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After completion of my final semester of B.B.A (Bachelors in Business Administration) program from Department of Business Administration, University of GUB I have to make Internship Repot which is a compulsory requirement of the BBA degree. 

The primary goal of this report is to provide an exposure to the job world and to facilitate an opportunity to implement theoretical knowledge in real corporate situations. I have decided to prepare my thesis report on the " marketing Management Practices of Rahimafrooz Golbatt Limited”. This report has been prepared on the basis of my practical experience in Rahimafrooz Golbatt Limited.
2. Objectives of the Report:
1. To provide an exposure to the job world and to facilitate an opportunity to implement theoretical knowledge in real corporate situations.

2. To make a bridge between the theories and practices on real corporate world.

3. To identify and describe the marketing activities of RGL  

4. To illustrate the strength, weakness, opportunity and threat of RBL  

5. To fulfill the course requirement of the Bachelor of Business Administration (BBA) with major in Marketing. 

3. Scope of the Report:

The report covers the daily functions, periodic programs, and annual events performed by the RH department of Rahimafrooz Golbatt Limited. I have had an opportunity to gather experience by working in marketing department of RGL, which has added an important learning about how the HR activities are actually performed and coordinated. The area of concentration of this report is to identify the major HR activities with a special focus on the employee development program I Plan, 10 Habits. 

This report does not attempt to provide any suggestion regarding the daily HR activities of Rahimafrooz Golbatt Limited, rather it only describes the observation of the marketing department of RGL. 
4. Source of Data 
In order to make the Report more meaningful and presentable, only the secondary type of data and information has been used widely. Those are:

.

Secondary Sources:

· Rahimafrooz Intranet

· Aajker Rahimafrooz, a periodic brushier

· Different magazines and articles

· Annual Business plan of RGL 

· Executive description 

5. Methodology of the Study:

The report has been prepared mainly on the basis of collected primary and secondary data that has been obtained from the RGL officials and Rahimafrooz Intranet. The daily functions, periodic programs, and annual events performed by the RH department of Rahimafrooz Globatt Limited have been presented here in a descriptive form.  There is no any numerical data and its interpretation here in the report due to irrelevance with the topic.

6. Limitation of the report: 

To prepare the report I encountered the following limitations:

1. Only three months are not enough time range to understand the overall operations and observe the total activities of a busy marketing department of a big manufacturing company like Rahimafrooz Globatt Limited.  

2. Organizational problem of disclosing some sensitive data and information for obvious reasons posed an obstacle to the practical orientation. 

3. Working in the organization and preparing the report simultaneously is tough and complex, specially when the work load becomes high and deadline knocks at the door. 

Chapter-2

Company Profile

Rahimafrooz Globatt Limited

1. History

Rahimafrooz Globatt Limited (RAGL) began its operation as a trading company in 1954. Today Rahimafrooz has diversified in many areas from storage power solution to automotive aftermarket to retailing. Today Rahimafrooz is striving into the 21st century with a vision for growth and diversification. Their corporate strategy aims at international partnerships and a path of dynamic growth. They intend to transcend national borders and evolve into a globalize business group. 

Rahimafrooz is one of the leading Battery manufacturing companies in Bangladesh and their experience curve shows that they have successfully completed their 50 years of operations with the dedication of lot of highly qualified and experienced managers.
2. Rahimafrooz Philosophies:
Rahimafrooz Aspiration
To be the most admired and trusted organization through excelling in everything we do, following ethical business practices and adding value to stakeholders.

Rahimafrooz Values
· Integrity in all our dealings 

· Excellence in everything we do 

· Total commitment to customer satisfaction 

· Thinking ahead and taking new initiatives
Rahimafrooz Vision 

Be an enterprising Group of Taka 2,000 crore by the year 2010 with a diversified business portfolio focused on dynamic growth, excellence, innovation, customer delight in enriching our world

Rahimafrooz Quality Policy
We are totally committed to customer delight through operational excellence, innovation, and continual improvement of quality

	Rahimafrooz Initiatives 

	· Our Renewable Solar initiatives have transformed the lives of millions of rural people and brought global recognition by achieving the McGraw-Hill Platts 2004 Global Energy Award. 

· Our Instant Power Supply (IPS) has brought a novel solution for household power back-up requirement eliminating the phenomenon called power black out in urban areas. 

· Our Retail Operation has brought in qualitative changes in the lifestyle of urban shoppers, providing a world-class shopping experience. 

· Our fiber optic network has changed how communication is done locally and globally, with Bangladesh getting connected to Submarine Cable Network. 

· Our Energy Services with Distributed Power using state-of-the-art Fuel Cell Technology is expected to transform how we generate and use power. 


3. Rahimafrooz Milestones
Rahimafrooz began its operation as a trading company in 1954. Today Rahimafrooz has diversified in many areas from storage power solution to automotive aftermarket to retailing

1954 Incorporated as a trading company
1959

Entered into collaboration agreement with LUCAS, UK for setting up manufacturing and distribution system of Lead-Acid automotive batteries at Dhaka
1960 

Established battery factory at Nakhalpara
1978 

Appointed as exclusive distributor of Dunlop tyres and launched Dunlop tyres in the market
1980 

Completed acquisition of Lucas Services (BD) Ltd. and renamed it as Rahimafrooz Batteries Ltd
1982 

Introduced "dry charged" plastic case battery
1984 

Established exclusive nationwide distributorship for automotive aftermarket
1985 

Extended manufacturing capacity and semi-automated production
1986 

Started assembling and marketing industrial batteries
1990 

Established independent Lead-Oxide plant 
1991 

Completed acquisition of plant and technology for industrial battery manufacturing from Electrona, Switzerland
1992 

Entered into manufacturing collaboration agreement with Chloride group, UKMake it's first export of battery to Singapore
1993 

Introduced Instant Power System (IPS) for power back-up
1994 

Completed acquisition of Yuasa Battery (Bangladesh) Ltd
1994 

Extended technical and general assistance to set up Pakistan Accumulators Ltd. Haripur, NWFP PakistanExtended export market to Middle East, Nepal, Bhutan, Sri Lanka, Myanmar and Pakistan.
1996 

Established Excel Retreads , a cold-cure tyre retreading plant, as a franchisee of Elgi Retreads, India.
1997 

Undertook a management and organizational re-structuring to reorganize Group business operations into strategic business units (SBUs)
1997 

Introduced Rectifier and Power Back-up Application.
1997 

Attained ISO 9002 certification for battery manufacturing.
1999 

Introduced PCM range economy battery for commercial vehicle segment
2000 

Started exporting to Kuwait & Lebanon, Georgia and CIS Countries Hold First India Distributor's Convention.
2000 

Opened India Business Office in Ahmedabad Launched new brand of automotive battery-VOLTA, which is a Valve Regulated Lead Acid battery
2000 

Introduced own brand RZ tyre and launched in the local market.
2000 

Received business Award as "Enterprise of the Year". Export to UAE. Opening of Nepal Business Office in Katmandu.
2001 

Established the first grocery retail chain superstore called Agora
2001 

Launched energy service company, Rahimafrooz Energy Services Limited (RESL), for promoting distributed power.
2001 

Launched Rahimafrooz CNG Limited to facilitate CNG station installation and services Launched 2nd Outlet of Agora at Gulshan
2002. 

