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Executive summary 

 

This internship report encapsulates my three months long experience as an HR intern in “SAK 

Consumer Products Limited”. The company officially launched its operations since August 

11th, 2024, and was established through a team of experienced and highly skilled professionals 

under the inspirational guidance and leadership of the Managing Director with the aim of to 

disrupt the FMCG sector in Bangladesh. 

The objective of the report is to analyze the existing recruitment and selection process of “SAK 

Consumer Products Limited” identify the areas that need improvement and provide 

recommendations applying academic learnings. To prepare the report, both primary and 

secondary data were utilized. The primary data were derived from my observations, and 

personal experiences during the internship, and detailed discussions with the HR director. 

Secondary data were sourced from the company website, annual reports, newspaper articles 

and scholarly journals. 

The findings reveal that the current recruitment and selection process is notably lengthy, 

primarity due to outdated HR practices and shortage of manpower. Based on these insights, the 

report offers practical recommendations to enhance the efficiency and effectiveness of the 

recruitment and selection process. This report also seeks to provide valuable insights and 

actionable strategies for improving HR operations at SAK Consumer Products Limited.
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1 Chapter 1 

 

Overview of Internship 

1.1 Information of the Intern 

Name Rehana Akter 

Student ID 21264068 

Program MBA 

Major Human Resources Management 

1.2 Internship Information 

Duration 3 months (11 August - 10 November) 

Company Name SAK Consumers 

Department Group HR 

Address Bijoy Rakeen City, Commercial Complex, Level 11, Plot 1/2, Block D, 

Section 15, Mirpur, Dhaka 1216. 

 

1.3 Internship Company Supervisor’s Information Name and Position 

Name Sayeed Md. Wasiul Hasan 

Designation Head of HR, HR & Admin 
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1.2.2 Job Scope - Job Description/ Duties/ Responsibilities 

 

As a Group HR Intern at SAK Consumer Products Limited, my primary role was to provide 

functional support to the Group HR Director and other HR professionals in managing their 

daily HR operations. During the course of my internship, I undertook the following 

responsibilities: 

 Recruitment Support: 

o Assist with posting job openings on various job boards and company websites. 

o Screen resumes and schedule interviews with candidates. 

o Conduct initial phone screenings and coordinate interview logistics. 

o Assist in maintaining the recruitment database and tracking applicant statuses. 

 Onboarding: 

o Help prepare onboarding materials for new hires. 

o Assist with the coordination of new employee orientation sessions. 

o Support the collection and processing of new hire paperwork. 

 HR Administration: 

o Maintain accurate and up-to-date employee records in the employee file. 

 Learning & Development: 

o Assist in coordinating training sessions and workshops. 

o Help with the preparation of training materials and feedback collection. 

 Compliance & Reporting: 

o Assist in ensuring HR policies and procedures are followed. 

o Support the preparation of HR reports and presentations. (Weekly/Monthly leave 

report. HO, Sales, and Factory) (Weekly/Monthly Attendance report. HO, Sales, 

Factory) 

 Other Duties: 

o Provide general administrative support to the HR team. 
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1.3 Internship Outcomes 

 

1.3.1 Student’s Contribution to the Company 

During my three months as an HR intern at SAK Consumer Products Ltd., I got the opportunity to 

work as a member of the Human Resource Team. Working together with the team gave me the chance 

to learn about HRM procedures and obtain real-world insights into how the corporate world functions. 

Neither of these would have been possible without the experience of teamwork. I managed a variety of 

responsibilities pertaining to SAK Consumer Products Ltd.'s HRM process throughout my internship 

in human resources. Keeping up with employee databases and records, getting payroll data, revising 

employee pay scales, making and publishing job announcements, reviewing and classifying resumes, 

scheduling interviews, getting in touch with shortlisted applicants, and writing and delivering official 

responses. My responsibilities included maintaining employee databases and records, gathering payroll 

information, updating employee salary scales, and creating and posting job advertisements. I was 

involved in screening and sorting resumes, scheduling interviews, and communicating with shortlisted 

candidates. Additionally, I wrote and sent formal emails to employees, collaborated across department, 

verified various documents. Furthermore, I addressed employee enquiries, distributed company 

policies, and managed the setup of insurance and an online healthcare system for employees. I also 

supported in creating a CV directory, participated in various corporate events, and assisted in hiring 

and selection process where overall I have contributed to all tasks assigned to me, ensuring the timely 

and accurate completion of this actual assignment.  

1.4 Benefits of the Internship Program 

The internship program provided me with valuable exposure to the diverse functions of the HR 

department in a corporate environment, allowing me to gain knowledge and insights into the 

several new areas, including: 

 Keeping Databases and Records of Employees: 

I was entrusted with assisting HR personnel in maintaining employee databases and data 

during my internship. This effort was crucial to ensuring that accurate and up-to-date 

personnel data was readily accessible. These records included a variety of information, 

including job histories, training logs, performance evaluations, and personal information. 

These records had to be kept in perfect order for HR operations like payroll processing, 

promotions, and performance reviews. Given that many HR decisions and processes relied 

on these records, maintaining high data quality and accuracy was crucial 

 Supporting the Process of Recruiting and Selection: 

a. Recruitment: During my internship, I was able to actively participate in 

recruitment, which is an essential aspect of human resources. I participated in 
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every stage of the hiring procedure, from posting the initial job postings to 

selecting the best candidate. 

b. Posting Job Vacancies: My duties included writing employment advertisements, 

which attracted potential candidates. The prerequisites and responsibilities for 

each position must be specified in these job postings. Job postings needed to be 

both attractive and transparent in order to draw in suitable candidates. 

c. Screening CVs: Reviewing numerous CVs was a valuable learning experience, 

requiring careful attention to detail and a thorough understanding of the company’s 

standards for each role. Reducing the volume of submissions and finding potential 

candidates for further evaluation were made possible by reviewing resumes. 

 Time Management: Over the past 3 months, I was tasked with a high volume of 

responsibilities from my supervisor and other mentors, which made it challenging to 

complete all tasks within the given deadlines. This experience taught me to prioritize task 

effectively, enabling me to complete them in a timely and organized manner 

 Communication Skills: As an introvert, I initially hesitated to engage in conversations. 

However, my role required me to interact with candidates, executives, managers and 

directors. Additionally, I attended a job fair where I not only communicated with the 

participants but also provided them with information about open positions. This 

significantly enhanced and improved my communication skills. 

 Network Building: In my role managing the recruitment process of management level of 

employees. I created job postings on platforms such as bdjobs.com, LinkedIn and 

Facebook. This opportunity allowed me to contact with numerous professionals and build 

a valuable network that could benefit my future career. 

 Improved Confidence: When I begin this internship, However the program helped me in 

 Network Building: Since I was responsible for the recruitment process of the 

management level employees, I had to create job postings on BDjobs.com, LinkedIn and 

Facebook which helped me to get acquainted with many professionals and make some 

valuable connections and networks that might benefit me in the future. 

 Improved Confidence: I had little to no knowledge when I started this internship but the 

program helped me to identify my strengths and weaknesses and also exposed me to real 

life cases. At the end of my internship program, I gained enough confidence to pursue new 

career opportunities. 

Difficulties Faced During the Internship 

 Lack of Manpower: Due to the small size of the company, the HR department faced a 
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shortage of staff, which resulted in a heavy workload for me. This led to significant stress 

as I was required to manage multiple responsibilities simultaneously 

 Lack of Training and Proper Instructions: Upon joining the company, I was 

immediately involved in recruitment process, with limited time to complete tasks. The 

instructions provided were ambiguous and gathering necessary information proved to be 

a time-consuming process.. 

 Inadequate compensation: The remuneration I received was not aligned with the 

responsibilities I was tasked with. Additionally, the lunch subsidy was minimal (20%) 

and there was no pick and drop service for interns. I also frequently worked late (3-4 days 

a week) without receiving any overtime pay, which led to feelings of demotivation. 

 Long Work Hours: At SAK Consumer Products Ltd., I work 56 hours a day, six days a 

week, and most of the time I had to work after 6 p.m. every day, even after my shift ended. 

