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Executive Summary
The accelerated competitiveness inside the recruitment market has caused organizations spending extra time, effort and assets on developing their expertise acquisition strategy. So as to accomplish organization goals it is crucial to choose people with imperative abilities, capabilities, and experience remembering the present and future necessities. experience contention among business relationships for selecting the best potential has extended spotlight on development and the board basic leadership. Selectors intend to hire simply the outstanding applicants who might suit the corporate culture, morals, and atmosphere explicit to the organization. Based on the significance of talent acquisition the purpose of the study is to explore and get clean expertise of the talent acquisition technique of MBM Garments Limited. The report is qualitative and exploratory in nature. The company was chosen followed by a convenient technique and a judgmental sampling technique was used to determine the sample. The study has tried to make the sample data as heterogeneous as possible for perfect analysis. The aim of this study is to get a clear understanding of the talent acquisition process that includes job analysis, recruitment, and selection. The study showed that the activities involved in talent acquisition are being performed with the best efforts of the MBM HRD team. After analyzing all the data it can be concluded the current talent acquisition process is effective enough to fill up the vacant positions in a timely manner. But to make it more fruitful they need to work on some issues as MBM may use multiple sources to collect the CVs and sort out them by using technological help like LinkedIn pipeline which will help them to reduce the overall lead time of the recruitment process. They might also publish their advertisement on international job sites and international newspapers so that people from around the world can apply. Furthermore, in order to get better candidates, walk-in-interviews and campus recruitment can be also used. MBM can recruit from their regular interns also so that fresher with the knowledge about the current practices can get the opportunity to work there. Finally, it very well may be inferred that in light of the solid commitment of MBM workers it is conceivable to add to the advancement of the association. The HRD of MBM has guaranteed a qualified inflow of staff which makes their business comprehensively effective by keeping up an inflexible and reasonable selection process.






Chapter- 01: Introduction
1.1 Background of the study
Presently now is the time for Talent Acquisition, where human resources are viewed as resources for instance Abilities. So, when we state resources, it should be procured, in this way prompting another authored term Talent Acquisition‖ (Parthasarathy and Pingle, 2014). The term Talent Acquisition (TA) is as often referred to as Recruitment. In any case, these are two out and out of various things. Recruitment is a part of TA, and consolidates the activities of sourcing, screening, meeting, assessing, picking and acquiring (John Attupuram, Sequeira, and Gopalakrishnan, 2015). In certain organizations, this connects with the starting occasions of onboarding, which by then transforms into a common obligation among HR and the enrolling manager, with assistance from the learning affiliation (Erickson, 2012). Talent acquisition, as characterized by Deloitte, is a key way to deal with distinguishing, drawing in and onboarding top talents to proficiently and successfully meet all organizational requirements. With Talent at the center nowadays, journal articles such as Recruit or die‖ (caufield 2000), The back-and-forth for Asia's best cerebrums (Chanda 2002), It's 2012, do you know where the Talent is? (Heid 2007) are getting progressively regular in the different HR Professional Journals. Be that as it may, with regards to Bangladesh, Talent Acquisition despite everything needs to pick up its energy and go a long way from the current position. As an art, talent acquisition is obviously not recently discovered; yet as an occupation, be that as it may, talent acquisition is rapidly advancing into a special and significant job role.
According to (S.Foundation, 2016) the fulfillment of any company such as a small producer or a Fortune 500 organization is carefully linked to the exceptional of its employees as well as carefully also tied to its talent acquisition method. They additionally brought that the way a corporation recruit influences the people it hires, the coaching they require, their preliminary overall performance and their retention rate. The subject matter of hiring workers has gathered widespread interest.
This study explores the process of “Talent Acquisition” between key groups of hiring managers in a Garment Factory based in Bangladesh. By collecting and analyzing qualitative information, the study wants to construct a greater knowledge of what skills acquisition method means in both a definitional and realistic aspect to control stakeholders in business enterprise. Hiring the right person may be a difficult venture. Organizations need to decide the type of humans they need to lure, what impression they want to deliver and how to attain the desired candidate. If achieved poorly, a business enterprise’s hiring efforts can produce job candidates who are not desired, lack variation or maybe likely to quit if employed. A deficiently designed hiring process also can overlook enormously certified process candidates due to the fact they have been unaware of an activity commencing. Based on the importance of talent acquisition in the RMG region, the study is entitled to exploring the talent acquisition process of MBM Garments Limited.
1.2 The objectives of the study
The broad objective of the study is to identify the talent acquisition process of MBM Garments Limited.
The specific objectives are:
1. To evaluate the job analysis process at MBM.
2. To identify the recruitment operation at MBM.
3. To analyze the selection procedure at MBM.
1.3 The rationale of the study
As per (Parthasarathy et al, 2014) Talent Acquisition would be a recently authored phrasing for a large number of us however It is not new for the HR professionals. Talent acquisition, as characterized by the aid of Deloitte, is "a vital way to deal with distinguishing, pulling in and onboarding top ability to productively and successfully meet powerful business needs". There is constantly an enormous potential for exceptionally gifted talents all-inclusive and obtaining such talents has consistently been a difficult assignment for experts. As organizations progressively contend based on talents, their prosperity will to a great extent depend on their capacity to enroll, create, convey and hold gifted individuals at each level from generation representatives and professionals to researchers and architects to center administrators and official pioneers (Heid 2007). As a result of this basic issue, organizations have begun defining methodologies and procedures for gaining Talents. Enlisting the correct workers can be testing, however, the awards of a well-developed system can be colossal in light of the fact that successful selecting is the establishment on which any ability the executives' program is assembled (S.Foundation, 2016). Henceforth it gets basic for understanding distinctive Talent Acquisition methodologies over the globe and comprehends its suggestions. 

