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Executive Summary
Avery Dennison Bangladesh is the leading organization in the industry of garments packaging
and labeling and it is being serving a huge range of customers for many years. This company is
not only providing its best services to the locally but also is an established brand internationally.
Behind being a successful company the employees of the organization have been playing a vital
role and the company also values its people the most. By working in the Human Resources
Division I have came across the whole talent acquisition process, incentive, compensation and
benefits system, general services and enormous training facilities that are provided to the human
capital of the company.
I have analyzed the whole Talent Acquisition Process of Avery Dennison, the rules, policies and
procedures of HR department regarding recruitment, and the evolving role of other departments
along with the integration of HR department in talent acquisition process and activities of talent
acquisition that are practiced in real business world aligning with the organizational strategy.
This report is a detailed representation of all the mentioned topics and contains a preliminary
discussion about Avery Dennison. This company is the market leader in the packaging and
labeling sector in Bangladesh.. In the overview part the vision, mission, core values, objectives,
efforts, products and services are described. The Talent Acquisition Process starting from the
requisition process to the offer process is described in an elaborate manner. In the finding and
analysis part I have discussed the whole assessment of the talent acquisition process from the
point of view of the people working in this company. The survey questionnaire includes the
answers of the questions in light of what they think about the talent acquisition process, what
they want to add or eliminate from it, how it is adding value to the organization and how this
process can be make more effective and efficient. Finally, I have tried to give some
recommendations from my learning that I have got from my day to day job at Avery Dennison
and from my university lectures as well.
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1.1 Background of the study:
For the successful completion of the Bachelor of Business Administration (BBA) program every
student of BRAC University must accomplish a three months of Internship program. The
Internship program refers to an attachment with an organization under the observation of a
supervisor in the organization. In addition a faculty from the university is also endorsed as an
advisor for each of the student who provides guidance, help and support to the student regarding
his/her learning process and repot preparation. I got the opportunity to do my internship in a
multinational company which is Paxar Bangladesh Limited, a subsidiary of Avery Dennison
Corporation. Under the proper guidance of my organizational supervisor, Mrs. Nazmun Nahar
(Senior Executive, Talent Acquisition), I have conducted my study on “Talent Acquisition
Process of Paxar/Avery Dennison Bangladesh”. My faculty supervisor Mr. Fairuz
Chowdhury, Lecturer-1 of BRAC University, also approved the topic and authorized me to
prepare this report as a part of the fulfillment of my internship requirement and gave me proper
guidance and assistance over time.

1.2 Objectives of the Study:


Broad Objective: The Broad or General Objective of this report is to have a thorough
understanding about the talent acquisition process and the employees‟ perception over it
which is supposed to contribute to the enhancement of the company.



Specific Objectives:
1. To understand current recruitment & selection process
2. To find out the multiplicity of the process imparted to the people in different
functional areas of the organization
3. To know the employees view and opinion about the process
4. To suggest some recommendations for the improvement
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1.3 Methodology:


Primary: The primary information is collected through face to face interview, observation
and by participating in the recruitment process directly along with a survey amongst the
employees of different departments.



Secondary: The secondary information collected from website, magazine, memorandum,
journals, internal database and some other relevant sources. Both primary and secondary data
sources were used to generate this report. Primary data sources are scheduled survey among
the employees of the different departments of the organization, informal discussion with
professionals‟ and observation while accomplishing day to day jobs. The secondary data
sources are website, different published reports, manuals, different publications of
“Paxar/Avery Dennison”

1.4 Scope of the study:
The report deals with the recruitment process in terms of theoretical point of view and the
practical use. The study will allow learning about the steps, process and procedures regarding
recruitment. The study will also help to learn the practical procedures followed by the leading
organizations. Moreover the study will help to differentiate between the practice and the theories
that direct to realize how the organization is recruiting. Lastly the report contains many
suggestions which will provide the opportunity to find out the ways to make the recruitment
process more effective and efficient.

1.5 Limitations of the study:
The main limitation of the study was the collection of information, because most of the
information was confidential. So neither the organization nor the employees want to disclose
those. It was also a biggest challenge as I have to make a complete qualitative research paper.
Moreover many of the employees form the different departments were not entirely aware of the
overall recruitment process which made the information collection process more difficult. Time
constraint was also a major challenge for preparing the report given by the organization because
besides preparing the report as an intern I had to work like an employee.
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2.1 Paxar/ Avery Dennison :
Paxar Corporation is a global leader in providing innovative merchandising systems for the retail
and apparel industry. It is doing business in more than 75 countries all over the world. In
Bangladesh it is operating as a subsidiary of Avery Dennison Corporation.
Avery Dennison was originally founded in Los Angeles, California, in 1935 as Kum Kleen
Products, a partnership of Mr. and Mrs. Ray Stanton Avery. The name was changed to Avery
Adhesives in 1937. In 1946, the company was incorporated as Avery Adhesive Label Corp., and
the name was subsequently changed to Avery Adhesive Products, Inc. in 1958 and to Avery
Products Corporation in 1964. The name was changed again to Avery International
Corporation in 1976, and it became Avery Dennison after the company merged with the
Dennison Manufacturing Company in 1990.
Avery Dennison Corporation (Avery Dennison) is engaged in the production of pressuresensitive materials, and a variety of tickets, tags, labels other converted products, and office and
consumer products. Some pressure-sensitive materials are sold to label printers and converters
that convert the materials into labels and other products through embossing, printing, stamping
and die-cutting. The Company operates in two segments: Pressure-sensitive Materials and Retail
Branding and Information Solutions. Some are sold by the Company in converted form as
printable media, tapes and reflective sheeting. It also manufactures and sells a variety of office
and consumer products, other converted products and items not involving pressure-sensitive
components, such as binders, organizing systems, markers, fasteners and business forms, as well
as tickets, tags, radio-frequency identification (RFID) inlays and labels, and imprinting
equipment and related services for retailers and apparel manufacturers.
PAXAR/AVERY DENNISON is generating new ideas, creating new products, making sales,
purchasing raw materials and components, producing goods and providing service to
Paxar/Avery Dennison‟s customer. Within the Distribution phase of the retail supply chain;
Paxar/Avery Dennison can handle Global Data Distribution, Security Solutions and Inventory
Tracking needs. And to the final sale at the Retail In-Store level, Paxar/Avery Dennison offers
Inventory Tracking System, Retail Control Systems, and Pricing Systems to meet the needs.
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As a global leader, Paxar/Avery Dennison always comes up with innovative merchandising
system for world known retailers. PAXAR/AVERY DANNISON objectives are to compete
aggressively but fairly, deliver one-stop shopping to its customers “from concept of check out”
and provide value to its shareholder. In Paxar/Avery Dennison everybody is treated as equal
irrespective of his or her job responsibilities and designations.

