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Abstract
One can be report export on theoretical knowledge by learning only in classroom. But generally there is a significant gap between the practical situation and theoretical knowledge. From this perspective, to bridge up this gap, practical experience must be achieved with the theoretical knowledge. In order to achieve this, BBA program required some practical knowledge about organization. It is the combined agreement between the educational institution and business house operating in the practical field. BBA program is targeted to teach how to have an absolute professional outlook. The prime objective of this report is to produce the learners with the practical organizational environment so that participant can tune up themselves for the job in the future and can get an opportunity to reconcile the theoretical knowledge with the real life situation. For these reasons, this internship report is an indispensable part of the BBA program. This report is on ‘Talent Recruitment and Selection of Bashundhara Group’ which has been chosen for studying the entire methods and processes of talent recruitment and selection function of Human Resource Division which reflects some of the unique ways for recruiting the candidates to fill up various vacancies and ensuring the right placement for the right job.
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Executive Summary

The report is designed to fulfill the gap between the theoretical knowledge and practical life experience which is a part of the BBA internship program. This is basically designed to have practical knowledge while passing through the theoretical understanding. This report is divided into Seven Chapters. Chapter One is, ‘Introductory Part’ which includes introduction, purpose of the report, and methodology of the report and limitations of the report. Chapter Two is on the ‘Literature review’ which describes the concept of talent recruitment and selection process including the types of the process, as well as the Researchers’ view on the topic. Chapter Three Focuses on the ‘Overview of Bashundhara group’. This part includes with historical background of the company, mission, vision, and values of the company, Chairman’s massage, organogram of the company, and also businesses of the organization.  Chapter Four is based on the practical job experience of the internship program. Here, the job description and responsibilities are added with graphical presentation. Chapter Five is the Objective of this report. Here, the overall talent recruitment and selection process of Bashundhara group, sector-A is clearly illustrated along with an organogram of HR division, types of the employees and preliminary steps of recruitment as well as methods of talent recruitment and selection followed by them. Chapter Six describes some ‘Findings and analysis’ of the observation originated from the internship program and some questionnaires of the topic to the personnel. Beside that the SWOT analysis and the benefits of the talent recruitment and selection process on the company is also expressed in this chapter. Chapter Seven is the ‘Concluding part’ which includes recommendations, and conclusion. In a nut shell, it can be said that this study finds a very promising and positive tone of growth for Bashundhara group. The Human Resource Division of the company is always focusing on continuous development which refers more competitive recruitment and selection process day by day and also prompts the expectation on that the proper talent recruitment and selection process will be completely established in the company for the successful manpower accumulation.
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Chapter 1
Introductory Part















1.0 Introduction
People are a company’s most important assets as they can make or break the fortunes of a business. In today’s highly competitive business environment, placing the right people in the right position is very difficult for the success of any organization. Nowadays, every organization needs to give importance on personnel planning as one of the most vital activities. Human Resource Planning is an essential ingredient for the success of any organization in the long run. There are a number of techniques that need to be followed by every organization which guarantees that it empowers the right number and type of people, at the right time and right place to enable the organization to achieve its planned objectives. Talent Recruitment and Selection plays a vital role during such situations. With shortage of skills and the rapid spread of new technology persevering considerable pressure on how employers perform the talent recruitment and selection activities, it is recommended to conduct a step-by-step strategic analysis of recruitment and selection processes. With reference to the current context, this paper presents the talent recruitment and selection process of Bashundhara group which is one of the most leading conglomerate companies in Bangladesh.
1.1  Purpose of the report
Every task is undertaken with an objective; without any objective, the task is rendered meaningless. The main objective for undertaking this report are:
· To understand the talent Recruitment and Selection process of Bashundhara group.
· To analyze and study the process.
· To give suitable recommendations to uplift the hiring process.

1.2   Methodology of the report
The methodology is a systematic way to gather the information which is applied to establish a report. In this internship report, the data is gathered through both primary and secondary sources.
Primary Source: As this is an internship report, the major concepts of the topic have come through active participation and observation of Three (03) months internship program in Human Resources Division, Bashundhara group. Besides that some questionnaires were asked to the concerned personnel for comprehending the concept more.
Secondary Source: Besides the primary source, some data has collected through different books, articles and website.

1.3  Limitations of the report
The following limitations are faced during the course of the study. 
Shortage of time: Time shortage is a big constrains. This is really difficult to absorb the vast area of corporate experience within such short time. And so the time constraint of the study hindering the course of vast area and for preparing a report within the mentioned period is really difficult. 
Busy working environment: The officials had some rush with their huge routine work. Thus, the assigned internship schedule from the manager could not be followed properly. 
Insufficient data: Sensitive company information cannot be displayed in this report. Due to confidentiality of the department, some delicate information cannot be collected. 
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Chapter 2
Literature Review








