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[bookmark: _Toc153825435][bookmark: _Toc154607319]Executive Summary
[bookmark: _GoBack]BPL was established by the BEXIMCO Group in 1976 with the goal to provide the best medicine at an affordable price in Bangladesh. Today, it is leading the pharmaceutical industry in this country. To achieve this goal, BPL has a strong team of professionals who constantly works to find and attract the best talents. The HR department follows appropriate procedures to assess the candidates, and select the ones who are the best fit for the company. They have adopted a well-structured recruitment and selection process.  
This report discusses the recruitment and selection process followed by the company, and the problems related to it. Even though the HR team is very cautious, wrong hiring might occur due to certain circumstances, and it might lead to an inefficient workforce. It is harmful for the brand image of BPL which they have consistently held for years. Although it was a great opportunity to conduct this study, there were some limitations due to confidentiality issues in the organization. This study further analyzes the strengths and weaknesses of the recruitment and selection process of BPL, recommending some ways to improve the process where necessary. 
The study concludes with the fact that having a strong HR team is not the only criteria to hire the right candidates. A proper system and continuous evaluation of the recruitment and selection process are equally important to maintain the efficiency of the workforce.


Table of Contents
Letter of transmittal	iii
Acknowledgement	iv
Executive Summary	v
Table of Contents	vi
1. CHAPTER I: INTRODUCTION	9
1.1 	Background of the study	9
1.2 	Rationale of the Report	9
1.3 	Scope of the Report	9
1.4 	Objectives of the Report	9
1.4.1 	General Objectives	10
1.4.2	Specific Objectives	10
1.5 	Methodology of the Report	10
1.5.1 Sources of Information	10
1.5.1.1 Primary Sources of Data	10
1.5.1.2 Secondary sources of data	10
1.6 	Limitations of the Report	11
2. Chapter II: Literature Review	12
3. CHAPTER III: COMPANY PROFILE	15
3.1 About BPL	15
3.2 	The Starting Journey of BPL	15
3.3 Tagline of BPL	16
3.4 Mission:	16
3.5 Vision:	16
3.6 Values and Principles:	16
4. CHAPTER IV: OVERALL HRM PRACTICES IN BPL	17
4.1 HR Planning	17
4.2 Recruitment Process at BPL	19
4.2.1 Stages in the Recruitment Process:	19
4.2.2 An Advertisement for the Position of an Executive Provided by BPL:	20
4.3 Selection Process at BPL	20
4.4 Performance Appraisal	21
4.4.1 Employee Benefits:	21
5. CHAPTER V: ANALYSIS AND FINDINGS	23
5.1 Descriptive Analysis	23
5.2	SWOT Analysis of BPL	29
6. CHAPTER VI: RECOMMENDATIONS AND CONCLUSION	31
6.1 Recommendations	31
6.2 Conclusion	31
References	33




[bookmark: _Toc153825437][bookmark: _Toc154607321]1. CHAPTER I: INTRODUCTION 
[bookmark: _Toc153640394][bookmark: _Toc153640654][bookmark: _Toc153825438][bookmark: _Toc154607322]1.1 	Background of the study 
This study was conducted to understand the recruitment and selection process of an organization, and how it affects the efficiency of the employees. It analyzes the fact that hiring the right person for the right post is the most crucial job for the HR department. Otherwise, it might have a negative impact on the performance of the employees, hence decreasing productivity. It is further discussed in detail in the report. 
[bookmark: _Toc153640395][bookmark: _Toc153640655][bookmark: _Toc153825439][bookmark: _Toc154607323] 1.2 	Rationale of the Report 
The purpose of conducting this study was to identify the gap that exists between the recruitment and selection process and the performance of the employees. When a vacancy is created, the HR department has to prepare a job analysis including all the duties and responsibilities. To achieve the expected results, they must hire the right person. It will enhance the productivity of the organization, and keep the employees satisfied. On the other hand, if the person hired fails to understand the duties and responsibilities, the company will face decreased productivity, employee dissatisfaction, and loss in revenue. This research highlights the benefits of a well-structured recruitment and selection process, and the negative consequences of ineffective practices. 
[bookmark: _Toc153640396][bookmark: _Toc153640656][bookmark: _Toc153825440][bookmark: _Toc154607324] 1.3 	Scope of the Report 
This internship report focuses on the effectiveness of the recruitment and selection process of BPL and the problems they face if they do not follow effective policies and guidelines. Recruitment and selection is one of the most important HR practices in an organization. If it is not done correctly, the company can face huge problems. This is because a company runs with its manpower. Though BPL has a designated HR department to address these issues, there still might be some reasons for the recruitment and selection process being ineffective. 
[bookmark: _Toc153640397][bookmark: _Toc153640657][bookmark: _Toc153825441][bookmark: _Toc154607325]1.4 	Objectives of the Report 
The objectives of the report can be viewed in two forms: General Objectives and Specific objectives. 
[bookmark: _Toc153640398][bookmark: _Toc153640658][bookmark: _Toc153825442][bookmark: _Toc154607326]1.4.1 	General Objectives 
The general objective of this report is to give an overall idea about the recruitment and selection procedure of BPL. 
[bookmark: _Toc153640399][bookmark: _Toc153640659][bookmark: _Toc154607327][bookmark: _Toc153825443]1.4.2	Specific Objectives 
More specifically, the report presents the following objectives:
· It gives an overview of the organization, BPL 
· It gives an idea about the recruitment and selection process at BPL  
· It analyzes the effectiveness of the recruitment and selection process at BPL 
· It addresses the problems BPL faces due to ineffective recruitment and selection procedure 
· It talks about whether BPL has the best workforce due to hiring the right people 