2.2 Vision, Values & Activities:
Vision:
At Avery Dennison, our businesses are unified by the shared vision of making brands more
inspiring and the world more intelligent. Throughout the world, we focus on making products
more engaging, brands more compelling, inventories more productive, information more
valuable and our surroundings more understandable. From apparel branding to food and
beverage packaging, building graphics and traffic safety signs, we play a powerful part in
everyday life.

Tagline:
To make every brand more inspiring and the world more intelligent.

Values:
Avery Dennison conducts their daily business according to six core values. These values are
described accordingly.


Integrity: It's never wrong to do right by a customer or employee. We put integrity,
standing behind our products, and the welfare of our employees ahead of all other issues.



Service: The deployment of Enterprise Lean Sigma demonstrates its power to inspire,
motivate and accelerate continuous improvement resulting in new ways to eliminate
waste, improve productivity and enhance customer service.



Teamwork: Avery Dennison has become an industry leader by promoting teamwork. We
are dedicated to helping our customers, our partners and ourselves succeed.
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Innovation: In 1935, Stan Avery built the first self-adhesive label-making machine in a
100-square-foot loft above a nursery in Los Angeles. This invention -- plus his invention
of the first die-cutting method, in-line machinery and rotary die --helped pioneer a new
industry.



Excellence: For the past 23 years, Avery Dennison's Leadership Excellence employee
awards program has recognized more than 550 employees for exemplary fulfillment of
the Company's strategic priorities of growth, productivity, people, values and ethics.



Community: Avery Dennison employee community teams in offices around the globe
identify and implement giving and volunteerism opportunities on a local level.

Activities:
Paxar/ Avery Dennison Corporation is a global leader in providing innovative merchandising
system to retailers and apparel manufacturers. The company‟s business includes the design,
manufacture and distribution of a wide variety of tags and labels, including bar-coded labels, as
well as printers and the associated suppliers for customers who prefer the flexibility of creating
labels and tags on an “as-needed” basis in their facilities. Paxar has core competencies that range
from graphic design to coating, weaving, and design of mechanical and electronic printers,
systems integration, and creation of software.

2.3 Locations of Avery Dennison:
Avery Dennison is now serving the major portion of the world by its distinguished. The location
of the company‟s customers is provided below:

Location Map of Avery Dennison
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2.4 Types of product:
Paxar/Avery Dennison is a part of the garments industry manufacturing the labels of the
garments. They are in the business of manufacturing different types of label
Litho
 Promotion
al tickets
 Swing
tickets
 Tickets
 Tags
 Inside card
 Over rider
 Hanger tag
 Book label
 Price ticket

Flexo
 Hook Label (HK)
 Hanger Label
(HL)
 Hanging
Promotional
Labels (HPL)
 Blank Transit
Label (TRL)
 Blank Unit Price
Label (UPC
Blank)

Rotary

Thermal

Woven

 Fabric Label or
Care Label
 Size Label
 Age Label
 Two Ups
 Book Style

 TRL
(Transit
Label)
 BEL (Box
End Labels)
 UPC
(Unique
Price
Labels)
 ONS
 Tags

 Damask Label
 Taffeta Label
(B&W
Background
Color)
 Satin Label

RFID: Apart from the above products there is a special product on which the company is a
global leader and the product is RFID (Radio Frequency Identification). As a global leader in
RFID, our track-and-trace technologies can help accelerate inventory process speeds, prevent
losses and improve efficiencies throughout the stages of our customers' supply chains.
Healthcare facilities, factories, libraries, airlines, retailers and document management services
are just a few of the industries that have enhanced the effectiveness of their operations with our
RFID solutions.
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Some Products of Avery Dennison
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2.5 Strength and Weakness of the organization:
The strength and weakness that helps the organization to draw the future plan of the business
entity. The company runs SWOT analysis to update the organizational strategy.

Strength:


Value & Ethics: Values and Ethics are strictly followed by the employees of Avery
Dennison. The terms are introduced with the consideration of the organizational
environment and structure.



RFID: As a global leader in RFID, its track-and-trace technologies can help accelerate
inventory process speeds, prevent losses and improve efficiencies throughout the stages
of our customers' supply chains.



Market Leader: Avery Dennison is the market leader in the respected sector in
Bangladesh. Almost all the top ranking local garments and branding textiles companies
are the dependent on PBL for their world standard service.

Weakness:


Documentation: In Bangladesh the local customers are willing to have an urgent
delivery with a short time period. But the company is not able to deliver the goods
without documentation with the system support. So sometimes the company loses the
local customers from their update services.



Time zone: Paxar Bangladesh Limited is interlinked with the practices of Avery
Dennison. Because of regional operational conflict they have to face difficulties reporting
with the parent company.
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2.6 An overview of the Department:
Avery Dennison has different activities around the world however in Bangladesh this company
basically operates on the foundation of RBIS (Retail Branding information Solution). All the
departments here work based on RBIS. There are several divisions among which the activities of
Avery Dennison are divided. The organization follows a horizontal hierarchy for the ease of
decision making process and minimization of complexity. Currently the functional departments
of Avery Dennison are Commercial, HR & Administration, Finance and IT. The Commercial
Division is consisted of five more departments such as Customer Service (CS), Factory Sales
(FS), RBO Sales, Global Product Development (GPD) and Technical Sales (TS). For a better
overview a précised organogram is given below:

Avery
Dennison

Commercial

CS

FS

RBO Sales

HR &
Administration

Finance

GPD

IT

TS

Organogram of Avery Dennison’s Functional Departments

Apart from these departments there are some sub units in each department. On the other hand the
organization has three different levels like Top level posts, Mid-level posts and Entry level posts
based on authority, responsibility, technical skills, qualifications, functional knowledge,
experience, expertise etc. that the position requires. As an Intern I used to work in the Talent
Acquisition and Learning & development under Human Resources & Administration
Department. Basically the department has two wings. One is Human Resource also known as
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core HR and another is Administration known as support HR. The core HR has three different
units- Talent Acquisition (TA), Learning & Development and HR Shared Services (HRSS).
Besides the Administration itself is an individual unit that looks after the facilities like arranging
transports, recreation, sports etc. The diagram of the HR & Admin is given below-

Talent Acquisition

Learning &
Development

HR Shared Services
(HRSS)

