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EXECUTIVE SUMMERY 

[bookmark: _GoBack]This report highlights some of the key issues surrounding SIS Inflexionpoint (BD)’s Human Resources Management field. This report is based on current Human Resources Management strategies, practices and human resource activity of the Organization. In the report, there are different models and approaches attempt to demonstrate whether a strategic approach to HR can be translated into a set of logical HR processes and practices. SIS Inflexionpoint (BD) Ltd has introduced a good HR practice and training that makes internal activity easy and hassle free for employees. This study focuses on how to maintain high recruitment standards and provide local and foreign training to its employees. The Human Resources Department is at the core of each company's ability to compete and compete with the competing people. Many functions are followed to manage their staff. This report comes with a brief overview of the Human Resource Management functions that follow SIS Inflexionpoint (BD) Ltd and how their operational processes improve their skills in the market, and what follows the right talent recruitment method. This complete analysis is based on my travels as an intern in the human resources department at SIS.
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[bookmark: _Toc15387880][bookmark: _Toc15388973][bookmark: _Toc15391883][bookmark: _Toc15391973][bookmark: _Toc15392063]1.INTRODUCTION



INTRODUCTION
 
[bookmark: _Toc15387881][bookmark: _Toc15388974][bookmark: _Toc15391884][bookmark: _Toc15391974][bookmark: _Toc15392064]1.1 Background of the Report: 

There is no doubt that the world of work is changing fast. As part of an organization, HRM will certainly be equipped to deal with the effects of the changed world of work. For them, this means to understand the impact of globalization, technology change, and diversity of workforce. Problems for changing skills requirements, continually improving initiatives contingent workforce, decentralized work sites and employees are involved. Now HRM is a big challenge by supplying the best staff to the company's exact position in the least possible time. It’s a Great job to start with the emptiness and recognition of the plan for them. Besides, it is a challenge to attract qualified candidates and select the best person of the period.
The costs of recruitment are significant. So, planning and formulating the plans correctly is the task that needs more focus and improvement. Equal opportunity and encouragement is an important part. By realizing this requirement, we tried to find out the difference between the theoretical aspects and practicality with the practical steps taken by the company. We tried to show the feature for further improvement.

[bookmark: _Toc15387882][bookmark: _Toc15388975][bookmark: _Toc15391885][bookmark: _Toc15391975][bookmark: _Toc15392065]1.2Rational of the report:

The reason behind to select HR practices of the organization in regards of my education, my major is HRM, so this topic helps me to understand HR practices and development of SIS Inflexionpoint (BD), benefit to apply HR policies and understand the impact of that. 
[bookmark: _Toc15387883][bookmark: _Toc15388976][bookmark: _Toc15391886][bookmark: _Toc15391976][bookmark: _Toc15392066]1.3 Scope of the report:  

The scope of the report is confined to human resource Practices in SIS Inflexionpoint (BD) ltd. it should be only covering how the company manages human resources management. 


[bookmark: _Toc15387884][bookmark: _Toc15388977][bookmark: _Toc15391887][bookmark: _Toc15391977][bookmark: _Toc15392067]1.4 Objective of the report:  

The fact of the topic as well as the viewpoints or sets of information have been presented under the objective of the report. 

[bookmark: _Toc15387885][bookmark: _Toc15388978][bookmark: _Toc15391888][bookmark: _Toc15391978][bookmark: _Toc15392068]1.4.1 General objective: 

· The main objective of the report is to know about the HR practices at SIS Inflexionpoint (BD) Ltd.

[bookmark: _Toc15387886][bookmark: _Toc15388979][bookmark: _Toc15391889][bookmark: _Toc15391979][bookmark: _Toc15392069]1.4.2 Specific objective:
· To gather knowledge about the SIS Inflexionpoint’s recruitment policy.
· To identify and discuss about their training process.
· To explain the procedure of compensation & benefit management.
· To describe the procedure of performance appraisal. 
[bookmark: _Toc15387887][bookmark: _Toc15388980][bookmark: _Toc15391890][bookmark: _Toc15391980][bookmark: _Toc15392070]1.5 Methodology of the report: 

Research is a systematically and regulated method of searching solutions to problems. It is inevitably an investigation, a recording and analysis of evidence for gaining knowledge. The following study illustrates the comparison of Human Resource Management practices in SIS Inflexionpoint (BD) ltd.
[bookmark: _Toc15387888][bookmark: _Toc15388981][bookmark: _Toc15391891][bookmark: _Toc15391981][bookmark: _Toc15392071]1.5.1Sources of information:

This report was prepared on Human Resource management practices of SIS Inflexionpoint (BD) Ltd. Two kind of methodology for the arrangement of the report. Information is collected in two ways. Data has collected through face to face interview with managing director, supervisor and employees. Interview helped to obtain in-depth information and helped the interviewee to share their thoughts and view in details. A slight drawback was faced when certain executives were reluctant to disclose specific information due to their confidentiality.  

[bookmark: _Toc15387889][bookmark: _Toc15388982][bookmark: _Toc15391892][bookmark: _Toc15391982][bookmark: _Toc15392072]1.5.1.1 Primary source of data: 

There are several ways to collect primary data. The primary data were collected through face-to-face interview with the SIS Inflexionpoint (BD) Ltd. officials.  Here some observation about ongoing performance as an intern at SIS Inflexionpoint (BD) Ltd. so that try find out the actual information to write this report.
[bookmark: _Toc15387890][bookmark: _Toc15388983][bookmark: _Toc15391893][bookmark: _Toc15391983][bookmark: _Toc15392073]1.5.1.2 Secondary source of data:

Secondary data refers to that data which is already in existence and someone has obtained for specific purpose but reutilize by the researcher.

· Newspaper and Journals, Articles
· Website of SIS Inflexionpoint (BD) Ltd.
· Internet Websites
· Various books 
[bookmark: _Toc15387891][bookmark: _Toc15388984][bookmark: _Toc15391894][bookmark: _Toc15391984][bookmark: _Toc15392074]1.6 Limitation of the report:
· The main constrain of the study was insufficiency of information, which was required for the study. There was various information the office employee can’t provide due to confidential and other corporate obligations.

· Time constrains, three months are not enough to collect all necessary material.

· As a student it is not possible for me to collect all the necessary information.

· Lack of Experience was not able to do the report in a short time.





[bookmark: _Toc15391895][bookmark: _Toc15391985][bookmark: _Toc15392075]CHAPTER TWO
[bookmark: _Toc15387892][bookmark: _Toc15388985][bookmark: _Toc15391896][bookmark: _Toc15391986][bookmark: _Toc15392076]2.COMPANY PROFILE 

COMPANY PROFILE
[bookmark: _Toc15387893][bookmark: _Toc15388986][bookmark: _Toc15391897][bookmark: _Toc15391987][bookmark: _Toc15392077]2.1 The Company:

SIS Inflexionpoint (BD) Ltd is a leading Information Technology supply chain company specializing in the Distribution of Mobility and Consumer Electronic products across Asia. The Company nurtures strong working relationships with leading global brands to jointly address growth opportunities in Technology. SIS Inflexionpoint is a Joint Venture between SIS Group, a leading technology distributor in Asia & Inflexionpoint, a private equity structured global supply chain Company. And has a target of doing $ 5 billion dollar business in next 3 years. SIS Inflexionpoint is experienced in Corporate, Consumer & Retail distribution and is led by a management team with a proven track record for building multi-billion dollar supply chain businesses in Asia. We are able to leverage a large and diverse customer base and gain access to distribution centers in Singapore, Hong Kong, Malaysia, Indonesia, India, Thailand, Philippines & Bangladesh. SIS Inflexionpoint  recently launches their own mobile brand OBI in India with a target of doing business of $ 100 miliion for the year 2014-2015, with the focus of introducing smartphones which will make the complex simple, the expensive affordable and enhance peoples’ lives by putting powerful mobile technology in the hands of all.

