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Executive Summary 

 

This internship report provides detailed study of the headhunting practices carried out at 

Grow n Excel, a leading human resource consultancy firm in Bangladesh. The purpose 

of this report is to explore how headhunting an advanced and targeted form of recruitment 

operates within a professional setting and contributes to the organization's overall talent 

acquisition strategy. By examining the full cycle of the headhunting process, from client 

engagement to candidate placement, the report aims to bridge the gap between 

theoretical knowledge and practical application. The study provides insight into how Grow 

n Excel identifies, attracts, and recruits highly skilled professionals, particularly for mid to 

senior-level positions in various industries, such as FMCG, telecommunications, 

pharmaceuticals, and financial services. 

The report outlines the key stages of the headhunting process at Grow n Excel, which 

include receiving and reviewing client requirements, sourcing and screening resumes, 

conducting mapping and branding, coordinating interviews, and finalizing candidate 

selections. It also explores how the company maintains a structured internal workflow 

using tools like the Human Resource Information System (HRIS), ensuring that candidate 

data is organized and easily retrievable for current and future recruitment needs. The 

firm’s approach is highly personalized and data-driven, allowing it to successfully place 

candidates in strategic leadership roles across renowned local and multinational 

companies. 

In addition to process documentation, the report draws upon primary data collected 

through interviews with employees and supervisors within the organization. These 

insights revealed both the strengths and challenges of Grow n Excel’s current 

headhunting model. On the positive side, the company demonstrates a high level of 

professionalism, collaboration, and strategic alignment in its operations. However, the 

study also identifies critical areas for improvement, such as a shortage of manpower, 

outdated technological infrastructure, uncompetitive salary structures, and limited 

marketing efforts. These issues, if addressed, could significantly enhance the company’s 

efficiency and market positioning. 
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1.1 Origin of the Report 

 

This internship report is an essential part of my academic curriculum, its actually designed 

to provide students with practical exposure and real-world experience in their respective 

fields. As part of the internship program, students are required to work in a professional 

setting and apply their theoretical knowledge to practical scenarios. This report is 

prepared as a fulfillment of my internship requirement and aims to document the key 

learning experiences, observations, and insights gained during my internship period. This 

report specifically focuses on head-hunting; a specialized recruitment strategy used for 

acquiring high-level executives and professionals. It explores the methodologies, 

challenges, and effectiveness of headhunting in today’s competitive job market. My 

internship was conducted at grow n excel, where the primary responsibilities included 

assisting in executive searches, talent acquisition processes, and understanding 

recruitment strategies. The report provides a detailed analysis of how headhunting is 

implemented, its impact on the organization, and the best practices followed in the 

industry. The findings and discussions in this report are based on hands-on experiences, 

interactions with industry professionals, and secondary research from credible sources. 

The objective is to bridge the gap between academic learning and industry practices, 

thereby enhancing professional competencies and providing a deeper understanding of 

headhunting as a strategic recruitment approach. 

 

1.2 Purpose of the Report 

 

The primary purpose of this report is to document and analyze the experiences, insights, 

and key learnings gained during my internship period. It aims to bridge the gap between 

theoretical knowledge and practical applications in the field of recruitment, with a specific 

focus on head-hunting as a strategic approach to talent acquisition. Along with that this 

report has several objectives: 
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1. Understanding Headhunting Practices: To explore the methodologies, tools, and 

strategies used in executive search and recruitment, particularly for senior-level and 

specialized positions. 

2. Evaluating Practical Exposure: To reflect on the hands-on experiences, tasks 

performed, and skills developed during the internship, and how they align with industry 

expectations. 

3. Identifying Challenges and Solutions:  To highlight common challenges faced in 

headhunting and propose potential solutions based on real-world scenarios and industry 

insights. 

4. Providing Recommendations: To offer suggestions for improving headhunting 

strategies, enhancing recruitment efficiency, and aligning talent acquisition processes 

with organizational goals. 

Also, this report not only fulfills academic requirements but also serves as a professional 

learning resource, offering valuable insights into executive recruitment and its impact on 

organizational success. 

 

1.3 Methodology 

 

The methodology of this report outlines the approach used to gather, analyze, and present 

information related to headhunting during the internship period. Qualitative methods were 

employed to ensure a comprehensive understanding of the subject. The key 

methodologies utilized are as follows: 

 

1. Data Collection Methods 

To ensure the accuracy and reliability of the report, data was collected from multiple 

sources, including: 

Primary Data: 
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Observations: Direct observations were made while working with recruitment 

professionals, understanding their approach to headhunting, candidate sourcing, and 

client interactions. 

Interviews & Discussions: Informal and structured discussions were conducted with 

senior recruiters, HR managers, and other professionals to gain insights into real-world 

recruitment challenges and strategies. 

Hands-on Experience: Active participation in recruitment processes, including candidate 

screening, database management, and market research, contributed to practical learning. 

 

Secondary Data: 

Company Documents & Reports: Internal reports, recruitment strategies, and hiring case 

studies from the company provided essential data on headhunting methodologies. 

Industry Publications & Research Papers: Academic journals, HR industry reports, and 

articles on talent acquisition trends helped in forming a theoretical foundation. 

2. Data Analysis Techniques 

The data collected for this report through interviews was analyzed using Qualitative 

Analysis or Content analysis. After conducting the interviews, the responses were 

carefully read and reviewed to understand the different views and experiences shared by 

the participants. Similar points or opinions were grouped together to identify common 

patterns and key issues related to head-hunting, candidate sourcing, client handling, and 

operational challenges faced by Grow n Excel. By organizing and comparing these 

responses, important themes and insights were drawn out that helped to explain how the 

headhunting process works in real life and what improvements could be made. This way, 

the interview data was analyzed in a structured but simple manner to ensure that all 

relevant information was captured and reflected accurately in the report. 

1.4 Limitations of the Report 
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1. Limited Scope of Study 

The report is based on the experiences and observations gained during a specific 

internship period at grow n excel. Therefore, the findings may not be fully representative 

of the headhunting industry as a whole, as recruitment practices vary across 

organizations, industries, and geographic locations. 

2. Restricted Access to Confidential Data 

Due to confidentiality agreements and privacy concerns, access to certain internal 

recruitment data, candidate evaluations, and executive hiring decisions was limited.  

3. Time Constraints 

The duration of the internship was limited, which restricted the ability to observe long-

term recruitment cycles, follow up on candidate placements, or assess the long-term 

impact of hiring decisions. Headhunting is a strategic process that often takes months to 

complete, making it difficult to analyze its full effectiveness within a short internship period. 
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2.1 Introduction to Human Resource Management (HRM) 

 

Human Resource Management (HRM) refers to the strategic and coherent approach to 

managing people within an organization to help it gain a competitive advantage. It 

involves a wide range of functions aimed at maximizing employee performance in 

alignment with the organization’s objectives (Armstrong & Taylor, 2014). In today’s 

dynamic business environment, HRM is no longer limited to administrative tasks—it plays 

a crucial strategic role in workforce planning, organizational development, and talent 

management. 

 

2.2 Key Functions of HRM 

 

2.2.1 Human Resource Planning (HRP) 

 

Human Resource Planning, often referred to as HRP, is a vital function within human 

resource management that helps organizations prepare for both current and future 

workforce needs. Rather than reacting to talent shortages or staffing issues as they arise, 

HRP enables businesses to take a forward-looking approach, ensuring they have the right 

number of employees with the right skills in place to meet long-term goals. This planning 

process typically starts with a careful assessment of the existing workforce. Organizations 

evaluate their employees’ skills, performance, experience, and career stages to 

understand the current human resource capacity. By doing so, they can identify which 

roles are well-supported and which areas may require new talent or training in the future. 

Once the present workforce situation is clear, organizations turn their attention to 

forecasting. This involves estimating the number and types of employees that will be 

needed over a specific period. Forecasting takes into account internal changes like 

business expansion, restructuring, or retirements, as well as external factors such as 

shifts in the labor market, emerging technologies, or evolving industry standards. The 

next step is to compare the current workforce profile with the future needs of the 

organization this is known as a gap analysis. If gaps are found whether it’s in the number 
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of staff or in the types of skills they possess strategies are developed to close those gaps. 

These strategies might include recruitment, reskilling existing staff, succession planning, 

outsourcing, or implementing new technologies that can reduce reliance on manpower. 

HRP is also about preparing for the unexpected. For example, if a key employee leaves 

suddenly or if there's a sudden increase in business activity, organizations with solid HR 

plans can adapt more easily. This flexibility comes from having well-thought-out backup 

plans and being aware of potential risks. In addition to supporting operational needs, 

effective human resource planning helps manage costs by reducing overstaffing or 

understaffing. It also contributes to employee satisfaction and retention, as individuals are 

more likely to thrive in roles that suit their capabilities and align with their career ambitions. 

