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Executive Summary

Garment industries in Bangladesh have been the key income creating segment for the most recent few years. In 2012-13, total export in Bangladesh was 23757.6 US Dollar (including EPZ) and export of RMG is 16068 US dollar. The percent of RMG in total export is 80.6% (Excluding EPZ). In 2011-12 and 2011-10 the percentage were 78.4 and 77.1 respectively. Readymade garments or RMG industry rapidly became important in terms of employment, foreign exchange earnings and its contribution to GDP. But poor working conditions in the factories and a lack of Social compliance are serious concerns, which have, since 2006, led to labor unrest and damage to institutions and property. As a result, there is a rising fear in Bangladesh that the readymade garments sector may face a decline in demand in global markets especially in USA and EU who are main buyers of RMG. We are exporting RMG in USA and EU within the facility of GSP but recent negative events in RMG sector raise the concern in getting GSP in future. As GSP is very important for Bangladesh, Govt. should try to do everything ASAP to regain position which is in threat. This area gives work to around 3 million specialists of whom 80% are ladies. Asrotex Gathering of Enterprises is one of the rising gatherings in our nation. I am working with this association in the HR Division. As of now it comprises of 1045 representatives, 27000 specialists and produced income of 253 million dollars for every year. The organization was set up in 1984 and its generation side is situated in Gazipur, Narayanganj, Mymensingh, and Chittagong. Human Asset Division of the Piece of clothing is the most critical office which needs to work with the day by day labor and the assets. Notwithstanding, specialists are presently very much aware of the high benefits delighted in by the organizations, and thus requesting higher compensations. This is a similar issue that is circumnavigating Asrotex Gathering. The organization's greatest downside is the high work turnover which is specifically emerging for this sole reason. Accordingly, the organization's HR division has found a way to handle this issue. The arrangement that I thought of, is making a superior workplace and anticipating and observing the commission gotten by the line supervisors from the works, with the goal that no shamefulness strikes them.


Chapter One

1.0 Introduction
Human resource management always deals with the proper utilization of human resources of the organization. We have studied many theoretical aspects in the classes. To get more knowledge about actual conditions we need to study in practical situation, which is conducted through project works. I have arranged this investigate the premise of my down to earth involvement and rule of my chief. The theme of the report is "Practices and issue of Human Asset Office on Asrotex Gathering of Ventures. 

1.1 Background of the study 

In this time of rivalry where there is no space for blunder, productivity underway has an extraordinary impact. Effectiveness in all angles, enthusiasm for picking up preferred standpoint is the key for survival and development. In all exchange there's a platitude the general population have a significant effect. In readymade pieces of clothing (RMG) division human asset assume a crucial job. In this investigation I might want to impart my experience in the wake of attempting to a RMG organization named Asrotex Gathering of Ventures. What's more I likewise drove change the executives and actualized the worldwide consistence gauges in all parameters. I have directed a little research take a shot at HR driven effectiveness.

1.2 Statement of the Problem
Despite the fact that Asrotex Group of Industries has a Human Resource arrangement, it shows up its usage has not been legitimately done. Most of Asrotex Group of Industries authorities shows up not mindful of the Human Resource arrangement and along these lines did not have sufficient information of the Human Resource strategy of the organization. Insufficient money related assets have and keep on influencing the budgetary allotments for HR programs particularly abroad preparing on present day traditions obligations, making it troublesome for Asrotex Group of Industries to accomplish its HR focuses throughout the most recent five years. Because of these, the preparation and advancement of Asrotex Group of Industries official has throughout the years not been improved to empower the officers to be to finish everything.





1.3 Objective of the study
General objective
The main objective of this report is to have an assessment about overall activities of Human Resource department. In broader perspective I have also tried to learn all the activities of an RMG company.   

Specific objective
1. Understand the HR operations of an RMG company 
2. Understand how basic HR activities of Asrotex group of industries functions 
3. Recommendations on how to improve the HR effectiveness. 
4. Understand the reason behind the high turnover rate


















1.4 Research Question
Research addresses offer concentration to an examination. In this manner, so as to provide a guidance to the examination, the accompanying exploration questions were presented: 
1. Is Asrotex Group of Industries follow the proper HR policies?
2. Whether the organizations HR policies are accurately practiced?
3. Are there any deficiencies between the practice and policies?
4. Is there any problem in existing HR policies and practice?
5. What prevents to implement the policies?
6. Are the authorities mindful of the presence of such an approach?
7. How is the HR approach being actualized?
8. What are the difficultiesAsrotex Group of Industries face in implementing its HR policy?


















1.5 Noteworthiness of the Examination 

Human asset advancement has turned into an essential explanation these days thus for organizations that longing to accomplish their commands, it is basic that they embrace this administration standard. The examination will in this manner be of extraordinary advantage to the administration of Asrotex gathering of Businesses since it will uncover the advantages of human asset advancement. This examination will be critical for giving knowledge into how Asrotex gathering of Ventures can successfully streamline its human asset advancement to enhance income age.


















1.6 Extent of the Examination 

The examination secured human asset programs at Asrotex gathering of businesses for as long as 14 years the period 2001 to 2014 and looks at the fate of human asset in the Bangladesh. The examination was finished inside four months, a period not sufficiently long to enable point by point work to be embraced on many wanted associations. 

1.7 Association of the Investigation 

Part one is the presentation. This incorporated the foundation to the examination, the announcement of the issue, reason, destinations, calculated structure, centrality, extent of the investigation and the association of sections. Part Two secured the survey of related writing on HR the executives. It counted the hypotheses and ideas accessible on HR the board. Section Three managed the strategies utilized and how the information for the investigation was dissected and displayed. Section Four gave a recorded diagram of Asrotex gathering of businesses and focused on information introduction, examination and discourse of discoveries. Section Five was the synopsis, end, and proposals for the examination and recommended zones for further investigations. 

Section Two















Chapter Two
2.0 Literature Review
A literature review is a body of text that aims to review the critical points of current knowledge including substantive findings as well as theoretical and methodological contributions to a particular topic. In this report as I am dealing with the Practices and problem of Human Resource Department on Asrotex Group of industries I have discussed the topics given below:

2.1 HR planning and forecasting
In simple words, HRM or human Resource management is managing all the people of the organization in such a way that a bridge could be maintained between top level-mid level and lower levels of an organization. According to Mr. Jack Welch, “Every person who leaves goes on to represent your company. They can either bad-mouth or praise.” Organization needs employee or worker to accomplish its mission and vision or company’s goal. To make this happen HR professionals use different techniques that starts with the very first procedure ‘Man Power Planning and Forecasting’. To get a job done and to get the job perfectly done are 2 different things. All the companies always search for the 2ndone because only perfectly done assignments can provide the optimal outcome. 
That’s why HR professionals search for the right person for the vacant position of an organization. However, manpower planning and forecasting helps us to find what positions the firm will have to fill, and how to fill them. Manpower planning covers all future positions from maintenance clerk to CEO. In case of stuffing HR officials also need to be very concern about overstaffed or understaffed issue. Every action leads to a reaction, so HR officials also need to be concern about the existing employee satisfaction while recruiting. It’s better to include the internal potentials in forecasting so that they can also arrange an internal recruitment if needed. The most common Manpower planning approaches involve the use of simple techniques like ratio analysis or trend analysis to estimate staffing needs based on sales projections and historical sales to Manpower relationships. The usual process is to forecast revenues first and then estimate the size of the staff required to achieve this sales volume. An organization should always be ready for any unexpected threats. Human Resource Inventory provides the idea about the organization’s present capability for a proper response of any unexpected threats.




