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Executive Summary

This report has been compiled to meet the criteria for the attainment of the BBA degree. The
study is distinctive as it derives insights from a three-month internship experience at Summit
Towers Limited, offering a realistic view on the recruitment and selection process. The report
will provide clear insights into the company's recruitment and selection practices. There are
five chapters in this report. The first chapter details the objectives and methodologies of the
study. The second chapter describes the company profile. The third chapter explains the
theoretical aspects and the recruitment and selection process of the organization. The fourth
chapter details the analysis and findings of the recruitment and selection process. Finally, the
fifth chapter explains possible recommendations to improve the process. Overall, this report
explains the recruitment and selection process activities based on data analysis, learning from

internship experience, and theoretical insights.
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1.1 Introduction

Students get the finest opportunity to apply academic knowledge in a practical work
environment during the internship. It is an essential phase for a BBA student to experience a
real scenario and get the chance to learn about the work environment. Summit Towers Limited
is a leading organization in the telecommunication infrastructure industry. It is known for
superior customer service, strong work culture, and sustainability. STL recognizes the
necessity of a well-structured recruitment and selection process to stay ahead in this
competitive industry. This analysis dives into the practices of the recruitment and selection
process of Summit Towers Limited, explaining the process and analysis. Skilled human
resources are the core of any organization. Understanding this truth, STL cultivates a strong
work environment, fostering growth and opportunities. It starts with hiring talented individuals
who have the competencies to accomplish tasks productively. The recruitment and selection
process at Summit Towers Limited are organized and planned to hire the most suitable
candidates as per the organization's needs. It begins with defining the organizational objectives,
which is followed by planning the strategies. After that, the hiring needs have been identified.
The job requisition process begins with the reasons for new hiring with the detailed description
and required competencies for the position. After getting approval, the job description has been
prepared, and a job advertisement has been published. The selection process begins with initial
screening, followed by an assessment test, interviews, and reference checking. After all this
process, the final decision had been made. Continue with job offerings and the onboarding
process. The recruitment and selection process of STL is a combination of best industry
practices and required technologies. By utilizing all resources, the company works to operate
an impactful recruitment and selection process that is aligned with the organizational strategies.
However, the hiring process is not a one-time event but a continuous process to meet the rising
demand for human resources. As the organization grows, the demand for new employees also
increases, which makes the necessity for an effective recruitment and selection process that can
deal with industry demands. So, the organization needs to evaluate its program, find the best
solutions, implement modern practices, and adapt new technologies to enhance the
effectiveness of the process. In this changing phase, the involvement of various departments
and considering their needs are mandatory. The team members of HR department of the
organization are assigned for this big duty to address different hiring needs, develop an
effective selection process, and make changes in the process to meet the demand for new hires

with the required knowledge, skills, abilities, experiences, and future development
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possibilities. Recruitment focuses on attracting potential candidates for the advertised position.
The steps included in the recruitment process are defining hiring needs, conducting job
analysis, preparing job descriptions, selecting candidate sources, and publishing job
advertisements. The goal of the recruitment process is to identify the most suitable candidates.
For example, if the finance department needs a senior executive, the manager will inform the
human resources department and fill out a job requisition form. Then the human resources
department will get approval, prepare a job description for the position, select candidate
sources, and publish a job advertisement. The recruitment process is performed through both
physical and online activities. The selection process focuses on finding capable candidates for
the hiring positions. The steps included initial CV screening, conducting assessment tests,
conducting interviews, conducting reference checks, making final decisions, and job offers. In
every selection stage, the candidates have been evaluated based on measuring criteria to reduce
the candidate number. From the previous example, CV and resume will be evaluated first based
on experience, education, and skills. The selected candidates will attend assessments and
technical literacy tests. Candidates who pass the assessment test will be interviewed. Based on
the interview performance, the human resources department will conduct a background and
reference check. By evaluating every stage, the top management and finance departments will
choose the most suitable candidate. After that, the human resources department will offer a job
to the candidate. The selection process is deductive. Recruitment and selection processes are
crucial for both employees and organizations. The recruitment process attracts potential
candidates, and the selection process finds the most suitable one. By facilitating the recruiting
function, a company ensures hiring the suitable candidates to accomplish goals. This report
will give valuable insights into the overview, analysis, and practices of the recruitment and
selection process of Summit Towers Limited. It also describes the findings and possible

improvement areas of that will make the procedure more effective.

