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Executive Summary

The Internship report draws a clear portrait of my internship experience at BRAC, Human
Resource Division, aligning the academic knowledge and organizational experience that I have
received. Human Resource is a subject that has gone through various changes throughout its
inception. My aim with the report was to illustrate the effective transformation of e-recruitment
in Bangladesh through the experience I have received from BRAC. The organizational overview
gives a brief description of BRAC’s profile. The main body of the report highlights the
integration of the human resource recruitment plan along with technology to address the current
trend of contemporary business innovation. The research part shows the impact that
E-recruitment has created to influence the intention of generation z and millennials to pursue
their jobs in Bangladesh. Different methods of statistical tools were used to support and prove
the reliability of my study. Additionally, the study has potentials to help HR Practitioners
understand the current perception of the candidates who shows high potential and interest in the
Bangladesh work force. Overall, the organization is also expected to find new methods of

technology adaption.
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Chapter 1: Overview of Internship

1.1 Student Information:

Name: Farzana Yeasmin
Student ID: 18104215
Program: Bachelors of Business Administration

Major: Human Resource Management and Computer Information Management

1.2 Internship Information:

1.2.1 Company Details

Period: 12™ July, 2022 — 12™ September, 2022
Company Name: BRAC
Department/Division: Recruitment, HRD

Address: 75 Mohakhali, BRAC Centre, Dhaka-1212

1.2.2 Internship Company Supervisor’s Information

Name: S.M Ashikul Bari

Position: Senior Manager, Recruitment, Human Resource Division, BRAC.
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1.2.3 Job Scope

My positioning as an intern was in the Human Resources Division’s Recruitment Team. My job
responsibilities mainly were to coordinate with the recruitment team on a regular basis and
proactively assist them to identify their future hiring needs. I was given access to the official job
portals and career sites in order to source potential talents from the instructed channels as per the
requirement of the programmes & enterprises. My responsibility also includes assisting the HR
team while conducting various recruitment events, CV screening, communicating with
candidates and coordinating the interview boards. The HR team also gave me the opportunity to
conduct briefing session to candidates during assessment exams. During assisting the interview
sessions, I was also directed to maintain liaison with program heads. I also assisted the hiring
manager by arranging employee profile through the recruitment process until the deployment
during onboarding. One of the most important duties were to manage the preserve CV’s for
recruitment purposes. I was also taught to comply by the safeguarding policy and spread the
awareness. In addition, I had the opportunity to explore the human resources division and the

concerned program divisions.

1.3 Internship Outcomes:

1.3.1 Student’s contribution to the company

During my internship period at Brac, I had a numerous remarkable endowment as an intern that
has added value to the Recruitment Team. I have conducted initial screening for 41 different
positions starting from — Branch officer, Field officer, Associate officer, Manager, Deputy
Manager, Senior Manager, Program Head, Program Director (categorized as Grade 3 — 9). My
contribution was to total 11 programmes. of the For each of the positions, in average I had to
skim through 1200 CVs’. I have assisted the team for all 3 categories of recruitment — regular,
service and contractual. I have assisted the Microfinance program for the Bulk recruitment of
Credit Officer by creating the attendance database and invigilating during exam at BLC. I have
prepared the assessment sheets for assisting the interview board. During the written assessment I
also assisted my team by suggestion safeguarding questions, codding copies and marking them
before they were sent to the concerned programmes. During on-boarding I was entrusted to
complete the onboarding process through collecting and arranging deployment, joining,

appointment letter, health insurance and candidate profiles document for record keeping. I have
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also taken part in the career fest hosted at Brac University and encouraged students to look
forward for opportunities. The Talent Management Team from HRD also invited me to the
assessment training of the Divisional Heads. Overall, I had a major input in the recruitment

process of the Human Resource Division.

1.3.2 Benefits to the Student

Working in the largest NGO in the world has definitely benefited my career in a promising
manner. As an HR enthusiast and majoring in Human Resource Management and Computer
Information system I had the perfect placing where I was able to gain hands on experience in the
blending of HR and Technology. The recruitment team constantly worked in the e-recruitment
portal and all the data were managed digitally. I have learned about the daily HR operations and
general HR activities which has groomed me to peruse my future career. Over the period of 3
months, this internship has evolved me both professionally and personally. My skills to
communicate, negotiate, decision-making, team working, leadership and agility has been

sharpened.

1.3.3 Problems/Difficulties

My internship tenure was full of different opportunities and scopes for self-development but
unfortunately due to the third wave of Covid I had to face challenges to attend work properly,
during the period BRAC was very supportive because my supervisor and team members always
stayed updated with my condition. Apart from the post pandemic scenario, BRAC has one of the

safest environments where o1 felt empowered to work as a woman.

1.3.4 Recommendations

BRAC has given me the opportunity to explore my area of concentration. My team was
supportive towards my activities and always gave me meaningful suggestions for improvements
in future. I had almost no hurdle to complete my internship. A recommendation, that might
benefit the company for future internships is to conduct monthly intern meeting to know their
updates, progress and difficulties. The internship unit can also offer a free online course where
they teach interns about the company profile. The interns can also be offered to give
opportunities to go to field visit through different programs. Despite the given conditions, BRAC

has been extensively warm and supportive to me.
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Chapter 2 : Organization Part

2.1 Introduction

Bangladesh was born in the year 1971, the air was full with patriotism weaving people from
different parts of the nation to build the new country. 70 million people had lost their homes
facing challenges against famine, livelihood, home & infrastructure. With a vision to stand by the
destitute people Sir Fazle Hasan Abed emerged the initiative to start BRAC. Brac started its
journey in the northern Bangladesh - Sullah. People necessary to make the change happen were
instantly identified as stakeholders, believer and leaders. Brac started to work for the root causes
of all the social issues that aroused and not just the symptoms. Fighting Poverty and hunger led
Brac to reach its long-term development ideation. Brac did not limit themselves to one area
anymore, they spread their programs of health, education, agriculture & livelihood in a large

holistic manner.

Brac’s focus is to change the inequality that persists in the society. Brac works as a catalyst to
create opportunities for the underprivileged to help them realize their potential. Brac was born in
Bangladesh and was self-sustainable in its motherland through the network it has created of

social enterprises and investments.

Sir Fazle Hasan Abed’s conviction of dignity and value towards human beings has defined the
organization. The workings of Brac had started in the rural communities with the believe that
people most close to the challenges are the one also close to the solutions. Brac recruits’ people
as staffs and volunteers who are ready to embark the change for a better future. The development
programme are carried through long term engagement and interventions. The impact of the
programmes are measured through continuous research and monitoring. The report will focus on

depicting the Core elements of Brac to make change happen, which are:

e Speed & rigor of the programmes
e Human resource planning

e Addressing the catalyst of changes
e Frugal innovations of technology

e Financial and Marketing Approaches
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2.2 Overview of the Company

Brac is a non-profit development organization based in Bangladesh. Till date, Brac is the largest
and most successful collaboration network of a group of social welfare activities and businesses
in the World. In 2020, Brac has been ranked as the number one NGO in the world for five times
in a row. Brac creates opportunities to catalyze a change that creates an impact in the human eco
-system where the people living in the most vulnerable and marginalized portion of the society
can achieve a chance to grab the control of the life they leave at stake. In other words, elevation
of poverty and empowerment of the poor is the center of all the holistic development approaches

Brac takes to create a change.