2.2 Job analysis
A job analysis is a systematic exploration of the activities within a job. It is a technical procedure used to define the duties, responsibilities, and accountabilities of a job. Their analysis “involves the identification and description of what is happening of the job … accurately and precisely identifying the required tasks the knowledge and the skills necessary for performing the and the condition under which they must be performed.

2.3 Job analysis methods
The basic methods that HRM can use to determine job elements and the essential knowledge, skills, and abilities for successful performance include the following:
Observation method:
A job analysis technique in which data are gathered by watching employees work.
Technical conference method:
A job analysis technique that involves extensive input from the employees’ supervisor.
Diary method:
A job analysis method requiring job incumbents to record their daily activities.
Individual interview method:
Method meeting with an employee to determine what his or her job entails.

Group interview method:
Meeting with a number of employees to collectively determine what their jobs entail.
Structured Questionnaire method:
A specifically designed questionnaire on which employee’s rate tasks they perform on their jobs.
Determine how to collect job analysis information.
Seek clarification
Develop draft
Review draft with supervisor
Understanding the role of jobs in the organization.
Fig: Steps of job analysis


2.4 Recruitment
Over the past decade, researchers have stressed the fact that the recruiters should be more observant towards the first phase of the recruitment process as it can prove to be very crucial in terms of selecting the right people to do the job(Barber, 1998; Rynes, 1991). Barber (1998) argued that the initial phase of recruitment may be the most critical stage since individuals that do not apply are rarely exposed to the later, more interpersonally intensive, phases. Further, Boudreau and Rynes (1985) argued that if a firm can handle the pre-interview information then it can increase applicant awareness and interest in learning more about organizational offerings and can turn out to be a positive point to the economic utility of recruiting efforts. There is some evidence that recruitment practices affect applicants' perceptions of the organization and intentions to apply. For example, (Powell, 1984; Taylor & Bergmann, 1987) said that organizational attributes, such as training, compensation and advancement opportunities can be very helpful if the applicant’s perceptions about these concepts are positive. Further, research 
Demonstrates that recruitment practices affect applicants' general feelings of attraction towards, or beliefs about, fit with an organization (Kristof, 1996; Taylor & Bergman, 1987). Other research, however, has found either no or mixed effects regarding the role of ad specificity in the recruitment process (Belt &Paolillo, 1982; Mason & Belt, 1986). Given these mixed findings and the lack of a theoretical foundation in these studies, our understanding of recruitment processes may be enhanced to the extent that we can explain how and when detailed advertising will affect applicant intentions to apply to organizations. Theories from marketing research may be particularly effective for explaining the effects.

2.5 Selection
Selection activities typically follow a standard pattern, beginning with an initial screening interview and concluding with the final employment decision. The selection process typically consist of eight process: 1) initial screening interview 2) complication the application from. 3) Employment tests. 4) Comprehensive interview. 5) Background investigation. 6) A conditional job offers 7) medical or physical examination 8) the permanent job offer. Each steps in the process seeks to expand the organizations knowledge about the applicant’s background, abilities, and motivation and it increase the information from which decision maker will make their prediction and final choice.





Method of selection:
As a culmination of our recruiting efforts, we should be prepare to initiate a primarily review of potentially accepted candidates. This initial increasing is in effect a two-step procedure: 1) the screening of inquires and 2) the provision of screening interviews.

What assessed? And how?
Technical skills Phase 1- Applicants complete application and watch an interpersonal skills one hour video about the work environment.
Technical performance
Leadership
Problem solving skills
Phase 2- Applicants complete Department of employment services situation judgment inventory- measuring one’s ability to work in a team and other interpersonal skills.
Phase 3- Applicants participate in a four-hour program designed to assess individual and group problem-solving skills. Screening experts observes applicant. Assemble line applicant also participate in a five hour assembly simulation.
Phase 4- one hour interview with a group of interviewers.
Phase 5- Conditional employee. Applicant undergoes two and one half hour of physical and substance testing at an area and hospital.
Phase 6- employee is closely monitored by seasoned employees who assess job performance for the next six months.
The tool provides insight to understand these issues in a business. In principle it is an employee survey but it is unique in its use of a generic theoretical model. Its wide use in the market facilitates an organization to bench mark against other leading employers, including multinational corporations and government agencies.

2.6 Offer letter
When the candidates selected by the Human Resource Recruiting Broad, then the broad provide to the candidate offer letter.





2.7 Orientation /induction
Through orientation Asrotex group of industries try to introducing the new comers or new employees with its work unit, rules and regulation, culture, norms, value, believe and exposure to all important functions and locations of the company and so forth.

2.8 Training and Development
Training and development programs of Asrotex group of industries include orientations, and socializations activities to inform employees about policies and procedures. Asrotex group of industries try to develop their employee with future advancement and educate them in jobs kills. Training is a learning policies involves the acquisition of skills, concepts, rules, and attitudes to increases the performances of the employees in the organizations. On the other hand development is more future oriented, and more concerned with education, than is employees training or assisting a person to become a better performer. Asrotex group of industries gives emphasis both for internal and external training. Any new operations or product is marketed, they gives training to the employees attached to the operations. Development helps the individuals handle future responsibilities, with little concern for current job duties.
In order to excel in a competitive marketing environment there is no alternative to development knowledge and skilled level of people through training. Training and development program of Asrotex group of industries include orientation activities that.
► Inform employees of policies and procedure of Asrotex group of industries
► Educate them in job skills
► Develop them for future advancement
The above figure shows the sequences that should be followed by Asrotex group of industries before any training and development begin. Need assessment identify the current problems and future challenges to be met through training and development. Then they set different training and development objectives for the new comers/ employees. Actual training program are set from the available program according to the performance of the employee. After the end of training period their skills, knowledge, and ability of working are evaluated. In the year 2014, the following training programs were conducted:
► MPO Recruitment training
► Team building and leadership
► Development of team building and leadership
► Development of managerial skills


2.9 Performance Appraisal 

Execution examination data can gave required contribution to deciding both individual and hierarchical preparing and improvement needs. Another imperative utilization of execution evaluation is to support execution enhancement. In such manner Performance examinations are utilized as methods for imparting to workers how they are getting along and proposing required changes in conduct, demeanor, expertise or information. 
For apprising the performance Asrotex group of industries consider the different criteria of the employee, such as attendance, attitude, cooperation, initiative, dependability, quality of work, overall output, honesty, personality, ready to take challenge etc.
The process of evaluating the performance of the employee of Asrotex group of industries are shown in the following chart-
Based on the above mentioned criteria the rater provides score to the employee and according to the total score their performance is appraised. The human resource department (HRD) of Asrotex group of industries usually designed and administers the above performance appraisal systems. For evaluating the performance appraisal Asrotex group of industries mostly follows the rating scale method.