Administration

Human
Resources &
Administration

Diagram of HR & Admin in Avery Dennison

In Avery Dennison Mr. Ali Imran Syed possess the position of the Manager of Human Resources
& Administration Department who is known as the HR Business Partner (HRBP) in Bangladesh
and he directly report to Mr. Sourav Kumer who is director of HR is the whole South Asia. The
HR department of the City office report to Mr. Ali Imran Sayed. In the HR & Administration
team there are total seven people including me. The members are Mr. Ali Imran Sayed, Manager,
HR & Administration, Mr. Habib Hasan Chowdhury, Assistant Manager, HR Shared Services
(HRSS), Ms. Nazmun Nahar, Senior Executive, Talent Acquisition, Mr. Kazi Munir, Executive,
Administration, Ms. Tazin Rashid Borna, Senior Officer, HR Shares Services (HRSS) and Mr.
Tanvir Hasan, Senior Officer, Administration. Lastly I have been working in the position of
Intern as a helping hand of this team.
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3.1 Job Description:
Avery Dennison does not treat its interns as juniors or less important part of the organization but
this company treats its interns as important parts as well as employees of this firm. It provides
the opportunity to explore the real business & professional world to the interns of this
organization. It also offers learning by doing culture for interns. So as an intern of Talent
Acquisition and Learning & development in HR & Administration department I used do jobs that
are usually done by any other employees of the organization.
The basic job the position of Talent Acquisition is to collect CVs from different sources and
maintain the CV archive. Avery Dennison collects CVs through different sources such as
websites, personal references, online job portals, HR consultancy firms & head hunter agencies
and social medias (LinkedIn, Facebook) etc. The company maintains a healthy relationship with
different organizations which can be a potential CV source for its CV archive. Besides the
collection of CVs, the position is also required to maintain the CV archive by sorting those CVs
based on different criteria such as years of experiences, academic background, academic
institutions, academic results, areas of expertise and the position that the candidate will be
suitable for etc.
The second important job I have to do is to assist line manager Ms. Nazmun Nahar to prepare
possible candidate lists for different position through initial CV screening and make
appointments over the phone with candidates for different tests and interviews. Before making
the calls to the candidates I needed to schedule the possible date and time with different
departments along with the concerned HR personnel for the tests and interviews.
I have coordinated one of the most important assessments of Avery Dennison known as the
GOLD (Global Organizational Leadership Development) Program. Through this program
candidates from IUT, BUET, SUST and Different CA firms etc. are hired for Finance and
Operations Departments. I have assisted the evaluation of various stages needed to be held for
identifying the best suited candidates. I coordinated the written test, group discussions,
management games and interviews for facilitating the program more efficiently. The question
paper arrangement, contacting with the candidates via phone, sms and e-mails, group discussion
topic selection, management game material organizing and overall papers for evaluation were
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managed by me. Additionally I actively participated as a facilitator in the GOLD Program and
helped the Talent Acquisition Team to make this program successful with having daily regular
works. This program opened up as the best opportunity for me to learn and develop my practical
knowledge on HR activities.
In addition to that I also participated as coordinator of different training programs held in various
phases of time. Some of the astonishing trainings were Introductory Training on ORACLE
Software, Partnership for Involvement which was given to the senior and top level employees as
a simulation training of DDI and Factory Partnership Excellence which was conducted by the
Commercial Director for Bangladesh of Avery Dennison. These training programs gave me the
chance to implement my theoretical knowledge in reality and also provided me with the
opportunity to experience the simulations of the trainings practically.
Last but not the least I also assisted the Administration unit to arrange different programs such as
indoor games, increasing employees‟ facilities etc.
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4.1 Talent Acquisition (TA) Process:
At Avery Dennison, employees are at the heart of the business. The company understands the
value of each individual brings to the organization; believe in investing in the best people in the
industry. Recruitment philosophy is closely aligned to this principle and strives hard to recruit
the best talent for the business. As Avery Dennison is the market leader in the packaging and
labeling industry of Bangladesh, it follows a very specific, sophisticated and authentic process in
their recruitment. Each and every step in the recruitment process has its own justification and
validation. Every step is designed by upholding the international standard and all the steps are
required to find out the best suitable candidate to whom the job can be offered. The whole
recruitment process of Avery Dennison is elaborated below.
The recruitment process starts with the requisition. When there is a vacancy in the organization
because of the resignation of an employee the concern department sends a headcount requisition
form to the HR department specifically to the talent acquisition team. The headcount requisition
form defines how many employees the department needs and for which level. Apart from the
resignation there can be vacancies because of the organizational restructure, departmental
redesign, reshape in the divisions, termination of any employees, retirement or any new projects.
After receiving the requisition form from concerned department the recruitment process starts. In
Avery Dennison the recruitment process varies from different hierarchical levels and the
processes are described below.
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Requisition Process (RBIS):
HIRING MANAGER

TALENT ACQUISITION

HRBP

Fill in HC
Reconciliation and
Route to HRBP

Identify Open Vacancy
(Addition / Replacement)
Route JRF for approval
to GM Country /
Regional Authority

Fill the Requisition Form
JRF route it to HRSS

The GM / Regional
Authority Approve /
Disapprove position on
VE

HRSS

Conduct the Discovery
Meeting and Raise the
position on VE

Post JRF
approval route
to TA Focal

N
Approved
?
Y

Initiate Sourcing



Vacancy Creation & Approval

In order to hire a new / replacement resource, a requisition needs to be created and authorized.
The Recruitment process in Avery Dennison is managed by an online tracking system – Virtual
Edge (VE).
RBIS has a distinguished process for Requisition approval. Prior to raising a requisition in
Virtual Edge, following approval is needed:
1. Hiring Manager (HM) fills the Manpower Requisition Form and sends it to HRBP with a
copy to TA team.
2. HRBP works with HRSS to reconcile the Headcount and validate the requisition.
3. HRBPs work with HM to get Country GM‟s approval and send it back to TA.
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Discovery Meeting

Once the vacancy is approved, the TA team meets up with HM to discuss the hiring strategy for
the open position in question. The hiring strategy is discussed and agreed (this includes sourcing
approach, timelines, mode of interview, interview methodology & process etc) and the
requisition is subsequently raised in VE. During the Discovery Meeting, the various
competencies to evaluate the candidate for the open role are agreed upon. This is an important
step in the interview and selection process as this all applicants would be evaluated against these
competencies.


Raising the requisition in Virtual Edge
1. Once the MRF is approved the requisition is raised by TA team in VE. This is done by
filling out various details on the VE requisition page.
2. The Approval Workflow is created based on agreed approval process.
3. Once the last approver approves the requisition, the workflow is completed and the
requisition status goes from Pending approval to open. This is when the requisition is
considered „Open‟ for hiring. The TA team can then open it to various sourcing channels
& publish it to different job boards.
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Sourcing Process:
Once the requisition is „Open‟ and discovery meeting has been completed, the sourcing efforts
are initiated. Based on the JD, TA team starts sourcing resumes from various sourcing channels
like – Internal Talent (from within the organization), Employee Referrals, Job Portals, Social
Networking sites (LinkedIn, Facebook), Agencies etc. Talent Acquisition function is aligned to
the overall strategy of reducing cost for the firm and hire in the most efficient manner. To
achieve this, sourcing is initiated through low cost channels for a few weeks before reaching out
to agencies. As per the country laws Avery Dennison does not employ anyone below legal age
and all the resumes are processed in the system via Virtual Edge.


