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Internship program is mandatory for the students at UNITED INTERNATIONAL UNIVERSITY under the curriculum of Bachelor of Business Administration (BBA) with a view to familiarizing them with the corporate world. As a BBA student I got the opportunity to conduct my internship in the Human Resource department of Genuine Technology and Research Ltd.
Genuine Technology and Research Ltd features a proven diary of delivering sophisticated technology solutions on time, with smart competent development teams. GTR has created arrangements in most broad-based markets for fabricating, trade administrations, and dispersion. It was established in the year 2005 and within few years it created compliance program frameworks for developing markets. For over a long time, it has conveyed a wide cluster of CCTVs, Get to Control, Participation & Finance framework, Apparels CAD/CAM arrangements for Corporate Clients.
GTR's Human Resources department is one of the most critical supporting elements that work on optimizing the effectiveness of workers and adequately improving and compensating them. GTR HR is advanced with the successes of recruiting process equity and openness, equitable job prospects, consistent workforce acquisition policy, sustainable incentive benefits and technology-driven work climate.
The GTR HR department has its own structured method to find the best candidate at the right place at the right time. But the most important learning was implementing Strategic Human Resource Planning and how the company is doing well through this method. Evaluating this factor very closely helped GTR in filling the right resources at the right time with the right skill set. Their comprehensive Strategic HR Plan ensures that the business can deliver on strategy and the ability to monitor progress towards the organization’s goals. 



During my internship time, I was given the task of assisting HR managers in hiring and assessing individual roles. I learned how to handle employee files, connect with the applicants, administer the written examination, assess the CVs and applicants, and print the necessary papers. Learning from the leadership and the community has made good behaviors more encouraging.
The objective of the report is to gather knowledge and present the possible ways of strategic HR planning to improve business performance to make the unit and their regulations more viable. Also, I provided some recommendations to go on further. 
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[bookmark: _Toc57415894]Chapter One: Introduction
	
[bookmark: _Toc57415895]1.1 Origin of the Study:
Genuine Technology & Research Ltd. (GTR) is a driving computer program advancement and computerization innovation company that centers on giving administrations to realize business's basic advances, in trade advancement consultancy, mechanical framework, and IT arrangement. GTR has a proven journal of timely implementation of emerging technology solutions with smart, competent production teams. GTR has created arrangements in most broad-based markets for fabricating, trade administrations, and dispersion. Cultivating innovative development in Bangladesh is undeniable as this company offers shinning prospects for making huge-scale work and wage gaining openings, reinforcing the endeavors towards accomplishing tall and supported financial development which is critical prerequisites.
With time, in the IT and tech sector, Bangladesh has produced lots. There has been a significant change in this sector over the past few decades and time has brought the current result. With such improvement, it achieves sophistication, which was rather unacceptable at a certain point. Yet it is no longer likely to be neglected or discouraged by its contribution to the national income. In addition to playing an important part in dismantling the unemployment issues of young graduates, it provides more work openings day by day. So, GENUINE TECHNOLOGY decided to line the trail for contributing to the economy for its IT and research sector. The number of individuals employed during this sector has been consistently growing over the amount of time. With such an enormous number of employees working, it's essential for the proper quite HR practices to be in place. Due to this, GENUINE TECHNOLOGY & RESEARCH LTD aids their IT sector with proper HR practices in this process. With benchmarking the HR practices across their organization, it helps them to compare their practices thereupon of the others’.
In these three months of the internship program, I was appointed to this organization under the supervision of Md Abul Khair. As the job market may be a competitive one, and sometimes that is a troublesome learning curve for recent graduates, the internship is often the large reason for the expansion of applied learning. An internship is characterized as "any organized or official program to provide practical experience for beginners in an occupation or career." The most critical feature of internships is that they integrate classroom understanding and theory with experience and expertise gained in technical or group contexts. In addition, they offer a wealth of points of concern to undergraduates, especially when pursuing a degree and when preparing for a post-graduation future. So, my supervisor asked me to prepare an internship report on the HR department of GENUINE TECHNOLOGY & RESEARCH LTD. So, I have chosen the topic- “Strategic HR Planning: A Strategic Determinants for Improved Performance”. I have done the internship at this organization from 10th October 2019 to 10th January 2019.  
[bookmark: _Toc57415896]1.2 Background:
The process of calculating the organization's longer-term human asset prerequisites and determining if the organization's winning human asset potential should be used to satisfy these prerequisites is Human Resource Planning (HRP). It in this manner reflects on the basic financial principle of the request and adds to the organization's human asset capacity.
It is the HRP framework that allows the management of the business to satisfy the longer-term need for human capital within the company with the availability of the appropriate people in appropriate numbers at the appropriate time and location. In addition, the process of recruiting and selection can be initiated by management only after careful review of the HR criteria. HRP is also crucial in achieving the organization's objectives and goals successfully. In fact, with the organization's portion of processes and potential plans lately being narrowly linked to human asset arrangement, Critical HR Arranging has currently ended up with HR planning.
A crucial part of vital HR management is key HR preparation. It conveniently ties HR management to the organization's main framework. There is a critical structure in most mid- to large-sized organizations that directs the organization in successfully organizing its mission. Organizations periodically complete financial plans to ensure that they meet corporate targets, and although employee plans are not as common, they are just as significant. Since Bangladesh has the potential to become one of the largest economies of the world in this century, along with Brazil, Russia, India, and China (BRIC), organizations need to consider the strategic direction. So, the harmonization between intuitive and logical thought needs to be strong that can be possible through strategic HR planning. 
However, GTR can manage the variables of strategic HR planning constantly to remain fit in the environment and understand the strategic direction of the organization along with the environment of human resource development. They have always emphasized the importance of human resources development in so far as inculcating futuristic strategic direction or perspective planning abilities. GTR involves strategic HR planning in their project plan. From creation to planning, arranging, tracking and applying controls, it assists in the project. They recognize the positions of their representative and liaison upon completion. They put a mechanism in place to distribute resources and settle the conflict through knowledge processing, coordination, and distribution of information.
[bookmark: _Toc57415897]1.3 Objective:
The objectives of the report are:
· To understand the effectiveness of Strategic HR planning through which GTR is operating their human resource department
· To explore the factors of strategic HR planning in their organization
· To assess the optimum use of strategic HR planning in the organization 
· To identify the prospects of the organization, how to survive through strategic HR planning to cope with technological development and modernization
· To provide a translating vision about the organization that how they maintain the level of challenges in case of implication 
[bookmark: _Toc57415898]1.4 Methodology of the Study:
The research project was analyzed in several steps by identifying different prospects, problems, and solutions to those problems. The steps in the methodology of the report are:
Design of the Research Project: Descriptive research design was followed to conduct the research. The research project was focused on the human resource management department of GENUINE TECHNOLOGY & RESEARCH LTD and its strategic HR planning and its determinants for improved performance.
Collection of Data: There are two types of data collection, one is primary data collection and another one is secondary data collection.
Primary data collection: A primary data source is a special source of knowledge, that is, one in which the researcher gathers the information firsthand for a precise inquiry about cause or expansion. It is possible to gather important knowledge in many ways. Be it as it can, the most general techniques are listed underneath.
An in-depth interview with employees: Employees of a company know the current situation of its environment. So, an in-depth interview was taken to identify the detailed aspects and situation of the HR activities of the company.
· Process of observation: Primary data was collected through the observation method by personally going on the field.
· Telephone interview with customers: Qualitative data has been found over a telephone interview with current customers.
· Market visit: Prospective projects were visited to collect data and analyze different stages of strategic HR activities.