Attained ISO 14001 certification for Environment Management System.  
2004 

Launched MetroNet Bangladesh Ltd, a fully digital fiber optic based   metropolitan data communication network, as a joint venture with Flora Telecom. Launched new automobile battery Spark for taxi-cab
2004: 

Launched 3rd Outlet of Agora at Moghbazar
2005: 

Launched Volta Maintenance Free battery Launched Castrol lubricate 
2005-2006: 

Launched a non profit organization” Rural Services Foundation” for rural development
2007: GE Lighting Launched 
4. Rahimafrooz Strategic Business Units (SBUs):

At present Rahimafrooz has seven strategic business units (SBUs)/ broad subsidiary companies. Those are:

1. Rahimafrooz Batteries Limited (RBL)

2. Rahimafrooz Distribution Limited (RDL)

3. Rahimafrooz Energy Services Limited (RESL)
4. Rahimafrooz Superstores Limited (RSL) 
5. Rahimafrooz CNG (RACNG)
6. Rahimafrooz Renewable Energy  (RRE)
7. Rahimafrooz Excel Retreads Limited (ERL) 

4.1 Rahimafrooz Batteries Limited (RBL): 

Rahimafrooz Batteries Limited (RBL) is the largest lead acid battery manufacturer in Bangladesh and offers the most extensive range of automotive and specialized industrial battery. It manufactures more than 300 different types of battery in both JIS and DIN standard in ISO 9001 and ISO 14001 certified plant. Rahimafrooz Batteries Limited is the local leader in marketing automotive and industrial battery in Bangladesh. With excellent export growth rate it has also emerged as a major regional player.  
Product Range 
                    Flat Plate: 
· Automotive Battery: Standard Group/ Economy Group 
· Motor Cycle Battery 
· Appliance Battery 
· Deep Cycle Flat plate for Solar and IPS 
· VRLA 
· EV Battery 
           Tubular Plate: 
· Traction  
· Stationary 
· Solar 
· IPS 
  
      Current Production Capacity: 

· Automotive Battery: 1,320,000 (N50) units per annum 
· Industrial battery: 38 million AH per annum   

4.2 Rahimafrooz Distribution Limited (RDL)

RDL involves in the marketing and distribution of a wide range of products through its nation-wide distribution network. It deals mainly with tyres, automotive batteries, Instant Power system (IPS), UPS and lubricants. It's batteries are produced in Rahimafrooz Batteries Limited (RBL), which is ISO 9002 and 14001 certified.  Commitment to customer and quality of services for best satisfaction have been a motivating force behind the steady and remarkable success of Rahimafrooz Distribution Limited.

RDL product portfolio includes the followings:
Tyre:
RDL markets different tyres for car, bus, truck and auto-rickshaw. It is the sole distributor of DUNLOP in Bangladesh. RZ Tyre is its own premium heavy duty truck/bus tyre fit for Bangladeshi road. It also markets other economy tyres.

Automotive Battery:
RDL markets three major brands of automotive batteries: LUCAS, VOLTA, VOLTA MF (Maintenance Free) and SPARK. All batteries are produced by RBL.
Power Back-Up System:
Rahimafrooz IPS and Rahimafrooz UPS are two popular power back-up systems marketed by RDL.
Lubricant:
RDL is the marketer and sole agent of Castrol, one of the lubricant giants


Famous RDL Brands in Bangladesh:
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   One Name You Can Trust

Lucas:

Lucas is the leading lead-acid battery marketed by RDL in Bangladesh with its wide distribution network. Lucas is available in 6 and 12 volt ranging from 28AH to 200AH. Lucas lines includes Lucas Automotive Batteries, Lucas Appliance Batteries, Lucas Armored Vehicle Batteries, Lucas Marine Batteries and Lucas Motorcycle Battery.
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 Connect it Forget it

Volta:

Volta Maintenance Free battery is a Calcium-Calcium automotive battery with expanded metal technology with more power and longer life. It is hassle-free and save time. It is environmental friendly and tropicalized.
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  Driving to the Future

Dunlop:

RDL is the sole distributor and marketer of Dunlop Tyres in Bangladesh and sells Dunlop tyres of various sizes covering off-the-road, truck, bus, light truck, passenger car and motorcycle.
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 Heavy Duty Truck & Bus Tyre

RZ Tyre:

RDL launched RZ Tyre in 2000. It is a premium quality cost effective tyre for truck and bus. RZ Tyre is specially designed to act tough on rough roads. Since its introduction RZ Tyre has become the preferred choice of the Institutional, Corporate, Local & Multinational companies. Backed with guarantee RZ Tyre is the trusted companion on the road.
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 One second please!

Rahimafrooz IPS:

Rahimafrooz IPS is an ideal power back-up system for continuous power supply during failure in the main power grid that means at the time of load shedding.

Rahimafrooz IPS comes with many district features. It incorporates the state of the art inverter technology, and the 'built-in Centre Processing Unit' continuously monitors and controls the automatic functions of the IPS. Rahimafrooz IPS is available from 350 VA to 2.00 KVA models
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 Every Moment Counts

Rahimafrooz UPS:

Rahimafrooz UPS is the latest power back-up solution for PC users. With attractive packaging and the new look, Rahimafrooz UPS is a reliable power backup for computers. The available models are 500, 600, 800 & 1000VA.
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 Caring Only Your Car

Rahimafrooz Service Center:

Rahimafrooz Service Center started in 1990 is managed by a group of professional engineers & technicians for assisting car users in maintaining the health of their cars. It is equipped with computerized equipments.

Distribution  Network: 
Rahimafrooz operates through the most well-connected marketing network. The network is powered by its own five outlets. This network connects over 150 dedicated Dealers. Within its network there are also 200 independent retailers.

4.3 Rahimafrooz Energy Services Limited (RESL):

Rahimafrooz Energy Services Limited (RESL) provides standby, captive and distributed power solutions. It is a leading name in the diesel generator market in Bangladesh. 