            
[bookmark: _Toc15387894][bookmark: _Toc15388987][bookmark: _Toc15391898][bookmark: _Toc15391988][bookmark: _Toc15392078]2.2 Vision: 
To be renown by our partners and customers as the best way of delivering technology to Bangladesh and other Asian Countries.

[bookmark: _Toc15387895][bookmark: _Toc15388988][bookmark: _Toc15391899][bookmark: _Toc15391989][bookmark: _Toc15392079]2.3 Mission:
· To serve our customers with enthusiasm and conviction, contributing significantly to their profitability and growth over the long term.
· To deliver industry leading value to Technology Vendors through enhanced demand generation and access to new markets and customers. 
· To delight Resellers & Retailers through differentiated profit opportunities enhanced working capital initiatives and value enhancing programs.


[bookmark: _Toc15387896][bookmark: _Toc15388989][bookmark: _Toc15391900][bookmark: _Toc15391990][bookmark: _Toc15392080]2.4 Management behind SIS Inflexionpoint (BD) Ltd:

[image: ]


[bookmark: _Toc15387897][bookmark: _Toc15388990][bookmark: _Toc15391901][bookmark: _Toc15391991][bookmark: _Toc15392081]2.5 SIS Inflexionpoint (BD) Ltd: Heritage:

The Best of East-West Partnership. Creating a formidable force in one of the fastest growing market in the world. Both SIS and Inflexionpoint are well respected companies with unique skills, strengths and leaders that complement each other. The joint venture represents the best of East & West partnership. SIS brings a vast Asia network and 30 years of experience in Channel Marketing, distribution and investment in technology companies & businesses in Asia. Inflexionpoint brings private equity and growth working capital financial expertise and western marketing at its best. SIS has a long history of success; a pioneer in the distribution of IT and smart phone products, SIS is considered as one of the best distribution operators with an extensive network of resellers, retailers and mobile operators; representing many of the world’s most renowned manufacturers.
A new dimension, a new value offering – Private Equity with distribution and marketing strengths. Through the combined strengths and working hand in hand, SIS Inflexionpoint offer companies who it intends to invest in the best value preposition. From Inflexionpoint: financial expertise in private equity and western marketing. From SIS: the building of long term partnerships from the East together with experience in channel marketing and a wide distribution network. 

[bookmark: _Toc15387898][bookmark: _Toc15388991][bookmark: _Toc15391902][bookmark: _Toc15391992][bookmark: _Toc15392082]2.6 About SIS International Holdings Limited: 

Founded in Singapore in 1983, SIS is an Investment Holding company and a leading Technology Product Distribution listed on the main board of the Hong Kong Stock Exchange. Its principal business interests include Real Estate investment, Mobile & IT Products Distribution as well as Investments in Promising Businesses.

[bookmark: _Toc15387899][bookmark: _Toc15388992][bookmark: _Toc15391903][bookmark: _Toc15391993][bookmark: _Toc15392083]2.7 About Inflexionpoint Asia:

 Inflexionpoint is a private equity structured IT supply chain company. Inflexionpoint founding partners are John Sculley (former Apple and Pepsi CEO); Shane Maine (London based structured finance strategist); Gordon McMillan (Toronto-based financial services entrepreneur); and, Neeraj Chauhan (experienced global distribution entrepreneur). Inflexionpoint’s mandate is to create a multi-billion dollar company through a combination of strategic acquisitions and organic growth.





[bookmark: _Toc15387900][bookmark: _Toc15388993][bookmark: _Toc15391904][bookmark: _Toc15391994][bookmark: _Toc15392084]2.8 Group’s Initial Acquisitions in India & Singapore:

Inflexionpoint completed acquisition of Dragon Technology Distribution around May 2013. Dragon distributes electronic components and products, with a strong focus on international OEM Vendors and their manufacturing operations in China. With over 100 engineers located in Shenzen, the Company Is able to offer reference design and product development services for major OEM and Original Design Manufacturers (ODMs) for different electronics components and products, including mobility. The company has strong technology DNA with best in class team of electronics hardware engineers. 


[bookmark: _Toc15387901][bookmark: _Toc15388994][bookmark: _Toc15391905][bookmark: _Toc15391995][bookmark: _Toc15392085]2.9 Key Vendors: 

Intel, Panasonic, Samsung, SanDisk, Renesas, Cortina, Semtech, Intersil, Elo, Nanya. 

Inflexionpoint already acquired 90% of shares of Iris Computers last December, 2013. Iris is an IT distribution company and ranks among the Top 10 companies in India. Iris distributes its products through its countrywide branch network of 32 locations. The Iris customer base of 2200 customers also includes direct corporate accounts where it acts as a VAR. Iris has a staff of 260 people with a scalable operation. The company acts as a value added distributor and works closely with large System Integrator (SI) and VAR partners. Key Distribution Vendors: IBM, Lenovo, Dell, HP, APC, Samsung, BenQ, Belkin,


[bookmark: _Toc15387902][bookmark: _Toc15388995][bookmark: _Toc15391906][bookmark: _Toc15391996][bookmark: _Toc15392086]2.10 The Idea leading to SIS Inflexionpoint:
[image: ]
[bookmark: _Toc15387903][bookmark: _Toc15388996][bookmark: _Toc15391907][bookmark: _Toc15391997][bookmark: _Toc15392087]2.11 Value Creation Plan:

· Regional Play
· Cover the regional markets well, align with vendor’s regional mapping and emerge as a significant player, top 4 in India
· Expand Value Added platform/product offerings, cross leverage Pivot capabilities in multivendor solutions
· Aggregate credit lines and procurement in buying hub (Singapore). Take advantage of internationally competitive financing








[bookmark: _Toc15387904][bookmark: _Toc15388997][bookmark: _Toc15391908][bookmark: _Toc15391998][bookmark: _Toc15392088]2.12 SIS Inflexionpoint’s Operations in Asia:


[image: ]


[bookmark: _Toc15387905][bookmark: _Toc15388998][bookmark: _Toc15391909][bookmark: _Toc15391999][bookmark: _Toc15392089]2.13 SIS Inflexionpoint (BD) Ltd:

SIS Inflexionpoint (BD) Ltd. is one of the joint venture initiative of SIS Inflexionpoint Pvt. Ltd, a private equity structured global supply Chain Company and IP Tech Bangladesh. SISIP is an IT supply chain company, through its joint venture companies and subsidiaries, engages in the sales and distribution of computer systems and peripherals, and other IT components from different OEMs across Asia and Americas. SIS Inflexionpoint Pvt. Ltd. is well respected company with unique skills, strengths and leaders that complement each other. SISIP’s local team brings private equity, more than 18 years local experience, growth, working capital and financial expertise. A new dimension, a new value offering – Private Equity with distribution and marketing strengths.

