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Executive Summary

Strategic human capital management is gaining more importance day by day because organizations have to make sure the business will perform well in the industry in a changing business environmental. Firms should look for their internal resources as well collect external resources while they lack as the sources of strategies. Resources those are unrivaled, important, valuable, and non-substitutable will lead to competitive advantage. However, employee behavior, aptitude and work outcomes are influenced by strategic human capital management which led to business success. This project is prepared based on two companies. First one is Beacon Pharmaceuticals Ltd. and second one is Square Pharmaceuticals Ltd. In this report strategic human capital planning of these two companies are demonstrated. This planning includes recruitment and selection process, training and development process, performance management and employee benefit, leave and other allowances strategies. Beside, business performances of these two companies are described. Finally the relation between strategic human capital planning and business performance are identified. This report proves that strategic human capital planning strongly enhances business performance. 
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Chapter 1:
Introduction










1.   Introduction
1.1   Background of the Study
Business organizations nowadays are facing a lot of conflicting challenges that they must run the operation strategically to become successful in this world of economic volatility. They should constantly enhance execution by decreasing costs, advancing procedures and items, and enhancing quality and profitability. Beside this an immense alarm exists about recruiting, motivating, managing and retaining the workforce because of the changing relationships between employers and employees in a rigid labor market.

Human resources are individual of the by and large crucial assets of today's establishment. Human resource management is more fundamental than additional competitive sources. In contemporary circumstances, strategic view is the key to achievement in any field. Successful firms have acknowledged that a human resource is the most important basis of competitive advantage, as a result ornamental the strategic role of human resources management. Strategic Human Resource Planning is a planning of long term human resource needs based on the objective of the company. It involves what the company wants to achieve, HR experts needs to be in a team where team leaders of other functional departments directly integrates with each other , they need to analyze how many people is needed , what should be their capabilities, what will be their remuneration, their position in the organizational hierarchy, their authority, reporting and duties. 

The organization gain success by the people or human recourses not by the machine. So, it is essential to sustain these human recourses to facilitate long term success in effective business performance. Beacon Pharmaceuticals Ltd. and Square Pharmaceuticals Ltd. also provide emphases on HRM practice. In this project report, the main objective is to identify strategic human capital planning of Beacon Pharmaceuticals Ltd. and Square Pharmaceuticals Ltd. and their relation with business success. 







1.2   Scope of the Study 
The scope of the study is limited within conglomerates and pharmaceuticals business in Bangladesh. It is also limited within the organization of Beacon Pharmaceuticals Ltd. and Square Pharmaceuticals Ltd. and for that reason that information was very much restrictive from both the organization as both businesses is going to be very much competitively. Strategic human capital planning of Beacon Pharmaceuticals Ltd. and Square Pharmaceuticals Ltd. and their relation with business success are discussed here.

1.3   Limitation of the Study
· Adequate study papers were not accessible always.
· Employees of both companies were so busy to give support to fulfill the queries. 
· Strategic human resource planning information was strictly prohibited to share so all information was not shared.
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Objective of the Study










2.   Objective of the Study
The objective of this study has been divided into two categories. One is broad objective and another is specific objective.

2.1   Broad Objective 
· To understand how to prepare strategic human capital planning for business success.

2.2   Specific Objective
· To find the steps of strategic human capital planning
· To understand how to develop human resource strategies
· To examine how strategic human resource planning contribute to business success
· To know the challenges of formulating human resource planning
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3.   Methodology of the Study
First of all two companies were selected for this study. One is Square Pharmaceuticals Ltd. and another is Beacon Pharmaceuticals Ltd. Square is very large and old and Beacon is relatively new and medium scale company but both of them are public limited company. Different grades are selected to understand how strategic human capital planning affects different scale companies. Secondly, an interview session was conducted with managers of HR department and few random personnel from different departments for each company. Thirdly, additional information was collected from company websites and annual reports. Fourthly, strategic human capital planning of one company was analyzed and compared with that of another company. Fifthly, the relationship between strategic human capital planning and business success of both companies were analyzed and identified. Finally few specific recommendations were presented. Both primary and secondary sources were used to collect information. Those are as follows. 

3.1   Primary sources
· Interview with company employees
· Observation at office

3.2   Secondary Sources
· Company profile and annual report
· Company websites
· Text books and reference books
· Renowned articles from different publishers
· Online journals, Newspaper, Magazines
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4.   Literature Review
The evolution of human capital or research management was started at the beginning of 20th century. Regardless, it made in light of the liberal addition in forceful weights American business affiliations began experiencing by the late 1970s due to such factors as globalization, deregulation, and fast mechanical change. These weights offered rise to an enhanced stress regarding firms to partake in crucial orchestrating a technique of anticipating future changes in the earth conditions (the nature and level of the market) and altering the diverse portions of the affiliation in order to progress various leveled ampleness. Business authors and researchers were studied human capital management significantly from the last quarter the 20th century. The study on strategic human capital management and its effect on business performance started mainly from the beginning of this century. To prepare this report several literatures regarding this has been studied and compiled in this report. 

4.1   Human Resource Management
The word human resource management has been focus to significant study and its philosophy and nature has been the focus of constant debate, and a generally accepted definition does not exists, however, below are some definitions of HRM from its early years to date which can be valuable in capturing a glimpse of its philosophy and use.

According to Graham (1978) “the reason for HRM is to guarantee that the representatives of an association are utilized as a part of such a route, to the point that the business gets the best conceivable advantage from their capacities and the workers acquire both material and mental prizes from their work”. 

HRM is a particular way to deal with business administration which looks to accomplish upper hand through the vital arrangement of a very dedicated and skilled workforce, utilizing a variety of social, auxiliary and staff systems. (Storey, 1995). 

HRM is an administrative point of view which contends the need to set up an incorporated arrangement of staff approaches to help hierarchical procedure. Buchanan and Huczynski, 2004). 

Bratton and Gold said (2007) “HRM is a key way to deal with overseeing business relations which stresses that utilizing individuals' abilities is basic to accomplishing upper hand, this being accomplished through a particular arrangement of coordinated work approaches, projects and practices”.