Process
1. All sourced profiles are checked for duplicity i.e. if they‟ve applied to AD in the past 6
months
2. The source validation is checked and the ownership is awarded to source.
3. All sourced profiles are screened for fitment based on JD by TA team.
4. The screened profiles are shared with HM for their inputs and if shortlisted, the applicant
is invited for interview.



Channels

Talent Acquisition function is aligned to the overall strategy of reducing cost for the firm and
hire in the most efficient manner. To achieve this, sourcing is initiated through low cost channels
for a few weeks before reaching out to agencies. TA function leverages following channels to
source profiles:
1. Internal talent pool
2. Employee Referral
3. Job Portal
4. Social Media (LinkedIn, Facebook)
5. Agencies
Once the alternate channels have been exhausted for the role, the TA Recruiter can open the
vacancy to Agencies with an approval from TA Country / Regional leader.
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Offer Process:
CANDIDATE

HIRING
MANAGER

TALENT ACQUISITION

HRBP

Ensure Reference Checks are
completed and positive
Forward salary
details and
Reference
check contact
details to TA
team

N
Accept?
Accept

Initiate Offer Discussions and ask for
salary documents from the candidate
Approve
salary
recommendat
ion of
shortlisted
candidate

Compensation Approval from HM,
HRBP & C & B (In case of Assistant
Manager & above)

Extend Offer to the candidate

Recommend
salary based
on TA focal
inputs on
expected
salary and
approve
salary break
up sheet

Y
TA focal initiates Pre on boarding
process with local HRSS and Admin
teams

The offer process of Avery Dennison is elaborated below:
1. Once an applicant is shortlisted in the interview process, 2 professional reference checks
are conducted by TA team. The professional reference checks are conducted with 2
references shared by the candidate from his professional network.
2. Upon reference checks being positive, the offer negotiation process is initiated – the
relevant documents are collated and the offer fitment sheet is created by TA team. If the
reference checks are negative, the TA team highlights the issue to TA Country Leader
and the Hiring Manager. In case it is decided to still proceed with this applicant (despite
of the negative reference), prior approval would need to be taken from Country HR
Director and Country Functional Head for the hiring business unit.
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3. The offer proposal is created in consultation with Hiring Manager and HRBP based on
the offer expectations and keeping in mind the internal parity and compensation
guidelines.
4. Before extending the offer, the TA Recruiter seeks approval from TA Country / Regional

leader for extending the offer. The TA Recruiter should have all steps completed in the
Offer Checklist. The offer approval matrix is shown below in a precise table.
Level
Trainee,
Executive,
Sr Executive
AM, DM,
Managers,
Sr Managers
Director

1st Approver
HRBP& HR
Director

2nd Approver
Functional
Director

3rd Approver
----

HRBP & HR
Director

Functional
Director

C&B

HR Director

Country Head

C&B

4th Approver

Regional
Head

5. The candidate is then extended a soft copy of the offer break up (appended below) by TA team.
6. The candidate responds to the offer with his decision. If the candidate accepts the offer, the TA
team liaises with HRSS team to generate the Appointment letter. In case the offer is turned down,
TA team gets into discussions with the candidate again.
7. The Appointment letter is sent to the candidate through email and courier and acceptance is
solicited.
8. A communication is sent to Hiring Manager, HRSS and HRBP informing them the status of the
requisition.



Pre On-boarding and On-boarding

Once the offer is accepted, TA team hands over the documents to HRSS team. The HRSS team
manages Pre on-boarding for the candidate and facilitate the process till DOJ.
1. TA team submits the relevant documents to HRSS as part of pre on-boarding process
(Checklist appended below)
2. The HRSS team initiates the pre on-boarding process for the candidate and contacts them
for Pre-employment medical checkup and Initiate New hire Resource centre process.
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Interview & Selection Process:
Once all applications are received and source ownership is established, the applicants are put
through the interview process to determine best fit for the open role. The interview process at
Avery Dennison is based on competency based assessment framework where an applicant‟s
fitment is determined by evaluating them on certain competencies required for the role. These
competencies are agreed upon in the Discovery Meeting earlier in the process when the
requisition is raised. There are 8 Leadership Principles and 6 Foundational competencies that a
prospective employee needs to possess in order to be successful at Avery Dennison.


Leadership Principles:
1. Think Big and Act Boldly
2. Focus on Customers & the Market
3. Provide Vision & Direction
4. Drive Action & Execution
5. Rally & Empower People
6. Collaborate Across Boundaries
7. Build Organizational Capability
8. Model Integrity & Social Responsibility



Foundational Competencies:
1. Adaptability
2. Business Acumen
3. Giving and Receiving Feedback
4. Influencing Others
5. Listening
6. Self Development

Each Leadership Principle or competency is measured by a situation or event that the candidate
must recall and describe. The situation or event, and the probing questions that follow, are
designed to help the Interviewer, determine how the applicant has performed in some important
situations related to the specified Leadership Principle or competency. The candidates are
evaluated basis the evidence they present in regards to the behavioral indicators.
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The interview methodology differs across levels as the skills and competency required is
different at different levels. Following matrix details the assessment technique deployed across
levels:
Responsibility
Talent
Acquisition

HRBP / HR
Director

Functional
Manager

Country Head

Regional
Manager

NA

Functional
Assessment

NA

NA

HR Assessment
(Select for
Success)

Functional
Assessment
(Competency
Based)

NA

Functional
Assessment
(Competency
Based)

Functional
Assessment
(Leadership
Principles and
Functional
Competency
Based)

Functional
Assessment
(Leadership
Principles and
Functional
Competency
Based)

Functional
Assessment
(Leadership
Principles and
Functional
Competency
Based)

HR Assessment
(Leadership
Principles)

Professional Level

Trainee, Executive,
Sr. Executive

Administer
Common
Aptitude Test
HR Assessment

AM, DM, Manager,
Sr. Manager

HR Assessment
(Select for
Success)

HR Assessment
(Leadership
Principles)

Director

Below the interview and selection of these different levels are defined through a flowchart.
1. Trainee, Executive, Sr. Executive:
CANDIDATE

TALENT ACQUISITION

Screened applicant
appears for the
interview

Common
Aptitude Test
N
N

Shortlist
ed?

HIRING MANAGER
Y

Shortlist?
N

HR
Assessment

Shortlist
Yed?

Y

Conduct Reference
Checks
Extend
Offer

Domain / Functional
Assessment

N

Positive?
Y

N

Conduct more ref
check and consult
with HM
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2. AM, DM, Manager, Sr. Manager:
CANDIDATE

TALENT ACQUISITION

Screened
applicant
appears for the
interview

HRBP

HR Assessment (HRBP & Talent
Acquisition) Competency Based
Assessment

HIRING
MANAGER
Domain
/
Y
Functional
Assessment
(Competency
Based)

Shortlist
ed?
N

N

Positive
?

Y

Conduct Reference
Checks

Shortlist
Y ed?