I found it really difficult to concentrate at work because I was never able to obtain enough 

sleep for the following working day. 

1.6 Recommendations on Future Internship 

 It would be wise to implement a deliberate onboarding procedure, clearly defined assumptions, 

mentoring programs, open communication, and the chance to work in various HR departments 

and responsibilities for future internships at SAK Consumer Products Ltd. 

 Since the interns lack the necessary skills and expertise to comprehend the hiring and selection 

process, they shouldn't be given full responsibility for it. An experienced worker should be 

employed by the organization to fill this position. 

 Either the employer should offer a compensation that is commensurate with the amount of 

labor that the interns do, or they should subsidize the work while making improvements to the 

current compensation plan. 

 These activities will improve interns' grasp of their responsibilities, help the business achieve 

its objectives, and improve their perspective of the organization's values, way of life, and 

cycles. A strong environment for interns to gather information and make significant 

commitments can be created by encouraging open communication and soliciting feedback. 
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Chapter-2 

 

Organization Overview 

 

2.1 Introduction 

SAK Consumer Products Limited (SAK CPL) recently initiated its journey with a brand-new name and 

determination, formerly known as RAK Consumer Products Limited. SAK Consumer Products 

Limited (SAK CPL), entered the industry back in 2009 and started its operation in 2012, which was 

known as RAK Mosfly.   

SAK CPL is comparatively a new venture, manufacturing high-quality health & and home care 

products and aiming to lead the industry as one of the most innovative FMCG companies in 

Bangladesh.   

 

Figure: Company Logo 

 

With the hope to provide Quality and standard products, SAK Consumer Products Limited (SAK CPL) 

emerged with modern manufacturing technology; and sustainable machinery to meet the everyday 

needs of the consumers. We; at SAK CPL, aim to create brands exactly the way consumer desires them 

to be. Efficient capital structure, cutting-edge technology, operational discipline, and a widespread 

distribution network together have contributed to enhancing SAK CPL and enabled the organization to 

deliver superior brand experience and value to the consumers.   

 

Motivated by the trust of people, SAK Consumer Products is now running with one purpose and that 

is to offer a cleaner and healthier life for people all over the country. Here at SAK, we work with 

unwavering passion and ingenuity to provide the most outstanding products achievable and improve 

them with ongoing research. The factory was established at Madhabpur in Habiganj district. We have 

acquired a wide area of land of 239 decimal (9,662 square meters) for factory, office, and utility 

buildings. Our corporate office at Bijoy Rakeen City Commercial Complex, Plot # 1/2, Level # 11, 
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Block # D, Section # 15, Dhaka- 1216. Here is the employment prospect for about 200 (two hundred) 

persons at various positions along with many indirect employment opportunities for Bangladeshi 

nationals. Our current products are Mosquito Coil, Toilet Cleaner, Floor Cleaner, Hand Wash, Dish 

Wash Bar, Dish Wash Liquid, Tiles and bathroom Cleaner, and Bleaching Powder. 

2.2.1 Vision: 

Through innovation and a well-organized working environment, SAK Consumer Products Limited 

(SAK CPL) wishes to be the No. 1 FMCG Company in Bangladesh. We aim to create a legacy capable 

of reshaping the future and changing the consumers’ lives forever. 

2.2.2 Mission: 

SAK Consumer Products Limited (SAK CPL)’s mission is to:  

 Craft high-quality, consumer-centric brands through modern manufacturing technology and 

sustainable machinery.  

 Dedicated to meeting the diverse daily needs of consumers by creating products that precisely 

align with their desires.  

 Commitment to an efficient capital structure, innovative technology, operational excellence, 

and  

 Deliver unparalleled brand experiences and value to their consumers. Driven by the trust placed 

in us by the community, SAK Consumer Products is singularly  

 Focused on enriching lives nationwide by offering cleaner and healthier solutions.  

 Operate with unwavering dedication and creativity.  

 Strive to produce exceptional products through continuous research and improvement  

2.3 Objectives:  

The objectives of the organization is to become a leader in the production of superior health and home 

care products, establishing new benchmarks for dependability and quality. Motivated by our constant 

commitment to client satisfaction, we are committed to creating brands that precisely match our 

consumers' needs. By using sustainable machinery and cutting-edge production technologies, we hope 

to meet our customers' daily demands while maintaining the highest standards for our products. Our 

particular goal is to become a leader in the FMCG industry by putting in place a strong capital structure, 

using state-of-the-art technology, upholding operational discipline, and building a vast distribution 

network. By strengthening SAK CPL, these organizational pillars help us continuously provide our 

customers with outstanding brand experiences and outstanding value. With a strong sense of social 

duty, our main objective is to help make living cleaner and healthier for everyone in the nation. At 

SAK, we strive to create exceptional goods via constant research and development, operating with 

enthusiasm and creativity. We stay steadfast in our pursuit of improving customer experiences and 

using our cutting-edge products to significantly impact our clients' lives. 
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2.4 Details of the product lines or services, market share: 

Our current products are Mosquito Coil, Toilet Cleaner, Floor Cleaner, Hand Wash, Dish Wash Bar, 

Dish Wash Liquid, Tiles and bathroom Cleaner, and Bleaching Powder. 

SAK Consumer Product Limited (SAK CPL) offers a diverse range of household cleaning and personal 

care products catering to various consumer needs. The current product lines include: 

 

 Mosquito Coil: A product designed to repel mosquitoes and insects, protecting households. 

 Toilet Cleaner: Specifically formulated to clean and sanitize toilets, effectively removing 

stains and germs for a hygienic bathroom environment. 

 Floor Cleaner: Solutions intended to clean and maintain different types of flooring surfaces, 

ensuring cleanliness and a fresh scent. 

 Hand Wash: Products crafted for hand hygiene, aiming to remove dirt, germs, and impurities 

while keeping hands soft and moisturized. 

 Dish Wash Bar: Effective solid bars designed for dishwashing purposes, efficiently cutting 

through grease and grime on utensils. 

 Dish Wash Liquid: Liquid-based solutions for dishwashing, providing effective cleaning 

power and ensuring sparkling clean dishes. 

 Tiles & Bathroom Cleaner: Specifically formulated to clean and maintain tiles and bathroom 

surfaces, targeting grime, mold, and stains. 
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 Bleaching Powder: Used for disinfection, whitening, and stain removal across various 

surfaces, contributing to a cleaner and sanitized environment. 

 

2.5 Management Practices: 

Management practices are the strategies and tactics used by businesses to accomplish their goals in an 

efficient and effective manner. These procedures cover methods for organizing resources, managing 

teams, planning, and regulating results in order to guarantee success. Organizational management, 

which involves leaders, employees, and resources working together to achieve a common goal, is a 

crucial approach that businesses use to organize initiative, allocate resources, and accomplish overall 

goals. Strong organizational management entails choosing a wise course of action, monitoring its 

implementation, and making significant adjustments in response to feedback and outcomes in order to 

improve a company's presentation. Company leaders employ meetings, promotions, and staff training 

as strategies to effectively manage their organizations. Depending on its specific needs, every 

organization executes organizational management in a unique way. 

 

In general, they seek to increase production, boost employee satisfaction, and accomplish long-term 

objectives, albeit they differ depending on the industry and organizational structure. Financial 

management (budgeting, cost control), operational management (process optimization, quality 

assurance), human resource management (hiring, training), and strategic management (market 

positioning, innovation) are a few examples. Organizations may maximize resource use, stay 

competitive, and adjust to change with the support of effective management techniques. 