2.0 Talent Recruitment and selection process
2.0.1 Definition:
Recruitment is concerned with accomplishing, attracting, and ensuring a supply of qualified personnel and making out selection of requisite manpower both in their quantitative and qualitative aspect. It is the enlargement and maintenance of adequate man- power resources. This is the first stage of the process of selection and is finalized with placement. In simple words, the term recruitment refers to discover the source from where potential employees may be chosen. The scientific recruitment process leads to higher efficiency, better wages, high morale, reduction in labor turnover and enriched reputation. It stimulates people to apply for jobs as it is a positive process. On the other hand, the process of interviewing and evaluating candidates for a specific job and selecting an individual for employment based on certain criteria. Certain employment laws such as anti-discrimination laws must be obeyed during employee selection as it is a negative process.
Recruiting has often been patented as more art than science. It’s a communicative discipline where people skills, intrusive interviewing and character instincts are critical to doing a good job. Recruiting is a lot more science than we give it credit for, especially if the organization is doing it correctly. Because it’s not just a predicting game anymore. Instead of trying to hire more candidates every year and hoping it works, companies today have more tools and information at their disposal to make strategic adjustments to their hiring programs.
Talent management is an organization's commitment to recruit, hire, retain, and develop the most talented and superior employees existing in the job market. So, talent management is a useful term when it describes an organization's assurance to hire, manage, develop, and retain talented employees. The components of talent management: Strategic employee planning, Talent acquisition and retention, Performance management, Learning and motivating, Compensation, Career Development, and Succession Planning.
Talent Acquisition is the process of attracting and recruiting the best talent available to confirm that an organization has the right people, with the right skills, who are in the right job, and are employed against the right requirements. This contains elements of employment branding, outreach, networking and relationship building with potential candidate communities to continually build and enrich the talent pool for an organization. When used in the perspective of the recruiting and HR profession, talent acquisition usually refers to the talent acquisition department or team within the Human Resources department. Talent Acquisition professionals realize that each talent has something of value to offer. They also maintain relationships with the best of the talent that lead to more successful networking, more referrals, more business and an amazing give and take of expertise, knowledge and information.
2.0.2 Differences between Recruitment and Talent Acquisition
· Recruiting is a short-term, strategic effort to fill vacancies with active candidates. Talent acquisition is a long-term, tactical effort to seek out qualified people, foster relationships, and convince them to bring their unique skills to the company. A talent acquisition strategy is designed to attract the best and brightest people to work for the company-regardless of specific open positions.
· Recruiting proceeds tremendous effort. Talent acquisition takes efficient and fruitful processes which are easy to use and candidate centric.
· Recruitment is a linear process, where employers source candidates for the current vacancies presently available. This approach is reactive in its nature, thus leads to enlarged time-to-hire and cost-to-hire. At times organizations compromise even on quality in order to handle cost and time.
On the other hand, Talent Acquisition is ongoing cycle of process that start by building employer brand, communication of Employee, value proposition and continuous relationship with targeted Talent segments. This approach leads to the development of talent pools and talent pipelines eventually generating sustainable talent supply chain. This leads to more strategic nature of the approach and momentous improvements across all Recruitment KPIs.
2.0.3 Importance of Talent Recruitment and Selection
Many businesses are realizing just how important the process of acquiring talent actually is. Effective talent acquisition is vital for any business and here are the crucial reasons:
Get the right people: Talent acquisition proceeds a long-term view. Those engaged in acquiring talent are much more involved in finding the best candidate for the job. This means that everything from skills to future development to cultural fit is deliberated when a candidate is ‘acquired’ rather than recruited.
Realize a competitive advantage: The biggest asset of an organization is its employees as they have the ability to make the differences. When the right people are not placed rightly, the business may face struggle. By contrast, when the right people are in place, the business will achieve an edge in the market. The right people have the abilities to ensure that work is being completed properly and on time. They are also be more motivated and more productive in the workplace which interprets to an advantage in the market.
Invest in the future: The most vital thing about talent acquisition is that it is forward looking. The key personnel may be looking toward retirement or may move on to opportunities with other firms and other employees are equally inevitable. Replacing them with an external candidate may be a lengthy and costly application and there is no assurance that the hired person will fit with the corporate culture. Talent acquisition looks to ensure that the hiring people have the skills to develop into the key personnel. Since candidates are already screened so thoroughly in the time of hiring, the personnel know that they are the right fit for their current positions and they have the potentialities on the future roles.
Save time and money: One last reason effective talent acquisition is so essential is that it ultimately saves time and money. Though acquiring talent can be a much more involved process, going through the process in the first place can save from spending resources for the long run, such as, training on a person who ultimately is going to leave, and also repetitive recruitment cost. 
2.0.4 Talent Recruitment and Selection Strategies:
The strategic elements of talent recruitment and selection as follows-
Talent Acquisition Planning & Strategy: This confirms business alignment, examines workforce plans, entails an understanding of the labor markets, and looks at global considerations.
Workforce Segmentation: It entails an understanding concept of the different workforce segments and positions within these segments, as well as the skills, competencies, and experiences necessary for success.
Employment Branding: This includes activities that help to expose, articulate and define a company’s image, organizational culture, key differentiators, reputation, and products and services. Employment branding can help spread the market position of organizations, attract quality candidates and represent what it is truly like to work for that organization.
Candidate Relationship Management: This contains building a positive candidate experience, handling candidate communities, and continuing relationships for those candidates who are not selected at present against a particular skill set, but have few more skills.
Metrics & Analytics: It is the endless tracking and use of key metrics to drive continuous improvement and to make better recruitment decisions, to ultimately advance the quality of hire. Modern recruiting tools are moving to magnitude long-term metrics like performance, retention, and overall fit. Armed with that data, HR professionals can forecast future success at the company based on the qualities of past high performers.
Working with Other Departments to Integrate Talent Acquisition: Good recruiting can never happen in an emptiness. Working with other departments can influence the skills of hiring team in the talent acquisition process. For example, a marketing manager can assist the recruiter with the employer branding: innovative ways to freshen up print and digital recruiting materials to attract more candidates, film a video that highlights the company culture or a “day in the life” of a certain role, convey the value of the company to life on social channels, in search results, and wherever else top talent might be looking.
The HR personnel can also work with accounting, analytics, or other data-focused departments to help himself analyze the new store of data and to understand how to pull actionable insights from lots of recruiting data so that they can present data in a compelling way when the time comes.

Using Automation to Make Outreach Efficient
Modern recruiters and HR leaders have unbelievable tools at their disposal to find and connect with top talent and these tools are only getting smarter. Automation in recruiting is another appreciated tool. Automation decreases the time it takes to screen candidates, helps evaluate soft skills, and minimizes human bias. Automation is a great tool for screening resumes, acknowledging and rejecting applicants, scheduling interviews, and checking references. As long as it is used in the right ways, automation can protect a lot of time and free up time for tactical talent acquisition.
The recruitment tools: An Applicant Tracking System (ATS), Recruitment Candidate Relationship Management (CRM) system, onboarding system, career site, interviewing tools, and mobile apps can be the finest tools to fulfill the talent strategy to look into new solutions that can help predict candidate success or at least help to reach candidates in the right place and at the right time.
2.0.5 Process of Talent Recruitment and Selection:
Business of all sizes from small, medium to big, all need a practice for talent acquisition. This is a common concern and analysis raised from company leaders. The five basic steps of talent recruitment process:
1. Generating potential lead
One of the most essential step is to make sure that a pool of suitable talent is generated for the current vacancy. Professional recruiters recommend business leaders to design a practice for potential employees’ generation. The process starts with a job description, defining what roles the staff will perform, which qualifications the company desire for. Talent Central can be intended to import automatically position-specific information from the company’s specific software and the Jobs Descriptions Database when a requisition is created. Information consist of items like the job title and description, and basic qualifications for each job code. For the hiring manager, this automated feature confirms that up-to-date titles and qualifications are used, and advances posting time by reducing the need for data entry. Hiring managers are encouraged to comprise detailed job duties as well as job related preferences to the position description. This information will be reviewed in the strategy term with the recruiter. The posting may be customized by the recruiter in order to attract the highest quality applicants for the position.
The next step relating the tactics to promote the job postings in many channels. It could be professional website for job seeker, or via social media platform such as Facebook, LinkedIn posting and sharing at networking events may be additional option. Briefly, the recruiter should exploit all channels to generate as many potential leads as possible.
2. Picking the right questions for interview
There are some fundamental rules in asking the right questions for behavioral interview. The company owners must want about their real experiences instead of hypothetical questions. Therefore, the recruiter should sensibly design a questions list earlier. It is highly advised that he should start by outlining from 3 to 5 most outstanding tasks and key performance indicators (KPI) to gauge the performance of a candidate. Then he can design other relevant questions regarding their past company. Digging into some questions like: “What have you accomplished?”, “How long the time you taken to do this assignment?” Their attitudes and experiences will be clearly highlighted through their responses.
3. Utilizing Assessment Tools and Exercises
There are a few more tools and methods for employees’ assessment including an IQ, EQ, personality test. The recruiter may also use some kind of physical ability test if the nature of the job needs. Any types of test is acceptable if it does not contain discrimination contents and still related to the scope of work. Some exercises such as team-work discussion, case studies and many other things will help to understand the thoughts and behaviors to continue with the processes and make final decisions.
4. Checking references
There are Three (03) key elements to memorize the checking references step also known as 3 C's: Chemistry, Character, and Competency. The personnel should never forget to make the reference calls and crosscheck the legitimacy of the references contents. Any intuition and feeling about the candidate should not be followed in the time of this task.

