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ABSTRACT

Grameen Bank plays a pivotal role in alleviating poverty within our nation by offering
unsecured loans to landless and asset-poor individuals. These loans empower recipients to
engage in productive activities such as agriculture, livestock rearing, small businesses like
grocery stores, and handicraft enterprises. This strategic approach underscores the bank's

commitment to fostering economic upliftment through accessible financial resources.

The training framework at Grameen Bank is designed to cultivate positive learning outcomes,
enhance skills, and foster a proactive mindset among its staff. This process begins with
comprehensive preparation and progresses through structured developmental phases under the
bank's governance. Central to these efforts are summative and formative evaluations that ensure

ongoing refinement and effectiveness.

New employees at Grameen Bank undergo an intensive six-month practical training program.
During this period, they not only acquire hands-on experience but also benefit from observing
experienced colleagues across various departments. This dual approach aims to instill a deep
appreciation for the capabilities of underprivileged communities while equipping trainees with

practical strategies to handle diverse operational challenges within the bank.

Unlike traditional banks, Grameen Bank operates on innovative social banking principles,
necessitating specialized training for its personnel. The Grameen Bank Training Institute in
Dhaka serves as the hub for all training activities, offering a comprehensive curriculum ranging
from foundational to upper-management levels. The institute boasts a rich library stocked with
valuable literature across disciplines, further enhancing the learning experience for its

participants.

The teaching faculty at the institute comprises seasoned professionals with extensive field
experience at Grameen Bank, ensuring that training sessions are not only informative but also
deeply rooted in practical insights from the field. This commitment to continuous learning and
skill development underscores Grameen Bank's dedication to driving sustainable economic

change and empowerment within Bangladesh.
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CHAPTER-1: INTRODUCTION
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1.1 Introduction

Training involves equipping individuals with specific skills and knowledge to enhance their
performance, while development fosters growth and positive change across various areas such
as physical, financial, environmental, social, and organizational. This includes refining skills,
exploring new ideas, transforming attitudes, and gaining additional knowledge to boost
employee effectiveness. This field has been known by various names, including "Human

Resource Development,” "Human Capital Development,” and "Learning and Development.”

In 2000, the Chartered Institute of Personnel and Development (CIPD) debated the
terminology, suggesting that "human resource development” might imply an unequal power
dynamic between employers and employees. As a result, some organizations began referring
to their employees as "partners” or "associates.” Eventually, the CIPD adopted "learning and
development,” though this term also presented challenges due to the broad and ambiguous

nature of "learning," leading many organizations to use "training and development.”

Training and development encompass three main activities: training, education, and
development. These are vital for organizational growth and success, benefiting both the
company and its employees. Key advantages include increased productivity, reduced employee
turnover, enhanced talent pipelines, higher motivation, improved engagement, and faster

competency attainment.

The training and development process involves several steps: Training Needs Assessment,
program content development, selection of training methods, identification of speakers and
subject matter experts, determination of evaluation tools, and implementation of training
programs to ensure effectiveness. Evaluation and follow-up activities help measure the
program's impact and ensure continuous improvement. Through such assessments,
professionals at institutions like Daffodil International University and Grameen Bank can
identify key Human Resource Management practices, including performance management,
training, compensation, and benefits. The type of training and focus of training initiatives are
influenced by the approach to staffing and human resource planning at Grameen Bank, aiding

in effectively identifying future training and development needs.
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1.2 Background of Study

The internship program is an essential requirement for all Bachelor of Business Administration
(BBA) students at Daffodil International University (DIU). Gaining practical experience is
vital for professional growth. For my internship, I chose Grameen Bank (GB), and my
internship report highlights the "Training and Development Program of Grameen Bank." This
report was completed under the mentorship of Dr. Mohammed Masum Igbal at Daffodil
International University. While academic studies provide a solid theoretical foundation,
practical experience is indispensable in today's competitive job market. The internship program
immerses students in real-world situations, equipping them with valuable hands-on experience

as they embark on their professional journeys.

1.3 Objective of the Study
1. Primary Objectives:

i.  The primary objective of this study is to analyze the training and development
programs at Grameen Bank.

2. Specific Objectives:

1. To explain training and development procedure of Grameen Bank;
ii.  To investigate the approach Grameen Bank utilizes for its training and
development processes;
iii.  To identify the methods of evaluating training and development process of GB;
iv.  To identify the problems related training and development practice of Grameen
Bank;
v.  To make recommendations to solve the problems.

1.4 Limitations of the Study
While preparing this report, I faced several challenges that influenced the depth of my study.

Despite these constraints, I managed to gain valuable insights into the banking operations in

Bangladesh, particularly at Grameen Bank. Here are some of the key limitations:

o The short duration of the internship, lasting only three months, was insufficient to fully
explore all facets of the bank. As a result, some areas of Grameen Bank are not

thoroughly covered in this report.
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o Initially, there was some hesitation from the bank’s management to share detailed

information about their training processes, due to internal policies.

e Conducting this study independently for the first time presented a learning curve, as my

lack of experience contributed to the limitations encountered.

1.5 Scope of the Study
This study aims to identify the key factors and elements that contribute to ambiguities in the
recruitment and selection processes at Grameen Bank. By analyzing employee trends over

time, the selection process can be reformed to better address future challenges.

1.6 Methodology of The Study

1.6.1 Nature of the Study

In this study, a descriptive research design was employed to analyze the operations of Grameen
Bank. Research methodology refers to the systematic approach adopted by a researcher for data
collection and analysis. Descriptive research aims to offer a comprehensive account of a
specific situation or phenomenon, providing a detailed understanding of the subject under
investigation. This approach involved collecting data to achieve a thorough overview of the

company's operational framework.

1.6.2 Sources of Data

This report was mainly based on primary data, gathered chiefly through face-to-face
interviews. The data sources included:

Primary Sources:

= Interviews with Grameen Bank management, international departments, officials, and

employees. There used
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Secondary Sources:

o Grameen Bank Annual Report
e Websites

1.6.3 Target Population

The target population of this research consists of 15 staff members from Grameen Bank.