In spite of the fact that there is no accord on the definition or the qualities of HRM it can be seen from the above definitions that HRM is a blend of individuals arranged administration rehearses that perspectives representatives as resources, not expenses; and its primary point is to make and keep up a skilful and submitted workforce to increase upper hand. 

The distinctions in the translation of HRM have made two unique schools of thought: delicate and hard variations of HRM (Story, 1992). Delicate and hard HRM are likewise regularly characterized as two fundamental models of HRM. Delicate HRM centers on worker preparing, advancement, duty and cooperation. It is utilized to characterize HR capacities planned to create inspiration, quality and duty of workers; hard HRM, then again, focuses generally on procedure where HR is utilized to accomplish authoritative objectives. It is additionally connected with taken a toll control and head include methodologies, particularly business forms like scaling back, bringing down the wages, shortening solace breaks, and so on. (Beardwell and Claydon, 2007).

4.2   Theories of Human Resource Management
Human resource management policies and methods for people administration in competitive businesses are drawn from theories found in diverse categories. Really, this is not reasonable discussing every categories and related academic issues which is responsible to outline the format of human resource management at present. Still it is important to explain some relevant theories in brief those used as the foundation of human resource management.

4.2.1   Organization Life Cycle Theory
Cameron & Whetton (1981) followed organization life cycle theory which is about business development from creation, development, maturity, decay and demise. According to this method the nature of workforce become the driving forces in each and every stages. The organization will grow and survive only when creativity, innovation, group work as well as high performance exist in organizational structure. This format will also resist the competitive pressure from that industry. 

4.2.2   Role Behavior Theory
Role behavior theory state as well as forecast the behavior of persons, teams in organizations. Managers also get informed about the basis of decision taking, people management steps and the expected consequences. Some main ideas aim to improve the working environment that includes the ways to stimulate new approaches in employees to cope with new situations (Prachaska 1982). The use of rewards that will persuade and encourage positive work behavior, and penalty will control negative behavior (Rogers 1983).

4.2.3   Resource Dependency Theory
In 1970 during the economic recessions, one major challenge for managers was to properly acquire scarce resources as well to remain competitive in the market effectively use them. The capacities to use own company resources including economic, technical, labor as well as gaining extra from the outside environment was the main concern in many organizations. To become more competitive the organizations need to able to collect resources. So, resources became the heart of organizational power (Emerson 1962). However, Pfeffer & Solansick said “extra dependency on external resources deemed to be risky due to the uncertainties that cannot be controlled by the organization”. Employees become the scarce resources that should be recruited effectively, utilized, developed and retained.

4.2.4   Institutional Theory
People depending on academic and professional orientation think differently about Institutions. Peters stated “institution is a discipline that combines politics, law, psychology, public administration, and economics amongst other things, in order to explain why certain decisions are made or actions taken and their impact on the organization”. Commons (1931: 648) defines institutions as “collective action in control, liberation and expansion of individual action”. Custom, law and procedures are covered by collective action. The aim of collective action is less or greater control of the acts of any person, the outcome is gains or losses in executing joint transactions. Control is to bans of some acts in a way that one person’s or organization’s control leads to freedom of the other peoples, therefore better gains. According to Commons (1931) “institutions establish relationships of rights, duties, no rights, and no duties which influence behavior of individuals. The major role of institutions in society is to reduce uncertainty by establishing a stable (not necessarily efficient) structure to human interaction.” It is possible to have an institutions formal with explicit rules, contracts, laws, and rights (institutional planning) or informal with social conventions that are not created by any person. Therefore appropriate institutional framework should be set by organization which direct and influence the employee behavior towards organizational commitment to be excellent. Also put by Brunsson (1999): “the process of standardization of procedures affects behavior”. Employment regarding issues like employment agreement, performance requirements and other should treat as useful aspects of human resource management.
 
4.2.5   Transaction Cost Theory
Transaction cost theory relies upon the financial viewpoint of the costs of coordinating business trades. The hypothesis is that associations will create if the costs of exchanging resources in the association are more affordable conversely with contenders (Commons 1934; Coase 1984; Williamson 1998). Such costs join bureaucratic work structures, methods and the execution of business contracts. Other than business associations that may incite high costs of exchange, should be constrained.

4.2.6   Comparative Advantage Theory
The essential artist of close near preferred standpoint hypothesis is the monetary master David Ricardo who talked about the specialization and division of work among nations and firms. Ricardo estimated that nations ought to make stock in which they have a family unit comparative great position over others (Ricardo 1891). Starting now and into the foreseeable future, affiliations and nations have focused on invigorating internal utmost remembering the true objective to have more great conditions in regard to contenders and thus to diminish age and assignment costs per unit. Upgrading inside points of confinement consolidate having the best HR who are best used to convey more affordable and better quality items and ventures (Porter 1980; Grant 1991). 

4.2.7   General Systems Theory
No affiliation can make without associating with its condition. Affiliations get commitments from the outside condition, they are taken care of and the yields are released to the external condition, which offers contribution to the affiliation. Customers who are a bit of the earth will give feedback by using differing implies including regard judgment on quality, esteem, style and frame. Thusly affiliations are seen as structures with portions and parts that are associated and interconnected in such a path, to the point that failure of a fragment or part prompts the mistake of another (Laszio 1972; Haken 1980; Robbins 1990). The system approach to manage understanding affiliations considers the human resource division as a fragment of the affiliation's structure that in like manner has distinctive workplaces, for instance, accounting, building, advancing et cetera. All together for the relationship to create and remain forceful, each division, section or unit should support each other. One of the affiliation's commitments from the earth is HR. For example, if an affiliation makes a screw up with its selection framework, it will adversely influence the whole affiliation. Along these lines, if at the data taking care of stage, HR isn't utilized as a part of the best way, a comparative will be reflected in the quality and cost of items and ventures through feedback segments. This may join the failure to offer stock or organizations at the ordinary expenses.