5. Making the final selection
The final step will convey the desired results provided that the personnel build a complete HR system. He should clearly outline the scoring, ratings of the candidates then choosing the best possible employees.
2.0.6 Types of recruitment and selection:
Recruiting individuals to fill the particular post through selection can be done by internally by recruitment within the firm and externally by recruiting people from outside.
Internal recruitment
Internal recruitment is the process of filling the vacant position within the business from its current workforce through − promotions, transfers, former Employees, internal advertisements (Job Posting), employee referrals, and previous applicants etc.
Advantages
· Inexpensive and earlier to recruit
· People already accustomed with the business and know how it operates
· Provides opportunities for promotion with in the business which also enhances the motivation
· Supervisors already know the strengths and weaknesses of employees, it’s easy to manage them.
Disadvantages
· Limits the possibilities of judging more potential applicants
· Create obstacle for gaining new ideas introduced from outside
· May cause grievances among the candidates not appointed
· Generates another vacancy which needs to be filled
External recruitment
External recruitment means to fill the vacancy from outside manpower selection through- direct recruitment, employment exchanges, employment agencies, advertisements, professional associations, campus recruitment, and word of mouth etc.
Advantages:
· Gain new ideas from the outside people
· Larger pool of candidates from which to find the best employees
· Generate the wider range of experience from outside people
Disadvantages:
· Lengthy process
· More expensive process in line for advertising and interviews required
· Selection process may not be effective enough to elicit the best candidate

2.1 Researchers’ view:
Many researchers have contributed to the field of HRM, and have offered intensive and reflect knowledge on the branches of HRM such as scientific recruitment and selection, manpower management, job analysis, purpose of recruitment, and so on. The study highlights on the fact that the recruitment and selection process is integrated with other processes such as strategic plan of the company, training and development schemes, compensation, rewarding/incentive system, performance appraisal, and lastly, industrial relations. Furthermore, according to Silzer et al (2010), there exist several reasons why the most specious information have been more promising; including the well-structured nature of interviews, the use of questionnaires based on a job analysis, attachment of panel of interviewers, the practice of note-making during the interview, and the use of rating scale based on behavioral factors to measure the interviewee’s answers all play an vital part in the improvement of the recruitment validity. Therefore, the study has offered a brief review of literature of as many as six authors based on their individual studies and research on recruitment and selection processes.
According to Korsten and Jones et al., Human Resource Management theories highlight on techniques of recruitment and selection and sketch the benefits of interviews, assessment and psychometric examinations as employee selection process. They further specified that recruitment process may be internal or external or may also be conducted online. Typically, this process is based on the altitudes of recruitment policies, job postings and details, advertising, job application and interviewing process, assessment, decision making, formal selection and training (korsten, 2003).
Jones et al. (2006) advised that examples of recruitment policies in the healthcare, business or industrial sector may offer insights into the processes involved in instituting recruitment policies and defining managerial objectives. Successful recruitment techniques involve a sharp analysis of the job, the labor market scenario and interviews, and psychometric tests in order to scrutinize the potentialities of job seekers. Other approaches to selection sketched by Jones et al. consist several types of interviews, role play, group discussions and group tasks, and so on. Any management process turns around recruitment and failure in recruitment may lead to difficulties and unwanted barriers for any company, including unpleasant effects on its profitability and inappropriate degrees of staffing or employee skills (et al, 2006). Moreover, insufficient recruitment may cause hindrances in management decision making, and the overall recruitment process can itself be advanced and amended by complying with management theories.
Alan Price, in his effort of Human Resource Management in a Business, formally defines recruitment and selection as the process of rescuing and attracting able applications for the purpose of employment. He statuses that the process of recruitment is not a simple selection process, while it needs management decision making and broad planning in order to appoint the most suitable manpower. The standing competition among business enterprises for recruiting the most potential workers in on the pathway towards creating innovations, with management decision making and employers endeavoring to hire only the best applicants who would be the best suitable for the corporate culture and ethics specific to the company (Price, 2007). This would reflect the fact that the management would particularly shortlisted candidates who are well-found with the requirements of the position they are applying for, including team work. Since having qualities of being a team player would be essential in any management position (Price, 2007).
Hiltrop (1996) was successful in signifying the relationship between the HRM practices, HRM-organizational strategies and organizational performance. The findings of Hiltrop’s (1996) work also revealed that selectively hiring has a positive impact on organizational performance, and consequently, provides a substantial practical insight for executives and officials involved. Furthermore, staffing and selecting remains to be an area of significant interest. With recruitment and selection techniques for efficient hiring decisions, high performing companies are most likely to spend more time in giving training mainly on communication and team-work skills (Hiltrop, 1996).
As discoursed by Jackson et al, Human resource management approaches in any business organization are developed to meet corporate objectives and materialization of strategic plans via training and development of personnel to attain the ultimate goal of improving organizational performance as well as profits (Jackson, 2009) . The nature of recruitment and selection for a company that is following HRM approach is influenced by the state of the labor market and their strength within it. Work of Bratton & Gold (1999) suggest that organizations are now emerging models of the kind of employees they desire to recruit, and to recognize the applicants correspond to their models by means of reliable and valid techniques of selection. Nonetheless, the researchers have also seen that such models, largely resulting from competency frameworks, raise strength in companies by generating the appropriate knowledge against which the job seekers can be assessed. However, recruitment and selection are also the initial stages of a conversation among applications and the company that shapes the employment relationship (Bartton & Gold, 1999). This relationship builds a company’s manpower development.
However, the process of recruitment does not cease with application of candidature and selection of the appropriate candidates, but involves sustaining and retaining the employees that are selected, as defined by Silzer et al. (2010). Work of Silzer et al was largely concerned with Talent management, and through their work they were successful in determining issues like whether or not talent is something one can be born with or is it something that can be acquired through development. According to this author that was a core challenge in designing talent systems, facing the organization and among the senior management. The only solution to resolve the fact of attaining efficient talent management was by adopting fully-executable recruitment techniques. Regardless of a well-drawn strategical plan on recruitment and selection as well as involvement of highly qualified management team, companies following recruitment processes may face significant obstacles in implementation. As such, theories of HRM can give intuitions in the most effective approaches to recruitment even though companies will have to employ their in house management skills for applying generic theories across particular organizational contexts. Silzer et al described that the primary purpose of successful talent strategies is to create both a case as well as a blueprint for developing the talent strategies within a dynamic and highly intensive economy wherein acquisition, deployment and preservation of human capital-talent that matter, shapes the competitive advantages and success of many companies (Silzer, 2010).
Toward that end Taher et al. (2000) carried out a study to analyze the value-added and non-value activities in a recruitment and selection process. The strategic manpower planning of a company, training and development program, performance appraisal, reward system and industrial relations, was also appropriately sketched in the study. This study was based on the fact that efficient HR planning is an essence of organization accomplishment, which flows naturally into employee recruitment and selection (Taher, 2000) .Therefore, demand rather than supply must be the prime attention of the recruitment and selection process and a greater importance must be put on planning, supervising and control rather than intervention. In other words, value-added and non-value added activities related with a company’s recruitment and selection process impacts its role in creating motivated and skilled workforce in the country (Taher, 2000). Thus, the study recognized the waiting time, inspection time and filing time as non-value added tasks and the cost of advertisement as the only value added activity in the overall process. Therefore, any organization is stimulated to develop the real-time recruitment strategies that must attempt to generate a pool of qualified and well-experienced individuals so as to effectively initiate the selection strategies and decisions. In essence, the potential candidates are encouraged to apply for the open vacancies and also the relevant departments can engage in recruiting the best candidates to upgrade the department’s performance (Taher, 2000) .
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Chapter 3
Company Overview








