.
They carry out multiple evaluations for the following reasons:
· It increases the level of dedication.
· Provide the necessary information.
· Ensure that the management and the employee have a shared knowledge of the situation.


4.7 [bookmark: _Toc96693612] Step 04: Performance Review
The following phase is a review of the results of the performance evaluation. Employees and supervisors gather for a performance evaluation. They go through their findings in this meeting. Employee-supervisor discussions are often referred to as meetings. Employees must attend this meeting since their supervisors will give them feedback. Meetings are held to reflect on the events of the past, and they are conducted in the same manner as they have in the past. Employees that are subjected to a thorough evaluation get dreadful comments.
JAMUNA Bank Limited adheres to a timeline for the whole review process, which is as follows:

[bookmark: _Toc96640006]Figure 12.12: Timelines for Review Process at JBL
4.7.1 [bookmark: _Toc96693613]Coaching and Feedback
Continuous feedback and mentoring is essential. Employee motivation is boosted by regular feedback and coaching, according to studies. It also improves the overall quality of work. JBL provides its employees with training facilities. Training in the areas of coaching and feedback is available both virtually and in person.


4.7.2 [bookmark: _Toc96693614]Models for Coaching
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In order to facilitate a two-way coaching conversation, JBL utilized this concept. In order to provide feedback that is suitable and motivating, they turned to this paradigm. Using this approach, urgent problems may be addressed right away.
4.7.3 [bookmark: _Toc96693615]Steps for Coaching
a) Analyze: Employee performance data must be collected and explained in terms of the individuals' and employees' overall performance. Generate a checklist of the employees who will be coacher’s performance gaps. Then, JBL selects a coaching method.
b) Develop: JBL develop an objective for each session of coaching. They concentrate on one or two behaviors in every meeting. They link objection and preparation to overcome them.
c) Conduct: Two-way communication between the management and the employee is essential to a successful coaching session. JBL is a place where people ask questions, share insights, and make decisions based on those insights.
d) Documentation: The employees and management of JBL work together to set a goal and agree on the next step. The manager keeps track of the employee's progress and compiles a list.
e) Follow up: Coaching is not a one-time review, but rather a strategy for motivating employees to work hard.
4.7.4 [bookmark: _Toc96693616]Employee Motivation at JBL
Individuals' motivations are a component of their mind's structure, not something that can be seen with the human eye. Motivation has a direct impact on behavior.
The goal of JBL is to get everyone on board with working hard and going the additional mile in order to meet their set goals. Employees are more likely to accomplish their particular goals if they are motivated, which is why the bank's HR professionals have implemented the following intrinsic and extrinsic motivating tools:
[image: ]
[bookmark: _Toc96639959][bookmark: _Toc96693821]Table 2.2: Extrinsic and Intrinsic Motivating Tools at JBL
4.8 [bookmark: _Toc96693617] Reward and Recognition
The term "compensation" refers to the monetary and non-monetary rewards that employees get. Employees, on the other hand, get non-cash benefits like respect and position.
To motivate and retain its employees, JBL offers both tangible and intangible benefits. The employees’ benefits are discussed below:
a) Base Pay Increase: Employees are paid a basic salary for the job they do. Depending on their position and duties, JBL determines a basic salary for each of its employees. Management may decide to raise an employee's basic salary at year-end if they determine that the person has met his or her objectives for the year.
b) Short Term Incentive: The allocation of short-term incentives is dependent on the success of previous years. However, JBL does not include these short-term incentives in the employees' basic salary. A one-time payment is required. Employees get a one-time salary raise after their year-end performance evaluation. Employees are more motivated to do their best job when given short-term rewards.

c) Long Term Incentives: Future performance is influenced by incentives that are in place for the long run. If an employee's performance is outstanding, JBL will make every effort to preserve a long-term connection with them by providing them with long-term incentives.
d) Employee of the Year Award: Employees at JBL are recognized each year with the title of "employee of the month" for their outstanding work. This is done in front of the all of the each branches’ employees of JBL to motivate the rest of the employees.
[image: ]
[bookmark: _Toc96640007]Figure 13.13: Employees’ Benefits and Rewards on the Basis of Performance at JBL