BRAC ACROSS THE WORLD

3 : Asia
o Affiliates .ot C " Afghanistan
Netherlands . Bangladesh
< “.  USA L @e - Mnanmlar
i | : ‘ ‘ e epa
I:I:ﬁ: y oK ) .2 Philippines
Rwanda ° 4
Sierra Leone
South Sudan
Tanzania
Uganda

Figure 1: BRAC across the world
At present, Brac is operating their welfare programs across 60,000 villages in 64 districts of
Bangladesh, reaching approximately 75% of the population. Across Asia and Africa Brac has
reached over 130 million of people. In present, Brac is working with over 100,000 people, the
work has reached global responses too. Approximately 14 million people were reached for ultra
poverty programme, 15 million have also graduated. Over 8 million microfiche clients have

received 4.7 billion loans. A total of 374,503 development projects were completed.
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VISION

A world free from all forms of exploitation and discrimination
whereeveryone has the opportunity to realise their potential.

MISSION

Our mission is to empower people and communities in
situations of poverty, illiteracy, disease, and social injustice.
Cur interventions aim to achieve large scale, positive
changes through economic and socialprogrammes that
enable men and women to realise their potential.

VALUES

ntegrity
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2.2.2 Core DNA of BRAC
BRAC: BUILDING A BETTER WORLD

SOCIAL DEVELOPMENT

Advance social revolution through
eight sustaining programmes

HUMANITARIAN RESPONSE

Take actions against the natural and
manmade disasters caused over the

country

SOCIAL ENTERPRISES

Create a significant impact by
responding to the social changes

INVESTMENTS

A giant network of investments that
help Brac family strive towards
accomplishing the goal of self-
sustainability.

BRAC UNIVERSITY

An mitiation for a functional elite
response that aims to change systems by
unleashing the minds trapped in poverty
and dizgcrim ination.

BRAC INTERNATIONAL

Netherlands nonprofit foundation to
govermn and manage the BRAC entities
which are outside Bangladesh.

AFFILIATES

BRAC USA & BRAC UK
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2.2.3 Organization Highlights

2020-2021 Bangladesh at a Glance:

usSD -
101,396 5.09 billion 8.18 million

households ) . total clients
graduated from dlsbur.sed in loans reached with
ultra-poverty (an increase of financial services

21% from 2018)

19,681 656,531

people supported young people placed people sensitized
with skills, jobs in jobs (9,850 on safe migration

and decent work women, 1,274 people and returnee

interventions with disabilities, 39 reintegration
transgender people)

160,581

64,314
children and 11 2,963

748,679

Students from

adolescents registered people in BRAC Schools
in temporary learning hard-to-reach accessed learning
centers in the regions received opportunities
Rohingya refugee healthcare

camps

o 489,559 3,144,441
63 Million children aged 3-5 children, young
people reached years accessed people and adults
with prevention early childhood (55% female) had
and protection development and pre- access to leamning
Information primary programmes opportunities

DURING COVID-19

980,086 2 million 79,585

. people, including members of women-
;;eoplle n 402 0 men and boys, led community-

U[fjt_a" S “"_‘:t med reached through level institutions

0 |e5hreg| ?rt gender integration participated in local
rough a real-time e power structures

monitoring system

Contributed in

240,094 73,71 6 climate detecting over [ 2%

people accessed vulnerable households of tuberculosis cases

safely-managed supported in building (211,164)
sanitation resilience to climate and §6% of malaria
facilities change impacts. cases (1 1 .353}
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2.3 Management Practices

2.3.1 BRAC Safeguarding Framework

Brac’s management practices are centered towards the safety and wellbeing of everyone Brac
works with — employees, stakeholders, members, staffs, volunteers & donors. Since the inception
of 2018, BRAC has introduced the safeguarding framework; a compliance that ensures

safeguarding measures are strictly maintained across all levels of the organization.

policies,

procedures and
culture

Brac has introduced the safeguarding policy as a standalone measure to address any issues of
harassment, abuse and protection of children/adolescents through preventing workplace bullying

and violence. At present, there are 6 safeguarding standards (showed in the above figure) that is

practiced at Brac for safe reporting. The procedure is applicable for everyone.
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2.3.2 BRAC Human Resource Division (HRD)

BRAC Human Resource Division plays a dominant as the lifeblood of the organization. The

department has 70 staffs currently working in 8 different departments of the division, the core

departments are listed below:

L.

II.
I11.
IV.
V.
VL
VIIL
VIIL

Recruitment & Selection
Compensation & Benefit
Talent Management
Reward & Recognition
HR Business Partners
Payroll

HR Operations

Separation & Grievance

2.3.3 Human Resource Planning

Human Resources Department is engaged in the management of employees entering the

organization. HR Department are responsible for attracting and recruiting the best possible

personnel based on merit and capability and that the recruitment process and is free from all sort

of biasness and discrimination. The recruitment is completed through the E-recruitment portal of

BRAC.

.

as
g ‘\
BR@Careers

Q Enter keyword(s) or location

Figure 5 : BRAC Recruitment Platform
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2.3.4 E-Recruitment & Selection Process

E-Recruitment Process:

As per programme , functions requirement HRBP will raise the staff requisition through
e-recruitment portal, along with an attached descriptive JD.

After a careful assessment, ED / Sr. Director People & Culture / GM HR; will approve
the staff requisition through e-recruitment portal

After receiving the approved requisition responsible Recruitment lead will assign the
requisition to the responsible recruiter.

After reviewing and evaluating the requirements given in the attached JD, recruiter will
discuss the recruitment plan with the respective hiring manager and based on the
discussion, the recruiter will create a plan in the e-recruitment portal.

After creating the plan in the system, recruiter will share the plan through e-recruitment
portal and/ or share the plan link with the hiring manager through email.

Recruiter will check the budget availability for the job advertisement through the
e-recruitment portal and on-air the job advertisement or not.

If any staff gets separated (dismissal / resignation / discontinuation / termination / layoft /
retrenchment) within 3 months of joining, then re-requisition can be generated against
that position as a replacement through system (without any new approval). This approved

requisition will be valid for next six months.

E-Recruitment Plan and Lead Time:

Overall recruitment plan and timeline will be shared with the hiring manager prior to start
the recruitment process.

After starting the recruitment process, the concern recruiter should discuss with the hiring
manager regarding their expectations from the said position.

Need to fix the weightage of the assessment prior to start any process.

Assessment Weightage:

Weightage for the written test / Interview / any assessments needs to be fixed as below:

26



11.

iii.

Cut off score needs to be fixed by the hiring manager prior to the assessment
through email. (i.e. passing mark for written test / Interview will be 30 out of 60
or 20 out of 60)

Weightage percentage can be another form for the assessment which also needs to
be fixed prior to the assessment (i.e. the candidate needs to score individually in
all the decided assessment sections — Interview / Written / Presentation, etc)
Minimum percentage of passing score can also be a deciding factor to take the

candidate to the next level of assessment (i.e: 30% or 50%)

Assessment Communications:

11

1il.

1v.

Above mentioned process should be discussed with the hiring manager and the
agreed assessment weightage needs to be acknowledged through email.

If any programme has less than 30% female staff in any particular grade, then it
should be communicated to the hiring managers in the initial communication
through email.

Responsible recruiter will share at least 30% female CVs for any position in any
grade.

