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Origin of the report

This assignment has been undertaken as a part of our course F-108 (Business Fundamentals & Management) under the BBA program. Our course instructor Md. Saifuddin Khan has assigned us this assignment so to gain some practical knowledge about motivation of financial institutions.  This really provides us the opportunity to explore and confront the reality about motivation. 

Objective of the study
To be honest, the objective of the study is to fulfill the requirement of our course on “Business Fundamental & Management”. However this might not sound good. Therefore the objective behind conducting this study is as follows:

· To apply our theoretical knowledge in practical area of institutions.

· The main objective of this paper is to study the motivation of the institutions.

· To draw a comparable picture of the theoretical approach and the practical application of motivation in any institution.
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EXECUTIVE SUMMERY

“Motivating others” in a firm has become an important task achieving the organizational goals. An effective manager must know about the needs of the employees so that the organizational goals are achieved. Here needs is an internal state that makes certain outcomes appear attractive. In this business era motivation is a vital factor. We have got the reality of the motivation effect by assessing the motivation process of Islami Bank Bangladesh Ltd.     

What is motivation?

The word "motivation" is often used to describe certain sorts of behavior. Motivation can be defined as a concept used to describe the factors within an individual which arouse, maintain and channel behavior towards a goal. The processes that leads to an individual to exert high level of effort to reach organizational goals, conditioned by the effort’s ability to satisfy some individual need. Motivation is a temporal and dynamic state that should not be confused with personality or emotion. Motivation is having the desire and willingness to do something. A motivated person can be reaching for a long-term goal such as becoming a professional.In psychology; it refers to the initiation, direction, intensity and persistence of behavior.

 Necessity of motivation in corporate world:

Today’s world is very much competitive. Business world try to finish their commitment quickly and accurately by doing some effective things. Motivation is one of them.

Motivation is general term applying to the entire class of drives, desires, needs, wishes and similar forces. To say that managers motivate their subordinates is to say that they those things which they hope will satisfy these drives and desires and induce the subordinates to act in a desired manner.

In the banking sector motivation is very much key things. Because they want to do their work successfully. So they motivate their employee by doing some things attractively.

Types of motivation:

Different types of motivation are used by business to encourage their employees. It is very much important to a firm. There are mainly three types of motivation. As follows:
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1.Monitory motivation:
One of the fruitful motivations is monitory. Business can motivate their employee by using these kinds of motivation. Different types of monitory motivation are:

· Fair wages.

· Profit sharing. 

· Bonus.

· Financial security.

· Advance.

· Accommodation facilities.

· Transportation facilities.

· Medicare facilities.

· Promotion. 

· Rewards.

· Rationing facilities.

· Canteen facilities.

2.Non-monitory motivation:

Another type of motivation is non-monitory motivation. Sometimes it is so much effective than monitory motivation. Special types of non-monitory motivation are:

· Personal power and rights.

· Fait working environment.

· Security.

· Attractive work.

· Fair treatment.

· Appreciation of worthwhile work. 

· Training facility.

· Democratic management.

· Opportunity to participation in ownership.

· Establishing equity.

· Granting union right.

· Goodwill of the organization.

· Creating education facilities.

3.Social motivation:

Social motivation is one types of motivation. Employees can be motivated by socialism. Different types of social motivation are:

· Social status.

· Social corporate responsibility.

· Social response from people.

· Role in business market.

· Legal and illegal response.

Early Theories of Motivation

The Hierarchy of needs: ("A Theory of Human Motivation" by A. H. Maslow in Sutermeister)

The hierarchy of needs theory is based on the premise that people are motivated by the desire to fulfill their needs.  People seek goals to satisfy their needs.  Once a need has been satisfied, that need no longer acts as a motivator.  In the absence of any other needs, there would be no motivation.  According to Maslow, there are a series or levels of needs that explain motivation in people.  There are five such levels of needs.  These needs fall into a hierarchy as shown below:
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McGregor’s Theory X and Theory Y

Douglas McGregor is best known for proposing two sets of assumption about human nature: Theory X and Theory Y. Very simply, Theory X presents an essentially negative view of people. It assumes that workers have little ambition, dislike work, want to avoid responsibility, and need to be closely controlled to work effectively. Theory Y offers a positive view. It assumes that workers can exercise self-direction, accept and seek out responsibility, and consider work to be a natural activity. McGregor believed that theory Y assumptions best captured the true nature of workers and should guide management practice.