Presently, RESL is the exclusive distributor of PRAMAC in Bangladesh. RESL has become a reliable name in diesel generated power solution up to 2500 KVA. Its customers are industrial plants, real estates, hospitals, educational institutions, telecom companies, super markets, corporate houses and government establishments. RESL has grown as a highly secure energy solution company.
Product Line: Diesel Generators, Gas Generators and Electrical Accessories. 
Brand:    PRAMAC, GE



Product Domain   
1. Diesel Generator 
2. Electrical Lighting & Accessories 
3. Power Rental (Gas Generator) 
4. Annual Maintenance Contract (AMC)
5. Castrol Industrial Lubricants        
Product Range: 
1. Diesel Generator: Up to 2500 KVA 
2. GE Electrical Lighting : Bulb, Tube Light, Energy Savings Lamp, Starter, Ballast 
Business Association 
1. Exclusive distributor of Pramac diesel generators , Italy 
2. Authorized distributor of GE consumer & industrial lighting in Bangladesh 
3. Distributor of Castrol Industrial Lubricants in Bangladesh (Internal arrangement with RDL) 
Customers   
1.  Corporate Houses 
2.  Educational Institutions 
3.  Government Establishments 
4.  Hospitals 
5.  Industrial Plants 
6. Real Estates 
7. Supermarkets 
8. Telecom Industry
4.4 Rahimafrooz Superstores Limited (RSL): 

Agora -The REAL Supermarket
Characteristics of Agora
·   Everything fresh.

· Fixed price recommended by the suppliers

· All the daily necessities under one roof.

· All guaranteed Product.

· Standard quality Product.

· Computerized billing.

· Computerized inventory management.

· Total customer care.

Products available
Agora supermarket is poised to vend in excess of 10,000 varieties of essential commodities, produce edibles, spice, grocery, toiletries and other household necessities including:

      Vegetables
  [image: image9]  Fish
  [image: image10]  Fruits
  [image: image11]  Meat
  [image: image12]  Dairy Products
  [image: image13]  Confectionary
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  [image: image15]  Fast Food
  [image: image16]  Grocery
  [image: image17]  Pharmaceuticals
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  [image: image19]  Bakery

The project's strategic aim to source in bulk quantities from the producers or manufacturers of products, thereby reducing distribution layers. Traditionally, such practice brings about organization within the industry, and essential commodities, edibles and groceries account for the significant portion of the food industry which in turn is the largest contributor to the broad retailing industry, establishment of the chain of supermarket would have a significant impact on the entire retailing industry in Bangladesh.

Other value added services at Agora
      Car parking facility
  [image: image20]  Gift Vouchers
  [image: image21]  Refreshments
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  [image: image23]  Kids play area

RSL's Plan
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 Establish a chain of supermarkets.
  [image: image25]  Each supermarket outlet will have at least 7000 sq ft in a single shop floor.
  [image: image26]  The supermarket outlets will have adequate parking space.
  [image: image27]  The supermarkets will carry wide variety of quality assured products only.
  [image: image28]  Develop and promote local products.

Main Objectives:
1. To offer a clean, healthy and a friendly environment to customers for shopping.

2. To give customers confidence and establish an environment of trust.

3. Offer better range of quality products. [image: image29]  

4. Establish rational prices.

5. Encourage products standard and quality products, or better prices.

6. Improve product packaging and presentation

7. Contribute improving living standards.



Unlimited Aspiration of RSL:

To consistently provide remarkably satisfying and valuable shopping experience through a business that improves the QUALITY of LIFE for customers and team members.

Table Showing Rapid Popularity of Agora

	Year
	Customers Served (In million)

	2001-2002
	0.45

	2002-2003
	0.84

	2003-2004
	0.99

	2004-2005
	1.2


4.5 Rahimafrooz CNG (RACNG): 
Rahimafrooz CNG Limited (RACNG) offers one stop total solution for CNG refueling, conversion and setting up conversion stations. It assists individuals or the business houses in installing CNG refueling stations on the basis of Build, Own and Operate (BOO). It has its own CNG automobile conversion center and refueling stations. 

RACNG offers training and services related to CNG vehicles and conversion. It is an exclusive technical and marketing representative of Lo.gas s.r.l of Italy. RACNG has made available a number of choices for its customers. The range of conversion system covers conventional first generation CNG conversion to 4th generation multi-point sequential fuel injection system. 

Service/Product Line: 
Online CNG Refueling Station (conventional), Mother –daughter refueling stations, CNG Conversion Systems, Cylinders, Technical Services.
Brands: 

1. Lo.gas.s.r.l, 

2. Sicom s.r.l, 

3. Emer s.r.l.

4.6 Rahimafrooz Renewable Energy (RRE): 
Rahimafrooz Renewable Energy Limited has played a leading role in the promotion of solar photovoltaic solutions in Bangladesh. Over 20 years of effort in this field has resulted in Rahimafrooz unique expertise in the design of deep cycle solar batteries, charge controllers and fluorescent lamps. Rahimafrooz solar works closely with NGOs, government bodies and international agencies to deliver renewable energy solutions to rural Bangladesh.
Product Range in system integration 
· Remote rural home lighting 
· Water Pump 
· Medical Refrigerator 
· Computer Solution 
· Navigation 
· Telecommunication 
· Signaling 
· Lantern

· Street Light 
· Water Heater 
Brands: 
1. Rahimafrooz Solar 
2. BP Solar 
4.7 Rahimafrooz Excel Retreads Limited (ERL):        [image: image30.jpg]RETREADS



 
Rahimafrooz Excel Retreads Limited (ERL) is the leading tyre retread company in Bangladesh. ERL has been serving the industry since 1994 providing best quality of retreads. Its plant is capable of re-treading tyres of car, bus, and truck.

About Retread:

Retread of tyre is a process where by new tread rubber is applied on a used tyre casing and allow similar mileage like new tyre. The process extends longer casing life. Based on the casing a tyre can be retread 2-4 times. Tyre can be retread as many times as long as the casing supports. The retread process is eco-friendly and does not create any pollution. A retread tyre can Save up to 50% of the tyre cost.

Every time you buy and use a retread tyre, you help to conserve our valuable natural resources and since retread tyres are less expensive than comparable new tyres, one can save money while helping the environment. This is truly a win-win situation.

Retread is cost effective: The cost of a retread tyre will usually be 30 to 50% less than the cost of a new tyre. So it is cost highly effective and profitable.
Retread is safe: Retread tyre can be driven at the same speeds, including highway and Interstate speeds, as new tyres, with no loss in safety or comfort.
Retread saves energy: Tyres are basically petrochemical products. It takes almost 100 liter of oil to manufacture one new truck tyre. As the casing of the tyre is reused in the retread process, it takes only 30 liters of oil to produce a retread.