SISIP has started its Bangladesh operation in the year of 2014 with a vision to provide IT infrastructure service, world class hardware solutions and Industry’s best software solutions as well as provide world class IT training to simplify and streamline the IT infrastructure deployment, management and up-gradation in all types of organizations in Bangladesh. 
SIS Inflexionpoint (BD) Ltd. is the authorized distributor of a Dell Computer. They Import Dell from Malaysia. They sell Dell to the corporate organization. They also sell the different types of Dell server. IIHT is also operated by them in under of SIS Inflexionpoint (BD).

SIS Inflexionpoint (BD) Limited is one of the Full-fledged Subsidiaries of SIS Inflexionpoint Pvt. Limited, Singapore. It has the State-of-the-art Office Infrastructure with an 8000+ Sq. Ft. office space in central city area. Our Bangladesh operations have service center with various OEM certified resources and facilities. SIS Inflexionpoint (BD) Ltd. has the strongest financial strength in Bangladesh market and can leverage our financial capabilities and support of 1 BN USD operation in Singapore. SIS Inflexionpoint (BD) currently is distributors for DELL, EMC, i-catch, Strontium, Western Digital, and always on the process of adding renowned brand at its portfolio.

[bookmark: _Toc15387906][bookmark: _Toc15388999][bookmark: _Toc15391910][bookmark: _Toc15392000][bookmark: _Toc15392090]2.14 Objective:

· To Develop the Information Technology sector.
· To Provide world class hardware solutions in Bangladesh
· To provide a variety of Product and Services that will satisfy most consumer’s needs, abilities, and expectations.
· To provide best quality IT training facility for Bangladesh Market with the association of Asia’s largest Training partners.



[bookmark: _Toc15387907][bookmark: _Toc15389000][bookmark: _Toc15391911][bookmark: _Toc15392001][bookmark: _Toc15392091]2.15 Product and service:

Since the company is an IT company that’s why majority of product is IT product. The main products of the company are Desktop, Laptop, DVD WR, Monitor, OS, RAM, Hard Disk, Server, and other Accessories. SIS Inflexionpoint (BD) Ltd. not only sells the product. The company also takes the responsibility to give the service support for their client.
[bookmark: _Hlk531872877]SIS Inflexionpoint (BD) Ltd. import Dell Desktop, Monitor, Laptop, Server, OS and HDD through a LC process. First, they take work order form their client then they send the work order to Dell. After the work order accepts Dell give the PI (Preform Invoice). In a PI include the product price, quantity, warranty, Terms and conditions. Then the company shows this PI the bank to open a LC. After that Bank start the LC process.


   
[bookmark: _Toc15387908][bookmark: _Toc15389001][bookmark: _Toc15391912][bookmark: _Toc15392002][bookmark: _Toc15392092]2.16 The Management & Manpower Resources:

A highly skilled management team and well-qualified professionals manages the affairs of the company. Our Sales Team has acquired vast experience on Enterprise sales. The local operation already has in-house Service/ Solutions Team with requisite certifications for key vendors (e.g. HP, Dell, EMC, Cisco, Netapp, Oracle, Microsoft, VMware, and Linux etc.). Moreover, we have Solutions Team with 10+ years of experience, capable of handling pre and post-sales support for end-to-end solutions for Data Center, Big Data Solution, Network infrastructure, Storage & Backup. We have the strength of Strong Support Team for post sales operation. They are experienced in providing 24/7 support to large mission critical operations i.e. banks, Telco’s and government bodies.
In addition to the members of the Board, the management is being supported by a combination of well-groomed and skilled IT, administration, finance, and business development/marketing staff members.


[bookmark: _Toc15387909][bookmark: _Toc15389002][bookmark: _Toc15391913][bookmark: _Toc15392003][bookmark: _Toc15392093]2.17 TEAM STRENGTH:

· Sales Team with relevant Enterprise and Distribution/Channel Sales experience. Sales team possesses 15+ years’ experience in selling ICT products
· Local import, stock and sale capabilities
· Dedicated Sales and Marketing Teams to run Distribution/Channel and Corporate Sales
· Large project financing capabilities.






[bookmark: _Toc15391914][bookmark: _Toc15392004][bookmark: _Toc15392094]CHAPTER THREE


[bookmark: _Toc15387910][bookmark: _Toc15389003][bookmark: _Toc15391915][bookmark: _Toc15392005][bookmark: _Toc15392095]3.HR PRACTICES OF SIS INFLEXIONPOINT (BD)

HR PRACTICES

[bookmark: _Toc15387911][bookmark: _Toc15389004][bookmark: _Toc15391916][bookmark: _Toc15392006][bookmark: _Toc15392096]3.1 Human Resources Division of SIS Inflexionpoint (BD) Ltd:

SIS Inflexionpoint (BD) Ltd acknowledges that a productive and sent work force is a precursor to leadership in the market. SIS always deals with dignity and respect for every employee in a supportive environment of trust and generosity where people of different backgrounds can achieve their full potential.

The organizational human resources policies emphasize appropriate recognition of job satisfaction, growth opportunities, and superior performance. A good environment reflects the environment and promotes high quality loyalty and commitment from employees. 
It realizes that SIS Inflexionpoint (BD) Ltd has given utmost importance to the continuous development of its human resources, sent for training for individual development; identify the strengths and weaknesses of the employee to assess the requirements of the individual training. In neutral, increasing the knowledge of employee’s SIS Inflexionpoint organizes both internal and external training.

Human Resource division of SIS Inflexionpoint (BD) Ltd is taking care of total function for all employees. The main functions of Human Resources division are,
· Recruitment and Selection
· Pay-roll System
· Employee Attendance
· Training and Development
· Performance Evaluations


[bookmark: _Toc15387912][bookmark: _Toc15389005][bookmark: _Toc15391917][bookmark: _Toc15392007][bookmark: _Toc15392097]3.1.1 The major responsibilities of HR: 

The major responsibilities of HR in SIS Inflexionpoint (BD) Ltd are


[bookmark: _Toc15387913][bookmark: _Toc15389006][bookmark: _Toc15391918][bookmark: _Toc15392008][bookmark: _Toc15392098]3.1.2 HR Policy formulation: 

SIS Inflexionpoint (BD) Ltd emphasizes HR policymaking and not only for the department but also for other departments.


[bookmark: _Toc15387914][bookmark: _Toc15389007][bookmark: _Toc15391919][bookmark: _Toc15392009][bookmark: _Toc15392099]3.1.3 HR Planning: 

SIS Inflexionpoint (BD) Ltd established both short-term and long-term plans for the organization.

· Short Term HR Planning 

SIS Inflexionpoint (BD) Ltd primarily recruits its human resources which will support strategic human resource planning for the present.

· Long Term HR Planning 

Here, SIS Inflexionpoint (BD) Ltd looks forward to building long-term assets by various training and development programs. 


[bookmark: _Toc15387915][bookmark: _Toc15389008][bookmark: _Toc15391920][bookmark: _Toc15392010][bookmark: _Toc15392100]3.1.4 HR Info System: 

Using different software to ensure the SIS Inflexionpoint (BD) Ltd includes HR data system,

· Vista HR Manager &
· Vista TAS

[bookmark: _Toc15387916][bookmark: _Toc15389009][bookmark: _Toc15391921][bookmark: _Toc15392011][bookmark: _Toc15392101]3.1.5 Work and Job analysis, design and evaluation: 

For each job there is work and job analysis, SIS Inflexionpoint (BD) Ltd has design and evaluation so that the tasks are well defined.