McGregor himself held to the belief that the assumptions of theory Y were more valid than those of theory X. Therefore, he proposed that participation in decision making, responsible and challenging jobs, and good group relations would maximize employee motivation.

Hertzberg’s Motivation-Hygiene Theory 

Fredrick Hertzberg’s motivation hygiene theory proposes that intrinsic factors are related to job satisfaction and motivation, whereas extrinsic factors are associated with job dissatisfaction.

Hertzberg concluded from his analysis that the replies that the people gave when they felt good about their jobs were significantly different from the replies they gave when 6hey felt bad. Certain characteristics were related to job satisfaction and others to job dissatisfaction. Those factors related to job satisfaction were intrinsic factors and included things such as achievement, recognition, and responsibility. When people felt good about their work, they tended to attribute these characteristics to themselves. On the other hand, when they were dissatisfied, they tended to cite extrinsic factors such as company policy and administration, supervision, interpersonal relationships, and working conditions.

The extrinsic factors that create job dissatisfaction were called hygiene factors. When these factors are adequate, people won’t be dissatisfied, but they won’t be satisfied (or motivated) either. To motivate people on their jobs, Hertzberg suggested emphasizing motivators, the intrinsic factors that increase job satisfaction.

Contemporary Theories of Motivation

The theories that are prevailing in today’s management practice are: three needs theory, goal-setting theory, reinforcement theory, designing motivating jobs, equity theory and expectancy theory.

Three-Needs Theory

David McClelland and others have proposed the three-need theory which says there are three acquired needs that are major motives in work. These three needs include the need for achievement (nAch), which is the drive to excel, to achieve in relation to a set of standards, and to strive to succeed; the need for power (nPow), which is the need to make others behave in a way that they would not have behaved otherwise; and the for affiliation (nAff), which is the desire for friendly and close interpersonal relationships.  

Goal-Setting Theory

There is a substantial support for the proposition that specific goals increase performance and the difficult goals, when accepted, results in higher performance than do easy goals. This proposition is known as goal setting theory.

Intention to work toward a goal is a major source of job motivation. Studies on goal setting have demonstrated that specific and challenging goals are superior motivating forces. Specific hard goals produce a higher level of output than does the generalized goal of “do your best”. The specificity of the goal itself acts as an internal stimulus. For instance, when a bank employee commits to make eight new accounts or FDR’s weekly, this intention gives him a specific goal to try to attain.

Reinforcement Theory

In contrast to goal-setting theory, reinforcement theory says that behavior is a function of its consequences. While goal setting theory proposes that an individual’s purpose directs his or her behavior, reinforcement theory argues that behavior is externally caused. What controls behaviors are rein forcers, consequences that, when given immediately following a behavior, increase the probability that the behavior will be repeated?

The key to reinforcement theory is that it ignores factors such as goals, expectations, and needs. Instead, it focuses solely on what happens to a person when he or she takes some action.

Designing Motivating Jobs

Because managers are primarily interested in how to motivate individuals on the job, we need to look at ways t design motivating jobs. We use term job design to refer to the way tasks are combined to form complete jobs. The jobs that people perform in an organization should not evolve by chance. Managers should design jobs deliberately and thoughtfully to reflect the demands of the changing environments, the organizations technology, and its employees skills, abilities, and preferences. Real motivating jobs can be made by using job enlargement or job enrichment techniques.
Equity theory

Equity theory, developed by J. Stacy Adams, proposes that employees perceive what they get from a job situation in relation to what they put into it and then compare their inputs –outcomes ratio with the inputs-outcomes ratios of relevant others. If an employee perceives her ratio to be equal to those of relevant others, a state of equity exists. In other words, she perceives that her situation is fair-that justice prevails. However, if the ratio is unequal, inequity exists and she views herself as under rewarded or over rewarded. 