CHAPTER 05
FINDINGS, RECOMMENDATIONS AND CONCLUSION





5.1 [bookmark: _Toc96693618] Findings
JAMUNA Bank Limited has an effective performance management system as consequence employees are motivated and it will boost their performance. According to the analysis and internship experience in HR department at JAMUNA Bank Limited, some of the findings are listed below which are based on their current performance management system of JAMUNA Bank Limited:
a) JAMUNA Bank Limited reviews its employees using a range of approaches that vary based on their position within the organization. Istiaq Rahman, Senior Officer of the Human Resources Department of JBL said that, employees who work in the cash collection department can be evaluated using numerical ratings, whereas employees who work in the human resources department, whose job description cannot be expressed in numerical terms, are evaluated using a different method than employees who work in the cash collection department.
b) According to JBL's Head of Accounts, Jakariya Hossain, evaluating personnel on the basis of financial components is simple and clear, but doing so on the basis of nonfinancial components is more challenging. The present PA system at JBL has a number of limitations, including this one.
c) JBL employs a 360-degree feedback system, which encourages employees to be self-aware of their own performance and to improve it. This approach assists JBL in being aware of the diverse skills that each employee has. According to one of my results, the carrier growth possibility at JBL is rather low when compared to other banks. It has the potential to produce workplace dissatisfaction since promotion opportunities in JBL are unknown, and pay rises are also highly debatable.
5.2 [bookmark: _Toc96693619] Recommendations
Performance management systems are essential to increasing employee productivity and organizational growth. An effective performance management system is connected with a successful performance evaluation process. The following is a list of some of the recommendations about the performance management system of JAMUNA Bank Limited:
a) All departments and divisions must develop a system of peer evaluation in which one colleague reviews the performance of another colleague. In general, manager-only assessments are less successful than peer reviews since they are carried out from a single point of view, while peer reviews are carried out from several points of views. In addition, since they often work with and in front of their coworkers, they have a stronger grasp on their coworkers' positive and negative traits. This will have a significant impact on the productivity and cooperation of employees.
b) Employees should be provided with weekly feedback so that they may keep track of their own performance and so that they may be given the opportunity to make improvements as soon as feasible. The efficacy of performance assessment will be substantially increased if the supervisor offers feedback whenever it is required, and if it is crucial to provide feedback promptly, the supervisor should not wait for a set period.
c) When it comes to carrier development, JAMUNA Bank Limited should do more to support on career growth opportunities of employees. The promotion and compensation increases should also be increased. They should have frequent performance evaluation meetings. When employees get frequent feedback on their performance, they are more likely to perform at their best. Managers should devote more effort to identifying and attracting the most skilled members of their teams. To keep them, managers must do everything they can to keep them in the organization. Managers should put a lot of effort into coaching their employees to help them become stronger players on the team.
5.3 [bookmark: _Toc96693620] Conclusion
In banking industry, JAMUNA Bank Limited is one of the country's most well-known banking or financial institutions, recognized as a client-focused organization that delivers a wide range of high-quality, high-value goods and services as well as financial supports to the people of the country. In this report, the study is based on the analysis of performance management system of JBL. In JBL, they make an effort to maintain a fair Performance Management System. The human resources department plays a significant role in this system. They are the most productive and efficient teams in JBL.
In conclusion of the report, a performance management system is a critical component of every organization, and it is also a useful tool for monitoring productivity. Everyone in an organization has a role to play in achieving the organization's goals and objectives. The self-esteem and productivity of the employees will also be boosted by executing a performance management.