Other SBUs: 
Excel Resources: Tyre retread is one of its key operations. It also manufactures and markets emery clothes 
GreyFab and Asia Tex: They are two ventures that manufacture and export textile and terry towels.
Social Investments: Rahimafrooz aids to improve access to education and media by patronizing Independent University, Bangladesh (IUB) and the Financial Express. It is also investing with an American counter part to set up a hospital. 
Metronet Bangladesh Limited: 
Metronet is a joint venture of Rahimafrooz. Metronet Bangladesh Limited has established the first ever fiber optic networking backbone on commercial basis in Bangladesh. Presently this backbone is providing data communication facilities in Dhaka Metropolitan Areas. Its communication backbone facilitates financial institutions, ATMs, mobile phone companies, business houses and ISPs to connect their different branches, bases, nodes and customers. For both retail and corporate customers, the network offers instant access to very high bandwidth at greatly reduced set up and running cost.    
Chapter 3

HRM of Rahimafrooz Batteries Limited (RBL):
1. RBL Introduction:

Rahimafrooz Batteries Limited (RBL) is the largest subsidiary company (SBU) of Rahimafrooz group with a yearly turnover of Tk.400 crore plus. It is the largest lead acid battery manufacturer in Bangladesh and offers the most extensive range of automotive and specialized industrial battery. It manufactures more than 300 different types of battery in both JIS and DIN standard in ISO 9001 and ISO 14001 certified plant. 

Rahimafrooz Batteries Limited is the local leader in marketing automotive and industrial battery in Bangladesh. With excellent export growth rate it has also emerged as a major regional player. 

2. Levels of Management in Rahimafrooz:
Rahimafrooz has a well-defined organizational structure. Management employees are differentiating into different Grade. 

Table: Grade and Designation

	No.
	Designation
	Grade

	1
	CEO
	12

	2
	GM-Operation
	11

	3
	Chief Manager & Manager
	10

	4
	Manager 
	9

	5
	Manager 
	8

	6
	Executive 
	7

	7
	Sr. Officer 
	6

	8
	Officer
	5


3. Three Broad Divisions of RBL:

It has a large management and non-management staff with three broad divisions. They are:

· Battery Head Office (BHO)

· Savar Factory (Unit-1)

· Savar Factory (Unit-2)

3.1 Battery Head Office (BHO):

BHO has both management and non-management staff including management staff maximum. The management staffs are divided into several departments as follows:

1. HR and QMS 

2. Administration and Welfare

3. Finance and Accounts

4. Automative Battery (Auto) Marketing

5. Procurement

6. GRA (Government Regulatory Affairs)

7. Industrial Battery (IB) Marketing 

3.2 Savar Factory (Unit-1)

Nakhalpara Factory (Unit-1) is also consisted of management and non-management staff but it includes non-management staff (workers) maximum. This section is also divided into several departments such as-

1. Production

2. Store 

3. Quality Assurance(QA)

4. Administration

3.3 Savar Factory (Unit-2):

This section is also formed with maximum numbers of workers and less number of officials. It has the following departments:

1. Production

2. Store

3. QA

4. Administration

4. HR and QMS:

The Human Resource (HR) and Quality Management System (QMS) department is headed by the GM who runs the department with six subordinate employees. They are:

1. One manager (grade-10) of group QMS

2. Two HR executives (grade-7) 

3. One manager (grade-8) of RBL QMS

4. Two senior officer (grade-6) of RBL QMS   

The GM of HR and QMS is also responsible for the general administration and welfare department and the employees of this department report to the GM. This department is contains two employees A manager of grade 8  and an office assistant.  

4.1 Tasks performed by the GM, HR & QMS:
Functions of HRM:

The role of human resource management is to plan, develop, and administer policies and programmes designed to make expeditious use of an organization’s human resources. It is that part of management which is concerned with the people at work and with their relationship within an enterprise.

The major functional areas in human resource management are-

Human Resource Planning (HRP):In the human resource planning function, the number and type of employees needed to accomplish organizational goals are determined. Research is an important part of this function because planning requires the collection and analysis of information in order to forecast human resources supplies and to predict future human resources needs. The basic human resource planning strategy is staffing and employee development.

Recruitment: Recruitment involves searching for and attracting candidates to fill job vacancies. During recruitment, it is important to have a large pool of qualified recruits. However, after having recruited this large number of job applicants, organizations must weed out the unqualified ones and then select the very best remaining candidate(s) for the job. 

Selecting: Selection is a later stage of the recruitment process which involves choosing competent and qualified applicants suited for the job. This selection of competent employees is one of the most important activities a firm can do. Spending a few extra dollars, to select a competent employee who might potentially save the firm thousands of dollars, is money well-spent. 

Orienting: Orientation is the first steps toward helping a new employee adjust himself to the new job and the employer. It is a method to acquaint new employees with particular aspects of their new job, including pay and benefit programmes, working hours, and company rules and expectations.

Placement: After completing the initial orientation the employee finally placed in the position for which he or she has been chosen. It is another function of HRM to place proper people in the proper place.

Training: Training focuses on the current KSA based on the current job. Training effort initiated by an organization to foster learning among its member. It tends to be narrowly focused and oriented towards short-term performance concern. It is also called learning process that involves the acquisition of knowledge, sharpening of skills, concepts, rules, or changing of attitudes and behaviors to enhance the performance of employees. It may be also defined as a method whereby people get hold of abilities to aid in the accomplishment of organizational objectives. It occupies planned learning activities premeditated to develop an employee's performance at her/his recent job.

Development: Development focuses on the required future KSA needed to perform future job. Development is the effort that is oriented more toward broadening individual’s skills for the future responsibilities. Development is a wide-ranging, enduring multi-faceted position of behaviors to bring an employee or an organization up to another entrance of presentation. Development also suggests achieving several jobs or new role in the upcoming.

Performance Appraisal:  This function monitors employee performance to ensure that it is at acceptable levels. Human resource professionals are usually responsible for developing and administering performance appraisal systems, although the actual appraisal of employee performance is the responsibility of supervisors and managers. Besides providing a basis for pay, promotion, and disciplinary action, performance appraisal information is essential for employee development since knowledge of results (feedback) is necessary to motivate and guide performance improvements.

Compensation: Human resource personnel provide a rational method for determining how much employees should be paid for performing certain jobs. Pay is obviously related to the maintenance of human resources. Since compensation is a major cost to many organizations, it is a major consideration in human resource planning. Compensation affects staffing in that people are generally attracted to organizations offering a higher level of pay in exchange for the work performed. It is related to employee development in that it provides an important incentive in motivating employees to higher levels of job performance and to higher paying jobs in the organization

Employee Relation: employee relation could be divided in to two categories which are- 

Staff Relation: The purpose of staff relations is to ensure effective communication between management and staff, to secure maximum cooperation from staff, and to motivate staff to give their best by ensuring that they feel fairly treated, understand the overall direction and values of the Civil Service and those of their departments, and how decisions that affect them have been reached.