3.0 Company Profile
The Bashundhara Group is founded by Ahmed Akbar Sobhan (present Chairman), started operation as a real estate venture known as "Bashundhara" under the aegis of the group's first concern - the East-West Property Development (Pvt.) Ltd in 1987. This project revolved to be a very successful one and had helped faster the growth of trust and confidence of the urban people in "Bashundhara". Dhaka's burgeoning population, coupled with a noticeably slow growth of housing led to the landmark success of Bashundhara.
Driven by the implications of this success, Bashundhara geared up to invest in new fields, including manufacturing and trading. More enterprises were established in the early 1990s, covering miscellaneous activities involving the production of cement, paper and pulp, tissue paper, food & beverage, LPG bottling and distribution, and a trading company, among others. The group experienced this marvelous growth in a span of less than 10 years. During this period, additional arrangements on land development and real estate were launched and those projects focused more sharply on increasing responsiveness to client needs. The Group's first publicly-traded company, the Meghna Cement Mills Limited, is presently listed on the two Stock Exchanges of Bangladesh.
Recently, the Group has over 20 major concerns located in different areas of the country. The multi-faceted shopping mall-cum-recreation center called the Bashundhara City (BCDL) has included glamour to the growth of the group. The BCDL is one step ahead in the longstanding effort to reinforce links with the general people through the unique offering of commercial operations and recreation facilities under single roof.
Bashundhara Group proudly introduced the largest event space for the first time in Bangladesh named International Convention City Bashundhara (ICCB) in order to attach the flexibility in organizing personal, social and internationally standard festivals as well as to improve this service industry to an international height. This mega project begins its activation from January 01, 2015.
Latest accumulation to the group is its media house titled “East West Media Group Ltd” which was established in 2009. It now retains Bangla daily – “Kaler Kantho”, “Bangladesh Pratidin”, English daily “Daily Sun” and online portal “Banglanews24.com”. The media house is also forecasting to launch a FM radio and a television channel as well.
The Group has come a long way in reaching its goals by listening to client needs, learning real-time lessons from past projects, innovating and partnering its project execution process. At present, this is the source of employment of over 15,000 people. Through major investment activities in all key sectors, Bashundhara has meaningfully contributed to the country’s economic stability in financial and capital markets (Homepage, Bashundhara group, n.d.).
The Group is running all of the corporate activities pf different concerns through three offices separately.
	Corporate Office
	Industrial Headquarters 1
	Industrial Headquarters 2

	Plot # 125/A, Block# A, Bashundhara R/A, Road No - 2 Baridhara, Dhaka-1229
	Plot# 3, Block# G Umme Kulsum Road, Bashundhara R/A, Dhaka-1229
	Plot# 56/A, Block# C, Umme Kulsum Road, Bashundhara R/A, Dhaka-1229



3.0.1 Mission
Bashundhara Group believes in serving the people and the country; not only in doing business and generating profit. It had come into presence with that belief and adopted ‘For the People, For the Country’ as its core theme.
As a business conglomerate, Bashundhara Group does not want to grow alone; it wishes to grow together with its partners, patrons, customers, employees and other stakeholders – is the mission of this company.
3.0.2 Vision
To be a leader in the business arena of Bangladesh in the respective sectors of its operation despite changing business trend and tricky situation - the vision of the Company.

3.0.3 Values
Bashundhara Group has embraced patriotism, honesty, fair practice and service to the nation as its core values, which act as the main basis in its decision-making. These values have created a moral extent for everyone at the group from the top management to ordinary employees and created the organizational culture accordingly. The group always tries to be driven by these values and not to deviate from them in any circumstances.
3.0.4 Chairman’s massage
First of all, he wanted to shed some light on the background of the birth of Bashundhara Group. The Group’s flagship entity – East West Property Development Limited – had come into being in 1987. The beginning was very modest, but the aim and the vision was very wide.
The Group was born with the aim and purpose of serving the People and the Country, and with a vision of building Bangladesh as an economically developed and self-reliant country. These objective and vision have made Bashundhara Group keep spreading its areas of business and thus turned it into one of the largest business and industrial conglomerates of the country by ensuring its strong presence in almost all major industrial and business sectors. The Group now assertions entities in sectors including real estate, cement, paper and allied products, petroleum gas, food and beverage, mass media, shipping, aviation, logistics, infrastructure development and operation of shopping mall and convention center operation. The Group has kept its step forward at a greater pace even in the present era of globalization and information technology, which have turned the entire world into a global village and invited cross-border competition with ensuring quality of goods and services and the price competitiveness is not only helping them find good market locally, but also taking them beyond boundaries.
He would like to express the experience of Bashundhara Group here. With meticulous planning, highest managerial efficiency and best use of its human resources, the company have diversified the product range, ensured the best quality of our every product and service, and given the needs and requirements of the valued customers the topmost priority. All these have made every company of the Group a market leader in the respective sectors of its operation. It is also mentioned that keeping focus on business expansion and growth in the most prospective sectors, the Group is continuously taking up new projects to become the largest conglomerate distinctly. The Group always endorses its aim, objective and vision and keeps up its endeavor for social and economic development of the country through fair business and corporate activities. It has contributed a lot to the overall progress of the country and its economy as well as to the development of the local corporate culture. 
“As the custodian of Bashundhara Group, I would like to reiterate our commitment to the development of the country. I hope that the Group’s cordial relations with all our valued customers and clients, as partners of prosperity, will be strengthened further in future. We also look forward to developing successful relations with our potential customers and clients. It will certainly help us grow and serve the stakeholders and the nation, even better in the days ahead (, Ahmed Akbar Sobhan;, n.d.).’’ 
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3.2 Businesses of Bashundhara Group: 
Bashundhara Group now operates over 20 major concerns which are classified among three major sectors:
	


Sector – A
	Bashundhara LP Gas Ltd ( BLPGL) 
Sundarban Industrial Complex Ltd. (SICL)
Bashundhara Food and Beverage Industries Ltd. (BFBIL)
Bashundhara Multi Food Products Limited (BMF)
International Convention City Bashundhara ( ICCB) 
Bashundhara City Development Ltd. (BCDL) 
Bashundhara Technologies Ltd. (BTL)
Bashundhara Trading Company Ltd. (BTCL) 

	

Sector – B
	Bashundhara Cement Industries Ltd.
Meghna Cement Mills Ltd (MCML).
Bashundhara Industrial Complex Ltd. 
Bashundhara Logistics Ltd. 
Bashundhara Dredging Co. Ltd. 
Bashundhara Oil & Gas Ltd. 

	



Sector – C
	Bashundhara Paper Mills Ltd ( BPML) – (Unit 1, 2, 3)
Bashundhara Multi Paper Industries Ltd.  Bashundhara Foundation
Bashundhara Technical Institute 
Bashundhara Airways Ltd. 
International Franchises ( Baba Rafi Food Chain) 
Bashundhara Foundation
Bashundhara Technical Institute 
Bashundhara Airways Ltd. 
International Franchises ( Baba Rafi Food Chain)

	



Media & Sports
	East West Media Group
Kaler Kantho 
Daily Sun Bangladesh Pratidin
Bangla News 24.com
Radio Capital
Sports
Rangpur Raiders
Sheikh Jamal Dhanmondi Club                    
Sheikh Rasel Football Club             
Bashundhara Kings



It should be included that the overall internship program is being run through Sector – A from which the practical experience has been achieved and the theoretical knowledge has been geared up.
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Chapter 4
Internship Responsibilities











4.0 Job Title: Internship Program (June 18, 2018 – October 18, 2018)
4.1 Job Position: Intern

4.2 Job Description:
As an intern of Bashundhara Group, Sector – A, I was assigned to work under every HR Personnel with-in specific schedule and got opportunities to learn about the corporate tasks of Human Resource Management in different fields of this sector.

4.3 Job Responsibilities:
Recruitment & Selection
· Processing manpower requisition.
· Preparing Organogram, Job Description & advertising job in Bdjobs.com.
· CV sorting, communicating with candidates, & conducting interview. Negotiating final salary with selected candidates & preparing selection approval.
· Making Offer Letter & Appointment Letter.
· Joining new employee & preparing personal file.
· Reference checking.
· Conducting Job Placement & Employee Orientation.
· Scanning necessary documents & making hyperlinked for fast tracking.
Compensation & Benefit Management
· Managing Personal File in HR Today Software
· Processing Attendance & Leave
· Processing increment, enhancement, promotion, confirmation & other letters
General Administration & Event Management
· Preparing Final Settlement Form
· Conducting Exit Interview
· Preparing Notes, Office Order, Memo, Office Circular
· Preparing Visa Letter & Invitation Letter
· Issuing ID card
· Monthly inventory checking


[image: ]
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Chapter 5
Talent Recruitment and Selection Process of Bashundhara Group













5.0 Organogram of HR division



5.1 Types of employees:
Employees shall mean persons in the employment of Bashundhara Group. Though there are 15000 above employees engaged in a regular basis with the whole organization, 3000 employees are assigned with sector – A, and shall be classified into six types as follows:
Apprentice and Trainee:
In this case, the company gives the first-hand knowledge to the fresher as an apprentice or management trainee. An employee who undergoes on the job training for a specific period on a specific job within the Units/Enterprises/Establishments of the BG, shall be paid Subsistence Allowance during such period of training. However, on completion of the training period, the incumbent may be absorbed as a permanent employee or may be let off as per decision of the Authority/Management of the BG.