Secondary data collection: Secondary data is data which has already been obtained from other sources and is readily accessible. Such information is better and more easily practical than the jointly available essential information, when essential information cannot be accessed at all. Below are several sources of secondary results.
· Annual report of GTR
· Brochures
· Case study research
· Recent HR activities of the organization
· Some other organizations such as, DABUR, Unilever, etc. to study their HR policies
[bookmark: _Toc57415899]1.5 Limitations of the study:
There were some problems while undergoing to do the internship report. A wholehearted exertion was connected to conduct the program and to bring a dependable and productive result. Despite the effort, there exist some limitations, which acted as a barrier. The limitations were:
· This study was conducted over a limited area (Dhaka city) 
· The business does not have a proper secondary data base and gathering them was not a seamless process.
· Time is required for preparing any report and during my service period, it was a bit difficult to accommodate sufficient time for it.
· Regarding the sample there were constraints. If the sample size and area could be taken widely then research work would have been more reliable and authentic.
· There were financial constraints too when it had attempted to prepare the study. Being a student, it was difficult to spend sufficient financial resources for this report.
· Due to the organization's code of conduct, I did not allow myself to provide much in-depth information.
· Limited experience in preparing this sort of report.
· The areas of the data are so large, and the data providers are a busy person.
· Lack of required information.
· Lacking practical skill.
· Missing in required information around diverse situational prerequisites.


[bookmark: _Toc57415900]Chapter Two: Literature Review

Human Resource Management is the system of hiring, choosing, inducing members, implementing, offering training and improvement, assessing the execution of representatives, selecting stipends and granting benefits, encouraging representatives, establishing proper ties with workers and their labor unions, ensuring consistency with employee protection, wellbeing and health initiatives (Nazli, M., 2020). 
Krausert, A. (2017) stated that Human Resource Planning is the comprehensive review of HR requirements to ensure that, as possible, the right number of workers with the appropriate qualifications is available. This planning requires the simple task of changing the supply and request of HR to use the properties preferably. 
HRP must be systematic, cohesive, and organized for the whole enterprise, such as generation preparation, financial structure and promotion. HR boss offers feedback such as primary HR zones, HR natural limits, HR capacities, and HR power limitations to organizational strategists. Corporate strategists are going forward to express their needs and criteria to the HR leader. In this way, the business vital structure and HR will consolidate all HR and other utilitarian plan (Mayo, A., 2015).
The strategic arrangement serves as a director for businesses to fulfill their mission. The typical critical structure presents the qualities and limitations of the organization, the climate in which the organization works and the goals that the organization wants to meet within a particular timeframe (Dane, E., 2013). The organization would take a holistic approach to human resource strategy to accomplish the necessary results that are outlined in a strategic plan.
Keane, M. P. (2015) contented that, to create a vital HR arrange, human asset experts must figure labor requests, analyze display labor supply, and adjust anticipated labor requests and supply. Strategic human resources strategy goes hand-in - hand with the overall strategic agenda of an enterprise (Kornberger, M., 2016). As an executive in human resources, it is important that when it comes to human resource demands, you simply have the main vision, essential for the organization to accomplish the priorities that were sketched out in its crucial arrangement.
The first move in arranging human assets is to consider the existing availability of human assets by the organization (Per Nikolaj Bukh and Christian Nielsen, 2011). In this phase, the HR division considers the organization's efficiency dependent on the number of personnel, their qualifications, capacities, roles, advantages, and stages of execution.
The second phase allows the company to diagram the long-term duration of its employees. Here, the HR department may consider such problems, such as developments, retirements, cuts, and transfers — anything of these components to the long-term needs of an organization. The HR division will see external conditions impacting demands for jobs, such as unused creativity, which may raise or decrease the demand for specialists (Finucane, L., 2013).
Chen, Y., and Chua, W. S. (2016) mentioned the third stage of the HRP process, which predicts the need for jobs. HR allows a difference analysis that lays out that the supply of the company's labor must be reduced relative to potential demand.
Responses to distance analysis questions help HR decide how to continue, which is the final stage of the strategic HRP process. To integrate it with the rest of the company, HR currently needs to take feasible action. To execute the scheme, the Office wants a budget, a capacity to change the scheme, and a collaborative partnership with all the departments. 
The key goals of strategic HRP can be: (i.) Ensuring a wide supply of capital whenever necessary. (ii.) It makes beyond any doubt that the current labor within the company is being utilized appropriately. (iii.) To anticipate the potential prerequisites of labor at different ability levels. (iv.) Assess overabundance or shortage of assets that are accessible at the given point of time. (v.) Foresee the effect of mechanical changes on the assets as well as on the kind of occupations they do. (vi.) Oversee the assets that are as of now utilized within the commerce. (vii.) Guarantee there is a lead time accessible to choose and prepare any included human asset.
Strategic HR Strategy Model: Recruiting requires estimating-In forecasting company needs, there are many ways to know the precise number of workers expected to manage the company. The economic condition of any given region, the internal and external factors of an organization and the market for goods are factors to be addressed (Vigants, H., Blumberga, D., and Veidenbergs, I., 2014).
Assess supply-In deciding this, there are factors, one is the calculation of internal resources and the other is the point of view or external resources (Benjamin Achzet and Christoph Helbig, 2013). Among the two external factors, extra treatment is required; they include school, unemployment rate and the legislation that is in effect. Assessing these components extraordinarily carefully would include trade assistance – loading the appropriate assets at the right time with the necessary power collection. Supply and request improvement-this aspect of the HR agreement is extremely imperative, as the striking improvement between these two forces would provide assistance to trade-in awareness that there is a shortage or excess of members available to a certain category of individuals (Sarkar, D., 2010). It also aids with recognizing the company's need for full time or part-time demands.
In most organizations, supervisors must fulfill their wishes in the areas of corporate governance, simplicity of approach, accountability and financial competence. In order for the company to be competitive in these fields, it has to have the right staff, the right expertise, the right venue, and the right time to execute the (Dee, J. F., and Endacott, R., 2010).
A comprehensive Strategic HR Plan will ensure that the business can deliver on strategy and the ability to monitor progress towards the organization’s goals (Phillips, L., 2011). It ought to set up HR hones that are reliable over the organization, preparing, and ability advancement arrangements that are connected to procedure and progression arranging forms that recognize and minimize capability dangers.
Strategic HRP issues involve forces that are continually evolving, such as workers getting sick, getting promoted or going on holiday (Ryan, T., 2014). Strategic HRP guarantees that there is the most excellent fit between workers and jobs and avoids deficiencies and surpluses within the representative pool. In order to reach their destinations, HR directors must make arrangements to do the following: locate and hire skilled staff, pick, train and remunerate the most outstanding applicants, adjust to unfortunate shortcomings, and cope with disputes, and allow or leave some of them to work.
Silberzahn, C., and Arregle, J.-L. (2018) also commented that investing in strategic HRP is one of the most critical investments an organization can make. A business is after all, as great as its workers, and a high degree of representative dedication will be important to the victory of the company. In the event that a company has the most outstanding staff with the finest feedback, the contrast between somnolence with quality will be cruel, allowing a difference in leading a company to productivity (Sadraoui, T., & Kammoun, C., 2012).
The aim of the HR Arrangement is to have the optimal number of workers to make the most of the company's cash. If the goals and methodologies of a business shift over time, the organization of human assets can be a customary occurrence. In addition, as globalization grows, HR agencies will face the need to introduce new practices to conform to government labor laws that differ from country to country.
The expanded utilize of inaccessible specialists by numerous organizations will moreover affect human asset arranging and will require HR offices to utilize modern strategies and instruments to select, prepare, and hold specialists (Boysen, Y., 2019). 
A big critical arrangement and HR arrangement should analyze how "performance" can be measured. These kinds of quantitative details are intended to make the interaction between HR and the organization less challenging, and to make it look stronger, however, how HR encompasses the esteem of the foot line. In addition, if a business has a critical goal to be a safe operating place, you might have the goal of "developing the planning to fulfill the needs of the enterprise." This can be troublesome to the extent that it has such a common articulation. In the other hand, the goal of "developing protection in the planning of the workshop and making all the representatives as a whole by the end of the year" is precise and can be calculated at the end of the year in order to decide in victory.
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[bookmark: _Toc57415902]3.1 Organization Profile:
3.1.1 GTR-Overview of the organization
Genuine Technology & Research Ltd. (GTR) is the pioneer program improvement and mechanization innovation company that specializes in giving administrations to realize business’s basic advances, in trade improvement consultancy, mechanical framework, and IT arrangement.
It was founded in the year 2005. For emerging countries, it establishes regulatory program structures. It has expressed a wide cluster of CCTVs Get to Power, Engagement & Finance system, CAD / CAM structures for corporate customers for apparels for a long time.
[image: ]