2.5.1 Leadership style: 

A leader's unique method and manner of managing, inspiring, guiding, and directing a group or 

organization to accomplish particular objectives is known as their leadership style. It shows how the 

leader interacts, makes decisions, and communicates, and it is frequently impacted by their personality, 

values, and beliefs as well as the culture of the company they work for. Employee satisfaction, 

productivity, and the accomplishment of organizational goals are all greatly impacted by the way 

leaders balance authority, cooperation, and delegation within their teams. There isn't a single leadership 

style that works for all situations; instead, it depends on the team's skill level, organizational objectives, 

and outside obstacles. While some leaders may tend toward a certain style by nature, others may modify 

their approach to suit the demands of certain situations. A participative approach might be best for 

encouraging creativity and teamwork in a stable setting, while a more authoritative approach might be 

implemented in high-pressure scenarios that call for prompt choices. 
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SAK Consumer Products Ltd. follows several leadership style such as Autocratic, Coercive, Affiliated, 

and Coaching which are described below:  

    

 Autocratic Leadership Style: SAK Consumer Products Ltd. follows Autocratic Leadership 

style. In an autocratic leadership style, also referred to as an authoritarian leadership style, the 

leader has total control and authority over tasks, procedures, and decision-making. This type of 

leadership involves the leader making choices on their own, giving precise instructions, and 

expecting rigorous adherence from the team without much input or feedback. A centralized 

approach to authority, where the leader has tight control over objectives, rules, and procedures, 

is a defining feature of this leadership style. It works well in settings when team members lack 

experience or require direct supervision, or where prompt choices and strict adherence to 

standards are required. 

 Coercive Leadership Style: The forceful approach frequently works well in emergency 

situations where prompt judgments and rigorous adherence are necessary, as well as in settings 

with a lack of discipline where it is necessary to set clear guidelines and boundaries. This 

approach is most useful during crisis management. This approach guarantees prompt action and 

clear direction in times of emergency or high pressure, such as natural disasters or financial 

crises. 

 Affiliated Leadership Style: SAK CPL particularly use this leadership style when a team has 

to bounce back from conflicts, stress, or low morale. Affiliated leaders fortify ties among team 

members by emphasizing interpersonal relationships and teamwork, which can raise spirits, 

foster loyalty, and improve output. 

 Coaching Leadership Style: 

In workplaces where employees are inspired to grow and reach their full potential, this 

approach works well. A solid basis for organizational performance is established by coaching 

leaders, who cultivate a culture of ongoing learning and personal growth. 

Depending on the situation and the intended results from the workforce, each leadership style is 

applied differently. Combining the aforementioned leadership philosophies has helped SAK CPL 

Group achieve favorable results, including an increase in employee. 

 

2.5.2 Recruitment and Selection process:  

The recruiting and selection process is the methodical procedure that companies employ to draw in, 

assess, and employ competent applicants for available positions. Identifying staffing needs, finding 

eligible candidates, evaluating their skills, and choosing the best candidate for the position are all part 
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of the process. This procedure is essential for supporting corporate objectives, guaranteeing cultural 

congruence, and developing a knowledgeable workforce. A well-thought-out recruiting and selection 

procedure enables businesses to draw in a large number of candidates and refine the pool until the ideal 

person is selected for each position. Recruitment is the process of pairing the right people with the right 

occupations or roles, and recruiters frequently do this. This task may also be taken up by an employment 

agency or an employee of the company looking to hire new employees. In SAK CPL group sometimes 

they use some employment agency such as IKIGAI, Grey Advertising Bangladesh Ltd. etc. to for 

headhunting. Advertising is a key phase in the hiring process, with multiple channels available 

including online platforms, newspapers, professional journals, job boards, window advertisements, job 

centers, and alumni hiring program universities. 

 

Candidate CVs are evaluated against job description, which outline the required qualifications and 

responsibilities. Once the CV screening is complete, shortlisted candidates are invited for the interview. 

Initial interviews are typically conducted online via Zoom while the secondary or final interview takes 

place at the company’s headquarters in Mirpur-13. For positions based in a factory, the HR staff at the 

factory conducts the interview take place in person at the company’s headquarters in Mirpur-13. For 

positions based on the HQ, staff at the factory conductes the initial interview with the final interview 

held at the head office. 

 

Candidates are required to complete an aptitude test for each position. The Head of the HR department 

and the respective department directors participate in the initial interview for managerial-level 

positions. In the final interview, selected candidates meet with the CEO and the Managing Director. 

Upon selection, the candidate is extended an offer letter, and on the first day of employment, they 

receive the official employment offer letter. A copy of this letter is retained in the corporate database. 

 

A manpower requisition form is used before positions to fill. If a department wants to make a new 

employee or replace an employee who is leaving the organization, he must submit a Manpower 

requisition form for approval. 
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REQUIREMENT DETAILS 

Date of Request  Department Sales 

Expected Date of Joining  Work Location Mymensingh 

Number of Vacancies 1 Reporting To (position) Sales Manager 

Proposed Position Title & Job Grade Senior RSM 

POSITION DETAILS 

 Key Duties & 
Responsibilities 

 
(Please attach brief 

job description) 

 Ensuring primary & secondary sales and report to immediate supervisor through 

proper planning. 

 To supervise/monitor all SRs’ within his area. 

 Preparing secondary sales report through excel format and submit it to immediate 
supervisor on daily basis. 

 Preparing S.R and SKU wise sales report and send it to head office MIS. 

 Create and expand uncovered market with new dealer. 

 Preparing competitors analysis and forwarded it to immediate supervisor in every 

month. 

 Periodically maintaining dealer’s stock 

 Sourcing new SR’s whenever any position opened. 

 Motivates subordinates to do their best work. 

 Any other task related to sales assigned by the management.  

PROFILE OF DESIRED CANDIDATES 

Academic Qualification Bachelor / Masters Degree 

Professional Qualification  

Minimum Years & Area of Experience 8 – 10 Years of Experience 

Specific Skills / Knowledge   

JUSTIFICATION & BUDGET 

Business case & justification for Manpower Requisition: 

Will be responsible for Gazipur, Mymensingh, Tangail, Savar & Manikgonj territory. 

Budget Status: Please tick/highlight the appropriate box 

  

 Replacement 
  

 New Headcount 
   

      Budgeted in BP  

      Not Budgeted in BP  

Preferred Source 

 

 Internal  
 

 External Sourcing 
 

(through internal job advertisement)  Through Headhunters 

  Through Newspaper Ad 

 Through Job Website Ad 

 Through Employee Referral 

APPROVAL 

 Name Designation Signature Date 

Proposed by  

(Hiring Manager) 
    

Recommended by  
(Department Head) 

MHY Gaznabi Chowdhury Head of S & M   

Approved by  

(Head of HR) 
Syed Md. Wasiul Hasan Head of HR   

Primary Approval by 

(General Manager) 
Ashik Malek GM, Operations   

Final Approval  Qamar-Uz-Zaman CEO   
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2.5.3 External and Internal recruitment: 

SAK CPL is a large organization with a substantial workforce, and the Human Resources department 

frequently conducts recruitment processes to fill the vacant positions. The company utilizes both 

external and internal recruitment methods: 

External recruitment: 

For the external recruitment, the HR team’s posts job advertisements on various platforms such as 

bdjobs.com, Facebook, and LinkedIn job portals. Interested candidates apply for submitting their CVs. 

The recruitment team then selects candidates based on the specified criteria for the vacant position and 

invites them to take a written test. Candidates that perform well in the test are shortlisted for interviews. 

For higher-level positions, the process may consist of tw or three rounds, depending on the position 

and the recruitment team’s assessment. 

Internal Recruitment: 

For internal recruitment, job openings are not advertised externally. Instead, the recruitment team 

selects candidates from within the organization. This approach may involve job enlargement or 

promotion, aligning with the company’s internal growth and development strategies. 

 
 

2.5.4 The selection process of SAK CPL 

The company can use these steps to select the employees. With this process, their Staffing job is done. 

The completed selection process ends the staffing functions. 