Expectancy Theory

The most comprehensive and widely accepted explanation of employee motivation to date is Victor Vroom’s expectancy theory. Although the theory has its critics, most research evidence supports it.

Expectancy theory states that an individual tends to act in a way based on the expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individual. It includes three variables or relationships

1. Expectancy or effort performance linkage is the probability perceived by the individual that exerting a given amount of effort will lead to a certain level of performance.

2. Instrumentality or performance reward linkage is the degree to which the individual believes that performing at a particular level is instrumental in attaining the desired outcome. 

3. Valance or attractiveness of reward is the importance that the individual places on the potential outcome or reward that can be achieved on the job. Valance considers both the goals and needs of the individual.
A  Elements of an integrated motivation program:

It follows a 6-step approach to creating an integrated motivational program. It is established in the belief that employees can be both high performers and personally satisfied. The 6 elements are-

1. Establish performance goals.

2. Remove obstacles.

3. Recognize & correct appropriately.

4. Individualize the recognition.

5. Reward equitably.

6 Provide effective feedback.

The key assumptions inherent these 6 elements are:

1. Employees start out motivated. A lack of motivation is often fostered by misunderstood or unrealistic expectations.

2. The role of management is to create a supportive, problem- solving work environment in which necessary resources to perform a task are provided.

3. Rewards should encourage high personal performance that is consistent with management objectives.

4. Motivation work best when it is elf generated.

5. Individuals should be treated fairly.

6. Individuals deserve timely, honest feedback on work performance.

1. Establish performance goal:

Managers should provide continuous assessment of the motivational climate of their work environment by asking, do employees understand & agree with the performance expectation.

The foundation of an effective motivation program is proper goal setting.

Goal setting: Goals must be considered carefully. The critical consideration regarding the goal setting process is that goals must be understood & accepted if they are to be effective. Have three critical components-
          1. Goal setting process

           2. Goal characteristic&

           3. Feedback

Goal characteristics: Research has shown that goal characteristics have significantly affected the likelihood that the goal will be accomplished. Effective performance goals have these smart features:

Specific: Goals should be specific rather than vague. Example: increase sales by 10%’.

Measurable: Goals should incorporate an agreed measure or standard. This may be quantitative, ` Increase sales by 10%’or qualitative, `using a standard’.

Agreed: Getting the job holder commitment is a key to setting effective targets.

Realistic: Goals should be challenging but not beyond the reach of the employees. Lf accepted, difficult goals lead to better performance than easy goals.

Time-framed: Goals should have a time frame or time limit. Example-`increase sales by 10% by the end of the year.’

Feedback: Feedback provides opportunities for clarifying expectations, adjusting goal difficulty gaining recognition.

2. Remove obstacles:

After setting goals, the managers should shift focus to facilitating successful accomplishment. This can be done by asking, do employees feel it is possible to achieve this goal?’ Help from management must come in many forms, including-

           1. Making sure the person has the required abilities for the job

           2. Providing the necessary training

           3. Securing the needed resources

           4. Encouraging co-operation&

           5. Support from other work units

It is the manager’s job to make the paths leading towards the targeted goals.

3. Recognize & correct appropriately:

An effective motivational program is based on three related principals:

1. Managers should help create a motivating environment.

2. They should link recognition and rewards to performance.

3. They should use rewards and recognition with high performance behaviors.

Technological constraints sometimes make it difficult to link rewards and individual performance perfectly. In this situation, rewards linked to the performance of the work group will foster group cohesion and collaboration and partially satisfy the individual members’ concern about fairness.Effects of managers’ response:

An effective motivational program goes beyond the design of  the organizational reward system.

            (Managers’ daily interactions with employees constitute powerful individual motivators. 

