
 

 

Human Resource Management PYQ 2021 

 

Q1. “To be a successful HR professional, one must have excellent qualities of head and heart”. 

Discuss the statement bringing out the qualities and competencies of HR manager.  

Ans1  The statement "To be a successful HR professional, one must have excellent qualities of head 

and heart" highlights the importance of both technical and interpersonal skills for HR managers. In 

addition to technical expertise, HR managers must possess qualities of empathy, emotional 

intelligence, and effective communication skills to successfully manage human resources. Here are 

some key competencies and qualities required for HR managers:  

1. Strategic thinking: HR managers must have the ability to think strategically and align HR 

policies and practices with the organization's goals and objectives.  

2. Problem-solving skills: HR managers must be able to identify and solve complex problems 

related to human resources, such as employee conflicts, talent acquisition and retention, and 

performance management.  

3. Interpersonal skills: HR managers must have excellent interpersonal skills to effectively 

communicate with employees, management, and other stakeholders. This includes active listening, 

empathy, and effective conflict resolution.  

4. Leadership skills: HR managers must possess strong leadership skills to effectively manage 

and motivate employees and drive organizational change.  

5. Emotional intelligence: HR managers must have high emotional intelligence to understand 

and manage their own emotions and those of others. This includes being able to manage stress, 

remain calm in high-pressure situations, and empathize with others.  

6. Ethical behavior: HR managers must adhere to high ethical standards and ensure compliance 

with laws and regulations related to human resources.  

7. Adaptability: HR managers must be able to adapt to changing circumstances and trends in 

the workplace, such as remote work, new technologies, and changing workforce demographics.  

In summary, to be a successful HR professional, one must possess a combination of technical and 

interpersonal skills, including strategic thinking, problem-solving skills, interpersonal skills, 

leadership skills, emotional intelligence, ethical behavior, and adaptability. By developing these 

competencies and qualities, HR managers can effectively manage human resources and contribute 

to the success of their organizations.  

  

  

Q2 . “Job Analysis plays a pivotal role in most of the areas of Human Resource Management.” Trace 

out the role of job analysis in Human Resource Management and explain the two final outcomes of 

job analysis exercise.  



 

 

Ans2. Job analysis is a systematic process of gathering and analyzing information about the content 

and requirements of a job. It plays a critical role in various areas of Human Resource Management 

(HRM), including:  

1. Recruitment and Selection: Job analysis helps to identify the knowledge, skills, and abilities 

(KSAs) required for a particular job, which can then be used to develop job descriptions and person 

specifications. This information can help HR managers to attract and select the best candidates for 

the job.  

2. Performance Management: Job analysis provides a basis for setting performance standards 

and evaluating employee performance. The KSAs identified through job analysis can be used to 

develop performance objectives and appraisal criteria, which can be used to assess employee 

performance.  

3. Training and Development: Job analysis helps to identify the training needs of employees. 

The KSAs required for a particular job can be used to develop training programs that will help 

employees acquire the necessary skills and knowledge.  

4. Compensation and Benefits: Job analysis helps to determine the relative worth of different 

jobs within an organization. The information gathered through job analysis can be used to develop a 

job evaluation system that will help to determine the appropriate compensation for each job.  

The two final outcomes of job analysis exercise are:  

1. Job Description: A job description is a written statement that describes the duties, 

responsibilities, and requirements of a particular job. It typically includes information such as the job 

title, job purpose, duties and responsibilities, required KSAs, and working conditions.  

2. Job Specification: A job specification is a written statement that outlines the KSAs required 

for a particular job. It typically includes information such as the education and experience 

requirements, necessary skills and abilities, and personal characteristics required for success in the 

job.  

In summary, job analysis plays a critical role in various areas of HRM, including recruitment and 

selection, performance management, training and development, and compensation and benefits. 

The two final outcomes of job analysis exercise are the job description and job specification, which 

provide a basis for developing HR policies and practices.  