[bookmark: _Toc96693621]References

Aguinis, C. a. (2013). Performance Management, 3rd ed. Boston : Pearson.
(2020). Annual Report of JBL. Dhaka, Bangladesh: Jamuna Bank Limited. Retrieved from https://jamunabankbd.com/front/information/1/82
Bob Hamlin, J. S. (2011). What is HRD? A definitional review and synthesis of the HRD domain. Journal of European Industrial Training, 35, 199-220.
Cascio, W. F. (2014). Leveraging employer branding, performance management and human resource development to enhance employee retention. Human Resource Development International, 17, 121-128.
Frank J. Landy, J. L. (1983). The measurement of work performance : methods, theory and applications. New York: Academic Press.
Kumari, S. (2020). Performance Appraisal: Meaning, Concept and Obstacles. Retrieved from https://www.yourarticlelibrary.com/hrm/performance-appraisal-hrm/performance-appraisal-meaning-concept-and-obstacles/86889
Larmore, C. (2022, February 18). What Is the Connection between Performance Appraisal and Performance Management? Retrieved from Wisegeek: https://www.wise-geek.com/what-is-the-connection-between-performance-appraisal-and-performance-management.htm
RF Poell, T. R. (2014). The Routledge companion to human resource development (pp. 258-271). New York: Routledge.
Techfunnel. (2021, January 19). Performance Management System – A Complete Guide. Retrieved from Tech Funnel: https://www.techfunnel.com/hr-tech/performance-management-system/
Travor C. Brown, P. O. (2018 ). Opportunity, fair process and relationship value: Career development as a driver of proactive work behaviour. Human Resource Management Journal, 22, 4-20.
Werner, J. (2017). Human resource development/talent management. Boston: Cengage Learning.
White, D. (2021, June 21). Importance of Performance Management in an Organization. Retrieved from Tech Funnel: https://www.techfunnel.com/hr-tech/importance-of-performance-management-in-an-organization/?read_more



Performance Planing


Performance Execution


Performance Assessment


Performance Review
















01. Assess Business Needs


02. Formation SMART Goals


03. Adding Goals to the PMS


04. Explore Goals
















Stage 01: Identify Strengths


Stage 02: Make Plan to improve Skills


Stage 03: Recognize Next Progressive Work







JBL


Provides tools and resources


Establish proper reward system


Managers


Provide feedback


Discuss next step


Employees


Seek information


Provide Training and opportunities


Give suggestion


Helps in planning


Acquire skill


Ask for feedback


Learn fron experience








































October
Goal Locked, Employee Self Assessment


October-December
Manager Review Employees Goal


December-January
Manager and Employees Meet for Performance Discussion


January-February
Employee Final Feedback 














image3.jpeg
Sadio— i




image4.jpeg
Joyous Amiable Magnificent Unique Numerous Appreciable

Banking Support Service Products Benefits Growth





image5.jpeg
Core Values

Customer Focus

Integrity
Quality
Courtesy
Team Work

Fairness

Commitments

Harmony
Unique Culture

Respectable Citizenship

o]
]
2.
5
o
@
@
=4

Respect for the Individual




image6.png
Transactional Accounts

+ Current Deposit (CD) Account

+ Short Notice Deposit (SND) Account
+ Savings Bank (5B) Account

+ Special Savings Bank Account

* Resident Foreign Currency Deposit (RFCD) Accounts

w

Fixed Deposit Receipts

+ Double Growth Deposit Scheme
+  Triple Growth Deposit Scheme
+ Monthly Benefit Scheme (MBS)





image7.png
Deposit Schemes Others
L ————

+ Lakhpati DepositScheme  +  Marriage Scheme + Grihini Savings Account
*  Milionaire Deposit Scheme *  Pension Deposit Scheme *  Student Savings Account
*  Kotipati Deposit Scheme  »  Educational Scheme. +  JBL School Account

*  Monthly Benefit Scheme +  Rural Deposit Scheme « Senior Citizen Savings Account




image8.png
O

Islami Banking Mode

[ 2
+ ArWadiah Current Account
+ Mudaraba Monthly Saving Scheme

* Mudaraba Monthly Benefit Scheme
(MMBS)

* Mudaraba Lakhpat Deposit Scheme
* Mudaraba Millonaire Deposit Scheme

Mudaraba Kotipati Deposit Scheme
Mudaraba Education Scheme:

Mudaraba Haij Savings Deposit
Scheme

Mudaraba Double Growth Deposit
Scheme

Mudaraba Triple Growth Deposit
Scheme

Mudaraba Rural Deposit Scheme
Mudaraba Pension Deposit Scheme
Mudaraba Marriage Deposit Scheme




image9.png
Deposit Schemes for NRB

+ NRB Monthly Saving Scheme
+ NRB Monthly Benefit Scheme

*  NRB Double Growth Deposit Scheme
*+  NRBTriple Growth Scheme

Investment Facilities for NRB

NRB Millionaire Deposit Scheme
NRB Kotipati Deposit Scheme

NRB Pension Term Deposit Scheme
NRB Student Deposit Scheme

NRB Monthly FC Savings Scheme
NRB Offshore term Deposit

+ US Dollar Premium Bond.
«  US Dollar Investment Bond.