1.4 Scope and Limitation

In light of the importance of ability securing, the point of the exploration is to investigate and get a clear understanding of the talent acquisition process at MBM. It will help the policymakers of MBM and different Garments to distinguish the real situation and make essential strides so they can defeat the holes during the time spent ability obtaining. Besides this study can be also helpful for future researchers to get some definite ideas about the talent acquisition process of the RMG sector of Bangladesh. 
As it’s a case study so the study will be done by working with only one single organization and data size is also minimum. As a result, the study will not have a specific result.

















Chapter 2: Literature review

2.1 Organization overview
MBM Group is a pioneer within the clothing industry of Bangladesh. Operating for over 35 years, the organization has been a key participant in the market with experience operating with many reputed worldwide manufacturers like Levi, G-Star, H&M, Lee, Wrangler, American Eagle, Debenhams, JC Penney, Nautica, and others.
The enterprise started its journey in 1983, which has been diagnosed nationally and the world over as one of the most advantageous centers of the area. The Government of Bangladesh also offered the National Export Trophy 6 times to MBM Garments.
MBM Garments Limited is a Public Limited Company confined by way of Shares. MBM has been a participant within the ready-made garment sector given that 1983 and has been energetic solely in the woven garments section. We have taken each care to preserve the promise of high satisfaction and substance. As an end result, incomes enterprise-wide reputation; we're the most effective manufacturing unit in Bangladesh, to have Jc Penney self-audit certification, we've additionally obtained National Export Trophy 6 times and a four-megastar award from Levi Strauss, for five years.
They keep a constantly superb fashionable of business conduct, ethics, and social obligations and take pleasure within the efficiency of what we do.
They are specialized in manufacturing and washing of all ways of woven clothing with their advertising and marketing and sourcing wing doing all varieties of T-Shirts, Polo-Shirt, Sweatshirts, Sweater & Pullover, Trousers, Shorts, Jackets, Casual Wear and Formal Wear for Men, Women & Children. Their Units able to producing sixty thousand dozens a month, forty thousand pieces washing in a day with twenty-five Lines, and over four thousand and five hundred workforces.
MBM’s real stars are all of the folks that work day in and day trip to make our promise of Skill, Substance, and Style a fact. Each manufacturing unit is manned with the aid of just over 2000 able, well-skilled individuals. They carry out their responsibilities expertly with the help of our sturdy IE & Planning crew with SMV and SAH based costing. Their Merchandising wing is aided by our professional advertising group and the entire manner is properly oiled by using the Strong Finance and Commercial Department.
They possess a professional IT crew, with custom-designed oracle software for higher monitoring all of their goods, proper from order placement to delivery out, whilst their in-residence C&F Team in both dhaka and chittagong in lieu with our transportation unit make sure a company grasp on lead-time.
Above all a professional team of top management with close observe-up one very branch and being aware of employee’s requirements in addition to the organization vision and the precise necessities in their clients.
Today, MBM operates from both its production devices, optimally making use of its 25 production traces and staff of round 5000 nicely trained and surprisingly encouraged personnel. We have an annual turnover of around US$ forty-five million and a potential to provide 60,000 dozen woven garments. The organization isn't always simplest compliant with the necessities of the COC but additionally continues high requirements of green manufacturing and social duty.