Lead time for recruitment (depending on the initial discussion with the hiring
manager) as below:

Executive Director / Senior Director People & Culture has a discretion for any
exceptions in the recruitment / hiring process which should be taken by the

responsible HRBPs.

Job Advertisement

a) With Ad:

1.

1l

Internal Advertisement: The job advertisement will be published only for
the internal staff through email announcement.
External Advertisement: Recruiter can post the job ad in external media. I.e.

BRAC Careers, Bdjobs, Linkdin, Social Media, etc.
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b) Without Ad:

1. Single Sourced Candidate Approval: Programme might nominate any individual

candidate for any certain hiring till a certain grade.

ii.

1il.

1v.

For grade 01 to 07 concern HRBP / Programme will take the necessary
approval from concern Director and Senior Director People & Culture.

For grade 08 and above, concern HRBP / Prgramme will take the necessary
approval from Executive Director.

Collected / Sourced Profiles Only: If any programme wants to interview
certain CVs without advertisement, the concern HRBP will take approval
from Senior Director People & Culture / GM HR (as and when necessary).
After receiving the approval, the concern recruiter will collect the nominated
CVs shared by the programme.

Concern recruiter will match the CVs with the required criteria, if the
requirement is met, the recruiter will add the nominated CVs for the further

recruitment process.

2. Direct On-Board: After receiving the requisition, recruitment can be done without

advertisement and interview. Concern HRBP will take an approval from the concern

director and HRBP / Prgramme will take approval from the Executive Director.

3. Internal Mobility & Promotion: This process of recruitment will be per internal

mobility and promotion policy.

CV Sourcing

After receiving the requisition, respective recruiter may collect CV

from the below channels,

i

Applied: Candidates might apply through Career portal, Bdjobs, LinkedIn, email

or any other relevant careers site.
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ii.  Internal Application through portal / email:

a) During applying for the position through email, internal staff should send
their application through email to internal@brac.net by keeping their line
manager in Cc.

b) Application of any internal staff will not be accepted if the line manager is
not kept in the email Cc, while the staff is applying.

iii. Referred by Programme: Any programme can refer CVs for any ongoing
vacancies to the recruiters.

iv.  Employee Referral: For grade 06 and above “Employee Referral” will be sent
through internal communications by the recruiter. Referral CV sharing address is

referral@brac.net from where recruiters can collect the relevant CVs.

v.  Headhunter: For hiring any critical position, recruiter might source CVs from the
enlisted headhunters.

vi.  CV Bank: Recruiter can source CVs from the CV bank.

vii.  Sourced by recruiter: Recruiter can source the CVs from their network,
University Alumni, Personal LinkedIn, Social Media Groups, University Page,
etc.

viii.  Career events: From career fair, Road Show, etc recruiters can collect CVs for

their ongoing vacancies.

Screening Criteria:

a) Recruiter will match the requisition as mentioned below:
1. Minimum year of experience
b) Below criteria might be matched decided by the recruiter’s expertise:
ii.  Minimum education level
1ii.  Relevant organization / industry
iv.  Any professional certifications that may add value to the role
v.  Location preferences / worked before (Mobility check)

vi.  Other skills and competencies
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CV Sharing with the Programme:

a) After matching the required criteria, the respective recruiter will send the
shortlisted CVs to the hiring manager through e-recruitment portal / email /

hard copy and also notify the same through email.

CV Receive from Programme:

a) Hiring manager will review and shortlist the CVs and share the same with the
recruiter through e-recruitment portal / email / hard copy.

b) Hiring manager may add any additional profiles in this stage, however the
CVs must be matched with the requirements and finally vetted by the
recruiter.

¢) After receiving the shortlisted CVs from the programme recruiter will arrange

the next phase.

Selection Process:
Skill Assessment & 1° Interview:

Depending on the importance of the position, any of the following skill assessment techniques

can be applied:

a) Skill Assessment can be done with the below components,
i. Personality Test: Any situational based questions that reflects the

candidate’s personal attributes, i.e., Leadership, Empathy, etc.

ii. Analytical Ability: This test will call attention to the critical thinking
ability and the problem-solving attitude of a candidate.

iii. Aptitude Test: This test is designed to show results on a person’s special
skills and abilities.

iv. Psychometric Test: This assessment will examine an individual’s
capabilities and preferences, if the candidate is fit for the role and the

organization.
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b) Written Test: Written test for the subject related questions can be collected

from the hiring manager / programme.

1.

il.

iil.

1v.

The recruiter can also create the questions if s/he has the subject related
expertise.

Written test must contain safeguarding / gender sensitive question which
will be created by the recruiter.

Recruiter has the full authority finalize the question.

Recruiter will take a final approval from the supervisor.

c) Assessment Center: This assessment type might contain the following steps;

il.
1il.

1v.

V.

Vil.

Role play

Open Group Discussion

Case study

FGD (Focus group discussion)
Debate / Negotiation

In-tray / E-tray exercise

Presentation, etc.

Scoring System of Written Test:

11.

1ii.

iv.

The assessment answer scripts will be shared with the hiring manger
through coding and the hiring manager will give score on the subject
related questions.

The respective recruiter will give score on the safeguarding / gender
related questions.

Based on the consolidated scoring the candidate will move to the next
level.

Minimum pass mark for any written test and safeguarding is 30%.

Candidate needs to score the pass mark individually in both the segments.
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However, hiring manger and recruiter can decide the minimum passing

score for the written test, not less than 30%.

a) Process of 1% Interview / Final Interview:

ii.

1il.

1v.

Vi.

Vil.

Viil.

1X.

Finally, shortlisted candidates will be communicated to appear for the 1*
interview. However, qualified candidates from the skill assessment or written test
will be called for 1* level interview as well.

Interview board will consist of 3 (three) members: 1(one) representative from HR,
I(one) / maximum 2 (two) members from concern program / department and
I(one) from cross functional program or department.

For HR it should be equivalent Grade / above, for 3™ programme it should be an
above grade.

If 3 programme is not available GM HR can wave the

If interview assessor can agree on the marks, individual marks will be given and
highest scorer will be proceeded to the next stage.

If there are more than one interviewer from the programme / department then only
one person will give the marking for interview.

Interview board will jointly decide to finalize or shortlist the candidates and
complete the interview assessment in e-recruitment portal.

In case of system error or any unavoidable situation, the interview assessment can
be done manually.

In case of FO placement, the female and person with disabilities will be asked to
share their convenient workstation preference (name minimum three district or

PS) in the interview board.

b) Process Final Interview:
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As per discussion with the programme, recruiter will set up a Final Interview for
the selected / shortlisted candidates with the programme head / Director (if/when
needed)

For grade 7 and above interview with the Programme Director is mandatory.
Grade 8 and above must interview with the ED

Can omit on approval

Salary Negotiation & Offer:

Upon receiving positive feedback from the referees as well as the from the filled up

‘Selt-Disclosure Form’ by the candidate, the recruiter will negotiate the Compensation & Benefit

package with the selected candidate and will place offer over e-mail.

Process of New Staff Joining:

Joining Formalities:

Respective Recruiter will raise requisition for logistic support (Laptop, SIM, ID &
Business Card) to the admin department within 3 days from the date of offer
accepted by the newly selected employee.

Admin department will ensure regarding logistic requirement availability through
mail with the respective recruiter, 5 (five) days before of the newly selected
employee’s joining.