Probationer:
An employee who is provisionally employed to fill a permanent vacancy in a post and has not completed the period of his probation i.e. 6 months or any other period including extension thereof.
The Employees who are in the probation period, is legitimated to avail sick leave and short leave as per labor law and to earn partial bonus in case of any ‘Eid Occasion. 
Permanent Employee:
A permanent employee is an employee who has been engaged on a permanent basis or who has satisfactorily completed the period of probation i.e. six months or any other period including extension thereof as may be determined, from case to case, by the Authority/Management of the BG.
The period of probation shall include breaks due to sickness, leave or any involuntary closure of BG. On completion of stipulated period of probation, the employee shall be confirmed in the employment.
After becoming the Permanent employee, an individual can enjoy all of the facilities including full bonuses, yearly increment and leaves mentioned in the BG Policy.
Contractual employee:
The services of an employee on Contract Services, against expressed terms and conditions of employment, shall be governed by the said terms and conditions as laid down in the Deed of Contract. Generally, in Bashundhara Group, the contract is made for 1 year but the period of such employment may be extended as per mutual agreement.
Temporary Employee:
An employee who has been engaged for job which is essentially of temporary nature and is likely to be finished within limited period. The temporary employees shall be informed of the probable period of the engagement before their employment. Most often this type of employee is appointed for the factory level.

Casual Employee:
An employee who is employed in vacancy essentially of casual nature. This shall include Daily Basis and Piece Rate Basis of engagements. This type of employee is also noticed in the factory premises.



5.2 Preliminary steps of Talent Recruitment
Before going to recruitment and selection, Recruitment and selection team of Bashundhara Group consider four major thigs to set the standard target of talent hiring. These are taken as pre-requisite of the recruitment and selection process.
Requisition: There is a manpower requisition form sent from different units of the company to the HRD for demanding the necessary employees for them. In the form, some criteria are mentioned: Position’s name, number of vacancies, general requirements from the candidate (i.e. educational qualification, experience, age etc.). Recruitment and selection team then process this requisition for getting proper approval from the management.
Timing: After getting manpower requisition, HRD forecasts possible time to provide required manpower to the concerned department. Generally, it takes Two to Three months from getting the requisition form to place new employees from the job market to the regarded positon.
Budget: Once, the recruitment and selection team set the standard time to delegate the required manpower to the vacant position, the next mandatory motive goes to anticipate the recruitment and selection budget regarding this purpose. The components of recruitment and selection budget:
	Recruitment & Selection Budget
January - June, 2018

	SL.No.
	Details
	Amount

	1
	Salary of the HR personnel
	300,000/-

	2
	Resources used by the HR personnel
	200,000/-

	3
	Cost to Job Advertisement
	200,000/-

	4
	Cost to interview committee
	100,000/-

	5
	Candidate testing cost
	50,000/-

	6
	Cost to employee orientation program
	50,000/-

	Total = 900,000/-



Sources of candidate: This is also a crucial task done by the recruitment and selection team to predetermine the sources from which they are going to fill the vacant position. For this purpose, at first, they consider the respected position and figure out the appropriate source for that. The final selection of the sources may vary with the different position. The concerned team finds the best source which is fitted with the requirement of the position. The most applied sources are being showed with descending order:
Head Hunting 25%
Job portals 30%

Employee Referral 20%

Temporary Staffing 15%


Direct Applicants 10%

5.3 Methods of talent recruitment
Bashundhara group is always concerned about finding the best talent from the competitive job market. For this purpose, it follows both internal and external methods of recruitment to fill the vacant position. 
5.3.1 Internal recruitment
Internal recruitment is when the empty position is fulfilled from the existing workforce of the organization. Promotion, internal advertisement, hiring retired employee, temporary staffing can be the ways of internal hiring. This company follows:
Promotion: To fill a higher-level position, hiring managers can promote an existing employee. As they already work with the employee, they know the worker’s capabilities to perform. It has been noticed that this organization rarely promote its employees to fill the vacant position.
Temporary staffing: This type of recruitment is for granting the temporary employees for the permanent position. Hiring managers test the temporary employees’ skills before onboarding them for full time work. For instance, BG has a policy to recruit best intern as Management Trainee (Temporary basis) and after getting a satisfied performance at the particular time, it can offer Assistant Executive post to him.
5.3.2 External recruitment
Most of the time Bashundhara group follow external recruitment method by which it can find the outside skilled candidates for the organization. Job centers, job advertisement, recruitment agency, personal recommendation are very popular sources of external recruitment. Bashundhara group follows:
Job advertisement: Advertisement are most common form of external recruitment here. Bashundhara group advertise the job to enrich the job portals through newspaper (Prothom Alo, Bangladesh Pratidin, Daily Sun, Daily Star), LinkedIn, BD jobs, and job fair. The choosing of the source for the advertisement may depend on the priority of the position and advertisement cost.
Head hunting: Head hunting is a most common process of talent acquisition of a prospective employee, who is working elsewhere and who has a relevant work experience for the particular job profile. Head hunting is carried out by the HR of a company or is outsourced to an agency or job consultant. As, this is the most common way to search talents in Bashundhara group, the recruitment team is directly involved with this.
Personal recommendation: Often referred to as 'word of mouth' and can be a recommendation from a colleague at work are the ways of personal recommendation. Besides, some candidates can directly apply for a position with the recommendation of top management.  It enriches the possibilities of finding the right talents as they are introduced by the existing members of the companies. A full assessment of the candidate is still needed however, but potentially it saves on advertising cost.







5.4 Talent Recruitment & Selection Process

Figure 5.1: Flow Chart of Talent Recruitment & Selection



5.4.1 Assessment of Manpower Demand
Manpower demand refers to the need of human resources throughout the organization. It occurs when there is a shortage of human resources in the units or departments of the organization. The Corporate Divisions of Bashundhara group are-
· Company Affairs and Secretariat
· Administration and Human Resource Development
· Accounts and Finance
· Internal Audit & Compliance
· Engineering and Technology
· Commercial (Procurement and Logistics)
· Planning and Implementation
· Research and Development
· Marketing and Sales Promotion
The company needs lots of manpower to run such large conglomerate business. In the light of enormous function, the supervisors of the respective units make the manpower requisition form to make authentic requirement and send it to the recruitment and selection team of Human Resource Division.
5.4.2 Workforce Planning
After getting the manpower requisition form, HR division prompts to exploit the valuable time on justifying the demand of manpower. Though there is not any significant technique using for systematic HR planning, the team forecast the demand and supply based on assumption. Firstly, they follow the organogram of the company and the particular department to justify the demand and also notice some facts like whether there is any layering or delayering happening or not. Secondly, they analyze the Key Performance Indicator (KPI) of the department to ensure the credibility of the demand like the current manpower is really enough to perform the tasks or not. Then they go for counting the attrition rate to understand the tendency of the employees’ termination.  Finally, the Head of HR approve the authentic manpower requisition form and send it to the management for the final approval.