The vision of MBM Garments Limited
Responsibility Towards Customers: The Primary Reason For Us To Exist Is To Serve Our Customers. We Do This By Ensuring The Delivery Of The Very Best Value To Our Customers, Both External And Internal.
Responsibility Towards Fellow Associates: A Company Is Only As Good As Its Employees. We Know That We Are Capable of Delivering the Best Value Because Of Our Investment in the Best Employees and associates.
Responsibility Towards Our Community And Environment: We Invest In CSR Activities That Will Improve The Lifestyle And Conditions Of Our Own People And Those Of Our External Community.

Organizational structure
	Top Management
	Managing Director 
Nominated Director
Independent Director 
Chief Executive Officer 
Chief Finance Officer

	Executive Level Management
	Senior Vice President   
Assistant Vice President  
General Manager 
Assistant General Manage

	Mid - Level Management
	Sr. Manager 
Manager
Deputy Manager 
Asst. Manager

	Junior Level Management
	Management Trainee 
Sr. Officer 
Officer
Junior. Officer

















2.2 Review of other relevant studies   
 According to The Daily Star newspaper, the RMG regions are a multi-billion dollar production and export business inside the country. More than a million ladies workers employed in semi-professional and skilled jobs developing attire for trades; therefore, BGMA claimed that Bangladesh has accomplished its most elevated GDP pace of 7.11 in 2017. Numerous investigations have been directed to investigate the HR practices and their legitimate execution all through the world in various associations and the board related areas alongside RMG also.
Billah & Islam (2009) said that HR activities remarkably affect progressive responsibility and worker rate of replacement. Sabbir (2015) carried out a study to discover whether or not the RMG zone in Bangladesh follows the HR rules and suggestions appropriately. It moreover looked for whether HR is esteemed by RMG regions in Bangladesh or not. The investigation reasoned that there's enough risk to preserve up the HRM rehearses for an advanced and more promising time to come back to the RMG region in Bangladesh but the implementation and protection of HR practices within the garment sector is still a burning query.
According to Nilsson, Staffan; Per-Erik Ellström (2012), the process of identifying, securing, developing, and managing relevant talent is important in meeting the long-term strategic needs of an organization. Therefore, Talent Management has also seen to be closely associated with various HRM activities like HR Planning and Strategic HRM which works towards creating a high-performance work culture with the help of competent employees. 
As indicated by means of (Parthasarathy et al, 2014) from the overdue 2000s, there have been a ton of research processes that talked about the problems of Talent Acquisition and dramatic shifts in the distribution, availability, and nature of skills are taking area around the arena. Boldly stated: inside the Western democracies, the body of workers aptitudes and gifted specialists are in a progressively brief stockpile. Alternately, in India, China, Korea, and other Asian nations, there's a massive and developing stockpile of a team of workers-prepared people, regardless of these gains in Asia, but, jobs across all industries are becoming more complicated, annoying ever-higher talent ranges and pushing up the demand for professional people. Five and Ten-year strategic plans should remember considering now not simplest where the talent is now, but wherein it'll be in a while. Which countries have the maximum grounded pipeline of capacity? What will the exchange? What's extra, what effect will it have on key making arrangements for the medium term? Were the questions raised with the aid of the Financial Executive article written by Michele C Heid in 2007.
TM is an exceptionally latest addition to the Human Resource Management (HRM) lexicon, first acting as a practitioner-led phenomenon in 1997 with the ebook of the ‘The War for Talent’ through a group of US-based McKinsey consultants (Michaels, Handfield-Jones, and Axelrod, 2001). Since then the terms “talent” and “talent management” have emerged as not unusual inside both HRM and management literature extra broadly, with TM receiving a ‘splendid diploma of practitioner and educational interest’ (Collings and Mellahi, 2009). Thunnissen, Boselie, and Fruytier (2013) become aware of it as the unmarried maximum critical managerial preoccupation to this point in the twenty-first-century commercial enterprise environment.
