
What is Strategic Human Resource Management (SHRM) ? Discuss any two theories of SHRM 
and their applicability.

SHRM is about making sure that the way a company manages its employees helps achieve 
long-term business goals. It aligns HR practices with the company’s overall strategy.

1. The Resource-Based View (RBV) theory suggests that a company's unique employee 
skills and abilities can provide a competitive advantage. 

2. Human Capital Theory emphasizes that investing in employee training and development 
increases productivity and overall business success.

Discuss the salient features and methods of job analysis citing examples

Job analysis systematically examines job duties, responsibilities, skills, and qualifications, 
focusing on the job rather than the individual. Methods include observing employees, 
interviewing them and their supervisors, distributing structured questionnaires, and analyzing 
work logs. For example, observing a production line worker, interviewing a software developer, 
surveying customer service representatives, and reviewing administrative assistants' work logs 
are all ways to gather relevant job information.

What is career planning ? Explain the process of career planning

Career planning is the process of systematically mapping out your career goals and how to 
achieve them. It begins with assessing your skills, interests, and values, then exploring various 
career options through research and networking. Finally, you set specific, achievable goals 
(SMART goals) and create a plan to reach them, ensuring alignment with your personal 
aspirations and professional growth. This process helps individuals make informed decisions 
about their career paths and enhances their chances of success and satisfaction in their chosen 
fields.

Write a descriptive note on the theories of trade unionism and their applicability in present day 
scenario. 

1. Theories of trade unionism include:
2.
3. 1. **Marxist Theory**: Views unions as tools for the working class to challenge capitalist 

exploitation. Less prevalent today but influences radical labor movements.
4.
5. 2. **Pluralist Theory**: Sees unions as legitimate representatives for collective 

bargaining. Highly relevant, especially in regions with strong labor rights traditions.
6.
7. 3. **Human Relations Theory**: Focuses on improving worker-management cooperation 

and workplace conditions. Widely adopted in modern human resource practices.
8.



9. In today's context, Pluralist and Human Relations theories are most applicable, fostering 
negotiation and collaboration in labor relations.

5. Write short notes on all of the following 

 (a) Job Specification (b) Artificial Intelligence and HRM (c) Interview (d) Critical Incident 
Techniques (e) Incentives and Rewards (f) Components of HRM
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Certainly! Here are short notes on each of the topics:

(a) Job Specification: Job specification refers to a detailed description of the qualifications, skills, 
knowledge, and personal attributes required for a specific job role. It outlines the criteria used 
for selecting candidates during recruitment and serves as a guide for matching individuals to job 
positions based on their capabilities and fit.

(b) Artificial Intelligence and HRM: Artificial Intelligence (AI) is increasingly used in Human 
Resource Management (HRM) to streamline processes such as recruitment, employee 
engagement, performance evaluation, and predictive analytics. AI tools can automate repetitive 
tasks, analyze large datasets for decision-making, and enhance efficiency in HR operations.

(c) Interview: An interview is a structured conversation between a job applicant and a 
representative of an organization to assess the applicant's suitability for a job role. Interviews 
can be conducted in various formats (e.g., face-to-face, virtual) and may include behavioral 
questions, technical assessments, and discussions about qualifications and experience.

(d) Critical Incident Techniques: Critical Incident Techniques (CIT) involve identifying specific 
behaviors or incidents that demonstrate exceptional or poor performance by employees. It is 
used for performance appraisal and training purposes to provide concrete examples of 
behaviors that impact job effectiveness and organizational goals.

(e) Incentives and Rewards: Incentives and rewards refer to monetary and non-monetary 
benefits provided to employees to recognize and motivate their performance and contributions 
to the organization. Examples include bonuses, profit-sharing, recognition programs, 
promotions, and non-financial rewards like flexible work arrangements or professional 
development opportunities.

(f) Components of HRM: Components of Human Resource Management (HRM) include:

● Recruitment and Selection: Attracting and hiring qualified candidates.
● Training and Development: Enhancing employees' skills and knowledge.
● Performance Management: Evaluating and improving employee performance.
● Compensation and Benefits: Designing and administering pay and benefits programs.
● Employee Relations: Managing relationships between employees and the organization.



● HR Planning and Strategy: Aligning HR practices with organizational goals and future 
needs.

What are the important factors for determining wage structure of an organisation ? Discuss 
about any incentive scheme and bring out its merits.
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Factors for Determining Wage Structure:

1. Job Evaluation: Assessing roles based on skills, responsibilities, and qualifications.
2. Market Conditions: Considering industry norms and regional wages.
3. Internal Equity: Ensuring fairness within the organization.
4. Employee Performance: Rewarding skills, experience, and performance.
5. Financial Health: Balancing wage increases with financial sustainability.
6. Legal Compliance: Adhering to minimum wage laws and regulations.