5.4.3 Job analysis
Job Analysis is a process to identify and determine in detail the particular job duties and requirements and the relative importance of these duties for a given job. The purpose of the job analysis is to develop:
· job duties that should be included in advertisements of vacant positions;
· appropriate salary level for the position to help determine what salary should be offered to a candidate;
· minimum requirements (education and/or experience) for screening applicants;
· interview questions;
· selection tests/instruments (e.g., written tests; oral tests; job simulations);
· applicant appraisal/evaluation forms;
· orientation materials for applicants/new hires
[image: Image result for job analysis]Figure 5.2: Job analysis


Job analysis is very crucial part of the talent recruitment and selection process of Bashundhara group. From job analysis, the company can fix the job description and specification by which they not only let the employees learn about the duties and responsibilities of the particular position but also the general requirement from the employees to apply. In a brief, Job description is a document that describes the general tasks, or other related duties, and responsibilities of a position. Whether, job specification is a written statement of the minimum qualifications and traits that a person needs in order to perform the duties and undertake the responsibilities of a particular position. The components of job description are showed with a sample example:
		Employee Name
	
	

	Department
	
	

	Nature of Job
	  
	

	Personal File No.
	
	



		Designation
	

	Job Location
	

	Joining Date
	
	




	Job Context:

	Key Responsibilities

	 

	Position Specification

	Job Requirements:
Academic Qualification:
Experience:
Job Location: Dhaka
Salary Range: Negotiable



5.4.4 Job advertisement
After making the job description, the next step is advertising the job. Now a days, Bashundhara group is trying for more attractive advertisement of the job to capture the concentration of the talented candidates as well as to ensure the employment branding. The company always keep in mind that a well described advertisement also stimulates the candidate’s desire and willingness to seek employment in the company. Thus, the literature specifically describes the job description and specification in clear terms and the procedure of application, date, time and other relevant information are also mentioned.
The company advertise the job through four sources: Newspaper, BD jobs, LinkedIn and job fair. It has been noticed that the mostly used sources of the company are BD jobs and Newspaper. Generally, Prothom Alo, Bangladesh Pratidin, Daily star, Daily sun are most of the usable newspapers for promoting the job advertisement. They also advertise through BD jobs on contractual basis, such as, 1 Lac taka for 200 advertisement in a year. Besides that LinkedIn is used for maintaining professional relationships within the social media and Job fair is used to attract the young and energetic resources from the reputed universities to give them some opportunities of sharing the innovative ideas. Moreover, the ultimate source of the advertisement is chosen based on the cost and the mode of the position.
[image: Image result for job advertisement of bashundhara group]

5.4.5 CV Screening
This is the time from which the selection process is started. Here, employers always focus on screening the best suitable talent for the particular job from thousands of application. Here, they follow some criteria directed by the manpower requisition form while CV sorting.
A CV sorting committee is consisted to perform this significant responsibilities. Here is an example of the committee for screening the candidates for Quality Control Department:
	Sr. executive, HRD                                                                          Convener
Asst. executive, Internal Audit & Compliance                                Member
Executive, Quality Control Department                                          Member



After completing the candidates’ sorting, the committee prepare a CV Sorting report with indicating the number of total candidates, viewed CVs, shortlisted candidates, and rejected CVs. Then they submit the report to the Head of HR. After giving approval, the Head of HR send the report to the management for final endorsement.
5.4.6 Profile Assessment and Communication with candidates:
Recruitment and Selection team of HR starts to make profile assessment of the shortlisted candidates to maintain a concise outline of the vital information of the candidates. One of the most important reasons to make this is to help the interviewer finding the necessary qualification of the candidates in a short time on the interview board. A format of the assessment:
[image: ]
After that the personnel contact with the potential candidates over phone call and message and clearly inform them about the interview types, date, time, and venue.
5.4.7 Talent Selection Test
Bashundhara group is very much concerned to hire the future leaders, as a result, they arrange various tests to scrutinize the right talent. Selection process of the company varies from the priorities of the position. Generally, the assigned personnel arrange three types of tests.
· Viva test
· Written test
· Candidates assessment test
Sometimes the candidates only face one interview and got the result whether they have been chosen or not. Most of the times, the candidates need to be faced with another session of the testing for being final selected as they are considered as the future talent.
Viva test: There is a formation of interview committee consisting of the expert recruiter of the company for taking the viva test of the candidates. This is the initial testing method of the candidates from which they can learn about the general attributes of the candidates. After being passed in the first stage, the candidates are called up for the next session of the testing if necessary.
The standing committee at the Corporate Office for interviewing candidates intended for recruitment is comprised of the following:
	Head of HR                                                                                       Convener
HOD, Concerned department                                                            Member 
HOD, Internal audit & Compliance                                                   Member
HOD, Accounts & Finance                                                                Member
Manager, HR                                                                                      Secretary



Written test: the written exams are usually One (01) hour long taken for measuring a person’s abilities, aptitudes, interests or personality in relation to other individuals. Though the question paper is made by the concerned department and the answer scripts are also checked by them, HR personnel are responsible to conduct the exam under direct supervision.
Assessment test: The Company is very much conscious about hiring the right talent. Hence, the recruitment team organize the day long assessment program in International Convention Center Bashundhara (ICCB) where the candidates are being judged through different tests. The mode of the program may vary for different positions. The ultimate goal of this session is to judge the candidates’ knowledge level and potentialities regarding the particular job. The candidates are judged trough:
Role Play Exercise:
In this segment, there is a simulated event imposed on the candidates to judge their potentiality to manage the unpleasant events under pressure. The main target to analyze the following qualities of the candidates:
· Achieving Goals				
· Assertiveness			
· Customer Focus
· Interpersonal Effectiveness			
· Working Under Pressure
Sample Roles:
· An angry customer
· A dissatisfied shareholder
· A disgruntled colleague
· A failing supplier
Presentation Exercise:
By this segment, the judges try to trace the following qualities among the candidates:
· Oral communication			
· Organization and Planning		
· Professional Style
· Presenting Information		
· Time Management
Assessment Factors:
· To what extent were visual aids used effectively?
· Was prior preparation and planning evident?
· Did the candidate come across confident and convincing?
· How was the audience engagement?
· Was the brief question satisfactorily answered?
· What was the standard of oral communication?
· How well were questions addressed?
Case Study Exercise
· Analytical Thinking		
· Assimilation of Information		
· Commercial Awareness
· Innovation			
· Organizing				
· Decisiveness
· Judgment
Samples Questions:
· Which of the three proposals from the consultant should be implemented, and why?
· Should the business invest in product X, and why?
· Is the joint venture a good idea, and why?
· Is the way forward online presence or increased high street outlets?
· Which market has the largest revenue potential and why?
Team Building Activity
Some games are arranged to judge the candidates’ abilities of team work:
· Communication Skill Test		
· Traffic Jam Workout			
· Jump in – Jump out
Leadership Exercise
The following tasks are given to the candidates to identify the potential leader among all of the participants.
· Minefield				
· Back to Back Drawing		
· Flip the Lid
· Yank Me				
· Dropping Cups