 

Telephonic Interview 

The telephone interview is a data collection method in which the interviewer communicates with the 

respondent on the telephone through the prepared questionnaire. Usually, standardized questionnaires 

with closed-ended questions are recommended for this kind of questioning. The below formed is used 

during the telephonic interview; 
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Employment Test 

Pre-employment testing is conducted to test job candidates on their qualifications for a job during the 

recruitment process. These can range from tests for standard job skills and knowledge of software to 

emotional integrity and cognitive ability. Some employment tests are as follows; 

a) Cognitive Test 

b) Aptitude test 

c) 16 Personality tests 

d) Numerical and Logical tests 

e) Operational Know-how 

Interviewing Candidate 

The process of interviews is one of the methods used in the selection of candidates. It generally exposes 

a lot of subjective analysis if the applicant and the person are compatible with the job in question in the 

concerned organization. Various situations may be considered in terms of obtaining available 

information from candidates during interpersonal communication. There are several types of 

interviewing process characteristics:  

a) Following a round of well-structured interview questions, candidates can be better evaluated.  

b) Excessive weightage can sometimes be assigned to various types of unfavorable situations.  

c) The interviewer's stereotypic nature can sometimes influence decisions.  

d) In some instances, the interviewer may conclude the formal portion of the interview earlier 

than expected, using the remaining time to gather additional relevant information about the 

candidate  

e) In some interviews, the presence of a large amount of unfavorable information may obscure 

the presence of favorable information.  

Fit-men Analysis of Positions 

When SAK CPL is hiring new people, they, want to make sure they’re capable of doing the job and 

hired them. However, that isn’t the be-all and end-all of a great hire – companies may also want to 

ensure their person-organization fit too. 
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Candidate Synopsis 

Once the selection process is done, the list of candidates is sent to the board for their approval. It has 

been observed that, in general, after completing the various types of interview steps; 

 

 

2.5.5Reference Checks 

The purpose of a reference check in any organization is to verify the information provided by a 

candidate in their application, as well as to gain insights into their past behavior in previous 

organizations (Hedricks et al., 2019). According to a study by Fall and Chulkov (2013), most public 

sector enterprises conduct background/reference checks prior to inviting shortlisted candidates for 

interview. In contrast, private sector organizations typically perform reference checks after issuing a 

provisional appointment letter to the selected candidates. 

Job Offer Letter 

When the hiring team finds the best possible candidate for their open role, they must contact the 

prospective hire to offer employment. Job offers are often formal letters of introduction that provide 

candidates with an overview and key details about the position. 
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2.5.6 Training and Development 

Training provides a valuable opportunity to enhance the knowledge and skills of employees. However, 

many employers today view development opportunities as costly and unnecessary. Employees, in turn, 

may feel that attending training sessions detracts from their work time, potentially delaying completion 

projects. In contrast, SAK CPL recognizes the importance of training for the organization’s growth and 

regularly conducts various training programs to improve employee performance. SAK CPL believes 

that these initiatives help reduce workplace errors, increase productivity, and enhance employee 

performance. Moreover, training provides employees with greater opportunities for promotion, which 

in turn boosts their job satisfaction and morale  

Method of Training Program 

Different methods of Training For the betterment of the organization SAK Consumer Products Ltd. 

focus on this section to help employees perform better. SAK CPL conducted different training 

programs, such as; 

 On-the-Job Training 

This training can be either ad hoc or regularly scheduled, such as the fortnightly training 

sessions under the Training and Visit (T&V) system of extension. It is typically delivered by 

superior officers or subject-matter specialists to subordinate field staff. The training is often 

problem- or technology-oriented and may include formal presentations, informal 

discussions, and hands-on opportunities for staff to apply new skills and knowledge in the 

field. Superior officers, administrators, or subject-matter specialists in each extension 

department are responsible for providing on-the-job training to staff as part of their daily 

activities 

 Formal Training 

Formal training, also known as structured training, refers to a learning program where the 

goals and objectives are clearly defined by the training department, instructional designer, 

and/or instructor. SAK CPL organizes various types of formal training programs to enhance 

employees' organizational skills. 

 Mentoring 

SAK CPL believes that a good mentor can make a good employee by giving valuable 

guidance. A coach gives direction to a less-experienced worker, the mentee. For this reason, 

SAK CPL strictly follows whether all the mentors are properly doing their jobs or not. A 

guide might be another worker of the organization or she might be an expert from outside 

the organization. Job Training and Mentoring are considered less formal. 

 Technical Training  
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SAK CPL believes that technical training is essential for employees to effectively understand 

their work. Technical training equips employees with the skills necessary to design, develop, 

implement, maintain, support, or operate specific technologies, applications, products, or 

services. 

 Behavioral Training 

Behavioral training is essential for employees, as effective communication is a critical skill 

in today’s corporate world. Organizations invest in training programs to enhance employees' 

communication skills, fostering better interaction and collaboration with others. 

 Compliance Training 

SAK CPL provides training on ethics and compliance to ensure that employees understand 

the consequences of unethical behavior. The company maintains a strict zero-tolerance 

policy towards bribery and unethical practices. There are dedicated codes of conduct for 

Anti-Bribery and Corruption that all employees are required to adhere to. 

 Leadership 

Leadership training is crucial for any organization in developing effective leaders. It fosters 

a positive work environment, empowers employees to have a greater influence on their daily 

tasks, provides growth opportunities, and encourages leadership—goals that align with the 

organization’s vision. SAK CPL views leadership training as an essential tool for equipping 

modern leaders with the skills needed to guide their teams through change and achieve 

success. 

 E-Learning 

The focus of this training is to ensure that SAK CPL employees are proficient in using the 

company's electronic systems effectively and appropriately. Recognizing the benefits of e-

learning—such as scalability, broader reach for educators, and improved learning 

retention—SAK CPL ensures that all employees actively participate in this e-learning 

program. 

External Training Program 

Training and development of employees are critical priorities of SAK CPL as they contribute 

significantly when it comes to productivity, profitability, and customer satisfaction. To ensure the 

highest quality of training, the company often engages external consultants and professional trainers 

who possess advanced expertise in teaching and training techniques.  These external trainers are well 

versed in the latest methodologies and technologies, which is why SAK CPL sometimes prefers 

external training programs for its employees.  
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Employees are sent to reputable training institutes, such as bdjobs, Mindmapper, and DonSumdany 

Facilitation, where they receive specialized training to enhance their skills, knowledge, and 

capabilities. These training programs are designed to improve employee performance and, in turn, 

boost the overall productivity of the organization. 

2.6 Planning Compensation and benefits package of SAK CPL 

SAK CPL Limited is also following a compensation package that helps them to retain full-time 

employees and casuals. Though they are on track to compensate the employees in a competitive 

manne1, they try to give a bit higher salaries and wages to the employees to remain competitive in the 

market. 

They judge the job positions first and then they go study the same categorized job position in other 

organizations, and see the pay level of these positions. Then, SAK CPL Limited decides how much 

will be paid to the positions that they are defining or examining. In this case, SAK CPL Limited tries 

to be very fair about the pay levels. They try to fix the pay level in a fair manner and effectively for 

them and for the employees too. 

2.6.1 Compensation at SAK CPL 

Compensation at SAK CPL 

Direct Compensation Indirect Compensation 

 Hourly Payment 

 Salary 

 Commission 

 Festival Bonuses 

 Deferred pay 

 Merit pays 

 Profit sharing 

 Overtime pays 

 Reward 

 Benefits 

 Non-monetary compensation 

 Insurance coverage 

 Gratuity 

 The non-monetary compensation includes 

benefits like: 

• Paid for time not worked 

• Flexi-time 

• Learning and development opportunities 

• Company cars 

• Phones or laptops and meals. 

• Award Certification 
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2.6.2 Base Pay Structure 

 

 

 

 

 

 

2.6.3 Payslip 

SAK Consumer Products Ltd. Provides Payslips online where employees are able to see their payslips 

through employee self-service. They can know their salary details through the online system. Below 

format is using for payslips. 

Employee Salary:  

SAK CPL Limited is committed to maintaining salaries and benefits that are fair to all employees and 

competitive in the local marketplace. The management monitors changes in the economy and salary 

market to ensure that the overall compensation package is sufficient to attract, recruit and retain high-

quality staff within the financial capabilities of SAK CPL Limited. At all times the management 

considers long-term the financial implications of changes in employee compensation as well as fairness 

to employees currently serving the company. 

