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ABSTRACT

This paper examines the Human Resource Management (HRM) practice of
International Development Leasing Company (IDLC). The objective is to
highlight the salient HRM fearures of the firm that makes it different from other
organizations (both public sector and private sector firms in Bangladesh) in terms
of its improved business performance, employee motivation, and low turnover
rate. A qualitative case study research approach has been followed in conducting
the study. The study finds that IDLC HRM practices such as the equal
employment opportunity, merit-based selection, performance-based pay and
promotion  largely helped IDLC to be top performer in the financial services
sector. The study also reveals that the recruitment, training and salary
packages/promotions are competence based in the private sector that is largely
non-existent in the public sector in Bangladesh.

Keywords: Human Resource Management, Strategic Human Resource
Management, Performance Appraisal, Forced Ranking, Clientelist Contacts

INTRODUCTION

Human resource management is an important job for any of organization,
public or private. Mathis & Jackson (1985) define HRM as “the strategic planning
and management of human resources for an organization... HRM is more broadly
focused and strategic in nature.” HRM functions are often divided into two:
functional HRM and strategic HRM. Functional HRM is viewed primarily as an
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administrative one dealing with responsibilities such as recruiting and selecting
personnel or resolving employee grievances. HRM is strategic when it follows
closely the corporate objective of the organization. The assumption that HRM 1s
‘derived’ from corporate and business strategy leads to what Boxall (1992) calls
the ‘matching model’. Strategic HRM is different from functional in the sense that
in the former case people of the organisation are considered as strategic human
resource (Hendry & Pettigrew, 1986) in order to attain competitive advantage.

This article is divided into five main sections: Section one deals with methods
of data collection. Section two introduces the case study organization IDLC and
all aspects of its HRM practices based on the findings. Section three presents a
brief description as to how IDLC HRM policy differs from the HRM policies of
other private sector and public sector organizations. Section 4 amalyses the
findings. Section 5 concludes the paper with policy implications.

METHODS OF DATA COLLECTION

A qualitative Case study research design has been followed to gam deeper
understanding of phenomena of interest as supported in Gummesson (2000). It is
a case study research because the focus of the study has been the organization
(IDLC) and its HRM policies and practices. The data used in this data are not only
interview based, but also based on/linked to organizational policy and
performance documents. Three in-depth interviews were conducted with selected
participants while one interview was conducted over telephone. The participants
were nominated by the IDLC authority. Each interview lasted approximately 90
minutes (cxcept one which lasted about 120 minutes) and was based on a semi-
structured questionnairc. We translated all interviews verbatim into English to
present to a large pool of readers. In line with Yin (1994), the interviews were
supplemented with Annual report and company brochures to enhance data '
triangulation.

INTRODUCTION ABOUT IDLC

IDLC Finance Limited was established in Dhaka in 1985. IDLC Finance is
the leading multi-product Non-Banking Financial Institution (leasing company) in
Bangladesh with 27 branches and over 800 staff. IDLC offers a wide range of
loans, deposit and capital market products and services to Corporate, Consumer
and SME client segments (IDLC, 2011).
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HRM at IDLC: Findings and Discussion

IDLC follows a dynamic HR process that aims at attracting and retaining the
best people and develops a skilled, competitive and motivated workforce.
According to a senior official, “IDLC believes that its human resources are its
greatest assets. Its main priority is to recruit and retain the best performers in the
industry to sustain superior service quality at all times” (Interview, 2012).

The interviews indicate that employees in the IDLC are recruited under two
categories: Non-Management Positions and Management Positions. Non-
management positions include junior officers/Assistant Officers. Of the non-
management staff, few may be promoted to the management positions depending
on their performance.

Use of Head-Hunters for Recruitment

IDLC as a relatively small service provider do not do much head hunting and
have no head hunting contract. Strategically important senior positions are filled
in through lateral entry where people usually come through referec (Head of HR
Ms Bilquis Jahan, 06 Dcc, 2012). In the process of recruiting through lateral
entry, a number of issues are considered with utmost importance: the profile of the
person and how far this profile matches with the profile of the official (s}he will
replace, the size of the portfolio he/she (under consideration for lateral entry)
managed and its similarity with the IDLC portfolio, leadership skills/attitudes and
academic backgrounds. (Head of HR, 6 Dec, 2012).

Recruitment in Public Sector

Recruitment in cadre service and other public organizations are partially
merit-based and 55% posts are reserved for different quotas. The process of
recruitment is plagued with nepotism and corruption often done mostly on
political and geographic consideration. Postings and promotions after recruitment
are also blamed largely to be made on political and vested interest considerations.
A recent newspaper report claims that among more than 600 recruits, most of the
recruits in the Bangladesh Inland Water Transport Corporation under the ministry
of shipping has been done on political and other considerations (placc of birth
consideration) instead of merit. And they were recruited from the recommended
lists of high officials/others (Jabel, 2012).

