  

  

Q3 “You can‟t develop managers. People either have the ability to manage or they don‟t.” Do you 

agree or disagree? Critically analyse the statement. Also discuss in detail, any two Off the-Job 

Techniques of Management Development.  

Ans 3 . I disagree with the statement that people either have the ability to manage or they don’t. 

While some people may have a natural talent for management, it is also a skill that can be developed 

through training, education, and experience. Effective management requires a combination of both 

innate abilities and learned skills.  

There are several off-the-job techniques of management development that can be used to help 

individuals develop their management skills:  



 

 

1. Management Training Programs: Management training programs provide employees with 

the opportunity to learn management skills in a structured setting. These programs may cover topics 

such as leadership, communication, problem-solving, and decision-making. Training programs can be 

conducted internally or externally and can be customized to meet the specific needs of the 

organization.  

2. Management Education Programs: Management education programs, such as MBA 

programs, provide individuals with a comprehensive understanding of management theory and 

practice. These programs cover a range of topics, including accounting, finance, marketing, human 

resources, and operations management. While formal education is not always necessary for 

effective management, it can provide individuals with a solid foundation of knowledge and skills.  

The effectiveness of off-the-job management development techniques depends on several factors, 

including the individual's motivation to learn, the quality of the training or education program, and 

the organization's commitment to supporting employee development. It is important to remember 

that management development is an ongoing process and that individuals can continue to improve 

their skills throughout their careers.  

  

  

Q4. “The modern methods of Performance Appraisal are more relevant in modern business 

organisations than the traditional methods.” Compare the traditional and modern methods of 

Performance Appraisal. Discuss in detail any two modern methods of Performance Appraisal.  

Ans4. Performance appraisal is a process of evaluating employee performance and providing 

feedback on areas that need improvement. Over time, the methods used for performance appraisal 

have evolved, with modern methods being more relevant in today's business environment than 

traditional methods. Let's compare the traditional and modern methods of performance appraisal:  

1. Traditional Methods:  

a) Ranking Method: Under this method, employees are ranked from best to worst based on 

their performance. This method is simple to use, but it does not provide specific feedback on how to 

improve performance.  

b) Graphic Rating Scale: This method uses a checklist or rating scale to evaluate employee 

performance against specific criteria. While this method is easy to use, it can be subjective and may 

not provide specific feedback on areas for improvement.  

c) Forced Distribution: Under this method, employees are evaluated based on a normal 

distribution curve. A certain percentage of employees are designated as top performers, while a 

certain percentage are designated as poor performers. This method can be demotivating for 

employees and may not provide accurate feedback on performance.  

2. Modern Methods:  

a) 360-Degree Feedback: This method involves gathering feedback from multiple sources, 

including supervisors, peers, subordinates, and customers. This method provides a more 

comprehensive view of employee performance and can help identify areas for improvement.  



 

 

b) Behaviorally Anchored Rating Scale (BARS): This method combines the benefits of graphic 

rating scales and critical incidents methods. It involves identifying specific behaviors that are 

important for success in a particular role and using a rating scale to evaluate employee performance 

against these behaviors.  

c) Management By Objectives (MBO): This method involves setting specific, measurable, 

achievable, relevant, and time-bound (SMART) goals for employees and evaluating their 

performance based on the achievement of these goals. This method is effective in aligning employee 

goals with organizational goals and can motivate employees to perform better.  

In conclusion, modern methods of performance appraisal are more relevant in modern business 

organizations as they provide a more comprehensive and objective evaluation of employee 

performance. While traditional methods may be simpler to use, they may not provide specific 

feedback on areas for improvement or accurately evaluate employee performance.  

  

  

Q5. . “In order to maintain a good employer-employee relations, it is essential that pay is related 

with the nature and worth of the job.” In the light of this statement, highlight the importance of Job 

Evaluation? Explain the Factor Comparison Method of Job Evaluation.  

