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SECTION-I

Q. 1. Examine the nature of job description, job

specification, job design and job analysis.

Ans. Ref.: See Chapter-4, Page No. 47, Q. No. 2,

Page No. 42, ‘Job Design’, Page No. 49, Q. No. 4.

Q. 2. Examine the advantages and disadvantages

of direct recruitment.

Ans. Ref.: See Chapter-5, Page No. 62, Q. No. 1.

Q. 3. “The salary structure can be determined

through several means.” Comment.

Ans. Ref.: See Chapter-7, Page No. 90, Q. No. 4.

Q. 4. Write a note on the evolution of Human

Resource Management.

Ans. Ref.: See Chapter-1, Page No. 1, ‘HRM:

Emergence and Growth’.

Q. 5. Explain the meaning and importance of

training.

Ans. Ref.: See Chapter-10, Page No. 121, Q. No. 1.

SECTION-II

Q. 6. Examine the concept of management

development, by bringing out the issues and

controversies surrounding it.

Ans. Ref.: See Chapter-13, Page No. 148, Q. No. 3.

Q. 7. “Assessing the effectiveness of Human

Relations activities is vital to the success of an

organization.” Elucidate.

Ans. Assessing the effectiveness of human relations

(HR) activities is integral to an organization's success

because these activities influence various critical aspects

HUMAN RESOURCE MANAGEMENT

Time: 3 Hours ] [  Maximum Marks: 100

Note: Answer any five questions out of the following selecting at least two questions from each section.
All questions carry equal marks.

June – 2024
(Solved)

of organizational performance, from employee

satisfaction to productivity and retention. HR activities

involve interactions between employees and

management, including communication strategies,

conflict resolution mechanisms, team-building efforts,

employee engagement programs, and initiatives for

employee well-being and diversity. Regular assessments

of these activities enable management to optimize their

approach, ensuring that the organization operates

harmoniously and efficiently.

Enhancing Employee Morale and Productivity:

Human relations activities play a key role in enhancing

employee morale and productivity. When employees

feel valued and understood, they are more likely to be

motivated, engaged, and committed to their work. High

morale translates into improved productivity, better

collaboration, and higher quality work. By regularly

assessing the effectiveness of HR activities, management

can determine if their strategies are contributing

positively to employee morale or if adjustments are

needed. This assessment can include surveys,

performance reviews, or feedback sessions where

employees share their experiences. A well-structured HR

program can lead to a supportive work environment,

fostering productivity and reducing turnover.

Conflict Resolution and Teamwork: An essential

aspect of human relations involves conflict resolution

and promoting teamwork. Conflicts, whether

interpersonal or work-related, can severely hamper
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productivity and disrupt workplace harmony. Effective

human relations programs aim to address these issues

through proper communication channels and mediation

techniques. By assessing the effectiveness of these

conflict resolution methods, management can identify

which practices successfully prevent conflicts and foster

better teamwork. Effective teamwork is built on mutual

respect, trust, and understanding, and an organization's

success largely depends on how well its teams work

together. Regular evaluations help ensure that teams are

functioning optimally and that any emerging issues are

promptly addressed.

Improving Employee Engagement: Employee

engagement is a critical indicator of the success of HR

activities. Engaged employees are emotionally invested

in their work, which leads to higher performance levels

and a greater sense of loyalty to the organization.

Assessing HR activities allows management to gauge

employee engagement levels and identify areas for

improvement. This could involve evaluating the

effectiveness of internal communication, the impact of

leadership styles, and the success of employee

recognition programs. Organizations that regularly

assess their HR strategies are better equipped to

implement initiatives that foster greater engagement,

leading to a more motivated and high-performing

workforce.

Alignment with Organizational Goals: Another

vital reason for assessing HR activities is to ensure

alignment with organizational goals. HR strategies

should not only focus on employee satisfaction but also

on achieving broader organizational objectives such as

profitability, innovation, and market competitiveness.

By regularly evaluating HR activities, management can

ensure that employee development programs, training

initiatives, and diversity efforts are in line with the

company’s vision and mission. This alignment ensures

that employees’ personal and professional growth

contributes to the organization’s overall success.