4.2.8	Human Capital Theory
Human capital hypothesis was at first especially made by Becker (1964) and it has created in noteworthiness by and large since it fixates on guideline and planning as a wellspring of capital. It is by and by for the most part perceived that one of the key elucidations for the brisk progression of Asian countries in the 80s is high enthusiasm for human capital (Robert 1991; Psacharopolos and Woodhall 1997). Human capital theory changes the condition that arrangement and headway are 'costs the affiliation should attempt to confine' into getting ready and change as 'returnable endeavors' which should be a bit of the various leveled hypothesis capital. Likewise, human resource getting ready and progression decisions and appraisals must be done in perspective of unmistakably made capital venture models.

4.2.9   Strategic Contingency Theory
There is a developing collection of learning stipulating that since an association works and flourishes in a mind boggling condition, administrators must embrace particular procedures which will boost picks up and limit dangers from the earth (Peter and Waterman 1982; Scott 1992; Robbins 1992). In this introduce, the hypothesis battles that there is nobody best technique for overseeing individuals in associations. General corporate procedure and the input from the earth will direct the ideal methodologies, arrangements, destinations, exercises and undertakings in human asset administration. 

4.2.10   Organizational Change Theory
There is a creating gathering of getting the hang of stipulating that since an affiliation works and twists in a brain boggling condition, overseers must grasp specific methods which will support gets and restrain perils from the earth (Peter and Waterman 1982; Scott 1992; Robbins 1992). In this present, the theory fights that there is no one best system for supervising people in affiliations. General corporate methodology and the contribution from the earth will coordinate the perfect techniques, courses of action, goals, activities and endeavors in human resource management.

4.2.11   Organizational Learning Theory
Globalization has changed getting the hang of controlling framework. Data made in one a player on the planet spreads faster than 10 years earlier. Today, what is critical for definitive power is the ability to pick up from rising data and change the making sense of how to suit the various leveled condition speedier than others. Agyris and Schoen (1978) and Senge (1992) have complemented the centrality of total various leveled learning whereby individuals and gatherings accumulate data related to their work and nature and offer with consistent vision, models and frameworks for keeping an eye on the present and possible destiny of the affiliation. Likewise, poor legitimate learning prompts poor various leveled change in accordance with the earth, less forcefulness, which drives certainly too diminishing and extraordinary fold.




4.3   Strategic Human Resource Management
Strategic human capital management is a way that indicates to how the goals of the organization will be achieved through people. It alludes to human asset procedures and consolidated human asset practices and strategies. Key Human asset administration is additionally about survey the general population of the association as a key component for the procurement of focused advantage (Huslid, 2003).
 
Kaplan and Hurd (2002) characterize that vital human asset administration is an accumulation of undertakings and procedures shared mutually by line administrators and HR to fathom business issues in light of individuals. As showed by (Kostova and Roth, 2002) the substantial scale various leveled approach to manage look the limit and part of human resource organization in the huge affiliation is named as Strategic HRM. Leug (2003) portrayed that key human resource organization bases on exercises that changed the relationship from its adversaries. 

Michie and Sheehan (2005) describe that imperative human resource organization is the case of booked HR endeavors and sending proposed to redesign a relationship to get its focuses. Finally Batt (2007) portrayed that the major crucial HRM speculation begin is that powerful execution of affiliation relies upon an adjacent game plan or fit between HR procedure and business (Dyne and Pierce(2004) and Batt (2007) refered to in Armstrong (2008, p 33-34). 

Bjorkman and Fan (2002) delineate that the key human resource organization is the interface between key organization and human resource organization. It takes the prospect of human resource organization as a mindful, joined and key approach and updates that as per the imperative organization thought. This is an approach to manage organization that involves taking a noteworthy term and wide point of view of where the fragment of business or business is dealing with endeavors in ways that certification this imperative push is kept up. While Cheng (2005) describes that crucial HRM is the social occasion of exercises and decisions realizing the utilization and meaning of frameworks masterminded to get the legitimate targets. As demonstrated by Akhtar and Ding (2001) key HRM require is to bring out the present exercises for the future and transform into a movement machine systematizing and joining instruments for change. 

Finally Dessler (2011) battles that key HRM suggests making and executing practices and methodologies of human resource that makes the practices and abilities of laborer that the affiliation requires to get its key goals. Bratton J (2001) portrays indispensable HRM as the path toward merging the limit of HR in light of the key definitive targets keeping the ultimate objective to make execution (Dessler, 2011; Bratton, 2001) alluded to in Durai (2010).
4.4   Human Resource Development and Organizational Strategy
It is important to explore how a company’s strategic direction may impact how they structure their HR architecture. A significant part of the vital HRM investigate has concentrated on the immediate linkage between a company's methodology and its overwhelming introduction toward HR (e.g. Arthur 1992; Miles and Snow 1984). The hidden rationale for this concentration is that diverse authoritative methodologies have certain behavioral necessities for their fruitful usage (Jackson et al. 1989; Miles and Snow 1984). To inspire these practices, associations plan and convey HR rehearses that propel certain worker states of mind and practices while disheartening others. 

Expanding on this behavioral point of view, one may foresee that organizations seeking after various vital introductions would probably use distinctive HR arrangements for their representative gatherings. For instance, on account of firms seeking after advancement, it might be that the whole workforce should be more arranged toward information creation and exchange (Leonard-Barton 1995; Schuler and Jackson 1987). 

As supported by Jackson and associates (1989), firms that contend in the commercial center by being more inventive than their rivals must have representatives that will go out on a limb and explore different avenues regarding new thoughts. Accomplishing this requires firms execute HR hones that urge representatives to participate in innovative conduct, coordinate and offer thoughts with others, and hold a long haul center (Wright and McMahan 1992). In light of this, we may hope to see more inescapable utilization of the dedication based and community oriented HR frameworks for all representatives as these HR arrangements center around making and exchanging information though efficiency based and consistence based HR frameworks don't. Interestingly, a minimal effort technique is probably going to include firms arranging their workforce more toward profitability and proficiency concerns (Miles and Snow 1984; Porter 1985; Schuler 1992). As substantiated by Wright and McMahan (1992: 304), a cost system 'requires such things as dull practices, a fleeting concentration, self-ruling action, high worry for amount, direct worry for quality, and okay taking.' If directors are centered around effectiveness and efficiency augmentation for all workers, they may set up more here and now execution skylines for people in the best two quadrants of the lattice than is typically foreseen (i.e. overseeing them more like representatives in the base quadrants). Further, administrators concentrated on low expenses may not will to consume the assets vital for preparing and information advancement (a cost that may reduce overall revenues in the short run). For this situation, we may hope to see more dependence on efficiency based and consistence based HR designs for all workers bunches than responsibility and community HRM.