The newly selected staff will send the scan copies of following documents to the

respective recruiter, 7 (seven) days before from the date of their joining —

o Experience Letter from the past employer (if applicable)
o Release Letter (if applicable)

o National ID Card

o All Academic Certificates

o Photograph of new joiner & nominee
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o Blood group report

Regret Letter: Regret letter needs to be sent to the not selected candidates by 5 working days

after the final interview
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2.4 Marketing Ventures and Service offering

As a non-governmental organization Brac has a remarkable discipline of social marketing in
order to improve the life of people. The marketing objective is not a lucrative purpose rather a
social promotion. Brac seeks to influence the population to help raise awareness for an important
cause. The enterprises under Brac strives to achieve the right balance between financial
increment and social return, so that the targeted bottom line can be doubled/tripled. The three

ethos of social entrepreneurship are: People, Planet and Profit.

2.4.1 Brac Enterprises

In Bangladesh, 75% of the people
living under the poverty line earn
USD2 per day.

BRAC
recycle@

handmade paper

BRAC Social Enterprises empowers
these individuals to participate in
economic progression by establishing
linkage across the wvale chain and
ensure marketing coverage. 65,000
artisans, 50,000 farmers, 2,200
insemination staffs are included in
the vast production centers

BRAC [
cold storage kg

- BRAC
sericulture

L) -

:
i

The result of the social marketing
includes inclusion of the ecosystem
that improves conditions of the

»i
3

producers and consumers of the
country.

s
il

A
~artificial
insemination
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2.4.2 Social Development Programmes

Brac has total 16 programs that are not only serving the population for social cause but also
working as the programmatic interventions associated with total 72 indicators. Among 17 SDG’s
Brac has successfully reached 11 of them. Over the span of 5 years Brac has spent BDT 434,443
million to support the SDGs.

Eliminating extreme poverty Expanding financial choices

e Ultra-poor graduation » Microfinance
+ Integrated development

Gender equality Universal access to healthcare

« Gender justice and diversity + Health, nutrition and
« Social empowerment and population
legal protection « Water, sanitation and
« Strengthening Bangladesh's hygiene
RMG sector
Employable skills for decent work Climate change and emergencies
« Skills development « Climate change
+ Migration « Disaster risk management

Pro-poor urban development Investing in the next generation

 Urban development « Education
« Youth platform
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2.5 Financials

Revenue Expenditure 2020 vs 2019

Cormmunity

Sel-inancing. 3.6% contribution, 0,6%
B Revenue Expenditure 2020 Revenue Expenditure 2019 —‘ r
—
Developmeant grant,
136.5 . Social enterprises 175.7 l—
Social smerprise,
13.6%
63.6 I Health programme 50.3
5.7 I HCMP h4.4 Microfinance, 65,5%
Education
27.2 I programme 253
Social Developmnet
18.3 UPG 23.9 enterprise, programme,
14.9% | 22.7%
7.7 SDP 9.0 ’
6.0 WASH 4.1
3.4 HRLS 41
3.3 CEP 3.3
37.0 Others 293 Microfinance,
: 63.1%
Figre SE D Figars W ARARNG B Ravenun
Contribution of BRAC to Government Exchequer
2020 2019
Particulars BDT [ uUsD BDT [ USsSD
Income tax deduction at scurce by the third 830,938,692 9,898,019 589,404,897 7,020,904
parties
Tax deduction at source from third parties 246,804,087 2,939,894 301,933,035 3,596,582
Income tax deduction at scurce from staff salary 128,959,202 1,536,143 144,154,648 1,717,149
VAT collection from customers 759,630,223 9,048,803  1,089,904,075 12,744,539
Import duty paid 356,067,379 4,241,422 280,692,982 3,343,573
Total 2,322,399,583 27,664,081 2,386,089,636 28,422,747

Tadbka S50 Tabde " ARASIC 7
Coriirabahion Exchegiaer
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Statement of Income and Expenditure Converted lo USD

BRAC

For the year anded 31 Decembsr 2020
{Not part of audited financial statemeants)

Particulars

usD

Income

Lol grants

Social enterprisas

M ".,ll"' o RN

Sall-inancing social devalapmean! prodrammea
Irrvesimenl irncome

[}:llh‘llli'd', GO rl s

Hosss proparty

Total ncorme

Expenditure

Social anterprisas

Mcro Inance rogramma

o propirty

Agricullune and Tood securly

CoOmmunity AMpowarnmant programeme
Eohscalion Programima

Gender, justica and drarily

Heallh programm

HTEn rights and |El;;a| il ds i
Pdlicy advocacy

Watar, sanitation and Pyglena peogrammme
LINFE e Fogranyme

Forcibly-chspdaced Myanmar nationals
Dinaslar agarmant and Clhmate ¢ |||_|“;_jll
Skillz davalopmean! programimea

MGFRION [ OO aiT e

Social developmeni programma

Cihar davalopmant projacts

Cirania

Total experndilure

- "
:I|IJ|III'I'_I.'.IIIIII'.I‘: of InComes caad axpandilurs

Burplug ol incoms o axpandilura
biaikores 1ol on

Taxalion

Mel surplus for the year

14, 5A3, 363 308
12,003,481,553
57.851 318,797
1,312,981,108
1,778,027 416
54, 588,015

B0, 285,238

173.714,870
142,883,816
084, 733,070
15.840,087
27, V9 0
8. 725,408

1,075, 404

13,855,431, 903
18, 727,388,548
88, B0, 222 004
1.111,125.520
200,683 63T
1.000, 187,362

82,583,666

165,043,858
188,254, 186
a7 7,282,037
13.235,563
2,300,514
11,813,848

1, TURE, B

87, 064,063,435

1,048,053, 1606

88,853,613,043

1,070,322,067

11,458, 448, 1896
51.016.336,051
48,481,510
1,831.785
273,287 107

S OCARUY e F SO
117,768,034
5,342 438,682
288, W65, 657
47,000,250

BO3 134 O30

A5 100,285
4,337,9092,3683
WA a71.740
BB B27.314
288 443 423
a0 567,987
1,385,680, 586
81,862,720

136,503, 254
BOT, 608,060
553,800
23,01
3,255,358
27,208 330
402 BaAT
83,838,318
.3. 42,116
558,860
5.003,.258
18.287. 067

4,670,241
7.738.265
3,435,885
B. 773,888
16,627,631

|, 008,327

14, 751,216,995
30,900,043,348
48,186 418
16,385,453
278,518,843

2.120 220 Gy

7 008,360,500
568,977,441
217,008, 78R
754,954 _BOT
285,545,874
227, 182,085
280,816,247
238,338,307

175,714,318
475,380,630
540,083
185,181
3,320,586
28,327,201
1,408,484
50,338,510
1,068,815
637,664
4,071,140
273 023, 298
54,424,984
2,508,370
8,882,811
3.163,143
2,708, 1568
15,256,884
2,815,228

80,800,032, 722

862,478,055

71, 769,740,589

854,910,549

7.184,080,713

A8.A75.113

{8,083 872 444

215,412 417

7.184,030,713

881,152,028

85,575,113

[11,808,457)

18,083,872, 444

728, D00, D00

215,412 417

8 BR3. T4

6,192.878.685

73,768,650

17,354, 672,444

206,728,677

Exchange rate; 1 LISD - BDT 83,85 as on December 31, 2020

Table SEC Table \* ARABIC 2
Income Statement 2020
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BRAC