GTR is committed to their clients in serving the required needs have added up to arrangement with an ever-growing combination of items and administrations for re-sellers and conclusion clients. It contains a demonstrated track record of conveying modern innovation arrangements on time, with shrewd competent advancement groups. It has created arrangements in most broad-based markets for fabricating, trade administrations, and dispersion.
It was one of the key businesses to understand the fascinating needs of the attire industry and prepare them with a capable, available, and reasonable CAD computer program. GT CAD arrangements were pointed at reducing an ever-expanding generation burden and giving commerce proprietors the vital adaptability to run their industrial facilities more successfully.
[bookmark: _Toc57415903]3.2 Vision & Mission Statements:
3.2.1 Vision Statement: 
· Employee Focused: To encourage our workers by continuing education and incentives to be the best they can be and never settle for less, thereby building a successful workplace community.

· Customer Focused: By constant planning and incentives, to inspire our clients to be the best they can be and never settle for less, while creating a working group filled with victories.
3.2.2 Mission Statement: 
GTR’s mission is to provide world-class security solutions, systems, and services to its customers. 
· Their motto is “Customer Security, 
· Their Concern” is what they accept in and endeavor for guaranteeing that their clients have consolation in knowing that their security is given for.
[bookmark: _Toc57415904]3.3 Values:
· Honesty: GTR would not say statements that are untrue. They would never purposely misrepresent. They would be as candid as possible, exchanging information frankly and freely, as necessary for the relationship.
· Promise-Keeping: To uphold our obligations, they would go to considerable lengths. They cannot make commitments that cannot be kept and, until they have the authority to do so, we will not make promises on behalf of the company.
· Fairness: After planning, GTR would make and take and produce outcomes that a reasonable person would call fair, even-handed, and non-arbitrary.
· Respect for Others: in their correspondence, GTR will be transparent and straightforward, and sensitive to influence. We will respect and value the strengths and responsibilities of others, recognizing the duty and responsibility for our operations in this regard.
· Compassion: GTR can cultivate an understanding of others' interests and, if possible, act to satisfy those needs. Whenever possible, they will also mitigate damage. In our dedication to social responsibility, they will behave in ways that are steady.
· Integrity: GTR, particularly when faced with personal, technical, and social threats, and economic strain, would live up to our ethical standards.
[bookmark: _Toc57415905]3.4 Corporate Information:
GTR has numerous services and solutions offering the technological growth to the market. Their services are briefly discussed below:
[image: ]
Starting with their one of main services which is also related to this report which is HR, Attendance & Payroll Solution:
· Core features & Modules
· Contact records for staff 
· Management of attendance 
· Quit Administration 
· Supervision of Recruiting
· Appraisal Management
· Loan / Advance for Workers 
· Administration of provident accounts 
· Vacation Management 
· Account Head Details Information  
· Details on the pay scale
· Data on wages 
· Details on Pay Plan 
· Monthly transaction 
· Method of payroll 
· Past of Increment 
· Incentive Phase 
· Details for Duty Sharing
· Employee Wise Holiday
· Employee Wise and General Shifting
· Pay Slip 
· Pay Sheet 
· Simple to use 
· Fully Customizable & Scalable 
· Records Job Status up to date
· Reduces TCO and Increases ROI
· Power to recruit employees, quickly & flexibly 
· Reduces daily HR job & improves efficiency 
· Integration Attendance of devices for proximity & fingerprint 
· Multi-user support and different rights 
· Single data access point 
· Centralized Surveillance 
· Enhanced capabilities for monitoring

Oracle solution: Oracle Cloud Infrastructure (OCI) is a next-generation cloud infrastructure. Oracle Cloud Infrastructure (OCI) is an IaaS that offers high-performance on-site computing control to operate local cloud and IT workloads of the business. By integrating Oracle's autonomous services, advanced security, and less computation, OCI offers real-time elasticity for business applications. For public cloud, it is available. 
Quite a few of their infrastructures are mentioned below:
· Infrastructure for Oracle Cloud 
· Free Tier Oracle Cloud 
· Measure 
· Storage  
· Networking 
· Analytics 
· Production of apps
· Products for information databases 
· Management of Content 
· Incorporation 
· Administration and Management 
· Defense, Identification and Compliance 
· Cloud Marketplace
Oracle Enterprise Resource Planning (ERP): This application can help companies to gain resilience and agility and position for growth. Oracle Fusion Cloud ERP offers corporate capacity to rapidly change business models and procedures to minimize costs, sharpen predictions.
Core features & Modules:
GENERAL LEDGER: Here, general ledger reports, account divisions and categories are formed, and the fiscal year is ended and retained revenues are taken forward. They also register period-based depreciation entries.

