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) . Organisational Change and Development
- Time : Three Hours , o Marks : 100
Instructions to Candidates :
1)  There are two sections. -
2)  Section I carries 60 marks and Section n carries 40 marks.
3) Attempt any four questlons from Section L In Sectlon 11, the Case
Study questwn is compulsory
4)  Figures to the right indicate full marks.
5)  Answers to the two sectlons should be written in one and the same
answer book. ~
SECTION 1
1. Discuss the various types of change Explam the various steps to 15
manage change. — ‘
2.  Define organisational culture. How does it &iﬁ'&i‘iﬂom social culture ? 15 .
‘3. What are fhe important ¢0ncepts of organisaﬁbriél,dcvelopnient ‘7 - 15
4. Define innovation process. Explain the varlous steps o o 15
5.  Discuss the mechanism for oréénisationa]]earning. : 15
6.  Discuss the various elements of the knowledge management process. 18
SECTION II
7.  Case Study : : o 49
‘The Pennathur Tyre Company (PTC) was- incorporated as a
partnership firm in 1986 to fill what one of jts partners, Mr. Mani,
called a void that existed in South India. A('cordmg to Mr. Mani, who
had worked for a foreign tyre company for nearly fifteen years, there
was no company that really had, as its major aim, the production of
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tyres at minimnum cost and their sale to customers at affordable prices.
Mani was often heard saying, ‘Four-wheel vehicle owners pay through
their nose for iyres, petrol and repairs. Anybody who owns a car spends
at least 35-40 per cent of his salary on its maintenance and that is not
how it should be’. Mr. Mani started PTC in partnership with two close -
friends who had also had extensive experience in the tyre business,
working for other companies. Mr. Mani was very actively involved in
the business and was at work every day at the crack of dawn and
never lefl the office before 8 p.m. Sometimes when work was heavy,
Mani would stay as late as 10 p.m. at the shop. One of the other two
partners owned another business as well as was, for ‘all practical .
purposes, a sleeping partner in this firm, and the third partner was
much less involved in the day-to-day operations of the company than
PTC, though a small partnership firm, had enormous backing
from the business community because of their appreciation of the goals
of the company and the extreme dedication of Mr. Mani. Thus, PTC
was off to a good start. Being very cost conscious, PTC set up a small
cost analysis department. As business began to-expand, more customer
services were added and the company attained an excellent reputation -
for its wheel-balancing service. As a result, the company was given
sole dealership for helmets as well. In 1988, just two years after its -
incorporation, the company had to expand its premises, operations
and personnel. With the expansion came growing pains and Mr. Mani
and the two partners had to encounter many small hurdles. Even as
they were trying to solve one problem, several others seemed to crop
up. Mr. Mani highlighted some of the more serious ones and described
them as follows. ‘Dr Sekaran, sometimes I wish we had never expanded
our business. When we were merely selling, all were happy. At first, it
was exciting to expand the business and services to our customers. As
our staff size increased, we began to lose control. Often, the customers
are not served as well as they could be. The personal touch that we
wanted to establish has not seemed to work; the workers seem to be
more concerned about their own inter-denartmental problems and
fights. For instance, last week while a customer was waiting patienily,
the mechanic who was to have changed the oif and filter in his car was
arguing for mere than half:n hour with another mechanic. I was about
to give the mechanic i piece of my mind. when my partner took the
mechanic aside and talked to hir. The fart that customers are not
serviced without delays, bothers me. ] wonder if it bothers my partners
as well. Thave not discussed these issuss with them since I don’t want
them to think that I am getting unduly worried about smail matters.
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‘Another potential problem lies in the way some of the employees
come across to the others in the company. For instance, we have a
rather brash young engineer. He is thoroughly knowledgeable about
his work and is extremely productive, but he always wears a serious
look on his face and talks in a very abrupt, and sometimes, abrasive
manner. Some of his mechanics have told me that they are scared of
him. I have a set of capable workmen and don’t want to lose anv of
them. I am at a loss as to how to handle this particular situaticn. I
guess if I happened to work for this engineer, I would also be scared of
him; but he is really a nice person, you knew. The only oroblem is that
he is too intense and comes across to others as a grouch. We have a
few others who are just opposite, laughing and joking all the time,
and I sometimes wonder if their workers take them seriously at all ¥

‘Sometimes else also bothers me. Ultimately, I would like to see
each of the service departments as individual profit centres and share
the additional profits with the workers. That, of course, is down the
road; perhaps three to five years from now. I am thinking that if the
employees have a stake in the profits they will work harder and I
shall not have to put in so much time supervising them: Bul then,
they should all learn to work well together so that there is more
collaboration 'and joint problem solving rather than competition and
dysfunctional conflicts. I would like themn all to see themselves as one
big family where everybody works together harmoniously to reap the
full benefits. If, somehow, we can develop the:spirit of friendship and
cooperation, it would be great! Maybe, I am rambling too much, but
these and similar issues keep bothering me. And I was wondering if
you have any advice for me on how I should handle some of these
issues’. ‘

Assuming that diagnostic surveys do indeed confirm Mr. Mani's
statements, you are required to: =~ 7

a) Clearly identify the problem in the case.

b) Recommend appropriate OD intervention stralegies to resolve
each of the 1ssues.

¢)  Explain in detail why vou make the particular recommendation
and how it would resalve the problem.

g e e A o

3 QO HRIBNYEE/ZO0031 0 I

10

15

2010

N



g

-~

-~




POY/HR2302/EE/200811

Human Resource Planning

Time : Three Hours . Marks : 100

Instructions to Candidates :
1)  There are two sections. .

-2) _ -Section I wm% 60 marks and Section I carries 40 marks

3)  Attempt any four questions from Section I. In Section II, the two
Case Study questions are compulsory

4) Figures to the right indicate full marks,

5)  Answers to the two sectlons should be written in one and the same
’ answer book. : :

' SECTION 1
1.  What is performance apnraisal ? Describe in detail, the process of 15
g performance appraisal.

2. /What do you mean by the term skills ? Discuss the need for multi-~ 15
R skilling in modern organizations. A

3.  Define transfer What are the dxfferent types of transfers effected in 15
organizations ? V

- ) 4 Whatis recruitment ? Discuss the various sources of manpower supply 15
for an orgamzatlon

\ {ﬁne the term training. Discuss the importance and benefits of 15
- training.

\ﬁ/What 15 a policy ? What are the ma ajor characteristics of a sound policy? 15
What are the different types of HR pohcxes ?

N-571 PO9RIR2302/EE/200811:1 . (P.1.G)

Afﬁ

P
i PR S




SECTION 11

7.  Case 1,

ABN Business Schoot, Mangalore (ABNBS)is oxe of the best B-schools
in this part of the country. Many large enterprises like Compagq, TCS,
Infosys, NIIT, SAIL, TISCO, ABN Amro, MRF etc. visit the campus
for recruitment. ABNBS believes that for successful performance, its
students depended on their abilities. They have a conventional
orientation, the specific orientation will largely determine which job
the student will ultimately get. .