HRP helps bridge the gap between where a company is now and where it wants to be in 

the future through its people. It is not a one-time task, but a continuous process that must 

evolve alongside organizational goals and external conditions. 

2.2.2 Recruitment and Selection 

 

Recruitment is the process of identifying, attracting, and hiring individuals who are best 

suited for a particular job. Selection involves evaluating and choosing the most qualified 

candidate from the applicant pool (Dessler, 2017). Effective recruitment and selection 

ensure organizational success by hiring competent employees who align with company 

culture and goals. Headhunting, as a part of recruitment, is used for specialized and 

executive roles where traditional hiring methods may not suffice. It targets passive 

candidates who are not actively seeking new jobs but are valuable due to their skills and 

experience. 

 

2.2.3 Training and Development 

 

Training and development are essential for enhancing employee skills, increasing 

productivity, and supporting career advancement. Training focuses on current job 

requirements, while development prepares employees for future roles (Noe, 2017). 

Organizations invest in learning programs, leadership development, and coaching to 
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maintain a competitive workforce. In the context of headhunting, companies often seek 

candidates who have undergone extensive professional development and possess 

industry-specific knowledge. 

 

2.2.4 Performance Management 

 

Performance management involves setting goals, providing feedback, and evaluating 

employee performance to improve individual and organizational outcomes. Tools such as 

Key Performance Indicators (KPIs), 360-degree feedback, and performance appraisals 

are widely used (Aguinis, 2013). A well-structured performance management system not 

only drives accountability but also supports talent retention by recognizing and rewarding 

high-performing employees—many of whom may become targets in executive search 

processes. 

 

2.2.5 Compensation and Benefits 

 

Compensation refers to the financial and non-financial rewards employees receive in 

exchange for their work. It includes base salary, bonuses, incentives, and benefits such 

as health insurance or retirement plans (Milkovich et al., 2014). A competitive and fair 

compensation strategy is crucial for attracting and retaining top talent. Headhunters often 

highlight compensation packages as a key element in persuading passive candidates to 

consider new opportunities. 

 

2.2.6 Employee Relations and Engagement 

 

Positive employee relations contribute to a healthy work environment and improved 

organizational performance. This includes resolving conflicts, ensuring employee rights, 

and promoting engagement through communication, trust, and participation (Robbins & 

Judge, 2019). Engaged employees are more productive, less likely to leave, and more 



10 
 

resistant to being recruited by headhunters. For companies, this highlights the need to 

invest in engagement strategies to reduce executive turnover. 

 

2.2.7 Human Resource Information System (HRIS) 

 

HRIS refers to the use of software systems to manage HR activities such as payroll, 

recruitment, employee data, and performance tracking. These systems improve accuracy, 

efficiency, and decision-making by enabling data-driven HR practices (Kavanagh et al., 

2017). At Grow n Excel, HRIS plays a central role in organizing candidate information and 

supporting the headhunting process by streamlining resume searches, mapping, and 

database management. 

 

 

2.2.8 Strategic HRM and Talent Management 

 

Strategic HRM involves aligning HR functions with long-term organizational goals. It 

includes talent management, which ensures that the organization can attract, develop, 

and retain individuals with high potential (Wright & McMahan, 2011). In executive 

recruitment, strategic HRM focuses on identifying leadership capabilities, succession 

planning, and creating a pipeline of future leaders. Headhunting contributes directly to 

this by sourcing top-tier professionals who can drive growth and innovation. 

 

2.3 Headhunting as a Strategic Recruitment Tool 

 

Headhunting, or executive search, is a proactive recruitment strategy aimed at identifying 

and attracting high-level professionals who are not actively seeking new jobs. Unlike 

general recruitment, headhunting involves personalized outreach, confidentiality, and 

strategic alignment between candidate qualifications and organizational needs (Khurana, 

2002). It is often used for critical roles such as CEO, CFO, and other senior management 
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positions where a bad hire could significantly impact business performance. In today’s 

competitive job market, headhunting provides organizations with a way to gain a 

competitive edge by securing the best talent from both local and global markets. 
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3.1 Organization Information 

 

Grow n excel is a well-established Human Resources and Management consulting firm 

based in Dhaka, Bangladesh. Since its inception in 2008, the company has been 

dedicated to providing expert HR solutions and fostering organizational excellence. Over 

the years, it has built a strong reputation for its expertise in talent acquisition, workforce 

development, and strategic human capital management, making it a trusted name in the 

industry. The company takes pride in its ability to understand the unique challenges of 

businesses and deliver customized solutions that enhance workforce efficiency and 

productivity. With a strong emphasis on professionalism and integrity, grow n excel has 

positioned itself as a preferred HR partner for organizations across various industries. It 

has developed long-standing relationships with clients by focusing on quality, innovation, 

and a deep understanding of market trends. At the core of its operations is a highly skilled 

and experienced team of HR professionals who bring deep industry knowledge and 

insight. These professionals work closely with businesses to design and implement 

strategies that align with their specific needs and long-term goals. The company 

continuously evolves to keep pace with changing workplace dynamics and technological 

advancements, ensuring that its clients stay ahead in a competitive environment. Located 

in Gulshan, Dhaka, grow n excel remains a key player in the HR consulting landscape of 

Bangladesh. Through its unwavering commitment to excellence and a people-centric 

approach, the company continues to make a significant impact on workforce development 

and business success. 
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3.2 Mission 

 

Grow n excel is committed to empowering individuals and organizations by providing 

innovative and strategic human resource solutions. The company strives to elevate 

businesses to the next level of growth and excellence by delivering expert HR consulting, 

executive search, and talent development services. With a strong emphasis on 

professionalism, integrity, and client satisfaction, grow n excel aims to bridge the gap 

between organizational needs and workforce potential. Through customized, high-impact 

solutions, the company fosters sustainable business success and enhances the overall 

efficiency of HR management. 

 

3.3 Vision 

 

Grow n excel envisions becoming the most trusted and influential human resource 

consulting firm in Bangladesh and beyond. The company aspires to be a leader in HR 

solutions, recognized for its ability to attract, develop, and retain top talent while driving 

business transformation. By leveraging cutting-edge HR practices, advanced technology, 

and deep industry expertise, grow n excel seeks to shape the future of work and 

contribute to the long-term success of organizations in a rapidly evolving business 

landscape. 

 

3.4 Services offered by grow n excel 

 

Grow n excel provides a comprehensive range of human resource solutions designed to 

help organizations attract, retain, and develop top talent while ensuring long-term 

business success. As a trusted HR consulting firm in Bangladesh, it offers specialized 

services in recruitment, talent development, HR outsourcing, and career transition 

support. The company’s expertise lies in delivering customized, strategic, and high-
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impact HR solutions that align with the unique needs of businesses across various 

industries. 

 

1. Executive Search & Recruitment 

One of the core services of grow n excel is executive search and recruitment, where the 

company specializes in identifying and attracting high-caliber professionals for leadership 

and specialized roles. Unlike traditional recruitment processes, grow n excel follows a 

proactive headhunting approach to target passive candidates—those who may not be 

actively seeking jobs but possess exceptional skills and experience. 

 

Key Features of Executive Search: 

➢ Industry-Specific Talent Acquisition: The company has deep expertise in sourcing 

executives and specialized professionals for industries such as finance, 

telecommunications, FMCG, pharmaceuticals, manufacturing, and IT. 

➢ Confidential Headhunting: Ensures discretion and confidentiality when 

approaching top professionals, particularly for senior leadership roles. 

➢ Customized Search Process: Tailored talent search methodologies that align with 

an organization’s business goals and culture. 

➢ Extensive Network & Market Insights: Access to a broad talent pool, market 

intelligence, and competitor analysis to identify the best-fit candidates. 

Through its strategic and targeted recruitment approach, grow n excel ensures that 

organizations secure the right leaders and professionals who can drive business growth 

and operational success. 

 

2. HR Consulting & Advisory Services 

Grow n excel provides expert HR consulting services aimed at helping organizations 

optimize their human resource functions. The firm works closely with businesses to 
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design and implement HR strategies that enhance employee engagement, productivity, 

and overall workforce management. 

 

Key HR Consulting Areas: 

➢ HR Policy Development: Assisting organizations in formulating policies on 

recruitment, performance management, compensation, and employee 

engagement. 

➢ Talent Management & Succession Planning: Developing frameworks to nurture 

internal talent, ensuring leadership continuity. 

➢ Performance Management Systems: Designing performance evaluation structures 

that drive motivation, accountability, and business efficiency. 

➢ Compensation & Benefits Advisory: Structuring competitive salary and benefits 

programs to attract and retain top talent. 