[bookmark: _Toc15387917][bookmark: _Toc15389010][bookmark: _Toc15391922][bookmark: _Toc15392012][bookmark: _Toc15392102]3.1.6 Recruitment and Selection: 

The recruitment and selection of SIS Inflexionpoint (BD) Ltd is an important part. Each recruitment and selection process is made after submitting an application for the employees of the respective recruitment department.

[bookmark: _Toc15387918][bookmark: _Toc15389011][bookmark: _Toc15391923][bookmark: _Toc15392013][bookmark: _Toc15392103]3.1.7 Diversity Management: 

SIS Inflexionpoint (BD) Ltd believes in very diversity management. Here, at SIS, there are many employees from different departments of the country, even from other countries like India, Malaysian employees.


[bookmark: _Toc15387919][bookmark: _Toc15389012][bookmark: _Toc15391924][bookmark: _Toc15392014][bookmark: _Toc15392104]3.1.8 Career management: 

Career Management is an important part of SIS Inflexionpoint (BD) Ltd. For each employee, his or her job after one year is being evaluated from a long-term perspective.

[bookmark: _Toc15387920][bookmark: _Toc15389013][bookmark: _Toc15391925][bookmark: _Toc15392015][bookmark: _Toc15392105]3.1.9 Employee and Management Training and Development: 

SIS Inflexionpoint (BD) Ltd offers a variety of in-house and outdoor training programs for staff.

[bookmark: _Toc15387921][bookmark: _Toc15389014][bookmark: _Toc15391926][bookmark: _Toc15392016][bookmark: _Toc15392106]3.1.10 Counseling, Discipline and Separation:

SIS Inflexionpoint (BD) Ltd believes its employees have the right advice for any problems or prosperity. It is very rigorous in the process of disciplinary action and separation. SIS Inflexionpoint (BD) Ltd conducts accurate investigations for every problem and employee separation is very friendly and fast.

[bookmark: _Toc15387922][bookmark: _Toc15389015][bookmark: _Toc15391927][bookmark: _Toc15392017][bookmark: _Toc15392107]3.11 Performance and quality management:

The performance of each employee is monitored by his / her line manager and is reviewed by HR department.


[bookmark: _Toc15387923][bookmark: _Toc15389016][bookmark: _Toc15391928][bookmark: _Toc15392018][bookmark: _Toc15392108]3.12 Remuneration and benefits: 

SIS Inflexionpoint (BD) Ltd has a good working structure and benefits for the most profitable employees in the market.

[bookmark: _Toc15387924][bookmark: _Toc15389017][bookmark: _Toc15391929][bookmark: _Toc15392019][bookmark: _Toc15392109]3.13 Financial Management of employee Schemes and overall accountability and evaluation: 

For the long-term improvement of the employee, there is a provident fund opportunity for SIS Inflexionpoint (BD) Ltd workers.

[bookmark: _Toc15387925][bookmark: _Toc15389018][bookmark: _Toc15391930][bookmark: _Toc15392020][bookmark: _Toc15392110]3.14 Occupational health and safety: 

In order to maintain occupational health and safety, SIS Inflexionpoint (BD) Ltd always takes care of its staff for the first time with basic support facilities, security forces, fire alarm and fire extinguishing facilities.


[bookmark: _Toc15387926][bookmark: _Toc15389019][bookmark: _Toc15391931][bookmark: _Toc15392021][bookmark: _Toc15392111]3.2 Human Resource activities of SIS Inflexionpoint (BD) Ltd:

SIS Inflexionpoint (BD) Ltd has an array of human resources activities. These include,

· Recruitment and Selection 
· Training and development 
· Performance Appraisal 
· Compensation 
· Employee Relations 

It is very important to perform these five arrays of HR activities in the organization. All of these must be performed by people-based work and HR departments. SIS Inflexionpoint (BD) Ltd has a good structure for these highly skilled and long-term successes in five sectors.

[bookmark: _Toc15387927][bookmark: _Toc15389020][bookmark: _Toc15391932][bookmark: _Toc15392022][bookmark: _Toc15392112]3.2.1 Recruitment and Selection:

[bookmark: _Toc15387928][bookmark: _Toc15389021][bookmark: _Toc15391933][bookmark: _Toc15392023][bookmark: _Toc15392113] 3.2.1.1 Workforce Requisition: 

The employment requisition is primary and the first step in the hiring process. It is a process by which approval is taken to begin the recruitment process.

[bookmark: _Toc15387929][bookmark: _Toc15389022][bookmark: _Toc15391934][bookmark: _Toc15392024][bookmark: _Toc15392114]3.2.1.2 Analysis of position and requirement:


Analyze and position requirement extends to current business activities, future expansion plans, client organization to work culture, and expanding the mapping of competencies for the position, including title, distribution, key obligations and other important details, which are necessary positions for success. SIS Inflexionpoint (BD) Ltd. carefully analyzes every position and recruitment situation of the market.

[bookmark: _Toc15387930][bookmark: _Toc15389023][bookmark: _Toc15391935][bookmark: _Toc15392025][bookmark: _Toc15392115]3.2.1.3 Approval: 

The managing editor of SIS Inflexionpoint (BD) Ltd. approves the applicable form and checks the required workforce required for the specific department.

[bookmark: _Toc15387931][bookmark: _Toc15389024][bookmark: _Toc15391936][bookmark: _Toc15392026][bookmark: _Toc15392116]3.2.1.4 Candidate Sourcing: 

· Advertisement: 

The ad can be published on job sites, newspapers or other media, such as BDjobs, JobsA1.com, and Prothomalojobs. Etc.

· Referrals:

According to many respondents, the time spent promoting a prospective candidate can vary greatly depending on the level and complexity of the position. Referrals are mainly based on location, situation, and nature of work.



[bookmark: _Toc15387932][bookmark: _Toc15389025][bookmark: _Toc15391937][bookmark: _Toc15392027][bookmark: _Toc15392117]3.2.1.5 Short listing of Applicants: 

Immediately after the Closing Date, all original applications received along with the Summary Information Sheet will be forwarded to the Chair of the Human Resources Recruitment Panel, who will arrange for forwarding copies of the applications and shortlisting the panel members, In the process we have to draw up a list of the target companies with the aim of recruiting and using our network, and then we will list the most likely candidates within the target companies. We then contact the candidates and share the opportunities with them and draw their interest in the position.

· Primary Short listing by HR:

The Human Resource Department short lists the candidates initially and sends the list to the respective departments.

· Final Short listing by Departments:

Review the applicant list of the department and finally select the candidate for the interview.

[bookmark: _Toc15387933][bookmark: _Toc15389026][bookmark: _Toc15391938][bookmark: _Toc15392028][bookmark: _Toc15392118]3.2.1.6 Assessment:

· Written Test:

A written test will be held if necessary. Written tests are often required, depending on the type of position where the candidate is hiring.
· Interview: 

Interviews can be conducted in a variety of ways. The following are some examples of SIS Inflexionpoint (BD) Ltd.
· Traditional Face-to-Face Interview

Most interviews are face-to-face. Most traditions are one-on-one conversations. The focus should be on the person asking the question. Keep eye contact, ask a question once to hear and respond. Establish relationships with interviews and interviews will benefit their organizations.
· Panel or Committee Interview

In this situation, there are multiple interviews. Generally, three to ten members of the panel can handle this part of the selection process. This is an opportunity to showcase group management and group presentation skills. Here each candidate is required to read different personality types in each interview and adjust them. Find a way to connect with each interview.