Government Treasury Bond (5, 10,
15,20 Years).

‘Treasury Bills (91, 181, 365 Days).

‘Wage-Earners Development Bond.

Non Resident Investors BOT A/C (NITA)
~Share Investment.




image10.png
Corporate Loan Products

JBL Corporate Banking offers a wide range of financial solutions through both Conventional and Islamic Banking products
that include-

?

Short Term Finance

+  CC(Hypo) +  SOD(FOR) + 50D (Share)
*  CC(Pledge) 50D (Financial Obligation) +  Timeloan
+ 50D (General) + 50D (Special Scheme) *  Loan (General)




image11.png
%

Long Term Finance

+  Termloan

i

Work Order Finance

+  Bid-Bond
+ 50D (Pay Order)
+ Performance Guarantee (PG)

Real Estate Finance

Advance Payment Guarantee (APG)
S0D (Work Order)
Security Bond (Payment Guarantee)

Lease Finance

Guarantee against Counter Guarantee
of Other Bank/NBFi (Foreign or Local)




image12.png
Import Finance/Trade Finance

Post Import Finance

+ Loan against Trust Receipt +  Timeloan

Export Finance

+  BacktoBack Letter of Credit + Overdraft * Local Documentary BillPurchase (LDBP)
« Packing Credit * Foreign Documentary Bil Purchase (FDBP)




image13.png
Structured Finance

Loan Syndication + Project Finance

Bai - Muzzal (Personal - Investment)

Bai-Mauzzal (Others)
Bai-Mauzzal (Commercial)
Bai-Muazzal (General)
Bai-Muazzal (Term)
Bai-Muazzal -Salary (Employee)

Bai-Muazzal Special Investment
Facility

Bai-Muazzal- Time Investment

Hire Purchase Sirkatul Melk (HPSM-

RE)

Hire Purchase Sirkatul Melk (HPSM-

RE)- Staff

Hire Purchase Sirkatul Melk
(industrial)

Hire Purchase Sirkatul Melk
(Transport)

MPI Trust Receipt (MPI TR)

MPI Trust Receipt - SME Small
Murabaha Import Bill (IB)
Murabaha Import Bill (EDF}-USD

SME Bai-Mauzzal for Jamuna
Swabolombi

SME Bai-Mauzzal Commercial (SME)




image14.png
Retail Loan Product

Auto Loan Motor Cycle Loan for Female Students Overseas Job Loan
Any Purpose Loan Jamuna Homes. Secured Over Draft (SOD)
Personal Loan Doctors Loan

Salary Loan Education Loan




image15.png
SME Financing

Jamuna Swabolombi Jamuna Chalantika Jamuna Shachchondo

Jamuna Sommriddhi Jamuna Bonik SOD General under SME

Bai-Muazzal SME for Jamuna

Jamuna Jantrik Jamuna Green Swabolombi

Jamuna Nari Uddogh Jamuna NGO Shohojogi Bai-Muazzal Commercial (SME)





image16.png
Agriculture & Rural Credit

(7 > ¥ A

Crop Loan Pisciculture Loan Livestock Loan Agricultural & Irrigation
eequipments Loan
] V) N &

Nursery & Crop Warehouse & Marketing Loan for Poverty Other term
Horticulture Loan Loan alleviation actiities loan activities.




image17.png
Jamuna Bank CARD

VISA Payroll Debit Card
VISA Debit Card
VISA Local Classic Credit

VISA Local Gold Credit
Card

VISA Duel Currency Gold
Credit Card

RFCD Credit Card

Exporter Retention Quota
(ERQ) Credit Card

VISA Platinum Credit Card
VISA Signature Credit Card

VISA Co-Branded Platinum
Credit Card (Only for
Guishan Club members)