Supporting Diversity and Inclusion: In today’s

globalized work environment, diversity and inclusion

have become crucial elements of HR strategy. Regular

assessment of human relations activities helps ensure

that diversity and inclusion policies are effective and

meaningful. This involves evaluating how well the

organization integrates diverse perspectives and whether

employees from different backgrounds feel supported

and included. Successful HR activities in this area can

lead to a more innovative and dynamic work

environment, where a variety of viewpoints contribute

to problem-solving and creativity.

Long-term Organizational Stability: Assessing

HR activities is essential for ensuring long-term

organizational stability. Regular evaluation allows

organizations to adapt to changing employee needs,

evolving market conditions, and technological

advancements. It ensures that the organization remains

a desirable place to work, attracting and retaining top

talent. HR assessments provide valuable insights that

help organizations maintain a positive reputation, reduce

employee turnover, and enhance their competitive edge

in the market.

Q. 8. Bring out the differences between Total

Quality Management and Traditional Management

Approach.

Ans. Ref.: See Chapter-15, Page No. 160, Q. No. 1.

Q. 9. Discuss the institutional arrangements for

workers’ participation in management in India.

Ans. Ref.: See Chapter-17, Page No. 188, Q. No. 1.

Q. 10. Examine the features of labour policy in

India.

Ans. Ref.: See Chapter-18, Page No. 204, ‘Labour

Policy’.
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HUMAN
RESOURCE

MANAGEMENT

INTRODUCTION
All the organisations has three basic resources,

that is, men, material and money. Out of these, the
Human Resource occupies a vital position, because it
is through the men on the job that the organisation is
able to utilise the material and machine resources for
the maximum benefit of the organisation. In every
organisation, public or private, big or small, old or new,
human resource management is of crucial significance.
Human Resources Management has two aspects:

(1) The management or administration aspect.
(2) The development aspect.
Thus, Human Resource is the collectivity of the

individuals. In a broader sense Human Resource is
managed by the personnel and for the personnel.
Organisations are the creations of human beings and
are made to perform for the benefits to the community,
policy, and society. From the long period, the men at
work have been contributing in a manner, which suits
the organisation to achieve their goals and objectives.

Origin and development of Human Resource
Management is explained by the various scholars.
According to Alan Price, HRM has evolved from a

number of different strands of thought that is
methodology. Patrick Gunningle, in his book, Human
Resource Management in Ireland, has laid specific
emphasis on employee attraction and retention, job
design, employee motivation, reward systems and
employee relations.

Therefore, HR Management is the art and science
of managing people in an organisation. Its significance
lies in the fact on physical and monetary resources. It
is not just on area of personnel administration any more,
but rather a central and pervasive general management
function involving specialised staff as assistants to main
line managers.

HRM: EMERGENCE AND GROWTH
Historically, the beginning of HRM from the

writing of Robert, Owen, Charles Babbage and
Henery Towde. Especially, the HRM growth was
particularly marked in the inter-war era. It has branched
out specifically along the domains of applied
psychology and sociology. The latter in turn has evolved
around the concept of the “welfare state”. While the
former has proceeded as the behavioural science
movement.

There are three stages for the growth of Human
Resource Management, such as–
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First, Welfare Management,
Secondly, Personal Management, and
Thirdly Human Resource Management.
The theory and practice of Human Resource

Management is based primarily is sociology and
economics. Organisation Development, Human
Resources Accounting and Quality of work life are the
most essential for precursors of HRM. Flamholitz
popularized human resources accounting.

In India, the origin of Human Resource
Management can be traced to the concern for welfare
of factory workers during the 1920s. The Royal
Commission on Labour recommended in 1931 the
appointment of labour officers in order to protect the
workers from the evils. Welfare officer was concerned
mainly with recruitment and welfare of workers. But
after the independence, the Factories Act, 1948, made
it mandatory for Factories employing 500 or more
workers to appoint welfare officers. The Act also
prescribed the qualifications and duties of welfare
officers.

In the 1970s, concern for welfare shifted towards
higher efficiency. A change in professional values of
Human Resource Management was visible. During the
1980s, due to new technology and other environmental
changes, Human Resource Development becomes a
major issue.

Thus, the human resource function in India has
grown through several stages, e.g., labour welfare,
industrial relations, labour administration, personnel
management and finally to human resource
management and human relations and human resource
development.