CASH AND BANK: They also create cash and bank accounts/ ledger. This area also includes:
· Record installments, store, and withdrawals in related accounts
· It is possible to add various currencies 
· Record inquiries and reports from banks 
· Prepare for reconciliation of bank accounts 
· Transactions can be annulled and repressed.
VOUCHER ENTRY: They deal with cash receipt & payment voucher. This area includes: 
· Bank Receipt & Payment Voucher
· Journal Voucher
· Contra Voucher
· Voucher Post / Approval
OTHER FEATURES:
· Multi-Currency Support
· Every archive can be messaged and printed at the same time
· Print, E-mail and Change over into PDF (all the reports)
· Export the reports in the format of MS Excel/Open Office format
· Generate reports on occasional and money related year premise
· Cheque List Entry
[bookmark: _Toc57415906]3.5 Human Resource Management of GTR:
Genuine Research and Technology Ltd. assign employee as required by individual and authoritative operations. As the number of employees is on a wide scale, the organization has systematic house-training facilities. The organization offers numerous services such as daily recreation and organized office space to inspire the stuff, along with wage and benefits.
Recruitment and selection process:
Recruitment is the method by which organizations search for potential business candidates. Selection refers to the method by which it seeks to distinguish candidates with the essential data, skills, capabilities, and other features that will help the company achieve its goals. Companies engaged in multiple strategies require different job forms and numbers.
Source of recruitment:
The recruitment source that GTR followed have given below:
1. Internal source:
GTR considers as a big source of recruiting for all but entry-level jobs, existing employees. Whether for advancements or for horizontal work exchanges, inside candidates as of now know the casual organization and have point by point data approximately its formal arrangements and strategies. Promotions and promotions are normally determined by management with no participation from senior managers who take care of HR problems. Senior managers active in the publishing of internal work openings to employees by job placement services that educate employees about the vacancy and necessary requirements and encourage eligible employees to apply. Capability and other actualities ordinarily are drawn from the work examination data. The aim of work posting is to motivate workers to pursue promotion and transfers to complete internal opening and fulfill the personal goals of the employee. They are not aware of all job vacancies. In addition to entry level positions, senior management and top job vacancies can be filled on merit or by external recruitment. For lower-level clerical, specialized, and supervisory functions, job posting is more prevalent.
2. External source:
If job vacancies will not be filled internally, the top management searches for candidates outside the organization. External source forms are discussed below:
a. Walk-ins & write-ins: 
Walk-ins are for work seekers in need of a job who come to the organization and write-ins are those who give a formal inquiry. In order to assess their expertise and talents, both classes are usually asked to complete a blank questionnaire. Usable application held in a complex record before a suitable opening exists or until an application is still ancient to be considered; usually for six months, significant.
b. Referrals to employees: 
Employees can refer a new person to leadership at the top. There are several advantages to employee referrals. Employees who have difficulty having the ability to work will understand people who do the same job. Worker recruitment is a fine and legitimate way of enlistment, but in terms of color, sexuality, and other attributes, they prefer to uphold the status quo of the job move, which is likely to lead to segregation charges.
c. Advertising:
Advertisement describes the job and its benefits by identifying employer those who have interest to apply. These are the most commonplace frame of business promoting. For pro enlist, the advertisement may put in the daily paper.
d. The Web: 
There are several internet-based approaches for recruitment that are successful. These types of recruiting are guided by expertise. Under the terms of competence, managers represent their free positions, while applicants offer a broad detail of their expertise. Employment seekers can publish their resume on most sites and search through listings for free; apply for jobs that attract them. Enrollment consultants would continue to concentrate on what recruits have to say relative to their actual job description. To list an opening and create a direct connection to their website, workers using the internet service must pay. GTR offers online work ads since it is a common source of recruiting.
Selection process:
Selection is a procedure begins with the compilation of details from an applicant application and concludes with the appointment of him or her for an organization's unique role. A method of selection can rely on job analysis. This ensures that the conditions for determination are linked to function. Awareness, experience, capacity and other characteristics are required for a selection system; referred to as KSAOs. The system for personnel selection uses evidence-based honey to determine the foremost eligible applicants and to incorporate both the newly enlisted and other persons within the company who can be advanced.
Selection Criteria in GTR:
Appropriate selection of candidates is important. Since the costs of bad selection are given greater attention. As a means for an organization to obtain the right human resource that is appropriate for the job and company, the hiring decision has always been important. The creation of good hiring criteria is an immensely helpful tool for outlining a department's unique needs for a specific role. This methodology makes the technique of selection much easier, specific, and straight forward and less arbitrary.
The three standards followed in GTR are explained below:
a. Job Connectedness: 
Job relation ensures that each norm must be linked to the work done on the job. All qualifications used in the selection process to test candidates are specifically relevant to the work being done. For example, if there is a bachelor's degree requirement, that standard is shown to be related to the position. In an area not related to the vacancy being filled, an applicant with a Ph.D. will not be more qualified than a candidate with a single degree in a related field. Where basic knowledge of budgetary procedures is offered as a prerequisite, the position must demand that knowledge be implemented or used.
b. Measurability:
The minimum requirement is always observable and demonstrable in terms of selection criteria. That indicates that the claimant or the previous experience of the applicant may be evaluated critically or explicitly shown. In the event of a paradigm of dedication called for creation or actions, there might well be various translations of what are cruel benchmarks. Otherwise, evaluating the candidate under certain ambiguous requirements will be rather difficult. The prerequisite of measurability and demonstrability will match even more tightly with a quality such as illustrated ability to interact viably with managers, colleagues and subordinates. The demonstration of this agility is confirmed by references, letters of recommendation and by consultation with former employers. Indeed, a metric such as a great typist is not as efficiently quantifiable as the ability to sort a diminutive 60 words with three blunders.

c. Successful completion of work:
To successfully conduct the job, criteria specified as minimum requirements in the selection criteria are required. If a bachelor's degree is offered as a prerequisite for the job, it cannot be seen that the degree is needed for the job’s performance; instead, a criteria such as a bachelor's degree or an equal degree is used. Within the decision handle, context and standard of instruction can be taken into consideration, but it must seem to be necessary for the work at hand.
HR Principle:
Genuine Technology and Research Ltd. is an execution-based organization and takes after the level organizational structure. It continuously advances execution-based career development as per there website. They treat their employees as the organization's asset. They continuously remunerate the entertainers in all viewpoints as they are the execution driven organization. They care almost their individuals and their improvement hence there are openings for proceeded instruction and preparing programs. They continuously energize the representatives to memorize, create & upgrade their utilitarian aptitudes, administration capabilities & individual viability. 
a) HR Vision & Message:
GTR's "Human Capital" is the biggest asset. It is their human capital that delivered the company's remarkable achievements. They feel they have the potential to go beyond and continually bring in progress towards development and performance that will lead them to accomplish the goal of the company. 
b) HR Mission:
To establish, implement, and back programs and forms that include respect for the GTR and its members, driving to make progress in the welfare of workers, reinforcement, growth, and maintenance, while contributing to the core trade drivers of the organization, its management, and its consumers, representatives, and partners' performance.