1.2 Literature Review

Today's rapidly changing economy relies heavily on an organization's human resources to
create value. In such a competitive market, organizations have begun to pay close attention to
the recruitment and selection process, as people are their most valuable asset. Recruitment and
selection are dynamic and complex functions of human resource management in an
organization. Recruitment means searching for and finding individuals with the potential to fill

job positions in a company from internal and external candidate sources. These candidates
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must have the relevant skills, knowledge, and experience. The recruitment and selection
process started during the 1940’s. It came about because of the Second World War, when
soldiers were called to war it created major openings in the work positions. The demands of
workers were emergent. After the end of the war, there was huge necessity of human resource
management (Deadricka and Stoneb, 2014). In the 1980s, Ulrich proposed a human resource
competencies model which is still used in the recruitment and selection process today. Many
organizations created their competency frameworks which have the specific quality, skills, and
experience that are required from potential candidates. These specific outlined frameworks
allow organizations to select the right employees (Cohen, 2015). In the recruitment process,
candidate sourcing is a crucial issue for the organization in today’s competitive job market.
Candidate experience, employer branding, and usage of technology play significant roles in
influencing candidates. Developing strong employer brand can attract and retain top talents.
Creating a positive candidate experience which includes transparent communication and
providing feedback. Using the latest technologies to collect information on candidates’
behavior, streamline sourcing, and enhance candidate experience will help organizations save
time and make better decisions (Balu L, 2023). In the section process, face validity and
predictive validity are two important concepts. During the employee selection process, the
organization’s face validity plays a crucial role. The candidates tend to evaluate the
organizational culture through the recruiter’s behavior in the selection phase. Predictive
validity means the capability of recruiters to evaluate the candidate’s potential to accomplish
the duties. Properly designed work samples in the written assessment, well-structured
interviews, and required technical tools assessment tests will improve the predictive validity
capacity. It is necessary to evaluate the candidate’s competencies effectively as it has a direct
impact on organizational growth and success. To conduct an effective candidate selection
process, it is important to understand that it is a two-way communication process. So, the
selection process must be fair and conducted courteously, equitably, and honestly with all
candidates. Accurate and complete information, employer branding, comprehensive job
analysis, and person specification play vital roles in the selection process (Ekuma, K. J., 2012).
The role of technology in the recruitment and selection process is very essential. The
development of the Internet and social network platforms has opened new opportunities in the
implementation of recruitment and selection functions. With the increasing use of the internet
and social media, it is necessary to combine modern technologies with traditional recruitment
and selection practices to increase effectiveness. The usage of technologies is higher in the

recruitment process. The organizations use their website, and social media career pages to
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publish job advertisements. Also, they share organizational activities, and events that add value
to their brand image which is effective in attracting top talent. Nowadays, most of the company
prefer soft copies of CVs and resumes. The usage of ATS, career websites, email, and HRIS
makes recruitment an online process. The usage of technology in the selection process is
limited to the recruitment process. Online aptitude tests, video resumes, and the usage of online
conference platforms to conduct interviews are common usages in the selection process. The
effectiveness of the technological usage in the selection process depends on the position and
requirement. However, there are also a few shortcomings in the massive technological usage.
The number of irrelevant applications has been gradually increased which don’t match the
requirement criteria. The internet supply is not efficient in every area which can cause trouble.
However, the limitations are getting lower as the number of active internet users is increasing
day by day (Slavi¢ A. & et al., 2017). The recruitment and selection process have a big impact
on employee performance. Recruitment positively affects employee performance as it is a
process to get new qualified employees to fill vacant positions. With a proper recruitment
process, the organization can attract talented individuals who will perform well in the long run.
The selection process has a positive significant effect on performance. New employee’s
performance is influenced by the selection procedure, selected candidates for participation, and
qualifications of selectors (Fitri R. L. & et al., 2021). The more effectively and efficiently a
company can recruit and select, the better they hire and retain well-performing and satisfied
employees, and the more effectively the company can influence business outcomes such as
increased productivity, cost reduction, and increased financial performance (Aliyu U. L.,
2021). Modern technological advancements are shaping the future practices and trends of the
staffing and recruiting functions. Artificial Intelligence is considered as crucial driving forces
in this evolving process. The usage of automation through artificial intelligence makes new
employee hiring process the most dynamic and time-saving. However, rising fear of losing jobs
due to automation is a concerning factor in this changing situation (Ore O. & Sposato M.,
2021). Sustainability is another important factor that changes the recruitment and selection
practices. Green HRM practices are a fundamental force within organizational operations. The
usage of websites for candidate and employee registration, reducing paperwork, conducting
interviews through phone and internet, and remote job placements are examples of green
recruitment and selection processes. These practices help to reduce waste and improve

surrounding environmental quality and performance (Kuo Y.K. & et al., 2022).
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1.3 Background of the Study

This study pursues to conduct the assessment of employee hiring and selecting function of
Summit Towers Limited. By analyzing the different components of the recruitment and
selection process, like hiring needs assessments, job description preparation, candidate sources,
evaluation methods, and usage of technology, this report describes the strengths and
improvement areas of the existing process. Besides that, the surveys of employees and the
interviews with key persons help to provide valuable insights, which will help to form
recommendations to optimize the recruitment and selection process. By exploring the practices
and strategies, this study aims to identify how a company conducts a well-structured
recruitment process to hire the best talents.

1.4 Objectives of the Study

1.4.1 Broad Objective

This report will serve as a task to meet the necessary condition of the accomplishment of a
BBA degree. The primary objective is to describe and analyze the recruitment and selection

process of Summit Towers Limited.