2.10 Leave Management
Employees’ Leave Management helps Finance and HR Departments knowing that their leave programs are efficiently managed and accurately tracked. There are several types of leave the employees can apply for. These are:
1. Earned Leave
2. Sick Leave
3. Extra ordinary leave
4. Maternity Leave
5. Festival Leave
Earned Leave
Earned leave is a type of leave that is earned by the employees through working in the organization and each working day an employee earns 0.0831 day leave. So the employees working five days a week will be able to spend 20 days of earned leave and those employees working six days a week will be able to spend 23 days of earned leave per year.



Casual/Sick Leave
Employees can take sick leave with pay when they are sick and the disease is infectious. Employees can take up to 14 days including non-working days in a year as sick leave but if the disease takes more than 14 days to cure employees can take special permission from director and can have 21 days leave. In these cases the employees must provide all the documents of their sickness along with the leave form.
Extra Ordinary Leave
Company allows its employees to take extra ordinary leave for any kind of unavoidable and unusual situation. Employees can take leave for their higher education or treatment in abroad if approved by the Managing Director and can join Asrotex group of industries after they have finished.
Maternity Leave
Female employees who have passed more than one year in the organization are allowed to take maternity leave for four months while they are pregnant. Maternity leave is given with full payment and employees can also draw four months’ salary in advance. The employee also gets the allowances. Employees can extend their maternity leave but without payment. The female employees can have maternity leave twice.
Annual Leave
Annual leave encashment facilities may be allowed to the employees for a maximum of 90 days (based on last basic) at the time of employee’s leaving the organization.
Employee Compensation
Compensation is what employee receives in exchange for their contribution to the organization including pay and benefits. Compensation may be defined as the remuneration for the time spent and physical and mental efforts invested by the employees. Compensation includes salary, wages and other financial and no financial and social rewards offered by the employer and accepted by the employees. Without adequate compensation, current employees are likely to leave and replacements will be difficult to recruit. Some common compensation policies are -
Basic Salary and Wages
Benefits
Allowance
Bonus
Incentives
Commission etc.

2.11 Compensation policy
Company follows the following criteria
For Staff (GM to In-charge): Payment According to company policy. The policy is as follows:
Basic + house rent + medical + conveyance + food + technical allowance = total.
Workers: Payment According to law of Bangladesh gazette. The policy is as follows:
Basic + House rent + Medical + Benefit + Technical allowance + Shift allowance =Total

Pension Scheme
There is no Pension Scheme facility in this organization.

Transport Facilities
Transport facilities are fully provided by the company, under certain conditions, for the top level employees who come from distance place. But the lower level and mid-level employees do not get this facility.

Determination of Total working hour
Normal working hour: Total 8 hour a day including 45 minutes lunch break.
Work starting time: At 9:30 a.m. for worker & factory staff. At 10 a.m. for office staff.
Leave: At 5:30 p.m. for worker & factory staff. At 6 p.m. for office staff.

Overtime
Starts: At 5:30 p.m. to 6:30 p.m. (normally). Overtime allowed for workers. There is no overtime allowed for staff.
Double pay for overtime
International labor law, ILO rules are follows in case of overtime.
Maximum 2 hours are granted as overtime for each worker.



2.12 Progression Arranging 

1.	Identify key positions thinking about size of business, development potential, hierarchical multifaceted nature and so on. 

2.	Create achievement profile for chosen positions. 

3.	Review progression arranging process as far as preparation, singular abilities versus achievement profile, prioritization and break down the holes. 

4.	 Distinguish and define activity intend to close the hole. 

2.13 Maintenance 

Work markets have been fixing over the previous decade, and supplanting costs related with filling opportunities have been spiraling upward for a considerable length of time. It can end up being over the top expensive if there are high rates of turnover as enlistment is extravagant and tedious. 

The turnover rates of any organization can be considered to think about its encouraging later on execution with the past execution. In Palmal bunch the turnover rate isn't that high and is certifiably not an issue 

2.14 Workplace 

In this time of globalization where encounter absence of there of concern. Maintenance issues can influence the budgetary status of an organization if goes unnoticed for long. 

can be blended culture in an organization the workplace is very imperative. The worker connections can influence the organization's execution. As most representatives spend a critical piece of their day working, nature of their work environment is additionally an essential factor influencing their activity fulfillment. Employment condition incorporates physical parts of the working environment like working conditions, accessibility of assets just as collaborator's conduct, legislative issues and so on. A few changes of examples have been seen amid the examination toward this path because of the real changes amid the significant strides of scaling down. Dougherty and Bowman (1995) said that amid such periods associations appear to correspondence in numerous dimensions (despite the fact that correspondence appears to be particularly important at these times. Similarly, downsizing organizations appear to suffer a deterioration of trust (Buch & Aldrige, 1991) and an increase in uncertainty. Work environment is always a major in terms of labor intensive industries as there are lots of workers working together in a single unit. If the working environment is not properly handled then it can lead to chaos and cause a lot of problems for the company.



2.15 Monitoring and Supervising
Meet with supervisors and mentors, both of whom play a major role in Asrotex Group career development and training. They serve as advisors and aid the throughout their rotations.
The mentor is a unique aspect of the Human Resource Management Trainee program. The mentor guides the overall professional career development of the Asrotex Group. The mentor also acts as teacher, counselor, motivator, and confidante to support and facilitate HRM them skill development. The mentor’s role is to take a long-term view in the Trainee’s career development and encourage doing the same in Asrotex Group. The mentor assists the HRM in the understanding of the technical, administrative, social and political systems within which Human Resource employees function. The mentor helps enable the HRM to shape realistic and reachable career expectations
Asrotex Group supervise develops the training plan for provides orientation to the sponsoring agency. The supervisor is responsible for planning, coordinating, and conducting them developmental activities and evaluating progress. The supervisor also assigns work to the Trainee that will encourage technical competencies and career growth. The supervisor evaluates the overall performance of provides input on the assignment that the Asrotex Group will be provided after the initial training year.


2.16 Sexual harassment
Any type of harassment at work, or in connection with work performed on behalf of the Organization, will not be tolerated and may give rise to disciplinary action. This includes any action which constitutes sexual harassment.


2.17 Non-smoking policy
The protect non-smokers from the effects of smoking, and to help smokers to give up smoking if they so choose. The Organization’s collective areas are non-smoking (except areas set aside for smokers). Shared officers are considered to be collective areas, and are therefore non-smoking.