HRM: MEANING AND DEFINITIONS
Human Resource Management (HRM) may be

defined as a set of policies, practices and programmes
designed to maximise both personal and organisational
goals. It is the process of building people and
organisations together so that the objectives on each
are achieved. It is known by different names, e.g.,
personnel management, manpower management, and
personnel administration, staff management, etc.
Human resource management is not something, which
can be turned over to a human resource department. It
is a responsibility of each and every manager. It has
emerged as a distinct discipline. It seeks to accomplish
societal, organisational and individual goals.

In the HRM, different thinkers gives their views
in various ways, which is explained in the following:

 According to Mazarrese, HRM involves with
compensation benefit, staffing, HR
forecasting, succession planning, management
and executive development, performances
management, employee relations, organisation
development, total quality management, needs
analysis, instructional design and development
training programme evaluation, Return On
Investment, (ROI) impact studies to name a
few.

 From Keeney: HRM is the conceptual, which
describe all the transformative changes in the
management of employee relations.

 In the opinion of Blunt, HRM is the discipline,
which concerned with the human side of the
enterprise was largely regarded as covering
moribund house keeping operational activities.
Thus, there was no status and influence of the
discipline.

 From Guest, HRM concern with the personnel
management, which based on scientific
management or welfare management.

 Flippo: “Replanning organising directing and
controlling of the procurement, development,
compensation, integration and maintenance of
human resource to the end these individual
organisational and social objectives are
accomplished.

 According to Tracey, “..........The organisation
function that focuses on the effective
management, direction, and utilisation of
people, both the people, who manage produce
and market and sell the products and services
of an organisation and those who support
organisational activities. It deals with the
human elements in the organisation, people
as individuals and groups, their recruitment,
selection, assignment, motivation, empower-
ment, compensation, utilisation, services,
training, development, promotion, termination
and retirement.”

 According to Alan Price, in his book, “Human
Resource Management in a Business context,”
HRM has become the dominant approach to
people management and it basically related to
the human behaviour in the work place. It also
deal with various activities and functions just
like  human resource planning, recruitment,
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training, compensation packages, moral
boosting, discipline and conflict resolution,
etc.

 According to Patrick Hurringle, in his work,
“Human Resource management in Ireland,”
HRM emphasis on modern trends such as
employee attraction and retention, job design,
employee motivation, reward system and
employee relations.

From the above definitions, there are some most
important aspects of HRM, which emerge could be
started as:

 There is an explicit link between managing
human resource and success of administrative
or management strategy.

 Sector strategies cannot be appreciated in is
solution, but only as parts on the integral
whole.

 Senior line managers are required to assume
more responsibility with regard to managing
human resource.

 There is a stress on inter-personal relations as
a determinant of performance.

Human Resource Management plays a
significance role in management regulatory and policy
planning functions. It also related in advising,
implementing and organizing change. Human resource
management is the art and science of managing people
in an organisation.

It is basically related with compensation benefit,
staffing, HR forecasting, succession planning,
management and executive development, performance
management, employee relation, organisation
development, total quality management and
development training programme evaluation.
According to Simon—Management is the art and
science of “getting things done.” According to Fayol—
Management function is universal in public and private
organisations.

HRM: SALIENT FEATURE
Keithsisson explains, some of the main features

of HRM in the following:
 Human resource management is stress on the

integration of HR policies with overall
planning and underplanning latter with the
former.

 HRM is responsibile for personnel
management with specialist managers.

 It is also assumed by the senior line
management.

 It mainly focus on shifts from management
trade union relations to management employee
relations, from collectivizing to individuation;
macro to micro.

 It is also related on commitment and initiative
on the part of the employees.

Armstrong, explains, four fundamental principles
of the HRM, in the following:

 Human Resource is the organisation’s most
important asset.

 Personnel policies should be directed towards
achievement of corporate goals and strategic
plans.

 Corporate culture exerts major influence on
achievement of excellence and must therefore
be tempered with consideration of employee
welfare.

 Whilst integration of corporate resources is an
important aim of HRM, it must also be
recognised that all organisations are “pluralist
societies” in which people have differing
interests and concerns, which they defend and
at the same time function collectively as a
cohesive group.