1.4.2 Specific Objectives
e To understand the different steps of the recruitment and selection process.

e To analyze the effectiveness of the recruitment and selection process.

1.5 Scope of the Study

The scope of this study is to comprehend the different aspects of the recruitment and selection
practices of Summit Towers Limited. The internship report aims to describe a logical
understanding of how the company operates the recruitment and selection process most
effectively. Through the analysis, this study seeks the understanding of crucial parts of the
process and finding recommendations that will help to optimize the overall process

productively.

1.6 Problem Statement
Everyone recognizes the need for a well-structured recruitment and selection process to

accomplish employee growth and organizational success. However, in the rapidly changing
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industry and market conditions, it is crucial to understand the recruitment and selection
process's effectiveness for growing organizations like Summit Towers Limited. This study
looks into the practices and strategies of the employee recruiting procedures. By assessing the
alignment with organizational goals, effectiveness in hiring the right people, and overall impact
on organizational growth this study will provide actionable insights to optimize the existing

recruitment and selection framework.

1.7 Methodology of the Study
Research Design: A questionnaire that consists of ten close-ended questions was prepared to

conduct the survey. It will help to analyze the recruitment and selection process effectively.

Population: A population is a group of individuals who share some common characteristics.
Researchers conduct research on the common traits shared by a population. The target
population for this study are the managers from different departments of Summit Towers

Limited who act as the supervisors of new hires. The population number is 17.

Sample and Sampling Technique: A sample is a small group from the larger population who
have been chosen to conduct the survey. There are different methods to choose the sample. The

convenience sample method has been used for this study.

Sample Size: The sample size to conduct this study is 10. From the 10 managers of STL, the

data was collected to evaluate the recruitment and selection process of the organization.

Data Sources: The sources of data to conduct this study include:
Primary Data Sources:
e Questionnaire for survey

e One-to-one discussion with the employees

Secondary Data Sources:
e Company’s Website
e Journal’s Articles
e Website’s Articles
e Textbooks
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Data Analysis Tools: Microsoft Excel program used for data organization, data analysis, and
data presentation through charts. Besides that, the Microsoft Word program was used to explain

the findings from data analysis.

1.8 Limitations of the Study

There are several challenges raised during the study. These include:
e Inadequacy and unavailability of organizational data
e Limited access to relevant documents
e Lack of adequate time

e Limited discussions due to a busy work environment
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Chapter 02:
Organizational Overview
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2.1 History of Summit Towers Limited

STL started after getting the license from BTRC in 2018 to establish mobile network towers
and enable mobile tower facility sharing services nationwide. This company is a subsidiary of
Summit Communication Limited, the largest telecommunication infrastructure organization in
the country. The company’s duties are to build, operate, and maintain mobile network towers

and provide tower-sharing service to ensure robust network connectivity nationwide.

T e ZEhZE Agreemﬂh“t Siggﬂg. 2023: 2000 towers buit
BTRE WI rameenpnone, Kooi, hy STI_

Teletallk

2023: 1000

with Banglalink by STL Grameenphone sites
completed

2020: Agreement signed 2022:1000 towers bulit

2023: Took ownership of
2012 sites from
Banglalink

2020: First tower built by 2022:1000 towers built
STL for Banglalink

Figure 2.1: Journey of Summit Towers Limited
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2.2 Overview of the Company

Company Name: Summit Towers Limited (STL)

Subsidiary of: Summit Communications Limited

Industry: Telecommunication

Head Office Address: 18 Kazi Nazrul Islam Avenue, Dhaka-1215

Key Aspects: Efficient Infrastructure Solution, Expert Infrastructure Management,
Agile Deployment, Supporting Network Densification

Clients: Banglalink Digital Communications Limited, Grameenphone Limited,
Robi Axiata Limited, Teletalk Bangladesh Limited

Website: https://summit-towers.net/

Number of Operating Towers: 4549 (BTRC Website, August 2024)

2.3 Mission Statement

To foster a more promising future through sustainable business.

2.4 Vision Statement

To connect every household in Bangladesh with world class multi-media services with the

objective to help develop a Digital Bangladesh.
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2.5 Services of Summit Towers Limited

Summit Towers Limited is providing following services to their clients:

01. Towers Solutions:
STL provides modern tower infrastructure with cost-effective power solutions to mobile
network operators. Currently, the company operates their business in 61 districts of the country.

02. Space Solution
The company expands colocation services to leverage existing Build to Suite (B2S) sites to
serve multiple customers efficiently. The purpose is to maximize the prospect of network

infrastructures and secure optimal use of national resources.

03. Sub-Lease
The company plays a significant role in mediating between mobile network operators to assist
in the network expansion through mobile network operators’ owned tower infrastructures. It is

a collaborative initiative to unite several stakeholders for shared success.