N

Extend
Offer
Conduct more ref
check and consult
with HM

3. Director / Functional Head:
CANDIDATE
Screened
applicant
appears for
the interview

TA LEADER

HR DIRECTOR

HR Assessment (HRBP & Talent
Acquisition) – Competency Based
Assessment

Conduct Reference Checks

Shortlist
ed?
N

COUNTRY
HEAD
Y

REGIONAL
HEAD

Domain / Functional Assessment
(Competency Based)

Y

Shortlisted?
Y

N

Positive?
Y

N
Extend Offer

Conduct more ref
check and consult with
HM, HR DIRECTOR
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Employee Referral:
Avery Dennison‟s Asia Pacific Employee Referral Program (ERP) is intended to identify
potential candidates from their existing employees' social networks. Employees are encouraged
& rewarded to identify highly qualified potential candidates and refer these individuals for
possible employment with Avery Dennison. When an eligible employee refers an eligible
candidate and the candidate is hired, the eligible employee receives a Referral Incentive Award
(RIA) under the terms of this Policy and the terms of the referral program that is in effect.
A candidate is termed & qualified as “Referral” when he / she satisfy the following conditions:


Is referred for an open Professional level position with Avery Dennison Asia Pacific



Is referred by an Eligible Employee



Has not submitted an application or resume to Avery Dennison Asia Pacific, including
independent submissions and referral submissions, within the six (6) months prior to the
date of the job posting or through a search firm within the twelve (12) months prior to the
date of the job posting



Complies with Avery Dennison Asia Pacific‟s on-line application procedures; and



Within the twelve (12) months prior to the date of the job posting, has not been an Avery
Dennison Asia Pacific employee, intern, temporary or leased employee, contractor, or
consultant.

If the referred candidate is offered the job and joins Avery Dennison, the employee will get the
RIA / referral amount within 3 months after the referred candidate commences employment with
Avery Dennison. Referral Incentive Award is USD 300 across all levels under Professional Staff.
“Professional Level” roles are classified under the following Peoplesoft codes.


Officer



Non-officer



Middle Management



Professional, Technical and Entry Level Managers



Office/Clerical



Sales
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Internal Job Posting (IJP):
Avery Dennison thoroughly believes in promoting internal talent from within the organization. A
framework has been designed to facilitate this process and increase opportunities for employees
to advance and develop in their careers. As part of this framework, an online portal called
jobs.averydennison.net has been developed which is a platform that offers visibility to all jobs
open across different geographies within Avery Dennison.


Eligibility:

Employees who are individual contributors and supervisors must have been in their current
positions for a minimum of 18 months and employees who are in manager or higher level roles
must have been in their current positions for a minimum of 24 months in order to apply for
internal job postings.


Application Process:
1. Avery Dennison has designed a program to increase opportunities for our employees to
advance and develop in their careers. An internet based job-posting site called
jobs.averydennison.net has been launched.
2. Job.averydennison.net makes it fast and easy for employees to find out about, and apply
for, jobs globally within Avery Dennison. This online career centre lets employees see
what jobs are available across the firm.



Application Steps:

1. Candidate discuss about his or her interest in the vacancy with the hiring manager
2. Advise the current manager if he or she is interested in applying for an internal vacancy
3. Prepare the cover letter for the role, update resume and submit application for the role by
clicking on the relevant job number.
4. The responsible local Talent team member will discuss his or her application and
suitability for the role with the current manager and hiring manager and will advise him
or her on next steps.
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Selection Process:

If a candidate is successful after an initial review of application, He or she will be required to
undergo the recruitment process for that specific role. The recruitment process for each role
varies but will be similar to recruitment process for an external applicant. The objective of the
selection process for a vacancy is for Avery Dennison to assess a candidate's merits and to select,
at its sole discretion, the strongest candidate for the position. Like an external candidate, an
internal applicant must meet the role requirements. Role requirements and expectations are
outlined in a role's job description and/or role scorecard. Internal applicants will be assessed on
criteria including but not limited to technical aptitude, experience and personal fit for the
position. Avery Dennison will also take into consideration:
1. The staff member's length of service in current role (this must be a minimum of 18 or 24
months, depending on seniority, in order to be considered)
2. Feedback from current manager on the employee and their performance
3. The business implications of the person leaving their current position. In some cases,
Avery Dennison‟s business priorities may not justify the person being able to move from
their current job.


Notifying Current Manager:

It is important to keep the Candidate‟s current manager in the loop if the candidate is interested
in applying for an internal vacancy. Keeping the current manager and the hiring manager
updated of his or her interests allows the recruitment process to run more efficiently. There will
be no ramifications if the application is unsuccessful. If as an internal applicant the candidate is
successful in applying for an internal vacancy, he or she will typically move to the new role
within 60 to 90 days. However, the exact date is to be agreed upon by his or her new and current
manager depending on the role and the business requirements of both teams.
The process flow for internal job posting is shown below by a flowchart.
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EMPLOYEE

TALENT ACQUISITION

HRBP

Interested to apply for
internal vacancy.

Receipt of application for all applicants via
VE, Send acknowledgement to applicants

Discuss the interest with
Current Manager &
HRBP.

Check Eligibility and discuss the impact of
movement with the current manager

Apply for the position
through online portal
jobs.averydennison.net .

Y

Eligible?

N

Run the interview
process

Update employee with
eligibility check results
Shortlisted?
Y

Inform the
employee via e-mail
of selection and
transfer process with
CC to HM, Current
Manager and HRBP

N

Inform the employee via email that the application
didn‟t qualify as per the
eligibility criteria with CC
to HRBP and Current
Manager

Initiate transfer and
completion in people
soft.

Employee will be moved to new
role within 60 days from
selection barring few exceptional
cases with proper approval.

25

5.1 Finding and Analysis:
A questionnaire was designed to identify about effectiveness of the Talent Acquisition process
that Avery Dennison follows. It contains 16 questions which were asked from the employees for
getting their responses. As the whole Talent Acquisition process is very confidential, all level of
employees do not access to it. As a result the sample population was limited to only 30 people
maximum from the top level and some from the mid level. The first few questions and their
analysis give an idea about the demographical information about the sample population. The
second part of the questionnaire elaborates the information that is related to the employees‟
opinion about the Talent Acquisition process of Avery Dennison and their perception towards
the changes they would like to see. Last but not the least the third part of the questionnaire
contains some open ended questions that describes the actual suggestions they had stated. These
open ended questions will be later on described in the recommendation part. Upon elaboration of
the findings the proper assessment of the Talent Acquisition process from the employees‟
perspective will be clearer. All the findings are discussed in tabulation, percentage and graphical
analysis and their interpretation. The first three findings of the questions give answers and an
overview of the demographical condition of the sample. Interpretation and graphical
representation of each finding along with a total demographical analysis has been discussed
elaborately below for a better understanding.