4.5   Strategic Human Resource Planning Process
Strategic human resource planning process is one of the highly demanded questions to business researchers and business professional. Now in a fast paced competitive world strategic human resource planning gets importance to gain competitive advantages. According to S. Smith (2008) the strategic human resource planning has four stages. Such as:

a. Assessing the Current HR Capability
The first step is to evaluate the current HR capability of the organization in the strategic HR planning method. The understanding, current personnel and capacities want to be recognized. This may be completed through emergent an abilities range for each employee. An employee's overall performance assessment structure may be appraised to verify if the individual is prepared and keen to take on added accountability and to observe at the employee's present day development plans.

b. Forecasting HR Requirements 
The second step is to forecast HR needs for the upcoming stand on the strategic desires of the organization. Practical forecasting of human resources includes estimating each demand and supply. The following questions to be answered contain:
· What number of team of workers might be required to obtain the strategic vision of the organization?
· What jobs will need to be stuffed?
· What talent sets will human being want? 

While forecasting demands for HR, organization should also verify the challenges that may have in assembly staffing need based totally at the external environment.
· How will the outside environment affect on HR desires?

c. Gap Analysis
The third step is to find out the gap between wherein the organization requirements to be in the expectations and where the organization at this time. The gap analysis consists of discovering the quantity of personnel and the talents, skills and abilities required within the opportunity in contrast to the present day scenario. Inquiries to be responded include:
· What new jobs will company wish for?
· What new abilities might be requisite?
· Do current employees have the specified capabilities?
· Will organization’s has sufficient managers or supervisors?
· Is contemporary HR planning practices satisfactory for future desires? 
 
d. Developing HR Strategies to Support Organizational Strategies
There are seven HR strategies for fulfilling organization’s needs:
· Restructuring strategies
· Recruitment and Selection strategies
· Training and Development strategies
· Performance Appraisal strategies
· Employee Benefit Strategies
· Outsourcing strategies
· Collaboration strategies

4.6   Business Performance
Referring to the business activity, the performance is defined by Niculescu M. & Lavalette G. (1999) as "a state of competitiveness of the economic entity, reached by a level of efficiency and productivity that assures a sustainable presence on the market".  Verboncu I. and Zalman M. (2005:64) welcome that "execution is a specific outcome in the Management, Economics, advertising area and so on which gives qualities of aggressiveness, proficiency and adequacy to the association and to the basic and procedural parts. Duran V, Cozac Al, Duran D (2005:135) value that the execution investigation of an organization is acknowledged by utilizing the two pointers of benefit and return. The main class of pointers has the part of deciding the activity procedure while the second classification takes after the manner by which the capital contributed is compensated.

4.7 Strategic Human Resource Management and Business Performance
A gradually increasing amount of studies conducted that analyze the effect of strategic human resource management on organizational performance at the theoretical and experimental level. In examining the effect, most studies conclude that strategic human resource management has a constructive impact on organizational performance. Many studies tried to evaluate the effect of strategic human resource management on organizational performance and identified that there is a major connection between strategic human resource management and performance. Paul and Anantharaman (2003) understand that strategic human resource management policies better serve business performance, supreme change and rivalry. Colakoglu (2006) declared that better SHRM policies can increase organizational performance. Every company in the similar industry might have its own special ways of performance evaluation. Therefore, one fixed method of performance measurement cannot fit into all businesses even though they are in the similar industry. Collins and Clark (2003) emphasized that a strategic human resource management is more consistent in evaluating the organizational performance.

Ballantyne (2009) stated that recruiting of employees is not just to substitute departing employees or addition to a workforce but rather intended to put in position employees who can perform at the highest level and exhibit performance. Aguinis and Kurt (2009) believed that training increase the profitability of organization in general, efficiency, productivity, and income and other outcomes that are straightly associated to the training in increasing the superiority of services. Mullins (2013) said that evaluating the performance of employees is an obligatory duty as it permits a company to record present business activities in order to measure their growth and assist relocate strategy. According to Joo (2011), performance feedback has considerable prospective to help employees in terms of personal and team performance. Moreover, appropriate performance feedback has the prospective to boost employee commitment, enthusiasm, and job satisfaction. Barringer (2005) in their study on rapid vs. slow growth organizations identified that employees’ incentives separated the rapid-growth and the slow-growth organizations. Firms those are intense to attain rapid-growth offered their employees financial incentives as well stock options as part of the firm’s compensation packages. Banker (2001) in their distinguished report on hospitality industry identified that incentive packages directed to superior revenue, better profits and compact costs.

Strategic human resource management such as recruitment, training, altitude, incentive, engagement and performance appraisal are totally related with the organizational performance measurements such as output, innovation and satisfaction of customer (Quality). This is found in a study on 178 manufacturing firms of Greece conducted by Katou and Budhwar (2007). They also suggested that strategic recruitment and selection take part in an essentially vital function in determining a firm’s success and performance, if the firms are capable to recruit employees who already have related knowledge, abilities and talents and are also capable to formulate a precise forecast concerning their future capabilities.  Singh (2004) in a report on 82 Indian organizations found that strategic human resource management policies such as training and compensation had noteworthy effect on the performance of the organization. So, studies related to strategic human resource management and organizational performance showed that strategic human resource management practices have major effect on output, monetary performance, and quality and employee turnover.
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5.   Strategic Human Capital Planning for Business Success
Strategic human capital planning has become extremely used over the previous decades, and it is presently a common issue for almost all large organizations and many littler ones. One of the purposes behind this prevalence is the supposition that HRM is a hotspot for focused advantage and will impact the hierarchical outcomes and execution in a positive heading. The proposition investigates the assumed connection amongst HRM and execution. Beacon Pharmaceuticals Ltd. and Square Pharmaceuticals Ltd. both are using Strategic human capital planning to get competitive advantage over competitors and to capture more market share. Below their planning and process are described to understand the relationship between their business success and planning.