Siatement of Financial Position Converted to USD
As ot 31 December 2020

(Not part of audited financial statements)

Particulars

2018

BDT

BDT

usD

Assels

Cash and bank balances

Advanca, deposis and prepayments
Irveniories

Cranta and sccounts recelvalls
Microfinance loans

Mator eyila loans

Investmants in sacurities and olhars
IMvestments in related undertakings
Praperty, plant and ecuiprment

[Mtangible assets

Total assels

Liabilities and nel assels

Liabilities

Liabilities for expenses and malerials
Bank overdrafa

Term loans

hambers' savings deposits

Grants recelved in advances
Defmrred grant incormm

Diher long term labilities

Prowigion ior Tasation
Total Lisbilities
Met assets

Unrastrictad

Tampararily restricted

Total liabilities and net assels

Exchange rate: 1 USD - BDT 83.85 as on Decembar 31, 2020

A, 83, 580, 0
12,042.885.6831
8,254 883 552
2,821,240 342
286,777.136.804
64,433,780
867,600,000
33,805,855, 505
20,082.5611,843
153,518,231

394,603, 561,460

377,668,050
143,450,812
74.608,440
33,806,108
3.416.048,835
767,528
10,334,723
402 6BT @75
230,330,034

| HZH HH

4,700,450,355

24,032,522, 474
10,720, 783,501
8,088,080,877
3,334, 745,791
243,887 850,556
85,182,350
2,207 430,874
31,207 Bhi 474
19,274,246,460
112,407,918

341,152,348,073

286,271,858
127,704,508
72,661,674
30,722,880
2.8068,348.428
1,014,788
26,284,581
372,818,835
228,601,877
|, ihdH, LaEH

4,063, 756,360

18,480,033.518
R T
48,211,122, Wl
128,885, 885,387
2,931,581,0309
1,448, BEH B7
17,208,822, 473
5,551, HUH, 106

210,883,163
372,387,808
ard 283,778
1, D, A W
34,920,580
16,067,527
204 986,560
B, 133,380

13,807 568,153
27.883,483,383
i4,532,.426,404
87,008,031, 994
2,112,020,638
894,027,190
17,070,707 618
i, 580,748,075

165,645,778
32,262,818
530,463 688
1,155,521,525
25,158,078
B.287.148
203,343,748
64,326,834

253,870,923,438

140,251,056, 314

481,581,742

3,024,072,811

1, B0, 549 BIS 7

5

36,531

207,766,091,465

132,803, 772,867
481,581,742

2,474,889,714

1. 509,130,771
5,738,531

{40, 732,638,080

TR T,

133,386,354 608

1. OHH, BIE, A

394,603, 561,480

4,700,450,330

341,152,346,073

4,063, 756,360
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2.6 Operations Management and Information System Practices

BRAC HRIS

The Human Resources Information System designs and modulates all the HR software’s that

combines a number of portals to ensure a secured database management of the human resources.
EDMS

Employee Database Management System tracks, manages and stores the real time data of the
staffs. The HR is responsible to keep track of the records and manage the employee data. EDMS

helps the HR to automatically organize and secure data and ensure productivity efficiency.
HRP

Human Resources Portal shows the real time data of the internal employees across the
organization. HRP ensures productivity through enabling the HR manage operations while

streamlining networking among employees.
ERP

Enterprise Resource Planning Software is one the most important technology used by recruiters
to mediate the information of the newly joined employees. The inputs are generally given in
real-time. ERP keeps track of employee’s general information — education, experiences, health

insurance, current positioning, salary etc.
MY BRAC

My Brac Application includes various day to day information such as Attendance, Loan, Salary

information’s about the current staff. Also, the offerings and services that are given to the staffs.
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2.7 Industry and Competitive Analysis
2.7.1 Swot Analysis

Strengths Weakness

* Strong brand equity * Limited ROI

» First mover advantage + Transition of authority

» Diverse program portfolio » Government bureaucracy
» Strong relationship with donors * Gaps in collaboration with

+ Ethical managing regulations programs
Opportunities Threats
* Growth in adjacent markets * Operating protectionism risk
+ Access to international talent o * Short-term integration strategies
+ Changing technology landscape * Increased cost of raw materials
+ Social media growth and logistics
» Consumer disposable income * New entrants of competitors

Figure 10 : SWOT Analysis for BRAC

Strengths

Brac holds a strong brand equity in the market as a recognized brand both domestically and
globally. As an NGO in Bangladesh Brac also has the first mover advantage contributing its
growth in economy, innovation, social enterprises, development and micro-finance. The diverse
program portfolio of the organization has successfully attracted a significant number of donors.
Brac nurtures a very strong relationship with all its stakeholders as well as affiliations. The

continuous management of the ethical regulations as empowered the organization highly.
Weakness

Although Brac is a non-profit organization, the post pandemic economic condition had a
backlash on Brac’s ROI. The balance sheets are proven to be stable but Brac’s profitability relies
on the return on equity. The organization is also facing transition of authority leading to changes
which are creating gaps in collaboration with the programs. Changing government bureaucracy

is also showing changes in the organizations domestic market.

Opportunities

Brac has potentials opportunities to grow in the adjacent markets that also falls in the category of

underprivileged individuals in Bangladesh. The market can be tapped through using international
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talent, therefore there’s a huge chance for Brac to collaborate with international talent as a part of
the domestic affairs. The changing technology of our country also shows an opportunity to Brac

to leverage their online social media growth.
Threats

Ngo’s in Bangladesh is facing a high risk of protectionism. Brac has to maintain Data to both
domestic & international countries contributing to the economic cycle of the organization. Post
Covid credit binge has led the country to face recession, therefore the microfinance program has
to focus highly on the stakeholder’s debt reduction. Short term strategies will only lead to cause a
huge interest cost. The prices of raw materials of production has also increased increasing the
cost of logistics for Brac enterprises. Even though the possibility of new entrant is low, some

NGO’s are getting sufficient funds to show potentials to compete with BRAC.

2.7.2 Porter’s Five Forces
Porter’s five forces model is traditionally designed for profitable commerce and industry, but the

model has been modified to support the mission of the non-profit organization - Brac.

« Focus on new programs

« Gaining social surplus from
key focus areas

+ Adapting with new core set of
service needs

+ Conditions of future work
« Control of budget cutting
« Votes of no confidence

« Influence of authority

» Tacit agreement among
development organizations
for social advancement

« Probability of foreign donors
to shift competition

« Influence in the donor
community

« Granting project &
operational funding

« Decision of structural
adjustment policy for funding

« Barriers of entry for a
potential organizationis
extremely low to compete
with BRAC

Figure SEQ Figure \" ARABIC 171 . Porters Five Forces for BRAC
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Power of Stakeholders

Traditionally this segment discusses about the bargaining power of customers, but for BRAC the
model component has been replaced with the power of stakeholders. Stakeholders are the
customers of the NGO who are concerned with the general activity that Brac takes to function in
the NGO sector. The stakeholders hold the power to conditions of the future work based on the
present performance. The demand of the current market depending on the return on their
investments decides the future supply of service offerings. Stakeholders also hold the power to

cut budgets if there is a vote of no confidence among the board of trustees.
Power of Donor Community

For a product, the particular component is addressed as the bargaining power of suppliers but for
the NGO, the component has been renamed as the power of the donor community. Lack of a
strong analogy can repel potential donors or funders of an NGO, but BRAC has a reputable
image to maintain a strong relationship with all their donors. While most investments are
returned through their own social surplus but the funders and donor community have the
authority to grant the financial allocations of the projects and operations. The decision of

structural policy for funding depends on the power of the donor community.
Threat of New Entrants

At present there are 26,000 registered in Bangladesh & Brac is the largest NGO in the world,
therefore even though there is a substantial low threat of a new entrant to compete with the

organization, the entry barriers are extremely low.
Threat of Competing Needs

The products in an NGO are more recognizable as the programs (UPGP, GJD, SIL, LLD etc).
The threat lies in failing to understand the competing need for new solutions to address the social
problems. Brac has to focus to adapt to the new core needs to fillip the growing gap of

competition.
Industry Rivalry

NGO’s have a tacit agreement for social cause, the rivalry among NGO’s in Bangladesh is.