The placement officer of ABNBS was in for a shock, when she
heard from one of the most reputed recruiter companies that had come _
to the campus several times and required a large member of students,
that they no longer look at the core activity of selecting people for the
organization but instead give more importance to soft skills like
interpersonal skills, team abilities and analytic problem-solving skills.
Besides these soft skills, the company also loeks at the candidate’s
willingness to relocate, fit with corporate culture and retention
probability while selecting a prospective B-school graduate. According
to the recruiter ovganization, the most vital skills for the job-market
in the ascending order are technical skills, communication skilis, job
experience, networking v relationship-building experience;
management skille, industry expertise and sales and marketing skills. -
The Dean of the B-school is worried. He says ‘We believed that if you
wanted to be an accounts manéger or credit manager or a HR executive,
your ability on the job will largely determine which occupation you
ultimately get. But all of a sudden, certain recruiters have come up
multi-skilling requirements.

Questions :

a)  Why do recruiters look for soft skills in B-school graduates ? What 5
in your opinion, make these skills necessary in tedav’s setup ?

bj Discuss the need for B-school graduates to take up multi-skilling 10
initiatives to better their chances of being selected in campus
recruitment.

) What steps should ABNBS take to make the institution a S
preferred destination for recruiters ?

N-574 ' POYHR2302/EE/200811 - 2 i
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Case 2

Diana was at the office of her dentist. She hzd to wait for at least
30 minutes before her turn came. To pass the time she picked up a
magazine. .

In the magazine she found a very good article entitled “Where
Good Ideas Really Come From”. The major theme of the article was
that the best ideas for improvement were most likely to come from
the rank-and-file employees and not managers. The article went onto
describe the various ways of getting these ideas flowing upwards so
that they could be used to improve the organization. The article
proposed that a special ‘suggestion box’ be placed in the strategic place
around the organization with blank forms for employees to describe
their ideas for improvement. Diana, the managing director, of Diatech
Ltd., held discussions with several of her senior managers. It was
agreed to implement the programme. Several specially designed boxes
were placed in various areas around the company and employees were
requested through circulars about the implementation of the suggestion
scheme. - :

Diana anxiously awaited the first batch of suggestions. After the
first week, the personnel manager brought them n. There were three
‘suggestions’. ' ,

One suggestion was that the suggestion box be scrapped.

The second Suggestion was for Diana requesting her {0 get married
So that during the nights she will have some ‘work’ to do and will not
have idle timé to think about stupid suggestions.

The third was an obscene note to Diana asking her to keep C...
open so that good suggestions could be directly put in.

Question -
a)  What is theme of this story ?
b)  What is wrong or right n the story ?

¢)  Analyse the case as per your opinion and give proper suggestions,

N-574 POYHR2302/EE/200811 : 3
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POQ/HR2303/EE/20081_1

Human Resource Development

Time : Three Hours Marks : 100

Instructions to Candidates :

1
2)

3)

4)

5)

There; are two sections.
Section I carries 60 marks and Section H carries 40 marks.

Attempt any fouy questions from Section I. In Section II, the two
Case Study questions are compulsory. :

Figures to the right indicate full marks.

Answers to the two sections should be written in ‘one and the same
answer book.

"~ "SECTION I

1. What is career planning ? Discuss the aims and objectives of career 15
planning and process of career planning.-

2.  Define training and briefly discuss the various methods of Imparting 15
training.

3.  State the Provisions of the Factories Act, 1948 with regards to the 15
health and safety of workers.

"4. Define the term learning and briefly discuss reinforcement, punishment 15

and extinction.

5. What are the major reasons for which individuals resist change ?How 15
tan organizations deal with resistance ?

6. Whatis rationale behind HRD for workere ? Brieﬂy discuss the need 15
for counselling and the different types of cou'nselling.

N-575
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SECTION 11
Case 1
Mangala Agrotech Ltd. is in the business of manufaciuring and

marketing automobile components. The main problems faced by the
compaily are sagging employee moral; low productivity and an

“-accumulated loss of Rs. 50 crore. Looking at this deteriorating trend,

the management decided to hire the services of a new CEO, Mr. Arun
D’souza. Mr. D’souza is a hard core operations man with thirty years
of professional credibility to his standing. He worked in large
automobile plants in Goa in various capacities like Manager production,
GM production, and so on. After taking charge he called a meeting of
the senior managemert and representatives of workers. Mr. D’souza
believed in creating a new work culture for the organization through
various HRD mechanisms and instruments for developing people,
raising their morale with commitment, care and training. In other
words, he wanted to tackle the main problem through the HRD
mechanism. U

Answer the following questions :

a) What strategies could the CEO employ to help the organisation

tackle its main problem of sagging employee morale and low

productivity ?

b)  What more in your opinion could the CEO have done to strengthen
the HRD strategies ?

Case 2

A small software development company with around fifty
employees was having problems attracting new staff to work for them.
They knew that they could not afford to pay people more. but wanted
to increase the number of people who applied for vacancies and decrease
staff turnover which had been steadily increasing. The company had
taken on a number of new staff in the past year. Most of the staff was
recruited in campus interviews from local colleges. In order to retain
staff, the company usually took the marks card and degree certificate
from the new recruit and held them till they were in the service of the
organization. The monagement was conscious that this practice was
tliegal and subject to legal challenge.

‘The managemeni appeinted an HE Manager to see what reteat,on
strategies could be developed foy Uie organizetion. Tie newiv-appointes

MN-575 POVHE2503/ER200511 1 2
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HR Manager visited the employees to see how they felt about having
formal policies in place of ad-hoc system that the organization had
been using uptill now. A research in the local labour market found .
: that there was considerable competition in that area for workers. I,
i was found that, through word of mouth, employees conveyed to their

Juniors in college that they were stuck in this company wnich was not
. baying well, and was retaining employees by force and that they should

‘not fall into the same trap by accepting employment in this company.

Questions :

a) Suggest ways and means of improving the image of the 10
organisation in the eyeés of the new prospective employees.

i b)  What retention strategies would you suggest to the company to 10
retain the existing workforce ? :
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Laboy, Laws for Managers
Lime : Thyeq Hours :

Instnictions to Candidates 5

1) There are twg Sections, - _
2) Section Icarries 60 marks and Sectiop II carrieg 40 marks.
3)  There are Six questiong in Sectiop, | out of which any four are ¢, be
attempted. '
4) ‘In Section II, ajj Questions gre Compulsory,
5) Figureg to the right indicate fyn marks,
6) Answerg to th

e two Sectiong should be written jn one and the Same
answer book

7)- Use of calculatorg is alloweqd.

SECTION 1
1. Discusg the concept of Industrig] relationg Explain the difficultieg In 15
the hega] thy 8rowth of Industrig] relationg mn Indig.
2. Enumerate the unfajy laboyr Practices op the part of employerg and 15
the trade union of eémployerg

3. Explaip the bPowers and duties of conciliatiop authorijtijeg 15
4 Define Strike’. Why are the different forms of strikes ? 15
5. Define lay-off and zetrenchment Discuss the Nature of lay-off and 15

retrenchment.
6. Explain the concept f workerg’ Participation iy, Management. What 15
are the functiong of a shop councj] ?
N-57¢ P()9/HR23()4/EE/200811 1 (P.T.0)
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SECTION 11

7. J J Hospital, Bombay run by state of Bombay retrenched two of its 20
ward servants. On behalf of the servamnts, their trade union filed a
writ petition in the High Court for their reinstatement. The
management, ie. the state of Bombay contended that the hospital
being not an ‘industry’, the Industrial Dispute Act, 1947 was not
applicable. L

Decide whether the hospital in the above case is an industry, stating
reasons. - .