5.4.8 Talent Selection
After taking all of the tests, the assigned HR personnel count the total scores and make a selection approval for the selected candidates and also make a panel in accordance with merit. Then he goes to all of the interview committee members to take their consent on the selection approval and after that takes the final endorsement of the management.
5.4.9 Offer letter issue
Once the HR personnel get the approval on the final selection, they contact with the selected candidates. If in case, any selected candidate fails to accept the employment, they go to other candidate who is in the panel list. After that they make an offer letter for the finally selected candidates. Hence after, with the consent of Head of HR, the assigned personnel contact with the selected candidates to receive the offer letter. In the letter, they give some guideline to the candidates about the necessary documents which have to be submitted to the organization on the joining date:
i) Certificates, Mark sheet and Testimonials, in original, with photocopies. 
ii) Release letter/Letter of acceptance of resignation on the company/Letter from previous employer.
iii) Latest passport size photograph (3 copies).
iv) Original passport with photocopy, if held.
v) Original NID with photocopy. 
vi) E-TIN Certificate.
vii) Proof of Present/Permanent Address (Electricity Bill/Commissioner Certificate).
5.4.10 Reference Checking
Every candidate get Thirty (30) days from issuing offer letter to join in the company. In the time of the joining date, they are obeyed to submit the joining letter and all of the necessary documents directed by the offer letter. HR personnel then check all of the certificates with the original copy and accept the joining letter after getting initial verification of the certificates. After that the final verification started: Contact with the previous employers (if any), contact with the referred person, and online checking of the certificates. There is still a possibility to abandon the new joiners if the verification has not get satisfied result.
5.4.11 Joining of new employees
When the personnel got a satisfied result, Head of HR accept the joining letter and introduce the new employee to his/her reporting boss. Moreover, on the joining date, they make a personal file of the new employee and enlist him/her with the employment list of the company.
5.4.12 Employee orientation
Recruitment and selection team organize an employee orientation program within the office to welcome them and introduce with the new organization culture, policies, rules and regulations. In addition, they also provide some gifts and launch on behalf of the company to the new members.
5.4.13 Issuing Appointment letter and ID card
The HR personnel provide the appointment letter and the identity card to the new employees within seven (07) days.
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Chapter 6
Findings and Analysis














6.0 Findings and Graphical analysis
There are some findings and analysis of the observation originated from the internship program:
The chart is illustrating the gender of employees of this company. It must be noted that most of the employees of this company are male.

The chart is showing the numbers of the applications come from different sources and it also indicates that the company gets most of the candidates from BD Jobs.


Total time and round of recruitment and selection process
	
	Junior Level
	Mid - Level
	Top Level

	Time
	3 months
	2 months
	1 month

	Rounds
	2-4
	1-2
	1



It has been noticed that the company is more concerned on the entry level hiring. They take more time to scrutinize the junior level candidates, because they believe that the new members have the lots of potentialities to be the future leader of the organization. In addition, for mid-level and top level employment, they mostly follow headhunting and personal recommendation and arrange on average one formal interview before final selection.


On the above it is mentioning the most common error in the interview time done by the interview committee. Often it has been noticed that the interviewers do not prepare their question before going to the interview board, as a result, there is a lack of reliability and validity of questions. In other words, mostly the questions asked to the candidates are not fitted with the respective job. Moreover, there is very rush to hire in this company, which enhances the possibilities to make error.




The graph is showing the number of selection and joining of the employees from January to June of recruitment and selection report. This is also indicating that there is approximately 17% NO SHOWS which refers the number of scheduled candidates not turning up for joining to the job after being selected.

The pie chart is showing that the company has faced with the 5% of permanent employees and 20% of the contractual employees have been left their employment from 2018 semiannual report.



From exit interview, the HR personnel have learned that the above data shown on the graph are the main reasons for leaving this company.



Some monetary and non-monetary benefits have been specified which are provided to the employees to attract the new talents and to retain the existing intelligent:



6.1 Benefits of the Talent Recruitment and Selection process:
It is very hard to scrutinize the potential qualities and judge someone as perfect for the respective position among thousands of people. The concerned personnel are continuously hardworking to confirm the better talent recruitment and selection process for the welfare of the organization.
· The first objective of the recruitment and selection team of Bashundhara group is to employ the right talent to place them in the right position. Moreover, the company is continuously growing and one of the most leading conglomerate companies in Bangladesh. Without the diligent workforce, this fame would not be come true which also reflects the successfulness of the selection process.
· Recruitment team is always concerned for attractive job advertisement as well as employment branding to stretch out the talented candidates to participate in a competitive platform.
· The company likes competition, in this regard, the overall recruitment and selection process is very detail oriented as well as competitive. Here, the team have been trying to make sure that new employees are being judged accurately in a competitive way. As, employees are faced with several tests, their potentialities are judged by several ways. The expert committee members of the recruitment and selection team are responsible for taking the tests through assessment center. This is one of the best indications that the recruitment and selection team is trying hard to perform their responsibilities successfully with the major objective of scrutinizing the best talent.
· Though, recruitment and selection process is very expensive and time consuming, due to trying hard of hiring the right talents, the department is minimizing the repetitive expense as well as the time for further hiring is also being saved.
· It must be noted that the attractive recruitment and selection process is creating a positive image to the customers, peers and competitors as the participators are also the part of the society.

6.2 SWOT analysis
SWOT analysis is a useful technique to understand the strengths and weaknesses and to identify the opportunities and threats of the organization or even of a particular department.
Here, the SWOT analysis is being conducted for the talent recruitment and selection sector of Human resource Division.



Strengths: As Bashundhara group is one of the most leading and largest conglomerate businesses in Bangladesh, it has a strong corporate goodwill. It also offers an attractive remuneration package to its employees than its competitors. These strengths may attract the talented applicants to apply for the employment.
Weakness: Most of the common weaknesses of this group is employee turnover and job dissatisfaction. It has been observed that the permanent and contractual employees’ attrition rate are respectively 5% and 20% which may arise the question on hiring process. Besides, the 6 days working hour may hinder the applicants from applying which also indicates that the company needs to pay attention on the employees’ satisfaction level. Moreover, lacking of automation in talent recruitment and selection is also a major weakness of the department which hinders them to cope up with the modern and effective talent acquisition process. Furthermore, the absence of employees’ retention strategy may result more cost to hire as well as time to hire as the existing workforce is always looking for better opportunities.
Opportunities: The Company is continuously growing and introducing new jobs which offers the huge employment in the country and besides that the raising education rate of the country also ensures the congestion of the workforce.
Threats: The uncertainty of the economic condition is always considerable threat faced by the organization. Besides that the selected employees may reject the offered job; and also the performance of the selected talents are really effective or not may arise pressures.
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Chapter 7
Concluding Part