04. Passive Support
The company provides comprehensive support through sharing space and powers with non-

MNO customers. The goal is to enhance the capabilities of NTTN connectivity.

2.6 Core Value

Summit Towers Limited incorporates sustainability into all of its business processes. Their
business model emphasizes shared telecommunications systems, which support a greener
future by reducing the need for secondary towers. This not only reduces the environmental
impact but also demonstrates a commitment to energy efficiency. STL tightly integrates
modern, environmentally friendly technologies throughout its tower network, significantly
reducing environmental impact. In addition to sharing tasks, resource efficiency is
recommended. By encouraging mobile network providers to share resources, they assure
efficiency and reduce the need for new infrastructure. This approach not only improves the
environment but also the bottom line of their customers, providing long-term reassurance about
the company's sustainability efforts. Summit Towers Limited's commitment goes beyond

infrastructure. They prioritize creating dependable and long-lasting relationships with their
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customers. They aspire to meet and surpass expectations by establishing trust and long-term
partnerships through personal service, transparent communication and proactive support.

2.7 Organizational Structure

Chief Executive
Dfficer
Chief Technology Chief Financial Chief Corporate Project B IM
Officer Dfficer Affairs Dfficer Administrator eneral Manager
p— Corporate & -
Civil I]esngn'ﬁ PSSR B W ey Human Business Control
Implementation Afairs Resources & Development

Lease & Property Jill Billing & Revenue
Management Collection
Power Design & RN Stakeholder
Finance & PR
Implementation T Relationships
reasur

Tower Design &
Implementation

Quality & Service
Assurance

Partner
Management &
Billing

Supply Chain
Management

Commercial
Power
Implementation

Project and
Efficiency
Management

Figure 2.2: Organizational Structure of STL
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Chapter 03:
Recruitment and Selection Process of

Summit Towers Limited
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3.1 Concept of Recruitment Process

Recruitment process is the initial stage of hiring new employees. This process aims to
determine the job responsibilities and identify potential candidates for that position. The
process starts with identifying specific hiring needs through communication and discussion.
After determining the need, a detailed job profile needs to be designed, which includes job
responsibility, skill requirements, and other necessary information. Based on that profile, a job
description must be prepared for job advertisements. Then, the organization needs to determine
possible candidate sources. After choosing the sources, the job advertisement will be published

to attract suitable candidates.

3.2 Concept of Selection Process

Selection process is the final stage to determine a new hire. This process is deductive, aiming
to identify and select the most suitable candidates. The process starts with an initial evaluation
of the candidate’s application. The initial process includes reviewing the resume, profile,
experience, and skills. After that, the selected candidates will participate in the assessment tests.
The assessment tests include written exams, computer literacy, physical capability, and
technical capability tests based on job type. After evaluating the test performance, the qualified
candidates will participate in the interview process. After concluding the interviews,
background and reference checks will begin for selected candidates. After proper evaluation,
the management will decide and get approval for a new hire. Finally, the HR department will

offer the job to the selected candidate.

3.3 Objectives of Recruitment & Selection Process:

The fundamental purposes of the recruiting and employee selecting functions include:

Talent Acquisition: Talent acquisition includes attracting, identifying, selecting, and retaining
highly qualified individuals. It is an essential component of the organization that is evidently

one of the important determinants of organizational performance.

Increasing Organizational Effectiveness: Selecting candidates who is capable to execute the

duties properly and increasing organizational effectiveness and productivity.
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Developing Employer Brand: Comprehensive recruiting and selection procedures reach

potential hires and enhance the organization’s reputation within the industry.

Promoting Diversity and Inclusion: A diverse workforce brings dynamic perspectives, ideas,

and experiences to the workplace, which stimulates creativity and innovation.
Reducing Turnover and Increasing Retention: When the right person is placed in the right

role, job satisfaction rises and employee turnover falls. Minimize hiring costs and maximize

employee retention are the core objectives of this process.

3.4 Differences between Recruitment & Selection Process

Informing candidates about job openings and Picking the most gualified candidates from

encouraging them for apply applicants
Reaching out potential candidates Focusing on specific requirements
Fills the candidate pool for job openings Identifies the best fit for a specific position

Prepare job description, Advertise job Screen job applications, conduct assessment

application test and interviews

One-way communication Two-way communication

First step in the hiring process Final step in the hiring process
Requires minimal time and money Time-consuming and expensive

On going process, not tied to specific Time-bound process. Connected with specific
vacancies vacancies.

Figure 3.1: Recruitment vs Selection Process
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3.5 Recruitment Process of STL:

The organization follows the steps mentioned below to conduct the recruitment process:

3.5.1 Identifying Hiring Needs

The recruitment process is a collaborative effort that begins with identifying the hiring needs
within the organization. The HR department assesses the current organizational situation to
determine the need for new vacancies. The manager of the human resources department
contacts different departments to find the needs of the new employee. Also, managers from

other departments inform the HR team when they require new hires.