8. Inan Electricity Board, an employee, Mr. Sharma, was workingasa 20
Muster-Roll Labourer. While in employment, he allegedly assaulted a
superior officer in the presence of other employees with a tension screw

severe bleeding. This incident was followed by unauthorised absence
by Mr. Sharma for several days. The Electricity Board, after holding a
domestic enquiry, terminated the services of Mr. Sharma. Mr. Sharma
raised an industrial dispute. The appropriate governmen* referred the
dispute to the court for adjudication. Mr. Sharma, ferther moved to
the High Court.

Decide whether the termination of services is justified, stating reasons.

PO9/HR2304/EE/200811 : 2 2010
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Managing Interpersonal and Group Processes

Time : Three Hours Marks : 100 “

Instructions to Candidates :

= 1)  There are two sections.

2)  Section I carries 60 mark_§ and Section 11 carries 40 marks.

S 3)  There are six questions in Section I out of which any four are to be
attempted.

4)  In Section II, the Case Study question is compulsory.
5)  Figures to the right indicate full marks. '

6)  Answers to the two sections should be written in one and the same
answer book.

SECTION 1
1. Explain the characteristics of groups. » 15

2. What are the major external and internal forces of change in an 15
organisation ?

3. What are the elements of communication ? Explain the process of 15
communication. V

4. What are the individual and organizational influences on creativity ? 15

5. What are the five types of power according to French and Raven ? 15
What are the effects of these types of power ?

6.  Describe the seven dimensions of organizational culture. 15
N-577 POY/HR2305/EE/200811 : 1 (P.T.0)
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SECTION 11

7. Read the given case and answer the questions that follows.

X watches is a joint sector company promoted by a leading
business house and a state government. The plant was set up 45 kms
away from Bangalore. The company is known for its professicnal work
culture and very attractive remuneration packages. When the plant
was set-up five years ago, the managern.c.ii was able to attraci many
senior and middlelevel managers and operators from a reputed public
sector company, also manufacturing watches.

For its tool room, X watches poached on a well known tool room

-and training centre and weaned away a couple of managers and tool

~ makers. Key posts of the plant, however, were held by personnel drawn

. from other owned group companies. The group had its plants in all

parts of India, except in the South. X is the first to be established in
the south of the Vindhyas.

X watches, therefore, had a mixed group of personnel hailing
from public sector, tool room, (operating in South India) and the group’s
top ranking executives (who came to South India for the first time).
Added to this was the workers who were from all localities. After six
months, an all-around disillusionment had set in and cveryone was
cursing himself for quitting his or her previous job and joining X

watches.

Questions :

a) List out the cross-cultural under ¢urrents in the above case 10
incident.

b) = How do you bring about homogeneity in the above situation ? 15

¢)  Discuss the case incident under the following culture maintenance 15
factors :

1) Selection
ii)  Top management practices

1)  Socialisation process.

l
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Industriaj 'Relations

Time : Three Hours

Instructions to Candidates -

1) There are two sections.

2)  SectionT carries 60 marks and Section II carries 40 marks.

3) . There are six questions in Sect

ion I out of which any four are to be
attempted.

4)  In Section II, the Case Study question ig compulsory.
5)  Figures to the right indicatc full marks.

6)  Answers to the two sections should be written in one and the same
- answer book. -

-

E ’ SECTION |
1. Explain in detail, the concept of Industrig) Relations. ‘ 15

2. Discuss the provisiong relating to the code of discipline in an industry. i5

3. Explain the provisions relating to the Industrial Disputes Act, 1947 15

4. What is the role of collective bargai ning

in the management ofconflict 15
In an industry ? .

5. What are the different employee Participation strategies ? 15

6. Explain in detail, the factors that are responsible for the positive 15

employee relations ip an organisatioy_
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SECTION 11 -

Read the following case and answer the questions that follow.

Vidharb Textiles Limited is one of the leading textile mills in

Maharashtra, having a work forge of more than 1200 employees,
engaged in the manufacture of cotton yamn of different.counts. The
company has a well established distribution network in different parts

employees were represented by three trade unions X, ¥, and Z, out of
which the first two unions were recognised by the Management for

the purposes of hegotiation. All the unjons maintained good relations
with the Management individually and collectively.

In 1995 when the bonus issue was placed before the management,

members of unjon Z. During the strike the Management could probe
the reasons for the indifferent behaviour of leader of union Y. It was

he Yepresentative of Y union had miserably failed in its talks with
the Mmanagement for want of initiation and involvement”. The
observation somehow reached the leader of union Y on the very day it

Was made, as a result of which he felt insulted. Soon after identifying

this as a reason for Y’s strike call the ™Management in the presence of

N-578 ' POS/HR2306/EE/%00811 : 2
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the Industrial Relations Manager brought about a compromise between
, i the union leaders, X and Y. Immediately after this meeting, the strikers

i (members of union Y and Z) had resumed work and the settlement
was signed for the same amount of bouns, as was originally agreed
3 upon. 7

Questions : -

a)  Was the leader of union X justified in making remarks that caused
offence to the leader-of union Y ? '

b)  Could the strike have been avoided had the union leader of X not
‘made his remarks before a group of workers ?

¢) What should be the management’s long term strategy for ensuring
that inter-union rivalries are avoided ?

d) Is that desirable or required ?

N-578 POY/HR2306/EI5/200811 : 3
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Performance and Reward Management

Time : Three Hours . Marks

: 100

Instructions to Candidates :

1) There are two sections.

" 2)  Section'l carries 60 marks and Section II carries 40 marks.

3)  There are six questions in Section I out of which any four are to be

attempted.
4)  In Section II, the Case Study question is compulsory.
9)  Figures to the right indicate full marks.

6)  Answers to the two sections should be written in one and the same

answer book.

SECTION I
1.  Whatis performance management ? Describe the various principles 15
of Performance Management.
2. Describe the various methods of performance appraisal, 15
3. What is mentoring ? Describe various advantages of mentoring. 15
4.  Whatis appraisal interview ? ' Describe the various types of appraisal 15
interview,
5.  What is organisational deve]opmcnt ? Describe the varjous 15
characteristics of operational development.
6. Describe the various types of leadership and the qualitics of a leader. 15
N-579 ) PO9/HR2307/EE/200811 - (P.T.O»
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SECTION 11

Read the following case and answer the questions that follow :

Fran Rogers has alwa ys believed that meeting the needs of
empioyees required more than simply paying them and offering a slate
of employee benefits. She recognized that balancing the realities of
one’s work and personal life is difficult, and more importantly, problems
that the employees face in their persona! lives will ultimately show
up in their work performance. She had a first hand experience. Rogers
wasn’t about to drop her daughtet, who suffered from asthma, offin a
day care centre. '

One of the more critical work-related problems is finding quality
child care. Rogers believed that companies had to help their employees
in this endeavour or face productivity lcsses. Helping employees, after
all, was the humane thing to do. It was also a way for an organisation
to provide an employee benefit that emplovees desire.