1.6.4 Sample Size

The information for this report was gathered from the employees and the Managing Director
of Grameen Bank. There are 15 employees working at this branch, and I collected data for this

research study from them.

1.6.5 Sampling Method

In this study, the convenience sampling method was used, which is commonly applied in
qualitative research. The key benefits of this technique are that it is affordable, efficient, and
easy to apply. It was chosen because of time and budget limitations. This method is fast,

straightforward, and cost-effective, making it a popular option for researchers.

1.6.6 Method of Data Collection

This study relied on a mix of both qualitative and quantitative data to conduct the analysis.
There used questionnaire method for data collection. In this study there used Open-ended
questions for gather data. For the qualitative aspect, insights were gathered from expert
interviews, while the quantitative side was supported by various publications and articles. The
report primarily used secondary data sources, but also incorporated some observational data

collected during the internship period.
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CHAPTER-2: COMPANY OVERVIEW
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2.1 Overview of Grameen Bank

In August 1976, Dr. Muhammad Yunus, then serving as head of the Economics department at
the University of Chittagong, identified a crucial need for what would become the Grameen
Bank project. The initiative gained momentum in 1979 through a partnership with Bangladesh
Bank in Tangail district. By 1983, it evolved into an autonomous banking entity known as
Grameen Financial Institutions, originating in the village of Jobra within the Chittagong
division. Today, Grameen Bank stands as a prominent microcredit institution and one of

Bangladesh's largest banks, having expanded its model to over a hundred locations worldwide.

Grameen Bank operates on a unique model where borrowers collectively own the institution,
striving to make credit accessible to rural populations, with a strong emphasis on empowering
women to combat poverty. Loans are provided to fund income-generating activities and

housing projects.

This Nobel Peace Prize-winning microfinance institution and community development bank in
Bangladesh offers small loans without requiring collateral, aiming to uplift the impoverished.
The term "Grameen" derives from the Bengali word "gram," meaning rural areas, reflecting its
focus on rural development. Access to credit is vital for the poor, enabling urban vendors to
expand their inventory, rural peasants to invest in tools and livestock for increased agricultural
productivity, and landless laborers to start small businesses with skills and equipment like

sewing machines.

Grameen Bank exemplifies effective microcredit provision, ensuring resources reach those in
need while minimizing the risk of misuse. It pioneered the microcredit system, demonstrating
how financial inclusion can transform lives and communities, particularly in developing

economies like Bangladesh.

The Grameen Bank champions a noble cause: to eradicate poverty and elevate credit as a potent
catalyst for rural progress. Their cornerstone lies in providing cohesive group-based savings
solutions to the most impoverished rural communities, fostering self-employment opportunities

and stimulating income generation activities.
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2.2 Vision & Mission of Grameen Bank

Vision: Grameen Bank envisions "Banking for the poor," emphasizing its dedication to
assisting underprivileged individuals in rural regions. The goal is to combat poverty effectively,

fostering self-sufficiency among the impoverished.

Mission: Grameen Bank is committed to offering holistic financial services that empower the

poor to unlock their full potential and escape the perpetual grips of poverty.

2.3 Products and Services

The Grameen Bank offers 4 types of loan products:

1) Basic loan: The Basic Loan at Grameen Bank includes a specialized Micro-Enterprise Loan
tailored for borrowers who have been with the bank for at least two years. This loan aims to
support business expansion when needed, benefiting key sectors such as grocery stores,

pharmacies, dairy farms, baby taxi services, and the stone industry.

2) Housing loan: Introduced in 1984, the Housing Loan program at Grameen Bank swiftly
became popular among low-income borrowers. The initiative aimed to provide not just shelter
but also imbue a sense of confidence, security, and self-esteem, encouraging individuals to
aspire for a better quality of life for themselves and their families. The loan amounts range

from Tk 30,000 to Tk 60,000, with four distinct types available:
1. Pre-basic housing loan
2. Basic housing loan
3. Small housing loan
4. Complete housing loan

3) Higher education loan: Grameen Bank's Higher Education Loan program, launched to
foster new opportunities for promising students, has made significant strides. By the end of
2017, a total of 53,845 students across various fields had received loans amounting to $51.93

million, facilitating their pursuit of higher education.

4) Struggling members (beggars) loan: In a distinctive initiative launched in 2009, Grameen

Bank introduced the Struggling Members Program to aid beggars in improving their
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livelihoods. To date, this program has disbursed a total of Rs 179.47 million, demonstrating the

bank's commitment to supporting marginalized members of society.

2.4 Organogram of Grameen Bank

L Board of Directors

o T ]

General General General General General General General General [ General General General General General General General
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2.5 Sub-Organizations of GB

1. Grameen Trust: It established in 1989, operates as a non-profit organization dedicated to
leveraging microcredit as a means to alleviate poverty worldwide. It focuses on two
primary programs: social business and the Grameen Bank Replication Program (GBRP).
The organization conducts workshops and supports social enterprises like Grameen
Samajik Byabosha Ltd., while the GBRP extends its impact through direct implementation,
joint collaborations, and partnerships across the globe. To date, Grameen Trust has
partnered with 151 organizations in 41 countries (GT, 2021).

Under its direct implementation strategy, Grameen Trust employs various approaches such
as build, operate, and transfer (BOT), build, operate, and manage (BOM), and build,
operate, and own (BOO). In joint collaborations, it works with local entities to implement
microcredit programs effectively. Funding for its replication efforts comes from sources
like the MacArthur Foundation, supporting partnerships with organizations such as the
United Nations Capital Development Fund (UNCDF), Deutsche Gesellschaft fur

Technische Zusammenarbeit (GTZ), United States Agency for International Development
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(USAID), United Nations High Commissioner for Refugees (UNHCR), United Nations
Office for Project Services (UNOPS), the Citigroup Foundation, the World Bank, and the

Ford Foundation.