· Behavioral Interview

The basis of such an interview is the past prediction of future actions. These types of questions can be asked in an interview format - telephone, panel or one-on-one. The question usually starts with "Giving an example” or “Telling about a time " 
· Stress Interview

This type of interview is conducted specifically for the sales department. An interviewer here watches patient-level of interviewee.

[bookmark: _Toc15387934][bookmark: _Toc15389027][bookmark: _Toc15391939][bookmark: _Toc15392029][bookmark: _Toc15392119]3.2.1.7 Pool of Suitable Candidates: 

After written tests, interviews we have found the appropriate candidate pool. Candidates are asked for salary negotiation sessions.

[bookmark: _Toc15387935][bookmark: _Toc15389028][bookmark: _Toc15391940][bookmark: _Toc15392030][bookmark: _Toc15392120]3.2.1.8 Salary Negotiation: 

Before starting to talk about salary & negotiation with a potential employer, we need to know how much our work is worth. We need to take time for research. This is how we get valuable and ready to get a job offer which is realistic and reasonable.

Salary negotiations are something that the employer is generally more skilled than to rent them. Proper Proposal in Grade Human resources must be discussed in detail to provide detailed guidelines and suggestions for determining salary levels.

When deciding the appropriate salary, the following considerations will be considered: -

· The level of knowledge, suitability, depth and complexity of the person's knowledge and understanding of various aspects of the job and the appropriate, expert, professional and theoretical knowledge.
· Existing relevant skills level and breadth
· Eligibility of qualified candidate and length of experience.
· Current salary and financial benefits of successful candidates (e.g. bonus).
· All employees should receive equal pay for the same or broadly the same work for the same value and for the same value.

. 

[bookmark: _Toc15387936][bookmark: _Toc15389029][bookmark: _Toc15391941][bookmark: _Toc15392031][bookmark: _Toc15392121]3.2.1.9 Offering Candidates: 

The selection process confirms the employment offer upon receipt of satisfactory reference at the final stage and the applicant has passed the required medical examination for pension and life assurance or certain criteria for physical fitness for work. Employment agreement should also be prepared at this stage.

· If there are many suitable candidates, it may be worthwhile to "hold on" rather than reject them until the result of the proposal offer the most suitable candidate.
· All the failed candidates should be informed of the appropriate results and the response should be given when the chairman of the appointment panel is requested.
· If anyone accepts this job offer, the date of hire will be the day he or they joins the new hire orientation.

[bookmark: _Toc15387937][bookmark: _Toc15389030][bookmark: _Toc15391942][bookmark: _Toc15392032][bookmark: _Toc15392122]3.2.1.10 Selection:

Appointment of chairman of the selection panel will be completed by the chairperson's report and will return to human resources together with all related recruitment papers, including:

· The real application of all candidates
· Short list form
· Original interview / evaluation notes and applicable test sheets; if needed
· Complete interview / evaluation form

[bookmark: _Toc15387938][bookmark: _Toc15389031][bookmark: _Toc15391943][bookmark: _Toc15392033][bookmark: _Toc15392123]3.2.1.11 Joining and Placement: 

There are several steps involved, candidates have to take appointment letter from HR, fill up the documentation and finally put it under his/her reporting line manager.

[bookmark: _Toc15387939][bookmark: _Toc15389032][bookmark: _Toc15391944][bookmark: _Toc15392034][bookmark: _Toc15392124]3.2.1.12 Confirmation: 
After the appointment, permanent staff will be required to serve under the probation period as follows:

· Skilled Employees: Initially for three months, extended for another three months, if needed
· Unskilled Employees: Initially for six months, for a further three months more.

One week before the expiry of the workforce, the recommendation to the High Court Department must end their probation period. A formal confirmation letter is issued successfully as well as the necessary approvals for the probation period.





 
[bookmark: _Toc15387940][bookmark: _Toc15389033][bookmark: _Toc15391945][bookmark: _Toc15392035][bookmark: _Toc15392125]3.2.1.13 Promotion, Transfer, Re-Designation, Deputation, Absorption: 


· Promotion:

 According to the company's requirement, an employee can be promoted to a higher level or can be exploited, employed or handed over at any location of the company's operation or any of his sister's concerns or any other group / organization.
· Transfer:

 If the duties and responsibilities of an employee change, the details of the company's salary, terms and post may change.

· Re-Designation:

 Changes in promotion, transfer or resignation, responsibilities and liabilities, employees will not have difficulty related to the nature, status of their work.
· Absorption: 

However, the provisions shall not apply to relocation, misuse or relocation at the request of the employee.


[bookmark: _Toc15387941][bookmark: _Toc15389034][bookmark: _Toc15391946][bookmark: _Toc15392036][bookmark: _Toc15392126]3.2.1.14 Selective Recruitment Using Job Boards: 

Authority, the use of the limited rental budget of the agency depends on the most selective selection strategy.

To use the most appropriate methods of sourcing and attracting qualified candidates, the company considers the following details for each position: entry level (junior, intermediate, and senior), education level (degree, diploma), professional associations and technical requirements (engineers, GIS technology). 
By using this information, the company defines an action board; communication channel with the required skill sets advertising strategy to target candidates.

An important component of this process is to understand the depth of the board boards of various types of markets and to which they attract any kind of candidate. Depending on the location, SIS InflexionPoint (BD) Ltd will select an advertisement for the use of a perfect work board or employ a recruitment strategy using different recruitment advertising services.
The positions often required for specific technical skill sets, the company often relies on the job, reducing the candidate pool to target a more applicable audience. 

[bookmark: _Toc15387942][bookmark: _Toc15389035][bookmark: _Toc15391947][bookmark: _Toc15392037][bookmark: _Toc15392127]3.2.1.15 University Internships: 

To assist in the development and implementation of sustainable policies and practices, SIS Inflexionpoint (BD) Ltd Hiring Strategy, with expert advice, information and tools, provides internships to students of Bachelor of Masters and Bachelor level students. Using an internship program, SIS Inflexionpoint (BD) Ltd can target students who excel academically and provide them with opportunities to gain effective work experiences, it gives the company the ability to assess and develop training skills in the early stages of their career while giving them the opportunity to calculate the skills, skills and internal drive of the internals. This program has proven to be beneficial to both interns and companies, and is helping to empower new graduates in the Stratus environment industry.

[bookmark: _Toc15387943][bookmark: _Toc15389036][bookmark: _Toc15391948][bookmark: _Toc15392038][bookmark: _Toc15392128]3.2.2 Training and development:

The important part is choosing the right piece of training, the organization disagrees that employees have the right skills, knowledge and qualifications and at the same time achieve success for their business work and the same training also requires new HR practices. The best follow-up needs to be followed. The training and development process has taken a strategic role in meeting current and future business demands. 

[bookmark: _Toc15387944][bookmark: _Toc15389037][bookmark: _Toc15391949][bookmark: _Toc15392039][bookmark: _Toc15392129]3.2.2.1 It’s approaches:

Traditional approaches to training can usually be termed as responsive, guided by the strategic delivery of technical skills in brick and mortar, classroom training and where the event is viewed as an event-oriented activity.

All learning activities, including corporate business strategies, have been categorized within the learning organization with a focus on developing the skills and competencies of this approach. In this approach, trainees play a pivotal role in learning by investigating the issues and handling situational problems under the guidance of their facilitators. Trainees become known by asking inspirational questions, searching for answers, and explaining various observations made during the process.