            (It is difficult for even highly sensitive and aware managers to understand  fully the impact of their action on the behaviors.

Improving behaviors:

The mark of exceptional mangers is their ability to foster exceptional behavior in their employees. His is best accomplished by using a –step behavior improvement process these are organized into three broad initiatives: 

                               Recognize
                               Reflect

                               Redirect

Recognize:

1. Identify rewards that are unique to individual
2. Link the attainment of desirable outcomes with incremental, continuous improvement.
3. Rewards all improvements in performance in a timely and honest manner.
Reflect:

4. Describe the behaviors or standards you expect.
5. Ask if the individual is in agreement.
6. Be appropriately supportive.
Redirect:

7. Identify the specific inappropriate behavior.
8. Point out the impact of problem on the performance of others.

9. Ask question about causes and explore remedies.
Evaluating work performance problem:

A good manager needs to have model to guide the inquiry process. Vroom has summarized the determinants of task performance as follows:
Performance= Ability*
Where,

Ability= aptitude*training*Resources
Motivation= Desire*commitment.
Performance problem: ability or motivation?
Low ability is generally associated with very difficult tasks, overall low individual ability, and evidence of strong effort and lack of improvement over time.
Three signs of lowered ability:
The following are dangers signals for managers-
1. Taking refuge in a specialty
2. Focusing on past performance

3. Exaggerating aspects of the leadership.
Remedies for lack ability problems:

For overcoming poor performance problems due to lack of ability five principals are suggested:
1. Re supply

2. Retrain

3. Refit

4. Reassign

5. Release
4. Individualize and recognition:

Performance will be enhanced only to the extent that the rewards attached to it are personally valued by the recipient. The evaluative question then is, do employees feel the rewards used to encourage high performance are worth the effort”
One of the biggest mistakes that can be made in implementing a reward system is assuming that managers understand their employees’ preferences.
The difficulty many managers have in predicting what rewards will be most attractive to their employees is illustrated in the following figure
 Order of importance of various job factors

	JOB FACTORS
	SURVEY OF EMPLOYEES
	SURVAY OF BOSSES

	Full appreciation of work done
	1
	8

	Feeling of being in on things
	2
	10

	Sympathetic help on personal problems
	3
	9

	Job security
	4
	2

	Good wages
	5
	1

	Interesting work
	6
	5

	Promotional growth
	7
	3

	Personal loyalty to employee
	8
	6

	Good working conditions
	9
	4

	Tactful disciplining
	10
	7


Internal job Characteristics: 
Although managers control the components of job, they have no direct control over weather a employee finds a job interesting.
Job design is a process of matching job characteristics and employees’ skills and interests. One popular job design model proposes that particular job dimensions cause employees to experience specific psychological reactions called states.
A variety of empirical research has found that the five core job dimensions- 

· Skill variety
· Task identity 

· Task significance

· Autonomy and

· Feedback are 
The more variety in the skills a person can use in performing work, the more the person perceives the task as meaningful or worthwhile.
The more autonomy in the work, the more responsibility employees feel for their successes or failures.

Finally the more feedback individuals receive about how well their jobs are being performed, the more knowledge of results they have.

By enhancing the core dimensions and increasing critical psychological states, employees’ job fulfillment is increased.
Five ways to better jobs:

Five managerial action guidelines that can help increase desirable personal and work outcomes are:

1. Combine tasks
2. Create Work teams

3. Establish client connections

4. Develop accountability 

5. Encourage open feedback 

5. Reward equitably 
Once appropriate rewards have been determined for each employee, managers must then consider how to distribute those rewards. This brings us to concerns about equity

· Any positive benefits of relevant rewards will be negated if employees feel they are not receiving their fair share.

· The relevant evaluative question here is,`Do employees  feel that work related benefits are distributed fairly?’

6. Provide effective feedback:
This leads us to the final elements in an integrated motivation programme:
· minimizing the time lag between behaviors and feedback
· providing accurate feedback
The last assessment questions contain two parts. The firsts ssis: are we getting the most out of our rewards and recognition by administering them on a timely basis as part of the feedback process?