[bookmark: _Toc153640400][bookmark: _Toc153640660][bookmark: _Toc153825444][bookmark: _Toc154607328]1.5 	Methodology of the Report 
Methodology refers to the process of conducting the research while preparing this report. It follows a systematic procedure from selecting the topic to collecting the required data to the final presentation.  
[bookmark: _Toc153640401][bookmark: _Toc153640661][bookmark: _Toc153825445][bookmark: _Toc154607329]1.5.1 Sources of Information 
The data used in this report has been collected from primary sources as well as secondary sources. 
[bookmark: _Toc153825446][bookmark: _Toc154607330]1.5.1.1 Primary Sources of Data 
· Observing the activities of HR officers in the HR department of BPL 
· Personal discussions about the recruitment and selection process with the senior assistant manager in the HR department 
· Conducting a survey in BPL with a prepared questionnaire 
[bookmark: _Toc153825447][bookmark: _Toc154607331]1.5.1.2 Secondary sources of data 
· Website of BPL 
· Browsing articles and reports regarding this topic 
· Textbook  
[bookmark: _Toc153640402][bookmark: _Toc153640662][bookmark: _Toc153825448][bookmark: _Toc154607332]1.6 	Limitations of the Report 
Despite all the efforts invested into this study, certain limitations hindered the comprehensive of the findings. 
Time constraints: The limited duration was a significant challenge to conduct an in-depth research. 
Sample size: Since the HR department of BPL has a few members only, the sample size was restricted, hence impacting the results.
Lack of experience: This study represents the researcher’s first time experience into conducting this kind of research. It might have affected the data collection methods, and interpretation of the results even though all the information had been consulted with experienced professionals.
Access to data: It was quite difficult to gather the information about the recruitment and selection process and its problems due to confidential issues. Most of the employees were reluctant to answer the questions during the survey. 