2. GMPF: The Grameen Fisheries and Livestock Foundation, founded in February 1994,
aims to combat poverty by focusing on the development of fisheries and livestock sectors.
Its mission extends to integrating fish-crop-livestock and dairy activities. Key mandates
include providing land to rural landless individuals, particularly women, and ensuring
access to common resources. The foundation aims to empower communities, foster social
and economic growth, promote modernity over tradition, advocate for women's legal and

gender rights, and enhance food security through sustainable livelihood capacity building.

3. Grameen Uddog: Grameen Enterprise, the owner of the Grameen Check brand, actively
supports and trains weavers in remote areas. Their initiatives focus on improving the quality
of handloom fabrics and expanding the production of readymade garments and other related
products. Through these efforts, Grameen Enterprise not only enhances the skills of local

artisans but also promotes sustainable economic development in these communities.

4. Grameen Telecom: Grameen Telecom (GTC) is a non-profit organization in Bangladesh
that holds a partial stake in Grameen Phone (GP). GTC has been instrumental in launching
the Village Phone program, which empowers rural communities by providing them with
mobile phones that can be used as income-generating tools. The visionary behind this
program, Igbal Quadir, believed that mobile phones could serve as a means for economic
empowerment. To bring this vision to life, Quadir collaborated with Professor Muhammad
Yunus and the Norwegian company Telenor. Today, Grameen Telecom distributes mobile
phones to villagers across the country, helping them to improve their livelihoods through

better connectivity.

5. Grameen Shakti (Energy): Grameen Shakti (GS), a social enterprise founded in 1996, is
dedicated to promoting and expanding renewable energy technologies in the remote rural
areas of Bangladesh. Its mission is to alleviate poverty through microcredit by providing
sustainable energy solutions. Over the years, Grameen Shakti has evolved into one of the

largest and fastest-growing renewable energy companies globally.
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The organization has trained engineers to act as social engineers, going door to door to
demonstrate the effectiveness of renewable energy solutions. By 2010, Grameen Shakti had
installed a 250 MW solar power system, which included innovations such as solar mobile
charging vans, solar-powered lighting boats, solar water purifiers, and solar telecom
systems. These efforts have been recognized with prestigious awards, including the Right
Livelihood Award in 2006 and the Ashden Award in 2008, highlighting their significant

technological contributions.

6. Grameen Cybernet Ltd.: Grameen Cybernet Ltd. began its operations in July 1996 and
has since grown into one of the leading internet service providers. The company offers a
comprehensive range of services including customer support, technical assistance, and web
page consulting. Grameen Cybernet specializes in web page development and ensures users
have 24-hour access to online communication and exploration. With a client base exceeding
30,000 across various sectors, the company has established itself as a prominent player in

the industry.

7. Grameen communications: Grameen Communications, established in 1996, operates as
a non-profit information technology organization dedicated to social welfare. The
organization provides a wide range of services, including software development, internet
access, hardware and networking solutions, and IT education. Initially, it started as an IT
support unit under Grameen Trust in 1994. Beyond its contributions within the country,
Grameen Communications extends financial and technical services internationally,
assisting organizations such as CMC in U-India, Swayam Krishi Sangham (SKS) in

Hyderabad, Grameen Koota in Bangalore, and Moris Rasik in East Timor.

The first Village Computer and Internet Program (VCIP) was launched in a room rented
from Grameen Bank in Madhupur Upazila. This facility was connected via a microwave
link to a VSAT located at the Grameen Communications office, 160 kilometers away in
Dhaka. Additional VCIPs were subsequently established in Sarishabari Upazila and
Mirzapur Upazila.

8. Grameen Solution Limited: Grameen Solutions Limited (GSL) is a leading software
development company established in 1999 by Nobel laureate Dr. Muhammad Yunus, the
visionary behind Grameen Bank. As the flagship technology organization within the

Grameen family, GSL is dedicated to providing innovative solutions tailored for rural

©Daffodil International University Page | 6



communities, aptly reflecting its name which signifies "solutions for villages and villagers."

GSL offers a diverse range of services, including:

« Software Solutions

e System Solutions

e Business Process Outsourcing (BPO)
e Mobile Application Development

« Social Business Solutions

e Graphics and Animation

e Search Engine Optimization (SEO)

o Offshore Staff Augmentation

o Emerging Market Technology

These services are delivered at competitive offshore rates, ensuring that clients receive high-

quality technology solutions at cost-effective price points.

9.

10.

11

Grameen USA: Grameen America is a microfinance organization dedicated to reducing
poverty by fostering entrepreneurship. Their mission is to empower the working poor,
particularly women in the United States, by offering a range of financial services. These
services include providing loans, establishing savings programs, helping to build credit,
and offering other essential financial support mechanisms. Through these efforts, Grameen
America aims to create opportunities for economic self-sufficiency and growth for

individuals and communities.

Grameen Byabosa Bikash: Grameen Byabosa Bikash (GBB), also known as Grameen
Business Promotion and Services, was founded in 1994 as a social non-profit organization.
Its primary aim is to complement the efforts of microcredit for-profit organizations by
offering additional support and services to rural entrepreneurs. These entrepreneurs
typically engage in activities such as vegetable farming, livestock rearing, and handicraft
production. GBB's role is to enhance their experience, skills, and knowledge, thereby

helping them to succeed and grow their businesses.

. Grameen Kalyan (Welfare): Founded in 1996 under the Bangladesh Companies Act of

1994, this nonprofit organization is dedicated to implementing sustainable programs aimed
at enhancing the livelihoods of rural communities. It provides financial assistance to
support the well-being of Grameen Bank borrowers, employees, and their families.

Additionally, the organization is registered under the Bangladesh Foreign Donation
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Regulation Ordinance of 1978, ensuring compliance with regulations governing foreign

donations.

12. Grameen Danone Foods: In 2006, Grameen Danone Foods emerged from a collaboration
between Grameen Bank and the French food giant, Groupe Danone. Their initial offering,
Shoktidoi, fortified yogurt, aimed to address essential nutrient deficiencies crucial for
children's growth in rural Bangladesh. Despite being a profit-driven enterprise, Grameen
Danone Foods prioritizes social impact over financial gain, a philosophy that has

underpinned its success in business.
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CHAPTER-3: TRAINING AND DEVELOPMENT

PROGRAM OF GRAMEEN BANK
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3.1 Training at GB

Grameen Bank has a unique and comprehensive training program that spans one year. During
this period, selected candidates undergo practical training along with a seven-day classroom
session. If a candidate fails twice, they are deemed unsuitable for the position. Candidates must
pass three preliminary tests before taking a final exam administered by their zonal officers.
Training is crucial for Grameen Bank employees to effectively handle various challenges in

the workplace and branch offices.