Brac’s focus is to differentiate their activity from competitors emphasizing on creating an impact
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on investments while managing the scarcity of current resources which attract the appropriate

donors.

2.8 Summary and Conclusion

To summarize Brac has been successfully operating as the largest NGO in the world for the last
50 years, creating an impact on 100 million lives. In responding to complex development
challenges BRAC has designed scalable solutions to elevate the solutions. Brac has constantly
used innovativeness to yield better results. The e-recruitment platform has given Brac the
opportunity to hire employees and staffs in a cost-effective way attracting a wider pool of
candidates. Brac has hold onto its suitability through the social enterprise model and continued
robust monitoring to fight through the crisis. Collaboration and advocacy for social change will

be the future of BRAC to make lives better.

2.9 Recommendations and Implications

Globalization and technology are constantly reshaping the lives of everyone. Adapting to new
technology is not easy for Bangladeshi people, specially living in remote areas. Brac has been
changing many of its internal operation into digital form. But, there is a gap of digital literacy
among the employees, staffs and beneficiaries who are interested to join BRAC. Therefore,
before introducing new technological changes such as software’s and devices, BRAC should
conduct a training session or introduce FAQs’ so that it is easy for concerned individual to grasp

the concept.
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Chapter 3: Project Part

3.1 Introduction

The start of the 21* Century has given this world a new outlook to experience a tremendous
implication of new sources of information technology which has been incorporated in different
functional units of organizations. HR, known for being the life blood of all these functionals
units and departments, is now also using the information system extensively. The process of
electronic recruitment is being used widely as a part of many companies’ technological
orientations. Typically, an organizations goals are supported by a number of resources such as
the financial, operational, human and technological resources. Among the stated resources,
human resource management is considered to be the prime one, for its ability to ensure the right
person for the right job. For the optimum performance of any organization, the activities of HR
pave the way. One of the most important function of an organization to benefit its overall
effectiveness and functional efficiency is the ability of the organization to attract, engage and
retain the skilled and capable talent (Thomas & Ray, 2005). Technology has influenced the
recruitment process and has shaped E-recruitment. While the practice of E-commerce has
already promoted its integrative and useful application for virtual connectivity in Bangladesh’s
changing marketplace, E-recruitment has also placed itself as an emerging systematic
component. At Brac Ngo, E-Recruitment is being used as an effective tool for the non-profit
organization to increase their talented workforce as well as develop the maintenance of their HR

data base.

In the present era, business practices take over the competitive advantage through developing
and sustaining their human capital (Korim et al., 2015). Given the situation in Bangladesh’s
highly competitive job market, if an organization wants to be capable to compete against other
firms, they ought to attract, develop and train the talented workforce. But, the circumstances are
mostly not in favor due to the declining number and availability of a qualified agile workforce.
Salma & Howlader (2022) explained that about 60,000 Bangladeshi students who fall in the
category of millennials and gen-z, migrate abroad and become reluctant to return because of
scoring a number of beneficial facilities — social well-being & secured jobs which are absent in

Bangladesh. The job seekers, tend to believe that recruiters here do not value their skills because
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many steps in the traditional recruitment process are neglected. E-Recruitment is a fairly new
concept in Bangladesh and is still in its initial stage, few private & public organizations have

adapted to the system.

3.1.1 Problem Statement

The e-recruitment process is gaining popularity among the candidates because of its enhanced
user experience, however, in the context of Bangladesh the system is not accessible to the rural
areas where the speed drawbacks causes troubleshoot difficulties for many users. On the other
hand, candidates categorized as Gen Z tend to be more ‘tech focused’ than millennials, they have
very little patience and experiences over traditional long application procedures which leads to
lengthier hiring process. Millennials hold the capability to adept both traditional and
contemporary form of application processes, but inhabits different expectations which presents
the employer with a significant turnover challenge. Both the generations have positive and
negative attitude towards the process of e-recruitment. Thus, the study aims to investigate the
effectiveness of e-recruitment, by figuring out the key differences that can help an organization
develop a recruitment strategy, in order to appeal both the generations & retain them for creating

a meaningful impact on the work force.

3.1.2 Literature Review

The terminology E-Recruitment is defined as the online method of using technology directed to a
particular web-based portal for completing the tasks involved with detecting, attracting, sourcing,
screening, assessing, interviewing, selecting and hiring new personnel for the organization. As
HR is being exposed to the internet, the conventional method of recruitment is being overtaken
by the electronic or online form of recruitment (Galhena & Liyanage, 2014). E-recruitment
software’s are now available as applications, product suite software’s and also services that can
be acquired through HR agencies. Brac Ngo, uses an E-recruitment portal which generates an
automated 360-degree recruitment process, that streamlines the procedure to be time effective,
cost-effective, eco-friendly integrating it with an enhanced user experience. The purpose of
e-recruitment is to make the hiring process effective and efficient and at the same time to keep it
less expensive. In 2013, Author Danialarj researched that, online recruitment attracts a larger
pool of candidates who are potential enough to facilitate the assessment process leading to

successful hiring.
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Today’s multigenerational workforce comprise of baby boomers, millennials and Generation Z,
among which much of the workforce is comprised of millennials and Gen Z is a smaller cohort
who are in the initial starting stage of their careers. But, both the generations have witnessed the
chaotic times of post pandemic world. During the period of pandemic from 2019-2021, They
have seen the scenarios of mass firing, layoffs, and understand the value of their financial
stability. At present, the millennials and generation-z are in hunt for jobs to make a powerful
impact for themselves, their families and the world around them. This year, the overseas hiring
rate of Bangladeshis has fallen by 32% (Chowdhury, 2022) and on the other hand the effect of
unemployment in Bangladesh is also encouraging the youths of our country to choose their
career growth opportunity as immigrants. The education system is to be blamed for the brain
draining effects on the talented minds and the hiring process overlooking the mediocre talents of
our country is the reason why job seekers opt for better opportunities in foreign countries

(Begum, 2022)

In Bangladesh, several organizations are finding new ways to attract potential candidates who are
best suited for their firms. E-recruitment is one of the strategies that aims to not only benefit the
stakeholder but also attract the job seekers to apply at ease. The attitude of both the generation
who are in the middle of their career and who are about to start are expected to have a positive
hiring experience that will encourage them to apply for new jobs in Bangladesh. Since the
concept is fairy new in our country everyone has not greeted it with comfort yet. There are still

some uses of conventional paper work that is being relied on for recruitment methods.