Gender analysis:

Variables

Male

Female

Total

Frequency

17

13

30

Percentage

57%

43%

100%
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Male

60.00%
40.00%

Female

20.00%
0.00%
Gender analysis of the respondents

Interpretation:
The above table and the chart show the representation of the gender of the surveyed employees.
Here, among all the 30 respondents 17 are male and rest of the 13 respondents are female which
clearly states that 57% of the sample population is male and 43% is female. Both the genders
have been considered here to have their opinions.

Analysis of age:

Variables

Below 21

21-25

26-30

31-35

36-Above

Total

Frequency

0

0

5

14

11

30

Percentage

0

0

17%

47%

37%

100%

60%
40%
20%
0%
Below 21

21-25

26-30

31-35
36- Above

Analysis of Age of the Respondents

27

Interpretation:
From the above table, it is seen that among the 30 respondents there were no employees who
were below 21 or 21-25 as majority of the respondents belongs to the top and mid level. As a
result of that 47% have their age in between 30-35. 37% of the respondents belong to the age
group of 36 years old or have their ages more than 36 and the rest of the 17% are from the age
group of 31-35. From the above statistics, we can see that majority of the employees are of 31-35
years old.

Analysis of the working position of the employees:

Variables

Entry Level

Mid Level

Top Level

Total

Frequency

0

9

21

30

Percentage

0

53%

47%

100%

Top Level
Mid Level
Entry Level
0.00%

10.00%

20.00%

30.00%

40.00%

50.00%

60.00%

70.00%

80.00%

Analysis of the Working Position of the Employees

Interpretation:
During the survey the working position of the employees were also taken in to account so that
proper opinions can be collected. Here we can see that the positions are divided in to three broad
categories which are Entry Level, Mid Level and Top Level. If we go through the table and also
have a look at the chart we can see that majority of the surveyed employees belong to the Top
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Level Group as in 70% that means more than half of the employees belong to this group where
as the Entry Level employees are none as mentioned above the process is confidential. On the
other hand the Mid Level possesses the 30% of the total sample.

Overall demographical analysis of the survey:
Demographic factors not only represent a population‟s different aspects but also possess an
impact on how the population will behave towards a specific thing. So for this reason in this
research having an idea on the demographic conditions of the sample population is important.
Among many demographic factors three have been given preferences in this research and those
are Gender, Age and Working Position of the employees in Avery Dennison. From the finding of
the demographical factors we can see that there is a balance of both genders. Though this factor
does not have any impact on the evaluation process of the Talent Acquisition system of the
company, a record of the gender always becomes the demographical factor in any survey. If we
consider the age of the employees we can find that majority of the employees are mid-aged who
belong to age group of 31-35. This signifies that Avery Dennison always recruits people who
have enough experience to make proper decisions regarding critical issues so that the efficient
growth of the organization can be ensured. Because of this reason the major portion of the
surveyed employees was from the Top Level as they make the policies and procedures of whole
organization.
From this section the analysis of the second part of the questionnaire will be carrying on. The
next few questions will focus on the perception and opinion of the employees about the overall
Talent Acquisition process of Avery Dennison. The findings are also elaborated with tabulation,
percentage analysis, graphical representation and interpretation of individual finding.

Do you find the current Talent Acquisition process effective and efficient?

Variables

Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

Total

Frequency

7

12

6

5

0

30

Percentage

23%

40%

20%

17%

0

100%
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Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree
0

0.05

0.1

0.15

0.2

0.25

0.3

0.35

0.4

Do you find the current Talent Acquisition process effective and efficient?

Interpretation:
The above mentioned table and the diagram show the percentage of people who gave their
opinion about the efficiency and the effectiveness of the current Talent Acquisition process of
Avery Dennison. In this statistics we can see that the major portion of the employees with 40%
have agreed that the statement whereas 23% strongly agreed. There was no employee who
strongly opposed to this statement however 17% of the employees did not agree about this.
Another significant proportion of the sample of 20% remained neutral.

Do you think the Talent Acquisition process should be internal?

Variables

Strongly Agree Agree

Neutral

Disagree Strongly

Total

Disagree
Frequency

0

0

3

25

2

30

Percentage

0

0

10%

83%

7%

100%

30

90%
80%
70%
60%
50%
40%
30%
20%
10%
0%
Strongly Agree

Agree

Neutral

Disagree

Strongly Disagree

Do you think the Talent Acquisition process should be internal?

Interpretation:
If we go through the table and the chart we can clearly find that 90% of the employees disagree
with the fact that the recruitment process should be internal among which 83% disagree and 7%
strongly disagree with this. However 30% of the employees remained neutral regarding this fact.

Do you think the Talent Acquisition process should be external?

Variables

Strongly Agree Agree

Neutral

Disagree Strongly

Total

Disagree
Frequency

1

3

15

8

3

30

Percentage

3%

10%

50%

27%

10%

100%

31

50%
40%
30%
20%
10%
0%
Strongly Agree

Agree

Neutral

Disagree

Strongly
Disagree

Do you think the Talent Acquisition process should be external?

Interpretation:
Here we can see unlike the previous statement the half of the employees remained neutral with
50% while they were asked whether the Talent Acquisition process should be external. However
apart from the people who had no comments a significant portion of employees that means 37%
of the employees said that they would not suggest for the recruitment process should be totally
external. In the contrary 13% said it should be external.

Do you think the Talent Acquisition process should be mixed (internal & external)?

Variables

Strongly Agree Agree

Neutral

Disagree Strongly

Total

Disagree
Frequency

22

5

3

0

0

30

Percentage

73%

17%

10%

0

0

100%

32

80%
60%
73%

40%

17%

20%

10%
0%

0%

0%
Strongly Agree

Agree

Neutral
Disagree
Strongly Disagree

Do you think the Talent Acquisition process should be mixed (internal & external)?

Interpretation:
Here we can see that majority of the employees find the recruitment process should be mixed.
73% strongly agreed that the recruitment process should be both internal and external whereas
17% people simply agreed to that. Only 10% people remained neutral and there were no
employee disagreed to the statement.

Do you think other media should be added alongside the current ones for vacancy
advertisements?

Variables

Strongly Agree Agree

Neutral

Disagree Strongly

Total

Disagree
Frequency

2

4

18

5

1

30

Percentage

7%

13%

60%

17%

3%

100%

33

Strongly Disagree
3%

Strongly Agree
7%

Disagree
17%

Agree
13%

Neutral
60%

Do you think other media should be added alongside the current ones for vacancy advertisements?

Interpretation:
While the employees were asked whether there should be more media that could be added with
the current ones 60% people remained neutral. On the other hand there were 17% employees
who disagreed with the fact and 3% strongly disagreed. Only 20% people agreed on the fact of
adding new media for vacancy advertisements.

Do you find any changes in the Talent Acquisition process of Avery Dennison from
time to time?