Annually, Grameen Bank evaluates its branches using a 'five-star system' to measure
performance. The branches are ranked with different colored stars: green, blue, violet, brown,
and red. The lowest rank, represented by the green star, signifies a 100% repayment rate. The
blue star, the second rank, is awarded to branches that achieve profitability. The third rank, the
violet star, is given to branches where deposits exceed loans. The fourth rank, the brown star,
is awarded to branches ensuring that the children of their borrowers attend school. The highest
rank, the red star, is given to branches whose borrowers have crossed the poverty line and met

ten specific requirements set by the bank.

The Grameen Bank operates with innovative and unconventional concepts that set it apart from
traditional banks. Comprehensive training is crucial to equip and align staff with the
contemporary social banking system. The GB Training Institute plays a crucial role in fulfilling
this need by conducting all training programs in line with the bank’s requirements. Located in
Dhaka, this institute has developed an extensive library filled with invaluable literature across

various subjects.

The training institute organizes a diverse range of programs, including foundational, refresher,
in-service, and upper-management training. Additionally, it offers training for those engaged
in microcredit initiatives. The institute boasts a highly knowledgeable teaching team with
significant field experience at Grameen Bank, complemented by sessions led by senior

management experts.

The facility is designed to provide a comprehensive training experience. It includes various
amenities such as accommodations for students, a canteen, a library, a mosque, a medical unit,
a hall room, an auditorium, and multimedia resources. At present, thousands of employees
receive training at the Grameen Bank Training Institute in Dhaka, equipping them with the

skills needed to support the bank's objectives effectively.
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3.2 Human Resource Management of GB

Grameen Bank oversees its workforce internally, employing approximately 27,000 staff
members throughout Bangladesh. While the bank does not operate a specialized human
resources department, it has established several divisions to efficiently manage its large
employee base. These divisions include the administrative, training, establishment, and
secretariat departments, each tasked with specific responsibilities related to human resource
management. The policies guiding these departments are approved by the board of directors.
Grameen Bank's human resource management follows several key policies, which include:

1. General Policy

ii. Recruitment Policy

iii. Training Policy

iv. Posting Policy

v. Gender Policy

vi. Service Rules Policy

vii. Financial Benefits Policy

viii. Leave Facilities Policy

ix. Promotion Policy

x. Retirement Policy.

3.3 Necessity of Training and Development at GB

In many workplaces, employees often exhibit a few deficiencies that can hinder their
performance and overall productivity. Implementing a comprehensive training program can
significantly enhance the skills and capabilities of the workforce. This kind of program ensures
that all employees have the opportunity to advance to the next level, equipping them with

uniform knowledge and competencies.
A well-structured improvement program offers the following benefits:

1. Stay Updated with Industry Developments: Ensures that employees are aware of the
latest trends, technologies, and best practices in the sector, keeping the organization

competitive.
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2. Embrace Innovative Ideas: Encourages the adoption of new strategies and concepts

that contribute to the organization's growth and success.

3. Identify and Address Skill Gaps: Helps in recognizing areas where employees may

lack proficiency and provides targeted training to bridge these gaps.

4. Enhance Core Knowledge and SKkills: Focuses on building fundamental skills and

knowledge that are essential for effective job performance.

5. Motivate Continuous Learning: Inspires employees to engage in ongoing learning

and professional development, fostering a culture of growth and improvement.

6. Develop Delegation Skills: Strengthens employees' ability to delegate tasks efficiently,

improving teamwork and productivity.

By implementing such a program, organizations can ensure that their workforce remains
skilled, motivated, and capable of meeting the demands of the ever-evolving business

landscape.

3.4 Different Types of Training Objectives

Grameen Bank's training programs are designed to meet various objectives, catering to the

diverse needs of its workforce.

3.4.1 Foundation Training
This training program is designed for both non-officers and officers and spans six months, with
direct supervision from the institute and zonal management. This structured approach ensures

comprehensive training through a blend of theoretical knowledge and practical experience.

A. Six-Month Specialized Training Under Institute

1. Initial Training at the Facility (3 Days):
o Upon reporting, participants are required to spend three days at the training
facility.
o During this period, they will attend briefing sessions, orientation classes,

discipline classes, and receive homework assignments.
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2. Branch Office Training (2 Months):

o Trainees will then be stationed at a branch office for two months.

o Here, they will immerse themselves in understanding the Grameen philosophy and
observe routine branch activities.

o They are expected to interact with employees, managers, and debtors to gather
information in response to specific inquiries from the institute.

o This hands-on experience is crucial for their learning and professional growth.

3. Return to the Training Facility (1 Week):

o After the two-month branch office training, participants return to the training
facility for one week.

o During this week, they must submit all their completed homework.

o The week will also include classes on specialized topics and sessions for sharing
experiences.

o Atthe end of the week, trainees are required to take an exam.

4. Evaluation and Grading:

5.

o Faculty members will compile and review the exam results to create a grade list.
Advanced Training at a New Village or Branch (2 Months):
o After the week at the training facility, trainees will move to a new village or
branch for another two months.
o This period will involve selecting a new specialty area, and work assignments will

be tailored accordingly.

B. Six-Month Specialized Training Under Zonal Management Supervision

1.

Initial Training Phase: Over the initial six months, employees undergo specialized
training focusing on their specific responsibilities. This training is meticulously supervised
by the Zonal Management team to ensure comprehensive skill development and knowledge
acquisition.

Transition to Administrative Oversight: As trainees progress and the training
requirements become more complex, they are transitioned to the administration
department. This department is responsible for finalizing their placements within the
organization.