A performance review mode

1. Effective managers understand the importance of immediate spontaneous reward.

2. They use formal performance evaluation process to discuss long term trends in performance

3. solve problems inhibiting performance 
4. set performance goals 
Content and Intent Of Feedback 
The second question related to feedback is, Do employees know where they stand in terms of current performance and long term opportunities?’ in addition to the timing of feedback , the content of that feedback and the motivation guiding the feedback process can have a powerful impact on the target individuals willingness and ability to improve.
· If the content is inaccurate, improvement is frustratingly difficult  
· If the message is masked in subterfuge and obscured by mixed signal, the credibility of the entire motivational system is undermined. 

Islami Bank Bangladesh Limited
Corporate profile

Islami Bank Bangladesh Limited is a multinational Joint venture Public Limited Company engaged in commercial banking business based on Islamic Shariah with 58% foreign shareholding having largest branch network (169 branches) among the private sector Banks in Bangladesh. It was established on 13th March 1983 as first Islamic Bank in the South East Asia. 

It is listed with Dhaka Stock Exchange Ltd. and Chittagong Stock Exchange Ltd. authorized capital of bank is Tk, 5000 million and paid up capital is Tk, 276480 million having 17201 shareholders.     

Time line

· Established on





:13th March 1983

· Inaugural of 1st Branch



          :30th March 1983

· IPO







:1985

· Listing in Dhaka Stock Exchange Ltd.
           :1985

· Listing in Chittagong Stock Exchange Ltd
           :1996

· 1st Right Share issue.




 :1989

· 2nd Right Share issue.



           :1996

· 3rd Right Share issue.



           :2000

· 4th Right Share issue.



           :2003

· Opening of 50th Branch 



:26th November 1991

· Opening of 100th Branch



:12th June 1997

· Opening of 150th Branch



:30th November 2004

· Joining/Agreement with CDBL


:29th December 2004

Mission

To establish Islamic Banking through the introduction of a welfare oriented banking system and also ensure equity and justice in the field of all economic activities, achieve balanced growth and equitable development through diversified investment operations particularly in the priority sectors and less developed sector of the country. To encourage socio-economic uplift and financial services to the low-income community particularly in the rural areas.

Vision

Our vision is to always strive to achieve superior financial performance, be considered a leading Islamic Bank by reputation and performance. 

· Our goal is to establish and maintain the modern banking techniques, to ensure the soundness and development of the financial system based on Islamic principles and to become the strong and efficient organization with highly motivated professionals, working for the benefit of people, based upon accountability, transparency and integrity in order to ensure stability of financial systems. 

·  We will try to encourage savings in the form of direct investment. 

·  We will also try to encourage investment particularly in projects which are more likely to lead to higher employment. 

Corporate Information

Chairman, Board 


Kazi Harun-ar Rashed

Vice- Chairman 


Musa’ad Abdullah Al Rajhi 

Moulana Zainul Abedin 

Executive President 

Abdur Raquib 

Secretary 



Md. Shouquat Ali 

Auditors



(a)Qasem & Co. 

Chartered Accountants 

(an associate firm of Pricewaterhouse Coopers) 

AQC Towers, 57, Dilkusha C/A

(1st Floor), Khaka-1000

(b)Alam Chowdhury Mostafa & Co. 

Chartered Accountants 

73/3, Green Road, Dhaka.

Income Tax Consultant 
Howlader Yunus & Co. 