c) HR Values:
Genuine Technology and Research Ltd. Believes on some values which have given below-
1. Integrity: Integrity means retaining trust, doing the same thing said, doing the right thing, teaching workers the decision-making process, and ultimately using fair and reasonable criteria.
2. Responsiveness: GTR HR is very responsive to staff and administrators, responding in a timely way to inquiries and demands. We actively use data and deliver criticism to move forward and help transmission and program strategies.
3. Collaboration: It creates incorporates working in organization toward shared objectives, sharing data and adjusting common interests.
4. Thought process and Viewpoint: The HR values the expanded contemplations and points of view as they are requested and consider the diverse points of view deferentially, they moreover incorporate people with distinctive foundations, thoughts, and perspectives.
d) HR Strategic Route:
The critical heading guides the HR to work in a stream and in a precise way to keep up their daily work. The strategic orders are:
· Promote and back enlisting methodologies and collaborate with offices to make a tall performing, different workforce to guarantee right individual in right put in right time with fitting position.
· React in a helpful, compassionate, and constructive way to the needs of the GTR to offer quality" resources that the business can count on.
· Initiate arrangement audits as administrative, financial, or showcase conditions influence monetary, legitimate, or other operations of the GTR and react fittingly, inventively, successfully, and convenient with arrangement and method changes.
· Develop staff greatness through preparing and meeting for representatives that empowers development and opportunity and cultivates great, open communication and a generally positive work environment for all workers.
e) Work Environment: The working environment consists three elements:
Health & Security: Here they concern about each employee’s health issues as well as their security in workplace.  
1. Environment: GTR will aim to ensure that environmental effects are measured with the same consideration as all other market considerations when performing due diligence on demands for credit facilities. To the degree considered practicable, GTR would increase all its borrowing partnerships and recommend compliance with local environmental laws. In long-term feasible growth, they strongly agree and speculation options will be improved as they were when the company is convinced, taking into account all significant inputs, that any antagonistic natural influence will be insignificant or will be eliminated over and through.
2. Teamwork: Working in teams and co-operation is an important part of the work ethics of GTR. To do the most for our clients, they harness the complexities of our mutual expertise, understanding and experience. GTR sees its workforce as its biggest strength and understands the key role that meritocracy plays in setting incentives and punishments to protect the needs of its staff. It regards the frequency of clashes emerging within the work environment and looks for agreeable determination of petulant issues in a way that is helpful, open, genuine, and eventually advantageous to all parties included.
f) Ethics: The ethics and code of conduct in the company are strictly maintained. Anyone who fails to adequately uphold integrity can be withheld. The behavioral codes are.
1. Attendance: To keep records of each employee they have central software system by which they can easily have the record.
2. Dress code: An Employee need to be dressed up in a formal way.
3. Identity Card: Identity Cards will be issued to all workers of the company, which they must retain when on service and return to the company at the time of resignation / termination / dismissal / retirement.
4. Business Manners: No company employee should attack or equate rivals in a negative way at any time.

[bookmark: _Toc57415907]Chapter Four: Findings

Strategic human resource planning (SHRP) is when strategic objectives and goals are combined with human resources. The objective of this combination is to move forward the execution of the trade or organization. It can too aid create a solid culture inside the organization. Fostering strategic planning in the human resource department in Bangladesh is irrefutable as this segment offers bright prospects for creating opportunities in the organizations. Compared to conventional human asset administration, vital human asset administration makes a difference each division within the company work toward the same objectives and goals. This makes a difference the organization as an entirety gotten to be more effective.
Genuine Technology and Research Ltd takes strategic planning in human resource management solemnly to improve business performance. This organization tries to manage their human resources effectively and efficiently through this method to achieve the desired goals and objectives. The accomplishment of the objectives and destinations decipher moreover in superior execution.
[bookmark: _Toc57415908]4.1 Effectiveness of Strategic HR Planning:
Main HR arrangements can require the use of overarching approaches to improving HR methodologies, which organize vertically with the trading strategy and with each other on a level plane. In general, operational issues, such as organizational adequacy and more specific experiences of individual administration, such as resourcing, learning and development, remuneration and representative partnerships, these procedures define and prepare enthusiastically relevant to them. Strategic HR planning focuses on actions that differentiate the firm from its competitors. There are some of the effective approaches of strategic planning taken by GTR to improve performance. 
Encouragement of Being Proactive:
In GTR, strategic HR strategy acts as a constructive management strategy for the enterprise. They adopt a strategy that combines contracting, teaching, financing, and entails collaborating collaboratively with representatives to improve upkeep, advance the efficiency of job experiences, and optimize the mutual benefit of job for both the worker and the manager.


Explicit Communication of Company Goals:
Strategic HR preparation lets GTR establish a focused series of strategic goals that capitalizes on its special skills and skills. For example, GTR has had an explicit plan to compete by creativity, with the intention of getting at least 25% of the sales derived by products launched over the last five years. To accomplish this goal, GTR's human resource policy was summed up as: recruiting top-notch managers in every sector, granting each sufficient endowment, and standing back and watching them do their business.
Helps to Identify Gaps between Current Situation and Future Vision: 
The GTR defined their position between the present situation and the future by introducing strategic HR preparation. To accelerate progress, it was easy for GTR to settle on the production goals on the basis of their strategic planning. Many private sector companies such as GTR are distinguished at an international level with high success and benefit productivity due to the quality in strategic HR planning. However, strategic planning methods that GTR follows also produce several benefits for the day-to-day productivity of an organization.
GTR have brought a massive shift for their workers. Employees interest in work is growing, and they are taking their every mission seriously to accomplish the ultimate objective.
Strategic measurements are mostly difficult yet practical, and these difficult targets offer an opportunity for all GTR workers to do well to meet the objectives. Time bound shall be strictly observed in the GTR. Because of this rigorously maintained timeframe for achieving goals, employees are more focused and have a vision to work within this timeframe.
Encouragement of HR Managers’ Participation:
Strategic HR preparation means that it is successful, so that HR managers at all levels must buy into it. If they do not, it is going to fail. GTR fulfills an important role and uses the HR approach to take care of people whether they join. In common, it is a smart idea not to overpower properties by seeking to accomplish a complete as well as several goals at once. As well as having strong contact, it is important to ensure that the teams have contributed to the cause. Collaboration has become an integral aspect of GTR's HR policy and has a significant influence on their broader market. This technique has been shown to link groups together through effective work types.
Helps to Identify HR Constraints and Opportunities:
When GTR prepares its overall growth strategy in accordance with HR strategic planning, it will recognize future obstacles and opportunities with respect to the individuals required to execute the business strategy. In either case, on a larger level, a good HR operation will periodically set the tone for the way a company works and how the public views it. In today’s lucrative jobs showcase, enticing wage scales and career benefits are ubiquitous.
The strategic value of human capital cannot be overlooked. Its position as a link between members and the company may be crucial, especially given the deeply competitive nature of the working environment today. Big technology multinationals are sure to set the tone for sometimes eye-watering compensation packages, and other companies have been pushed to keep up. Be it as it may, with all kinds of incentives now de rigor, members are looking beyond how much a corporation may pay them, and what a corporation stands for has become a crucial part of the story.
It is here where an appropriate technique for HR falls into force. The most effective HR teams of the most successful companies, all focusing on their individuals; compares with how they cement their notoriety of imaginative HR tactics.
So, an overall picture of how an effective Strategic Human Resource Planning improves business performance is given below:

[bookmark: _Toc57415909]4.2 Factors Affecting Strategic HR Planning:
Human resource plans are influenced both internally and externally by natural changes. The plans should therefore be adaptable in such a way that they can be adapted effectively to the changing circumstances. Strategic human resource strategies can be short-term or long-term based on the various external conditions under which the company works.
The methodology of any firm plays a critical part in planning its human asset arranging programs. As Genuine Technology & Research Ltd agreed to outsource operations such as IT, applications, etc. to concentrate on marketing as its heart, it forever changed the company's strategic HRP. The center at that point was to construct a fabulous promoting group and earn the most extreme market-share. And, in those efforts, the business was beautiful and very profitable. GTR is increasing and developing to extend its HRP programs. The business expected a huge number of people with diverse skills at a rapid rate.
GTR's existing human capital inventory impacts the HRP services. Skill sets, gender mix, etc., each business attempts to guarantee variations. As the comparison list for the new need for human capital by GTR, the existing set of workers is used. In addition, the versatility of human resources within and beyond the company has had an impact on its HRP services. The inner flexibility is essentially due to development, while the external portability is due to whittling down. Fast rates of mobility may be cruel enough to recharge the rapid-pace human asset misfortune. From industry to industry, this mobility or even the cause of portability compares.
There are different variables, both internal and external, that impact the strategic HR planning of GTR. 
These influences are as follows:
1. Type of Organization:
Strategic HR preparation is influenced by the form of organization. Two specific characteristics of trade and ownership design may discern the form of company. The essence of the organization's trade defines its manufacturing/operations administration, which affects the proportion of agents and supervisory and administrative staff. For instance, relative to a service company like GTR, this ratio appears to be different in a manufacturing organization. Organizations may be placed into two categories based on the design of possession: organizations that make decisions about their possession and organizations whose decision-making is affected by other substances.
In HR planning, GTR mostly takes decisions on its own and enjoys tremendous freedom. Other agencies have substantial constraints on HR preparation in their decision-making, and these entities have guidance on how HR planning can be carried out.
2. Approach of Organization towards Planning:
The approach to HR arrangements in an organization depends on its approach to organizational arrangements in general. Diverse organizations have distinctive approaches to large-scale structures. We can justify those approaches in two scale- proactive or receptive approach and formal or casual approach. Talking about GTR, they anticipate future environment and make strategic decisions based on this anticipation. Most of the decisions are successfully carried by each team of HR department.
In a responsive approach, vital choices are within the frame of responses to natural changes. GTR gathers information for the preparation process of the undertaking and the appropriate portion of this information is then used in their HR planning process, so that their decisions are either constructive or reactive for the whole job.
Essentially, if an organization embraces generally arranging on formal premise which is very comprehensive, HR arranging tends to be comprehensive. As against this, on the off chance that an organization embraces by and large arranging on casual premise which is divided, HR arranging too tends to be divided and as it were many HR issues are considered in HR arranging.
As being a proactive approachable organization, GTR’s HR department and the management team is also constantly looking for creative and inventive ways to involve their workers and connect them back to the priorities of the company. In addition, strategic HR preparation strategies are being implemented to help develop initiatives that guide individual workers to accomplish their personal and professional objectives effectively.
3. Strategy of Organization:
An organization's protocol greatly impacts the structure of HR when an HR arrangement is calculated by the organization's methodology. Organizations such as GTR have numerous strategic options: growth, growth, and retrenchment. GTR’s emphasis in the stabilization plan is on gradual development by making the new facilities more efficient. In this situation, the focus in HR agreements is more on creating current faculty and making few faculty adjustments.
The focus of GTR in its growth plan is on making extra costs which require additional employees. The company thus practices detailed HR strategies. In conservation methodology, their center is on decreasing commerce volume by decreasing the scale of commerce operations or stripping a few businesses. Hence, HR arranging puts accentuation on diminishing number of staff.



4. Period for Organizational Growth:
Organizations have a clear design of development cycle- birth and earliest stages, adulthood, development, and ancient age. In each development cycle, there are organizational goals and vital center, thus, HR arranging. At birth and earliest stages, organizational targets are survival and development to a few degrees; the key center is on mobilizing assets (counting human assets as well) and characterizing items and markets, and the center of HR arranging is on mobilizing human assets. 
At growth stage, organizational destinations are quantitative development of commerce volume and subjective development through item separation and making specialty vital center is on expanding showcase share, item advancement, and harvesting rewards of past and display endeavors; center of HR arranging is on creating person, gather, and organizational competency.
Organizational priorities at maturity are trade stabilization and loyalty to the social cause; the critical emphasis is on maintaining an organizational role of soundness; the HR agreement core is fair to continue with the configuration of previous arrangements. Organizational goal is sustainability at declining age; critical emphasis is on retrenching products / businesses that are not fulfilling core of HR structure is on labor force pruning measure.
Overall GTR’s team has worked tirelessly to get a trusted reviews process in place and is looking to build on this foundation by delivering clear developmental value for participants and improving alignment across the organization. They implemented a performance review process, and it is far less manual and people are starting to get value out of it. But engagement comes from too supporting the advancement of individuals. Whereas supporting execution is imperative for people’s part, supporting their advancement is basic for their career. This is a general trend of the period of organizational development put on GTR as well. To complete each organization, there is no settled period roadmap. This depends on how you oversee an organization.



5. Environmental Uncertainty Level:
The world is complex and constantly evolving. The rate of this alter decides the level of natural vulnerability. On the off chance that rate of alter is tall, level of natural instability is tall and the HR arranging premises on the premise of which an HR arrange is defined may not work.
In this manner, there is a need for defining possibility HR plans.  GTR guarantees that all HR plans are possible if one HR schedule is not acceptable in the modified scenario. 
6. Time Horizon:
The time of HR plans determines the organization of HR. The higher the time skyline, the weakness is the concept of HR. Since it is exceptionally troublesome, some of the time indeed inconceivable on the off chance that the environment changes on the unpredictable design, to estimate future environment absolutely. HR expectations for the near future are thus pointless. Due to this restriction, GTR prepares five-year HR plans along with short-term HR plans each year. In this situation, HR schedules for the short term are based on long-term HR agreements. GTR prepares annual HR plans and revises long-term HR plans next year to make long-term HR plans adjustable.
7. Information Type & Quality:
HR Quality management is based on the type and quality of data since definition of HR arranges is based on data. On the off chance that required sort of data with tall quality is accessible at right time, HR arranging gets to be viable. Within the elective case, it tends to be incapable.