Merits of Incentive Schemes:

Example: Performance-Based Bonus

● Motivation: Drives employees to achieve goals.
● Retention: Increases loyalty and commitment.
● Alignment: Links individual effort to organizational success.
● Fairness: Transparent criteria reduce bias.
● Competitiveness: Attracts and retains top talent.

Define HRM and differentiate it from traditional Personnel Management. Outline the objectives 
and functions of HRM.

HRM (Human Resource Management) involves strategically managing an organization's 
workforce to achieve its goals effectively. It differs from traditional Personnel Management by 
focusing on aligning HR practices with strategic objectives rather than just administrative tasks 
and compliance.

Objectives of HRM include optimizing employee performance, fostering positive workplace 
relationships, developing talent through training, and ensuring legal compliance.

Functions of HRM encompass recruitment, training, performance management, compensation, 
employee relations, HR planning, and strategic alignment of HR practices with organizational 
goals.



Discuss the causes and effects of grievances. Briefly explain the steps in grievance handling 
procedure.

Causes and Effects of Grievances:

Causes:

1. Unfair Treatment: Perceived discrimination, favoritism, or inequitable practices in the 
workplace.

2. Poor Communication: Lack of clear communication regarding policies, procedures, or job 
expectations.

3. Violation of Employment Contracts: Breach of employment terms or conditions.
4. Work Environment Issues: Unsafe working conditions, excessive workload, or lack of 

resources.
5. Interpersonal Conflict: Disputes with colleagues or supervisors.
6. Policy Violations: Alleged breaches of organizational policies or practices.

Effects:

1. Reduced Morale: Discontent among employees leading to decreased motivation and 
productivity.

2. Increased Turnover: Dissatisfaction may prompt employees to leave the organization.
3. Negative Culture: Poor handling of grievances can foster a culture of distrust and 

resentment.
4. Legal Issues: Unresolved grievances can escalate to legal disputes, impacting 

organizational reputation and finances.
5. Disruption: Grievances can disrupt workflow and team dynamics, affecting overall 

organizational effectiveness.

Steps in Grievance Handling Procedure:

1. Identification: Recognize and acknowledge the grievance through formal or informal 
channels.

2. Investigation: Gather facts and evidence related to the grievance to understand its 
nature and validity.

3. Resolution: Attempt to resolve the grievance informally through mediation or negotiation.
4. Formal Procedure: If informal resolution fails, proceed with a formal grievance procedure 

involving written documentation and formal meetings.
5. Decision: Make a decision based on the findings of the investigation and discussions 

with relevant parties.
6. Implementation: Communicate the decision and take necessary actions to address and 

resolve the grievance.
7. Follow-up: Monitor the situation to ensure the grievance has been effectively resolved 

and take preventive measures if necessary to avoid future grievances.



Effective grievance handling procedures promote fairness, transparency, and trust within the 
organization, minimizing the negative impact of grievances on employee morale and 
organizational performance.

Define and discuss ‘Selection Process’. Explain with suitable examples the purpose and types 
of various ‘Selection Tests’, their significance, limitations and precautions.

Selection Process:

The selection process is the methodical approach used by organizations to evaluate and 
choose the best-fit candidates for job vacancies. It involves several stages designed to assess 
applicants' qualifications, skills, and suitability for a specific role.

Purpose and Types of Selection Tests:

Purpose:

● Predict Job Performance: Assess if candidates have the necessary skills and abilities to 
perform effectively.

● Ensure Fit: Determine if candidates align with organizational culture and values.
● Minimize Turnover: Select candidates likely to stay longer with the organization.
● Enhance Productivity: Ensure hires contribute positively to organizational goals.

Types of Selection Tests:

1. Interviews: Conversations to evaluate qualifications and suitability.
○ Example: Behavioral interviews assess past behavior to predict future 

performance.
2. Psychological Tests: Assess cognitive abilities, personality traits, and emotional 

intelligence.
○ Example: IQ tests measure problem-solving skills and cognitive abilities.

3. Skill Tests: Evaluate specific job-related skills.
○ Example: Technical tests assess coding proficiency or software skills.

4. Assessment Centers: Simulate job-related scenarios to observe behavior and 
decision-making.

○ Example: Group exercises evaluate teamwork and leadership skills.

Significance:

● Validity: Tests help predict candidate job performance.
● Standardization: Provides consistent evaluation criteria.
● Objectivity: Allows fair comparison of candidates.

Limitations and Precautions:



● Validity and Reliability: Ensure tests measure relevant job skills and are reliable 
predictors of job success.

● Fairness: Guard against bias in test design and administration.
● Legal Compliance: Ensure tests comply with employment laws and regulations to avoid 

discrimination.