Chartered Accountants 

67, Dilkusha C/A, Dhaka-1000

· Date of Incorporation 



:13th March, 1983



· Inauguration of First Branch 


:30th March, 1983

     Local Office 


     Dhaka. (Then main Branch)




· Formal Inauguration 



:12th August, 1983

· Authorized Capital 



:Tk. 5000.00 million

· Paid Up Capital 




:Tk. 2764.80 million

· Share of Capital




 

a) Local Shareholders 



:42.12%

b) Foreign Shareholders



:57.88%

· Equity 





:Tk. 8331.14 million

· Zones 





:06

· Branches 





:169

· Deposits 





:Tk. 107,779.42 million

· Investments 





:Tk. 93,644.15 million

· Foreign Exchange Business


:Tk. 147,642.00 million

· Manpower 





:6202

· Number of Shareholders 



:17,201

An overview of the company

Islami bank Bangladesh Limited (IBBL) was incorporated as the first Shari’ah based interest-free Bank in South-East Asia on the 13th March 1983 as a Public Company with limited liability under the Companies Act. 1913. 

The first branch of the Bank i.e. Local office, Motijheel, Dhaka started functioning on 30th March 1983. The Bank was formally inaugurated on 12th August 1983. Authorized Capital of the Bank is Tk. 5000 million and Paid-up Capital is Tk. 2764.80 million. Foreign and Local Shareholders’ holding are 57.88% and 42.12% of the Paid-up Capital respectively. The Bank’s Corporate headquarter is situated in its own 18-storied modern Building at 40, Dilkusha Commercial area, Dhaka. 

Total equity of the bank stood at Tk. 8,331.14 million as on 31st December 2005 which was 9.44% of its Risk-weighted Assets as against requirement of minimum 9.00%. Bank had 6 zonal office and 169 branches in the country as on  31st December 2005. Total Shareholder of the bank were 17,201 and total officials of the bank were 6,202 as on 31st December 2005.

Special Feature of IBBL

IBBL achieved stable growth and continuous progress as one of the leading Private Sector Banks of the country. The distinguishing features of IBBL are:

· All activities are conducted on interest-free system according to Islamic Shari’ah principles.

· Investment is made through different modes as per Islamic Shari’ah.

· Investment-income of the Bank is shared with the Mudaraba depositors according to agree upon ratio, ensuring a reasonably fair rate of return on their deposits.

· Aims to introduce a welfare-oriented banking system and also establish equity and justice in the field of all economic operations.

· Extend Socio-economic and financial services to individuals of all economic backgrounds with strong commitment in rural uplift. 

· Plays a vital role in human resources development and employment-generation particularly among the unemployed youths. 

· Portfolio of investment and investment policy have been specially tailored to achieve balanced growth & equitable development through diversified investment operations particularly in the priority sectors and in the less developed areas of the national economy. 

· Ensures Shari’ah compliance through regular and effective guidance of powerful and highly esteemed Shari’ah Council consisting of 13 members. 

Performance Review

The bank through its 169 branches successfully mobilized Tk107779 million deposits from 2705, 180 depositors and deployed Tk 93644 million as investment to 297943 Accounts up to 31st December 2005 Growth rate of Deposit of IBBL  in 2005 was 2270%, as against 25,59% of 2004. Growth rate of Investment of IBBL in 2005 was 23.44% as against 28.56% of 2004. In the year 2005. total income of the bank was Tk. 10587 million showing 28.13% increase in 2005 as against 23.13% increase in 2004 and total expenditure was Tk 8424 million showing 3121% increase in 2005 as against 865% increase in 2004 resulting pre-tax profit of Tk 2162 million showing 1731% increase in 2005 as against 2980% increase in 2004. The Board of Directors of the bank has recommended 25% Dividend in the form of Bonus share to the shareholders for the year 2005 subject to approval of Bangladesh Bank (if required).






Corporate Governance

The Board is committed to ensure highest standard of corporate governance and effective application of its principles, as well as upholding the best practices as a fundamental part of discharging its responsibilities to safeguard the interests of shareholders, strict Shari’ah compliance, enhance shareholders value & financial performance.

The Board is pleased to report the manner the manner in which the bank is ensuring corporate governance:

a. The Board of Directors:

(i) Composition, size and effective function of the Board:

The Board of Director consists of 13 non- executive independent members. The number of Board members is within the maximum limit set by the Central Bank.