Principles of salary: 

The compensation structure is framed to attract and retain high-quality people. The guiding principles 

of the compensation policies are 

a) Individual’s background and Experience. 

b) External pay market levels and trends (determined through compensation survey) 

c) Particular skills requirements of the company. 

d) Company’s affordability. 

e) Company’s statutory obligations. 

2.6.4 Payment of salary 

Mode of payment 

Payment shall only be made in Bangladeshi take. Every employee should have a salary account in 

company nominated commercial bank. The salary will be transferred to the respective salary accounts 

from the confidential department within the last day of each month. 

Advance salary payment 

No advance salary or advance from an already earned salary can be disbursed to any employee without 

Basic 50% 

House Rent 
Allowance 

25% 

Medical Allowance 15% 

Conveyance 
Allowance 

10% 

GROSS 100% 
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the written approval of the managing director. 

Loan against salary 

Generally, such a loan is discouraged. Only in extreme cases, depending on the merit, the loan may be 

considered and approved for the loan will require the managing director’s approval. 

Incentive pay categories 

a) Individual. 

b) Group. 

c) Company-Wide. 

Sales Incentive 

 Instead of a performance bonus, field sales staff will the rewarded with monthly, quarterly & 

half-yearly sales incentives for their contribution to the company. 

 Incentive schemes for each business will be proposed by the respective business head during 

budget preparation for the coming year.  

 This scheme will require approval from the managing director and should be communicated to 

the field force before the beginning of the year. 

Based on the requirements of the business, the head of the business may propose and implement any 

change of the scheme subject to the approval of the managing director. 

Employee benefits plan of SAK CPL  

The employee benefits plan is the most important part of an organization. It is motivated employees. 

SAK CPL continually evaluates and reviews its employee benefits plan to ensure that benefits are 

competitive. Employee benefits plans are: 

To establish a wage & salary plan for SAK CPL employees: 

a) Wage & Salary Plan comprises as mentioned components 

b) SAK CPL has a competitive monthly total base salary 

c) The Company follows an annual performance-based salary increment. 

d) A performance bonus is also available in SAK CPL 

To implement the employee incentive plan of SAK CPL. 

a) Quality of work output (How many units produced) 

b) Quality of work output (What was the quality of the products or service being produced or 

served) 

c) Monthly sales. (How many hazards or errors are being reduced) 

d) Work safety record (How many hazards errors are being reduced) 

e) Work attendance (If the absence is reduced or attendance is good) 
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Group-Term Life & Hospitalization Insurance Coverage for SAK CPL employees: 

All permanent employees of SAK CPL are covered under the insurance plan policy for both Life and 

Hospitalization.  The insurance coverage is as follows; 

Insurance Coverage 

Name of Insurance Company : Guardian Life Insurance Company Ltd. 

Group Term (GT) : 

BDT. 3.27  

(Per Thousand) 

(36 times of Basics 

Salary) 

Accidental Death (AD) : 

Permanent Total Disability (PTD) : 

Permanent Partial Disability (PPD) : 

Hospitalization Insurance Coverage (Per 

Insured) 
: Premium. 1,630/- BDT. 100,000/- 

 

Profit sharing of SAK CPL employees: 

Some employees prefer to feel a sense of ownership; this also gives them a direct reason to want to see 

the company succeed because they are financially invested. As a means to invigorate many companies 

offer profit sharing as a reward for strong motivation in a job well done. 

Flexible-time benefits plan 

Many employees want an alternative work schedule. Sometimes employees flourish on different kinds 

of work schedules as opposed to the traditional (and often monotonous). 

Short-term & long-term benefit plans of SAK CPL employees 

Short-term benefits plan 

a) Yearly Leave Fare Assistance. 

b) Yearly two festival bonuses. 

c) Yearly worker’s participation fund. 

d) Monthly, Quarterly & Half-Yearly sales incentives. 

Long-Term benefit plan 

a) Gratuity. 

b) Group insurance policy. 

c) Medical benefits. 

To concentrate on the Leave Benefits plan of SAK CPL Employees 

SAK CPL all management staff will have the following leave entitlement in a calendar year casual 

leave of 24 days. 
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Provident fund: 

The company has not introduced yet any provident fund for its employees. But they are planning to 

provide the provident fund to their employees by 2024 depending on their profitability.  

Gratuity 

An employee shall be eligible for gratuity on leaving the company after continuous and confirmed 

service of at least 8 years to the following terms and conditions: 

Completed Years of Service Payment of Gratuity  

Less than 5 years Not Entitled 

5 years – less than 10 
One month’s Basic Salary multiplied by the number of years 

of service 

10 years and above 
One and a half month’s Basic Salary multiplied by the 

number of years of service 

2.7 Performance Appraisal 

Performance Appraisal is the systematic evaluation or review of the performance of employees which 

will help the employees to understand the capabilities of a person for further growth of organization, 

skill, knowledge, and development. At SAK CPL performance appraisal is generally done in systematic 

ways which are as follows: 

a) The supervisors of SAK CPL measure the pay of employees based on performance and 

compare it with their company’s targets and plans. 

b) The supervisors analyze what factors need to be developed to develop the performance of 

the employees. The employers are responsible to guide the employees for better 

performance. 
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Figure: Yearly performance Appraisal 
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2.8 Marketing Practices 

Marketing is the creative and systematic process of identifying, creating, and delivering value to meet 

the demands of a certain market segment and generate revenue, according to Philip Kotler. Unmet 

needs and wants are identified via marketing. The procedure of locating, assessing, and quantifying a 

recognized market's size and potential for profit-making is explained in this statement. In an extremely 

competitive market with high product volumes, low margins, and frequent purchases, marketing 

strategies for SAK CPL use a holistic approach to influencing consumer behavior, increasing sales, and 

cultivating brand loyalty. In order to optimize impact, these techniques make use of a variety of 

channels and tactics, guaranteeing that products stay pertinent, visible, and within the reach of the 

intended audience. SAK CPL manufactures a variety of health and home care goods in an advanced 

manufacturing facility with cutting-edge technology. Every product goes through a rigorous production 

process that complies with strict quality control procedures. SAK CPL is trying to maintain a 

competitive pricing to appeal to budget-conscious customers, producing eye-catching and useful 

packaging to draw attention, and developing unique brand positioning to stand out in crowded 

marketplaces. Distribution is important, and FMCG firms prioritize wide networks to guarantee 

product availability in both urban and rural locations, spanning e-commerce platforms, traditional 

trade, and modern trade. In order to comprehend consumer preferences, forecast industry trends, and 

improve campaigns, modern FMCG marketing is depending more and more on data-driven insights. 

Businesses can estimate demand, enhance inventory management, and personalize marketing 

campaigns by incorporating technology like artificial intelligence and machine learning. Sustainability 

is a fundamental principle for SAK CPL.  

 

In order to promote a better lifestyle for both people and the environment, we are steadfastly committed 

to providing the highest quality products to both ourselves and the citizens of this nation.  

Our company complies with government environmental laws and regulations during the manufacturing 

process (SAk. Our Story – SAK CONSUMER PRODUCTS LTD. 2023). Establishing standards that 

adhere to governmental laws and regulations is one of the main duties. Our Good Manufacturing 

Practice (GMP) consistently guarantees that manufactured goods are monitored and controlled in 

compliance with legal requirements. From production to delivery, we have been taking into account 

social, environmental, and ecological concerns all along the way. We use a variety of models to manage 

dust production and lessen adverse externalities in order to support ecological outcomes. Additionally, 

we constantly keep an eye on, manage, and contain the dangerous chemicals we utilize in our 

manufacturing procedure for the environment's and people general safety. Entering our plant premises 

with the proper personal protective equipment is required. "LIVING SAFELY, SAVING LIVES" is 
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our CSR mission statement. We are dedicated to meeting the greatest standards in cost performance, 

safety, health, and the environment, and we are unwavering in our quest of excellence in everything 

we do. Recently, SAK Consumer Product Limited refurbished three bathrooms in Surma tea state, 

Madhobpur, Sylhet, in partnership with STAR CERAMICS and the JAAGO Foundation.  