Discuss about various socialisation factors in an organisation and their impact on employees.

○ Socialization factors in an organization include:
○
○ - **Organizational Culture**: Shapes behavior and job satisfaction.
○ - **Leadership Styles**: Influences motivation and trust.
○ - **Peer Relationships**: Provides support and teamwork.
○ - **Onboarding Programs**: Ensures understanding of roles and expectations.
○ - **Informal Networks**: Facilitates information sharing and integration.
○
○ These factors collectively impact employees' engagement, productivity, and 

sense of belonging.

Discuss the importance and scope of HRM. Explain different perspectives on HRM with 
examples.

Importance and Scope of HRM:

Importance: HRM is critical for:

● Hiring and retaining talent.
● Developing and engaging employees.
● Aligning HR with organizational goals.
● Ensuring legal compliance.

Scope: HRM includes:

● Recruitment, training, and development.
● Performance management.
● Compensation and benefits.
● Employee relations and HR planning.

Perspectives on HRM:

1. Strategic: Aligns HR with organizational strategy (e.g., hiring for expansion).
2. Human Capital: Views employees as assets (e.g., investing in skills development).



3. Resource-Based View: Uses HR for competitive advantage (e.g., fostering innovation).
4. Employee Advocacy: Advocates for fair treatment (e.g., promoting work-life balance).
5. Administrative: Manages HR tasks efficiently (e.g., payroll and compliance).

Explain the concept and process of mobility and separation in organizations with the help of 
illustration.
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Mobility in Organizations:

Concept: Mobility refers to how employees move within an organization, whether through 
promotions, transfers, job rotations, or demotions. It's essential for career growth and adapting 
to organizational needs.

Process:

1. Career Development: Planning paths for employee growth.
2. Job Rotation: Moving employees between different roles.
3. Promotion: Advancing employees based on performance.
4. Transfer: Moving employees to different departments or locations.
5. Demotion: Moving employees to lower-level positions if necessary.

Illustration: In a software company, employees start as junior developers, rotate through 
different project teams to gain experience, and may be promoted to senior roles or transferred to 
new departments based on their skills and company needs.

Separation in Organizations:

Concept: Separation is when an employee leaves the organization, either voluntarily 
(resignation or retirement) or involuntarily (termination or layoff), marking the end of their 
employment.

Process:

1. Resignation: Voluntary departure for personal or career reasons.
2. Retirement: Leaving at the end of a career.
3. Termination: Ending employment due to performance or conduct issues.
4. Layoff: Temporary or permanent reduction in workforce due to business reasons.

Illustration: A developer resigns to pursue a new opportunity, a long-time manager retires, an 
employee is terminated due to poor performance, or employees are laid off during a company 
restructuring.

In summary, mobility allows for employee growth and organizational flexibility, while separation 
signifies the end of an employee's tenure with the organization, whether by choice or necessity.



Define role and distinguish it from position. Write a comprehensive note on 'role efficacy' and 
enumerate its different aspects citing examples.

Role vs Position:

Role: The expected behavior, responsibilities, and functions associated with a specific job within 
an organization.

Position: The specific job or title held by an individual, defined by its place in the organizational 
structure and associated tasks.

Comprehensive Note on 'Role Efficacy':

Role efficacy refers to how effectively individuals perform their roles and contribute to 
organizational success. It includes:

1. Clear Definition: Well-defined expectations and responsibilities.
2. Clarity: Understanding of role expectations.
3. Skill Alignment: Possession of necessary skills and competencies.
4. Resource Support: Adequate tools and support.
5. Performance Measurement: Clear metrics for evaluation.
6. Adaptability: Ability to adjust to changing demands.

Examples of Role Efficacy:

● Sales Manager: Exceeding sales targets consistently and motivating the team effectively.
● HR Director: Implementing successful recruitment strategies and fostering a positive 

workplace culture.
● Operations Supervisor: Optimizing processes and maintaining high productivity levels.

What is HR Audit ? Discuss the process of HR audit with illustrations.

HR Audit:

An HR audit evaluates an organization's HR policies and practices to ensure compliance and 
effectiveness.

Process:

1. Preparation: Define audit objectives and gather relevant documents.
2. Data Collection: Gather information through interviews, surveys, and document reviews.
3. Analysis: Evaluate data to identify strengths, weaknesses, and areas needing 

improvement.
4. Findings: Present findings to management, highlighting areas for enhancement.



5. Action Plan: Develop strategies to address deficiencies and improve HR processes.

Illustration: In an HR audit:

● Objective: Ensure compliance with employment laws and improve performance 
management.

● Process: Review HR policies, conduct staff interviews, and analyze training records.
● Findings: Identify gaps in compliance training and inconsistencies in performance 

reviews.
● Action Plan: Implement new training programs and streamline performance evaluation 

processes to enhance compliance and employee development.