IMPLICATIONS OF HRM
The implications of HRM has been discuss in the

following points:

(a) With respect to organisation design
Simon’s concept of ‘mean–end’ and ‘fact’ and-

value’ has giving “purposive behaviour”. Decision are
taken at all levels within an organisation, and each
decision has both mean (more fact) and end (more
value). So there is no doubt that if human resource
management is means to the end of organisational
development, it functions as a section under
organization development.

(b) With respect to personnel Administration
Generally, Human Resource Management deals

with Personnel Administration. Administration is the
activities of groups cooperating to accomplish common
goals. At the enterprises level, good human resource
practices help attract and retain the best people in the
organization.

(c) With respect to policy
Policy formulation is the basic aims and objective

of the Human Resource Management. The Human
Resource Department involved in business strategy and
it accepted as a fact or a “given” of organisational life.
The focus is directed instead to utilizing it to the
maximum.
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HRM: MAIN OBJECTIVES
The primary objectives of human resource

management is basically deals with workforce on
employees in an organisation. The objectives of HRM
can be classified into four categories, which are analysed
as follows for a better understanding:

(1) Societal Objectives: The modern society
deals with human resource decisions through the laws
of the Constitution. For example, reservation and other
laws that address social discrimination, health and safety
of workers, morale, ideological bias and other such
issues of social concern.

Therefore, the aim of the society is to give equal
rights to all the workers in an organisation without social
discrimination. Health care and safety of workers is
most essential for each and every workers. It is the duty
of an organisation to take care of all workers and
provide this types of facilities and also reward, so that,
they are more interested for their work.

(2) Organisational Objectives: Organisations
are not mere structural entities, but social units. It has
been observed by  scholars that an organisation is not a
complex of matter but rather a complex of humanity.
An organisation must make appropriate use of human
capital for achievement of both collective organisational
and individual goals. The organisational objective is
organisational strategy, coordinating and harmonizing
organisation wide efforts and stressing on the role of
human resource management in contributing towards
organisational effectiveness. Human resource
management’s aim is to balance the equation and bring
about required synergy to reinforce mutuality of effort
towards the common purpose. HRM is not an end in it
self.  It is a means to the end of increasing organisational
capability. Primary objectives of individual are fulfilled
by an organisation.

(3) Functional Objectives: On the functional role
of HRM, resources are wasted when human resource is
neither in excess or too scarce. The department function
is to gain organisational fit with respect to human
resource requirements.

Empowerment is a core concept of the new
management model. In this way, powerment is preferred
to delegation, ownership to responsibility. It is
contended that authority and responsibility are formal
aspects of organising. So that they are based on
organisational properties and not on individual
capabilities. Empowerment and ownership are social
aspects of organizing. They are based on efficacy and
initiative, and not just on roles and requirements.

According to theorists, two main concerns
regarding competitive philosophy are (a) people-
centered philosophy, and (b) unity and focus. Wider
philosophy is needed for success of any organisation
and that also success of the free market. Philosophy
internally provides a focus to collective effort and helps
competitors anticipate future moves of a company.

Therefore, sound human resource management
should determines the level of innovation or creativity
in an organisational processes. It is no doubt that,
organisational capability is a dynamic concept. It
depends on the premium attached to the HR function
by the management. In the opinion of Bob Garratt,
theory of organisations as “learning systems” in which
success depends on the ability of managers to become
“direction-givers” and on the organisation’s capacity
for learning continuously.

4. Personal Objectives: It is basically related to
employees in achieving their personal goals and these
goals depend on an individual’s contribution to the
organisation. Personal objectives of employees must
be met if workers are to be motivated towards better
performance. In this way, employee performance and
satisfaction are likely to decline and employees could
even contemplate leaving the organisation. Managing
approach to employee benefits and compensation,
employee records and personnel policies is an important
aspect of human resource management.

William Werther Jr. and Keith Davis discusses
the objectives and functions of HRM in the following
table:

HRM Objectives Supporting Function

Societal Objectives 1. Legal compliance
2. Benefits
3.Union-management
relations

Organisational Objectives 1. Human resource planning
2. Employee relations
3. Selection
4. Training and development
5. Appraisal
6. Placement
7. Assessment

Functional Objectives 1. Appraisal
2. Placement
3. Assessment

Personal Objectives 1. Training and development
2. Appraisal
3. Placement
4. Compensation
5. Assessment
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