➢ Workforce Planning & Restructuring: Helping businesses manage organizational 

changes, including mergers, acquisitions, and downsizing. 

By offering data-driven and strategic HR solutions, grow n excel enables organizations to 

create a strong and engaged workforce that aligns with long-term business objectives. 

 

3. Learning & Development (L&D) Programs 

Grow n excel is widely recognized for its customized Learning & Development (L&D) 

programs, which focus on enhancing the skills and competencies of employees at all 

levels. These training programs are designed to help professionals improve their 

leadership abilities, communication skills, and technical expertise, ensuring their 

readiness to meet workplace challenges. 

 

Key Training Programs Include: 
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➢ Leadership Development: Training designed for emerging and senior leaders to 

enhance decision-making, strategic thinking, and management skills. 

➢ Soft Skills & Communication Training: Programs that improve business 

communication, teamwork, and emotional intelligence. 

➢ Sales & Customer Service Excellence: Practical training to boost sales 

performance, customer engagement, and service quality. 

➢ HR & Compliance Training: Workshops on employment laws, workplace ethics, 

and HR best practices. 

➢ Customized Corporate Training: Tailored learning solutions based on company-

specific needs and industry trends. 

Grow n excel’s L&D programs are delivered through workshops, coaching sessions, 

online modules, and interactive learning techniques, ensuring maximum impact and real-

world applicability. 

 

 

4. HR Outsourcing & Payroll Management 

For businesses that want to focus on their core operations while ensuring efficient HR 

management, grow n excel offers HR outsourcing services. The company provides end-

to-end HR solutions, allowing organizations to delegate key functions such as 

recruitment, payroll processing, and employee administration. 

HR Outsourcing Services Include: 

➢ Payroll Management: Handling payroll processing, salary disbursement, tax 

compliance, and employee benefits administration. 

➢ Recruitment Process Outsourcing (RPO): Managing end-to-end hiring processes, 

including job postings, candidate screening, and onboarding. 

➢ HR Administration: Assisting businesses with documentation, compliance, 

employee records, and policy implementation. 
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➢ Employee Engagement & Welfare Programs: Organizing initiatives to improve 

workplace culture and employee satisfaction. 

Through HR outsourcing, grow n excel helps companies reduce administrative burdens, 

improve efficiency, and ensure compliance with labor laws and regulations. 

 

5. Career Transition & Outplacement Services 

Grow n excel also specializes in Career Transition & Outplacement Services, designed 

to support both employers and employees during workforce changes. These services 

help companies manage employee layoffs or transitions while ensuring affected 

employees receive career support. 

 

Key Career Transition Services Include: 

Resume & Profile Building: Helping individuals create compelling resumes and 

professional LinkedIn profiles. 

➢ Interview Coaching: Providing mock interview sessions and personalized coaching 

to improve job search success. 

➢ Job Placement Assistance: Connecting job seekers with new career opportunities 

through the firm’s extensive employer network. 

➢ Workforce Restructuring Guidance: Advising companies on ethical and legally 

compliant downsizing strategies. 

By offering structured career transition support, grow n excel ensures that both 

organizations and employees navigate workplace changes smoothly and effectively. 

 

3.5 Organogram 

 

The given organogram represents the hierarchical structure of Grow n excel, showcasing 

the different levels of management and workforce within the HR consultancy firm. The 
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structure is organized in a top-down approach, ensuring a clear chain of command and 

delegation of responsibilities. 

➢ CEO (Chief Executive Officer) 

At the top of the hierarchy is the CEO, who holds the highest decision-making authority 

in the organization. The CEO is responsible for the overall strategic direction, business 

growth, client relations, and ensuring that the company achieves its mission and vision. 

He is also the main leader of Learning & Development service.  

 

➢ Manager 

Directly reporting to the CEO is the Manager, who oversees the core operations of the 

firm. The manager plays a crucial role in executing business strategies, supervising 

departments, and ensuring smooth coordination between various teams. This position 

acts as a bridge between top management and mid-level executives. 

 

➢ Associate Managers 

The Associate Managers work under the supervision of the Manager and are responsible 

for overseeing specific functional areas, such as: 

HR Consulting & Advisory 

Recruitment & Talent Acquisition 

HR Outsourcing & Payroll Management 

Each Associate Manager specializes in one or more HR services, ensuring that 

operations are conducted efficiently. 

➢ Senior HR Associate 

The Senior HR Associate serves as a key mid-level professional who supervises the HR 

Associates and ensures that HR services are effectively delivered. This role involves 
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managing client projects, conducting training sessions, overseeing recruitment 

processes, and supporting HR consulting activities. 

 

➢ HR Associates 

The HR Associates are responsible for executing day-to-day HR functions, such as: 

Screening candidates and conducting interviews 

Managing employee training programs 

Handling payroll and HR documentation 

Assisting clients with HR-related queries 

Providing career transition support 

They report to the Senior HR Associate and work closely with various departments to 

ensure that HR solutions are effectively implemented. 

 

 

➢ HR Trainees 

The HR Trainees are entry-level professionals who are undergoing training to gain 

expertise in all the relevant fields. They assist HR Associates with administrative tasks, 

data entry, and basic HR operations. This role provides them with hands-on experience 

before advancing into higher positions. 

 

7. Interns 

At the base of the hierarchy are Interns, who are typically university students or fresh 

graduates looking to gain practical experience in HR related works. They work under the 

supervision of HR Trainees and Associates, assisting with minor HR tasks such as 

scheduling interviews. 
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3.6 Industry scenario of HR firm in Bangladesh 

 

The Human Resources (HR) industry in Bangladesh has seen significant growth in recent 

years, driven by rapid economic development, increased foreign investments, and a 

competitive job market. With the rise of multinational companies (MNCs), local 

conglomerates, and startups, the demand for specialized HR services—such as 

recruitment, payroll management, training, and HR consulting—has expanded. As 

businesses focus on optimizing workforce efficiency, HR firms play a critical role in helping 

organizations attract, retain, and develop top talent. 

 

3.6.1 Key growth drivers of the HR industry 

 

Several factors contribute to the increasing demand for HR firms in Bangladesh: 

 

➢ Economic Growth & Industrial Expansion – Sectors like textiles, pharmaceuticals, 

IT, banking, and e-commerce are expanding, creating more job opportunities and 

increasing the need for HR solutions. 

➢ Rise of Multinational & Large Local Companies – MNCs and corporate giants such 

as Unilever, Grameenphone, and British American Tobacco require structured HR 

support, including executive search and employee engagement services. 

➢ Skill Shortages & Workforce Development Needs – The gap between industry 

demands and available skills has increased the need for training & development 

programs offered by HR firms. 
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➢ Government Regulations & Compliance – Stricter labor laws, social security 

requirements, and compliance regulations push companies to seek expert HR 

consultancy to manage employment policies. 

➢ Digital Transformation & HR Tech Adoption – Companies are integrating HR 

technology solutions, such as AI-driven recruitment, HR analytics, and digital 

payroll management, further boosting the HR consultancy sector. 

 

3.7 Analysis of competitor 

 

Enroute International 

 

Enroute International has established itself as a leader in staffing, manpower outsourcing, 

and HR process management. They specialize in providing temporary and contractual 

staffing solutions, allowing businesses to hire employees on a flexible basis while 

ensuring seamless payroll processing and compliance with labor laws. Their expertise in 

HR outsourcing enables companies to delegate essential HR functions, such as 

employee benefits administration, tax compliance, and workforce management, allowing 

businesses to focus on their core operations. In addition to staffing and outsourcing, 

Enroute International offers corporate training and skill development programs designed 

to enhance employee productivity and efficiency. Their training modules cater to both 

entry-level and senior professionals, covering areas such as technical skills, behavioral 

training, and leadership development. They also provide e-learning solutions, making it 

easier for organizations to upskill their employees through digital learning platforms. 

Another unique service offered by Enroute International is business process outsourcing 

(BPO), where they manage call center operations, customer support functions, and HR 

helpdesks for corporate clients. 

 

Talent Centric 
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Talent Centric focuses on executive search, employer branding, and HR compliance 

solutions. Their recruitment services are highly specialized, targeting senior executives 

and professionals in niche industries. Through strategic headhunting, they identify and 

place candidates in leadership roles while ensuring alignment with an organization’s 

culture and business objectives. Their employer branding services help organizations 

enhance their reputation as desirable workplaces by developing strong employee value 

propositions (EVP), conducting engagement surveys, and implementing HR analytics to 

improve workforce satisfaction. Another key area of Talent Centric’s services is payroll 

and HR compliance management. They assist organizations in automating payroll 

processes, ensuring accurate salary disbursements, and managing tax filings efficiently. 