Chapter Three
Methodology

3.0 Sources of Data
This report is based on both primary and secondary data. Initially, the work is started with data those were available at Company’s Annual Report and company’s other major publications. Moreover, it becomes helpful to gather some more information from the website of the company. Later on, the work progressed through some of the depth interviews of good range professionals trying to heat some expected area of the study. Then I analyze those data from many angles, in different aspects and present the information in different segment according to their specialized category, in compact way. I have highlighted different important things, which I found during our survey.
It was difficult to collect the data through primary source due to the time scarcity of the important personnel. So, Major part of data was collected through the secondary sources. During I have collected my information & data from the following sources, which helped me to make the report. The source has been divided by two parts-

3.1 The primary sources:
1. Staff of the company
2. Oral interview of the responsible officers of the HR department.
3. Staff of the company.
4. Personal experience gained by visiting different desks.

3.2 The secondary sources:
1. Company profile and annual report.
2. Different published materials, report, service rules, and prospectus.
3. Website of Asrotex group of Industries.
4. Text Books.
5. Official records of HR department.
6. Internet, Newspaper, Magazines.
7.  Job description for each employees of Asrotex group, HR Division.
8. Performance appraisal format.

3.3 Data Collection Methods
Primary data are collected by administering a survey with direct interview approach. A structured questionnaire was used to get opinion on different issues. For the purpose of the study two methods of technique is used
1. Observation
2. Interview

3.4 Data Analysis
Qualitative procedures interspersed with some quantitative procedures were be accustomed analyze the information collected for this study. The secondary information on the coaching programmers of Asrotex cluster over the past fourteen years was subjected to analysis victimization Microsoft surpasses. The information from the interview was analyzed qualitatively and also the results bestowed within the kind of a outline. 


                                               Chapter Four
Data Presentation and Analysis of Findings

4.0 Overview of Asrotex Group of Industries

4.1 History of Asrotex
Asrotex was established in 1997, now we are operating as a group of industries. We have our own knitting, Dyeing and printing factories that comprises with latest machines. We have 47 single jersey, 14 RIB, 14 interlock, 4 auto stripe and 14 collar machines. Our Dyeing production capacity is 20,000kg/day. Asrotex Group is capable of producing 15,000 Pieces of Fleece Jacket or 35,000 Pieces of Polo or 75,000 Pieces of T-Shirts daily. Our garments equipments strength comprises with 1174 machines. Our main products include: T-Shirts,Polo-Shirts,Tank top, sweat shirts, hooded jackets,trousers,baby dresses, baby suits,skirts,pyjama sets etc


4.1 Vision
To become the Leading supplier to our customer by delivering socially, ethically and sustainable manufactured quality products with on time delivery using a highly efficient, eco-friendly and vertically integrated manufacturing process.

4.2 Mission
To satisfy and retain customers through employee involvement, team work, personal excellence, and integrating scientific approaches in our quest to become the leading manufacturer of apparel products. 

4.4 Asrotex’s Core Values
Asrotex’s Core Values are Presented Symbolically by - ‘’ARICE’’
A - stands for Accountability
R - stands for Respect  			
I - stands for Integrity 
C - stands for Commitment 
E - stands for Excellence 
Product & Buyers
4.5 Products
Asrotex is mainly RMG focused 100 % export oriented Group of industries.
Expanding in the areas of knit composite and other backward linkage industries (Print, embroidery, washing and composite etc.)
All types of knit item i.e. Polo Shirt, T-Shirt, Jacket, Trouser, Tops, Tank Tops, Shorts and Legging etc.


	
4.6 Major Buyers
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4.7 Trend of Growth
4.8 Physical Growth
Starting with only one Garment Factory Asrotex Group now owns 34 Garments factories, 3 Knit Composite Mills and some other backward linkage factories. Over a period of 30 years; Asrotex has managed to create its own identity as one of the country’s leading foreign currency earner in the RMG sector through promoting in RMG sector rapidly. 

4.9 Financial Growth
[image: ]


















4.10 Recognition and Award
The Company has achieved valuable awards as recognition of best Performance in RMG sector. 
National: President Award (Achieved in two consecutive years, 1990-91, 1991-92)
International: 
Best Supplier award from Wal*Mart (in 2004,2005,2006, 2007, 2008 & 2009) &
Best Supplier award from Charming Shoppe in 2006.






4.11 Asrotex’s Strengths
· Competent management team
· Transparent management practice
· Human resources developers 
· Scope for Career development
· Having fully Compliant Factories
· Congenial work environment
· Practices corporate culture
· Maintain ethical standard



4.12 Total Employees of Asrotex

	Category of Employee
	Number

	Staff 
	CHO
	1045

	
	Factory
	2000

	Worker
	Factory
	22955

	Total
	25000



· Total Machine: 9000
· Area:12.5 million Sft. including production floor, store & office.
· Production capacity:10 million pcs RMG& 1500 tons fabric per month. 

	
4.13 Management Approach
· Management considers employees as capital. 
· Believe in responsibilities, Mutual trust & respect. 
· Committed to create enabling environment.
· Encourage employees’ creativity & achievement.





4.16 Corporate Structure

Asrotex Group
Managing Director
Director & COO
CHO
Factory
Director- Admin & Compliance 
Director- Production & In-charge of ACML-1
VP/ Director/   
GM- Merchandising 
Director- PP & QA Cord.
Director- Admin & HR, FHRO 
Sr. GM- Store
GM- HRM
GM- Accounts & Banking 
GM- Commercial 
DGM- Transport & Maintenance 
DGM- LPD 
DGM- T & OD 
AM- IT 
Director-ACML-2
GM- DDGL
GM- MAL
Sr. GM- ACML- 1 Composite ACML- Garments
ACML-Printing
GM- ACCL - 1 & 2
GM- ACCL- 3& 4
DGM- Nafa- 1 & 2
DGM-Nafa-3 & 4
GM- SSL-2
DGM- AWL 
DGM- DLPL
DGM- Cortz-1
DGM- Cortz- 2
GM- Sawftex
DGM- NKKKL
DGM- SSL-1
AGM- KM Apparels Sawftex
AGM- ACKL
Sr. DGM- PKFL Embroidery
FM- PML
GM- Internal Audit & FDA
DGM- Pattern & Sample
GM- Nafa (Dhamrai)
GM- Ashulia Land Project

4.17 Different Departments

· Accounts &Banking Department
· Admin. & Compliance Department
· Commercial Department
· Employee Relations Department
· Factory HR Operations Department
· Internal Audit& FDA Department
· IT Department
· Local Procurement Department
· Mainstream HRM Department
· Merchandising  Department (Buyer wise)
· Production, Planning & Coordination Department
· Product Development & Stock lot  Department
· Quality Assurance Department
· Store Department
· Training &OD Department
· Transport & Maintenance Department