Wark / family directions began in 1983 — working with a client
organisation, IBM, Rogers attempted to help the organisation’s
employees find quality child care in ti.e Boca Raton, Florida, area.
Rogors succeeded and Work Family Directions (WFD) was off and
running. Today, the company has grown to several hundred employees
and has revenues of $ 100 million, reflecting work done on women’s
employment issues in more than 20 countries. Its client list now boasts
corporations such as Xerox, American Express, the St. Paul companies

. and the Gap. Interestingly, 9 out of the top 10 “100 best companies for

working women” are WFD clients.

Rogers may have found a secret to one aspect of employee benefits
by helping companies recognize that giving something of value to
employees can yield many benefits for all involved. Although, she sold
her business in 1998 to the Ceridan Corporation, she continues her
crusade for organisations to make a significant investment in work
ana family related 1ssues. She wants the organizations to do more —

helping individuals not only with the day care or elder care, but with

anything employees deal with over their life cycle.

Ruestions :

a)  How do benefiis like those that WFD provides assist organisations
in competing for and retaining employces ?

b) Do vou believe that providing day care benefits to employees who
have children is unfair to the employees whe do not have children?
Why or why not ¥

¢} How can a compa ny ensure providing such benefits does not
favour ane group of employees over another ?

N-579 . PO9/HR2307/EE/200811 : 2
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Time : Three Hours

PO9/HR2308/EE/20081 1

International Human ReSource Management

Marks : 100

Ihstructions to Candidates :
1)  There are two sections.

2)  Section I carries 60 marks and Section II carries 40 marks.

3)  There are six questlons m Section I out of which any four are to be

attempted.
4)  In Section II, the Case Study question is compulsory.
9)  Figures to the right indicate full marks.

6) Answers to the two sections should be written in one and the same

answer book.

SECTION I
1. How does domestic HRM differ from intemationél HRM ? 15
2. Enumerate the forces for change in the enduring context of IHRM. 15
3. Dlscuss in detail the country-ievel differences.in trammg. Explain. 15
4. Whatare the objectives of international compensation from the various 15
perspectives ? '
5. AsanHR Manager, what are your suggestions to the appraiser of an 15
expatriate ?
6. Explaiﬁ performance management of Host Country Employees HCEs. 15
N-580 | POY/HR2308/EE/200811 : 1 - (P.T.0)
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SECTION 11

7.  Read the following case and answer the questions that follow.

Following Walt Dfsney’s death, the magic kingdom hit a
downward trend: The management rested sn the past laurels of its

fully utilizing its potential or its resources and, considering the demand
for its products and services, it was underc :arging for its licensing of
cartoon characters and admission to its theme parks.

Michael Eisner, the head of the Disney organization felt that he
had to become more like Walt Disney, an innovator and a risk taker
who encouragéd creativity and who had built the Disney Empire. After
analysing the situation carefully, he devised a plan that would
encourage openness to change, and a cul ture of strong creativi ty, which
had always been the hallmark of Disney’s success.

He met with twelve of the world’s most respected architects in a widely
creative session to bring out as best a design as possible for the theme
park. He encouraged and rewarded new ideas, opened channels of
¢ommunication and took the members into confidence by sharing with
them his strategic plans and ambitious growth strategies.

‘One change that came into being was the renovation and
expansion of its hotel chains. He ordered an ambitious $ 1.0 billion
hotel expansion plan that doubled its room capacity to 20,000 and
cme at par with the well-known Ritz Carlton chain of hotels.

The movie business that had practically come to a standstill and
wits hardly reaching a hreak-even point got a boost of creativity. By
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tightening budgets without sacrificing quality and working with
adventurous scripts and unknown but talented actors, 1t became a
dominant force in the American movie mdustry and produced such hit
films as Beauty and the Beast, Pretty Woman, Ruthless People and so
on.

Michael Eisner’s creativity, openness, innovation and team spirit

has not been without its rewards. From 1984 to 1990, Disney’s sales
increased from $1.7 billion to almost $6.00 billion. Disney has expanded
its family entertainment business to include book publishing and
records and has opened a theme park in Japan.

‘Michael Eisner made a dramatjc turnaround of Disney’s fortunes
in 1980s. He was even more ambitious during the 1990s and called it
‘the Disney Decade’. He surrounded himself with ambitious, energetic
and creative staff and he expected a period of extensive growth for
Disney operations around the globe. With the fall of closed societies
and the advent of instant communications and emphasis on
internationalization, he has been very optimistic that Disney will
become a household name around the world, as it is in Amerjca.

Questions :

a)  Why do you think that the Disney organization, once a highly
successful and growing organization, became stagnant after the
death of its founder, Walt Disney ? Describe as many reasons as
possible.

b)  How important is Michael Eisner’s role in the process of
turnaround of the company fortunes ? Does it mean that the
success of the entire organization depends upon the philosophy
of its CEOs ? Give reasons.

¢)  Listand explain the internal and external forces that recessitated
the change in the outlook of Disney operations.

N-580 POY/HR2308/EE/200811 : 3
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Manogenient tlenbrol Systen:s

Fime : Three Hours WMavks : 100

Instructions to Candidatos :

1) There ave two sec 10711

2)  Section I curries 44 marhs oad Section 1T carries 40 marlks.

3 Attempt eny four question: rom Section I.

4)  The case study quastion e “ompulsory in Section {1,

5)  Figures to the right indicat» full marks,

6)  Answers to the tw seclions should bé written in oneand {] ¢

same answer bool . ‘
BECTION I

L. What are the e}éxpeni;s ol an adeqginte or effective conirol system ! 15 )

S L ke e
. Describe in detuil, the f raiecie pliuning process. ‘ 15-
A Are mansgers who usc e feod-los ward contro) systent imor 2 effer tive 15 o,

than thore who do not ? Sulnnit gy arguimert,

4. Will adiusting the cost standard to fit levels of aspiration invov:- the 15
motivation of workers performing struetured tasks ? Can t]

1= he done
in actual work environmerde ? Iy lein.,

B, Forwbhat reasons would e cornpany lold o manager responsiblz (o profit 15
when he does not contrel all contn gud revenues 7 Do you hinl this
should ever be done ¢

6. Explain the diffsrent stepa ol proj ot scheduling, 15
N-464 ‘ Ce2004/103420080628 1 (P.7T.0)
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POQ/HRZ.‘)’OS)/EE/ZOOSII
Management of Training and Developmeni

Time.: Three Hours Marks : 100

Instructions to Candidates : A

1) There are two sections.

©2)  Section I carries 60 marks and Section 11 carries 40 marks.
3)  There are six questions in Section 1 out. of which any four are to be ,
a'temnpted.

4)  In Section I, the Case Study questions are compulsory.

5)  Figures to the right indicate full marks.

6)  Answers to the two sections should be written in one and the same

answer book. ' ‘
SECTION I
1. Explain tho methods of learning in detail. , o 15
[

2. Explain the methods of trdining. ‘ 15
3. Write an essay about the various meta-thecrics of learning. 15 .
4. Describe the various slternatives of training and development. 15
5. What are the different ty pes of communication ? Describe each type 15

briefly.
6. Elaborate the Kirpatcick aodel of oy aluation. - - 15

;‘3

N-581 POYITR2B09/6 /20081 1 - | (P1.0)




et s R AT S ey,

~

-HR1 r*osmmo JOO/RE/200811 ¢ 2

N

SECTION I

" Read the given case and answer i'le que:tmnq dmr foilow.