Ans5. The statement, "In order to maintain good employer-employee relations, it is essential that 

pay is related to the nature and worth of the job," highlights the importance of fair and equitable 

compensation for employees. A job evaluation is a systematic process of assessing the relative worth 

of different jobs within an organization to determine appropriate compensation. Job evaluation is 

important because it helps ensure that compensation is based on the nature and worth of the job, 

rather than personal biases or preferences.  

One of the methods used for job evaluation is the Factor Comparison Method. The factor 

comparison method involves the following steps:  

1. Identify factors: The first step in this method is to identify the key factors that contribute to 

the worth of a job. These factors may include skills, responsibilities, working conditions, and 

complexity.  

2. Assign weights: Once the factors are identified, they are assigned weights based on their 

importance in contributing to the worth of the job.  

3. Determine factor degrees: For each factor, degrees are assigned based on the level of skill, 

responsibility, etc. required for the job. The degrees are then ranked from highest to lowest for each 

factor.  

4. Determine factor degrees: For each job, the evaluator assigns degrees to each factor based 

on the level of skill, responsibility, etc. required for the job. The degrees are then ranked from 

highest to lowest for each factor.  

5. Calculate point values: Using the weights and degrees, point values are calculated for each 

job. The point value is the sum of the weights multiplied by the degree for each factor.  

6. Compare point values: Finally, the point values for each job are compared to determine the 

relative worth of each job.  



 

 

The factor comparison method is a popular and widely used method of job evaluation because it is 

objective and allows for direct comparison of jobs. It helps ensure that compensation is based on the 

nature and worth of the job, rather than personal biases or preferences. However, the method can 

be time-consuming and requires a high level of expertise to accurately assess job factors and assign 

weights and degrees.  

Q6. “The concept of “Work from Home” has become the new mantra post Covid-19, especially, in 

the Information Technology- and Knowledge- based industries.” Elaborate and explain how it will be 

helpful in maintaining Work-Life-Balance of the employees? Also, highlight the benefit of 

„workfrom-home‟ model to the society as a whole.  

Ans6. The COVID-19 pandemic has drastically changed the way we work and has given rise to the 

concept of "Work from Home" (WFH). This concept has gained immense popularity, especially in the 

Information Technology (IT) and knowledge-based industries, where employees can perform their 

work remotely using various digital communication tools. The following are the ways in which WFH 

can be helpful in maintaining work-life balance:  

1. Flexible work hours: WFH allows employees to work at flexible hours, which gives them the 

freedom to prioritize their personal commitments and work according to their convenience. This, in 

turn, helps them maintain a healthy work-life balance.  

2. Reduced commute time and stress: One of the biggest advantages of WFH is that employees 

do not have to commute to work, which can be a major source of stress and exhaustion. With no 

commute time, employees can save time and use it for other activities, such as spending time with 

family or pursuing a hobby.  

3. Increased productivity: Studies have shown that WFH can lead to increased productivity as 

employees are more focused and have fewer distractions. This can lead to better work output and 

help maintain a good work-life balance.  

4. Improved job satisfaction: WFH can also lead to increased job satisfaction as employees are 

given the freedom to work at their own pace and convenience. This can lead to a more positive 

outlook towards work and better work-life balance.  

From a societal perspective, the work-from-home model can have the following benefits:  

1. Reduced carbon footprint: With fewer people commuting to work, there is a reduction in 

carbon emissions, which can have a positive impact on the environment.  

2. Improved traffic conditions: With fewer people commuting to work, there is a reduction in 

traffic congestion, which can lead to better traffic conditions and reduced travel time for those who 

have to commute.  

3. Increased employment opportunities: With the WFH model, companies can hire employees 

from anywhere in the world, which can lead to increased employment opportunities for people who 

live in remote areas or areas with limited job opportunities.  

In conclusion, the work-from-home model has become a popular trend in modern-day businesses, 

especially in the wake of the COVID-19 pandemic. The WFH model can help employees maintain a 

good work-life balance and can also have numerous benefits for society as a whole.  