8. Outsourcing HRM Functions:
Instead of conducting these tasks locally, certain administrative GTR HRM functions have been outsourced. To the degree HRM capacities are outsourced, HR arranging workload gets diminished. 
[bookmark: _Toc57415910]4.3 Assessing the Optimum Use of Strategic HR Planning:
It may be a need that the key approach to human assets issues to be tended to in cutting edge organizations. Natural conditions and unused issues emerging, and complex understanding of management-organization is the foremost vital source of competitive advantage, but the administration must not disregard to allow the key significance of using HR planning. 
Building a transition model involves sharing the relevant information, always at the right time, and constantly distributing this data from the best government along with the members. Outsourcing the method will characterize where the organization is present, where it needs to go, and how it will get there. 
GTR started the process of cultivating and adding expertise by assessing staffing demands by reviewing existing HR capability and predicting supply and demand. The creation of expertise is a vital aspect of the preparation and execution of strategic human resources strategy.
GTR has been using external individuals or organizations to do some tasks for better execution. Numerous organizations see exterior their possess staff pool and contract for certain abilities, usually accommodating for finishing, specialized assignments that do not require progressing full-time work. A few businesses outsource HR operations, broaden jobs, or accounting. Finance may be handled by an outside company instead of a staff member for illustration; a brief-term venture may be undertaken hiring professional or specialized skills such as legal advice can be obtained by an outside supplier. Outsourcing actions therefore have repercussions for achieving the priorities of the company and that is why they closely consider any consequence.
The strategic process of HR preparation will result in indirect tactics that go beyond the business. Here to cope with a lack of those talents, GTR collaborates with other organizations to have greater success.
Their types of collaboration could include:
· Working together to control the kinds of courses that educational institutions support
· Working to plan future pioneers with other organizations through the sharing of skilled people in growth
· Bearing the risks of caring for employee packets 
· Allowing officials to visit various organizations to learn expertise and insight.
The strategic human resource plan GTR uses has measurable and assessable outcomes that make it possible to monitor progress. It as a rule incorporates breakthroughs or benchmarks to gage victory at distinctive stages. Measurements are basic as a frame of the appraisal. In case the long run turns out to be diverse than expected, this arrangement must be adaptable sufficient for the company to oversee alter. Ongoing and regular evaluation allows GTR to adjust address immediate and long-term issues.
GTR refers to the three major SHRP alternatives to deal with the elevated tasks: high-productivity high-commitment, and high-involvement-based SHRP as to the latent comparison criteria, which the organization combines in every acceptable manner to replicate a broader range of choices. In comparison, the solution to the additional material can raise constructive sides and moderating the drawbacks of the elective main HR arrangement.
The task of GTR HR involves designing a roadmap for HR programs to achieve and encourage the attitudes, culture, and skills required to achieve organizational objectives.
Results-oriented goals broadly adapted by GTR include the following:
Correctly surveying staffing and abilities needs and keeping preparing up to date.
· Developing and sustaining fair salaries and perks.
· Managing execution and planning a rewards framework that keeps workers propelled. 
· Understanding what rivals do to register and attract talent.
· Providing preparing, counting morals, which strengthens corporate values.

When these elements are analyzed by the GTR HR team, the present supply and demand are being evaluated through forecasting techniques. This happens in a lopsidedness of human properties and can be managed by applying HR resources provided in the structure of faculty. Training and creation, only like a reward, still play an important part. At the end of the deployment and control process, the modified HR tools were created to be able to adapt to the current difference between supply and demand. GTR has considered that the functional aspect of human resource strategy is largely decided by the management's direction.
[bookmark: _Toc57415911]4.4 Surviving through Strategic HR Planning to cope with Technological Development and Modernization
Natural variables such as instability, innovative advancement, and statistic changes influencing HR methodology. Changes within the financial environment straightforwardly influence the elective emolument and human resources preparing. Changes within the social environment related with changes in organizational improvement and the advancement of formal HR evaluation frameworks, where the political environment is hypothesized to have a solid base for victory and organizational commitment and career counseling. 
GTR can sense the direness of key HR management. Weight energetic commerce environment and competitive is the reason for the required vital HR arranging. Among others, globalization, the emergence of unused innovation, financial conditions, and changes within the characteristics of human assets has been continuously the best issue to unravel. With the development of modern innovations, request HR can control the innovation changes. Generally, HR was ceaselessly seen as a paper-intensive, non-innovation a fast pace, indeed on the off chance that it was not outlined for HR to begin with.
These challenges have sparked innovation even inside of GTR’s HR department. They as of now utilize social media for enrollment, and it appears 92% of enrollment specialists turn to these channels to distinguish and approve candidates. But the 3% of scouts who went beyond LinkedIn, Facebook and Twitter is maybe less unmistakable and more relevant to the human asset advancement debate. Meanwhile, augmented, and enhanced reality will continue to advance and make its way into the operating world.
This sort of innovation is prepared for disturbing ability administration and efficiency. In executive preparation and learning, GTR envisions the promise of augmented reality, where workers can use it for anything ranging from off-site activities to business training. In addition, they improve activities at work; this will become the new standard, when physical reality will be superimposed over digital knowledge. In mechanical cases, onboarding and planning can be altered by providing simulated enlightenment on the finest of apparatus and instruments, as staff lock in with the environment. 
Moreover, Cloud computing has now been embraced by GTR and HR is currently ahead of the curve, with more resources being spent on leveraging cloud solutions to improve staff efficiency effectively. The growth in the usage of these techniques comes with the abundance of data, which moves the HR experience of GTR into middle management ranks, freeing up middle-tier leadership preparation for human resources departments. Line managers will take over part of HR’s capabilities, while the HR section will switch to implementation and execution of exchange.
The most recent propels in innovation of GTR are empowering unused modes of working, counting savvy-, farther-, or agile-working (terms regularly utilized traded). This has ended up broad within the organization. It might at first appear irrational to suppose this division workers working from domestic. In any case, a few experts utilized in HR, or data innovation (IT) experts are as of now doing it on a pilot or changeless premise. Most of the representatives of GTR, particularly those of a more youthful age entering the workforce nowadays, are utilizing different gadgets and applications, past mail, for proficient communication and collaboration. These incorporate Slack or Working environment by Facebook. Selection of routine innovative progresses made a difference GTR to make strides the execution administration prepares, and to address a few of the major challenges.
[bookmark: _Toc57415912]4.5 Translating Vision about the Organization that How They Maintain the Level of Challenges in case of Implication
Organizations have historically used proactive human resource training to ensure that the right employee is in the right position at the right time. As Genuine Technology and Research Ltd.'s human resources department engaged in further projects to support their company's interests, and affected the company's direction, they often faced new and expanded roles and obstacles.
4.5.1 Foster innovation throughout the organization
HR will have a tremendous impact on how creative an organization is. Particularly for GTR, they agree it is important to have a workforce that can continually produce the creativity needed to remain competitive. But for a new organization like GTR, being innovative can be costly and it must resolve a particular need. But in GTR,  HR has one of the most impacts on their organization’s innovativeness of company in numerous ways, e.g. by selecting the correct ability, creating inventive abilities, and creating a corporate culture conducive to development through setting the correct motivating forces.