[bookmark: _Toc153640403][bookmark: _Toc153640663][bookmark: _Toc153825449][bookmark: _Toc154607333]2. Chapter II: Literature Review
Recruitment and selection is one of the many HR practices in an organization. Recruitment is the process of attracting potential candidates for a job and selection is the process of identifying and choosing the right candidate for that job. According to Costelo (2006), ‘Recruitment is a series of legally used operations and procedures to get adequate skilled personnel on the correct site and at the correct moment, so that individuals and organizations can select best employees for shortterm and long-term concern.’i HR managers have to be very careful while conducting these practices because they want the employees to give their best. They don't want to hire the wrong person for the job. They try to avoid high employee turnover. Focusing on the recruitment and selection process is important for creating an efficient workforce. Kleinan (2005) says, ‘An effective approach to recruitment and selection will help an organization to maximize the competitive advantages by choosing the best pool of candidates quickly and cost efficiently.’ii On the other hand, Ahmed, Tobassum and Hossain (2006) says, ‘Successful recruitment and selection is crucial for a business because unsuccessful recruitment and selection can be responsible for the failure of the business.’iii  
For conducting an effective recruitment and selection process, a good planning is a must. A plan helps businesses to meet their current and future employee needs by hiring the best candidates who have the required knowledge, skills and abilities. ‘Hiring the wrong people or failing to anticipate fluctuations in hiring needs can be costly, it is important that conscious efforts are put into human resource planning’ (Biles & Holmberg, 1980; Djabatey, 2012)iv. Choosing the right people is very important so that they stay in the organization for the next 15 years. According to 
Armstrong (2009), ‘Human capital can create intellectual capital through self-generating, retaining, and use of skills and knowledge.’v A study by Koch and McGrath (1996) proposed that, ‘Organizations may gain competitive advantages from HR practices that lead to the development of a superior workforce with knowledge, skills, abilities, and personal traits that are more closely aligned with the firm strategy.’vi 
If an organization fails to hire the right number of candidates, they will face a surplus or deficit of employees. An employee may be identified as surplus when the company has greater number of employees then necessary for its operations. Too many employees can result in increased cost and underutilization of resources. When an organization is overstaffed, there is not enough work for everyone. Employees have more free time with fewer task. This can lead to disengaged employees and result in low levels of organizational commitment to the company. Employee deficiency means where the company doesn’t have enough staff to cover all the work required to run the business smoothly. Tasks remain unfinished and there are not enough employees available to take care of them. Employee deficiency can cause loss of revenue. With insufficient staff to pick up the phone or interact with new customers, it is not possible to give them enough care and attention. The quality of work drops because there are lots of projects to manage but not enough time to work on each project. So, it is very important for the HR managers to identify the number of employees needed in the organization before conducting recruitment and selection. 
Umar Lawal Aliyu, Faculty of Management, Texila American University, says, ‘The main purpose of recruitment and selection process is searching of suitable candidates for filling the vacancies of the organization.’vii Eze (2002), on the other hand, says that, ‘Recruitment is a technique by which suitable and qualified candidates are identified and attracted to effectively fill job vacancies.’viii 
The next steps of the recruitment and selection process involve preparing job descriptions for the vacant positions, advertising those positions and screening the candidates who apply for the job. 
Then comes conducting interviews, carrying out different assessments and background check. Finally, the candidates who meet the required criteria are offered the jobs. Among all these steps, if one of them is ignored or not done properly, the whole process will be adversely affected. Alan 
Price (2007), in his work of Human Resource Management in business context, states 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 appropriate manpower.’ix He also says that in the industry of extreme competition, it is a challenge to find the one person who best fits the job and corporate culture of the organization. If the wrong person is hired, he will not be able to do his job efficiently. He will fail to understand the requirements of the organization. He will not be able to build a good relationship with his colleagues and managers. He will not have a positive word of mouth for the organization. The whole process has to be repeated to fill the position again. This would be a waste of money, time and effort. Gomez Meiji et al (2010) states that, ‘Poor hiring procedures can lead to high employee turnover leading to increased costs.’x 
Recruitment and selection plays an important role in ensuring workers’ performances and positive organizational outcomes. Researches have shown that the success of an organization is directly linked to the performance of those who work for the organization. According to Armstrong (2006), ‘People and their collective skills, abilities and experience, coupled with their ability to deploy these in the interests of the employing organization, are now recognized as making a significant contribution to organizational success and also constituting a significant source of competitive advantage.’xi ‘It is often claimed that selection of workers occurs not just to replace departing employees or add to workforce but rather aims to put in place workers who can perform at a high level and demonstrate commitment.’ (Ballntyne, 2009).xii
[bookmark: _Toc153640404][bookmark: _Toc153640664][bookmark: _Toc153825450]