'Mr. Naveen has been workmg as a Manager (Cw«ht Appzmﬂal}
i1 the Stute Bank of India since 1970. He got a. first rank in his M.A
from the Andhra University in 1969. He rose from Officer (Grade IVio
Officer (irade 1 in a short span of 10 years. Personnel records of the
bank show that he is an efficient manager in agncultural credit,
industrial credit and credit to small business, etc.The bank1s planning.
to computerlse the project appralsal department 1n this connection,
Mr. Naveen was asked to take training in Comp uter Operations. But
he was quite reluctant to undergo the tramlng

Questions :
a) Analyse the case..

) Why was Mr. Naveen réluctant te wdelgo training 7

Mr. Vijay Jomed the S. C. Railway five years back vwhen he was

21 vears ola. He proved himsc'{ as an cificient steam engine driver.
{e bagged the Railway Minister’s ‘Best Driver’s Award this year. He
was asked to undergo trainingin diésel engine driving duc to Massive
dieselisation in the South Cgntral Railways. But he was reluctant t

‘take up training. The Heddof the loco staff was quite surprised te

know the reluctance of Mr. Vijay when a number of drivers of stean.

engines have volunteered themselves to underwo training in dlesel I

engine driving.

Questions :

a)  Analyse the case.

b) ldc.ntify the psychological problems in the case..
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Strategic Management

Time : “hree Hours ) I ‘ Mﬁrks : 10D

-

Instructions to Candidates :
1) . There are two sections.

2) . Section T carries 60 marks and Section 1I carries 40 marks.

3) There are 6 questions in Section I out of which.any. four are to be

~ attempted. B 1
4)  The case a,tudy questmn m bectu nllis compulson

b

5)  Figures to the right mdlcate full ,narks o T ‘

) Answers to the two :
an,swex book

. v
e 1E

kctluo,ns should be written in one and the same

.,‘x;‘: o . o “Qﬁ C SECTION! |
'\,1/ Discuss the concept and Jmpurtance of str acc'*y 15
2 Descnbe the different environmental'sc'anning techniques. 15
3. Explain the various s,tratemes that an oxjganisation canusedepending 15
1~ on dlfferent mtuatlons o
4. ‘Ducmbe the dlffe rent types fquahtahve fdctor that. affect strategic 15
"cbnlco ‘ ‘
" /M nagmg social responsxbxhty of a'bu,,mess is like any o her aspc'ct of
' mnnagmg you1 busmpss Commentﬂ j,x 3 - o
\6/ E plam the evaluat19n of strategv‘s 11~ non -profit making and 15
o government organisations.
N1 ‘PO9/CP2001/EE/20090521 : 1 (P.T.0)

15

R et .




SECTION 11

//
\1/ Read the given passage and answer the following questions

Strategic Leadership for Multinationals in Inaia -

Based on his experiences in Unilever and Pepsico India, . M. Sirha,
the ex-CEO of Pepsi (o India, highlights tea prerequisites for bei g &
successful feader in a foreign MNC (Multinationad Corporation®
operating in India,

b

MNC leaders in India should reflect the personality of the MNC
they work for, never compromising on the valies the compun;
: tands for. The values have to be converted inlo the culture of the
organization, where avervone is not only committed o, or believe,
in the values, but breathes the culture, '

MNC leaders in India sheuld carefully understand the Indias
environment, the policies of the country, the procusses and the
needs of the country. For an MNC to be successful in the long ran.
the leader must identify the MNC with national priorities, be snei
Lo be a part of the Indian fabric, ard pul country gain borr

corporate gain.

SMINC-keaders ov Tndhacshordd apprecwate that ther company ©

posod to the mediacand the polieal evestemhany

Manner.

- MNC leaders in India should build a tearay of high caliber

professionals, or lead one if they have inherited such 4 team. Thir
team must take ownership for the vision of the conspany and it
goals, and must put the corporation be fore self. Paszion to win, v+
achieve, to enjoy and celebrate team victories a commitment ¢
excellence and to the best, : re great binding features.

MNC eaders in India shoul demonstrate action, quick decision:

commitment to identifying the core competencies of cthoor
organization, and working with and iraproving on theny, with an
ability to adapt to changine business and country cnvironment.
They must have a sense of iming, seize opportanities, anticipate
future changing demands. and promote investments ahead of
demand.

MNC leaders i India must understend the market they operate
m. the distribution svstem, the custorer, the retan trade. and ros:
rmpertant, the front hine.

Po/CPZO0U/EE/ 20090521 ¢ 2
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Commitment tg training and development, ensuring the
'ntroduction of the latest ‘echnologies and processes, and flexibility
L change and adapt t~ the needs of the customer must be the
driving foree, - '

"miposing the best practices of the parent company, or even
products successfu] outside India, or even the approach to
motivating people, need to be tailored to India. Hence the MNC
leaders ir India must have a completely open mind.

MNCs have to ensure that corporaze image consistently improves,
asin a borderless world, the image in one country affects the image
globally. An MNC leader in India, therafore, has a responsibility,
which crosses nationa; boundari:s and thus places a greater
burden on his/her shoulders. '

Finally, a leader in an MNC has, to walk the talk. If cost-
effectiveness and lowest-cost oper.itions is the company’s target,
the leader’s personal lifestyle m:.st reflect simplicity and not

ostentation. She/he and the erganization must think in rupees
and not dollars, and she/he must lead the organization to meld

with other Indian organizations. Findustan Lever is an excellent
example - many people consider it an Indian company, and not
the largest MNC ir. India.

Questions :

17 What should the MNC leaders in India know about the land
their company serves ? ‘

27 Describe the cost effectiveness of the MNC leaders in India.
"3 Why shou!d the MNC leaders in India demonstrate action ?
47 How night the above three eloments of strategic leadership

differ ‘or the MN( leaders in 1udia Vs, leaders of the domestic
companies in India ?

6

PGY/CP2001/E ©/20090521 : 3
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International Business

Time : Three Hours Marks: 100

Iastructions to Candidates :
Ip! There are two sectione,

Z) Sectiop | carries 60 marks and Section I carries 40 marks.

- 3> There are 6 questions in Section I out of which any four are to be

attempted.
41 Tle case study questions in Section II are (:omﬁu]sory.

5i I'igures to the right indicate fuli marks.

6)  Answers to the two scetions should be written in one and the same

fnswer book.

e e e e p—

SECTION I

1. Deofire interna’ional marketing. State and explain the most relevant
factors affectiry international marketing.

2. Discuss the various principles of global finance,

3., What do youmean by strategy ? Explain the various tacties for business

‘\/.str;xtegies.

4. What is a merger 7 Trace the reason: for mergers and describe the
&7 prosess of mergers.

3. - Exvlsinthe concept of globa! brands. Discuss the various strategies for
7 globai brands,

6. Define globalization. State and explain the various drivers of

glebalisation.