Write a comprehensive note on the statutory and voluntary machineries that are available for 
settling industrial disputes.
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Statutory and voluntary mechanisms are available to settle industrial disputes:

Statutory:

● Labor Courts, Industrial Tribunals: Adjudicate disputes and violations.
● Conciliation Officers: Mediate to achieve settlements before legal action.

Voluntary:

● Joint Management Councils, Works Committees: Facilitate dialogue and resolve 
grievances.

● Arbitration: Allows parties to resolve disputes outside formal legal processes.

These mechanisms aim to maintain labor harmony and resolve conflicts effectively.

Discuss the process of selection and elaborate with examples.

Process of Selection:

Selection involves several key steps:

1. Job Analysis: Define job requirements.
2. Recruitment: Attract candidates.
3. Screening: Review applications.
4. Tests and Interviews: Assess skills and fit.
5. Decision Making: Choose the best candidate.

Examples:



For a software developer:

● Define tech skills needed.
● Advertise on tech platforms.
● Test coding abilities.
● Interview for problem-solving.
● Select based on skills and culture fit.

For a sales manager:

● Specify leadership and sales experience.
● Post on sales job boards.
● Use simulations or role-plays.
● Interview for sales strategy.
● Choose based on sales record and leadership.

Discuss the process of career planning with illustration.

Career Planning Process:

Career planning involves:

1. Self-Assessment: Identifying skills and interests.
2. Exploration: Researching career options.
3. Goal Setting: Establishing career objectives.
4. Action Plan: Developing strategies to achieve goals.
5. Implementation: Taking steps to progress.
6. Evaluation: Reviewing and adjusting plans as needed.

Describe the principles in designing HRD system with examples.
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Principles in Designing HRD Systems:

1. Alignment with Organizational Goals: Ensure HRD initiatives support strategic 
objectives; for instance, a retail chain designs training to enhance customer service 
aligned with its goal of improving customer satisfaction.

2. Needs Assessment: Identify skill gaps through analysis; for example, a tech firm 
conducts surveys to determine employees' need for training in new technologies.



3. Employee Involvement: Engage employees in planning and executing development 
activities to boost motivation; an engineering company involves staff in suggesting and 
attending skill enhancement workshops.

4. Continuous Learning Culture: Foster a culture of ongoing learning to adapt to industry 
changes; a consulting firm provides access to continuous professional development 
resources to keep skills current.

Briefly explain the major components of industrial wage structure of India and highlight the 
recent developments.

Components of Industrial Wage Structure in India:

1. Basic Pay: Fixed salary based on job role and responsibilities.
2. Dearness Allowance (DA): Adjusted periodically to account for inflation.
3. House Rent Allowance (HRA): Provided to employees for accommodation expenses.

Recent Developments: Recent developments include revisions in minimum wages across 
various sectors to ensure fair compensation, and the introduction of new wage policies aimed at 
standardizing wages and benefits across industries.

Describe the process of Performance Appraisal. Discuss any two methods of appraisal and their 
advantages and disadvantages.

Performance Appraisal Process:

Performance appraisal involves setting performance standards, observing and evaluating 
employee performance, providing feedback, and planning for future development.

Two Methods of Appraisal:

1. 360-Degree Feedback:
○ Advantages: Provides holistic feedback, enhances self-awareness and 

teamwork.
○ Disadvantages: Time-consuming, complex to implement, and potential for biased 

feedback.
2. Management by Objectives (MBO):

○ Advantages: Aligns individual goals with organizational objectives, enhances goal 
clarity and motivation.

○ Disadvantages: Requires clear goal-setting, may focus too much on quantitative 
achievements and neglect qualitative aspects.



Define training and retraining. Discuss how training can be converted into a strategic function. 
Explain with suitable examples.
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Training and Retraining:

Training refers to the systematic development of knowledge, skills, and abilities of employees to 
perform specific job tasks effectively. It is often provided to new hires or existing employees to 
enhance their job-related competencies.

Retraining involves updating or refreshing the skills and knowledge of employees who are 
already in the workforce. It addresses changes in job requirements, technology advancements, 
or organizational needs.

Strategic Function:

Training is strategic when aligned with goals like improving customer service through tailored 
programs or updating tech skills to enhance innovation.

Forms of Trade Unions:

What are the various forms of trade unions ? Narrate the growth of trade unions in India.

Trade unions include craft unions (for specific skills), industrial unions (across industries), and 
general unions (multiple sectors). They may also be white-collar unions or federations 
combining multiple unions.

Growth of Trade Unions in India:

In India, trade unions have historically expanded from pre-independence movements against 
colonial exploitation to significant growth during industrialization. Recent challenges include 
economic reforms impacting membership and influence.