[bookmark: _Toc154607334]3. CHAPTER III: COMPANY PROFILE 
[bookmark: _Toc153640405][bookmark: _Toc153640665][bookmark: _Toc153825451][bookmark: _Toc154607335]3.1 About BPL 
BPL was established by the BEXIMCO Group in 1976 with a goal to provide the best medicine at an affordable price. Today, it is the largest pharmaceutical industry in Bangladesh. They have adopted the highest forms of technology from around the world including countries like Brazil, Australia, USA, Canada, EU and many others. Their products are specialized and difficult to imitate. They have created a strong differentiation in the market by offering these high-tech products.   
There are four variables that play vital roles in the success of BPL. One of them is new technology and another one is new innovations. They adopt new technologies from time to time and have a research and development team to come up with new innovations constantly. They never compromise their quality which helps them to hold their brand image in the minds of the customers. 
The next two factors that help BPL rule both the national and international market are their nationwide distribution strength and experienced people at work. No matter how good the product is, if the distribution is not done properly, it will not reach the target markets and customers. 
Finally, the last factor is the extraordinary workforce of BPL. A dedicated team of professionals from various departments are brought together to achieve the company’s goals and objectives. They ensure that the distribution and organization is running smoothly over the country and overseas. Therefore, the human resources of BPL are an asset to them. These people are the backbone of the organization. They believe in the company’s philosophy of serving the nation, contributing to the society and work accordingly.   
[bookmark: _Toc153640406][bookmark: _Toc153640666][bookmark: _Toc153825452][bookmark: _Toc154607336]3.2 	The Starting Journey of BPL 
BPL started their operations in 1976 under Bayer and UpJohn, two multinational pharmaceutical companies of Germany and USA respectively. They used to import the products and sell them in the local market in Bangladesh. In 1980, BPL started manufacturing their own products and launched their first formulated brand in 1983. This was a turning point for BPL. Since then, BPL has maintained their position as one of the fastest growing pharmaceutical companies in Bangladesh.
[bookmark: _Toc153640407][bookmark: _Toc153640667][bookmark: _Toc153825453][bookmark: _Toc154607337]3.3 Tagline of BPL 
The tagline of BPL is “Here’s to life”. With this tagline, they are providing a message to their customers about the importance of celebrating life.  
[bookmark: _Toc153640408][bookmark: _Toc153640668][bookmark: _Toc153825454][bookmark: _Toc154607338]3.4 Mission: 
“We are committed to enhancing human health and well-being by providing contemporary and affordable medicines, manufactured in full compliance with global quality standards. We continually strive to improve our core capabilities to address the unmet medical needs of the patients and to deliver outstanding results for our shareholders.” 
[bookmark: _Toc153640409][bookmark: _Toc153640669][bookmark: _Toc153825455][bookmark: _Toc154607339]3.5 Vision: 
“We will be one of the most trusted, admired and successful pharmaceutical companies in the region with a focus on strengthening research and development capabilities, creating partnerships and building presence across the globe." 
[bookmark: _Toc153640410][bookmark: _Toc153640670][bookmark: _Toc153825456][bookmark: _Toc154607340]3.6 Values and Principles:  
The core values of an organization define who they are and help them to take the right decisions and follow the right path. BPL follows 5 core values: 
Commitment to quality: BPL adopts the best industry practices in all their operations to ensure the highest quality of their products.  
Customer satisfaction: BPL always tries to satisfy their customers’ needs, both internal and external. They are customer oriented and are committed to prioritize their needs 
People focus: BPL trains and motivates their employees to give their best. They make their employees feel empowered.  
Accountability: BPL is very strict about their ethics. They avoid doing anything illegal. They prefer to be transparent in everything. They take responsibilities for their own actions and make efforts to hold onto their reputation.  
Corporate Social Responsibility (CSR): BPL actively takes part in activities that benefit our society and contribute to the welfare of our people. They carry out operations in a way so that the environment is not polluted and the safety of people is ensured. 

[bookmark: _Toc153640411][bookmark: _Toc153640671][bookmark: _Toc153825457][bookmark: _Toc154607341]4. CHAPTER IV: OVERALL HRM PRACTICES IN BPL 
[bookmark: _Toc153640412][bookmark: _Toc153640672][bookmark: _Toc153825458][bookmark: _Toc154607342]4.1 HR Planning 
Human Resource Planning is the continuous process of systematic planning to achieve the maximum benefit from an organization’s employees. Employees are the most valuable assets for any organization. HR planning ensures the best fit between the employees and their jobs, while making sure there is no employee shortage or surplus. It helps the organization to maintain their demand and supply of skilled employees.  
Some of the important steps taken by BPL to create an effective HR planning system are:
· Understand business goals and objectives: BPL is committed to enhance human health and well-being by providing the best medicines at an affordable price, while maintaining global quality standards.  
· Analyze the current workforce: This process includes analyzing the knowledge, skills, and abilities of employees at BPL and determining whether they need any improvements. If there is any gap, employees are sent for training and development.  
· Forecast future human resource requirements: The next step is to collect data and information on current needs of the organization, BPL and determine the needs that may arise in the future. The factors that need to be considered are growth or decline in the organization, changes in the labor market, changes in technology, etc.  
· Create an action plan: In this step, BPL has to decide whether they need to hire more employees, transfer them to other positions, or simply lay off due to surplus. If they need more employees, they have to include strategies for recruiting within the organization, as well as from external sources. They also need to determine the skills and qualifications that the new employees must possess to achieve their goals.  
· Develop training and development plan: If hiring new people or laying off is not an option, the organization might train the current employees to develop their skills and knowledge. BPL does this by providing them with on-the-job training, lecture classes, coaching and mentoring.  
· Implement and monitor the plan: Once the HR planning system has been developed, the HR managers of BPL implements the plan and continuously monitor its effectiveness. They take feedbacks from employees and other managers. They examine if the plan has helped the company to increase productivity and profits, increase employee satisfaction, and decrease workforce gaps. If they feel that their plan is not working to achieve the desired goals and objectives, they might make some adjustments and find areas for improvement.  
Therefore, an effective HR planning system helps BPL to make sure that they have the right number of employees with the right amount of skills and knowledge to achieve their goals. 
[bookmark: _Toc153640413][bookmark: _Toc153640673][bookmark: _Toc153825459][bookmark: _Toc154607343]4.2 Recruitment Process at BPL 
The Managing Director of BPL is the only person with the authority to approve any request for recruitment. This process is not influenced by any external events. It completely depends on the company whether they should hire more people or not. When a vacancy is created in an existing position, or when BPL decides to grow, they conduct recruitment. When the vacancy arises in a certain department, the head of that department decides whether he should distribute the work among the existing employees, or he should promote an existing employee who had been trained for that position. If that is not possible, he informs the Human Resource Department (HRD) to start a recruitment process. Then the HRD prepares an Employee Engagement Proposal Form that needs to be signed the Managing Director. 
[bookmark: _Toc153640414][bookmark: _Toc153640674][bookmark: _Toc153825460][bookmark: _Toc154607344]4.2.1 Stages in the Recruitment Process: 
The process of recruiting new employees at BPL involves two stages:
· Job Analysis
· Yield Ratio 
Both the stages are important to perform an effective recruitment process. Job analysis helps the company to select the right candidate for the right post. It gives the employees a clear picture of what is expected from them. Recruiters are also able to understand the duties and responsibilities of a particular job, determine whether the candidate has the required skill and knowledge to do the job, identify if any training is needed for improvement, and pick out the most important jobs for the company. Yield ratio is another important metric used in the recruitment process to measure the success of various recruitment methods. It shows how effective is the selected recruiting method with the following formula:
𝑌𝑖𝑒𝑙𝑑 𝑅𝑎𝑡𝑖𝑜 =  