15

15

15
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“having lost two of his orders. Did Henry know why this hed happened

SECTION 1T

Analyse the case given below and answer the following juestions.

Case Siudy - I
Trillon Machinefy, France

Trillon Machinery, France is the subsidiary of Trillon Machinerv,
headquartered in Chicago. The firm specializes in the production of

highly sophisticated material-handling equipment, most of whichinu -
be specially designed for the job. There are few competiters in Frane

or in any other part of the European conimunity. Busiaess has been

excellent, though recently the company lost twe si-able orders to th
French competitor. One customer was the govcrninent owne |
automobile tactory and the other was a Freiich owned textile facto. .
Both customers had made various purchases from Til’'on Machine: /
in the past.

Mr. Thomas, the subsidiary’s managing director, sat in his offic »
reviewing the two lost sales. He knew that the French ompetito - didl
not have Trillon’s technical capability, and he was corfident that the
competitor’s price could not have been significantly fower. Thome s
walked to the window overlooking the front of the building. He w: ;
proud of thiat plant. The law. was well kept. There was a flagpole it
the American flag flying, just as in Chicago. Thomas was thinking th. .
he had a good chance for the executive vice president’s job that wes
coming up soon back at the headquarters il Trillon Muchinery, Frince
continued to do as well as it had done for the last three ycars under h.
management. The loss of two sizabie orders wouldn’t help his recor |
though. What was the reason ? An idea came to hir. He call»1 h s
friend, Henri. He explained to Henri that he was corcerned abor
H
After.a pause, Henri said, “Thomas my friend, the F.oom yvears in th ¢
Fran e are over and the government is concerred The order wi -
earmarked for a French company”

Questions :

a) Analyse the business environment of Trillon Machinery, Fran:-..

N-12

'

b)  What can Thomas do to stop this loss of orders ?

PO9Y/CP2002/EE/20090022 : 2
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8. Analyse the case given below and answer the questions tnat follow.
Case Study - i

seven months after taking over as President of General Motors
Asia Pacific, Frederick He.derson came for s visit-to India and
announced that his dream was to turn the world’s biggest car
matiuiacturer into the bigges. car marketer in India

f " G.M. India ‘s a very small player in India right now. It has a plant
to produce 25.000 cars, but last fiscal sold only 8,473 cars. It seems to
bestuck in the slow lane in India. :

In what will be a first iy the Indian automotive ind ustry, G.M.
plans to tse ity 21-ycar-old global allisince with Suzuki, and a more
recent one with Fiat to move into gear. What helps is that G. M. owWns
20% stake in bo'h the companies. Combined in India, their purchasing
wil! soar over Rs. 6,100 Cr a year, the d::alership and service network
will jump to 367, and make it an allitace with the widest range of
passenger cars.

Apparently, the idea is o create 2n Indian version of the (1 ba)
Alli nce that the three already have. They can now develop new
pre-cucts, sell each other’s cars in the var: us market source components
~tog: ther and even enter inte jsint ventiires. In India, the alliance will
form on the companies sharing each other's products; buying
corponents together in order 1o cut both components and scureing costs,
working on the engines and transmissions together, and entering into
cross boanding agreements.

The Indian Automobile In dustryisin fora big change. Under the
nev: scheme of things, three players out of 12 players would, for ail
practical purposes. play the gume as ore. The Alliance could bring to
India the World’s largest car maker’s v (st portfolio of brands. And the
volime.s of Maruti wil give _he allian ¢ the leeway with vendors to
SOucce components cheap and 2xpand markets through Maruti’s wide
network.

Fiat can belp Maruti with its quest for diesel engines for cars,
G.M. aad Fiat aute plan to invest $ 106 million at Fiat’s Ranjangaoen
fecility i1 order to produce new models an powertrains. The EQUALLY
OWNED joint venture, details of which arc being worked out, could
also beeome a global source of nowertraiis for small and mid-sized cars.

There is little reason to doubt the partnership rolling in India.
The Asia-Pacific region is after all, the Gigiest growing car market .

Ravi Khanna, country I'resident and M.D., Delphi Automotive

N-12 POS%’CPZOO2XEE/2(*09{)5‘22 : 3 (P.T.0)
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Systems (INDI1A) said, “Globally, the auto industry is now more agile

as a rosult of consolidation. In India, circuinstances may be peculier ov
unique. But the pattern can be seen quite clearly ”

1. Analyse the case from the globalisation point of view. 8
9 What opportunities do yeu sce for Indian coznpanies i thi. 6

alliance ?

3. How do you think other MNC’s in this market will/'should rea ¢ 6
to this development ? '

N-12 PO9/CP2002/EE/200905:22 A A0
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Munagement Control Systems
Time : Three Hours 7 Marks : 100

.

Instruections to Candidates :

1)
2)

p

3)

There are two sections, .
Sec’ ior 1 carries 60 marks and Section II carrics 40 marks.

There are 6 questionsin Sect on I'out of which any four are to be
attempted.

The cise study questionin Section II ig compulsory.

Figires to the right indicate full marks.

Answers wo.the wwo sections should be written in one and the same
‘answer book. :

Y’:"‘

o1

SECTION |

Explair the concept of Mmanagement control and discuss the necessity 15
ofsuch control.

Describe <he need for strategic plapning in management control. 15

Can a MEO bie 1sed 5 rediice slack and impreve resource allocation ? 15
Justify, »

Define an adaptive control system and explair: system evaluaticn and 15
adaptatic- . ;

Explain how can ERP help in management control information 15

8. , How mai . vays are thers ty control behavicur in an organisation ? 15

v’

How does ane choose the ones that are best ?

POYCP2004/EE/2009059 « ;| (. T.0)
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SECTION I1

\/Rez:d the given case and answer the questionq that follow

Mr. Nair was xu,(,ntly ptomoted to the post of a control mir hager
- front his previous position of an operafinn manager. In hignew po:ition,
he needed a bright manager to serve us a deputy to assist in ca. zymg, -
out his day-to-day controlling and co-ordinating activities. Therc were
three candidates available who could be pron sted to tlhe position of
M Nair’s deputy.

All three candidates had exceptional acade niz bae kgroun ‘s and
successtul careers with the company. Mr. Murthy was - vith the conpany
for 5 years. He had an engineering degree with MBA from Symbiosis
International University. He was real achiever. Mr. Mor thy performed
every assigned task quickly and efficiently. He was well inform »d on
the effective control system. He got along well with others His
performance was best where he had total control of the situation

o Mr. Sadasivam, on the other hand, had no engineering dogee or
V’ 'VH A but with his B.Com degree had been with company for 20 yaars.
He enjoyed working with iost key managers. s organisa onal
experience was a tremendou.: asset. Mr, Sadasivain was not agaresgive
and used to be cool in a a difficult time. e disliked diveet confrontotion

and disagreemen® vith any employee of the compar,

I
' Mrs. Swati was the third candiaate who Liad rccently joined the

company. She had o Ph.D.in quantitative aids to de “1sion makin » rom

Madras University and had an [T background. Her nerformance i 1 her

previous job wis exceptional. She is not much awiore ihout the Conmpany

bﬁ Cshe seemed to petadong well with others. She is oserved but SHows
-at understanding of man:gement conurol.