Labor Relation:The term “labor relations” refers to interaction with employees who are represented by a trade union. Unions are organization of employees who join together to obtain more voice in decisions affecting wages, benefits, working conditions, and other aspects of employment. With regard to labor relations, the personnel responsibility primarily involves negotiating with the unions’ regarding wages, service conditions, and resolving disputes and grievances.

4.1.1 Recruiting:

Meaning:

Successful human resource planning should identify our human resource needs. Once we know these needs, we still want to do something about meeting them. The next step in the acquisition function, therefore, is recruitment. This activity makes it possible for us to acquire the number and types of people necessary to ensure the continued operation of the Organization. Recruiting is the process of discovering potential candidates for actual or anticipated organizational vacancies or from other perspective, it is a linking activity- bringing together those with jobs to fill and those seeking jobs. 

“Recruitment a process to discover the sources of manpower to meet the requirements of the staffing schedule and to employ effective measures for attracting that manpower in adequate numbers to facilitate effective selection of an efficient working force”








Yoder & others

“It is a process of searching for prospective employees and stimulating and encouraging them to apply for jobs in an Organization. It is often termed positive in that it stimulates people to apply for jobs to increase the “hiring” ratio i.e. the no. Of applicants for a job.”









Flippo

Technically speaking, the function of recruitment precedes the selection function and it includes only finding, developing the sources of prospective employees and attracting them to apply for jobs in an organization, whereas the selection is the process of finding out the most suitable candidate to the job out of the candidates attracted (recruited).

Objectives of recruitment:

· To attract people with multi dimensional skills and experience that suits the present and future organizational strategies.

· To induct outsiders with a new perspective to lead the company.

· To infuse fresh blood at all levels of the Organization.

· To develop an organizational culture that attracts competent people to the company.

· To search or head hunt/ head pouch people whose skills fit the company’s values.

· To devise methodologies for assessing psychological traits.

· To seek out non-conventional development grounds of talent.

· To search for talent globally and not just with in the company.

· To design entry pay that competes on quality but not on quantum.

· To anticipate and find people for positions that does not exist yet.

Sources of Recruitment:
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Recruitment Process: 

The steps to recruitment process as follows-

· A vacancy arises; sometimes this is due to the creation of a new job, on other occasions it may be because of an existing member of staff has been promoted or is retiring. 

· The job description is updated and an employee specification is written. The job description lists the duties of the job whilst the employee specification gives details of the experience, skills and abilities needed to carry out the job. 

· A vacancy advertisement is been written and is circulated via weekly bulletin; other media can be used including newspapers, internet recruitment sites, specialist publications and the employment service. 

· Application forms are sent out along with copies of the job description and employee specification and must be returned on or before the closing date that has been set. 

· A shortlist is compiled of applicants who are going to bee invited to attend for interview. This is done by the recruitment panel that compare each application from with the requirements of the employee specification, Feedback can be provided to those not short listed and applicants have the right to complain if they feel they have been unfairly treated. 

· Interviews are held. The panel will use the same set of questions with each interview. The interview may include a selection test. Feedback can be provided (upon request) and unsuccessful applicants have the right to complain if thy feel they have been unfairly treated.

· References will be requested. The successful applicant for jobs working in certain areas, including working with children or vulnerable adults, will be asked to apply for a criminal disclosure check through the Criminal Records Bureau and responsibility the selected candidate. 

· Before appointment the successful candidates medical checkup and arrange induction training. 

4.1.2 SELECTING: 

Meaning:

Selection is increasingly important as more attention is paid to the costs of poor selection, and as reduced job, mobility means that selection errors are likely to stay with the organization for longer. Selection and evaluation techniques are explored that help you pick among qualified candidates. Successful selection activities entail a lot of careful planning and careful thought. Employee selection processes are critical to hiring a superior staff. 

According to R.M. Hodgetts “Selection the process in which an enterprise chooses the applicants who best meets the criteria for the available position.”

Selecting Process:

Selection processes as follows-










Figure of Selection Process

Step 1: Preliminary Selection:Preliminary selection of applicants is done by setting minimum standards for the job, and communicating these standards to your employees, and agencies who help you recruit. The fact that some potential applicants may not apply because of their inability to meet the minimum requirements serves as an initial screening device.

Then, when reviewing resumes and application forms, firms are further able to screen out unacceptable job candidates. At this point, firms can also assign priorities to the resumes so that the most promising candidates may be seen.

Step 2: Employment Tests: Throughout the practice of Human Resource Management, firms should endeavor to act on objective data. This is true for compensation management and for performance appraisal, and it is certainly true for the selection process where firms wish to assess the match between job applicants and job requirements. 
One way to ensure that a selection decision is based on the objective data is to use employment tests. Employment tests provide firms with objective data for purposes of comparing applicants. Examples of such tests include; paper and pencil test, manual dexterity and strength tests, and simulation exercises.

Step 3: Selection Interview: Selecting the best candidate for the job is the #1 priority of the selection process. The employment interview is conducting to learn more about the suitability of people under consideration for a particular job and is one further obstacle for the applicant to overcome. The interview is one further means of reducing the number of people who might be eligible for the job.

Put simply, the interview is a formal, in-depth conversation conducted to evaluate an applicant's acceptability for the job opening. The interviewer is interested in answers to the following questions: 

             Can the applicant do the job? 

              How does this applicant compare with others who are applying? 

Prior to the interview, other selection procedures (obstacles) should have narrowed the selection to a manageable number of applicants that look promising for an interview. The more applicants picked, the more time the process will take. For most jobs, less than six candidates should be ample.

The selection interview proceeds in a series of stages. Initially, the interviewer needs to be prepared. Part of this preparation includes deciding where to hold the interviews and which type of interview to conduct. Preparation also includes carefully reading through and making notes on the applicants' application forms and resumes. At this stage, interviewers should make frequent reference to the job (job description) to compare the applicant's background with the job's requirements. The preparatory stage also includes developing a series of job-related questions. During the interview, the interviewer should have an outline of questions, on which to take notes.

During the interview process itself, initially, the interviewer(s) should ensure the creation of rapport between interviewer(s) and the interviewee. Next, the two parties can engage in the exchange of information. Once the interview has been terminated, the interviewer(s) must set aside some time to evaluate the notes they have taken during the process. 

Step 4: Verification of References: 

· Q: What kind of person is the applicant?