3.1.3 Proposed Conceptual Framework

The aim of the e-recruitment process is to attract the potential pool of candidates to apply for
jobs through the designated job portal. Even though there are some well-constructed portals in
Bangladesh, many companies remain unsuccessful to find their preferred candidate because
some sites lack the proper job description, information about the organization and policies.
Therefore, it is crucial to develop a resourceful, assessible, and easy to understand website that
will attract the correct applicants in a coherent manner. As a result, for gen z the process will not
be extensive to complete and for millennials it will not be complex to finish. Brac Ngo’s
Recruitment Portal can be hold as a standard to easily demonstrate the process. My research

focuses on aligning the recruitment process with the Technology Acceptance Model that has
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been developed by Davis (1989). The two main factors that influence the intention of an
individual to acceptance of the technology are - the degree to which it is easy to use and the

added usefulness.

Perceived Advantage System Adoption
E-Recruitment Intention to Apply
I
Millennials - -
Ease of Use X Candidate Attraction
Generation-Z

Figure 12 : Proposed Conceptual Model
Since my hypothesis has resemblance with the TAM model, I have reconstructed the variables
for this study to measure the intentions of millennials & generation z to apply for jobs through
e-recruitment portals and peruse their jobs in Bangladesh. Here, the two factors namely —
perceived advantage and ease of use of the e-recruitment process, directly influences the
applicant’s intention to apply. The candidate’s intention to apply will be successful if the
potential applicant has adopted the system readily after the organization has managed to attract

their desired pool of candidates.

3.1.4 Objectives
Broad Objective

The broad objective of the report is to analyze the effectiveness of e-recruitment to attract
millennials and generation z, by adopting the recruitment procedure online in order to pursue
their jobs in Bangladesh. The report will depict Brac Ngo’s E-recruitment process as a standard

systematic tool to find out the effective solutions.
Specific Objective

This study also met a few other domains of the organization that matched as few other

objectives:

e [earn the organizational profile and background of BRAC NGO.

e Access the knowledge of the recruitment process of BRAC’s Human Resource Division.
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e Determine the trends of e-recruitment that is being used and practiced.

e C(Calculate the perceived advantages associated with the impact of e-recruitment.

e Compare the difference between the attitude of millennials and generation z to adopt the
system.

e Explain the most influential factors that lead to willingness of applicants to apply.

e Describe the plausible forms of innovativeness of the optimism factors that will add value

to recruiters.

3.2 Research Methodology

The report comprises of both primary and secondary data which has been used to strengthen the
paper.

Primary Sources: Interviews, Observations, Questionnaire, Survey, Real time Process Data.

Secondary Sources: Market research reports, Company Websites — Brac, Care Bangladesh,
Oxfam, Shakti Foundation, ActionAid, Bdjobs, LinkedIn, Government statistics, Newspaper and

Journals.

3.2.1 Population and Sampling

The sample size, n = 30 is composed of graduates from top universities in Bangladesh (Public
and Private). The sample also reflects two different generation of workforce namely, millennials
and generation z who are currently employed, is looking for new job opportunity, has intention to
enter the workforce concentrating in development sectors. To conduct the survey, judgment
sampling method was followed so that the respondents were aware of the subject matter in order
to get rational answers with cogitation. Focus on primary data was taken into consideration for

effective outcomes of the report.

3.2.2 Hypothesis

Based on the TAM framework, discussed in the proposed conceptual framework of the existing

literature that has been derived for this study, the following hypothesis has been created:

Null Hypothesis, H, : There is no significant impact of e-recruitment on Millennials and

Generation Z to peruse jobs in Bangladesh.
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Alternative Hypothesis, H, . There is a significant positive impact of e-recruitment on

Millennials and Generation Z to peruse jobs in Bangladesh

3.2.3 Measurement Tool

The study was conducted through survey methods of interviews, observation and questionnaire.
Both descriptive analytical form of research was carried to draw an ideal result that supports the
hypothesis. and The questionnaire has been designed based on the five-point Likert scale to get

the data analyzed through the IBM SPSS software.

3.3 Data Analysis & Findings

The report aims to analyze the impact of e-recruitment on two different generations (millennials
and generation z) being effective to influence their intention of applying for job in Bangladesh.
Based on the proposed conceptual theory (TAM), the three dependent variables were formed —
intention to apply, system adoption and candidate attraction which solely decides the degree to
which e-recruitment (constant) is positively effective to cause an influence on the candidates.
The reliability test was used to depict the reliability of the items in the model, A z-test for two
independent samples was carried to show the significant difference among the two generations
about their perception of e-recruitment and lastly through the help of correlation analysis the
stated alternative hypothesis was proved. A model summary was also given to conclude the

findings.

Table 4 : Result of Reliability for the Questionnaire Components

Reliability Analysis

Items Cronbach's a
Perceived Advantage 0.75
Ease of Use 0.71
Intention to Apply 0.82
System Adoption 0.89
Candidate Attraction 0.72
Effectiveness of E-recruitment 0.81
Overall Scale 0.84
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The Cronbach’s a value was set at 0.70, which is the minimum value to test the reliability of the
questionnaire as suggested by Nunnally (1978). The overall score that that has been obtained was
0.84, higher than the minimum value. Thus, the items of the questionnaire are proved to be

reliable.

Table 5 : Result analysis from the independent Two Samples Z-Test

Independent Two Samples Z-test
Variable Mean SD Sig t Sig. (2-tailed)

Candidates' Intention to Apply
Mlllennlf.-lls 2.91 0.85 0.05 4313 0.019
GenerationZ 3.4 0.69
Sytem Adoption
Millennials 3.85 0.71

. 0.04 -4.492 0.035
GenerationZ 2.92 0.98
Candidate Attraction
Millennials 3.33 1.72
Generation Z 3.68 1.23 0.01  -3.567 0.41

Since, the target of the paper is to identify whether there is any difference between the impact of
e-recruitment created between the millennials and generation-z, the independent Z-test for two
samples (generations) portrayed that there exists a significant difference between among the
generations (millennials & generation z). Each category of the variables differentiated the
intention (p=0.019), adoption (p=0.035) and attraction (p=0.41) variables. Therefore, two

generations have proved to have a significant difference in each of the variable category.

Table 6 : Correlation Analysis

Correlation
E-recruitment Intention to Apply
E-Recruitment Pearson 2 B71**
Correlation .000

Sig. (2-tailed)
Note. ** Correlation is significant at the 0.01 level (2 tailed)

The analysis depicts that r = 0.671 and p = 0.000, therefore it indicates that e-recruitment has a

positive influence on applicants to apply for jobs. The effectiveness/impact of e-recruitment is

52



somewhat strong to establish the relationship between e-recruitment and candidates’ intention.

As a result, I can eliminate the null hypothesis and it can be concluded that there exists a

significant positive impact of e-recruitment on Millennials and Generation Z to peruse jobs in

Bangladesh.