Final Placement by Administration Department: The Administration Department

assesses the needs of the Zonal Office and places employees accordingly. The placement
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is in alignment with the Zonal Manager's policies and requirements. The Zonal Manager
then makes the final decision regarding which branch the trainee will join.

4. Role Assignment: Upon assignment to a branch, the trainee assumes the title of "Trainee
Center Manager." This role is pivotal for gaining hands-on experience and further honing
their skills.

5. Six-Month Training Duration: The training program spans six months, during which the
trainee is expected to fully immerse in their role and responsibilities.

6. Supervision and Evaluation: Throughout the training period, the trainee is under the close
supervision of a Branch Manager. The Branch Manager continuously monitors the trainee's
performance, providing guidance and support. At the end of the six-month period, the
Branch Manager conducts a thorough evaluation of the trainee's performance.

7. Recommendation for Zonal Manager Review: Based on the evaluation, the Branch
Manager may recommend the trainee for further review by the Zonal Manager. This
recommendation is a crucial step in the trainee's career progression.

8. Periodic Examination: The Zonal Manager administers an examination to all trainee
center managers every six months. This examination is designed to assess the trainees'
knowledge, skills, and overall readiness for more advanced responsibilities.

9. Mandatory Examination Requirement: Successful completion of the exam is essential

for advancing within the organization.

3.4.2 In-service Training

All officers are mandated to participate in in-service training sessions during their duty hours.
It is essential for everyone to complete this course following each promotion. The training
institute has meticulously designed this program to ensure it aligns with the evolving

responsibilities and skills required at each new level.

3.4.3 Refreshers Training.

This training program is scheduled periodically to meet the needs of our field management
team. The training center organizes sessions based on field demand, enrolling officers
specifically selected by the zonal manager. These officers are sent to participate in a

comprehensive training course that covers a variety of topics, including specific issue
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resolution, troubleshooting techniques, strategic problem-solving methods, motivational

strategies, and skill development.

3.4.4 Grameen International Dialogue Program

To facilitate the global expansion of the Grameen model, Grameen Bank and Grameen Trust
typically organize two to three Global Dialogue Programs each year. These programs are
designed to offer a comprehensive introduction to the Grameen approach, support the
development of credit programs inspired by Grameen's principles, and provide participants
with an immersive experience in the Grameen Bank strategy. Through these dialogues,
attendees gain valuable insights into the operational environment of Grameen, learn the
intricacies of implementing similar credit initiatives, and understand the practical impact of the

Grameen methodology on communities worldwide.
model to benefit their respective organizations and adapt it to their unique circumstances.

The International Dialog Project is a seven-day event characterized by a dynamic schedule of
arrivals and departures, visits to different countries, and the establishment of microcredit
programs inspired by the Grameen model in Bangladesh. This project aims to foster
intercultural understanding and cooperation. Additionally, specialized dialogues are
occasionally organized for members of governmental and non-governmental organizations
from various nations. Apprentices and researchers are also encouraged to participate as

observers in the Dialog Sessions for a nominal fee.

3.4.5 Higher Management Training

For senior and mid-level management Training and development programs play a crucial role
in the success of Grameen Bank. Mid-level management, particularly area management, is a
vital component of the bank's organizational structure. The area manager, who leads this office,
is the chief overseer responsible for field operations. Supporting the area manager is the

program officer, who plays a pivotal role in assisting with various tasks.

An area manager typically supervises between ten to twelve branches, making them
accountable for a wide range of responsibilities. To ensure they are well-prepared for these

duties, comprehensive training for higher management is essential. The transition necessitates
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a thorough understanding of advanced management practices and leadership skills to

effectively manage multiple branches and contribute to the overall success of Grameen Bank.

3.5 Training and Development Approach of GB

Grameen Bank, renowned for pioneering microfinance and uplifting underprivileged
communities, depends heavily on the competence of its workforce. Therefore, training and
development are critical to ensuring that employees at all levels align with the bank’s goals of

social entrepreneurship and poverty alleviation.
3.5.1 Training Philosophy and Objectives

Grameen Bank’s training philosophy likely centers around empowering employees to serve the
unique needs of rural borrowers. It is not just about developing technical skills but fostering a
deep understanding of the bank’s social objectives. The training programs are expected to focus

on:

e Microcredit: Training employees on how to properly assess creditworthiness in an
unconventional lending environment.

o Community Engagement: Employees learn how to build trust with rural clients who
may not have formal banking experience.

o Social Responsibility: Since Grameen Bank combines social and financial objectives,
training would emphasize the importance of ethical practices and long-term

sustainability.

3.5.2 Development of Soft Skills

Beyond technical training, Grameen Bank likely invests in the development of soft skills such
as communication, negotiation, empathy, and conflict resolution. These are critical for dealing

with clients from disadvantaged backgrounds, where conventional business relationships may

not apply.

e Empathy and Trust Building: Since Grameen’s client base is composed mostly of
poor rural women, trust-building is essential.
e Cultural Sensitivity: Understanding local cultures and customs is critical for

employees working in diverse rural areas.

©Daffodil International University Page | 16



3.5.3 Long-Term Development and Career Growth

Career development within Grameen Bank likely aligns with its broader social goals. The bank
focus on developing internal talent through long-term professional growth programs.
Promotions and career advancement closely tied to how well employees are able to drive social
change in the communities they serve. The training supports not only immediate job

performance but also long-term employee growth and retention.

3.6 Steps and Process of Grameen Bank Training

1. Needs Assessment: The initial step involves conducting a thorough assessment to identify
gaps between current capabilities and the requirements for effective execution. This process
ensures that training initiatives are tailored to address specific needs.

2. Structuring, Developing & Conducting the Training: Once the needs are identified, the
training program is structured, developed, and conducted. This phase focuses on creating a

comprehensive training curriculum that aligns with identified gaps and objectives.