Job analysis is a systematic exploration of the activities inside a job. This is used to outline the responsibilities obligations and accountabilities of a job. Job Analysis plays an important function in recruitment and choice, task evaluation, task designing, determining compensation and blessings packages, performance appraisal, analyzing training and development desires, assessing the well worth of activity and growing employees as well as organizational productiveness (John Attupuram et al., 2015). According to John Attupuram et al. (2015)job analysis provides valuable information data relating to the content and skill requirement of jobs which help to bring about improvements in the engineering design of jobs. It provides information that enables the management to change jobs in order to permit them are being manned by personnel with specific characteristics and qualifications.
Better recruitment and selection methodologies bring about improved organizational outcomes. HR practices constantly supposedly contribute to a progressed bottom-line overall performance; which is typically seen as "notable" for "worker's" like schooling and development (Mohammad, Alam, &Akter, 2016). The stakeholders of this quarter consisting of government, BGMEA, NGOs, employees federation can also emphasize greater on the development of understanding, capabilities, and information of the people. Rab (1991) explored the HRM practices in 24 exclusive small ventures who're functioning in Dhaka to differentiate in terms of recruitment; respondent interaction turned into the important means (58%) straggled by means of commercial in everyday newspaper (21%), stroll-in interview (13%), and word board of company (eight%). The entirety of the endeavors, besides for one association, applied work test checking out and interviewing for personnel selection. A part of the private place owners and managers don't forget the inner and casual recruitment and choice procedure for saving time and money. It is a result of no lawful necessities to sell employments in print media or to observe any proper enlistment and choice method (Absar, 2011; Mia & Hossain, 2014). It activates imparting inclination to family and family members over the talents and abilities to meet their very own social commitments to help cherished ones (Chowdhury &Mahmood, 2012).
Good sized literature was discovered to define and identify unique traits and significance of recruitment & selection, sorts, and techniques of recruitment & choice, and proper management of recruitment & selection process (Ahmed, 2015). Recruitment is the manner of locating and attracting successful candidates for employment. It is the pool of candidates from which the new employees are decided (Edwin B Flippo). According to (Ahmed, 2015) truly, recruitment links the personnel and the task seekers. The achievement of the corporation ordinarily depends upon the effective and efficient use of the recruitment & choice process. But achievement won't arise because of a few misconceptions or myths about recruitment and selection practices (Taylor, P. 1998, Aswathappa 2008: 186, Khan &Taher 2008: one hundred ten). Using suitable techniques the perfect candidates are accordingly, capable of being recruited and decided on in the course of their professional improvement (Crawford 2004).








Chapter 3: Methodology
The report is qualitative and exploratory in nature. Qualitative research is a scientific method of observation to gather non-numerical data. This type of study answers why and how a certain phenomenon may occur rather than how often. Exploratory studies are supposed to offer information in which a small quantity of records exists. It might also use an expansion of techniques including trial research, interviews, institution discussions, experiments, or other techniques for the motive of gaining facts.
3.1 Data source 
Primary data 
❖ Interview and focus group discussion.
Secondary data 
❖Different websites; including company website: https://www.mbmdhaka.com 
❖ Various journal articles and research papers. 
❖ Official documents. 