 

 

Figure: Star and SAK with JAAGO Foundation Collaborations 

 

2.9 Financial Performance: 

The financial performance of SAK for the reporting period ending June 30, 2023, demonstrates a stable 

yet mixed trajectory, marked by a notable increase in revenue generation driven by higher sales of 

household products. However, despite this growth, SAK faces significant challenges, including 

negative equity resulting from a persistent mismatch between revenue generations and rising 

operational expenditures. Incremental profit growth has been slow, and administrative expenses have 

exceeded projections, further straining resources and exacerbating the financial shortfall. This situation 

underscores the urgent need for strategic interventions, including cost rationalization, enhanced 

fundraising efforts, and diversification of revenue streams, to address the negative equity and ensure 

long-term financial sustainability.
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3.0 Accounting Practices: 

The accounts department of SAK CPL keeps track of the company's daily financial activities. The 

staff diligently prepares the financial accounts in accordance with the relevant standard. Every 

transaction is recorded and posted to the ledger by the department, which also creates the trial 

balance, makes the required modifications after a predetermined amount of time, and prepares the 

balance sheet and yearly report. 

4.0 Operation Management and Information system 

Operations management and information system practices are pivotal in driving the growth and 

efficiency of an FMCG company, where speed, cost-effectiveness, and adaptability are key. 

Operations management focuses on optimizing production processes, streamlining supply chain 

operations, and ensuring the seamless flow of goods from manufacturing to retail shelves. This 

involves efficient procurement, just-in-time inventory management, and robust quality control 

measures to maintain product standards while reducing operational costs. On the other hand, 

information systems serve as the backbone of decision-making and process integration. By 

employing technologies like enterprise resource planning (ERP) systems, advanced analytics, 

artificial intelligence, and the Internet of Things (IoT), FMCG companies gain real-time insights 

into market trends, consumer behavior, and supply chain dynamics. These systems enable precise 

demand forecasting, efficient resource allocation, and enhanced customer service. Furthermore, 

they facilitate better collaboration among departments, improve communication across the supply 

chain, and support the implementation of sustainability initiatives. Together, operations 

management and information systems help FMCG companies stay agile in responding to market 

demands, reduce wastage, ensure product availability, and maintain a competitive edge in a fast-

paced and dynamic industry. 

5.0 Industry and Competitive Analysis 

The FMCG sector in Bangladesh is highly competitive, characterized by numerous local and 

international players offering similar products. Companies within this industry often compete 

based on product quality, brand recognition, pricing strategies, and distribution networks. SAK 

CPL operates in the very competitive FMCG sector, which is home to several major competitors 

like Unilever, Reckitt Benckiser Bangladesh Ltd., ACI, Square, KEYA, Square Toiletries Limited, 

and others. Analysis of the industry and competitors is crucial for market survival. The industry 

structure and competitiveness of Bangladesh's FMCG sector will be examined in this section of 

the research using Porter's Five Forces Model. Additionally, a SWOT analysis of SAK CPL will 
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be conducted in order to evaluate the organization's opportunities, threats, weaknesses, and 

strengths. 

5.0.1Porter’s Five Forces Analysis: 

Michael E. Porter created the strategic framework known as Porter's Five Forces Analysis to assess 

an industry's competitive dynamics. It aids businesses in comprehending how their sector is 

structured and the elements that affect competition and profitability. The following are the five 

forces: 

 

 
 

Figure 22: Porter’s 5 Forces 

 

Threat of New Entrants: 

Establishing a new FMCG business in Bangladesh involves a significant amount of money, 

research, paperwork, and documentation. However, the government of Bangladesh is open to fresh 

investments. Bangladesh is a very profitable destination for international brands because it is a 

rising economy. As a result, the FMCG sector that operates in the hygiene & healthcare market 

faces a moderate threat from new competitors. 

Bargaining power of suppliers: 

The FMCG sector generally benefits from a diverse supplier base for raw materials, which 

minimizes the bargaining power of individual suppliers. SAK has the flexibility to switch between 

suppliers with relative ease, given the availability of alternative sources. However, for eco-friendly 

or premium product lines, supplier power tends to increase due to limited sourcing options. These 



36 

 

product categories often require substantial investments and robust marketing efforts, which SAK 

may find challenging to undertake in the short term. Nevertheless, as SAK captures market share 

from competitors, it will likely need to invest in these areas to maintain and strengthen its position 

in the market. 

Bargaining power of buyers: 

Buyers in the Bangladeshi market are price-sensitive, giving them significant power to demand 

competitive pricing. With numerous established global and local brands available, consumers can 

easily switch if SAK’s products do not meet expectations. Large retailers and e-commerce 

platforms may demand higher margins, further increasing buyer power. 

Threat of substitutes: 

Rural and peri-urban lower-income consumers often utilize traditional cleaning methods, such as 

ash or lime, which serve as cost-effective substitutes. Established brands dominate the market with 

a wide range of cleaning products, making it essential for SAK to differentiate its offerings. 

Developing unique selling points, such as affordability, eco-friendliness will be crucial for 

standing out in this competitive landscape. Additionally, the growing popularity of natural and 

multipurpose cleaning alternatives as these products could shift consumer demand away from 

conventional options. SAK must remain vigilant about emerging trends to adapt proactively and 

sustain its market relevance. 

Industry Rivalry: 

The market for household cleaning products is highly competitive, dominated by global giants 

such as Unilever and Reckitt Benckiser, alongside robust regional players. The intense advertising 

and promotional efforts by these established brands create significant pressure to invest heavily in 

marketing to remain competitive. Additionally, the commoditization of cleaning products often 

leads to price wars, which erode profit margins. Despite these challenges, the increasing demand 

for cleaning products in peri-urban and rural areas presents a valuable opportunity for SAK to 

capture market share. By leveraging strategic positioning and tailored marketing efforts, SAK can 

address the unique needs of these growing segments and carve out a niche in this dynamic market. 
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5.0.2 SWOT Analysis 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Chapter-3 

 

 

 

 

 

 

 

 

 

5.1 Conclusion  

SAK Consumer Products Ltd. intends to set the standard as the market leader in Bangladesh in the 

FMCG sector, particularly for Home Care Products. It demonstrates that locally-owned instruction 

can provide efficiency. The HR department of SAK CPL is the most confidential department. 

Working here, limited information was collected for preparing this report because of too much 

confidentially. This is an organization that confirms the best service to the customers as well as to 

the employees by the Human Resources division. SAK CPL is the fastest-growing organization in 

Bangladesh. By working in the HR division, the knowledge learned would be helpful enough to 

sustain the real organizational environment. The subject of my study is too significant in the sense 

that it will give a clear idea of human resource management practice.  

I can say that the overall company procedure that SAK CPL follows all the legal requirements 

with overall best practices and the date if the company it gives are very much standard in practices 

and by this user can get clear picture about. All the necessary information of recruitment is 
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included & discussed in overall report. I have got clear idea about SAK CPL & its HRM practice 

through the report. 

 

5.2 Recommendation  

Considering the corporate scenario of the country, I must say that SAK Consumer Products Ltd.’s 

HR practice is developing day by day. This organization has a very good intention to adopt new 

ideas and concepts for development. SAK Consumer Products Ltd. needs to take care of the 

following issues:  

 For recruitment and selection, the HR team tries to follow the overall process for any 

position from top to bottom level; like written exams and taking interviews at different 

levels.  

  For the selection process, the HR team should arrange proper scheduling so that the 

candidates do not face any hassle.  

  For onboarding, employee logistics should arrange before onboarding.  

  Internal candidates should not be given high priority for selection that rejects the qualified 

candidates.  

  SAK CPL should arrange training programs for their employees to enhance their skills.  

  In some cases, the effectiveness of training is not evaluated after the training program is 

conducted.  

  Attractive salary should offer to the candidates to get qualified candidates from the labor 

market.  

 Long-service benefits like provident fund, and leave encashment should introduce for their 

employee to keep them for long time.  