Learning has had a lasting impact on education in the learning process, when it helps to find long-term sustainability, power and challenging and better solutions in demand situations. In today's world, it is essential for success in continuing education business and also learns new things to succeed in people's lives and work. Companies can continue to work demand to continue to ensure their employees continue to learn and so companies can gain or maintain competitive advantage.

[bookmark: _Toc15387945][bookmark: _Toc15389038][bookmark: _Toc15391950][bookmark: _Toc15392040][bookmark: _Toc15392130]3.2.2.2 Internal training and development sessions:

The Training and Development Unit provides training to staff on all campus sites and to set up specific sessions of a division or department or department or group of professional groups to meet the identified needs. They also run an ongoing program and other staff departments considering staff and service, and offer training sessions for staff according to emerging demand categories.


[bookmark: _Toc15387946][bookmark: _Toc15389039][bookmark: _Toc15391951][bookmark: _Toc15392041][bookmark: _Toc15392131]3.2.2.3 External training and development:

The organization sponsored external courses for existing staff from time to time in order to the development of the knowledge agency and individuals where external courses of the training system are available outside of the institution. Depending on the nature and time frame of the course, nominations can be researched by direct managers from training and development. The nomination of training and development sub-committee will determine the representation. According to the criteria, outlined by the criteria committee. The fee will usually be matched to the central training budget. Nomination department or department is responsible for training fees or any other incidental expenses. Staff members submit a brief report to the director, training and development which is generally supported from this budget, and where this budget can be considered to have the right knowledge and skills, and for example a greater group capacity can be obtained through seminars or workshops or conferences.

[bookmark: _Toc15387947][bookmark: _Toc15389040][bookmark: _Toc15391952][bookmark: _Toc15392042][bookmark: _Toc15392132]3.2.2.4 Training and development its role in achieving organization development:

Today high-performance companies are identifying the high need to use best training and development practices to increase their competitive advantage
In every business, training and development is an essential element when it comes to enhancing and raising the value and potential of the organization. Well planned and strategic training and development initiatives and clear links in the bottom line of business - much research highlights these topics. The quality and extent of training and development also affect the image of industry and individual employers.

Potential and dynamic employees will evaluate the documents of potential employers in these vital areas. Career progress and development are increasingly interesting for the basic needs of many employees of today's world. In the business environment, facing difficult internal and external competition, companies and quality staff also face problems where all artists are experiencing staffing and skills shortages.

The survival of any competing society in an organization has the ability to train its human resources as creative, innovative, inventive, who will always increase performance and increase competitive advantage. Every employer investing seriously in training reaps the benefits of an enhanced work environment while increasing productivity and performance, as well as higher levels of employee retention.

[bookmark: _Toc15387948][bookmark: _Toc15389041][bookmark: _Toc15391953][bookmark: _Toc15392043][bookmark: _Toc15392133]3.2.2.5 Guidelines for employee professional evaluation & development:

Generally, companies do not often carry out any assumption of assessment which is behavior-based and out-come based which need to be conducted according to the training professional’s requirement. The research participants identified the key factors of affecting the ability to manage prices based on the impact of time and personnel on resources, managerial support (Organizational) as well as the efficiency of the valuation process. 


· Ability: 

If he or she can perform the task, the company evaluates the employee's ability to make decisions. In addition, they can evaluate the current and past mental state of the workplace if they can virtually start or even continue the tasks.

· Standards:

Organizations evaluate how people work under their supervision, smooth collaboration with their supervisors and awareness of deadlines while understanding their work and responsibilities, and how goals and methods are displayed to employees.
· Knowledge and skills:

Examine how employees' background knowledge and sincerity are consistent with their task and duty company evaluation, and if they are not consistent, and if there is any training to narrow the knowledge and skills gap and to determine whether or not the employee completes their job assignment

· Environment:

Check whether the organization's various tools are surrounded by the necessary tools for employee task completion and sufficient time is given to complete the task, or if the work environment provides comfort for the task.


[bookmark: _Toc15387949][bookmark: _Toc15389042][bookmark: _Toc15391954][bookmark: _Toc15392044][bookmark: _Toc15392134]3.2.2.6 Training and development process of SIS Inflexionpoint (BD):

Human resources development is a fundamental pre-requisite for achieving organizational goals. Employees and staff are constantly training and professional skills building throughout the year. SIS Inflexionpoint (BD) Ltd believes that "if only the trainers are trained well then they will have to provide better services".

The HR department of SIS Inflexionpoint (BD) Ltd wants to ensure a dedicated group of well-trained workers who can provide services to the customers as well as their expertise. They believe training is the best investment and weapon against low productivity. Effective training and development systems will motivate employees to achieve their goals. Different types of training are provided to the employees according to the rules of the organization.

In the organization, Human Recourse Department has provided training program to instruct new employees during their recruitment as important and to understand their job duties and responsibilities. This is done to ensure effective input from employees within the organization, proving the most effective level of effectiveness. The organization uses an education program that ensures employee retention of SIS Inflexionpoint (BD) Ltd expenditures in training programs for employees, but is not an expense.


[bookmark: _Toc15387950][bookmark: _Toc15389043][bookmark: _Toc15391955][bookmark: _Toc15392045][bookmark: _Toc15392135]3.2.2.7 On the job training of SIS Inflexionpoint (BD) Ltd:

Job strategies include oriental, job guidance training, position assistants, committee appointments, job rotation and coaching. From the standpoint, SIS Inflexionpoint (BD) Ltd has adopted a diversified training program to produce quality service providers
The training programs that are offered to employees from sis inflexionpoint (BD) Ltd are:

· Orientation Training, 
· In-house training, 
· Job specific training
· Need based training,
· Basic computer training
· E-learning


· ORIENTATION TRAINING:

Orientation training programs are organized by SIS Inflexionpoint (BD) Ltd for newly recruited staff. Under this, some training for new employees has been identified with the brief and accurate information about the SIS Inflexionpoint (BD) Ltd and it has been introduced to their culture. This is a great way to communicate between a new employee and their supervisor, which makes new employees more flexible and comfortable in their work. Every new employee has to successfully complete this training program before performing their job duties and responsibilities. The Orientation Training Program consists of two days of training where on the first day they provide a brief overview of SIS Inflexionpoint (BD) Ltd and the Human Resources Department, and the last day staff are given lectures on various issues that employees need to know.


· IN-HOUSE TRAINING:

SIS Inflexionpoint (BD) Ltd has own trainers. Training is conducted in house with their help. Under home-based training, it is part of the job-specific, need-based and adaptive training program. This training is a facility that is providing training to new and existing staff to their own trainer.


· JOB SPECIFIC TRAINING:

After joining the relevant department, the employees will have to get their job description and go through the job training process. SIS Inflexionpoint (BD) Ltd gives training by their peers or supervisors. This applies for all department’s employees. Through this training, staff knowledge, service quality and other problems can be detected.

· NEED BASED TRAINING:

This training is needed for a staff of SIS Inflexionpoint (BD) Ltd after solving the gap between skills and knowledge and competencies.

· BASIC COMPUTER TRAINING:

This type of training provides the basic concept of Microsoft office. If any employee needs to use any software to accomplish his job then he has to be trained of the specific software prior to start the task.  