They also handle HR documentation, labor law compliance, and benefits administration, 

making it easier for companies to adhere to regulatory requirements. 

 

Monowar Associates 

Monowar Associates specializes in HR consulting, payroll management, and workforce 

planning. They work closely with organizations to conduct HR audits and compliance 

reviews, ensuring that businesses adhere to labor laws and industry standards. Their 

expertise in compensation structuring and salary benchmarking allows companies to 

develop competitive pay scales that attract and retain talent. One of the most sought-after 

services of Monowar Associates is payroll and benefits administration. They handle end-

to-end payroll processing, provident fund management, gratuity disbursement, and 

employee tax advisory services. Their focus on compliance and accuracy ensures that 

businesses can manage their financial obligations without the risk of errors or legal 

issues. 

 

HR Kites 
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HR Kites is a growing HR consultancy firm specializing in IT recruitment, executive 

search, and training solutions. Their headhunting services are particularly focused on the 

technology and software development sector, helping IT firms find highly skilled 

programmers, engineers, and project managers. They also provide recruitment solutions 

for other industries such as retail, manufacturing, and healthcare. 

In addition to talent acquisition, HR Kites offers corporate training and leadership 

development programs. Their courses are designed to help organizations build effective 

leadership pipelines, manage change, and enhance organizational behavior. Their HR 

outsourcing solutions cover end-to-end HR management, from hiring and onboarding to 

employee performance tracking and retention strategies. 

 

 

MUSHI HR Solutions 

MUSHI HR Solutions is an emerging HR consulting firm in Bangladesh that focuses on 

customized HR solutions for startups, SMEs, and large enterprises. Their services include 

workforce planning, employee engagement strategies, and talent acquisition for various 

industries. The firm specializes in behavioral assessment and performance evaluation, 

helping companies identify high-potential employees and develop succession plans. 

Additionally, MUSHI HR Solutions offers HR documentation services, including policy 

drafting, labor law compliance, and grievance handling. They also assist businesses in 

implementing digital HR solutions, allowing companies to streamline payroll, attendance 

tracking, and employee management through technology. 

 

Front Desk Bangladesh 

Front Desk Bangladesh is a prominent HR services provider offering recruitment, payroll 

management, and corporate training. Their recruitment services include both permanent 

and temporary staffing solutions, allowing businesses to find employees that match their 
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skill requirements. They also offer HR support services, such as employee record 

management, labor law compliance, and contract administration. 

The firm’s payroll management services cover salary processing, tax deductions, 

provident fund management, and employee benefits administration. Additionally, Front 

Desk Bangladesh provides corporate training programs, focusing on leadership 

development, performance management, and team-building activities. 

 

3.8 Competitive Position of Grow n Excel in the HR Consultancy 

Industry 

 

In the dynamic and growing HR consultancy industry of Bangladesh, grow n Excel holds 

a strong and competitive position due to its specialization in executive search and talent 

management solutions. While firms like MUSHI HR Solutions, Frontdesk Bangladesh, 

and Ikigai HR focus on a broad range of HR services—including payroll, HR outsourcing, 

and administrative support—Grow n Excel has carved out a niche by emphasizing high-

quality, strategic headhunting services for mid to senior-level positions. Unlike some 

competitors that rely more on generic databases or job portals, grow n Excel maintains a 

proprietary HRIS that allows for targeted, segmented resume searches based on industry, 

function, and designation. This gives the firm a significant edge in terms of speed, 

precision, and match quality. Moreover, its strong reputation for confidentiality, 

professionalism, and tailored client service has earned it repeated engagements from 

reputed national and multinational clients. However, in areas like digital marketing and 

employer branding, competitors such as Ikigai or Frontdesk have gained visibility through 

stronger social media presence and content engagement. Therefore, while Grow n Excel 

holds a favorable position in terms of quality and specialization, it must continue to 

evolve—especially in technology integration and marketing strategies—to maintain and 

expand its competitive advantage in the industry. 
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3.9 SWOT Analysis 

 

Strengths: 

• Strong Industry Reputation – Grow n Excel is widely recognized as a leading HR 

consultancy firm in Bangladesh, trusted by top companies across various 

industries. 

• Expertise in Executive Search – The firm specializes in headhunting senior 

executives and mid-management professionals, ensuring high-quality talent 

acquisition. 

• Comprehensive HR Services – It provides a wide range of HR solutions, including 

leadership development, talent management, workforce planning, and HR 

advisory services. 

• Experienced Team – The firm has a skilled and professional team with deep 

expertise in HR consulting, recruitment strategies, and organizational 

development. 

• Client-Centric Approach – Grow n Excel maintains strong relationships with clients 

by offering tailored HR solutions to meet specific business needs. 

Weaknesses: 

• Limited Digital Presence – Compared to some competitors, Grow n Excel has a 

relatively lower focus on digital HR solutions and online talent acquisition 

platforms. 

• High Service Costs – The firm’s premium executive search and HR advisory 

services may not be affordable for startups and small businesses. 

• Dependence on Corporate Clients – The company primarily serves large 

corporations, which may limit its reach among SMEs and emerging businesses. 

Opportunities: 

• Expansion into Digital HR Solutions – Investing in AI-driven recruitment, HR 

analytics, and online training programs could help Grow n Excel stay competitive 

in a technology-driven market. 
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• SME and Startup Market – Developing cost-effective HR solutions for small and 

medium-sized enterprises can create new revenue streams. 

• Industry Diversification – Expanding into new industries such as healthcare, 

fintech, and e-commerce can increase its client base. 

• Regional and Global Expansion – Partnering with international firms or extending 

services to neighboring countries could enhance market presence. 

• Employee Well-Being Programs – Adding mental health support, employee 

engagement initiatives, and flexible work strategies can attract more clients. 

 

Threats: 

• Intense Competition – The HR consultancy market in Bangladesh is growing, with 

firms like Talent Centric, Enroute International, and Ikigai HR Solutions offering 

competitive services. 

• Economic Uncertainty – Changes in the economic environment, such as 

recessions or budget cuts, may reduce corporate spending on HR services. 

• Client Dependency Risk – Relying on a few key corporate clients can be risky if 

they switch to competitors or reduce outsourcing budgets. 

• Rapid HR Tech Advancements – The rise of automated hiring platforms and AI-

driven recruitment tools may reduce the need for traditional headhunting services. 

• Regulatory Changes – New labor laws and compliance requirements could 

increase operational challenges for HR firms. 
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4.1 Human Resource Planning at Grow n Excel 

 

Human Resource Planning (HRP) is a crucial component of Grow n Excel’s internal 

operations. As a leading HR consultancy firm, the organization not only advises clients 

on effective workforce strategies but also takes a strategic approach to managing its own 

human resources. 

The HR planning process at Grow n Excel is structured and evidence-based. It starts with 

a detailed review of the current workforce, assessing employee skills, workload 

distribution across departments, and the presence of critical competencies. This step 

involves collaboration with department heads and regular evaluations of performance to 

identify where gaps exist between current capabilities and future demands. 

A major focus of HRP is forecasting the company’s staffing needs based on business 

projections. When anticipating new or large-scale client engagements such as executive 

search projects the HR team evaluates whether there is a need to bring in additional 

recruiters, researchers, or coordinators. Depending on the nature and length of the 

projects, the company plans for either short-term hires or long-term staffing adjustments. 

Succession planning is another key element. Grow n Excel recognizes employees with 

high growth potential and prepares them for senior roles through training, mentoring, and 

opportunities for internal progression. This approach ensures continuity in leadership and 

helps avoid disruptions when critical positions become vacant. 

In addition to planning for growth, HR also prepares for possible disruptions, such as 

unexpected resignations, maternity/paternity leaves, or spikes in workload. Using internal 

workforce data, historical project patterns, and market insights, HR designs flexible 

strategies to ensure resources are allocated effectively even under sudden changes. 

 

Importance of HR Planning at Grow n Excel: 

1. Supports business continuity by forecasting and addressing workforce needs. 
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2. Maintains service quality during peak periods or new client engagements. 

 

3. Prepares future leaders through development and succession planning. 

 

4. Reduces organizational risk by planning for contingencies. 

 

5. Aligns workforce strategy with long-term business goals. 

 

6. Improves resource allocation by using data-driven insights. 

 

Overall, HR planning at Grow n Excel goes beyond routine staffing—it plays a strategic 

role in aligning the workforce with business direction, ensuring agility, and supporting 

sustained growth in a competitive industry. 

 

4.2 Recruitment & talent acquisition 

 

Grow n Excel, as a leading HR consultancy firm in Bangladesh, not only provides HRM 

solutions to its clients but also implements best HR practices within its own organization. 