[bookmark: _Toc153825461]BPL has found out that it is usually beneficial to use external recruitment strategies when it comes to filling executive roles. The external sources could be job fairs, newspaper adverts, employment website, etc. But, for the non-executive roles, BPL relies on internal sources, such as notice board circulars, internships, CV bank, and job transfers. For the management roles and technical jobs, BPL searches the educational institutions, employment agencies, etc. 
[bookmark: _Toc154607345]4.2.2 An Advertisement for the Position of an Executive Provided by BPL: 
[image: ] 
[bookmark: _Toc153640416][bookmark: _Toc153640676][bookmark: _Toc153825462][bookmark: _Toc154607346]4.3 Selection Process at BPL 
The HR Department of BPL organizes a written exam for the applicants of a certain job position. 
Their questions are prepared based on the job description for that post. The applicants with the highest scores are called for interviews. They are judged on the basis of their written and oral communication, decision making and leadership skills. The candidates who meet all the requirements are selected for a background check and reference check. If everything is alright, their application is approved by the Managing Director. The HR Department gives them a joining letter and completes the hiring process. After that, the candidates are sent for a medical checkup and ensure that they are in good health. The HR Department regularly monitors their work and evaluates their performance.  
[bookmark: _Toc153640417][bookmark: _Toc153640677][bookmark: _Toc153825463][bookmark: _Toc154607347]4.4 Performance Appraisal 
BPL uses job descriptions for their performance review system. In the job description, each job position is broken down into many parts: expected goals from the job, its position in the hierarchy, and the primary responsibilities of the employees.  
The HR Department of BPL uses the method, MBO, for evaluating the performance of their employees. They consider it to be the most efficient and effective method for this purpose. They develop an action plan to outline the objectives that will be achieved by the MBO approach. The plan is then implemented and monitored to see if any corrective measures are necessary.  
The MBO approach increases the communication between managers and employees, as it requires constant two-way communication to monitor the progress towards goals. This helps to clear out any confusions regarding individual roles and expectations. There is a place for adjustments if required.  
Despite of using MBO approach, there are a lot of factors that affect the performance appraisal:
· Punctuality: Assess whether the employees reach on time and fulfil their job responsibilities.
· Accountability: Determine if employees take responsibility for their actions, especially if there is a mistake.
· Quality of work: Evaluate the overall quality of the performance contributed by the employees and ensure that it meets or exceeds the expectations.  
· Quantity of work: Measure the productivity of workers by comparing the number of tasks completed by them within a given time frame.  
· [bookmark: _Toc153640418][bookmark: _Toc153640678]Time management: Assess if the employees prioritize their tasks and finish within the given deadlines.
[bookmark: _Toc153825464][bookmark: _Toc154607348]4.4.1 Employee Benefits: 
Employee benefits are an indirect form of compensation provided by the organizations through programs, policies, or services. BPL provides the following benefits to their employees: 
1. Gratuity Plan: For an employee who has successfully completed at least seven years in BPL, the company provides the individual a gratuity equal to one month’s worth of basic salary for each year of service. 
2. Provident Fund: An employee becomes eligible for the provident fund after working for a period of five years at BPL.  
3. Medical Facilities: All the permanent employees at BPL receives a regular medical checkup and medications, if necessary, as part of the company’s policy. 
4. Festival Bonus: The permanent employees of BPL receive up to three festival bonuses every year. During Eid-ul-Fitr, they get a bonus regardless of their religions. During Eid-ul-Azha, only the Muslim employees receive a bonus. At the end of each year in December, all the permanent employees get a festival bonus.
5. Performance Bonus: BPL follows a goal-oriented approach for this performance bonus. When the company’s sales team achieve the goal, they are given bonuses on a quarterly basis, depending on the position of the employees.
6. Food Facilities: BPL has a huge cafeteria to provide their employees with a wide range of food.
7. Telephone Facilities: There is a telephone in each unit of a department in addition to a mobile phone that is used for work purposes only.
8. Loan Facilities: BPL provides loans to their employees which is equal to seventy-five percent of the provident fund. 
9. Maternity Benefits: Female workers of BPL get a maternity leave for three months, and all the medical expenses are covered by the company.
10. Annual Leave: BPL provides annual leave of 14 days, casual leave of 10 days, and sick leave of 18 days per year.  