4.5.2 Define a forward-looking workforce strategy
Human resources in GTR, like any other agency, in some instances face the risk of being impeded in organizational administration and missing position of long-term main goals. As demographic transition and the importance of creating a diverse workforce require strategic planning and a strategy for the future of the workforce that translates into cohesive action that can be dangerous. It can be a big challenge to implicate the right strategy of strategic planning. So here, GTR maintains diversity as one of the factors to solve this problem because it seems to be soft and does not have much effect on the bottom-line. Also, Productivity can make a difference. 
4.5.3 Use data analytics to improve HR-related decisions
A significant field for HR intervention is data collection and this is a competitive opportunity that provides tremendous opportunity for a larger enterprise. In GTR, data processing is used for networking as well as performance enhancement. However, the use of analytics here is still extremely low based on the need for it, because the company faces challenges by using it. This is primarily because it is a kind of modern metric for calculating output in Bangladesh, and as a new enterprise, it is also new to GTR. It is sometimes difficult for new employees to understand the benefits of using data analytics for strategic HR planning. In this case, GTR hires freelancers on an annual contract basis to provide their employees with training in the use of data analysis.
4.5.4 Management Decision Changes
Although GTR is a kind of young company in the market, their business is rising very rapidly. Their tactics, structure, and internal processes are also increasing with it. The incorporation of strategic planning was also a big improvement for the entire HR staff. But it was well known that some workers were having a hard time dealing with these improvements and because of that GTR suffered reduced productivity and morale for some time being. But what GTR did on this case was they focused on explaining the positives of the move with everybody. Daily personnel meetings were held and team meetings were held prior to the change of policy.

4.5.5 Workforce Training and Development
As a young business on the industry, engaging regularly in the recruitment and growth of workers at all levels has been another difficulty for GTR. In fact, HR strategic planning preparation was difficult, and they found it difficult to find the best tools to do so. Often, their frontline workers do not have a lot of time to take a training course. As a result, GTR hired from some of their administrators and senior management to tutor their subordinate employees. They have launched online training classes for staff who do not have much time to go at their own pace.
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As a strong HR department, GTR tries to continuously review their departments and companies’ strategic priorities. However, to ensure HR brings value to the company, they seriously worry about their strategic planning issues.


[bookmark: _Toc57415913]Chapter Five: The Job

I was appointed as an intern in the HR department of GENUINE TECHNOLOGY AND RESEARCH LTD. I have been working here from October 10th to January 10th. I was under the direct supervision of Mohammed Abul Khair, HR manager of the department. 
On the orientation day I got my joining letter from my supervisor and, I had to fill up an introduction form in which employee details were included. I had to submit my academic transcripts along with a copy of the national ID card and one copy passport size picture. The first week was a kind of introduction session for me. My supervisor introduced me to everyone, and I got to know about different departments and their employees. Also, I was notified of company policy, rules, and regulations and what I had to maintain during my internship days. Though GTR has a very flexible working environment, they are strict with their official policy. 
In the second week of my internship days, I started doing some official work.  I prepared appointment letters, offer letters, and certificate acknowledgment letters and personal files for some of the new employees joining there. My supervisor guided me thoroughly and helped me to complete my tasks. 
Then I started assisting my supervisor in recruitment process. It would increase my skill and expertise in this criterion and also my value in the company. So, my recruitment responsibilities were:
· Collecting CV or Resume
· Evaluating CV or Resume
· Setting Interview & training date
· Calling for Interview & Training
· Making summary & proposals of the candidates



Collecting CV or Resume:
The CVs are often obtained online or via LinkedIn for the recruiting of various administrators, sales reps and others but applicants can also drop their CVs in the CV box of the main GTR division. And the CVs for other positions are acquired through the bdjobs platform. Since I worked mainly in Sales Representative recruiting, it was my responsibility to gather CVs from the website and send the CVs to the Department of Human Resources.
Evaluating CV or Resume:
In this part, I used to observe my supervisor and sometimes to read out the qualifications of candidates. It was better for me to understand which types of candidates were applying and what GTR was looking for in an employee. When GTR took on a huge number of delegates for their respective agencies, we obtained CVs in large amounts. There were few areas to be considered, while age, education, and region were screened for the CVs. For starters, to qualify for a position, an applicant must be 21 years old or older. The applicant applied for a position as Sales Agent, which was less impressive, but suited the preparation certification, which is left aside or used for the labeling workers. The criteria for the executive level are also that applicants must have passed a minimum CGPA 3.0 or higher from a reputed institution.
Setting Interview & Training Date:
We were to overcome the composed test after screening the CVs and categorizing them into distinctive groups. And I was going to settle the meeting date for the selected applicants for the composed exam. I had to elude almost the planning clusters for the preparation personnel to do this and discover the purge spaces for preparing and finalizing the conference and preparing bunch for the Agents for different offices.
Calling for Interview and Training:
It was my duty to contact the interview applicants to inform them of the date, time and location of the written exam after screening the CVs and sorting them based on their position. At their head office, which is in Uttara, the written examination was performed. I had to contact the chosen applicants for an interview after the written test to remind them of the date, time, and location. The sessions for the interview were also held in the head office.
Making Summary & Proposals of the Candidates:
I wanted to plan an overview of the applicants before the interview, which combines their detailed details almost their instructive basis, working experience, etc. Then I had to send the interviewers the review sheet so that before taking the interview, they could have an idea about the applicants.
Due to the positive and polite attitude of the leadership in every area of my career, I got the motivation to work hard in GTR. For my assigned assignments, I was given proper protection and every service, which always inspired me to come up with more good results. I have been able to sharpen my business, communication and interpersonal skills with the experience of such a world-class organization, for which I am grateful.

[bookmark: _Toc57415914]Chapter Six: Recommendations and Conclusions

Strategic HR planning is ceaseless orderly arranging that points to realize the most extreme utilize of an organization’s quality employees. It secures the most excellent fit between the workers and occupations and diminishes labor deficiencies and overabundances. So, rather than a concrete idea, SHRP (Strategic Human Resource Planning) is a running process. It emphasizes utilizing human assets in the foremost conceivable way to achieve commerce objectives. 
Genuine Technology and Research Ltd has been following and implementing strategic HR planning to determine the course of their business growth. But it takes a lot of time to develop the experience, especially with employees as well as the company. Therefore, GTR is still learning and investing their effort to implement SHRP in their company to propel the business achievement. There still some improvement that can be done which I observed and want to point out in this recommendation part, which is:
· Asking questions about the specific projects where the company needs new talents
· Ask the employees to self-evaluate themselves
· Inspire them to take new challenges 
· Assign the interested people with demo ventures
Hence, after assessing the present capacity of the existing workers, it will be easier for the HR manager to hire perfect fits according to exact demand. The process will save their effort, time, and most importantly a big chunk of their investment.
However, the introduction of strategic HR preparation is allowing GTR to establish a concentrated range of strategic goals that capitalizes on its special skills and expertise. GTR’s overall business strategy preparation is conducted in accordance with HR strategic planning and will also quickly recognize possible threats and opportunities with respect to the individuals needed to execute the business strategy. Positions are narrowly defined to enable all members to make use of their inventiveness.
However, systematic human resource preparation is now normal operating practice. Increased imaginative attempts are being made to monitor the assurance and advancement of persons and to supplement the operational implementation of traditional hones, such as personnel forecasts and progression structures in their businesses. And the linkages between human asset exercises and the main arranging process are being established rapidly. Moreover, top-level officers at this company are likely to credit SHRP for its part in boosting profits, even if the contribution cannot always be qualified. 
Strategic HR training lets HR executives make strategic decisions and is an important part of the organization's management team. A lion's share of these founders argues that strategic planning is a part of them. Organizations such as GTR should pay attention if major players make regular use of the strategic human resource management approach; it can help them realize the benefits and limitations of a successful strategic human resource management strategy.
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