Table 7 : Proposed Summary of Model

Model Summary

Model

R

R Square

Adjusted R Square

Std. Error of the Estimate

1

0.873

0.762

0.751

0.41953

From the overall model summary (TAM), where the co-efficient is constant and variables are

tested, the result of R = 0.873, and R square = 0.762 (degree of impact of e-recruitment) has been

obtained. Which means, E-recruitment has an impact of 76.2% (approximately) on generation x

and y to influence their intention of applying for jobs in Bangladesh.
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Response of 30 individuals analyzed through Indexing the survey, by following the method

of Descriptive Statistics:

5-point scale ranging from 1- 5, where; Strongly agree (5) ranges to Strongly disagree (1)
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SL.No ‘Questions Components Index
Ease of usage
1 Interacting with online application process was clear and understandable
(Understandable) 3.51
5 E-recruitment sites and their application process did not require a lot of mental effort.
{(Minimal Effort) 2.98
3 |It was easy to become skillful using e- recruitment sites (Skillful). 3.44
4 |Using e- recruitment sites was overall easy for me. (Ease). 3.42
Perceived Advatange & Utility
. Using e- recruitment sites saves me time to submit my resume compared to traditional
methed (Time-saving). 3.81
& |The e-recruitment sites offer a variety of careers/jobs to apply for (Choice). 3.69
7 The e-recruitment sites provide all the information required to apply for a job
{Information). 3.63
g Using e-recruitment sites enable me to compare between different Jobs in my
country and other countries {Comparison.) 2.3
9 |The e-recruitment sites provide information such as FAQs (Details). 3.36
Acceptance Attiude
10 E-Recruitment strenthens the probability of recruiting qualified candidates
(Transparancy ). 3.8
11 Compared with the traditional recruitment metheod, | consider e-recruitment
technology is better (Superior). 3.89
12 |l have a positive attitude towards using e- recruitment technology (Confidence). 3.7
Intention to Apply
13 |I'm willing to use e-recruitment for vacancy search (Willingness). 3.83
14 |The likelihood that | would use e-recruitment for job search is high (Likelihood). 3.74
15 |In the near future, | intend to use e-recruitment for vacancy search (Intent). 3.67
Organization Focus
16 |l am aware of Brac Ngo's career site to explore different career opportunities 3.12
17 |Applying through the e-recruitment site saved me time and money 3.3
18 |l Find using the e-recruitment career site to be enjoable 3.56
19 | The e-recruitment site provide feedback to my application 2.18
20 |l would recommend e-recruitment technology to my friends 3.82

3.3.1 Results and Discussion

Through the analysis it has been resulted that the variable of acceptance attitude of the
respondents was highest scoring index to 3.89, which significantly increases their intention to
apply scoring at an index of 3.83. The perceived advantage of the technology utility has an index
score of 3.81 and ease of usage 3.51. The average stands 3.58 > 3.00, which means the impact of
E-recruitment has an effectiveness to influence the intentions of the candidates falling in the

category of millennials and generation z of our country to apply for jobs.
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3.4 Conclusion

Technological advance is taking over business operations including recruitment. E-recruitment
has made the HR functions more efficient by creating scopes for recruiters. Interviews,
testimonials from people and employees those who have used the platform has had a positive
view towards the new technological advancement in Bangladesh. E-recruitment process at Brac
has proved to be a cost effective and time saving process from both the employers perspectives
and candidates perspective. In Bangladesh the number of internet users are on the rise, thus
organizations who still use the traditional method of recruitment can consider shifting to
e-recruitment platforms. Millennials are already in their mid-stage of employment, they have
also the adaptability power to use the platform. But, generation-z has less patience to focus on
the traditional paper work, if organizations in Bangladesh offer a transparent recruitment system

then, the possibility to attract. potential candidates will increase drastically.

3.5 Recommendation & Limitation

The study has revealed that adopting e-recruitment will facilitate organizations to adopt the
changing technological trends by attracting candidates that will cause retention and growth in the
Bangladesh workforce. The survey also proved that e-recruitment has a positive impact to
influence the intention of the applicant. But since, the survey was completed within a limited
population size, the results might vary for a larger sample. The recommendations are listed

below:

- Organizations in Bangladesh should consider shaping E-Recruitment as a permanent part
of their HR strategy to cope up with the contemporary business trends.

- The application of E-Recruitment should not be limited to only large organizations, the
method should be established for industrial recruitment, Schools and Universities,
Entertainment industry, Financial institutions etc. as well as public organizations and
firms.

- Organizations need to focus on a reliable database management system. Anti-virus
software’s updates are to be kept in constant check

- Promotion of the e-recruitment procedure among generation x & y will require

companies to establish a user friendly and convenient software. The integration of paper
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work along with online procedures will make the process complicated. The focus has to

be shifted to maintain digital data.
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Internship & Report working list

SL. Brief list of work

No.

1 Initial CV sorting

2 Sent to Dept.

3 Candidate communication (Call, mail & SMS)
4 Top sheet prepare

5 Questionnaire prepare

6 Invigilating

7 Script checking

8 Result prepare

9 Board member communication
10 Interview coordination

11 Interview result prepare

12 Maintain recruitment file

13 Background checking

14 Offter letter (Mail)

15 Pre-joining procedure

16 coordinate in joining

17 Maintain personal file

18 Deployment prepare collection
19 Joining letter prepare

20 ERP entry

21 HRMS entry

22 ID card requisition
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23 Appointment letter prepare
24 Doctor contract renewal issues
25 Liaison with field HR activities
26 Prepare joining list
27 Prepare recruitment report
28 Intern report prepare
29 Report to supervisor
30 Day to day HR support
Survey Questions (for SPSS)
. What is your age?

"o a0 T

. What is your location?
. What is your gender?

a. Male
a. Female
b. Other

. What is your highest educational qualification?

No education
8-pass

SSC

HSC
Undergraduate
Graduate

PhD

. What is your current job experience?

Fresher
Mid-level
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C.

High-level

5. Please select one of the following options;

5-point scale ranging from 1- 5, where; Strongly agree (5) ranges to Strongly disagree (1)

Variables Strongly Disagree | Neutral Agree | Strongly
<L No Disagree Agree

i Interacting with online application

process was dear and understandable 1 2 3 4 3
2 E-recruitment sites and their application

process did not require a lot of mental 1 2 3 4 3
3 It was easy to become =lallful using e-

recnitment sites (Skallfl). | 2 3 4 3
4 Using - recruitment sites was overall

easv for me. (Ease). 1 2 3 4 5
5 Using - recruitment sites saves me

fime to subsmit v e sume compared to 1 2 3 4 3
6 The e-recruitment sites offer avanety

of careers/jobs to apply for (Choice). 1 2 3 4 5
- The e-recruitment sites provide all the

information required fo applv for ajob 1 2 3 4 3
g Using e-recnitment sites enable me to

compare between different Jobs inmy 1 2 3 4 5
0 The e-recruitment sites provids

information such as FAQs (Details). 1 2 3 4 5
10 E-Recruitment strenthens the

probability of recruitine qualified 1 2 3 4 5
1 Compared with the traditional

recnitment method. I consider e- 1 2 3 4 5
1 Thawe aposifive atfitude towards usinge-

recnitment technology (Confidence). 1 2 3 4 ]
13 TI'm willing to use e-recniitment for

vacancy search (Willinoness). | 2 3 4 5
14 The likelihood that Twould use e-

recnitment for job searchis hich 1 2 3 4 3
15 In the near future, I intend to use e-

recnitment for vacancy search (Tntent). 1 2 3 4 5
16 1 am aware of Brac Ngo's career site to

explore different career opportunities 1 2 3 4 3
17 Applving through the e-recruitment site

saved me time and monev 1 2 3 4 3
18 1 Find using the e-recruitment career

site to be enjoable 1 2 3 4 5
19 The e-recruitment site provide feedback

to i1y application 1 2 3 4 5
20 I would re commend e-re cru tment

technology to niv friends 1 2 3 4 5
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