5.1   Recruitment and Selection Process of Beacon Pharmaceuticals Ltd.
Recruitment is the procedure by which the organization finds potential applicants for employment. Selection indicate to the procedure by which it endeavors to recognize candidates with the important information, aptitudes, capacities and different attributes that will enable the organization to accomplish its objectives, organizations taking part in various systems require diverse writes and quantities of representatives. The technique an organization is seeking after will directly affect the kinds of representatives that it looks to enroll and choice. The process of recruitment and selection process in Beacon Pharmaceuticals Ltd. is made to hire the most suitable candidate for any vacant post. Here are the steps they follow while recruiting personnel.

a. Finding the Personnel Need
This is the very first step of recruiting employees. The head of the department find the need for employee. Then they prepare job description, job specification and other requirements for the vacant post.
  
b. Employee Recruitment Proposal
In this stage the concerned department has to fill a requisition form named Employee Recruitment Proposal (ERP) with detail and submit that to HR department. 

c. Analyzing Justification
HR department examine the reasoning and authenticate whether the employee recruitment proposal is logical or not, if the HR department believes the requisition is rational it forwarded the recruitment process or else they send back the requisition letter to the concerned department to prove their need.



d. Top Management Approval
After getting the authenticity of requisition, HR department gives a recommendation on it and forward it to top management. The requisition must be approved by top management.

e. Vacancy Announcement
When the requisition is approved they advertise in different ways to attract the possible candidates. But before going for advertisement they try to find out suitable candidates from their CV bank where they collect lot of CVs round the year. If they do not get suitable candidates then they advertise in newspaper, job websites, and Sending mail to the existing employees. 

f. Receiving CV from Candidates
From different sources they collect CVs and stored for initial screening.
 
g. Initial Screening
From here recruitment process becomes closed and selection process begins. Most of the candidates are rejected in the initial screening time because of not fulfilling the requirements.

h. Written Test
They invite candidates for a written test after getting required candidates. Concerned department along with HR department prepare questions for the test.

i. Training Course
Then they arrange a month long training program for those candidates who pass the written test. This program includes mainly classes at head office and fieldwork of seven days. They use this program to understand the real capabilities of candidates.

j. Interview
Those candidates who pass the training course are called for an interview judge them finally.
 
k. Medical Check-up
Medical checkup is obligatory for candidates. If they well fit for the job then they will be selected.

l. Final Authorization
After selecting final candidates the top management authorizes the job offering.
m. Job Offering
Finally, the job is offered to the selected candidates mentioning salary structure, terms and condition and the organizational polices.

n. Appointment
If the employee is become agreed along with the entire terms and conditions then got the appointment letter and asked to join at Beacon Pharmaceuticals Ltd. 

5.2   Training and Development Process
Training is a procedure of taking in a grouping of customized conduct. It is utilization of learning. It gives individuals a consciousness of the principles methodology to manage their conduct. It endeavors to enhance their execution on the present place of employment or set them up for an expected activity. 

Advancement is a related procedure. It covers those exercises which enhance work execution as well as those which bring development of the identity; push people to the advance towards development and completion of their potential limits with the goal that they end up great representatives as well as better people. In hierarchical terms, it is expected to prepare individual to win advancement and hold more prominent obligation.
Beacon Pharmaceuticals Ltd. has one Training Manager whose job is to assess the training need of different employees. He works closely with individuals to find out the training need of every individual. Discussing with HR department he then arranges training sessions in house or outside. If the training need can be fulfilled by senior employees of the company then they arrange training session in house and those are conducted by superior employees. If not suitably found then expert trainer is called to train them in house. Sometime when a group of employees need any particular skill then those are sent to third party training institute to learn. 

One of the common training is sales training for Medical Promotion Officers sales persons. Sales team is changing and shifting more frequently than other department so the training need for sales department arises frequently. Along with sales training, corporate training is also conducted to teach corporate etiquette. Excel training is another common training for employees as everybody is accountable for their tasks and has to report frequently to their superiors using Microsoft Excel. Senior management also needs training to understand and cope with recent business trend. In that case sometimes Beacon Pharmaceuticals Ltd. sends their senior employees abroad to take special training from foreign expert trainer. 

Below are the training modules used to train and develop employees of Beacon Pharmaceuticals Ltd.

· On the Job Training
On the job training is a training that shows the employee how to perform the job and allows him or her to do it under the trainer’s supervision. On the job training is normally given by a senior employee or a manager to a junior employee. The employee is shown how to perform the job and allowed to do it under the supervision of superior. Beacon Pharmaceuticals Ltd. used this method regularly to improve employees working capabilities.

· Job Rotation
Job rotation is a training that requires an individual to teach several tasks from different departments. The trainee has to perform each job for a specified time period. In job rotation, individuals learn several different jobs within some work units or departments. One main advantages of job rotation is that it creates flexibilities in the departments. If one employee becomes absent another employee can easily perform that job. Sometimes this method is used in Beacon Pharmaceuticals Ltd. but not frequently.

· Apprenticeship Training
Apprenticeship training provides beginning worker with comprehensive training in the practical and theoretical expect of work required in a highly skilled occupation. Apprenticeship program combined of the job and classroom training to prepare worker for their required tasks. The month long training before joining is considered as apprenticeship training in Beacon Pharmaceuticals Ltd.

· Classroom Training
Classroom training is carried out off the job and possibly the most common teaching method. It is a powerful methods for conferring data rapidly to vast gatherings with constrained or no learning of subject being displayed. It is helpful for educating verifiable material, ideas standard different speculations .segment of introduction programs, some expects of apprenticeship preparing and wellbeing programs are normally displayed using some type of classroom guideline. More frequently however, classroom instruction is used for technical, professional and managerial employee. This method is mostly used in Beacon Pharmaceuticals Ltd.