3.2 Survey period 
The total survey period is two days. The interview was taken on 4th January 2020 and focus group discussion was held on 11th January 2020.

3.3 Sample selection process 
Judgmental sampling technique was used to determine the sample; it is a non-probability sampling technique where the researcher selects units to be sampled based on their insight and professional judgment.
3.4 Sample size 
Here the sample size is 15. The participants are from different departments including the HR department of MBM.
3.6 Report writing
Chapter 1 of this report includes the Introduction. 
It Contains:
1.1 Background of the Study,
1.2 Objectives of the Study,
1.3 Rationale of the Study, and
            1.4 Scope and Limitations.
Chapter 2 of the study includes Literature Review. 
It Contains:
2.1 About the Organization, and
2.2 Review of Other Relevant Studies.
Chapter 3 of this report includes Methodology. 
It Contains:
3.1 Description of Data,
3.2 Survey Period,
3.3 Sample Selection Procedure,
3.4 Sample Size, and
3.5 Report Writing.


Chapter 4 of the study includes Analysis and Findings. 
It Contains:
               4.1 Analysis, and
               4.2 Findings.
Chapter 5 of this report includes Conclusion and Recommendations.
It Contains:
5.1 Recommendations
5.2 Conclusion
References














Chapter 4: Analysis
4.1 Analysis
4.1.1 Job Analysis

The job analysis process of MBM:

At MBM a methodical job analysis is followed, that includes the job specification, job description, and job evaluation. The recruitment procedure preferably starts with the analysis of job description and person specification for that job. A job description and analysis of person specifications provide the foundation for stipulating the job title and salary scale of the position.

Job Description

MBM follows a predetermined job description, which includes the title of the job, task and activities of the job, the authority, and obligations of the job. For instance, the obligations of the head of recruitment & selection are to attract and hire the right candidates for the business enterprise to meet the organization's desire. 

Job Specification 

Job specification describes the required education, training, experience, and competencies for the job. The job specification is crucial, due to the fact the key part of the job specification, hooked up at the beginning, is utilized in an established choice interview. The activity specification of MBM is specially organized with the aid of a committee and written inside the carrier rule of MBM. The following information is mentioned in the job specification: 
· The minimum educational as well as work experience required for every post from top to bottom. For example, for lateral entry, an applicant for the put up of supervisor should have a Masters's degree and have to have 7 years of experience in comparable positions.
· There are likewise required capabilities for advancement in a specific post.

Job Evaluation 

Job Evaluation helps MBM to prepare the compensation packages. At the time of establishment analyzing all the characteristics of every post, the compensation package is being developed. In this technique, the roles with commonplace demands in phrases of abilities, schooling, and different private traits are placed inside the common compensation group organization consistent with the service rule of MBM. But one thing from the negative aspect that is, in the maximum number of the circular MBM doesn’t provide reimbursement because of its confidentiality and negotiable nature.

4.1.2 Recruitment and Selection Process of MBM 

MBM right now manages distinctive International Brands around the world. At whatever point any post should be occupied from that time the administrative center begins the recruitment procedure. From that factor onward, the chosen employee joins the head office first then they'll stay there or transferred to any of its sister concern facility. MBM follows specific methods for recruitment and choice manner. The technique is given beneath-

Manpower planning and forecasting: 

Labor Planning likewise called HR Planning comprises of putting the correct number of individuals, right sort of individuals at the opportune spot, ideal time, doing the correct things for which they are suitable for the accomplishment of objectives of the organization; while maintaining a strategic distance from labor deficiency or excess. Before beginning the enrollment procedure, the HR division of MBM breaks down its present labor stock and ensure labor conjectures. At first, the line managers send all their requirements to the program head, and then the program heads inform the top management about it. At this point with the assistance of the HR team, they conduct a definitive estimating to compute the cost identified with it. 
Two principal kinds of requirements are resolved directly at the beginning of the manpower planning, the requirement for another position, or substitution of the current position.