3.5.2 Job Requisition
Job Requisition is a formal process used to request new vacancies or fill existing positions.
Managers submit the job requisition form to the HR manager to communicate their needs. A
job requisition includes the following sections:

e Name of the position

e Name of the reporting supervisor

e Department Name

e Employment type

e Job duties and responsibilities

e Reason for new hire

Upon receiving the job requisition form, the HR Manager carefully evaluates the need for a
new hire. After that, the HR manager contacts the top management to seek approval. Once the

approval is received, the HR team begins working on the next steps of the recruitment process.

3.5.3 Preparing Job Description

Job description is an elaborate document detailing the tasks to be performed in a given position,
the responsibilities, and a list of required skills. It provides an overview of the job to the
candidates. After getting approval for new hires, the HR team will prepare a job description
based on job requirements provided by the department. Then the human resources department

will use the job description in the job advertisement.
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3.5.4 Determining the Candidate Sources

After preparing the job description, the HR team will find the suitable candidate sourcing

channels to publish the job advertisement. The candidate sources include two types. One is

internal sources and another is external sources. Here are the descriptions of candidate sources

of Summit Towers Limited:

Internal Sources:

Promotion: Promotion is an essential type of internal source. The organization ensures

effectiveness and talent retention by promoting talented employees to higher positions.

Internship: The company offers jobs to interns who have great potential and perform
well during the internship. It is a very effective source to recruit talent as the interns are

already familiar with organizational operations.

External Sources:

Employee Referrals: Employee referrals mean the employee suggests candidates for
job openings. When a new vacancy is announced, employees are encouraged to refer
suitable persons from their network, career group, university, professional association,

and other sources.

LinkedIn: LinkedIn is a business and employment-focused social platform. It is a great
and effective source to find potential candidates. The HR team published job
advertisements on LinkedIn to attract talented personnel.

Job Fair: The company attends job fairs organized by different universities to find
potential candidates. It provides an excellent opportunity to recruit talented fresh

graduates.

HR Consultancy Firm: The company also sources candidates for different positions
through an HR consultancy firm. E-Zone HRM Limited provides employee outsourced

services to Summit Towers Limited.
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3.5.5 Job Advertisement
After determining the candidate sourcing channel, the HR team publishes job advertisements
to attract potential candidates. Then, the selection process begins upon receiving the job

applications.

Determining

Identifying Job Prreparing the Job

Job

= Advertisement
Description

Candidate
Sources

Hiring Needs Requisition

Figure 3.2: Recruitment Process of STL

3.6 Selection Process of STL

The organization follows the steps mentioned below to conduct the selection process:

3.6.1 Initial Screening

Initial screening means evaluating a candidate’s job application. In this stage, the HR manager
evaluates the CV or resume of the applicants to match the requirements with job
responsibilities, experience, and skills. After evaluating job applications, the HR manager will

select suitable candidates for the next step.

3.6.2 Conducting Assessment Test
The selected candidates will participate in the assessment test in the next step. An assessment
test helps evaluate an individual’s ability, knowledge, and skills to succeed in the job position.

The standard assessment test includes:

Written Aptitude Test: The written aptitude test is used to evaluate the analytical skills and

required knowledge of the candidate.

Computer Literacy Test: The computer literacy test evaluates the candidate’s ability to use
the required software for the position. Example: MS Excel test.

Physical Ability Test: The physical ability test is required for specific candidates who will

work in the tower operation site. Example: Tower maintenance technician.
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Technical Skill Test: The technical skill test is required for the specific departments. It will
evaluate the candidate’s abilities to accomplish tasks effectively. Example: Information
Technology (IT), Network Operations Center (NOC).

3.6.3 Conducting Interviews

The candidates who passed the assessment tests will attend the interviews. The organization
conducts both online and on-spot interviews. The candidates need to go through multiple-level
interviews. Generally, the HR team and Line Manager will conduct the initial interview to
evaluate the candidates. After assessing the initial interview, the selected candidates will face

next-step interviews with senior management.

The standard interview evaluation criteria include the following:
e Required Education
e Attitude & Behavior (Confidence, Conscientiousness, Openness to Experience)
e Communication (Clarity, Listening)
e Relevant Knowledge & Experience

e Emotional Stability

3.6.4 Background & Reference Check

After evaluating the interview performance, the HR team will start background and reference
checking of the candidates who passed the interview process. Background checks include
analyzing previous work employment history, commercial, legal, and financial data. Reference
check consists of evaluating the candidate’s behavior, performance, and job duties of prior
employment. This process is crucial to determine whether the candidate can be an

organizational fit.

3.6.5 Decision Making

After conducting the background & reference check, the hiring department and management
will decide to select the most suitable candidate. Then, the HR manager will get approval for
recruits from top management. After getting the approval, the HR team will start working on

the next steps.
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3.6.6 Job Offering

The HR department will contact the candidate and offer job based on final selection. If the
candidate accepts a job offer, the HR department will prepare the appointment letter and start
preparing for the employee onboarding process.