· Is the applicant a good and/or reliable worker?

· Use references the find answers to these questions

Personal References

· usually provided by friends or family

· objectivity and candor are questionable 

· not commonly used

Employment References

· differ from personal references 

· discuss the applicant's work history 

· questionable usefulness 

· former employers are unlikely to be candid 

· useful primarily as confirmation of prior employment 

· frequently omitted entirely from the selection process 

Employment References: the Telephone Inquiry

· fast

· cheap

· voice inflections or hesitations to blunt questions may be very informative

· less than 22% seek negative information

· approx. 48% used to verify application information

· approx. 30% used to gather additional information

Step 5: Medical Evaluation:

Generally a health checklist 

Health information 

Accident information 

Occasionally the checklist is supplemented by a physical examination 

RATIONALE: 

· Employer may be entitled to lower health or life insurance rates for company-paid insurance 

· May be required by provincial or local health officials 

· May be used to determine whether the applicant can handle physical or mental stress 

CAUTION: 

· A congenital health condition may be considered a disability 

· Failure to hire an applicant due to a disability may be seen as discrimination against a qualified applicant 

.


Step 6: Supervisory Interview: Since the immediate supervisor is ultimately responsible for new workers, he or she should have input into the hiring decision. The supervisor is better able to evaluate the applicant's technical capabilities and is in a better position to answer the interviewee's job-related questions. Further, the supervisor's personal commitment to the success of the new employee is higher if the supervisor has played a role in the hiring decision. 
In fact, in a majority of firms, the supervisor has the authority to make the final hiring decision. In these cases, it is the role of the HR department to do the initial screening and to ensure that hiring does not violate laws such as Human Rights legislation or Labor legislation. 

.

Step 7: Realistic Job Preview: The realistic job preview involves showing the applicant(s) the job site in order to acquaint them with the work setting, commonly used equipment, and prospective co-workers. The realistic job preview is intended to prevent initial job dissatisfaction with a job by presenting a realistic view of the job. Research shows that job turnover is lower when realistic job previews are used.
.


Step 8: Hiring Decision: The actual hiring of an applicant constitutes the end of the selection process. At this stage, successful (as well as unsuccessful) applicants must be notified of the firm's decision. Since money and effort has been spent on all applicants, the HR department may wish to consider even the unsuccessful applicants for other openings in the organization. The applications of unsuccessful applicants are often kept on file and the applications of successful applicants will be retained in the employees' personnel files.
No matter what the form of the job offer, the principle is generally the same: do not make promises or statements that you cannot or do not intend to keep. Such statements can lead to expensive litigation if it is later decided to terminate the employee. 

When a job offer is made, it should include the following information: 

· The position offered 

· Location of the job

· Salary (although sometimes salary must be negotiated before the applicant will accept) 

· Benefits 

· Starting date 

· Any papers or information that should be brought on the first day of work 

· A date (or time) by which the applicant must respond to your job offer, so you can move on to the next candidate if your first choice does not accept.

4.4 Practices in the Company:

Rahimafrooz Batteries Limited is a large battery manufacturing organization in Bangladesh. In RBL there are 2000 employee works (including factory and head office). Among these 2000 employees, 300 are managers & executives, 1200 are NONACS and 500 are ACS. The size of the employee shown in the below pie diagram: 
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The HR department of RBL is very strong in order to maintain a large number of employees. There are about 60 employees’ works under the HR department. Among these employee 15 are managers & executives, 35 are Non-ACS and 10 are ACS. The overall employee of HR department in RBL shown as follows: 
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In order to maintain theselarge employments of personnel Human Resource Department (HRD) prepares HR plan, job description, and job specification and performs job analysis for all level. The organization have corporate strategic plan and prepare human resource plan every year after consulting with respective department. That is prepared by HRD. Rahimafrooz used ratio analysis, trend analysis, statistical analysis, management judgments and computerized forecasting for forecasting human resource method. The principles of recruiting and selection are the incumbent should be creative, trustworthy, responsive and courageous, should have experience, skills and good qualification.

Rahimaroooz prepares job description for different position. In order to prepare job description at first particulars department prepares job description, which is signed by the department head and then send to HR department. HR department then review the job description and approved the job description for that particular position. 
For recruitment of a particular position particular department sends a recruitment requisition which is signed by the Chief Operating Officer (COO) and then send to HR department. After getting that requisition HRD uses online or newspaper, advertisement for that position and collects CV up to certain period.

Selection of the incumbent differs in Rahimafrooz according to the levels of management. For selection grade 5 and 6 that means officer and Sr.Officer post the organization first screen the collected CV’s then short listed candidate ask to give a written test that called ability test. Then the selected candidate from the ability test asked for the interview. After checking references and all other requirements HRD makes the final decisions and finally makes the orientation program for the new employees.

On the other hand, for selecting the executive levels they took two interviews from short listed candidate. First interview is for selecting candidate for the final interview. After having final interview, organization selects that employee who meets all the requirements.

Again, in order to selects manager and above level of management all the process done by Rahimafrooz corporate office (RACO).

4.1.3 Performance Appraisal:

Meaning of performance Appraisal (PA):

Once the employee has been selected, trained & motivated. , He is then appraised for his performance .Performance appraisal is the step where the management finds out how effective it has been at hiring and placing employees .If any problems are identified steps are taken to communicate with the employees  & to remedy them.

Performance appraisal is defined “as a process of evaluating the performance of a job in terms of its requirement.”

According to Heyel “ It is process of evaluating the performance & qualifications of the employees in terms of requirement of the job for which he is employed   for purposes of administration including placement, selection for promotions providing financial rewards  & other actions which require differential treatment among the members of the group as distinguished from actions affecting all members equally.

“Process of estimating or judging the value, excellence, qualities or status of some object, person or thing.”

Importance of Performance Appraisal:

1. Performance appraisal provides systematic judgment to back up salary increases, transfers, demotion or terminations.

2. They are means of telling subordinates how he is doing & suggesting needed changes in the behavior attitudes, skills, and job knowledge. They let him know where he stands with the boss.