To maintain its position as a trusted HR partner, the firm ensures that its internal human 

resource strategies align with modern HR trends, employee well-being, and 

organizational efficiency. The company follows a structured approach to recruitment, 

training, performance management, employee engagement, and compliance, ensuring a 

strong and motivated workforce. 

As an HR consultancy firm, Grow n Excel places significant importance on hiring skilled 

employee who align with its corporate values and service objectives. The firm follows a 

multi-step recruitment process, starting from internal referrals, job postings on 
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professional networks, and direct headhunting. The HR team carefully screens and 

evaluates candidates based on their HR expertise, industry knowledge, communication 

skills, and problem-solving abilities. 

The organization actively seeks individuals with backgrounds in human resource 

management with bachelor of business administration degree. The recruitment process 

typically involves aptitude assessments, competency-based interviews, and case study 

evaluations to ensure that only the most qualified candidates join the team. Additionally, 

Grow n Excel offers internship opportunities to fresh graduates, providing them with 

hands-on HR experience and the possibility of full-time employment. Various types of 

recruitment systems for different types of employees given below  

Internship candidates: First, the HR team conducts an initial interview for all of the 

candidates. After that, the shortlisted candidates are processed for the second step. In 

the second step, the HR manager interviews all of the shortlisted candidates, and then 

the top 3 candidates get a chance for the final interview, which is conducted by the CEO. 

The CEO selects the final candidates among the 3 candidates. 

Permanent Employee: All of the applied candidates give a written test first. Then, the 

written-passed candidates get a chance for the second step, which is conducted by the 

HR manager. The top 3 candidates are selected from that, and the CEO selects the final 

candidate among the top 3 candidates after the final interview. 

 

4.3 Training & Development  

 

Training and development play a crucial role in the success of Grow n Excel, ensuring 

that its employees are well-equipped with the latest HR knowledge, industry best 

practices, and leadership skills. As an HR consultancy firm, Grow n Excel recognizes that 

its effectiveness depends on the expertise and competency of its workforce. Therefore, 

the company prioritizes continuous learning, skill enhancement, and professional growth 

through well-structured training programs. 
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The firm follows a multi-dimensional training approach, combining on-the-job training, 

formal learning sessions, leadership development. The goal is to enhance employee 

efficiency, improve client service delivery, and create future HR leaders who can drive 

innovation and excellence in the organization. 

Types of training:  

1. Onboarding and Induction Training 

Every new employee at Grow n Excel undergoes an induction training program designed 

to familiarize them with the organization’s culture, policies, processes, and core values. 

This training includes: 

Introduction to the company’s mission and vision to align new hires with organizational 

goals. Overview of HR consultancy services, including recruitment, training, performance 

management, and HR compliance. Guidance on internal tools and software, such as HR 

analytics platforms, applicant tracking systems, and payroll software etc. Understanding 

workplace policies related to employee conduct, ethical standards, and professional 

responsibilities. The onboarding process ensures that employees feel welcomed, 

informed, and ready to contribute from their first day. 

2. Technical and Functional Training 

Since Grow n Excel operates in the HR industry, employees need to stay updated on new 

HR trends, evolving labor laws, and innovative HR strategies. The company provides 

technical training in areas such as: 

Recruitment and Selection Techniques – Employees are trained in headhunting, 

competency-based interviewing, and psychometric assessments to identify the best 

candidates for clients. 

HR Analytics and Data-Driven Decision Making – Employees learn how to use HR 

software, data visualization tools, and predictive analytics to improve recruitment, 

employee engagement, and retention strategies. 
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These technical training sessions are often conducted by industry experts, senior HR 

consultants, and external trainers to ensure the highest level of competency among 

employees. 

 

3. Soft Skills and Professional Development Training 

To build well-rounded HR professionals, Grow n Excel also focuses on soft skills training, 

which enhances employees’ ability to interact effectively with clients, candidates, and 

colleagues. Some key areas covered include: 

Communication and Negotiation Skills – Employees are trained in professional 

communication, client interaction, and conflict resolution techniques. 

Leadership and Team Management – Mid-level employees receive training on team 

leadership, delegation, and strategic decision-making to prepare them for managerial 

roles. 

Problem-Solving and Critical Thinking – Case studies and role-playing exercises help 

employees develop analytical thinking and problem-solving abilities in HR operations. 

Time Management and Productivity Enhancement – Employees learn how to prioritize 

tasks, manage workloads efficiently, and use productivity tools to optimize performance. 

By strengthening soft skills, interpersonal abilities, and leadership capabilities, Grow n 

Excel ensures that its workforce is prepared to handle complex HR challenges with 

confidence and professionalism. 

4. Leadership Development Programs 

To nurture future leaders within the organization, Grow n Excel provides specialized 

leadership training for mid-level and senior employees. This includes: 

Mentorship programs, where senior HR professionals guide junior employees in career 

growth. Strategic management training, focusing on decision-making, team leadership, 

and business development. Workshops on innovation and digital transformation, helping 

leaders integrate AI-driven HR solutions and HR technology into the firm’s operations. 
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These initiatives prepare employees for higher responsibilities, managerial roles, and 

long-term career advancement within Grow n Excel. 

 

4.3.1 Implementation of training program 

 

Grow n Excel follows a structured and systematic training approach to ensure that training 

programs are effectively implemented and yield measurable results. The key steps in the 

process include: 

➢ Training Needs Assessment (TNA) – HR managers identify skill gaps and training 

needs through performance reviews, employee feedback, and industry trend 

analysis. 

➢ Designing Customized Training Programs – Training modules are tailored based 

on employee levels, job roles, and business objectives. 

➢ Monitoring and Evaluation – The effectiveness of training is measured through 

post-training assessments, employee feedback, and performance improvements. 

➢ Continuous Learning and Follow-Ups – Employees are provided with refresher 

courses and follow-up training to reinforce learning outcomes. 

By adopting this structured learning approach, Grow n Excel ensures that employees not 

only gain knowledge but also apply it effectively in their daily work. 

 

4.4 Performance Management and Career Growth 

 

To maintain a high-performing workforce, Grow n Excel implements a structured 

performance management system. Employees are evaluated based on Key Performance 

Indicators (KPIs), which are designed to assess their effectiveness in HR consulting, 

client relations, project management, and strategic HR initiatives. The performance 

review system at Grow n Excel includes: 
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• Bi-annual performance evaluations where employees receive feedback from 

managers and peers. 

• 360-degree feedback mechanisms that allow employees to receive input from 

colleagues and clients. 

• Performance-based incentives, including bonuses and salary increments, to 

reward high achievers. 

• Career progression planning, ensuring that high-performing employees receive 

promotions and leadership opportunities. 

By integrating transparent and fair performance assessment tools, Grow n Excel 

motivates employees to excel in their roles while fostering a culture of accountability. 

 

4.5 Work Culture and Employee Engagement 

 

A positive workplace environment is essential for retaining talent, and Grow n Excel 

actively fosters an engaging and inclusive corporate culture. The company places 

emphasis on: 

• Flexible work arrangements, including hybrid work options, to promote work-life 

balance. 

• Employee recognition programs, where outstanding contributions are 

acknowledged through awards and appreciation. 

• Team-building activities such as corporate retreats, social gatherings, and 

wellness programs to strengthen workplace relationships. 

• Open-door management policy, allowing employees to directly communicate their 

ideas and concerns to leadership. 

By prioritizing employee engagement, Grow n Excel ensures a motivated and committed 

workforce that aligns with its mission of delivering high-quality HR solutions. 
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4.6 Payroll and Compensation Management 

 

Compensation management plays a key role in the internal human resource practices of 

Grow n Excel. It directly influences employee motivation, retention, and overall job 

satisfaction. As an HR consultancy that offers professional services to various 

organizations, Grow n Excel also places strong emphasis on maintaining a structured, 

fair, and competitive compensation system for its own employees. 

The company’s compensation strategy includes both financial and non-financial 

elements. Financial compensation covers base salaries, performance-based bonuses, 

festival allowances, and periodic salary revisions. These are determined by considering 

several factors, such as job responsibilities, market trends, the employee’s level of 

experience, and individual performance. 

Although some employees have expressed that salary levels may be slightly below top 

market competitors, the company tries to compensate through clear career development 

opportunities and internal promotions. The goal is to create long-term value for employees 

by offering professional growth alongside financial rewards. 

Performance incentives form a key part of Grow n Excel’s reward system. Employees 

working in revenue-driven departments like executive search and consulting services may 

receive additional bonuses based on project completion and client satisfaction. This 

performance-based component reinforces a results-oriented work culture and 

encourages accountability. 