Ques ions

a), Assume that you are Mr. Nair, how would] vou selece yorur new 20
deputy from the three candidates ?

b)Y Ivouintend Lo conduct cdditional inteiviews with cach e dis late, 20
what questions will vou ask to assist in controlling and
co-ordinating the process ?

N-14 POYCP2O04/ER/2009052. ¢ 2710
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Business Kthics and Corporate Governance

Time : Thren Hours ‘ Marks : 100

Instruciions to Candidates :
1) There are (wo sections.

2) section 1 carries 60 marks and Section I carries 40 marks.

3)  “here are 6 questions in Section I ont of which any four are ¢, be
“itempted. :
4 he case study question in Section | is compulsory.,

5)  “igures to the right indicate full marg,

6)  nswers to the twe sections should be written in one and the same
snswer book.

SECTIONT .

1. What is the concept of social responsibility ? Explain the points that 15
& support and are against the sociul responsibility.

2. Explain the ethica issues in the field of advertising and take-overs 15
and mcrgers.

3. State ind explain the frameworxs for ethical decision making. 15
A

4. . What is meant by corporate governance ? Explain the various skills 15
v requirad by the manager in corporate governance.

5. What ¢oyou mean by the Cadbury code ? Explain the negative bilateral !
and negative pmba,'i,stic‘concept in the Cadbury code.

St

6.  What is rigk Mmansgeinent ? Explain the varions types of riske in 15
project ms nagemenc.

N-13 !’().‘)/(JI’?.‘()().‘}/E3‘3/2{)(190"1:;!: H (P1.0)



SECTION 1}

7. Analyvse the case eiven below and answer the auestions that foile v
A & !
WorldCom s Whistieblowere

In Mol 2002, when WorldCom was struggling 1o co-ordinate and

integrate the complex mess created by the 65 companies it had cguored,

WorldCom’s then highly respected chief financial officer. Heott Sull van,

moved $ 400 million from a reserve account and recorded it as “incont ) in

the Company’s public financial reports. Alerted to this Cynthix Coopei the

pertectionist head of WorldCom’s internal audit-department, began 19 sec

examine the Company's books at night. She soon discovered that . cott

Sullivan (named a “best CFO” by CFO Mage zine in 1998) aad David Mo ers,

WorldCom’s controller, for vears liad publicly reported billions of dollios as

“capital expenditures” when they were really operating costs, ig.ored

uncollectible receivables, and repo.ted as “income”, whe t were really re. orve

funds. and did all this with the lielp of Arthur Anderson, the Comypny's

auditor and accounting firm. Though, angrly threatered by Sullivar and

risking her job and carcer, on cune 20, 2002, an apprehensive Cooper

courggeotsly met with the audit committee of WorldCom’s board of dive tors

and told them what had been goivg on. On June 25, WorltdCom’s dire “tors

announced the company had inflate 4 its profit by over $3.8 b'llior —an ar:sunt

later raised to § 9 billion — in-the greatest accounting fraud in hi:.ory.

Sullivan and Myers were arrested; WorldCom shareholdes lost 4: bulion;

17,000 WorldCom workers lost their jobs; Arthur Anderscn was shut own

" for shredding cvidence of other accounting fraads at other firms. Today, imany

WorldCom managers and employees do not speak to her and shc sometimes

cries. Says Cooper : “There is a price to be paid. [But] it comes back to the

values and ethics that you learn... The fear of losing my job was sceondary
to the obligation I felt.

~ . .
\}" What does WorldCoimn’s experience teach us about corporate wrong- 15
doing ?

e ~ What does Cynhthia Cooper’s experieuce teach us ahout courags ? 15

%

Suggest the necessary steps to be taken to protect the losses of 10
shareholders and workers of WorldCon.

N-13 PO9/CP2003/EE/20090523 © 2 4710



PO9/HR2301/EE/20090525
Organisational Change and Development
Time : Three Hours "Marks : 100

Insiruvetions to Candidates :

1)+ There are two sections.

2) Section [ carries 60 marks and Section II carries 40 raarks.

3)  There are 6 questions in Section I out of which any four are to be
attempted. ' ‘

4)  The case study question in Section IT is compulsory.
5'  Figures tc the right indicate full nmarks.

6) Answers {5 the two sections should be written in one and the same
ansvrer book.

SECTIOM 1

Whet are the various means by which change can be implemented ? 15
Exitain in detai.

Why is organisational change often resicted by individuals and groups 7 15
Suggest strategies to prevent such resictance.

3. Explain the concepeof the quality of woik life and its importance today. 15

7 Witat are the verious considerations and action components of O 15
.
pregrammes ?

(}w Discuss the various elements of the knuwledge management process. 15

6. W at are the skills needed fHr learning organisations. 15

N-33 POY/HR2301/EE/200905625 « 1 (P.T.0))
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SECTION 11

Read the given case and answer the questions that follow -

Mr. Shewale was recently promoted to the post of the General
Manager from his previovs position of Manager of Corpcrate
Development. In his new posit on, he neaded a bright manager to se-ve
as a deputy to assist in cerrying his day to day activities and
coordinating marketing, manufacturing R & D and finance furct ns.
There were three candidates available who could be promoted t~ the
position of Mr. Shewale’s dep: ty. )

All three candidates hac exceptioral academis background and
successful careers with the co.1pany. Mr. Joshi was with the comyp ny
for 5 years. He had an enginecring degree with MBA rrom YCM € en
Univer sity. He was real achiever. Mr. Joshi performed every assig ied
tasks quickly and efficiently. He was sirategic thinker. He got a mg
well with others. His performance was best wher» he had total cor rol
of the situation. Many critical tasks he preferrcd to do himself . nd
accomplished them in amuch shorter time.

Mr. More, on the other hand, had no enginecring or busir 2ss
background but had been with company for 20 years. He was outge ng
and enjoyed working with most key managers. His knowledge of she
corporate operations was a tremendous asset. Mr. Idore was a0t

aggressive and in a difficult time in examining.critically nesw ideas. nd
proposals. He did not enjoy direct confrontation and disagreement with
the rest of the managers.

' Mr. Pagare was the third candidate, who had recently joined che
company. He had a ’h.D. in quantitative techniques and statstics f om
the Punce University and had an engzineering background. is
performance on his previous job was exceptional s demonstratec by
rapid promotions and assignment of broader responsibilities. He ras
with the company only few moaths ago and hence no direct asse s ont
of capabilities was available . xcept tha: be seemed to get along well
with others. He was somewhar reserved in statf meetings but show-d a
great understanding of underlying corporate issues.

Questions

a)  Assume, that vou are Mr. Shewale, how would vou select vour
new deputy from the three candidates ?

by  Ifvouconducted additional interviews with eoch candidate, what
questions would you ash to assist in the decision making ~nd
coordination process ?

POYHR201/EE/20090525 @ 2
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sif , ’
Human Resource Planning

Time : Three Hours , Marks: 100

Instyuctions to Czndidates :
1)’ There are two sections.
2)  Bection I carries 60 marks and Section II carries 40 marks.

3) - There are 6 questions in Section I out of which any four are to be
attempted

4, The lwo case scudy quest:ons in Section II are compuisory.
o) iYigures to the right indicate full marks.