 Employees’ salaries shall disburse at a time to reduce discrimination as well as maintain 

compliance issue. 
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Chapter3 

 

3.1 Introduction 

The report is created in order to accomplish a portion of the internship program's requirements 

for my Master’s Degree in Business Administration, as approved by BRAC Business School, 

BRAC University. The main purpose of a three months long internship program is that it is 

designed to provide students real-world experience and a chance to apply their academic 

understandings and finally, prepare a report on it and submit it to the respective department. I 

joined SAK Consumer Products Ltd. as an Intern in the HR department on a contractual basis for 

three months to fulfil the aforementioned requirements. My joining date was on 11 August, 2024 

and continued my internship at the company till 10th November, 2024. Following the discussion 

with my supervisor, the topic that has been chosen for writing the internship report is 

“Improvement of the Existing Recruitment Process of SAK CPL.” My supervisor, Dr. M. Nazmul 

Islam and co-supervisor Dr. Syed Far Abid Hossain have been really co-operative in guiding and 

supervising in the preparation and completion of the report. 

 

3.1.1 Theoretical Background: 

The process of recruitment and selection is an integral part of Human Resource Management 

(HRM), and is of significant importance to ensure that organizations hire the right talent in 

alignment with their strategic goals. This tenure is theoretically driven by factors that include 

the Person-Job Fit Theory, which states that the better the skillset and personality traits of an 

individual aligns with job specifications, the better the performance and satisfaction will be; 

and the Person-Organization Fit Theory, which suggests matching an individual’s values and 

culture with that of the organization was to ensure commitment and lower turnover. 

According to the Resource-Based View (RBV), human capital is strategic and recruitment 

and selection help create a workforce that provides a competitive edge. This is confirmed by 

equity and expectancy theories that ensure fairness and alignment of job opportunities with 

candidates’ expectations to retain organizational attractiveness (Russell, 2022; Ratten & 

Jones, 2021). While recruitment is aimed at a pool of potential candidates through job 



40 

 

analysis, sourcing strategy (internal and external), and therefore by creating a positive 

employer brand (and thus) image for the organization or business. Selection: This process 

involves selecting the best candidates through formal evaluations including interviews, 

assessments, and reference checks. The emphasis on proactive recruitment and predicting the 

future, DEI principles in hiring and technology like ATS and AI, also being introduced to 

enhance efficiency. 

3.1.2 Objectives 

The objective of this report is to comprehend SAK Consumer Products Limited's present 

performance and operations so that I may examine and determine the tactics they employ to run 

their daily operations. Gaining a thorough understanding of the company would help me 

understand its culture and how management makes sure that employees and other stakeholders 

connected to management and organizational objectives have a smooth experience. In addition to 

highlighting the organization's internal operations, this report identifies its challenges and offers 

creative solutions. Additionally, on how they foster coordination throughout the departments of 

the organization. 

3.1.3 Significance: 

The goal of the study is to identify any shortcomings in the company's current policies and 

procedures by examining and assessing SAK CPL's hiring process. The company is given the 

essential advice and suggestions to improve the paper based on the problems that were discovered 

via personal inspection. The study is crucial in highlighting the fundamental problems with 

antiquated HR procedures and illuminating the value of modern HR procedures. The study will 

help scholars and researchers conduct additional research on the value of integrating AI into the 

"recruitment and selection process." 

 

3.2 Methodology 

We mostly used a qualitative method in this investigation, depending on direct communication 

and casual conversations. As a primary source, the HRIS application was crucial in allowing the 

extraction of important information and insightful conclusions. We had casual discussions with 

senior staff members and the HR department's assistant manager in order to obtain thorough 

information. Informal conversations with HRIS software end users also yielded insightful 
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information. A combination of primary and secondary data forms the basis of our report. The HR 

department's thorough examination of corporate documents and files yielded important 

information. Informal discussions with the senior executive, assistant manager, and end users were 

used to gather primary data. 

 

Primary Data 

 Personal Observation: This entails watching the HRIS procedures, workflows, and 

interactions inside the company up close. Important insights into the system's daily 

operation and user interactions can be obtained by seeing it in action.  

 Casual Discussions with the Assistant Manager and Senior Executive: Having casual 

conversations with important decision-makers offers a chance to learn more about the 

strategic elements of the HRIS. These discussions can provide viewpoints on how the 

system can support organizational objectives and deal with human resources issues.  

 Practical Experience: Gaining practical experience involves actively taking part in or 

managing HRIS-related work. This could involve activities like entering data, creating 

reports, or resolving problems. The researcher's comprehension of the system's operation 

and possible areas for development is improved by practical experience. 

 

Secondary Data 

 Reference to Relevant Books and Websites: The results are contextualized through the 

use of secondary data from online and literary sources. To obtain theoretical frameworks, 

industry best practices, and comparative studies, this entails looking through pertinent 

books, journals, and reliable websites. These sources enhance our general comprehension 

of HRIS trends and operations.  

 Data Analysis: A descriptive analysis methodology is used in the report.  

By integrating primary stakeholder insights with an examination of secondary data sources, 

this research technique enabled a thorough grasp of the HRIS function. 
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3.3 Overview of the Human Resource Department SAK CPL: 

One of Bangladesh's emerging producers and distributors of fast-moving consumer goods (FMCG) 

is SAK CPL. CPL HR strives to create an environment that fosters creativity, growth, and 

efficiency in order to achieve business excellence through strong and dedicated individuals. 

Human resources are the association's most important resource, according to SAK CPL HR. It 

acknowledges the need for preparation and provides training when required to advance the HR 

professional's knowledge and skills. Events for team-building and thought leadership are 

constantly guided. CPL HR provides an execution-based career mobility and empowering working 

conditions to unleash the representatives' full potential. The most amazing necessity in the esteem-

based culture of SAK CPL is the pride of the individual. In terms of appointment and 

reinforcement, SAK CPL is confident. We organize various events, such as Family Days, Cricket 

Tournaments, Badminton Tournaments, and so on, with the goal of strengthening the 

representatives' loyalty to one another. Modern HR policies and procedures for hiring and 

selection, manpower planning, and advancement planning are practiced by SAK CPL. A Balanced 

Score Card and a combination of subjective perspectives are being used by SAK CPL to evaluate 

execution. In terms of auto finance, tips, provident stores, and hospitalization, CPL offers enticing 

options. It provides execution incentives, toll assistance, celebration incentives, and expert support 

funding for a range of situations throughout the course of a year. The practice of HRM must be 

seen through the lens of the organization's overarching strategic goals rather than as a stand-alone 

discipline that adopts a unit-based or micro approach. Thus, a company that takes its HRM policies 

seriously would make sure that the training is grounded in a targeted and innovative approach. 
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Organogram of HR Department: 

3.3.1 Analysis of the Recruitment and Selection process of the company 

In an extremely competitive market, SAK Consumer Products Limited, a prominent FMCG 

company, relies heavily on its recruitment and selection process to draw in and keep top talent. 

The business has a hiring strategy that strikes a balance between external hiring and internal 

promotions. While external recruitment is used to bring in new ideas, views, and talents to satisfy 

the ever-changing demands of the FMCG sector, internal recruitment is promoted to support 

employee growth and career advancement. To draw in the top talent, SAK Consumer Products 

uses a range of recruitment channels, including as well-known job portals, social media sites, 

employee recommendations, and university recruitment drives. The HR staff works with 

department heads to carefully write job descriptions and requirements that outline the skills, 

credentials, and experience required for each post, ensuring clarity and alignment with 

organizational goals. The business places a strong emphasis on an easy-to-use application process, 

integrating an applicant tracking system (ATS) to expedite candidate submissions and guarantee 

effective application processing. SAK Consumer Products uses a structured strategy during the 

selection phase, conducting competency-based, technical, and HR rounds of interviews to evaluate 



44 

 

candidates' technical proficiency and cultural fit. To make sure candidates are prepared to work in 

the fast-paced FMCG industry, the organization also uses pertinent evaluation tools to gauge their 

aptitude and problem-solving skills. Conducting comprehensive reference checks to confirm 

candidates' backgrounds and prior performance is also very important to SAK Consumer Products. 