3.6.1 Need Assessment

Training Needs Analysis (TNA) is a critical process within the organization, helping to identify
gaps in skills, knowledge, and competencies that are necessary for employees to perform
effectively in their roles. Here’s a detailed explanation of how Grameen Bank perform TNA

based on its organizational structure and objectives:
1. Understanding Organizational Goals and Objectives

Grameen Bank operates with a clear mission of poverty alleviation through financial inclusion,
targeting underserved populations, particularly women, in rural areas. Training programs are

designed to enhance employees’ ability to contribute to this mission.

Key Considerations:

e Operational Focus: Grameen Bank’s focus on providing financial services to low-income
individuals necessitates that its employees, especially field officers, understand both

financial products and the unique challenges faced by their clients.
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o Sustainability Goals: The bank also focuses on sustainability and growth. Training
programs must ensure that employees are equipped to support the bank’s continued

expansion and adaptation to evolving financial needs.

2. Identifying Skill Gaps at Various Levels

Grameen Bank’s workforce comprises different levels of employees, from branch managers
and field officers to administrative staff and senior leaders. Each role has unique
responsibilities, and the training needs may vary accordingly. The TNA process helps Grameen

Bank identify specific skill gaps at each level by:

o Field-Level Analysis: For frontline workers, such as loan officers, the focus is often on
understanding community dynamics, managing relationships, and applying microfinance
principles effectively. Here, the training needs include interpersonal skills, financial
literacy, and loan management techniques.

e Managerial Level: Managers have a different skill set, focusing more on leadership,
strategy execution, and overseeing operations across multiple branches or regions.
Identifying their training needs involves assessing their ability to lead teams, implement
bank policies, and adapt to changing market conditions.

« Technology and Process Skills: With increasing digitization in the financial services
industry, Grameen Bank identify technological skill gaps, ensuring that employees can

effectively use new financial tools and platforms introduced to streamline services.

3. Data Collection and Feedback Mechanisms

Grameen Bank’s TNA involve collecting both quantitative and qualitative data from various
sources to assess the current skill levels and identify training gaps. This data is crucial for

designing effective training programs.

Methods of Data Collection:

o Employee Surveys: Grameen Bank use surveys to gather input from employees regarding
their training needs, the challenges they face in their current roles, and areas where they

feel additional skills or knowledge are required.
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Performance Appraisals: Regular performance evaluations help assess employee
effectiveness and highlight areas where performance improved through targeted training
programs.

Workplace Observations: Supervisors and managers conduct direct observations of
employees at work to identify inefficiencies, misunderstandings, or areas where more
knowledge is needed. This can be particularly important in frontline roles where employees

work closely with clients.

4. Prioritization of Training Needs

Not all identified gaps may be addressed at once, so Grameen Bank prioritize the most critical

training needs. These priorities are often based on several factors, including:

Urgency: Areas where skill gaps significantly impact operational efficiency or client
satisfaction are often addressed first. For example, if loan officers are struggling to manage
relationships with borrowers effectively, training in communication and conflict resolution
would be prioritized.

Strategic Importance: Some skills more aligned with the bank’s future goals, such as
digital literacy training as Grameen Bank expands its digital financial services.

Employee Development Goals: Grameen Bank also consider the career progression and
professional development aspirations of its employees when determining which training

programs to implement.

5. Evaluation of Training Effectiveness

After conducting the training programs, Grameen Bank would assess their effectiveness by

measuring improvements in employee performance, customer satisfaction, and overall

operational efficiency. This helps the organization determine whether the training objectives

were met and if further adjustments are needed.

Key Evaluation Metrics:
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« Employee Performance Metrics: Post-training assessments track improvements in
specific performance areas, such as loan recovery rates, customer retention, or reduction in
errors during transactions.

o Client Feedback: Grameen Bank also assess the impact of training by gathering feedback
from clients, particularly on how the service quality has improved after employees have
undergone training.

o Business Impact: The ultimate goal of TNA is to improve Grameen Bank’s operations, so
the effectiveness of training evaluated in terms of its contribution to organizational
performance indicators such as increased loan disbursements, higher repayment rates, and

client outreach.

3.6.2 Developing the Training

To assess training effectively, it is crucial to evaluate the foundational aspects of each
hierarchical movement estimation accurately. This includes refining the preparation process to
enhance the final stage evaluation. Employing assessment as a method for more efficient

preparation and improvement proves to be increasingly effective.

e Assessing readiness levels of participants.

Determining optimal duration for training sessions.

Selecting suitable methodologies for training.

Ensuring instructors are well-prepared.

Establishing clear evaluation criteria.

Integrating with other organizational initiatives.

Securing unequivocal support from senior management for these plans.

3.7 External Expertise

The training and development program at Grameen Bank stands apart from conventional
banking institutions due to its unique banking system. Consequently, the Grameen Bank
Training Institute opts not to engage external experts for their training initiatives. They believe
that their banking methods are distinct and require strategies tailored specifically to their
operational philosophy. Therefore, they exclusively rely on trainers and experts who are

intimately familiar with Grameen Bank's activities and approach.
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3.8 Methods of Evaluating Training and Development process of GB

Grameen Bank employs a variety of rigorous methods to assess the effectiveness of its training

and development efforts:

1. Feedback Surveys: These surveys solicit trainees' feedback on the relevance,
usefulness, and quality of training content, delivery methods, and instructors.

2. Pre- and Post-Training Assessments: Before training begins, Grameen Bank
conducts assessments to gauge employees' existing knowledge and skills. Post-training
assessments follow to measure knowledge acquisition and skill improvement.

3. Performance Appraisals: Training outcomes are integrated into employees'
performance evaluations. Supervisors assess how well employees apply newly acquired
skills in their roles and contribute to organizational goals.

4. Observation and Feedback: During and after training sessions, supervisors and
trainers observe employees' performance to provide immediate feedback. This helps
reinforce learning and address challenges promptly.

5. Follow-Up Assessments: Periodic assessments are conducted after training to evaluate
the retention of knowledge and skills over time. These assessments also identify
ongoing training needs.

6. Business Impact Analysis: Grameen Bank evaluates how training initiatives impact
key business metrics such as productivity, customer satisfaction, and employee
turnover. This analysis links training outcomes directly to organizational objectives.