Background
& Decision Job Offer

Conducting
Assessment
Test

Initial Conducting

Interviews

Screening

Reference Making
Check

Figure 3.3: Selection Process of STL

3.7 The Causes of Rejecting Candidates:
Poor CV and Resume Formatting: A poorly structured CV or resume can lead to immediate
rejection as it is the initial stage of a candidate's evaluation. The main causes of rejecting CVs
and resumes are:

e Generic and irrelevant contents

e Misrepresentation of information

e Grammatical and spelling errors

e Lack of relevant experience

e Too much long or too much short CV

Poor Performance in the Assessment Test: The assessment tests are the fundamental stages
where the organization evaluates the candidate’s required knowledge and technical skills. Most

candidates failed in this stage due to a lack of preparation.

Poor Performance in the Interviews: The interview process is a critical stage where the
candidates get the opportunity to demonstrate their competencies. Candidates who fail to
respond effectively, demonstrate a lack of confidence, or display poor communication skills
are rejected in this process.

Lacks of Professionalism: Professionalism in appearance, communication, and manners are
essential in the workplace. Candidates who express unprofessional behavior, arrive late in the
interview, or dress inappropriately are often rejected.
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Cultural Misfit: Cultural fit is a significant factor in recruitment. Recruiters look for
candidates whose attitudes, behaviors, perceptions, and values align with the organization.

They may reject candidates who failed to demonstrate their alignment with the organization.

Background and Reference Check Issues: Recruiters rely on background and reference
checks to validate the integrity and trustworthiness of the candidates. They will reject
candidates who presented false information, had any type of incompatibility, or had an
unethical work record in the past.
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Chapter 04:
Analysis and Findings
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4.1 Data Analysis

4.1.1 1 believe the sourcing channels are effective in attracting qualified candidates

Levels of Measurement Number of Responses Percentage of Responses
Strongly Disagree (1) 0 0%
Disagree (2) 3 30%
Neutral (3) 1 10%
Agree (4) 4 40%
Strongly Agree (5) 2 20%
Total 10 100%

@ Strongly Disagree
O Disagree

B Neutral

OAgree

B Strongly Agree

Figure 4.1: | believe the sourcing channels are effective in attracting qualified candidates

Observation: Three respondents disagree with the statement, which is thirty percent; one

respondent stays neutral, which is ten percent; four respondents agree, which is forty percent;

and two respondents strongly agree, which is twenty percent.

4.1.2 The communication during the recruitment and selection process is clear and timely

Levels of Measurement Number of Responses Percentage of Responses
Strongly Disagree (1) 0 0%
Disagree (2) 0 0%
Neutral (3) 3 30%
Agree (4) 4 40%
Strongly Agree (5) 3 30%
Total 10 100%

©Daffodil International University
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u Strongly Disagree
Disagree

ENeutral

OAgree

B Strongly Agree

Figure 4.2: The communication during the recruitment and selection process is clear and timely

Observation: Three respondents stay neutral with the statement, which is thirty percent; four

respondents agree, which is forty percent; and three respondents strongly agree, which is thirty

percent.

4.1.3 The department feels rightly involved in the employee recruitment

Levels of Measurement Number of Responses Percentage of Responses
Strongly Disagree (1) 0 0%
Disagree (2) 0 0%
Neutral (3) 1 10%
Agree (4) 6 60%
Strongly Agree (5) 3 30%
Total 10 100%

O Strongly Disagree
ODisagree

B Neutral

OAgree

B Strongly Agree

Figure 4.3: The department feels rightly involved in the employee recruitment
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Observation: One respondent stays neutral with the statement, which is ten percent; six

respondents agree, which is sixty percent; and three respondents strongly agree, which is thirty

percent.

4.1.4 The recruitment process is adaptable to the changing needs of the department

Levels of Measurement Number of Responses Percentage of Responses
Strongly Disagree (1) 0 0%
Disagree (2) 1 10%
Neutral (3) 2 20%
Agree (4) 5 50%
Strongly Agree (5) 2 20%
Total 10 100%

@ Strongly Disagree
ODisagree
BENeutral

OAgree

B Strongly Agree

Figure 4.4: The recruitment process is adaptable to the changing needs of the department

Observation: One respondent disagrees with the statement, which is ten percent; two

respondents stay neutral, which is twenty percent; five respondents agree, which is fifty

percent; and two respondents strongly agree, which is twenty percent.
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4.1.5 The recruitment process is effective in promoting diversity and inclusion

Levels of Measurement Number of Responses Percentage of Responses
Strongly Disagree (1) 0 0%
Disagree (2) 0 0%
Neutral (3) 2 20%
Agree (4) 4 40%
Strongly Agree (5) 4 40%
Total 10 100%

O Strongly Disagree
ODisagree

B Neutral

OAgree

B Strongly Agree

Figure 4.5: The recruitment process is effective in promoting diversity and inclusion

Observation: Two respondents stay neutral with the statement, which is twenty percent; four

respondents agree, which is forty percent; and four respondents strongly agree, which is forty

percent.