· E-LEARNING:

This is an online training program. All SIS Inflexionpoint (BD) Ltd staff will have to take part in e-learning. This is mandatory for all regular employees and new joiners. A new employee can participate in this examination only after joining him and he can complete all the departmental courses at the end of his first year. Participants take the online test and the results are published via the internet. An employee performance methodology is followed by each category. Fill in the supervisor and head of the department concerned and sign this performance measurement form. After reviewing their performance, training needs are identified for different staff.

[bookmark: _Toc15387951][bookmark: _Toc15389044][bookmark: _Toc15391956][bookmark: _Toc15392046][bookmark: _Toc15392136]3.2.2.8 Steps of training in SIS Inflexionpoint:

SIS Inflexionpoint (BD) Ltd generally follows three steps of training and development 

I. Training needs identification 
II. Program design & delivery 
III. Impact analysis 


I. Training needs identification:

They identify whether SIS Inflexionpoint (BD) Ltd personnel need training, whether they are efficient and efficient in performing their tasks. Generally, HR management of SIS Inflexionpoint (BD) Ltd shows organization performance rather than employee performance. But employee performance achieved through training reflects the overall performance and profitability of the organization. The company analyzes the training needs of its employees through the analysis below:

· Gap Analysis 
· Behavioral Analysis 
· Functional Analysis 
· Organizational requirements 

Ways of finding needs of training:

· Gap Analysis:

Not all employees can perform equally and sometimes they lack the knowledge, skills, decision making skills, etc. Employees should know all the work according to them and other tasks and work teams. Employee training programs are provided to those who lack the skills and knowledge needed to perform their tasks.

· Behavioral Analysis: 

Each employee has their different behavior, attitude, culture, work pattern. For this, the company identifies employees who work for the department and provides training and development programs to improve their performance.

· Functional Analysis: 

The organization lists the specific duties and skills needed to perform the work and monitors whether employees can perform their duties efficiently and effectively or whether they perform their required skills or not. At the supervisory manager level, staff monitoring reports and training of selected personnel is provided.
· Organizational requirements: 

The company offers programs to train their valued staff so that they know the needs of their company.

II. PROGRAM DESIGN & DELIVERY

The organization usually forms a team that designs and implements training and development programs. The team divides employees into groups and design programs according to their needs. It sets duration, timing and specific training programs for specific number of employees and equipment according to the design. For example, provide training to workshops and there is an issue that improves their skills, helping their employees increase production quality and improves and performs their best.

Evaluation after training in SIS Inflexionpoint (BD) Ltd:

SIS Inflexionpoint (BD) Ltd follows different types of evaluation process as follows:

· Reaction: 

The training program reflects the trainer's feelings about the employee. The way a person responds at work or after a program is largely evaluated. Trainees observe work behaviors using various exercises, case studies, tests, etc. Also work as evaluators in various ways to employees' colleagues, subordinates, superiors, etc.

· Knowledge Assessment:

Training knowledge is being evaluated. The management assesses their knowledge through measuring practical knowledge, suit solving, etc. through various written tests related to the performance of the work.

· Individual Performance Assessment:

While working at SIS Inflexionpoint (BD) Ltd, the performance of the training is being evaluated by various parties. How they act, how they think, how confident or facing a negative situation, how much they contribute to profit, etc. Finally, if management does something better than the standards, they will be evaluated. Those who work below the standard after training will be re-trained in the next session training program.

III. IMPACT ANALYSIS

The most important phase of the training and development program is exploring the impact on trainees. In this case, evaluation and performance improvement of CBL and supervisor training staff. They call employees an informal and formal interview and check that the training program is beneficial for them. Up to the level expected after training or they do not try to find out the performance of the staff. As a result, the team and the supervisor take more necessary steps in human resource management and development.


[bookmark: _Toc15387952][bookmark: _Toc15389045][bookmark: _Toc15391957][bookmark: _Toc15392047][bookmark: _Toc15392137]3.2.2.9 After Evaluation follow-ups:

After evaluating the training program and the trained staff, they followed the evaluation. Here, the HR department determines certain types of performance standards across all branches and measures the performance of staff according to standards and, according to standards, the branch manager takes action. If the employee performs better than the criteria, they must evaluate. If the staff performs below the standard of training, then training will be given again in the next session.

[bookmark: _Toc15387953][bookmark: _Toc15389046][bookmark: _Toc15391958][bookmark: _Toc15392048][bookmark: _Toc15392138]3.2.2.10 Training Budget:

Training budget is very important for implementing an effective training program. CBL believes that priority should be given to training budget. All the necessary ID ids needed to maintain the good education environment they considered while building the budget. All cost items brought under the CBL budget. Helps manage management for final management of budget management.


[bookmark: _Toc15387954][bookmark: _Toc15389047][bookmark: _Toc15391959][bookmark: _Toc15392049][bookmark: _Toc15392139]3.3Performance Appraisal: 

SIS's performance evaluation system evaluation conditions are very effective. The main purpose of the system is to evaluate the performance of the job worker. Performance for the staff is evaluated after one year of channel service is over. Evaluation suggests if the SIS staff increases, performance is satisfactory. If performance is not satisfactory, employee may be asked to be alert and perform well. Performance estimation is the key precondition for the one-year service length in the employee channel. Based on performance, organization offers promotion for SIS employees.

[bookmark: _Toc15387955][bookmark: _Toc15389048][bookmark: _Toc15391960][bookmark: _Toc15392050][bookmark: _Toc15392140]3.4 Compensation:

Company doesn’t pay any compensation separately. Sixty percent of the gross salary considered as a basic pay and rest forty percent considers as compensation. In forty percent of compensation includes 30 percent of house rent, 5 percent for convenience allowance and rest 5 percent for medical allowance. Employees who work for sales and marketing department receive the facility for mobile allowance. Trainers who are hired from abroad get the facility for accommodation. 



[bookmark: _Toc15387956][bookmark: _Toc15389049][bookmark: _Toc15391961][bookmark: _Toc15392051][bookmark: _Toc15392141]3.5 Employee relations:

SIS insists on the wonderful employee relationship with long-term perspective, so that the employee keeps it for many years. To ensure the SIS employee relationship, care for ethics, justice and fair treatment for every employee. Ethics has good practice in SIS. There are different policies to ensure ethics, for example,

· Equal employment opportunity policy and
· Sexual Harassment Policy 

These two principles indicate that SIS is highly motivated to ensure work ethic in the workplace. Ethically SIS is very committed that all employees will receive fair treatment in every aspect of their employees' lives. In each case, Justice SIS is a very important concern, SIS Inflexionpoint (BD) Ltd insure justice for all employees. In any event, justice is a fair treatment for every employee, as confirmed by SIS, with a high level of importance and patience. Here, the HR department ensures that all employees receive equal treatment in every sector of the career.

[bookmark: _Toc15387957][bookmark: _Toc15389050][bookmark: _Toc15391962][bookmark: _Toc15392052][bookmark: _Toc15392142]3.6 Other HR activities of SIS Ltd:


· Leave Management System:

Web-based employee holiday management system facilitates communication between HR and employees, facilitating staffing page easy but effective management. Ensure that all leave management and leave requests are accounted for correctly. Office staff can apply, approve, and see holiday records without any hassle and delay of hours through admin staff - this can be accessed at anytime, anywhere in your id card. For employees, this system can easily determine their vacation availability (from time to time) and request to leave online. For managers, leave approval and papers involve trails. The system provides your employees with a full audit trial of holiday balances and plans.

Below are some essential features of holiday management:

· The master of the policy leaves the organization
· Annual Holiday and Holiday Set Up
· Leave application by employee
· Leave employee by HR/others
· Approve / Reject
· Request for cancellation of applicable leave.
· Reports etc. 