5.3   Performance Appraisal Procedure
Performance appraisal is the method of evaluating workers previous work, initially for compensation, promotion and employee improvement purposes. It identifies, evaluates and develops employee performance to meet employee and organizational goals. Performance appraisal doesn't really use to fault or to give a disciplinary activity. Past administration hypotheses used to see execution examination as a stick that administration has acquainted with beat individuals. Performance evaluations are presently more cleared up and they focus on creating authoritative qualities and worker execution.

The general performance appraisal system of Beacon Pharmaceuticals Ltd. is primarily based on job description. The company follows a model named Success Through Effective Performance (STEP). In this model HR department along with concerned department discuss objective of every employee and sets the agreed target for each regular task. Weighting is given to each task and point is given to range of percentage of task completed. They consider 90 percent completion of task is required. Then the format is documented and distributed to that employee. So that it can remind the employees about required performance. This performance model is evaluated at the end of each year.   
The strategic human resource plans of Beacon Pharmaceuticals Ltd  pursues handiest approach like MBO to measure worker performance; they assume MBO is capable and exceptionally well known strategy of measuring taken as a whole performance appraisal. At the beginning set up honestly and exactly described statement of targets for the paintings to be completed by way of an employee and expand a motion plan indicating how these goals are to be carried out. At that point permit the employee to put in force the movement preparation and acquire remedial movement each time required. 

In spite of the fact that their MBO method could be very well-built, some elements have an effect on their worker performance evaluation machine which includes: first-class of hard work, quantity of labor, price manipulates, organizational target and for this Beacon Pharmaceuticals Ltd faces a few limitations like human biasness and communication gap.

5.4 Compensation and Rewards
· Gratuity Scheme
Beacon Pharmaceuticals Ltd. offers gratuity to its employees. The employee will get no. of year time’s basic salary as gratuity. To avail this employee must stay at least 3 years with Beacon Pharmaceuticals Ltd. If the employee stays 3 years then he or she will get 80 percent of the gratuity and if the employee stayed 5 years or more then he or she will get 100 percent of total gratuity. 


· Provident Fund
Every permanent employee of Beacon Pharmaceuticals Ltd. will be entitled for provident fund. 10 percent of basic salary of employee is taken for provident fund and another 10 percent will be added by the company. If the employee stayed 5 years or more then he or she will eligible for provident fund.

· Medical Facility
Beacon Pharmaceuticals Ltd. has group life insurance for all employees. The insurance premium is paid by the company. It will cover any death or loss of organ. The company does not provide directly any treatment cost for employees. But the company has a welfare fund. If someone faces challenges for any medical issues then the company will try to give a partial compensation.
 
· Festival Bonus
Beacon Pharmaceuticals Ltd offers 3 festival bonuses to employees who work at factory and 2 festival bonuses who worked in head office.

· Casual Leaves
Every employee gets 10 days of casual leave per year. They will not get more than 3 days casual leave at a time.

· Sick Leaves
Every employee gets 14 days of casual leave per year.

· Earned Leaves
Employees of Beacon Pharmaceuticals Ltd. get 30 days of earned leave each year. The employee will get the salary of unused days of earned leave.
 
· Maternity Leave
Beacon Pharmaceuticals Ltd. provides 4 months of maternity leave for female employee. At that time those employees get their monthly basic salary. 

5.5   Business Performance of Beacon Pharmaceuticals Ltd.
Beacon Pharmaceuticals Ltd. established in 2001. At that time the company did not have any strategic human capital planning process. They are planning strategically for last few years. They have many issues for that they were not doing as per their target. But they are doing very good now. Their sales revenue was 2.5 billion taka in 2016-17 fiscal years. They reported a 21.38% growth in sales from the year 2015-16 to 2016-17. Their net profit after tax was 61 million taka in 2016-17 and they reported a 59.25% growth from the last fiscal years. Beacon Pharmaceuticals Ltd. has a market share of 1% in Bangladesh but it is ranked 4th Bangladeshi company in exporting medicines. They are now exporting in 110 countries. So, they are enjoying a high performance in their business and according to the HR department of Beacon Pharmaceuticals Ltd. the growth excels when they introduced strategic human capital planning.

5.6   Recruitment and Selection Process of Square Pharmaceuticals Ltd.
The procedures of recruitment and selection process in Square Pharmaceuticals Ltd.  are generally driven by a desire to be fair. Careful consideration of policies and procedures may identify unnecessarily bureaucratic practices. From the beginning to end SPL follows a very systematic procedure which leads them to hire effective people. Human resource department of Square Pharmaceuticals Ltd. followed a three stage process to hire employees. Those are described below:

a. Announcement Stage
Every department prepares a budget of employee according to the requirements in their department. It may be at the beginning of the year or when vacancy is created or someone leaves one’s job. The budget depends on the number of manpower requisition.  After making employee budget they give a requisition to HRD mentoring specific number of employee they need. Moreover, job description, job specification and other requirements are mentioned here. Given application for post is verified, valid and justified through scrutiny whether the application is logical or not, if the HR department believes the requisition is rational it forwarded the recruitment process or else they send back the requisition letter to the concerned department to prove their need. After getting the authenticity of requisition, HRD gives a recommendation on it. The requisition must be approved by top management. When the requisition is approved they give advertisement in different ways to attract the probable employees. The means they use to attract the employees are: Newspaper, Job Sites, Websites, Sending mail to the existing employees. Candidates get 10 days to apply for the post. 

b. Selection Stage
From different means of media CVs are collected and piled up for initial screening. From here recruitment process ends and selection process starts. Most of the candidates are rejected in the initial screening time because of inferior quality. They arrange for a written (in 100) to get quality students from different private and public universities. Among them who get 50% number are selected for interview. After the written test every passed candidates get a chance to take part in the viva-voce. The viva-voce conducts into two parts. First one is preliminary and other is final. 
c. Recruitment Stage
Overall processes as well as the candidates are approved by the Approval Authority Medical checkup is mandatory for candidates. They are checked from Square Hospital on free of cost. Finally, the job is offered to the candidates and is introduced with the organization polices. Moreover, a negotiation of is occurred and asked the candidate whether he is agreed with the terms and conditions of the organization and the offered salary if so then is told to join as early as possible. If the employee is physically fit and agreed with all the terms and condition then the candidate is appointed finally.