Non-financial rewards are also a core aspect of the company’s approach. High-

performing employees are often recognized during internal meetings or through 

appreciation emails from supervisors. While these forms of recognition may not have 

direct monetary value, they positively impact employee morale, motivation, and the 

overall sense of belonging. 

Transparency is another important element of the compensation process. Although 

detailed salary bands are not always shared publicly, employees are generally aware of 

the performance metrics used to determine salary adjustments. Regular evaluations—
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either annually or semi-annually—form the basis for reviewing performance and 

discussing changes in compensation or job responsibilities. 

Despite the overall structured approach, internal feedback has revealed a few concerns. 

Some employees feel that additional benefits such as health insurance, provident fund 

contributions, and better leave policies should be included. Others have suggested 

clearer communication regarding how performance bonuses and promotions are 

calculated. 

 

In conclusion, Grow n Excel’s compensation management system reflects a mix of 

monetary rewards and employee recognition. While the existing framework provides a 

solid foundation, enhancing it with additional benefits and clearer guidelines could 

improve employee satisfaction, reduce turnover, and support the company’s internal HR 

effectiveness. 
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5.1 Headhunting 

 

In the modern corporate landscape, businesses face an ever-growing challenge of 

identifying and securing top-tier talent to drive their growth and innovation. This challenge 

has led to the rise of headhunting, a specialized recruitment practice that focuses on 

identifying, engaging, and acquiring highly skilled professionals, particularly for executive, 

leadership, and niche roles. Unlike traditional recruitment, headhunting is a proactive and 

targeted process that seeks out professionals who may not be actively looking for a job 

but possess the expertise and experience that companies need. Headhunting plays a 

crucial role in ensuring that organizations have the right leaders and specialists who can 

contribute to long-term success. It is widely used in industries where competition for talent 

is fierce, such as technology, finance, healthcare, and manufacturing. Headhunting, also 

known as executive search, is the process of identifying, approaching, and recruiting 

highly skilled individuals for critical positions within an organization. The primary focus is 

on senior executives, management personnel, and specialized professionals who are 

often not actively seeking job opportunities but are valuable assets to competing firms. 

Unlike general recruitment, where candidates apply for advertised job openings, 

headhunting is a targeted search process where recruiters actively seek out and 

persuade potential candidates to consider a new opportunity. This requires strategic 

networking, market research, and direct engagement to attract individuals who meet the 

specific needs of the hiring organization. 

 

5.2 Key Characteristics of Headhunting 

 

Key Characteristics of Headhunting 

Proactive Recruitment Approach – Instead of waiting for candidates to apply, headhunters 

actively search for and reach out to potential candidates. 
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Focus on Passive Candidates – Headhunters target professionals who are already 

employed and not actively seeking new jobs. 

Confidentiality – The process is often conducted discreetly, especially when replacing an 

existing executive. 

Personalized Engagement – Candidates are approached with customized job offers 

based on their career goals and expertise. 

Highly Specialized Roles – Typically used for leadership, executive, and niche technical 

positions. 

 

5.3 The Importance of Headhunting in Today’s Job Market 

 

In today’s highly competitive and rapidly evolving job market, attracting and retaining top 

talent has become a significant challenge for many organizations. Traditional recruitment 

methods such as job postings and applicant tracking systems often fail to reach the most 

qualified professionals, especially those in senior-level or niche technical roles. This is 

where headhunting proves its value by offering a more targeted, strategic, and proactive 

approach to talent acquisition. 

 

Key Benefits of Headhunting: 

Targets Passive Candidates 

Headhunting allows companies to approach highly skilled professionals who are not 

actively searching for jobs but may be open to the right opportunity. This expands the 

talent pool beyond active job seekers. 

 

Fills Leadership & Executive Roles 
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High-level positions require more than just experience; they demand strategic thinking, 

vision alignment, and cultural compatibility. Headhunters are trained to evaluate these 

qualities and find the right fit. 

 

Ensures Cultural and Strategic Fit 

Unlike traditional hiring, headhunting emphasizes matching candidates to an 

organization’s values, leadership style, and long-term goals reducing turnover and 

increasing long-term engagement. 

 

Specialized Talent Acquisition 

In industries like tech, finance, healthcare, and engineering where technical expertise is 

critical headhunting is highly effective in locating candidates with niche skills and deep 

domain knowledge. 

 

Builds Strong Leadership Pipelines 

Headhunters play a vital role in identifying visionary leaders who can drive innovation, 

manage change, and lead high-performing teams that are aligned with strategic business 

goals. 

Companies today are no longer just competing for customers—they are competing for 

talent. With the best professionals already employed and not browsing job boards, 

headhunting opens the door to top performers who may otherwise be unreachable. This 

method does not depend on luck or waiting for applications to come in; it’s about finding 

the right person and bringing the opportunity directly to them. 

Furthermore, businesses that rely solely on conventional recruitment are at a 

disadvantage when it comes to hiring for highly technical or leadership positions. 

Headhunting addresses this gap by offering a high-touch, research-driven process that 

focuses on quality over quantity. 
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5.4 Challenges in Headhunting 

 

Despite its effectiveness, headhunting comes with challenges such as: 

➢ Attracting passive candidates who are content in their current roles. 

➢ Managing counteroffers and candidate hesitation. 

➢ Maintaining confidentiality, especially for executive roles. 

➢ Navigating salary expectations and budget constraints. 

Successful headhunters overcome these challenges by building strong industry networks, 

offering personalized engagement, and providing data-driven recruitment insights. 

 

5.5 Headhunting Process at Grow n Excel 

 

5.5.1 Communication 

When an organization or client seeks to obtain services from Grow n Excel, they typically 

begin by visiting the company’s website, where they can find essential details such as 

location, contact information, a list of available services, and a portfolio of past clients. 

However, rather than relying solely on the website for insights into the company’s 

reputation, clients often gather feedback through alternative channels such as word of 

mouth, social media, or direct recommendations from previous clients who have had 

positive experiences. Once they decide to proceed, clients usually contact the company 

via its hotline to schedule a meeting with the headhunting team leader. During this 

meeting, representatives from both sides engage in a comprehensive discussion about 

the specific services required. Based on this discussion, Grow n Excel prepares a formal 

proposal outlining the service details, terms, and conditions. If the client agrees to these 

terms, they confirm their acceptance by sending an official email, which serves as written 

consent to proceed with the executive search service. This structured process ensures 



44 
 

clear communication and a well-defined agreement between the client and the company 

before the service is initiated.(figure 1)  

 

5.5.2 Job Description & Work process  

 

Once the client decides to move forward, they provide the headhunting team with a 

detailed job description outlining the requirements for specific positions. The number of 

positions may vary, ranging from a single role to multiple vacancies. Upon receiving this 

information, the team leader allocates responsibilities among team members based on 

their expertise in the relevant industry or job function. Each assigned recruiter carefully 

reviews the job description to gain a thorough understanding of the expectations and 

requirements associated with the role. To streamline the search process, the team 

establishes a benchmark for each position, ensuring a structured evaluation of potential 

candidates. Since hiring criteria differ across organizations, recruiters conduct research 

by analyzing the profiles of professionals who are currently in similar roles or have held 

them in the past. This helps in identifying the ideal qualifications, skill sets, and experience 

levels necessary for the job. Additionally, other key parameters—such as educational 

background, years of experience, previous or current employment status, and industry 

alignment—are determined at this stage. By setting these criteria early on, the team 

ensures a targeted and efficient approach to identifying the best-fit candidates for the 

client’s hiring needs. (figure 2) 

 

5.5.3 Resumes 

 

After setting all the key indicators and benchmarks, the headhunting team begins 

searching for resumes that align closely with the job description, typically within a 70-90% 

match. Finding a perfect match for every requirement is rare, although some resumes do 

fulfill all the criteria. Each recruiter carefully screens approximately 150-200 resumes for 

a single role, identifying the most suitable candidates. From this extensive search, around 
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25-45 resumes are shortlisted and submitted to the team leader, who makes the final 

selection on which candidates to approach. Once the shortlisted candidates receive 

approval, team members reach out to them via phone calls. During these discussions, 

they provide an overview of the job opportunity, including information about the client 

company, the role’s responsibilities, salary structure, and additional benefits. If a 

candidate expresses interest and agrees to the proposed terms, they are asked to submit 

an updated resume through the official email as soon as possible. Additionally, candidates 

who have applied for the same role within the past 12-18 months are informed that they 

are not eligible to reapply. Ultimately, around 10-15 candidates confirm their interest and 

submit their resumes for further evaluation. 

 

 

5.5.4 Mapping & Branding  

 

The team leader oversees the final selection and preparation of candidate resumes. This 

includes a branding process where the company logo is added to each document, 

extraneous details are removed, and resumes are prioritized using a scoring system. 