· Attendance Tracking System:

 Tracking the time and attendance of employees working for a company can be a daunting task for any business. Careful records will be kept to ensure that all employees are paid the correct amount on each paycheck and that they are earned or sick and logged properly during vacation time. Keeping track of all this information for each employee can be a daunting task, but using HR software to assist in the process can make it easier and more streamlined to track employees' time and attendance. It provides customized reports for review by HR staff and department managers.



· Security: 

Users can login to the system using their corporate email credentials. This application is only accessible with Office Intranet. The application encrypts all required information before saving it to the database for better security. Used MD5 based 64-bit encryption for password protection.


· Health and safety at work: 

A young worker or employee must evaluate potential health and safety risks before applying to this organization. They must pay special attention to their age, lack of experience, and other factors that may be at risk of their health and safety.


· Daily working hours: 

HR ensured employees to maintain the punctuality. Working hours is set from 9:30am to 5:30pm. The information to be collected from punch register system and a check is carried out on a monthly basis. On the basis of the register information, HR submits the report for individual employees. 

· Leave Policy:

If any employee requires for urgent leave, he/she needs to inform the management, prior to at least a day to get the authorization by the management. In terms of sick leave, organization authorizes for sick pay. Similarly, students also have the facility to take the leave during their exam period. 

· Disciplinary action: 

Generally, the organization carries out disciplinary action among the employees for three types of offences which are misconduct, violence and committing something unpleasant. If they commit any mentioned offences are warned for the first instance. Committing for the further offences enable the employee getting demerit points or in worst cases could face employment termination. 


· Bonus policy: 

Employees have the facility to receive bonuses during the period of Eid-Ul-Fitr from the company. 
	
· Provident fund policy:

If any employee requires any urgent financial assistant, he/she can borrow from company provident fund which should be repaid from their basic salary on a monthly basis.  

· Holidays:

Workers are legally entitled to the same holiday as other workers. Depending on the amount of money they get, depending on how long they work and when they start the year.
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[bookmark: _Toc15389052][bookmark: _Toc15391965][bookmark: _Toc15392055][bookmark: _Toc15392145]4.1 SWOT analysis:

Strengths: 
· Good relation with employees 
· Friendly environment in the organization. 
· Flexible policy maintains and follows 
· Maximum use of fund for training. 

Weaknesses:
· Lack of employee’s skills among few of the departments. 
· They are not interested to introduce new HR strategies. 
· Workforce is small. 

Opportunities:
· New employees (fresh graduate) are required to recruit every year.
· Brighter Intern members get the opportunity to get recruited. 
· Apprentices have the facility receive allowances.  
· External trainers are provided accommodation as well as legal support if required. 

Threats:
· Employees have the mentality to switch their jobs if they get better employment offer by any other competitor. 
· Skilled employees getting unavailable day by day. 
· Market leaders are more experienced in this concerned.  
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From the experience of the work with SIS Inflexionpoint (BD) Ltd, these recommendations are completely from my personal point of view and i think they will improve in recommendation areas. My recommendations to SIS Inflexionpoint (BD) Ltd are:

· The organization should make Human Recourse Department totally separate from other department with professional human resource management administration. 

· SIS Inflexionpoint (BD) Ltd spends considerable productive time on recruitment, promotion and other staff matters. To save productive resources, Human Resources should consider installing the automated and web based technologies for recruitment to replace the manual processing for recruitment and hiring and free staff time and space for more productive time and space for more productive HR activities. 


·  Due diligence should be given to manpower planning and the luxury of filling positions without recourse to efficiency and standard should be reconsidered. 

· SIS inflexionpoint (BD) Ltd should arrange some annual employees, to entertain them, motivate them, give them relief from their monotonous work and also make them feel; that the organization also cares about each and every employee. 


· SIS inflexionpoint (BD) Ltd should make strong their job evaluation system to the employee and should net some standard, so that competitiveness can grow in the employees mind to achieve the level of standard.

· The organization should take step to stop the too much exercise the reference power; it will affect the other employee’s confidents and willingness to the work. 


· SIS inflexionpoint (BD) Ltd offers merit pay only for the employees who those are go to field to execute any project. They should also offer this for their in house worker.  

· The compensation and benefit of SIS inflexionpoint (BD) Ltd should be restructured which would be reducing employee turnover.


5.2 Conclusions

In recent years, human resources issues have become the focus of business discussions in this changing business environment. Today's most successful organizations recognize the impact of the bottom line on emerging HR practices. Effective human resources departments are now upgrading themselves and then to acquire, develop and retain talent. It is clear that the HR approach provides effective shareholders much more than companies without such a practice. It is important to become familiar with HR best practices in building organizational capacity in delivering sustainable results to HR professionals.

In summary, the organizational performance of SIS Inflexionpoint (BD) Ltd can be explained by its effective recruitment and selection methodology and performance evaluation practices. However, SIS Inflexionpoint (BD) Ltd remuneration practices as well as its training and development practices contribute positively to its corporate performance, as perceived by the respondents.

Training is not a luxury, but for companies to participate in the market with high quality services and competitive advantage, the organization must ensure well organized and structured training by its staff. The training function is considered to be a primary task in helping the organization achieves its goals at its core.

In addition, a copy of the HR policy should be made available to all employees in order to ensure broad promotion and enforcement of the policy. The recruitment confirmation and selection process should be confirmed, and seen to be fair. Effective recruitment and selection procedures should ensure a positive financial return for the company, whether by ensuring efficiency on the part of employees or due to minimization, all recruitment and selection procedures must comply with the company's standards and policies. The costs associated with training and retraining staff.
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Sample Questionnaire 
Name: (Optional)


Phone Number: (Optional)


Gender:    
· Male 
· Female

Education:
· SSC or below  
· HSC
· Bachelor
· Masters or above


1. How is the recruitment requirement determined? 
2. What is your hiring process? Is this process same for all levels of staff? 
3. How to use technology such as recruitment, training, etc. in various HR practices 
4. How does your company determine the duties and responsibilities of a job? 
5. How does your company determine the skills required by the job or position?
6. What kinds of questions are asked in the interview?
7. How to recruit employees in your company? What kind of recruitment you preferred? Internal / External?
8. How is the interview conducted or evaluated? 
9. How do you Contact the selected candidate?
10. Is there any opportunity to negotiate salary?
11. What kind of medical tests do you administer to employees before you select them?
12. Does your employee have an adaptation program for new employees?
13. Do you choice of organizational orientation or departmental orientation or both?
14. Are there courses for your organization's orientation program?
15. What kind of employee is qualified for training?
16. Do you have a training section in house? 
17. Where does your company organize training programs for employees? Is it outside or inside the organization? 
18. What method do you follow for training?
29. What benefits does your organization offer existing staff to join the training program? If yes, specify the type of benefit?
20. What are the types of personal skill development for employees?
21. How they evaluate training programs? 
22. Are there any retraining opportunities? 
23. Who evaluates employee performance in the organization?
24. Do you prefer monetary or non-monetary donations in employee remittances?
25. What are the essential steps your company must take to improve employee performance? 
26. What steps does your employee take when they receive poor employee performance? 
27. Does your company have any additional employee performance examples? 
28. What kind of benefits do you provide for general employees?
29. What medical benefits do you provide to employees?
30. How does your company compensate your employees? 
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