4.18 Sister Concerns

	SL
	Types of Business
	No. of Concerns

	01
	Garments Unit
	34

	02
	Knit Composite Mills
	03

	03
	Washing Plant
	01

	04
	Embroidery
	01

	05
	Printing
	02

	06
	Cutleries Industry
	01

	Total
	42








Location of Sister Concerns: Location of Sister Concerns

	SL
	Name
	Brief
	No. of Unit
	Location/Address

	01
	Aswad Composite Mills Ltd.- 1(Garments)
	ACML- Sreepur
	1
	Shreepur, Gazipur

	02
	Aswad Composit Mills Ltd.-2
	ACML- Kabirpur
	3
	Kabirpur, Savar

	03
	Ayesha Clothing Co. Ltd. 
	ACCL
	4
	Ashulia, Savar

	04
	Azmeri Composite Knit Ltd.
	ACKL
	2
	FaidabadUttarpara, Dhaka

	05
	Cortz  Apparels Ltd.-1
	Cortz-1
	1
	Bagherbazar, Gazipur

	06
	Cortz Apparels Ltd.-2
	Cortz-2
	4
	Naojhor, Gazipur

	07
	Designer Line (Pvt.) Ltd.
	DLPL
	1
	 New Jurain, Dhaka

	08
	KM Apparels Pvt. Ltd.
	KMAL
	1
	Uttar Khan, Dhaka

	09
	Marina Apparels Ltd.
	MAL 
	2
	DapaIdrakpur, Narayangonj

	10
	NKK Knitwear Ltd.
	NKKKL
	4
	Fatullah, Narayangonj

	11
	Nafa Apparels Ltd.
	NAL
	4
	Baroipara, Kaliakoir, Gazipur

	12
	The Dacca Dyeing Garments Ltd.
	DDGL
	2
	Moghbazar, Dhaka

	13
	Safaa Sweater Ltd.(Safaa Sewing) 
	SSL
	2
	Ashulia, Savar

	14
	Safaa Sweater Ltd.(KRC)
	SSL
	2
	Hotapara, Gazipur

	15
	Swaftex Ltd.
	STL
	1
	Bangahati, Sreepur

	16
	Aswad Composit Mills Ltd.-1-(Knitting, Dyeing &Fininshing)
	ACML-1
	1
	Sreepur, Gazipur

	17
	Aswad Composite MillsLtd.-2 (Knitting)
	ACML-2 (Knittng)
	1
	Kabirpur, Savar

	18
	Aswad Composite Mills Ltd.-Printing 
	ACML-Printing
	1
	Sreepur, Gazipur

	19
	Ayesha Washing Ltd.
	AWL
	1
	Ashulia, Savar

	20
	Asrotex Kniwear Factory Ltd.-Embroidery
	PKFL-Embroidery
	1
	BSCIC, Tongi

	21
	Nafa (Dhamrai Project)
	Nafa-Dhamrai
	1
	Joypura, Dhamrai

	22
	Ashulia Land Project Printing
	Ashulia
	1
	Bangabandhu  Road, Ashulia

	23
	Pragati Metalex Ltd.
	PML
	1
	BSCIC, Tongi

	Total
	42
	






4.19 Human Resource Management and Compliance Practice in Asrotex

Asrotex has a big division for execution Human Resource Management and Development of the company. Considering the scope of work it has been divided into three Departments like-Mainstream HR Department, Factory HR Operation Department and T&OD Department. The key roles and responsibilities of those departments are highlighted below:    

4.20 Human Resource Department (Mainstream-HR)
The Mainstream HR Department is playing very vital role in managing human resources of the Company. They execute the overall HR functions only for the employees of Corporate Head Office. The key functions of the department are stated below: 

1. Prepare Human Resource Planning 
1. Execute Recruitment and Selection Process for CHO
1. Conduct Job Analysis and Prepare Job description,
1. Employee Placement, Promotion and Transfer
1. Execute Proximity attendance and Leave Management
1. Performance Appraisal and Career Management 
1. Job Evaluation, compensation and benefits administration
1. Grievance handling and counseling the employees 
1. Pay roll & Compensation Management
1. Policy formulation, review and update  
1. Initiate for disciplinary action & separation 
1. Prepare final settlement for those who have resigned or been terminated  
1. Conduct exit interview of the out going employees 



4.21 Factory Human Resource Operation (FHRO) Department
The FHRO Department is playing very vital role in the company. In addition to Factory administration FHRO execute all HR functions for the factory the factory’s employees. The key role and responsibilities of the FHRO department is stated below in brief:   

1. Review  and redesign Organogram of the Factories 
1. Conduct HR Inventory and prepare Manpower Planning 
1. Execute Recruitment & Selection Procedure (Factory )
1. Placement, Transfer, Promotion, Disciplinary action (Factory)
1. Performance Appraisal of the employees (Factory)
1. Proximity attendance and Leave Management 
1. Execute compensation and benefit management
1. Grievance handling and counseling the employees 
1. Manage and control  any kind of crisis at factory level  
1. Analyze Profit/Loss of individual factory 
1. Develop and maintain effective Production Tracking System
1. Maintain effective communication and  Liaison with all the factories 
1. Ensure effective management system at all the factories 

4.22 Training & Organization Development (T&OD) Department

1. Review, redesign and upgrade organogram
1. Formulate, review and  improve systems, policies and procedures   
1. Identify training and development needs 
1. Plan ,design and implement Development Program
1. Design different training module, manuals and  materials 
1. Conduct and evaluate Induction and training programs
1. Arrange workshop, conference, Seminar and coordination meeting 
1. Prepare operational manual / guideline for quality management 
1. Provide technical support to different section in analyzing Job 
1. Raising awareness among the employees on different issues 
1. 4.23 Admin & Compliance Department

Basic Concept and main issues of Factory Compliance
In every profitable organization there are ethics which are required to run the business. Any readymade garments factory should follow these ethics based on Bangladesh labor law in order to make their factory compliant. Also the Entrepreneur should always remember that compliance is the door keeper of a business.       

What is meant by compliance?
Compliance means comply with the law. As regards of Garments industry compliance implies to obey the labor laws, ILO convention and buyers code of conduct in running the factory.

Key Issues/Areas of Compliance

1. Labor Issues : 
· Non discrimination on the basis of gender, race, creed or cast 
· No involuntary labor 
· No child labor
· No corporal punishment or physical abuse to labor
· Maintain proper disciplinary procedure

2. Factory: Comply law of the land regarding working condition, workers health, workers safety, general safety, sanitation, fire safety, risk protection, electrical mechanical & structural safety, Work environmental issues
	
3. Wage & hours of work: As per law of the land

4. Product Safety: No defective products to be shift. Product must adhere to all child safety standards. Products packaging must carry all statutory warnings. There should be no machine or component broken leftover in the product else it harms the user.