The Board is composed of experienced members with diverse professional experience such as business administration, banking and finance, accounting, general management, diplomat, government service, engineers, fund managers which made the Board very efficient & balance in deciding & directing on the various issues of the Bank.

The Board members are independent and express their views & opinions free from any influence. The directors are also independent from management, business/others relationship of the Bank that could materially interfere the activities of the Bank.

There is also a clear delineation of duties & responsibilities between the Board and management. While the Board, is responsible for creating the board policy framework within which the Bank is operating, and the management is accountable for the execution of the policies and attainment of Bank’s objectives. The Board exercises independent oversight on the management.

(ii) 
Access to and Supply of Quality Information and Advice: 

The directors have direct access to all information within the bank and services of the company secretary, who is responsible for ensuring that Board meeting procedures are followed properly and the rules and regulations including rules of Securities & Exchange Commission (SEC) and listing rules are complied with. The Board may seek external professional advice as and when needed.

     (iii) The Relationship with the Board and Management:


The Board believes that a key principle to its effective functioning is             that, it is able to function independently of management. The Board under the able leadership of the Chairman acts independently and makes decision premised on objective and quality information provided by the management. The decision making process and practices are able to exchange views freely to enable them to have effective access to the direction of Bank and performance of the management which is one of the Board’s principal responsibilities.

b.
Re-election of the Directors:  

Every year one third (1/3) of the directors is to retire as per Companies Act 1994. The Bank strictly follows this provision.

c.
Board Committees:

The Board has two standing committees the Executive Committees and Audit Committee. The committees operate within clear terms of reference as under:

(i) The Executive Committee: 

The executive committee consists of 8 members and is entrusted with the task of policy making as authorized by the Board within the norms set by the Bangladesh Bank. 

(ii) The Audit Committee:



The audit committee consists of 3 members and is entrusted with the task of exercising their duties & responsibilities with regard to:

· Internal control and risk management

· Disclosure of financial report.

· Internal audit

· External audit and

· Compliance of the existing laws & regulations (as formulated by Central Bank & other relevant authors)

d.
Management Committee

There is also a Management Committee in the Bank comprising of top-level executive and headed by the Chief Executive President (CEO) of the Bank. The Committee with financial, administrative & business discretionary power delegated by the Board is mainly responsible for implementation of the policies and guidelines of the Board. The Management Committee thoroughly scrutinizes the issues before placing to the Executive Committee/Board. The Management Committee thoroughly evaluates the performance of the Bank, takes strategic action plan to achieve various targets of the Bank set by the Board of directors.

e. Internal Audit Committee:


The Bank has an internal Audit & Inspection Division whose functions ate independent of the activities and operations of the Bank. The Audit and inspection Division undertakes the audit, inspection   and investigation of the entire Bank’s operating units, including Head Office, based on audit plan that is reviewed by the audit.    


Report findings and Recommendation
We have done a formal survey on “Islami Bank Bangladesh Ltd”  with a  view to analyzing the motivation process in the corporate world. After the analysis of motivation process of “Islami Bank Bangladesh Ltd” we have got some basic findings based on the topic “Assessing Performance & Enhancing Motivation”.

Findings:
· Islami Bank Bangladesh Ltd has a unique motivation system which drives them towards achieving goals.
· They maintain strong communication within the employees   and sub-ordinates.
· They maintain a strong religious value which plays a vital role in motivation process.

· They evaluate the employee's performance. 

· We find through the survey Islami Bank Bangladesh Ltd that their motivation level is on the “top quartile” and their average score is 110. 

Recommendation:
· They should improve their goal setting process.

· They should involve their employees with the decision making process.

· They must ensure that goals are perceived as attainable.

· They should be more careful to link the proper rewards to performances.

· They should be more careful in checking the system for equity.

Last of all we can say motivation is obviously an important issue in any organization towards the achievement of goals.

Islami Bank Bangladesh Ltd has been maintaining a good motivation system by having a proper match between Islamic values and contemporary corporate related issues.
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Motivation 





1. Monitory





2. Non-monitory





3. Social
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