5.7   Training and Development Process
5.7.1   Training
Human resource department of Square Pharmaceuticals Ltd. is seriously functioning on the constant training; development and comfort of its employees. Both in-house and outside organization training of employees are concomitant and ongoing process. For continuous monitoring and development, a highly scientific participatory Performance Management System (PMS) is in use for assessing employee need and appraising them once in each quarter of the year. Along with regular programs for HR Development SQUARE has number of Employee Relations Programs (ERP). There are many types of training method practiced at Square Pharmaceuticals. Those are as follows:

· Management Development Training
In Square, management development preparing is prearranged for directors and officials at their Corporate Headquarters, Dhaka Unit and Pabna Unit. Their own and understood asset people from home and abroad play out the preparation get together.

· Overseas Training
They send their employees to foreign places because of training program depending on accessibility of proper topics. Technical persons of their factories focus the factory assessment test in a number of components on the world for easy process of equipments.

· Field Forces Training & Development
Every year, a large number of Field Forces comprehensive their stimulation training program and attached to their individual markets and emerge at assessment in every month for progress.


· Field Forces Refresher Course
For updating product expertise and selling potential of field forces, Refresher Course is prepared in four special areas within every month.

· Territory Manager Training
Twice in each and every year, mid-stage managers on income take a part of the education application in the training program titled Sales Territory Management at a habitual basis.

· Distribution
Each 12 months a figure of distribution subordinate and statistics access operators is going underside stimulation education application immediately after initial recruitment. 

5.7.2   Development
The long term improvement of HR as particular from preparing for a particular occupation is of developing worry to HR branches of Square Pharmaceuticals Ltd .Throw the advancement of current representatives the office diminishes the organization's wards on procuring new specialists .if workers are produced appropriately the employment opportunities discovered toss HR arranging will probably be filled inside advancements and exchanges additionally indicate workers that they have a vocation not only a vocation. The representative advantages from expanded congruity in activities and from workers who fizzle a more noteworthy responsibility. HR division of Square Pharmaceuticals Ltd is likewise makes a powerful method to addresses a few difficulties including representative out of date quality, residential assorted variety, specialized difficulties utilizing positive activity an

5.8   Performance Appraisal Procedure
Square Pharmaceuticals Ltd. has following purposes of performance appraisal:
· To evaluate the past performance
· To find any needs for training
· To support develop employees
· To know about the skills within the company
· To set goals for future performance
· To recognize potential for promotion
· To offer legal & formal justification for employment decision
· To identify the hidden problems of the company

5.8.1   Approaches to Measuring Performance
There are various kind of method for measuring performance appraisal. But we get information that SQUARE uses only three type of performance method. These are at below:

· 360 Degree Feedback
One presently accepted technique of performance appraisal is called 360-degree feedback. With this method all related persons like manager, peer, suppliers or colleagues are advised to complete a survey. It will be a long but detailed survey to get accurate feedback.

· Experience Based
Square Pharmaceuticals Ltd. measures the performance of employee by experience. So, employees who served the company more years will get favor with those who served the company less years. 

5.9   Compensation and Rewards
· Gratuity Scheme
Square Pharmaceuticals Ltd. offers gratuity to its employees. The employee will get no. of year time’s basic salary as gratuity. To avail this employee must stay at least 7 years with Square Pharmaceuticals Ltd.

· Provident Fund
Every permanent employee of Square Pharmaceuticals Ltd. will be entitled for provident fund. 14 percent of basic salary of employee is taken for provident fund and the same will be added by the company. If the employee stayed 5 years or more then he or she will eligible for provident fund.

· Medical Facility
Square Pharmaceuticals Ltd. provides simple medical checkup and medicine to its permanent employees.

· Festival Bonus
Square Pharmaceuticals Ltd offers 3 festival bonuses to all employees who are permanent.


· Casual Leaves
Every employee gets 10 days of casual leave per year. They will not get more than 3 days casual leave at a time.

· Sick Leaves
Every employee gets 18 days of casual leave per year.

· Annual Leave
Employees of Square Pharmaceuticals Ltd. get 14 days of annual leave each year.

· Maternity Leave
Square Pharmaceuticals Ltd. provides 12 weeks maternity leave for female employee. At that time those employees get their monthly basic salary. 

5.10   Business Performance of Square Pharmaceuticals Ltd.
Square Pharmaceuticals Ltd. established in 1958 and is one of the oldest pharmaceutical companies in Bangladesh. Their people management procedure changes a lot over time.  They are countries one of the most successful companies. Their HR department follows strategic human capital planning for some years. The company enjoyed a very nice growth up to 2013-14. In recent years the company is maintain steady sales and profit.  Their sales revenue was 33 billion taka in 2016-17 fiscal years. They reported a few decrease in sales from the year 2015-16 to 2016-17. Their net profit after tax was 7 billion taka in 2016-17 and they reported a slight growth from the last fiscal years. According to HR department of Square Pharmaceuticals Ltd. strategic human capital planning is working for them well. Their strategy is contributing because their operating cost is diminishing and net profit is slightly increasing though sales revenue is steady. As their current human resource strategy worked for few years so, they are researching for new strategy to excel business performance.
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6.   Findings and Analysis
6.1   Comparative Analysis between Beacon Pharmaceuticals Ltd. & Square Pharmaceuticals Ltd.
Both Beacon Pharmaceuticals Ltd. and Square Pharmaceuticals Ltd. follow strategic human capital planning firmly. Both companies believe that this strategic planning help them achieving their organizational goals. 

Beacon Pharmaceuticals Ltd. start their recruitment process by identifying HR needs while and they are open to financial benefits for great candidates. Square at first fixed their budget before starting their recruitment process. Both companies cautiously justify the need for HR before starting the hiring process. Beacon pharmaceuticals focuses on their CV bank first before job advertising but Square go for job advertising directly.

Beacon arranges training programs before final selection where candidates have to pass but Square organizes training session after joining the candidates. Square has more scheduled training than Beacon. Square understand the training need from its long operational experiences while beacon every time try to find the training need. 