TAP TO PAY WITHMI:





image18.jpeg
CHAIRMAN

Board of Directors

]

Chief Advisor

‘Addicional Mansging
Director (AMD)

‘ Managing Director ‘

2

v

‘Senior Exscutive Vice President (SEVE)
3
Exccutive Vice President (EVP)
3
Senior Vice Bresdent (SVP)
¥
Vice President (VP)
3
Senior Asistant Vics President (SAVP)
¥
Asistane Vice Bresideat. (AVE)
3
First Asistant Vies Presideat (FAVE)

Jr. Assistant Vice President (JAVE)

‘Senior Exscutive Offcer (SEO)
3
Executive Officer (E0)
3
First Executive Officer (FEQ)
3
Officer
3
EBrobasian. Officer. 2.0

Deputy Managing Director

®\D)





image19.jpeg
Engr. A. K. M. Mosharraf

Hussain

Mr. Gazi Golam Ashria

Chairman

Engr. Md. Atiqur Rahman

Mr. Md. Saidul Islam

Mr. Redwan-ul Karim

Ansari

Mr. Md. Mahmudul
Hoque

Mr. Md. Sirajul Islam

Varosha

Mr. Md. Ismail Hossain

Siraji

Mr. Md. Hasan

Mr. Obaidul Kabir Khan

Representative

Director

Independent Director

Mr. Robin Razon Sakhawat

Mr. Md. Belal Hossain

Mr. Shaheen Mahmud

Mr. Kanutosh Majumder

Mr. Gazi Golam Murtoza

Mr. Md. Abdur Rahman Sarker

Mr. Md. Humayun Kabir Khan

Mr. Mirza Elias Uddin Ahmed
Managing Director & CEO

Independent

Director

Independent

Director





image20.png
5(Five) Factors of HR Business Partner Approach of JBL

workplace

Discipined actons & | | Career competion

Cuture ofiscpine | /s Loyalty producton
!l Individualvalue &

L1 ethics Straregies

i Qualiy assets &

i abilty

i Corporate Culure

€s: Employee Satstaction
CS: Customer Sasaction
P Profit Maximization





image21.png
Compensation & Benefits Policy
Employee House Building Loan

TA/DA Policy

‘Service Excellence Policy

Training Policy

Talent Management Policy

Contractual Employees absorption policy with different career ladder
Career advancement Policy

Talent Acquisition Policy

Group Term Life Insurance Policy

Cadre Change Policy

Employee Car Loan Policy

Employee Retention Policy

Group Health & Maternity Insurance Policy
Anti Female Harassment Policy

Employee Transfer Policy

Performance Appraisal Policy

Leave Policy

Separation and Release Policy

Employee Provident Fund Policy
Grievance Handling Policy





image22.png




image23.png




image24.png
Outreach Training Status 2020

ToalMan  Towl  Toul
hour | Paricipants Traiing
programs





image25.png
Outreach Training (Local) 2020

Tota Man o Totl

o™ puicpanes 130





image26.png
In-house Training Status 2020

Outreach Training (Virtual) 2020

ToaiMan  Toul Toul
hour - particpants  Training.
programs

Total Man
hour

Tol _Toul
Partipants Training
programs.





image27.png
Extrinsic Motivating Factors Intrinsic Motivating Factors

1| A competitive Pay Package 1| Work recognition for high achievers

2 | Astandard work policy 2 | Higher responsibility for competent people

3 | Asmooth Interpersonal Relationship among colleagues 3 | Scope of Career Growth for the talent

4| Ahappy work place environment 4 | Retention of talent

5 | Accelerated Promotion 5 | Providing greater scope of work

6 | Car Facilty for Non Executives' high achievers 6 | Job Security

7 | 02 (two) gratuity for completing 06 years banking career 7 | Afriendly supervision system by line managers





image28.png
Yearly Incentive Bonus at the first week of the year

Non Executives Car Facilities for High Performes

02 Gratuity for each





image1.jpeg
JAMUNABANK




image2.png
FOR

United International University