[bookmark: _Toc153825465][bookmark: _Toc154607349]
5. CHAPTER V: ANALYSIS AND FINDINGS 
[bookmark: _Toc153825466][bookmark: _Toc154607350]5.1 Descriptive Analysis
The study attempts to find out whether recruitment and selection process affects the efficiency of the workforce in the organization, BPL. To achieve that goal, the researcher has consulted with the senior HR officers in the HR department of BPL about their recruitment and selection process. A survey has been conducted at the organization with a relevant questionnaire to gain further insights. There were 17 questions about the recruitment and selection process and 15 respondents had been chosen among whom 10 were male and 5 were female. A table has been prepared with the results. To explain the results further, pie charts have also been given. 
	Statements

	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	
	1
	2
	3
	4
	5

	1. The recruitment and selection process at BPL does not identify the best candidate for the job.
	20%
	60%
	6.7%
	6.7%
	6.7%

	2. The criteria used to assess candidates during the selection process are irrelevant.
	40%
	46.7%
	6.7%
	6.7%
	0%

	3. The organization follows appropriate policies and guidelines for recruitment and selection.
	0%
	20%
	6.7%
	46.7%
	26.7%

	4. Skills, experience and qualifications are used to assess candidates during the selection process at BPL.

	0%
	0%
	0%
	53.3%
	46.7%

	5. The recruitment and selection process at BPL select candidates who are a good fit for the company culture.
	0%
	6.7%
	13.3%
	60%
	20%

	6. Diversity in the workforce is considered during the selection process.

	0%
	13.3%
	26.7%
	53.3%
	6.7%

	7. Referrals are given more priority during the selection process at BPL.
	0%
	6.7%
	60%
	33.3%
	0%

	8. BPL faces problems in generating revenues due to wrong hiring.
	0%
	53.3%
	40%
	0%
	6.7%

	9. Work is delayed due to hiring the wrong people for the jobs at BPL. 

	6.7%
	53.3%
	13.3%
	26.7%
	0%

	10. The methods or channels for attracting potential candidates at BPL are effective.
	6.7%
	0%
	6.7%
	80%
	6.7%

	11. The effectiveness of the recruitment and selection process at BPL is regularly evaluated.
	0%
	26.7%
	33.3%
	26.7%
	13.3%

	12. Technologies (ex. online application form, video interview) are used for recruitment and selection process at BPL.
	6.7%
	26.7%
	6.7%
	46.7%
	13.3%

	13. The recruitment and selection process at BPL is time consuming.
	0%
	26.7%
	40%
	13.3%
	0%

	14. Customer satisfaction is not achieved due to an inefficient workforce at BPL. 
	13.3%
	53.3%
	20%
	6.7%
	6.7%

	15. Hiring unqualified candidates has a negative effect on the existing potential employees.
	0%
	13.3%
	40%
	26.7%
	20%

	16. BPL incurs huge costs on training and development due to hiring the wrong people. 
	6.7%
	60%
	26.7%
	6.7%
	0%

	17. BPL has held their reputation by choosing the best employees. 
	0%
	6.7%
	20%
	46.7%
	26.7%





	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	

	
	