4.24 Functions of Admin & Compliance Dept.

1. Provide Administrative and logistic support to CHO
1. Raising awareness among the employees and workers on compliance issues 
1. Ensure proper implementation of compliance  matters in the factories
1. Purchase and distribute required stationeries for the group
1. Provide administrative and logistic supports in establishment, renovation and extension of the factory premises, 
1. Maintenance servicing & commissioning of assigned equipment’s
1. Develop, review and update written procurement policies and procedures
1. Face buyers audit 

Major activities of other Departments

4.25 Accounts and Banking Department:
· Maintain Accounts and prepare budget
· Ensure full proof financial operation 
· Formulate, review and update  financial policies and procedures  
· Prepare operational manual or guidelines for financial transaction 
· Streamline the accounting system of the company’s corporate and unit offices 
· Design, plan, and implement the strategic business and /or operational plan
· Prepare financial statements, cash flow and  reports 
· Ensure effective planning, manage /oversee the overall activities of Banking 
· Ensure LC related payments and manage emergency fund as and when required.
· Check and verify LC and all documents against BTBLC as per ICCB terms and conditions
· Provide necessary MIS, Statement and analytical reports as required by MD 
· P/L A/C and Balance Sheet
· Liaison with Banks and ensure Credit facility if and when required









4.26 Information Technology (IT) Department
· Provide IT support service to all department of CHO
· Maintain the server for smooth email communication
· provide logistic support regarding Computers and IT
· Set up computer network connections, ensure internet facilities,
· create proxy server within the Group,
· ensure all maintenance work of the computers 
· Solve all hardware and Software problems 


4.27 Production Planning QA Coordination
· To prepare the production planning of the group
· To monitor the progress according to the plan
· To ensure the Quality of the product
· Coordinate all planned activities for quality assurance 
· Manage and coordinate the PP&QA Coordination team.
· Plan, design, implement, monitor and review the corrective actions for quality 
· Prepare and implement production planning, materials planning & Stock control.
· Execute design development, review initial samples and post-production quality 
· Build and maintain effective liaison with buyer’s QA/QC representative.
· Ensure proper construction and fit of garments from design through production, establish and review fabric and construction guidelines 


4.28 Transport & Maintenance
· Transport management 
· Ensure proper using of transport. 
· Transport Maintenance
· Machine Maintenance
· Accounting, receiving and storing of spare parts. 
· Supervise maintenance and movement of sewing machine.
· Supervising distribution of diesel fuel for generators 
· Keeping proper account and forecasting needs of diesel and fuel. 
· Organizing monthly meeting with drivers and mechanics.
· Monitor proper distribution of Mobil for generator maintenance
· Provide forecast of spare parts requisitions at half yearly basis

4.29 Merchandising
· Execute overall activities of merchandising 
· Negotiate price and collecting order
· Cost analysis
· communicate with buyer or their representatives 
· prepare and implement the time and action plan,
· ensure the timely shipment of the products as per requirement of the buyer 


4.30 Commercial

· Perform all activities related to L/C opening 
· Prepare local export documents relating to different banks  
· To maintain L/C according to buyer order
· C&F, Customs agent handling
· Collect Foreign Export documents  
· Communicate with merchants for opening fabric L/C. 
· Forward all L/C and Export (foreign & local) documents to bank
· Pursuing with Bank for export bills realization,
· Monitoring L/C payments


4.31 Sample Section
· Receive order  of pattern & sample from Merchandiser 
· Develop sample as per requirement of buyers
· Develop pattern and sample accurately as per requisite of the buyer  
· Prepare  monthly progress report and keep record of all the documents and data 
· Plan , implement and manage all activities relevant to Pattern & sample  development 


4.32 Local Procurement Department
· To provide accessories support from local market (poly, carton etc.)
· Dealing with suppliers  for ensuring  timely supply of all required materials 
· Communicating with the merchandisers
· Preparing LC statements and maintaining registers 

4.33 Store Department
· Receive and supply fabrics, accessories and raw materials 
· Conduct inventory and prepare inventory reports in time 
· To in-house and deliver inventory to the factories
· Collect information from Merchandising office according to order consumption 
· Reconcile the accessories and raw material and  inform the GM(Store)
· In-house the Fabrics , Accessories & other raw ,materials in factories 
· Coordinate  all production related work with GM, PM & FM 

4.34 Stock lot Department

· Plan and manage overall activities of stock garments collection and separation.
· Processing and marketing of the garments available in different factories
· Design and develop new product style involving concern staff of the department
· Establish effective marketing system of stock lots and new fabrics. 
· Prepare monthly inventory and submit report to the Director & C.O.O / Managing Director. 
· Classify and separate good garments from the collected reject garments for selling 
· Keep always update and accurate  information to provide the concern authority






4.35 Execution Appraisal of Respondents (Frequency of execution evaluation) 

At the point when the staffs were gotten some information about how regularly their exhibitions were assessed, the outcomes seem to show that execution examinations were done much of the time at Asrotex Group of Industries (Table 4.1).

Table 4.1 Frequency of conducting performance appraisals 

	             Conduct of appraisals 
	Frequency 
	Percent 

	Quarterly 
	88 
	54.0 

	Every half year 
	03 
	1.8 

	a year 
	65 
	39.9 

	Never 
	04 
	2.5 

	Once a while 
	03 
	1.8 

	Total 
	163 
	100.0 



It tends to be seen that the greater part of the respondents, that is 88 (54.0%) respondents expressed that their exhibitions were evaluated quarterly, while 3 (1.8%) showed that they were assessed like clockwork. It must, in any case, be noticed that 65 (39.9%) of the respondents said their exhibitions were evaluated once in a year, 4 (2.5%) had never been assessed and 3 (1.8%) demonstrated that their exhibitions were assessed sometimes. By and large, there is execution evaluation at Asrotex gathering of enterprises and execution examination is a decent base of preparing needs recognizable proof for staff.


1.36 Participation in Training Programme
The study sought to know how often respondents participate in training programmes. The results in Table 4.2 show the responses of the staff to the question on how often they undergo training. 

Table 4.2 Participation in Training programmes

	Participation in Training 
	Frequency 
	Percent 

	Quarterly 
	6 
	3.7 

	Every six months 
	6 
	3.7 

	Once a year 
	11 
	6.7 

	Every two years 
	19 
	11.7 

	When due for promotion 
	63 
	38.7 

	Every four years 
	48 
	29.4 

	Occasionally 
	10 
	6.1 

	Total 
	163 
	100.0 




The majority of the respondents showed that they experience preparing either when they are expected for advancement (38.7%) or at regular intervals (29.4%). For the most part, the outcomes showed that despite the fact that the whole respondents have ever taken an interest in a preparation program, lion's share demonstrated that the preparation programs were not normal.






4.37 Nature of Training Undertaken at Asrotex Group of Industries 

The staff additionally reacted to an inquiry on the idea of the preparation they experience. They differently demonstrated the preparation types they have encountered as incorporating into house preparing, Formal preparing from the Asrotex foundation, exceptional assignments, easing obligations, and vocation directing 

On the execution of the preparation programs, the AC-Training additionally demonstrated that the preparation appears as in-house, introduction and hands on preparing and the techniques utilized included addresses, introductions and gathering talks. He likewise included that the assets people for the preparation programs originate from both inside and outside the administration. 