AI-based screening tools and virtual interviews are two examples of how technology has been used 

into the employment process to improve efficiency and speed while also assisting the organization 

in meeting industry expectations. Additionally, the business maintains an inclusive and equitable 

employment process by making sure that labor laws and anti-discrimination standards are 

followed. The success of the hiring process is measured by tracking key performance indicators 

(KPIs) including time to hire, cost per hire, and quality of hire. In order to enhance and improve 

its procedures, SAK Consumer Products also collects input on the candidate experience. Long 

hiring times and communication breakdowns are recognized and fixed, while the company's strong 

employer brand and capacity to draw in top talent from the FMCG industry are used as advantages 

to continuously enhance the hiring and selection process. SAK Consumer Products Limited makes 

sure that it is in a strong position to satisfy the talent demands of the rapidly changing FMCG 

market by taking this all-encompassing and smart strategy. 

Flowchart of the Recruitment & Selection is given below 
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3.3.2 The following findings have been drawn from a review of SAK CPL's hiring and 

selection procedure. 

 Only five people make up the HR team, which is adequate for an organization as they are in 

charge of overseeing the hiring and selection procedures for the head office and Factory. 

Currently, the gap is being covered by recruiting interns with HR coursework, which is an 

excellent learning opportunity for students. However, the workflow is being disrupted by the 

interns' lack of experience and frequent changes every three to six months. The process's 

communication breakdown is also caused by a shortage of personnel. 

 Both internal and external hiring are successfully included into SAK Consumer Products 

Limited's balanced recruitment strategy. While external recruitment brings in new talent with 

fresh ideas and knowledge, which is essential for the always changing FMCG business, internal 

promotions are encouraged, supporting employee growth and loyalty. 

 SAK Consumer Products has a very structured hiring procedure that includes several rounds of 

interviews as well as competency-based, technical, and HR tests. This strategy makes sure that 

candidates' technical skills and cultural fit are carefully assessed, which is essential for the 

business to succeed in the competitive FMCG industry. 

 Recruitment and hiring process is extremely lengthy starting from junior position to senior 

position on occasion because of the large number of applicants and the requirement to guarantee 

a good cultural fit. Enhancing the candidate experience throughout the interview process also 

requires better communication. 

 The hiring process is now much faster and more efficient due to the use of AI-based screening 

tools and virtual interviews. This enables the business to swiftly draw in prospects while 

preserving quality, keeping up with the FMCG industry's increasing demand. 

 One of the significant findings form the analysis is that SAK CPL has trouble drawing in a lot 

of skilled applicants via online job boards and job fairs. This suggests that the business does 

not have a solid reputation as an employer, which is crucial for luring top people. The problem 

of late salary payments, which can have a detrimental impact on employee satisfaction and the 

company's reputation in the labor market, may be one possible explanation for this. It may be 

more difficult for SAK CPL to compete with other businesses that provide more alluring, 

dependable employment circumstances if current or former employees spread unfavorable 

rumors about salary delays. 
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 For onboarding, employee logistics like; an official laptop, visiting card, ID card, and a 

work-desk are not properly arranged for the new joiners. 

 Candidates are not offered an attractive wage in comparison to the market standard. 

 The company has not yet implemented long-service benefits such leave encashment and 

provident funds.  

 

3.3.3 Implication 

The analysis of SAK CPL’s hiring and selection procedure highlights both its advantages and 

disadvantages, which can assist the business in finding areas where the procedure could be 

improved. The findings can assist in identifying the persistent problems with the process that must 

be resolved in order to increase its efficacy and efficiency. 

 

3.3.4 Limitations 

There were a number of obstacles and restrictions that affected the breadth and depth of the 

investigation while this report on SAK Consumer Products Limited's hiring and selection 

procedure was being prepared. These restrictions are listed as follows: 

 

 Limited HR personnel availability: As they were frequently preoccupied with their daily 

tasks, which made it challenging to arrange meetings or interviews in order to collect the 

data needed for the report. This made it more difficult to gain firsthand knowledge and 

insights into the company's hiring and selecting procedures. 

 Insufficient Information: The information gathered was insufficient to thoroughly 

address all elements of the hiring and selecting procedure. The capacity to conduct a 

thorough study was constrained by the absence of comprehensive statistics and qualitative 

inputs. 

 Lack of Related Papers and Reports: Essential reports and papers, including 

performance evaluations, hiring tactics, and employee input, were not easily available. Due 

to a lack of documentation, it was difficult to assess the general efficacy and efficiency of 

the business's operations. 

 Differences between Theoretical Knowledge and Practical Application: SAK 

Consumer Products Limited's theoretical frameworks for recruiting and selection differed 

significantly from their practical application. Because theoretical models did not always 
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match actual practices, this disparity made it difficult to reach accurate findings and 

suggestions. 

3.3.5 Recommendation 

The following suggestions are made in order to address the difficulties SAK Consumer Products 

Limited (SAK CPL) has luring top personnel because of its bad employer reputation, which is 

especially impacted by late payments 

 Utilize Employee Referrals: Promoting existing staff members to recommend possible 

hires can be a successful tactic, particularly when it comes to repairing a company's 

reputation. Referrals from employees typically draw in more suitable applicants who are 

already familiar with the company's culture, which lessens the need for job fairs and job 

site postings. 

 Establish Fair and Competitive Compensation: Examine and compare pay plans to 

make sure they are competitive in the FMCG sector. Attractive benefits, bonuses, and other 

incentives can show that the company values its workers and increase its attractiveness to 

top talent. 

 Resolving the issue of late wage payments need to be the top concern right now. To foster 

confidence and raise employee satisfaction, SAK CPL must make sure that salaries are 

paid on time and consistently. The company's standing as an employer would be greatly 

improved by a clear and dependable payment method. 

 Boost Employer Branding: In order to draw in talent, SAK CPL must make investments 

to strengthen its employer brand. Through company websites, social media platforms, and 

employer review sites like Glassdoor, it is possible to showcase positive workplace culture, 

career development possibilities, employee benefits, and success stories. Rebuilding the 

company's reputation can also be achieved by asking current employees to share their 

positive experiences. 

 Enhance Employee Engagement and Retention: SAK CPL should prioritize creating a 

positive work atmosphere in addition to paying salaries. To improve employee happiness 

and retention, this entails providing professional development programs, career growth 

possibilities, and frequent feedback channels. A highly engaged workforce can draw in 

applicants who are more likely to stick around over time and lower turnover. 
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 Invest in Recruitment Marketing: SAK CPL ought to think about creating a focused 

recruitment marketing plan that emphasizes the business's advantages, future growth 

potential, and the influence that staff members have on the organization. The company's 

attractiveness and exposure can be raised by interacting with prospects through career-

focused content like webinars, videos, and blogs. 

 Emphasis on Candidate Experience: Improving the candidate experience can be 

achieved by streamlining the hiring process and keeping lines of communication open with 

applicants at all times. Even for those who are not chosen, giving prompt feedback and 

making sure the hiring procedure runs smoothly will contribute to building a good 

reputation. 

 Address Workplace challenges transparently: SAK CPL should be transparent about 

any systematic problems or difficulties that have contributed to the company's bad 

reputation. Rebuilding trust with both present and prospective employees can be facilitated 

by being open and honest about the company's initiatives to enhance internal procedures 

and workplace culture. 

 

3.3.6 Conclusion  

In conclusion, SAK Consumer Products Limited's (SAK CPL) hiring and selection procedure has 

a lot of obstacles, especially when it comes to luring top talent via job fairs and internet portals. 

The company's inability to effectively compete in the talent market has been hampered by its 

negative employer reputation, which may have been impacted by problems like late wage 

payments. In order to overcome these obstacles, SAK CPL must fix the problem of pay delays, 

enhance employer branding, and create a productive workplace that prioritizes employee 

engagement and retention. By putting these tactics into practice, the business may improve its 

standing, draw in top talent, and lower employee attrition, eventually establishing itself as a 

competitive and alluring employer in the FMCG sector. By adopting a more dependable and 

employee-focused strategy, SAK CPL can enhance its workforce and drive long-term 

organizational success. 
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Appendix A. 
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