Variables

Strongly

Agree

Neutral

Disagree

Agree

Strongly

Total

Disagree

Frequency

3

6

19

2

0

30

Percentage

10%

20%

63%

7%

0

100%

34

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree
0%

10%

20%

30%

40%

50%

60%

70%

Do you find any changes on the Talent Acquisition process of Avery Dennison from time to time?

Interpretation:
From the table and the chart we can see that 30% of the employees find changes from time to
time in the Talent Acquisition process of Avery Dennison. On the other hand only 7% people
disagreed to the fact. However a significant portion of the employees with 63% remained neutral
on the statement.

Do you think the involvement of the respected departments should be increased in
the Talent Acquisition process?

Variables

Strongly Agree Agree

Neutral

Disagree Strongly

Total

Disagree
Frequency

10

16

2

2

0

30

Percentage

33%

53%

7%

7%

0

100%

35

60%
50%
40%
30%
20%
10%
0%
Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

Do you think the involvement of the respected departments should be increased in the Talent Acquisition
process?

Interpretation:
From the above mentioned table and chart it is clear that while the employees were asked
whether they think that other departments should be involved in the recruitment process 86% of
the employees agreed to that among which 33% strongly agreed. On the contrary only 7%
disagreed to the fact and another 7% remained neutral. There was no employee who strongly
disagreed to that.

Do you think that the Talent Acquisition process is lengthy, time consuming and
costly?

Variables

Strongly Agree

Agree

Neutral

Disagree

Strongly

Total

Disagree
Frequency

6

10

5

08

01

30

Percentage

20%

33%

17%

27%

3%

100%

36

Strongly Agree
Agree
Neutral
Disagree
Strongly Disagree
0%

5%

10%

15%

20%

25%

30%

35%

Do you think that the Talent Acquisition process is lengthy, time consuming and costly?

Interpretation:
The table and the chart are the representations of the surveyed employees‟ opinions on the
length, time consumption and cost. Here we can see that more than half of the employees which
is 55% agreed to the fact that the Talent Acquisition process of Avery Dennison is lengthy, time
consuming and costly. Among the 55% employees 20% strongly agreed while only 30%
employees disagreed with the statement. On the other 17% employees remained neutral with not
having any agreements or disagreements.

Do you think the Talent Acquisition process is relevant and transparent?

Variables

Strongly Agree Agree

Neutral

Disagree Strongly

Total

Disagree
Frequency

4

15

8

2

1

30

Percentage

13%

50%

27%

7%

3%

100%

37

Disagree
7%

Strongly Disagree
3%

Strongly Agree
13%

Neutral
27%
Agree
50%

Do you think that the Talent Acquisition process is relevant and transparent?

Interpretation:
Here from the mentioned table and graph it is clear that majority of the employees with 50%
agrees to the fact that the recruitment process is relevant and transparent. 13% of the employees
strongly agree to this while 27% of the employees remained neutral with no specific opinion. On
the other hand 7% employees think that the recruitment process is not relevant and transparent
where 3% strongly disagreed.

A whole analysis of the employees’ opinion about the Talent Acquisition process of
Avery Dennison:
The second part of the survey is basically the main part that focuses on the agreement,
disagreement and the perceptions of the employees on the Talent Acquisition process of Avery
Dennison. These nine questions were asked from the employees on the basis of five dimensions
which are Strongly Agree, Agree, Neutral, Disagree, and Strongly Disagree. In each and every
question among this nine, some people agreed, some disagreed and some remained neutral
having no comments.
The first question was asked to know whether the current talent acquisition process that Avery
Dennison is using effective and efficient. Here majority of the employees agreed to the fact
whereas the second significant portion remained neutral. This states that the majority employees
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are satisfied with the current recruitment process. But there were some employees who were not
contented and wanted some changes in the process. The next three questions aim to discover the
fact about the employees‟ perspective about whether the recruitment process should be internal,
external or a mixture of both. When the employees were asked about this majority of them
denied about the fact that the recruitment process should be either internal or external. Rather
they suggested that the recruitment process should be a mixed approach of both internal and
external. If we give a look at the statistics of tables we can find out that, 90% employees
disagreed with internal recruitment process while no particular employee agreed to this. So here
the majority people were against the statement. Additionally, 13% people agreed to the fact that
the recruitment process should be external whereas 37% disagreed to this. However half of the
employees with 50% people remained neutral. But while they were asked about the talent
acquisition process to be both internal and external 90% people agreed to this. It clearly states
the fact that the highest portion of the employees suggests that the recruitment process should be
a mixture of internal and external approach. The next question was asked to know whether the
current media that are being used to vacancy advertisements are enough. Here the larger portion
of the employees agreed to the fact that new media should be added along with the current ones
with only a few people disagreed to the fact. The following question was asked to know the
employees‟ perspective on the changes of the recruitment process in time to time. The table and
the chart state that the majority employees found changes in the recruitment process according to
the course of time however 63% people remained neutral and 30% agreed. While the employees
were asked about the involvement of the respected departments should be increased or not the
significant of the people agreed with 86% whereas 33% strongly agreed and only 7% people
disagreed. This clearly implies that the employees wants the other departments where the
recruitment would be taking place should be involved in the process besides only Human
Resource Department.
The next two questions were asked to know about the quality of the recruitment process. The
questions were asked on the transparency, cost, length, relevance and time consumption. Here
the 55% of the surveyed employees agreed to the fact that the recruitment process is lengthy,
time consuming and costly while only 30% people disagreed. But more than half of the people
said that the talent acquisition process is relevant and transparent. From these nine questions we
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can see that there are some limited flaws of the process with some positive sides that Avery
Dennison currently follows.
In the following part there will be four open ended questions that were asked to the employees to
know about the actual suggestions they provided with. The answers of these questions are taken
as suggestions and are stated in the recommendation part.
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6.1 Recommendations:
The report has been analyzed to get to know the employees‟ perspectives and opinions about the
current talent acquisition process of Avery Dennison. This report explains the total assessment of
the talent acquisition process that the company is currently following. It has been mentioned
before that this process of Avery Dennison is one of the international standards. If we go through
the tables, statistics, graphs and analysis we can see that there are both flaws and positive sides
of the process. However there is nothing called best hence this talent acquisition process also
needs some improvements for which an elaborated list of recommendations has been stated. The
recommendations are basically given in light of every finding from the point of view of the
employees yet some general suggestions are also stated.


If we look at the recruitment process of the leading organizations we can see that Assessment
Centre is one of the crucial parts. There are many elements like case studies, group
discussions, presentation etc. not only help the HR to find the eligible candidates but also
make a recruitment process more efficient. While the employees were asked about any
changes they would like to suggest majority of the employees said that assessment centre
should be included in the current recruitment process for each level of recruitment rather not
limiting it to the GOLD hiring process only.