Once formatted, the finalized resumes are compiled into an official email and submitted 

to the client for review. The client then evaluates the submissions; if satisfied, they 

approve the candidates and share an interview timeline. If not, the company must provide 

additional resumes, restarting the cycle. Upon finalizing the candidate pool, the company 

drafts an interview schedule with specific dates and times. The team leader coordinates 

with both the client and candidates to confirm the meeting location and logistics. 

Candidates receive updates about their assigned slots, including precise start and end 

times. Simultaneously, the finalized schedule is shared with the client. To ensure 

attendance, candidates receive a text reminder on the interview day, followed by a 

confirmation call shortly before their session. All candidate details—such as name, 

contact information, experience, education, industry background, and current 

employment—are recorded in a structured Excel spreadsheet creating a searchable 

database called mapping for future recruitment needs. Post-interview, the client submits 
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formal feedback via email, listing selected candidates. Once all roles are filled, the client 

processes payment per the agreed terms, and the company collects final feedback. 

Additionally, interviews may occasionally be held at the company’s office, where a 

dedicated interview room is available for client use. 

Grow n Excel provides this headhunting or executive search service over the span of 10 

years, it makes the company bigger and stronger and now it is capable to place 

candidates form mid-level to top-level position such as CEO, CFO, CMO, CA, FCCA, 

ACCA, MD, GM, AGM, DGM, etc. Grow n Excel has placed all these top positions to 

multinational companies such as Marico, Unilever, International Beverage Private 

Limited, Citi N.A., to local companies such as Transcom Limited, Rangs Limited, etc. 

Grow n Excel is planning to take its function internationally by launching its operations 

globally. (figure 3), (figure 4), (figure 5) 

 

 

 

 

 

 

 

 

5.6 HRIS Administration 

 

Grow n Excel utilizes a private HRIS server as a secure repository for all crucial data, 

particularly candidate resumes. These resumes are systematically organized based on 

various categories such as company, industry, designation, and department to facilitate 

quick and accurate searches. Because resumes are among the company’s most valuable 

resources, a professional computer engineer is on hand at all times to safeguard the 
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server, protect against potential threats, and ensure overall data security. To keep the 

database up to date, Grow n Excel regularly collects information from reliable sources 

like Bdjobs.com and LinkedIn. When the headhunting team needs to find candidates for 

a specific role, they simply log in to the HRIS, apply the relevant filters, and retrieve 

resumes that match the required criteria. 
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Chapter 6: Findings 
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6.1 Receiving and Distributing Job Descriptions 

 

From the interviews, it emerged that Grow n Excel follows a highly organized approach 

to job description management. As soon as a client sends the requirements, the team 

leader reviews them for clarity and feasibility. The roles are then assigned to specific 

recruiters based on their industry expertise and familiarity with the position’s level (entry, 

mid, or senior). This process ensures that each role is given focused attention and that 

recruiters have a thorough understanding of the required skill sets. 

 

6.2 Challenges in Identifying High-Quality Candidates 

 

Most interviewees pointed to talent scarcity, particularly in specialized or executive-level 

positions. Recruiters often need to screen 150–200 resumes to find a handful of potential 

fits. Additional hurdles include salary mismatches, counteroffers from current employers, 

and the reluctance of passive candidates to consider new opportunities. Despite these 

obstacles, recruiters’ credit well-defined benchmarks and personalized outreach as key 

factors in securing top talent. 

 

6.3 Role of the HRIS in Day-to-Day Tasks 

 

The HRIS (Human Resource Information System) is described as central to Grow n 

Excel’s operations. Recruiters praised its segmented database (by industry, department, 

and designation), which enables quick and targeted searches. However, some 

respondents mentioned occasional technical slowdowns during peak usage, suggesting 

server upgrades or additional IT support could further optimize performance. Overall, the 

system significantly reduces manual work and speeds up candidate sourcing. 

 

 



50 
 

6.4 Collaboration and Company Culture 

 

The organizational culture at Grow n Excel is widely seen as supportive and collaborative. 

Employees frequently mentioned team huddles, open-door policies, and knowledge-

sharing sessions as key enablers of effective teamwork. The headhunting team, in 

particular, benefits from collective brainstorming and feedback loops that help refine 

search strategies. This culture of open communication contributes to high morale and 

shared accountability for results. 

6.5 Market Reputation and Client Satisfaction 

 

According to interviewees, Grow n Excel’s reputation stems from a client-centric approach 

and consistent results in executive placements. The firm’s ability to adapt search 

strategies to meet diverse client needs was often cited as a significant factor in retaining 

repeat business. Word-of-mouth referrals, positive testimonials, and strong social media 

presence also help attract new clients. Respondents believe that transparency in fee 

structures, personalized service, and diligent follow-ups are crucial to maintaining this 

positive image. 

 

6.6 Leadership and Communication of Strategic Goals 

 

Managers and team leaders emphasized data-driven decision-making and regular 

updates from senior leadership regarding company objectives. Monthly or quarterly town 

hall meetings help align departmental goals with the overall mission. Interviewees 

appreciated the proactive involvement of senior leaders in addressing operational 

challenges, citing examples where executives offered real-time feedback or joined client 

discussions to clarify service offerings. 

6.7 Training and Professional Development 
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Many recruiters and associates reported ongoing training in areas like headhunting 

techniques, candidate engagement, and negotiation skills. They found cross-functional 

learning where employees briefly rotate roles or collaborate on different projects 

particularly valuable for broadening skill sets. Some suggested more formalized 

mentorship or external certification sponsorship (e.g., SHRM or CIPD) to further enhance 

professional growth. 

 

6.8 Tracking Placement Success and Feedback 

 

Grow n Excel maintains post-placement check-ins with both clients and candidates, 

usually one to three months after onboarding. This allows the firm to gauge job 

satisfaction, cultural fit, and performance alignment. Recruiters use this feedback to refine 

future searches and strengthen client relationships. Several interviewees stressed the 

importance of continuous improvement, noting that each placement cycle offers lessons 

for refining search benchmarks. 

 

6.9 Challenges 

 

6.9.1 Lack of Employees 

 

From the interviews, it became clear that staffing shortages are affecting day-to-day 

operations. Employees often handle tasks outside their core responsibilities, leading to 

longer hours and occasional burnout. The shortage of specialized personnel, such as 

project managers or customer service agents, slows down project completion times. 

Some staff members expressed concern that ongoing understaffing could lead to higher 

turnover if not addressed promptly. 

6.9.2 Outdated Devices 
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A recurring theme in the interviews was technology constraints caused by older hardware 

and software. Many employees reported slow computer performance and compatibility 

issues, which hinder productivity. Outdated devices struggle to run modern collaboration 

tools, complicating teamwork and file sharing. Interviewees unanimously agreed that 

upgrading to newer, faster devices would significantly improve efficiency and morale. 

 

6.9.3 Ineffective Office Structure or Layout 

 

When asked about the physical work environment, interviewees highlighted Open-plan 

layouts can be counterproductive for tasks requiring concentration. The lack of meeting 

rooms or quiet zones forces impromptu discussions in hallways, affecting confidentiality 

and focus. While some appreciate open spaces for team interaction, many suggested 

designated quiet areas.  

 

6.9.4 Uncompetitive or Not Lucrative Salary 

 

Several employees believe their salaries lag behind industry standards, affecting 

motivation and job satisfaction. Uncompetitive pay has led some colleagues to leave for 

higher-paying positions elsewhere. Many interviewees suggested performance-based 

raises or additional benefits (health insurance, bonuses) to better align with the market. 

 

6.9.5 Lack of Marketing 

 

Lastly, the organization’s marketing efforts came under scrutiny, while referrals have 

worked in the past, employees believe a stronger digital marketing presence is now 

crucial for growth. Some noted that potential clients may not be fully aware of the 

company’s services due to minimal online and social media engagement. Suggestions 
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ranged from hiring a dedicated marketing specialist to investing in targeted social media 

campaigns and search engine optimization. 
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Chapter 7: 

Recommendation 
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1. Addressing Staffing Shortages 

To alleviate the strain caused by understaffing, the company should consider conducting 

a thorough workforce analysis to identify the most critical roles and determine the number 

of new hires required. In the short term, offering temporary or contract-based support can 

help reduce the immediate burden on existing employees. Additionally, establishing clear 

job descriptions and specialized training programs will ensure that new and current staff 

members can fulfill their roles effectively, thereby minimizing burnout and reducing the 

risk of turnover. 

 

2. Upgrading Devices and Technology 

Investing in modern hardware and software should be a priority, as outdated technology 

frequently impedes productivity and collaboration. A phased upgrade plan can spread 

costs over time while ensuring the most critical areas such as customer-facing 

departments or project management teams receive immediate attention. The organization 

should also consider adopting cloud-based collaboration tools to streamline file sharing 

and real-time communication. Regular IT maintenance and support will help keep 

systems running smoothly and reduce downtime. 