Most of the employees at BPL have agreed that the recruitment and selection process identifies the best candidates for the roles by analyzing their skills and qualifications. They choose the ones who they think would be able to fit their organizational culture. Technologies like video interviews and online application forms are not used during the process. The employees still think that the methods they use are effective. They disagree that work is delayed due to hiring the wrong people at BPL. The survey shows that diversity in the workforce is not fully considered during the selection process. The percentage of male employees are higher than the female employees. A lot of them have said that referrals are given more priority during the hiring process, while others chose not to give any opinion. After completing the survey, it is confirmed that even though there are some drawbacks in the recruitment and selection process, BPL successfully held their reputation by choosing potential employees.
5.2 [bookmark: _Toc153825467][bookmark: _Toc154607351] SWOT Analysis of BPL 
Strengths:
· BPL has built a strong team of professionals in their HR department to find and attract the best talents. 
· The HR department creates clearly defined job descriptions that outline the key duties and responsibilities needed for the role. 
· The HR department uses standardized interview questions and scoring system to avoid biasness.
Weaknesses:
· The recruitment and selection process at BPL is quite lengthy and time consuming.  
· BPL does not utilize online platforms for recruitment which can limit the reach of diverse talents.  
· Relying solely on references while hiring may not always lead to finding the best candidates.
Opportunities: 
· BPL can use online platforms for posting job vacancies to reach a diverse pool of talents, and also reduce biasness.
· BPL can organize training sessions for the hiring managers on their recruitment and selection process so that they can select the best candidate who fits the job. 
· The HR department can use AI powered tools to automate the repetitive tasks like resume screening and scheduling interviews.  

Threats:
· The hiring managers may unconsciously be favorable to the candidates who belong to their race or ethnicity, and fail to select the perfect candidate for the post.
· Following traditional methods only like screening resumes and conducting interviews may not provide a complete picture of the candidate’s skills, knowledge, and abilities.   
Due to work overload, HR managers may not always communicate timely with the candidates throughout the recruitment and selection process which might create misunderstandings, complaints and dissatisfaction among them.


[bookmark: _Toc153640421][bookmark: _Toc153640681][bookmark: _Toc153825468][bookmark: _Toc154607352]6. CHAPTER VI: RECOMMENDATIONS AND CONCLUSION  
[bookmark: _Toc153640422][bookmark: _Toc153640682][bookmark: _Toc153825469][bookmark: _Toc154607353]6.1 Recommendations 
Some suggestions to overcome the deficiencies in their recruitment and selection process:
1. The current and future human resource needs should be reviewed on a regular basis. The HR department of BPL must assess their current workforce, their strengths and lacking, identify the gaps that exist, and make necessary changes to improve the performance. If it is not possible to conduct reviews too often, it should be done annually at least. Otherwise, the goals of the organization will not be achieved.
2. An effective recruitment and selection process is the most important step for the success of any organization. The HR department should analyze the methods of their recruitment and find out the success rate of hiring from each method. It will help them to identify the most effective method for attracting and picking out the best talents. 
3. The HR managers must keep an open communication with the candidates and provide them a timely feedback. This will create a positive impact on the candidates and they will try to give their best to secure the job.
4. BPL can arrange campus recruitment where they will find out a lot of fresh talents. This will give them access to a large pool of qualified candidates. They can partner with universities to set up a career booth at job fairs, give presentations to the students, and conduct on-campus interviews. This will reduce biasness while hiring the candidates.
5. [bookmark: _Toc153640423][bookmark: _Toc153640683][bookmark: _Toc153825470]A diverse workforce brings together talents from different background, age, gender, race, and perspectives. They have different point of views and unique set of skills. This leads to increased performance and productivity.
[bookmark: _Toc154607354]6.2 Conclusion 
This internship report is based on the effectiveness of recruitment and selection process at BPL. The results of the study shows that BPL is not only a leader in the pharmaceutical industry, but also in terms of human resource practices and policies. Only a few organizations in Bangladesh are able to follow the HR guidelines properly, and BPL is one of them. Their HR department works actively to attract the top talents of the country and is able to retain them for years. Despite that, there are some things that need to be taken into account for improving their recruitment and selection process even more. 
After conducting the research in the HR department of BPL, it can be concluded that recruiting and selecting the right number of people with the right skills and knowledge at the right time is essential for creating an efficient workforce. An efficient workforce is the one where all the employees are productive, engaged and motivated to perform their best. When employees are content, it is more likely for them to be productive. In order to create a positive environment for the employees, the HR department has to make sure that they are hiring the person who perfectly fits the position and organizational culture. This will help the organization to increase profits, gain customer satisfaction, reduce turnover and retain the potential employees.
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1. The recruitment and selection process at BPL does not identify the best candidate for the job.
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2. The criteria used to assess candidates during the selection process are irrelevant.
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3. The organization follows appropriate policies and guidelines for recruitment and selection.
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4. Skills, experience and qualifications are used to assess candidates during the selection process at BPL.