3. The superior uses them as a base for coaching & counseling the individual.

4. It provides adequate feedback to each individual for his or her performance. 

5. It plays a vital role in identifying training & development needs & to evaluate the effectiveness of training & development programmes
Methods of Performance Appraisal:

The various methods and techniques used for Performance appraisal can be categorized as the following traditional and modern methods:

 SHAPE  \* MERGEFORMAT 



Figure  Performance Appraisal Methods

4.2 Activities of the HR Department of RBL:

4.2.1 Recruiting new employees:

i) Providing job advertisements, collecting CVs and calling the short listed candidates for interview. 

ii) Screening job applicants through interview and selecting the winners.

iii) Facilitating departmental orientation programs for newly joined employees and placing them to their respective departments.

iv) Closing all the accounts and files of the terminated employees

These activities are performed by following the under mentioned Recruitment policies:

Rahimafrooz Recruitment Policy:

i) There has to be a business requirement to fill up the vacancy. The direct line manager should check first whether the role requirements can be met by rearranging current roles & responsibilities. SBUs to create and maintain validated Manning Plan as part of their ABP.

ii) To ensure consistency across the Rahimafrooz Group, the responsibility for recruitment over Grade-8 & above is with Group HR, i.e., Organizational Development (OD) Team. The SBU HR will ensure recruitment for Grade-7 & below.

iii) The Group HR may authorize agencies/ head-hunters to conduct executive search for specific roles. Cost of executive search shall be borne by the respective SBU.

iv) All original documents for Grade-8 & above shall be maintained at RACO with copies to respective SBUs, and all original documents for Grade-7 & below shall be maintained at respective SBUs with copies to RACO.

General Eligibility for Employment:

i) The candidate’s age must be 18 years or above.

ii) The candidate must not be convicted by any criminal court.

iii) Medically & physically fit for the job he or she is seeking may be confirmed by reemployment medical check up.

iv) The company decision to employ will be based on competence for the job & demonstrable behaviors.

v) If found suitable, preference will be given to internal candidate who is already employed at

Exit Interview Guideline:

The Process
i) The exit interview shall be taken for all management grades in case of voluntary separations.

ii) Group HR Dept, ie, concerned FPR is GM- HR & Rewards will take interviews of the management grades (for Grade 8 & over) with copies to respective SBU COO. For Grades 5 to 7, SBU HR will interview with copies to SBU COO & GM- HR & Rewards.

iii) The interviewer shall ensure appropriate environment for the interview in private and without interruptions.

iv) The interviewer shall employ structured approach and maintain professional courtesy & confidentiality.

v) The interviewer shall take note in the prescribed format. 
Holding the Interview:

i) The interviewer shall make the exiting employee feel at ease and respected. Right from the start create an atmosphere of trust

ii) At the beginning explain the purpose of the interview

iii) The purpose is to learn from the exiting employee. Therefore the interviewer shall try to listen more and encourage the deportee to talk openly

iv) In order to have an effective interview, the discussion shall start with open-ended questions. Whenever clarity is required closed end questions shall be asked

v) Interviewer shall not try to defend or justify any management decision rather can ask for clarification

vi) At the end of discussion, the interviewer must read aloud the points documented to seek confirmation

Follow up the Exit Interview:

i) The interview information shall be sent to the SBU management by HR Dept within 2 weeks of completion of the interview.

ii) Information will be collected and used to provide Management Information relating to staff turnover, satisfaction and reason for leaving the company. Information relating to staff turnover will be provided to SBU management.

4.2.2 Storing and managing employee records properly:
i) View employee information 

ii) Modify the same

4.2.3 Managing salary report for every employee:

i) Update various salary parameters

ii) Generate salary statement in the form report 
4.2.4 Storing and managing employee training records: 

i) View/update employee training records

ii) Generate reports based on them

4.2.5 Conducting and store employee performance evaluation:

i) Perform and view employee evaluations

Generate performance evaluation reports

4.2.6 Providing training and development programs to every employee

Train the workers and technicians about basic work, health
i) and safety measures and technical know-how

ii) Conduct “I Plan” 10 habit training program for the management staffs.

iii) Arranging both in-house and out door training program for linguistic, technical, and computer related skill development of the employees.

iv) Facilitating overseas training program for the key technical 

personnel such as factory managers, production managers, international marketing managers etc. 

4.2.7 Arranging annual programs 

i) Implementing General Meetings

ii) Arranging corporate parties

iii) Arranging annual picnic etc.

4.2.8 Facilitating and coordinating employee legal issues

i) Clearing income tax formalities of each and every management staff.

ii) Processing for loan and other legal appeals of the employees
iii) Providing the Hospitalization facilities 
· To maintain healthy human resource 

· Provide opportunity to avail treatment when required 

· Remove the anxieties and worries of the employee in case of sickness.
4.3 Special Training Program for Employee Development:

“I Plan”:

The I Plan program is developed based on 10 Habits of human being that are essential for both personal life and professional life. To install these 10 habits in the behavior of the employees the HR of Rahimafrooz undertakes an interesting off the job-training program named “External Community Session”.
External Community Session:

In an External Community Session, a group of about 20/25 management staffs go to the pre decided training spot with residential preparation for 1.5 days. In this program several sessions are arranged where each person talks about each person’s behavioral good sides and bad sides. First, a person is sited in the “Hot Chair” and then the other persons of the audience start talking about him by tern. The hot person needs to keep his mouth stop and to listen only the colleague comments about him. The audience speaks about hot person’s good sides- 

· What are his good habits?

· How does he works with,

· Which woks he is good at? 

· What are his most pleasing manners? etc. 

After finishing saying about the good sides of the hot person the Audience start talking about the bad sides of the person on the hot chair. They speaks out-

· What are the worst parts of his behavior?

· What behavior he should change immediately?

· What weak sides he posses on his professional life?

· What are the problems of his personality?

· What areas he needs to improve him? Etc.

Each person gets a turn to sit on the hot chair and thus each person gets opportunity to speak about each and every person. The peer colleagues speak about each other, the boss speaks about subordinates, the subordinates speak about their boss and in this way each and every person can get a real picture about how he is actually perceived by the people around him.

After the behavioral problems are identified of the staffs, the trainer provides the 10 Habits of the I Plan as prescription for development. This is called I+ 10 Habits.
The main objectives:
i) To identify the points where behavioral improvement- is required for both personal life and professional life. 

ii) To install the prescribed 10 good habits in the usual behavior pattern of each employee 

The Renowned 10 Habits are as Follows: 

I + 10 Habits

Habit 1: 

Respond rather than react.
Anticipate likely changes. Takes steps to avoid/minimize the impact of the possible changes to the business situation ·Acts calmly when faced with unexpected situations. Asks a lot of questions to understand the situation ·Acts in an unhurried manner ·

Habit 2: 

Be purposeful

Displays knowledge of the company mission statement in day to day activities· Shares personal purpose with others· Gets about day to day work in a purposeful manner (body language, vocabulary, energy)· Satisfies even the unexpressed needs of the customer·      

Habit 3: 

Choose to grow
Produces quality output· Finishes deadline related work well on time· Spends time doing purposeful work such as learning, physical exercises, relationship building, spiritual work, improving personal finance and developing emotional maturity· Does not spend time doing non-purposeful activities.
Habit 4: 