 

3. Improving Data Management Systems 

A robust and centralized data management platform is crucial for accuracy and 

consistency across the organization. The company can start by mapping current 

workflows to identify bottlenecks and redundancies in data handling. From there, 

selecting an enterprise-level database solution or implementing a modern HRIS or CRM 

platform can help consolidate information. Comprehensive staff training on proper data 

entry and retrieval methods will further reduce errors, while role-based access controls 

can maintain security and data integrity. 

 

4. Optimizing Office Layout and Structure 
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Balancing open workspaces with private or quiet zones is essential for accommodating 

both collaborative projects and tasks that require concentration. Converting underutilized 

areas into soundproof meeting rooms or designated focus spaces can help address noise 

concerns. Additionally, flexible seating arrangements and adjustable workstations can 

promote comfort and adaptability, encouraging employees to choose the setting that best 

suits their work style. Regular feedback sessions on office design can ensure that any 

adjustments align with employee needs. 

 

5. Reviewing and Adjusting Compensation 

To address concerns about uncompetitive salaries, the organization should undertake a 

market benchmarking exercise, comparing current pay scales and benefits with those 

offered by similar companies in the region. Performance-based incentives, such as 

bonuses or merit-based raises, can help reward top performers and motivate the broader 

workforce. Including additional benefits, like health insurance, professional development 

funds, or flexible work policies, can also improve retention and attract new talent. 

Regularly revisiting compensation structures ensures they remain competitive over time. 

 

6. Strengthening Marketing Efforts 

Enhancing the company’s visibility in the market will likely require developing a more 

robust digital marketing strategy. This could include investing in social media campaigns, 

updating the company website, and implementing search engine optimization (SEO) to 

reach a wider audience. Hiring a dedicated marketing specialist or partnering with a 

reputable agency can bring fresh perspectives and specialized expertise. Encouraging 

employee advocacy where staff members share content and positive news about the 

organization can also broaden the company’s reach through personal networks and word-

of-mouth referrals. 
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Chapter 8: Conclusion 
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The internship at Grow n Excel proved to be a transformative experience for the intern, 

providing a comprehensive understanding of the recruitment and headhunting industry 

while shedding light on both operational and strategic challenges within the organization. 

During the internship, the individual had the opportunity to observe and actively 

participate in core HR functions, including talent acquisition, executive search, database 

management, and client coordination. Grow n Excel’s structured approach to recruitment, 

particularly in headhunting, emphasized the importance of accuracy, industry-specific 

knowledge, and adaptability in sourcing top-tier candidates for a variety of roles. The 

organization’s systematic process, strong industry connections, and reliance on data-

driven decisions positioned it as a leading HR solutions provider in Bangladesh. One of 

the key insights gained was how the company utilizes its HRIS system to streamline 

candidate searches and maintain a competitive edge in the market. However, the intern 

also identified several operational challenges, such as a lack of sufficient staffing, 

outdated technological tools, limited marketing strategies, and salary structures that may 

not always be competitive with industry benchmarks. Despite these constraints, Grow n 

Excel’s strong leadership, collaborative work culture, and focus on professional growth 

contribute to a positive organizational environment that encourages learning and 

development. The company’s dedication to client service, through personalized attention, 

in-depth market research, and consistent post-placement feedback, further reflects its 

commitment to excellence in the HR industry. Additionally, the internship offered broader 

insights into industry trends, client satisfaction metrics, and the evolving dynamics of HR 

consultancy in Bangladesh. The intern observed that Grow n Excel maintains a proactive 

stance on data confidentiality, candidate benchmarking, and market responsiveness. Still, 

improvements in marketing efforts, database management, and employee retention 

strategies could elevate the company’s overall performance and competitive positioning. 

Overall, the internship significantly enriched the intern’s understanding of HR operations 

and talent acquisition practices. It also helped sharpen analytical thinking, 

communication, and problem-solving abilities—skills that will undoubtedly benefit future 

professional pursuits. The immersive experience within a fast-paced, dynamic HR 

environment not only deepened the intern’s appreciation for the complexities of the 
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recruitment sector but also reinforced a strong interest in HRM, laying a solid foundation 

for a career in the field. 
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Appendix 

My role at Grow n Excel 

 

As an intern, I was given many important tasks. The company trained us to be ready for 

future jobs, so I got to learn and do a lot. The workplace was very friendly and focused 

on learning and doing well. I never felt like just an intern—they treated me like a regular 

worker. Here are some of the tasks I did during my internship: 

CV Sorting for Headhunting 

 

CV sorting means looking through many resumes fairly to find the best people for a 

company’s job needs. At Grow n Excel, we worked with companies to help them hire for 

different roles. When sorting resumes, we had to follow time rules: common jobs in 48 

hours, less common jobs in 72 hours, and rare jobs in 1 week.  My supervisor, Mr. Hritic, 

gave me many hiring jobs. For example, when Asian paints needed an Executive, I 

searched on BDjobs, LinkedIn, and Grow n Excel’s own database. The client’s document 

explained exactly what skills and experience they wanted. I used this to find the best 

matches. Then I made sure the candidate’s education and work history fit the job. I picked 

3 perfect matches and 2 partial matches for the client. All candidates had to come from 

different companies to keep things fair and diverse. After I gave the resumes to Mr. Hritic, 

he sent them to the client. Once they chose who they liked, I called those candidates to 

set up their interview time and date. 

 

Mapping  

There are so many candidates available in the job market, companies need a quick way 

to decide who to interview or who is more capable for this position. Mapping helps by 

pulling out important details from resumes, like skills, keywords, and work history. This 

makes it easier to organize resumes and compare candidates based on what the 

company needs. Mapping helped my team see each candidate’s strengths, weaknesses, 
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and experience quickly. By arranging resumes in a clear format, we could easily pick the 

best fits for interviews. I sorted resumes into two types: 

 

Long Mapping: Full details like name, contact info, current job title, past jobs, and 

education. 

Short Mapping: Only basic info like name, contact info, current job title, one past job, and 

education. 

Uploading Article  

 

I helped with LinkedIn marketing by sharing posts about HR tips and management ideas. 

I also wrote short summaries of news articles about recent world events for learning and 

post it to the LinkedIn profile.  

 

Branding 

When my supervisor chose candidates for client interviews, I added the company logo 

and the current date to their resumes & also remove unnecessary information from the 

resumes. This process, called “branding,” helped make the resumes look professional 

and consistent with Grow n Excel’s style. 

 

Database 

During my internship, I was responsible for keeping the company’s candidate database 

up-to-date and organized. Whenever new resumes were received, I entered details like 

name, contact information, work experience, education, and skills into the database. I 

made sure all information was correct (e.g., phone numbers, job titles) to avoid mistakes. 

If a candidate got a new job or changed their contact details, I updated their profile in the 

database. This database helped the company save time when searching for the right 
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candidates for clients. It also ensured no important details were missed during the hiring 

process. 

 

Figure 1: Client email for work order 
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Figure 2: Job description 
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Figure 3: Mapping 
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Figure 4: Branding 
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Figure 5: Interview Schedule 
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Figure 6: Talent Pool Share 
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Interview Question 

• How would you describe the typical process for receiving and distributing job 

descriptions among the headhunting team? 

• What do you consider the biggest challenges in identifying high-quality candidates 

for specialized or senior-level roles? 

• Could you explain how the HRIS system supports your day-to-day tasks, and what 

improvements you would recommend? 

• What role does collaboration play in your daily operations, and how would you 

characterize the company culture? 

• In your opinion, how does Grow n Excel maintain its reputation in the market, and 

what factors contribute to client satisfaction? 

• How does leadership communicate strategic goals and expectations to the various 

teams, including headhunting? 

• Which areas of professional development or training do you find most valuable for 

employees involved in headhunting? 

• What processes are in place to track the success of candidate placements and 

gather feedback from both clients and candidates? 

• In your opinion, does the company have enough staff to handle its current 

workload? How has this impacted your daily responsibilities? 

• Could you describe your experience with the company’s hardware and software? 

Do you feel that the technology here is up to date, or do you face any challenges? 

• How would you rate the company’s database or data management system? Does 

it help you in your work, or do you find it hinders your productivity? 

• What are your thoughts on the office layout? Does it promote collaboration and 

efficiency, or are there areas that need improvement? 

• Do you feel the current compensation package reflects the work you do and the 

industry standards? What effect does it have on staff morale and retention? 

• In your view, is the company’s marketing strategy effective? What changes or 

improvements would you suggest to increase brand visibility and attract more clients? 