1. New position- After the need analysis for new activities new positions need is taken under consideration. After that, an analysis happens which tells if this position is filled or not.
2. Replacement of existing position- At the point when a current worker resigns in any way, shape or form the requirement for another representative happens. Around then through the enrollment procedure, new representatives are chosen.

Developing Staff Requisition & Job Description: 
When a post becomes vacant the task of hiring a new employee starts with the approval of Head of HR Department. A staff requisition form of MBM usually contains the following information:
1. Job placement
2. Designation
3. No. of vacant positions
4. Employment type (regular/ contractual/ others)
5. Way of recruitment (internal/ external)
6. Remuneration and Job level
7. Time frame
8. Educational & Professional qualifications 
9. Job experiences (If Any)
10. Preferred channels of advertisement
11. Replacement or New position
12. Final approval of Head of HR & department head
A JD (Job Description) is likewise evolved wherein the tasks and responsibilities of that role are mentioned. When any candidate is hired for that function then a copy of JD is handed over to him.
Job Advertisement: 
After manpower planning and staff requisition, an occupation promotion is distributed on the accompanying sites such as the MBM career page, bdjobs.com, Linkedin and other job platforms. The advertisement contains information such as the key obligations of the position, individual determination, instructive prerequisite, experience necessity, work type, pay structure, work area, how to apply and the cutoff time is likewise referenced.

Searching and Screening: 
Once the advertisement is published, MBM gets a monstrous measure of CVs from intrigued candidates for their employment opportunity. Inside the 15 days, the enrollment group experiences numerous quantities of CV screenings.
To begin with, every one of the CVs is gathered and from that point forward, they experience every one of them to locate the fitting applicants. It's not ensured that everybody with the given capability applies and many individuals who don't satisfy the necessities yet send their curriculum vitae hoping for the best. The hiring team cautiously screens out the main individuals who coordinate the prerequisites flawlessly. They give equivalent chances to both interior and outside competitors.
For the top positions, they moreover depend upon the skills scouts, in mild of the fact that the conditions of the pinnacle positions are excessive considering they need a ton of pertinent involvement with the precise field. These elevated levels of experience are not in every case simple to get just from sites like bdjobs or career sites. 


Shortlisting and Communication: 
After finishing the preliminary screening, the HR group forwards the shortlisted CVs to the interview board. With the approval of all the board members, candidates are being called for the written exam and interview. If the participants confirm the timing then an email is sent for the affirmation. In the email, the time, date, and venue are clearly mentioned to avoid any misinformation. 
Written test and Interview: 
Prior to the appearance of the applicant, some courses of action is been finished. In the event that the vacant post requires any formed exam, by then the exam questions are prepared. If the vacant post doesn’t require a written test then just an interview is taken. Generally for higher positions like head of the department, preferred supervisor, and so on. Written check isn't always taken. For board members of the interview board some files are been prepared that contains all the necessary information of the candidates. 
The meeting can be taken in numerous manners. One is the head to head interview and the opposite one is the skype interview. Face to face happens when the candidate comes to the office in person for the interview. Skype interview occurs when a candidate is unable to come for the interview in person. After an interview with every candidate board contributors make the effort and speak among them about the candidate. If the number of the candidate is more board arranges for a 2nd-spherical of the interview. Another factor is executed this is the reference check of a candidate who is invited for the second round of interviews.
Comparison between candidates and the Board’s decision: 
As soon as the interview ends the assessment between candidates starts off evolved. The written check end result and marks of the interview are combined to make the final end result. The individual who receives higher marks is chosen for that post. The remaining selection is done via the board members.