7. Cost-Benefit Analysis: To assess the ROI of training activities, Grameen Bank
conducts thorough cost-benefit analyses. These analyses compare the costs of training
implementation against the measurable benefits in terms of enhanced employee

performance, operational efficiency, and overall organizational effectiveness.

3.9 Training Institutes Affiliated with GB

Grameen Bank, as a globally renowned microfinance institution, places a strong emphasis on
human resource development and capacity building for both its employees and borrowers. To
achieve this, it has established or partnered with various training institutes to provide structured

learning environments. These institutes are integral to the success of Grameen Bank’s mission,
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as they help ensure that both staff and borrowers are equipped with the necessary skills and

knowledge.

3.9.1 Key Training Institutes

Some notable training institutes either affiliated with or that work closely with Grameen Bank

include:

e Grameen Bank Training Center (GBTC): One of the most important institutes

providing specialized training programs for both employees and beneficiaries of the

bank. It focuses on operational training, microfinance techniques, and rural

development skills.

e Grameen Trust (GT): Although GT operates separately, it plays an important role in

extending Grameen Bank’s microfinance model worldwide. It also provides specialized

training for other organizations looking to replicate Grameen’s social business model.

e Grameen Communications: A branch of the Grameen family, this institute offers IT-

based training programs aimed at digital financial services and technology-driven

innovations that support Grameen Bank's goals.

3.9.2 Training Schedules

The training schedules at these institutes vary depending on the level of participants
(employees, borrowers, or partner organizations) and the nature of the training programs.
However, most of these institutes follow a structured framework for their training schedules.

e Induction Training for Employees: Newly hired employees at Grameen Bank are

required to undergo an induction training program at Grameen Bank Training Center
(GBTC). The typical schedule includes:

@)

o

Duration: 4-6 weeks

Modules: Grameen microfinance model, loan disbursement and recovery procedures,
customer relationship management, and fieldwork.

Hands-on Training: Employees participate in field visits to rural areas where they observe
and learn from experienced branch officers.

Assessments: At the end of the training period, trainees are assessed on their understanding

of operational procedures.

e Training for Borrowers: Grameen Bank also conducts financial literacy and

entrepreneurial training for its borrowers. These training programs focus on:
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o Duration: 2-3 days (depending on the program and region)

o Modules: Basic financial management, bookkeeping, loan utilization, and repayment
strategies.

o Sessions: Group-based training sessions, often conducted in local branches or community
centers. Trainers from Grameen Bank or its affiliated institutes conduct these workshops
periodically.

Specialized Training Programs: For mid-level and senior managers, Grameen Bank
Training Center (GBTC) offers more advanced courses in leadership, operational
management, and social business models. The schedules for these programs typically
follow a format such as:

o Duration: 1-2 weeks

o Modules: Leadership skills, social business development, financial risk management, and
human resource management.

o Training Method: A blend of classroom learning, case studies, and peer discussions.
Additionally, these programs often include practical work through field assignments.

International Training Programs: Grameen Trust offers international training programs
for individuals and institutions who want to replicate the Grameen model in other countries.
These programs generally last for a few weeks, with a curriculum that covers:

o Microfinance principles and operational models

o Field exposure and visits to Grameen Bank branches

o Workshops on challenges and opportunities in social business

Technology Training (Grameen Communications): With the rise of digital financial
services, Grameen Communications runs various training sessions for bank employees to
adapt to digital platforms for microfinance. The schedules for these programs include:

o Duration: 3-5 days

o Modules: Use of technology for financial inclusion, mobile banking services, and
cybersecurity.

o Practical Sessions: Hands-on training with digital tools and platforms used by Grameen

Bank.

3.10 Results and discussion

The training and development practices at Grameen Bank demonstrate both strengths and

weaknesses in their effectiveness for employee development. While the bank’s focus on skill
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improvement, productivity, and employee satisfaction reveals a commitment to enhancing
workforce capabilities, several challenges hinder optimal outcomes. Inadequate customization
of training programs limits their relevance to employees' specific roles, while limited resources
and budget constraints further restrict the quality and frequency of training initiatives.
Additionally, the high employee turnover poses retention issues, undermining the long-term
impact of training investments. Technological challenges impede the implementation of
modern training solutions, and the lack of performance-based training reduces motivation
among employees. Furthermore, each program often allocates less training time than necessary,
resulting in superficial learning experiences. Some employees may lack interest in attending
training sessions, highlighting the need for more engaging content. The bank’s practice of
exclusively employing trainers affiliated with its activities may limit exposure to diverse
teaching methods and perspectives, while the insufficient number of training institutes restricts
access across different zones. Despite these challenges, the bank’s proactive approach in
periodically updating training programs to meet current needs indicates a willingness to adapt
and improve, which is essential for fostering a skilled and motivated workforce. Addressing
these issues could significantly enhance the effectiveness of training and development

initiatives at Grameen Bank.

©Daffodil International University Page | 24



3.10.1 Factors affecting the Training and Development Practices of GB

Here’s a table outlining various factors that affect the training and development practices of

Grameen Bank, along with percentages indicating the influence of each factor.

Factors Description Percentage (%)

1. Organizational Culture The values and beliefs shared within the 10%
organization that influence training
priorities.

2. Leadership Support The commitment and involvement of 12%
management in promoting and
participating in training initiatives.

3. Employee Engagement The level of interest and involvement 9%
employees have in their own training and
development.

4. Training Needs The systematic evaluation of training needs 8%

Assessment within the organization.

5. Budget Constraints Availability of financial resources 11%
allocated for training programs.

6. Technological The impact of technology on training 7%

Advancements delivery and content.

7. Regulatory Compliance with industry regulations and 6%

Requirements standards that influence training content.

8. Employee Turnover The rate of employee turnover can affect 5%

Rate continuity in training efforts.

9. Assessment and Systems in place for evaluating training 7%

Feedback Mechanisms effectiveness and gathering employee
feedback.

10. Trainer The skills, knowledge, and experience of 6%

Qualifications trainers impacting the quality of training.

11. Training Methods The variety of training methods used, such 8%
as e-learning, workshops, or on-the-job
training.

12. Job Relevance of The extent to which training aligns with 10%

Training employees' job roles and responsibilities.