Work towards success for all
Tries to understand the objectives of others· Shares knowledge and resources with others· Comes up with solutions to make sure the other person wins while the individual wins too · Shares credit with others· Appreciates others contribution

Habit 5: 
First enter the other persons world before inviting them to your world
Genuinely listen to the other person· Matches the other persons emotions, thought process and behaviors · Genuinely tries to understand the other persons emotional state· Helps the other person solve problems, without trying to ‘fix it’· Thinks of the other persons situation when communicating a different point of view ·

Habit 6: 
The even better, third alternative
Appreciates other points of view· When faced with a situation of another person having a different point of view, tries to understand that point clearly ·Willing to look at other options [third alternative]· Works passionately to Willing to let go of a point of view in order to find a better alternative

Habit 7: 
Constant and never ending improvement

Shows constant desire to improve in a balanced way in all 6 aspects of life [Competencies, Health, Relationships, Emotions, Finance, Spiritual]· Always Uses every opportunity to learn something new, from colleagues, company manuals, TV, newspapers, kids etc· Displays a beginners’ mind set in the face of learning.

Habit 8: 
The Magical right brain and the logical left brain!

Believes imagination and hope are powerful and uses them· Works towards improving even the little things ·Uses brainstorming methods to allow individual and team creative juices to flow.

Habit 9: 
Lighten up
Appreciates even the little things in life and considers them blessing ·Always smiles, greets, remembers birthdays and is a pleasure to be around · Takes things lightly, while maintaining high standards· Gives feedback in a pleasant, non-threatening manner.

Habit 10:
Give more than expected

Promises only what can be delivered· When promises are made, they are delivered better than promised [earlier, more caring, better quality]· Balances giving to work, home, profession and community and ensures all these groups are given more than expected
5. RBL SWOT Analysis 
Strength
•
Local market leadership
•
Manufacturing Infrastructure
•
Export markets
•
ISO 9000 and ISO 14000 certifications
•
Product range
•
Distribution network
•
Rahimafrooz image of with 50 years
•
Management structure and practices
•
Experienced manpower
•
Price leadership in local market
•
After sales service
Weakness
•
Inconsistent product quality
•
Process of new product development
•
High cost
•
Technical know-how
•
Inadequate of market information
•
IB production constraints
•
Export price competitiveness
•
Lack of technology partner
•
SAP Implementation
•
High debtors' outstanding
Opportunity
•
Local market growth in CV and rural
•
Solar and telecom markets
•
New markets with MF batteries
•
India market opportunity
•
Anti dumping withdrawal from battery export to India
•
Significant growth opportunity in Sri Lanka and Nepal

•
Duty-free access to Australia and New Zealand
•
Direct investment in India and Thailand
•
IB traction sells export to Thailand/ ASEAN/ Australia
Threats
•
Supplementary duty withdrawal from battery import
•
Duty free import of battery solar system
•
Raw material price increase
•
Political unrest
•
Limitation of Lead availability
•
Gas crisis at Savar factory
•
Local manufacturers
•
Competitors penetration in Rahimafrooz distribution channel
Chapter-4

Findings & Recommendation
The findings of the study are as follows: 
1. Effectiveness of performance Management: The HR department in Rahimafrooz conducts surveys, people voice, to evaluate the effectiveness of performance management. The metrics used in this study for measuring the effectiveness of performance management in rahimafrooz are-
· Percent of available positions filled from within the organization.

· Average performance rating

· Employee turnover rate

· Employee satisfaction and attitude survey

2. Increased Employee Motivation: Rahimafrooz’s compensation system is designed to offer pay that is competitive and reflective of performance. At the same time non-financial rewards are also provided through recognition, the provision of opportunities to succeed, skills development and career planning and enhancing job engagement and commitment.

3. Enhanced Leadership Capacity: the performance management process helps managers to improve their ability to lead, guide and develop the individuals and terms for whom they are responsible. The HR department in Rahimafrooz works alongside line managers, helping them as necessary to develop their skills and encouraging their use.  In essence, HR specialists exist to support performance management rather than drive it.

4. Corporate Hospitalization Policy: Only permanent employees and his or her family unit are eligible for the Hospitalization benefits. The temporary, contractual and casual employees are not getting the corporate hospitalization policy benefits.

5. HR team member formulate and co-ordinate recruitment, orientation and training program as per HR plan.
6. HR – QMS team members Review and keep up-date Quality Management System (QMS) in line with ISO 9000 requirement. As well as Environment Management System (EMS) in line with ISO 14001 requirements.
Recommendation

After the analysis of information and data regarding the HR Management System of Rahimafrooz, this study has found that the system effective and efficient in achieving the organization’s long term strategic objectives through the processes for managing, motivating and developing employees. However following recommendations have been made for the system to improve further and hence can be regarded by other organization’s for benchmarking.

· More Employee Involvement: To be successful, involved should be more than just systematic approach; it should become part of the organization’s culture and management philosophy . Employee involvement help generate a sense of responsibility and ownership of decisions in the minds of employee.

· Use of 360-Degree Feedback: A 360-Degree Feedback approach is recommended for assessing employee development needs. Compared to single source feedback process, 360-degree feedback is significantly more powerful, reliable and accurate. The information that it provides is one of the best sources for suggestions on where development effort s should be planed.

· Performance Management for all Staff: Performance management should be applied all the group staff and should not be confined to management staff (employees from grade-5 to grade-12) only. Otherwise the organization may fail to keep up its effectiveness in the future.

· Hospitalization Policy: Hospitalization Policy should be applied to all  employees for getting more productivity.

· Need to establish the process, review and update marketing and administrative policies, practices and procedure as per corporate guideline for facilitating the desire marketing changes and improvement.
Chapter-5

Conclusion
The ultimate goal of HR managers is to create and maintain a satisfied and committed work force that will contribute to the success of the organization. Because organizations with more satisfied employees tended to be more effective then the organizations with less satisfied employees. Rahimafrooz who has determined its corporate vision by the year 2017 that strive to identify the improvement areas in and will be accomplished by the dynamic and committed work force. Better HR performance confirms better job satisfaction and better job satisfaction confirms organizational success. Rahimafrooz believes on it.

To make the job satisfaction in terms of financial the company recently introduced monthly variable point bonus system by which employees get this bonus with their monthly salary by fulfilling the point target. Each employees of Rahimafrooz can avail their casual leave, sick leave and earned leave when necessary by which they can attend in their social activities. They also have a very good medical policy. Two contractual MBBS doctors in Savar and Nakhalpara areas are also available to check up the health of the employees. Now they are identifying the other areas to develop for fulfilling the satisfaction of the Rahimafrooz employees. 
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