There are different kinds of preparing which are basically sorted as (a) hands on preparing, and (b) off the activity preparing. Obviously, Asrotex Group of Industries has being utilizing the two kinds of preparing to upgrade the abilities, information, demeanors and capabilities of staff. Nonetheless, it has been noticed that there was no notice of some key sorts like tutoring, training, conduct displaying among others.






















4.38 Quality of Training at Asrotex
On the quality of the training programmes the respondents have participated in, the results in Table 4.3 were obtained. 

Table 4.3  Quality of training programmes attended by respondents 

	Quality of training 
	Frequency 
	Percent 

	Very poor 
	     05 
	3.1 

	Poor 
	     06 
	3.7 

	Average 
	22 
	13.5 

	Good 
	83 
	50.9 

	Very good 
	44 
	27.0 

	Excellent 
	03 
	1.8 

	Total 
	163 
	100 




Except for 11(6.8%) of the respondents who were not inspired with the nature of the preparation program they have partake in and in this way depicted them as either poor (3.7%) or poor (3.1%), most of the respondents were awed with the nature of the trainings they have partaken in and appraised them among normal and incredible. In particular, 83 (58.9%) of the respondents evaluated the nature of the preparation they have partaken in as great, 44 (27.0%) portrayed them as extremely great and 3 (1.8%) expressed that they were superb. Subsequently, most of the respondents had positive recognitions about the nature of the preparation programs they have taken an interest in at Asrotex gathering of businesses. 

Thus, when the respondents were asked whether the techniques utilized in the preparation programs they have taken an interest in had any effect on their abilities, 141 (89.8%) as against 18 (11.2%) insisted that without a doubt the strategies in the preparation programs affected their aptitudes. Concerning of the particular aptitudes procured through preparing, respondents' rundowns incorporate principally the accompanying:



	4. Table 4.4 Skills Acquired through Training 

ICT

Client care

ICT and Management

Insight &investigations 

Traditions routines 

Unique assignments 

Approach and records the board 

HR the executives 

Administration/the executives 

Likewise the AC-Training reaction avowed the reaction of most of the staff showing that the preparation techniques utilized have accomplished the ideal outcomes. He clarified that officers announced being progressively certain after the preparation. He proceeded to state that "throughout the most recent 3 years we have dependably surpassed our income focuses on, a proof that preparation is accomplishing results". 

This shows maybe the strategies utilized in preparing programs at Asrotex bunch were exceptionally powerful and had anticipated effect on the aptitudes of the staff. The justification for an impact of broad preparing on hierarchical execution is additionally fortified by work on learning associations (Harvey and Denton, 1999; Power and Waddell, 2004; Senge, 1990). The contention is that by redesigning representatives' abilities and information, they are in a superior position to deliver superb items and administrations in the most financially savvy way, adjust to change, and add to organization aggressiveness through item or process development (Kamal, et al., 2008). 

Whenever inquired as to whether Asrotex had a vocation advancement plan for every worker, his reaction was in the negative and clarified that singular profession improvement arranging was done on specially appointed premise. He gave a comparable reaction to the inquiry with respect to whether Asrotex had HR projections for every representative. The qualities and shortcomings of all representatives were recorded in their execution evaluation. 

4.40 Expected Frequency of Training 

The respondents were likewise asked how regularly they might want to experience preparing on the abilities they expected to enhance their work. 

Table 4.5Expected Frequency of training 

	Expected training  
	Frequency 
	Percent 

	Monthly 	
	4 
	2.5 

	Quarterly 
	13 
	8.0 

	Every six months 
	43 
	26.4 

	Once a year 
	90 
	55.2 

	Never 
	3 
	1.8 

	Every two years 
	6 
	3.7 

	Every five years 
	4 
	2.5 

	Total 
	163 
	100.0 




The results in table 4.9 show that, 90 (55.2%) of the respondents indicated that they would like to undergo training once a year whilst some want it frequently, that is every six months (26.4%), quarterly (8.0%) or monthly 1.4%).  
In addition, other respondents wanted to be trained every two years (3.7%) or every five years (2.5%). Surprisingly, 3 (1.8%) stated that they never want to undergo any training on the skills they need to improve their work. 






4.41 Competence of Asrotex Staff
When the opinion of the respondents were sought as to whether the staff at CEPS had the requisite skills for their daily activities, 117 (71.8%) answered positively as against 46 (28.2%) who answered in the negative. The results in table 4.10 show how the respondents rated the competency of the staff of CEPS in service delivery. 

Table 4.6 Competency of Asrotex staff for service delivery 


	Competency of staff 
	Frequency 
	Percent 

	Poor 
	4 
	2.5 

	Average 
	58 
	35.6 

	Very good 
	86 
	52.8 

	Excellent 
	15 
	9.2 

	Total 
	163 
	100.0 




It can be observed that 85 (52.8%) of the respondents rated the competency of the staff of Asrotex in terms of service delivery as good, whilst 15 (9.2%) rated them as excellent, only 4 (2.5%) of the respondents rated the service delivery as poor. Thus, the majority of the respondents were impressed with the staff of Asrotex in relation to their competence in service delivery.




4.42 Budgetary Challenges 

Thus , when the HRM was approached if the assets accessible for actualizing HR arrangement, the appropriate response was a major "NO". At the point when approached about the wellsprings of assets for HR programs, the HRM demonstrated that they depended on different wellsprings of assets in actualizing their HR designs. These included interior assets from Asrotex (claim sources/government), and outer finances, for example, bolster from the administration, goal investigation organizations like Wal-Mart, H&M and intermittent help from other government foundations like the Police, National Security and the Army. 

The budgetary portion for human asset programs at Asrotex for as far back as five years (2004-2008) rose that both the planned and the genuine sum spent on HRM expanded over the period under audits with yearly normal increments of about GH¢ 16,425 and GH¢14,999 individually. Be that as it may, the real sum spent on HR falls behind the planned sum for practically all the five years by about 1% (GH¢7,699.37) in the year 2007, to as much as about 33.1% (GH¢262,813.23) in year 2006. The main time frame that real sum spent on HR surpassed the planned sum in the year 2004 (by 29.4%, that is GH¢78,676.63). This plainly shows budgetary portion for HRM had not been sufficient in the course of the last half decade and is a key test to HR exercises. A rate increment of the genuine sum spent on HR by about 40% would be satisfactory to execute HR designs and arrangements. 

4.43 Budgetary designations/genuine sum spent on HRM at Asrotex Group of Industries (2004-2008) 

As indicated by Mr. Mahbub and Mr. Masum (1999) organizations focused on quality put vigorously in HR and training and refered to the case of Wainwright businesses which contributes up to 7% of its finance in HR and instruction. Noeet al. (2000) likewise demonstrated that General Electric and Federal Express presently make considerable ventures of somewhere in the range of 3 and 5% of their finance in HR after the acknowledgment of the imperative job that HR plays in enhancing efficiency, quality and aggressiveness. Maybe Asrotex was yet to result in these present circumstances acknowledgment and
follow in the footpath of the above listed companies.  