13. Employee The existing knowledge and skills of 8%

Background and employees that influence their training

Experience needs.

14. External Partnerships  Collaboration with educational institutions 5%
or other organizations to enhance training
programs.

15. Communication The effectiveness of communication within 5%

Channels the organization about training
opportunities.

16. Evaluation of The assessment of how training outcomes 7%

Training Impact

align with organizational goals and
employee performance.
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3.10.2 Effectiveness of Training and Development Practices of GB

Here’s a table outlining various factors that describe the effectiveness of training and
development practices at Grameen Bank, along with percentages indicating the effectiveness

of each factor.

Factors

Description

Effectiveness
Percentage (%)

1. Employee Skill The extent to which employees acquire 85%
Improvement new skills relevant to their roles.
2. Job Performance Improvement in job performance metrics 80%
Enhancement following training initiatives.
3. Employee Retention ~ The impact of training on retaining 75%
Rates employees within the organization.
4. Employee Employees' satisfaction and feedback 78%
Satisfaction with regarding the training programs offered.
Training
5. Return on Investment Financial returns achieved as a result of 70%
(ROI) training investments.
6. Knowledge The degree to which employees retain and 76%
Retention apply knowledge gained from training.
7. Training Completion  The percentage of employees successfully 90%
Rates completing training programs.
8. Impact on Changes in organizational culture due to 68%
Organizational Culture  enhanced training and development

practices.
9. Career Advancement The extent to which training leads to 74%
Opportunities promotions or career advancement for

employees.
10. Training Relevance  The alignment of training content with 82%
to Job Roles employees' job responsibilities.
11. Feedback The effectiveness of systems in place to 73%
Mechanisms gather employee feedback on training.
12. Integration of The effectiveness of incorporating 77%
Technology technology in training delivery.
13. Adaptability of The ability of training programs to evolve 71%
Training Programs with changing organizational needs.
14. Collaboration with  The success of partnerships with 69%
External Partners educational institutions in enhancing

training effectiveness.
15. Post-Training Availability of resources and support for 72%
Support employees after training sessions.
16. Monitoring and The effectiveness of processes used to 74%
Evaluation Processes evaluate and monitor the impact of

training.
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CHAPTER-4: FINDINGS,

RECOMMENDATIONS, APPENDICES &
CONCLUSION
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4.1 Problems Identified

1.
2.

© © N o 0 M

Training programs are not sufficiently customized to address specific employee needs.

There is insufficient funding and resources to expand or improve training programs.

High turnover makes it difficult to retain trained employees, reducing the program's long-
term impact.

Barriers in technology hinder the effective implementation of modern training methods.
Training lacks a focus on improving individual performance and outcomes.

Programs do not allocate enough time relative to the content that needs to be covered.
Some trainees show a lack of interest or motivation in participating in training sessions.
The bank limits its trainers to in-house experts, restricting diverse perspectives.

There are not enough training centers to serve all operational zones adequately.

4.2 Recommendations

N oo g bk~ DD

Conduct needs assessments to tailor training programs to specific employee and
organizational needs.

Seek partnerships, grants, or sponsorships to enhance funding for training initiatives.
Implement employee engagement strategies and development plans to boost retention.
Provide comprehensive training on new technologies and ensure ongoing technical support.
Introduce metrics and evaluations to align training programs with performance outcomes.
Increase training time to match program content needs.

Increase trainee motivation by making training sessions more interactive and relevant to
their roles.

Expand trainer selection beyond Grameen Bank affiliates.

Stablish more training centers to ensure widespread access and coverage.

4.3 Conclusion

In Bangladesh, the banking sector operates with fierce competitiveness. The success of any

bank hinges crucially on enhancing coordination between agents and consumers. Through

thorough training and continuous advancement, agents can develop formidable capabilities,

enabling them to adeptly fulfill their roles within the organization. This results in the cultivation
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of highly skilled personnel within banks who deliver exceptional service to customers, thereby

fostering trust and loyalty.

Effective training ensures that these agents are well-equipped to excel in their responsibilities.
Consequently, now is an opportune moment for Bangladesh's financial sectors to initiate robust
training and development programs aimed at enhancing human resource management

capabilities among their staff.

Specifically, institutions like Grameen Bank have faced challenges such as inadequate
profitability, limited innovation in financial products, absence of a structured management
framework for small-scale credit associations, regulatory complexities, and unclear operational
guidelines. The government is actively addressing these issues to achieve comprehensive

oversight and resolution.

Given Bangladesh's significant role as a producer, comprehensive training programs are pivotal
in equipping talent agents and fostering job creation, underscoring the importance of ongoing

skill development in this dynamic sector.
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APPENDICES
Appendix-1

Questionnaire Appendix

This questionnaire is designed to gather insights into the Training and Development Program
at Grameen Bank. Your responses will be used solely for academic research purposes.

Participation is voluntary, and all responses will remain confidential.

Section 1: General Information

1. Name:

2. Designation:

3. Department:

4. Years of Experience at Grameen Bank:

Section 2: Training and Development at Grameen Bank

1. What is the current state of Grameen Bank's Training and Development
Program?

(Please describe briefly):

2. What are the general activities of Human Resource Management at Grameen
Bank?
(Please describe briefly):
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3. Why is employee training and development important at Grameen Bank?

(Please describe briefly):

4. What types of training programs does Grameen Bank offer?

(Please select all that apply):

o U Technical Skills Training

o I Leadership Development

o O Soft Skills Training

o U Financial/Banking Training

o U Others (Please specity):

5. How are training programs designed for mid-level or higher management?

(Please describe briefly):

6. What training methods does Grameen Bank use?

(Please select all that apply):

o U Classroom Training
o U0 E-Learning/Online Training

o [J On-the-Job Training
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o LI Workshops/Seminars

o U Others (Please specify):

7. Does the Training Institute hire external experts for the training and development

program?
o Yes
o O No

o O Not Sure

(If yes, please specify the type of experts):

Thank You for Your Participation!
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