Another important test that could be added to the recruitment process of Avery Dennison is
Personality or Behavior test so that person-job match and person-organization match can be
ensured. Though from the interviews with HR and concerned departments both can be known
however the personality test gives more authentic result. Moreover this test will also help the
organization to determine what kind of training could be given to the employees in necessary
situations. Furthermore these results can be used in succession planning of the company.



Automation of the recruitment process and less paper works should be ensured. The IQ tests,
Functional tests etc. can be taken electronically so that paper work can be reduced.
Furthermore, the resumes and the interview evaluation forms that are printed for the
interviewers in the interview boards can be provided in a computerized way rather than
delivering them in printed forms. This will not only reduce the paper works but also signifies
the company‟s goodwill, professionalism, efficiency and also reduce cost.
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In Avery Dennison currently multiple days are allocated for taking individual interviews and
the time for decision making in recruitment process is lengthy. For most of the positions
there are more or less three interviews take place and all these interviews are done in
different days with long time constrains. Moreover the decision making also takes longer
period of time and sometime for one position the completion of all the steps takes more than
one month. So in these cases all the interview of one position can be taken in one day or
consecutive days and the decision making of the selection of candidates should made more
spontaneous.



Biasness, reference from higher authority, showoff or eye wash interviews should be
eliminated. These are very rare cases however happen sometimes. Because of the reference
from the higher authority there remains a chance to overlook many potential candidates.
Besides, in case of the internal recruitments or transfers of the employees from one
department to another, management has pre-selected candidates. But to follow the
organizational policy eye wash interviews take place. These sorts of practices should be
eliminated as through this the efficiency of the recruitment process diminishes and
impression of the organization on the rejected applicant becomes negative.



The background check of the employees should be ensured so that the transparency of the
recruitment process remains unhampered. It is very necessary for each and every
organization to conduct a background check of the newly hired employees. This will not only
eliminates candidates with bad past records, criminal records etc. but also increased the
company goodwill.



There should be a proper timing for requisition of recruitment of the employees. The
concerned departments should give at least 10 days to HR to announce the vacancy, shortlist
the candidates and process the whole recruitment efficiently.



Apart from only Linked In, other social media can be used for the advertisement of the
vacant positions such as Facebook, Twitter etc. There could be a formal Facebook page of
Avery Dennison Career where all the external job postings can be advertised as majority of
the people use this social media for news updates. This will boost up the efficiency of the
hiring process, ensure high potential candidates and will work as a cost effective source
vacancy announcement.
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Last but not the least another important step that should be added to the talent acquisition process
is to provide feedback to the rejected employees. This practice is done only for the top level
hiring but for the entry level and mid level there is no such approach. The rejected applicants
should be contacted to inform them about the causes of rejection and how to improve the
lacking. It will be helpful for the candidates and the company as the applicants would know their
inefficiencies and the organization would become more professional.
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7.1 Conclusion:
Avery Dennison one of the successful multinational companies in Bangladesh that has earned its
success in short course of time. This is the leading organization in the Labeling and Packaging
industry of the country that is serving millions of customers globally with its level best services.
The human capital is the main asset for the company and The Human Resource Division plays an
important role in the success of the organization and this department ensures hiring right people
for the right positions of each department with attractive remuneration and motivation. In this
report I have worked on the Talent Acquisition Process of Avery Dennison. It has been
mentioned before that the hiring process of the company is based on international standards for
which potentials candidate recruitment and selection is taking place. However, there were 30
employees of top and mid levels were surveyed to have their opinion on the recruitment process.
In the study a notable number of findings were obtained based on which the company can do
better in terms of the recruitment process. Here we can see that majority of the employees said
that the recruitment process should be a blend of internal and external approach. Moreover they
have also said that there could be other media that can be added with the current media used for
vacancy advertisement. Additionally they also encouraged the view of involving the concerned
departments in the recruitment process. There were many employees who think that the process
is time consuming, lengthy and costly however majority of the employees found the process
relevant and transparent. They have also suggested that there should be personality test, online
tests, less paper work, assessment centre for each and every level hiring etc. and some important
information gathering system like background check, reference check etc should be implemented
effectively.
Through this study I have been able to understand about the practical knowledge of recruiting
people in big organizations and how the employees can motivate the company to change the
process positively. This report has helped me to get a thorough idea about working
professionally and this will help me to grow in my future endeavor. In brief it can be said that
despite of having some flaws in their recruitment system Avery Dennison is following one of the
effective ways to recruit people and working on this report has also enabled to discover the
actual scenario of the professional environment.
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Questionnaire
The following is a questionnaire on the topic titled “Talent Acquisition Process of Avery
Dennison”. The survey basically tries to identify and assess the competence of the recruitment
process. Please take some time form your busy schedule (max 5 minutes) to fill up this
questionnaire. The survey is intended for academic purpose along with the fulfillment of the
successful completion of my Internship.
1. Gender :
a) Male

b) Female

2. Age :
a) Below 21

b) 21-25

3. Position :
a) Top Level

c) 26-30

b) Mid Level

d) 31-35

e) 36-above

c) Entry Level

4. Do you think current Talent Acquisition Process is effective and efficient?
a) Strongly Agree
b) Agree
c) Neutral
d) Disagree e) Strongly Disagree
5. Do you think Talent Acquisition Process should be internal?
a) Strongly Agree
b) Agree
c) Neutral
d) Disagree

e) Strongly Disagree

6. Do you think the Talent Acquisition Process should be external?
a) Strongly Agree
b) Agree
c) Neutral
d) Disagree e) Strongly Disagree
7. Do you think the Talent Acquisition Process should be mixed (internal & external)?
a) Strongly Agree
b) Agree
c) Neutral
d) Disagree e) Strongly Disagree
8. Do you think of other media should be added alongside the current ones for vacancy
advertisements?
a) Strongly Agree
b) Agree
c) Neutral
d) Disagree e) Strongly Disagree
9. Do you find any changes in the Talent Acquisition Process of Avery Dennison from
time to time?
a) Strongly Agree
b) Agree
c) Neutral
d) Disagree e) Strongly Disagree
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10. Do you think the involvement of the respected departments should be increased in
the recruitment process?
a) Strongly Agree
b) Agree
c) Neutral
d) Disagree e) Strongly Disagree
11. Do you think the Talent Acquisition Process is lengthy, time consuming and costly?
a) Strongly Agree
b) Agree
c) Neutral
d) Disagree e) Strongly Disagree
12. Do you think the Talent Acquisition Process is relevant and transparent?
a) Strongly Agree
b) Agree
c) Neutral
d) Disagree e) Strongly Disagree
13. What step/steps do you think that need to be changed in the Talent acquisition
process?

14. What step/steps do you think that need to be added in the Talent acquisition
process?

15. What step/steps do you think that need to be eliminated from the Talent acquisition
process?

16. What step/steps do you think is necessary to remove the current flaws in the Talent
acquisition process?

Thank You
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