Offer letter and Negotiation: 
The man or woman chosen for the job is prolonged to the employment possibility. The offer letter describes what advantages the employee will be entitled to and approximately the total number of leaves, transportation facilities are referenced. If the individual aggresses with the provided letter he acknowledges or else he can negotiate the terms with the HR.
Joining of a candidate as staff: 
After accepting the offer letter the person joins the office first then the orientation is given. On Joining day some other required documents are collected from the employee for a final checkup. This includes documents such as academic and professional certificates, previous job experience certificate, national ID card, and passport. They have to give a photocopy of each of these things. 
A staff file for each of the employees is created. Papers that remain in the staff personal file includes: 
· Letter of Appointment
· Deployment
· General code of conducts form
· Job Description
· Personal information form
· Nominee form
· References check information
· Offer letter
· Test paper (if taken any) 
· Curriculum Vitae 
· Copy of all academic certificates
· Copy of all previous work Experience certificates 
· Copy of NID
· Copy of Passport
Finally, the employee is given a brand new ID range for his or her identification, and thus the recruitment and choice technique of MBM closes. Then all the files are scanned and kept within the employee database in case the papers are lost or being destroyed for some reason. New employees are warmly welcomed from the complete MBM crew and everyone helps him/her to adjust to the new work environment. An orientation session is arranged for the new recruits to make them familiar with the organization’s culture, mission, vision, values, etc.
After merging all the documents, the joining file of the candidates gets completed. And, these documents are kept as hard copy and soft copy version for checking the record of the employee. Here, the overall recruitment or hiring process period or duration is around 52days. In between these 52 days, the team selects the new candidate. The duration of the period of the hiring process is shown in the figure below-

	Recruitment Steps
	Duration

	Staff requisition
	2 Days

	Publishing job advertisement
	3 Days

	Collecting CV for a vacant position
	15 Days

	Screening CV 
	3 Days

	Approaching shortlisted candidates
	2 Days

	Arranging written and interview 
	10 Days

	Reference check
	7 Days

	Recruiting the selected candidate
	10 Days

	Total
	52 Days













4.2 Findings

The findings of the study are:

1) MBM has a very structured process of conducting a job analysis. They follow a three-step process to properly analyze the job in terms of its duties, required qualifications and the value of the position.
2) The HRD team of MBM tries to utilize the hiring process more efficient but still the overall lead time of hiring is 52 days which may result in losing qualified candidates because of this lengthy process.
3) From the earliest starting point, MBM follows the regular old framework for hiring. 
4) The MBM’s HR team only posts or publishes their advertisement on a few websites like their career page of the website, LinkedIn, BDjobs. They do not publish an advertisement in the newspaper regularly and do not communicate with any recruiting agencies. They publish rare advertisements in foreign countries Channels or Medias. So, it becomes difficult for foreign candidates to find circulars easily.
5) The HRD team only focuses on the experience of the candidates. That is why they provide less scope to the fresh graduates or candidates. There are fewer entry-level jobs for fresh graduates.
6) They do not have enough head or talent hunting, field advertisement programs for recruiting or hiring candidates.
7) MBM is an organization that believes in equal opportunity so they have a very fair and rigid selection process.





Chapter 5: Recommendations and Conclusion

5.1 Recommendations
MBM is a very renowned organization both nationally and internationally yet there are consistent methods for development. To overcome the quandary a few advice is given underneath:
1. MBM HRD may use multiple sources to collect the CVs and sort out them by using technological help like the LinkedIn pipeline which will help them to reduce the overall lead time of the recruitment process.
2. They might publish their advertisement on international job sites and international newspapers so that people from all around the world can apply as the RMG sector is a global platform.
3. To get better candidates they may consider campus recruitment and walk-in-interview. MBM can also recruit from the interns so that fresh graduates with knowledge about the current practices can get the opportunity to work there.


5.2 Conclusion
[bookmark: _GoBack]Finally, it can be concluded that Talent acquisition is essential for finding or selecting the best candidate for any organization or institution. Because these newly joined staff will lead and represent the organization in the future. The strong dedication of MBM employees made it is possible for MBM to achieve global success. The HRD of MBM has guaranteed a certified inflow of staff which makes their worldwide projects a triumph, which indicates that they have a compelling method for working surely. Now I am able to coordinate the academic knowledge which I gained throughout the past two years of study with the practical work.
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