7.0 Recommendations
Bashundhara group is very successfully running its business around the country. The one of the best qualities of this company is that it is not complacent and always ready to accept the useful changes. Though it has already the well-established policies for the recruitment and selection process, some effective opinions are recommended for further progress of talent acquisitions:
· The HR department must be more concerned on manpower planning as it is the vital part of the ultimate success of managing and utilizing the manpower. They should establish some normative techniques rather than depending on the assumption for forecasting the manpower demand and supply. For instance, Linear Regression Model for forecasting HR Demand; Movement Analysis, Vacancy Model, Markov Analysis can be used for anticipating manpower supply (, Kenneth; , Monica;).
· The concerned department may publish the job advertisement and application format on their own web site and establish a software with logical direction of CV sorting for searching potential candidates which will save their time.
· The HR department need to establish a proper automation system for the talent acquisition. Initially, they can update their HR Today software (HRIS) and link this with talent recruitment and selection tasks. It has been observed that the huge time is spent on CV sorting, making the candidates’ Profile assessment and communicating with them. If these tasks maintained by the software, lots of time will be saved. Moreover, the average lead time of recruitment should not be above 2 months.
· There is not any research on the reason of NO SHOWS. So, the HR department must be aware about this. Like, they can make a survey on the candidates during the last selection test to know about the acceptancy of the several tests, the methods of the tests and to take some advices for further betterment as well as the reason to reject the job.
· The company should be more flexible for hiring the female employees as they are also the assets of the country and they have lots of potentialities which can be utilized for the company’s success.
· It has been noticed that there is no planning for meeting up the urgent requirement of the workforce. The recruitment team must be ready and maintain the precautions to face this urgency proactively. They can maintain a contact through establishing own employment media with the candidates who failed to participate on the interview for some rational reasons, and also who were not selected earlier but have other potentialities. This will not only reduce the time to hire the talents but also minimize the cost.
· As, the company need huge workforce to run the large business, there is a frequency of taking interview. Thus, there must be the arrangement of an individual interview room with adequate resources for the recruitment and selection purpose.
· They must be concerned about the error occurred in the interview time by the interview board. For mitigating the errors, they must be prepared with the reliable questions so that they can understand the subject matter knowledge of the candidates on the particular job. Moreover, the assessment techniques must also be reliable with the particular job and it will help them for better judgement of the Knowledge, Skill, and Attitude (KSA) of the candidates.
· As, the mid-level employees have a huge responsibilities to maintain the large workforce and co-operate with the top level, the candidates of this position must face the assessment test so that they are being accurately scrutinized. Moreover, as the recruitment and selection process is not only expensive but also time consuming, the HR division may do Succession planning so that they can prepare the future leaders and retain the real talents.
· The responsible personnel must give some motivational speech on the orientation program period so that the new members can comfortably accept their new occupation from the first date.
· The Human Resource department should concentrate on the Turnover rate so that it may below 5%. For this purpose, they should be more aware on the employees’ betterment (e.g. training, flexible working environment, motivation and so on).
7.1 Conclusion
The prosperity of every business enterprise depends on its human resources as this is the only intelligent resource which can control and monitor all other resources of the organization. Placement of the right person in a right position among thousands of alternatives is very much challenging job. Proper recruitment and selection system can only scrutinize the real talents and it also helps the supervisors or the line managers to bring out the effective outcome from the talented workforce. Thus, the HR team is always concerned about the accurate recruitment and selection process which may enable the organization to hire and retain the services of the best brains in the market. The effective recruitment process attracts the qualified individuals on the employment opportunities with creating a positive image of the company and giving chances to compare their qualifications and interests among the best candidates. It also enhances the enthusiasm of the competitive candidates to apply for the vacant positions. Moreover, recruitment represents the first impression about the organization to the potential employees and helps them to decide whether they wish to work for such organization or not. Last but not least, it must be mentioned that the HR team of Bashundhara group is always concerned for choosing the right talents and continuously trying to improve themselves for becoming the best recruitment and selection team in the country.
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Appendix
Questionnaires
Please tick and rank the questions based on the numbers and quality of candidates generated, also roughly specify the percentage mix of each of the following sources adopted if needed.

1. Types of employees -
	Types
	Tick Mark
	Percentage (%)

	Apprentice 
	
	

	Casual 
	
	

	Substitute 
	
	

	Temporary 
	
	

	Probationer 
	
	

	Permanent 
	
	

	Seasonal 
	
	

	Contractual 
	
	




2. Gender of employees with Percentage -
	Male
	

	Female
	




3. Most common Errors done by the interview committee in the time of interview -
	Not defining the job clearly
	

	Stereotyping
	

	Forming First Impression
	

	Not preparing Interview questions in advance
	

	Reliability and Validity in question
	

	Rushing to hire
	

	Similar to me error
	




4. Potential candidates in BG are generated through the following recruitment sources:
	Sl. No.
	Sources
	Ranking
	Percentage

	1
	Direct applicants
	
	

	2
	Placement consultant
	
	

	3
	Job portals
	
	

	4
	Employee referral
	
	

	5
	Through temporary staffing
	
	

	6
	Head hunting
	
	

	7
	Body shopping (Hiring Cheaper Employees from other Country)
	
	

	8
	Any other sources, please specify
	
	



5. How much time taken from Job Requisition Form till the Final Offer?
	
	For Junior Level
	For Mid-Level
	For Top Level

	Time
	
	
	

	Rounds
	
	
	



6. Is competency model used for Recruitment and Selection?
i) Yes
ii) No
7. How do you plan for meeting up urgent requirement of the workforce?
8. What are percentage of No SHOWS (Shortlisted candidates not turning up for joining      job)?
i) 0-10%                         
ii) 10-20%                             	 
iii) More than 20%                        
iv) Not at all
9. How do you plan to avoid NO SHOWS? (Scheduled candidates not turning up for joining the job)
10. What is the range of Attrition rate in the Bashundhara Group?
i) 1% - 5%

ii) 5% - 10%

iii) 10% - 15%

iv) More than 15%

11. Please rank the following reasons for attrition rate from 1 to 9. Like, Topmost Important Reason- 1, 2, 3, 4..… 9 - Least Important Reason.
	Insufficient Salary Package
	

	Market Condition
	

	Inappropriate Training & Development
	

	Lack of Motivation
	

	Work Environment
	

	Higher studies and other personal reasons
	

	Inefficient Supervisor
	

	Because Other Collogues leave
	

	Other if any
	



12. Out of total recruitment in a year, what is the percentage of internal recruitment?
i) 0% - 10%

ii) 10% - 20%

iii) 20% - 30%

iv) More than 30%
13. Does the organization provide any Educational Assistance and How?
i) Yes                             
ii) No
14. Which are the metrics undertaken to ensure effective recruitment and selection?
15. Specify the perks (Monetary and non-monetary benefits) provided to employees in order to attract and retain the Talents.

Vice Chairman


Head of HR


Deputy Manager


Senior Executive


Executive


Manager


Assistant Executive
























Assessment of Manpower Demand


Wokforce Planning


Organogram


Job Description & Specification


(from Job Analysis)


Manpower Requisition Form


Job Advertisement


BD jobs


Linkdin


Job fair


Newspaper


CV Screening


CV Sorting Commitee - (HR Team, Audit team, Concerned Department)


Talent Selection Test


Viva Test


Assessment Test


Written Test


Talent Selection


Management Approval


Offer Letter Issue


Reference Checking


Joining of Employee


Issuing Appoinment Letter & ID Card 


Contact with reffered Persons


Job placement


Certificates Checking


Contact with previous employer(If any)


Employee Orientation


Introducing Organization


Profile assessment & Communicating with candidates


Selection Approval


Creating Personal File











































































Most common error in the interview time


Reliability and validity question


Rushing to hire


Not preparing Interview questions in advance

















      Perks


Attractive Compensation package


Pick & Drop


Provident Fund


Gratuity


Launch


Training & Exposure Trip






Strengths
- Organization Size
- Goodwill
- Salary Structure


Weaknesses
- Employee Turnover
- Job dissatisfaction
- Lack of automation
- No retention strategy


Opportunities
- Educated workforce
- New job oppening


Threats
- Uncertained economic condition
- Ineffectivene hiring
- NO SHOWS







Types of employees
Percentage	
Apprentice	Casual	Temporary	Probationer	Permanent	Contractual	5.0000000000000001E-3	0.32	0.12	2.5000000000000001E-2	0.53	0.14000000000000001	


Methods of talent recruitment
Percentage	[VALUE]
[VALUE]

Internal recruitment	External recruitment	0.1	0.9	

Gender of employees
Percentage	
Male	Female	0.98	0.02	


Received applications
Total Application Received	
Bdjobs	LinkeIdin	News Paper	Reference	19020	2451	51	35	

Selection Vs. Joining
Number	
Selection	Panel	Joining	NO SHOWS	120	46	100	20	Percentage	
Selection	Panel	Joining	NO SHOWS	60	23	50	0.17	



Employee Turnover rate	[CATEGORY NAME]
5%
[CATEGORY NAME]
20%

Permanent	Contractual	0.05	0.2	
Reasons for employee Turnover
Ranking	Higher studies 	&	 Personal reasons	Lack of motivation	Market condition	Inadequate Training 	&	 Development	4	3	2	1	
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success. Traditional methods may no longer lead to reaching
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Application Prodcedure:
Job Summary:
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and ensuring products meet quality &
efficiency standards set by the
company and conducting different
kinds of tests on products to ensure
products safety in a cost-effective and
timely manner.
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to detail, ability to plan and prioritize job, Sound computer
operating skill, proactive and hard working.
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