4.44 Different Challenges 

The AC-Training likewise referenced different difficulties of preparing Asrotex as; 

	Lack of reasonable convenience for learners 

	the poor condition of offices at the preparation foundation, 

	General  absence of duty to preparing. 

At the point when respondents were asked what in their view were the real   difficulties Asrotex faces in the usage of its HR exercises, they list a condenses the different difficulties distinguished. 

Need or deficient assets 

Lacking offices 

Separation and predispositions in staff choice 

Lacking span and poor planning 

Poor conditions at preparing school 

Absence of the board duty 

No plainly characterized strategy/plan 

Absence of staff inclusion 

Prepared staff not used and specially appointed posting
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Chapter Five
Summary, Recommendation and Conclusion
5.0 General Summary
The general aim of the study was to investigate the HR practices and problem at Asrotex and to suggest ways of enhancing the HRD for efficient and effective service delivery. The study was guided by five objectives and five research questions.  

Chapter one provided background to the study and stated the problem outlining the key concerns in the research questions. It also stated that even though Asrotex has a HR policy, it appears its implementation has not been properly carried out due to factors like budgetary allocation.  

In Chapter two literatures on human resource management, training and career development were reviewed. It establishes the point that human resources management is probably the single most important issue affecting the ability of organizations to achieve its assigned objective effectively and efficiently.  

Chapter Three outlined the methodology for the study and stated that survey research method was adopted for this work. 

Chapter Four presented data collected from the primary sources and discussed them side by side with the research objective and their relate research questions










5.1 Outline of Findings 

Coming up next were the rundown of the discoveries; 
The investigation uncovered that over 80.0% of the respondents knew about the presence of HR arrangement. It additionally uncovered that over 80.0% of the staff evaluated the comprehension of the HR approach among normal and incredible. The examination uncovered that the attention to the HR approach among the Asrotex authorities were high. 

In spite of the fact that the strategy is satisfactory in substance, it isn't being actualized in full. The investigation uncovered that just 25.80% of the respondents trust that execution evaluation was the fundamental criteria directing choice of staff for preparing. While 17.2% of the respondents said choice depended on long periods of administration, 14.1% of respondents think one is chosen for preparing just when due for advancement. About 40.0% of staff refered to obscure criteria, "whom you know" among others are the premise. The above is an unmistakable sign that however the arrangement might be sufficient in substance it isn't being executed in full. 

It was additionally discovered that the present HR practices, procedures and methods at Asrotex were to a great extent not at change with the arrangements of the approach and best practices of HR. It was discovered that present HR practices, procedures and strategies at Asrotex were to a great extent not at change with the arrangements in the strategy. About 80.0% of staff evaluated nature of preparing programs among normal and amazing. In spite of the fact that the respondents whined about preparing not being normal all the 163 respondents have ever taken an interest in a preparation program. Over 90.0% of the respondents demonstrated that their execution were evaluated once every year likewise about 89.8% of the respondents attest that the technique utilized in preparing program have affected on their abilities. 

The specialist further found that budgetary designation for HR was the key test in actualizing the HR approach. The examination likewise uncovered that however the financial plan for HR exercises amid the period under survey expanded. It was just in the year 2004 that the real sum spent on HR surpassed the planned sum, in any case, for whatever remains of the years, the real fell beneath the planned sum which demonstrates that budgetary allotment isn't satisfactory for HR exercises. Different difficulties discovered include: 

         Poor  condition of offices at the representative. 

        Discrimination and inclination in the choice of staff. 

	General  absence of duty to HR by the board. 

	Lack of staff inclusion in HR choices. 

The two administration staff met likewise affirmed the insufficiency of assets for HR advancement.


5.2 Recommendations
The following recommendations are made based on the findings of the study:

There is the need for the management of Asrotex to institute measures to ensure that all staff were made aware of and had adequate knowledge of its HR policy. All fora must be used to disseminate the policy to all staff. At best the HR policy could be made available to staff at the time of recruitment and emphasized during annual and union meetings.  

The management of Asrotex should as a matter of urgency ensure the total implementation of the HR policy to enhance the job skills of the staff for improved performance.

Budgetary allocations for HR should be increased so that HR could be successfully implemented to enhance the capabilities of staff towards improving services through an efficient and effective workforce.   
A systematic training programme based on the functional activities and the career progression of each staff could be planned to meet the training and career development needs of staffs.  This will ensure that throughout the working life of a staff at Asrotex, their training and development needs will be planned in advance and implemented to enhance their capabilities to provide quality services. The individual HR plan of the staff should, however, be reviewed and updated periodically to meet the challenges of the time.


                                         Other Recommendations
Although the HR activities of Asrotex is completing an average employment at the present, however there is degree to improve advancement both inside and remotely. To streamline and reinforce the general exercises of the manufacturing plant the accompanying territories have been distinguished: 

Selecting more HR work force 

At present the organization has 52 HR representatives. As in this organization there is an enormous need of HR at that point there ought to be more HR work force procured so as to make the HR group progressively more grounded thus that the representatives can be taken care of for easily and every one of the activities in the organization capacities appropriately. 

Giving more offices to expand work fulfillment 

More offices ought to be given so as to build the activity fulfillment in the organization. If the representatives are cheerful then they will feel increasingly spurred towards work and consequently increment the efficiency over the long haul. Numerous offices can be given to the works, for example, medical advantages, periodic courses of action amid celebrations, cooling, medicinal services and all the more critically day care habitats for the female representatives who have kids. The Reporting Officers must be progressively agreeable, cheerful and neighborly to HR division. 

The HR should screen the line chiefs appropriately 

As indicated by my perception I have discovered that one of the principle reason of the representative turnover is a direct result of the line administrators. The line administrators influence them to experience a great deal of issue. The line administrators likewise accept kickbacks from them for delegating them or acquainting them with the HR. 

Present administration representative profession advancement 

At first, the representatives' prerequisites and requirements ought to be satisfied and after that they can wind up mindful of their client's needs. We gain from this that it will lessen worker turnover and can add to expanded consumer loyalty. This portion additionally discusses the strengthening of the representatives. It is essential since it expands workers' scope in playing out their day by day assignments including taking care of client issues and taking care of administration disappointments, and it is identified with expanded bleeding edge benefit representative execution.

5.3 Conclusion
This project paper presents new evidence in the effects of human resource management policies and practice such as modern recruitment system, performance appraisal, enhanced training program in Asrotex group of Industries. The evidence derived from authentic data and observation on Asrotex Group of Industries. In present competitive and dynamic environment, human resource are now being viewed as the most valuable mean for gaining advantages over other. Competitive advantages can only be achieved by building up highly motivated and skilled employees. To fulfill the vision, mission, and core objectives of a company the management has needed to established a effective and efficient human resource department and hired the confident and  most promising  professionals.
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