4. Skills, experience and qualifications are used to assess candidates during the selection process at BPL.	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0	0	0.53300000000000003	0.46700000000000003	

5. The recruitment and selection process at BPL select candidates who are a good fit for the company culture.
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6. Diversity in the workforce is considered during the selection process.
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7. Referrals are given more priority during the selection process at BPL.
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8. BPL faces problems in generating revenues due to wrong hiring.
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9. Work is delayed due to hiring the wrong people for the jobs at BPL. 

9. Work is delayed due to hiring the wrong people for the jobs at BPL. 	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6.7000000000000004E-2	0.53300000000000003	0.13300000000000001	0.26700000000000002	0	

10. The methods or channels for attracting potential candidates at BPL are effective.

10. The methods or channels for attracting potential candidates at BPL are effective.	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6.7000000000000004E-2	0	6.7000000000000004E-2	0.8	6.7000000000000004E-2	

11. The effectiveness of the recruitment and selection process at BPL is regularly evaluated.

11. The effectiveness of the recruitment and selection process at BPL is regularly evaluated.	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0.26700000000000002	0.33300000000000002	0.26700000000000002	0.13300000000000001	

12. Technologies (ex. online application form, video interview) are used for recruitment and selection process at BPL.

12. Technologies (ex. online application form, video interview) are used for recruitment and selection process at BPL.	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6.7000000000000004E-2	0.26700000000000002	6.7000000000000004E-2	0.46700000000000003	0.13300000000000001	

13. The recruitment and selection process at BPL is time consuming.

13. The recruitment and selection process at BPL is time consuming.	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0.26700000000000002	0.4	0.13300000000000001	0	

14. Customer satisfaction is not achieved due to an inefficient workforce at BPL. 

14. Customer satisfaction is not achieved due to an inefficient workforce at BPL. 	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0.13300000000000001	0.53300000000000003	0.2	6.7000000000000004E-2	6.7000000000000004E-2	

15. Hiring unqualified candidates has a negative effect on the existing potential employees.

15. Hiring unqualified candidates has a negative effect on the existing potential employees.	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	0	0.13300000000000001	0.4	0.26700000000000002	0.2	

16. BPL incurs huge costs on training and development due to hiring the wrong people. 

16. BPL incurs huge costs on training and development due to hiring the wrong people. 	Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6.7000000000000004E-2	0.6	0.26700000000000002	6.7000000000000004E-2	0	

17. BPL has held their reputation by choosing the best employees. 
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pexmc2l | Walk-In Interview

eres tolife | Medical Promotion Executive

Beximco Pharmaceuticals Ltd. is a leading manufacturer and exporter of medicines in Bangladesh. Company’s state-of-the-art
manufacturing facilities are approved by the global regulatory authorities such as US FDA, TGA (Australia), RTG (Germany),
Health Canada and GCC (Gulf Nations), among others, and it currently has a global footprint in more than fifty countries. At
Beximco Pharma, we recognize that people are the key to our success and we are committed to providing a work environment
that fosters self-development and professional growth, alongside offering an excellent compensation package for our
employees. Beximco Pharma and its subsidiary companies are now looking for self-driven and result oriented individuals for
the position of Medical Promotion Executive.

m Graduate degree (Science up to SSC level)

® Minimum GPA 2.50 in SSC, HSC & Graduate level (No 3rd division or equivalent)
m Age below 32 years

m The willingness to work anywhere in Bangladesh

m Excellent communication skills, both in English and Bengali

Eligible candidates are requested to come for a walk-in interview along with a resume and two copies of recent
passport size photograph as per the schedule:

Date and Time: August 22, 2023 (Tuesday) 09:00 am - 11:00 am
Location: Spandan Training Facilitation Centre, Amirabad Residential Area, Maskanda, Mymensingh.

Date and Time: August 22, 2023 (Tuesday) 09:00 am - 11:00 am

Bogura Location: Parjatan Motel, Sherpur Road, Bogura

Date and Time: August 22, 2023 (Tuesday) 09:00 am - 11:00 am
Location: Royal Raj Hotel & Condominium, House-26, 27 Gonokpara, Boalia, Rajshahi

Date and Time: August 22, 2023 (Tuesday) 09:00 am - 11:00 am
(o] Tl 10 Location: House: 25, Road: 2, Block: C, Hill View, Housing Society West Sholashohar, Chattogram
Gontact No: 01847240096

Date and Time: August 22, 2023 (Tuesday) 09:00 am - 11:00 am
Location: Beximco Pharma Sales Training Centre. Mirpur DOHS Cultural Centre (6th floor)
Road-9, Mirpur DOHS, Pallabi, Dhaka-1216
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