4.1.6 The organization considers candidate's potential for growth and development

during recruiting

Levels of Measurement Number of Responses Percentage of Responses
Strongly Disagree (1) 0 0%
Disagree (2) 0 0%
Neutral (3) 2 20%
Agree (4) 6 60%
Strongly Agree (5) 2 20%
Total 10 100%
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@ Strongly Disagree
ODisagree

B Neutral

OAgree

B Strongly Agree

Figure 4.6: The organization considers candidate's potential for growth and development

during recruiting

Observation: Two respondents stay neutral with the statement, which is twenty percent; six

respondents agree, which is sixty percent; and two respondents strongly agree, which is twenty

percent.

4.1.7 The recruited candidates fit well with the specific needs of the department

Levels of Measurement Number of Responses Percentage of Responses
Strongly Disagree (1) 0 0%
Disagree (2) 0 0%
Neutral (3) 1 10%
Agree (4) 5 50%
Strongly Agree (5) 4 40%

Total 10 100%
@ Strongly Disagree
ODisagree
B Neutral
OAgree

B Strongly Agree

Figure 4.7: The recruited candidates fit well with the specific needs of the department
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Observation: One respondent stays neutral with the statement, which is ten percent; five

respondents agree, which is fifty percent; and four respondents strongly agree, which is forty

percent.

4.1.8 The overall timeline of hiring a new employee is efficient

Levels of Measurement Number of Responses Percentage of Responses
Strongly Disagree (1) 1 10%
Disagree (2) 4 40%
Neutral (3) 2 20%
Agree (4) 3 30%
Strongly Agree (5) 0 0%
Total 10 100%

O Strongly Disagree
O Disagree

B Neutral

OAgree

B Strongly Agree

Figure 4.8: The overall timeline of hiring a new employee is efficient

Observation: One respondent strongly disagrees with the statement, which is ten percent; four

respondents disagree, which is forty percent; two respondents stay neutral, which is twenty

percent; and three respondents s agree, which is thirty percent.
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4.1.9 Onboarding process of a new employee is effective and helpful

Levels of Measurement Number of Responses Percentage of Responses
Strongly Disagree (1) 0 0%
Disagree (2) 2 20%
Neutral (3) 3 30%
Agree (4) 4 40%
Strongly Agree (5) 1 10%
Total 10 100%

O Strongly Disagree
O Disagree

B Neutral

DOAgree

B Strongly Agree

Figure 4.9: Onboarding process of a new employee is effective and helpful

Observation: Two respondents disagree with the statement, which is twenty percent; three

respondents stay neutral, which is thirty percent; four respondents agree, which is forty percent;

and one respondent strongly agrees, which is ten percent.

4.1.10 | believe the overall recruitment and selection process is aligned with the strategic

goals of the organization

Levels of Measurement Number of Responses Percentage of Responses
Strongly Disagree (1) 0 0%
Disagree (2) 0 0%
Neutral (3) 2 20%
Agree (4) 5 50%
Strongly Agree (5) 3 30%
Total 10 100%
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@ Strongly Disagree
ODisagree

B Neutral

OAgree

B Strongly Agree

Figure 4.10: | believe the overall recruitment and selection process is aligned with the
strategic goals of the organization

Observation: Two respondents stay neutral with the statement, which is twenty percent; five
respondents agree, which is fifty percent; and three respondents strongly agree, which is thirty
percent.

4.2 SWOT Analysis
4.2.1 Strengths of Recruitment and Selection Process
e Industry Expertise: Summit Towers Limited attracts highly skilled professionals
because of its reputation in the telecommunication infrastructure industry, competitive

compensations and benefits, and strong work environment culture.

e Competitive Selection Process: The company maintains a competitive and well-
structured selection process that provides equal opportunity to every candidate, which

ultimately helps to hire talented professionals.

e Strong Employee Networks: The employees have strong personal and professional
networks, which assist the organization in hiring the right candidates through employee

references.
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4.2.2 Weaknesses of Recruitment and Selection Process

e Lengthy Hiring Process: Lengthy hiring processes due to multiple layers of

assessments and interviews lead to the loss of top talents.

e High Recruitment Costs: The company requires significant investment due to the long
recruitment process and outsourcing employees from third parties.

e Limited Usage of Technology: The company relies more on conventional hands-on
processes and limited technological usage in the recruitment and selection process,

which reduces overall efficiency.

4.2.3 Opportunities of Recruitment and Selection Process
e Employee Branding: The company can enhance employee branding by increasing
social media presence to attract skilled professionals.

e Strategic Partnerships: Collaborating with educational institutes, professional bodies,

and training centers will help the company to build a pipeline of talented candidates.

e Technological Advancements: Implementing modern technologies, artificial
intelligence, and automation in the recruitment and selection process will increase the

effectiveness.