Both companies provide on the job and off the job training sessions for their employees. Beacon use Success Through Effective Performance (STEP) model in measuring employee performance while Square follows 360 degree model to evaluate employee performance. Beacon states that there is no biasness while evaluating employee performance as every task has quantitative requirement and agreed target. But Square reports there are few biasness works while measuring performance. 

Square provides gratuity after seven years but beacon provides gratuity after three years of job duration. Both the companies allows provident fund after five of job duration but Square deduct monthly for provident fund and add the same more than Beacon. Both the companies do not provide sufficient medical facilities to employees. Both companies provide 10 days casual leaves per year but square provide more sick leaves. Beacon provides 2 bonuses for head office staff and 3 bonuses for factory staff but Square provides 3 bonuses for all permanent employees. 







6.2   Findings
[bookmark: _GoBack]6.2.1   Recruitment and Selection
Both Beacon Pharmaceuticals Ltd. and Square Pharmaceuticals Ltd. follow a good recruitment and selection process as both of them has a long procedure to select and recruit employees. Beacon Pharmaceuticals provide a month long training to potential candidates which need to be passed to be selected. In this case Beacon gets a better chance to evaluate candidate’s knowledge, skills, aptitude and attitude. This strategy can be described as the growth of their revenue is better than Square Pharmaceuticals Ltd. in recent years which also supports the report of Katou and Budhwar (2007).

6.2.2   Training and Development
Both the company provides training to their employees but Square Pharmaceuticals Ltd. developed a structure to find the training need of their employees while Beacon recruited a person to find the need. The structured format for providing continuous training of square worked well as we can see that Square maintains growth in its revenue for many years and they are successful to stabilize their revenue in recent years. Aguinis and Kurt (2009) said claimed that training improves revenue and profitability and this findings also support their proclamation. 

6.2.3   Performance Appraisal
Performance appraisal process is highly concerned with employee motivation thus business success. Both the companies have different but good techniques to evaluate employee performance which supports that different organizations of same industry might have different evaluation strategies Colakoglu (2006). Between them Beacon formulated a nice approach named STEP which is much easier to measure performances of employees than the process of Square. Moreover Beacon’s process served as a reminder to every employee about company expectation on each of their tasks clearly. This measurement of performance also assists the explanation of Mullins (2013). In case of success, Beacon reported that they lower employee turnover rate recently that directly improved their productivity while Square reported a steady rate of productivity. 

6.2.4   Compensation and Rewards
Square Pharmaceuticals Ltd. has a good compensation and reward package for its employees compared to the industry and the company enjoyed nice growth up to near past and stable revenue in recent years that made them one of the best pharmaceuticals companies of Bangladesh. In contrast, Beacon Pharmaceuticals Ltd. improved their compensation and reward package significantly which in results, earned a very good growth in revenue recently. These outcomes follow the study of Banker (2001) where the linkage between employee incentives and higher profit were established. The employees of both companies state their satisfaction towards their company also.

6.2.5   Business Success 
Square Pharmaceuticals Ltd. is country’s one of the oldest and largest pharmaceutical company that holds 21.45% market share. They had nice growth rate but recently their revenue becomes steady for few years. The company has a good strategic human capital planning for many years and reaped the great success for it. Beacon Pharmaceuticals Ltd. is relatively new company which becomes country’s largest oncology medicine seller with around 1% of total market share. They recently focused on strategic human capital planning and got a very good result in great revenue growth, employee performance, satisfaction and retention.
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7.   Recommendations
· Both Beacon and Square should consider that strategic human capital planning does not imply for short run growth and performance rather it focuses on long term and sustainable business performance and growth. So, strategic planning should include a framework to continuously identify the scope of growth and improvement. According to the research of Ballantyne (2009) it is recommended that both the companies should consider that strategic recruitment is not the process of filling up the employee gap but the scope to employ the best candidates to achieve organizational goals.

· Two of the organizations should develop a training procedure to find the scope of continuous improvement of every individual employee as literatures from Aguinis and Kurt (2009) shows that training is directly related to the improvement of organizational performance.

· The companies should develop a performance appraisal process that measure the performance of employees and clearly provides appropriate feedback to all individuals. Joo (2011) insisted to provide performance feedback so that it becomes a learning event for employees. Both Beacon and Square should create a culture of evaluating employee performance fairly and without biasness so that all employees get motivated and dedicated for their company.

· Both the organizations should introduce regular incentive programs for their employees to boost the organization’s growth. The result of this program was clearly stated by Barringer (2005) where the study shows that rapid-growth companies provide their employees monetary incentives and stock choices. 
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8.   Conclusion
This study shows that strategic human resource planning is closely connected to business performance. The evaluation supported that the Bangladeshi organizations are adapting to strategic human resource planning practices, as a good sized variety of companies. It's far bound to make the organizational decision makers re-assume their techniques. As the adapting corporations to strategic human resource planning generate superior competitive benefits in Bangladesh, the conventional companies might have to formulate strategies to comprise the hr as their strategic additives in the coming days. It changed into found from the evaluation that strategic making plans and hr constructs cross in the identical route with better values for the determinants like adulthood, planning stage and human resource development availability. This without a doubt suggests to some of the smaller Bangladeshi corporations that care making plans and improvement of should assist them offset the size benefits of larger corporations. Alternatively, the organizational layout may be aligned better through the human resource development and strategic planning.
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9.   Appendices
9.1   Questionnaire
a. What are the steps you follow when planning strategic human resource?
b. How do you assess the current HR capabilities?
c. How do you forecast the HR requirements regularly?
d. Do you have specific procedure to analyze the gap between HR capabilities and requirements?
e. What is your organization’s recruitment and selection process?
f. How do you give training to your employees?
g. How do you evaluate employee performance?
h. What are the benefits (e.g. gratuity, PF, medical, bonus, leave) your employees get from your organizations?
i. How do you channelize the knowledge and expertise of your employees toward the success of your organization?
j. How do you measure the contribution of your employees in your organization?
k. Do you find any specific example of improving employee performance after implementing strategic human resource planning?
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