4.2.4 Threats of Recruitment and Selection Process
e Intense Competitions: There are high demands for top talents in the industry, which

cause strong competition among the companies.

e Economic Fluctuations: The company faces different challenges because of unstable
economic conditions, a complex job market, and a rising inflation rate, which affect the

overall recruitment and selection process.

¢ Regulatory Changes: Changes in rules and regulations, employment, and compliance

laws can impact the recruitment process, as it needs constant adaptation and efforts.
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4.3 Findings

Competitive Process: Summit Towers Limited’s recruitment and selection processes are
competitive and well-organized. It is structured to find the most suitable candidates for the
specific positions. The candidates prefer this organization for its competitive compensation and

well-organized work environment.

Equal Opportunity: The company is committed to ensure equal opportunity for all candidates.
The assessment tests and interviews are well-structured so that all candidates have equal
chances to prove themselves for the position. This ensures that the organization has the most
suitable candidates available.

Usage of Technology: In the hiring and selection process, the organization relies on more
traditional paperwork, thereby utilizing less HRIS and software. As a result, the overall process

is lengthy and time-consuming.

Growth and Development Opportunities: The company works to provide proper growth and
career advancement opportunities for the employee through promotion and development
programs. Also, they consider candidate’s potential for future growth and career development

possibilities.

Department’s Proper Involvement: The recruitment team of Summit Towers Limited is
committed to ensure proper involvement of the departments that have hiring needs. From
candidate sourcing to final decision-making, the organization prioritizes the decisions of the

respective departments.

Strategic Alignment: The organization is committed to establishing a healthy competitive
working environment focused on sustainability. As the organization is growing, the regional
operation of the company is expanding day-by-day. So, the organization needs to recruit new
employees to fill up the demands. The human resources team members are working hard to

meet the recruitment demand at minimum expense by focusing on sustainability.
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Chapter 05:

Recommendations and Conclusion
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5.1 Recommendations

Hiring a Recruitment Specialist: Summit Towers Limited can hire a talent management
specialist, which will ensure efficient and productive operations. As a rising organization, the
demand for new human resources are growing regularly, which is expanding the complexity of
human resource related activities and tasks. A new employee in the human resources

department will increase the efficiency of the operations.

Expanding Candidate Sources: The organization can expand its candidate sources to build a
strong talent pipeline. They can participate in job fairs and arrange a campus recruitment
program to hire suitable individuals. It will ensure the availability of the suitable candidates

and reduce the overall timeline.

Reducing Timeline: The company may reduce the timeline of the recruitment and selection
process to increase efficiency. They can reduce multiple levels of the interview process and

limit online interviews for specific positions. These will help to utilize time effectively.

Implementing Feedback System: The HR department can implement a feedback system on
the recruitment and selection process to receive feedback and suggestions. It will help to
increase adaptability based on hiring needs and make necessary changes.

Modifying the Onboarding Process: The organization may increase the effectiveness of the
new employee onboarding process by modifying it. The human resources team can conduct a
survey and take feedback from the employee to update the onboarding process of new

employees. It will help new hires to start their journey more smoothly.

Increasing Social Media Presence: Summit Towers Limited can expand its social media
presence to build a strong employer brand. They can create a career page on LinkedIn where
they publish the job advertisements. It will help to reach more candidates and create a strong

presence of the organization.
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5.2 Conclusion

Summit Towers Limited is dedicated to reaching its strategic goals by hiring skilled human
resources and ensuring a positive work environment. It is evident from the analysis of the
company’s hiring and selection procedure that there are several factors that have a huge impact
on how the whole organization performs. STL is continuously working to establish a
competitive and well-structured recruitment and selection process. The department is working
hard to meet the demand for new hires by recruiting suitable candidates. The company is
committed to ensuring equal opportunity for every candidate so that they can prove their
potential. The company also strives to provide adequate growth and development opportunities
for each employee. However, there are many improvement areas where the company works to
make the new employee hiring function more productive. They can expand their candidate
sources, ensure more opportunities for talented freshmen, and consider the department's
feedback to improve the overall hiring process. The human resources departments need more
employees due to increasing workloads, reducing paperwork to increase efficiency, and
shortening the recruitment timeline to hire the top talents. Adapting modern HR technology,
implementing trending human resources practices, and expanding social media presence will

help the organization establish strong employee brands in the industry.
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Appendix

Please select (V) the best possible option for each measurement item

Measurement items 8 ©
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I believe the sourcing channels are effective in attracting qualified candidates.
The communication during the recruitment and selection process is clear and
timely.
The department feels rightly involved in the employee recruitment.
The recruitment process is adaptable to the changing needs of the department.
The recruitment process is effective in promoting diversity and inclusion.
The organization considers candidate's potential for growth and
development during recruiting.
The recruited candidates fit well with the specific needs of the department.
The overall timeline of hiring a new employee is efficient.
Onboarding process of a new employee is effective and helpful.
| believe the overall recruitment and selection process is aligned with the
strategic goals of the organization.
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