6)  Answers to the two sections should be written in one and the same
" answer book.

e SECTION i

A Explzain the rynajorr éharactéﬁstics ola sound policy. Discuss *he different 15
- types of i1 polices. ' ‘

2./ Define’HRP. Fxplain in detail, demand forecasting in HRP. 15
t |
3. Expluin the elements of an effective human resource planning. 15

4. Define productiviiy. Explain the techﬁc’:log:{cal approach to productivity. 15

f// What i:s‘r jobevaluation ? Explain the variousme‘thods of job evaluation. 15
6. _ Defirc employee selection. Discuss in‘cotail, the steps involved in 15
e cmplosec selection :
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7. Read the following two cases and ansvwer the questions below :

N-34

Mr. Sushant has been working as a manager (credit appraisal)in
the State Bank of India since 1980. He got first rank in his MLA. from
Andhra University in 1979. He-rose from officer Grade IV to officer
Grade Iin a short span of 10 years. Personnel records of the bank show
that he is ar. efficient manager in Agricultural credit, Industrial ¢ edit
and credit to small business ete. The bank is planning to computerise
the project appraisal department. In this connection, Mr. Sushunt was
asked to take training in computer operations. But he was quite
reluctant te undergo training.

Question :

Why was Mr. Sushant reluctant to undergo training 7

ABC Lid,, Iluru, is producing clectric bulbs, water coolers, air coclers
and refrigerators. Recently, it added a new line of production i.e., electric
motors, both for domestic a;d agricultural purposrs. It needs one
electric ungineer with B Tech to look after the new plant predur ing

electric rotors. Presently, five electric engineers with B E. qualitica.jon

are working in the existing plant as assistant enginec: s. The COLLIf Ny
ad’\éertised for the post of & chief engineer (electrical) for its now plont.
It received twelve applications, out which five are from the exis g
plant. After conducting interview tests and medica) ¢ xamination, the
con.pany finally selected My XYZ who was employed in the exisiing
pla 1t of the company. He is fourth in tne seniority list of the assiv it
engineers in the present plani. Mr. XYZ joined as a chief engine.:, in
the new plant, but three assistans engineers in the existing plant moved
the.issue to the court of law contesting that the selection of 37Y7 i a0t
valid as he is not the senior ore among the assistant cngineers .1 che
existing plant.

1. What would be the management version in che coge ?

2. Predict the court judgement regard;ng the issue.

PO9/HR2302/EE/201790526 : 2
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Human Resource Development

Time : Three Hours , Marks : 100

——

Instruetions to Candidates :

1) The e ore two sections
2) Section I carries 60 marks and Section II carries 40 marks.

3)  There are 6 quesions in Section [ out of which any four are to be
atte npted. -

4)  The two case study questions 11 -Section II aré compulsory.
5)  Figures to the right indicate full marks.

6) . Answers to the two sections should be written in one and the same
answer book. : e _

SECTION I

;
L

Iiscribe the LD processes. Discuss the growth of HRD in the Indian 15
coffitext. '

Lo Explain the HRD model. Discuss ths principles observed in designing 15
the HRD rystem. '

3. . Explain the rationale behind HRD for workers. Discuss the various 15

\/ goals ofHRD.

4. _State th. various {yres of counselling. Describe the steps in the 15
counselling process.

5.  Hxplain the concept of employee training. Dis ‘uss the various methods 15
of imparting training.

6. State the provisions or'the Factories Act, 1948 with special reference to 15
L the health and safety of workers.

N-35 PPOY/HR2303/ E/20090527 ¢ 1 (P.T.0)
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Read the following two cases and answer fthe given quistions:

7.

Yash is fully convinced that the stenographer is a girl who gets po d for
learning how to spell while she is looking for a husband. Throaghly
dissatisfied with the steno’s performance, Yash has now become cinical
and frustrated.He never looses a single opportunity to accentua.z the
negatives with the steno’s behaviour and performance. He 's ea ter te
find fault, to look for even the,slighest'mistake and to point out how
stupid his steno is. As a res:lt, his steno has become more defe :sive.
Their relationships are ‘strained and both of them are left with

.. uncomfortable feelings. Yash’s way of dealing is al'ways negative, be it

a steno or any other person. He is knowa for turning off the people with

whom he interacts. Seriously concerned about this fact, Yash has done

a lot of soul searching. As a result. he is doing an experimint of
accentuating the positive instead of the negative in every enco..nter.
To his surprise, people are responding fantastically to hiz new
behaviour. Since then, Yash has taken a decision to accentuaie the
positives in every situation that he ercounters and to implement this
decision consciously in his day-to-day life for better results. Wit this,
he feels confident that he will improve his strained relationships in his

“working life.

N-35

|

Answer the following questions.

1. Analyse the case in brief.

9. Whatis the main problem in the case ?

3. Critically analyse the attitude of Mr. Yash.

Rajesh Electricals is a medium scale industry in the fast d>veioping
Ambad industrial estate. The work force in the organization r.as an

10

average age of 45 years, average service of 18 yeacs and an average

educational level of fifth / sixth standard. Due to ¢ld technolo;:y, the
company is facing financial problems and decided to go /' r new
technology and terminate workers. Most of the viorkers are well skilled
n their own jobs, due to long experience. Some of them have approached
‘he management with a proposal to resign providad their own son/
daughter should be employed by the company.

1.  Analyse the case in brief.

9. What aspects should be considered by the managzament before
taking a decision ? -

o
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Manaying Inierpersonal and Group Processes §
[

Time : 'Ijhrne Hours ' Marks : 100

.

Instructions to Candidates :

1) There are two sections.
2)  Dection I carries 60 marks and Section II carries 40 marks.
3)  There ar= ¢ questions in Section ! out of which any four are to be
artempted.
4)  The case ¢ tudy question in Section II is compulsory.
5)  Figures to the right ind;cate full marks. ,
6)  Answers o the two sections should be written in one-and the same
—answer book. ’
SECTION I
- 1. Whatare the stages in the det'olopméht of groups ? : . 15
2. Define organizational dev'yélopmentf.»iWhat'Ere"'its techniques ? \ 15

“3/ Explain the princi ple barriers to communication and sugges: measures 15

for removing them.
\fl./Deﬁne creativity Explain the process of creativity. 15
5. | How will an employee manage his relatisnship with his boss ? 15
6. Who hikre stakeholders ? What are the reas mnswhy managers care about 15

mans

ging their relationships ?

P()9/HR2305/EE/2009()528 I (P.T.0)

(D



- i

. Indane Biscuits is located in ar industrial area. The blaChltS
factory employs labour on a daily basis. The management does not
follow statutory regulations and is able to get away with violations by
keeping the concerned inspectors in good books. The factory has a
designated room to which employees are periodically called either to
be hired or fired. As a part of Nationai Safety Day, the Industries
Association, of which the Indane Biscuits is a meraber, decided to
celebrate co'lectively at a central place. Zach of the member was given
specific tasks. ‘

The personnel manager, Indane Biscuits, demnd to consult his
supervisors and to inform everybody throngh them about the sty
day celebrations. He sent a memo requesting them to be preceat in the
room meant for hiring and firimg. As soon as the supervisors rcad the
memo, they all got panicky, tliinking that now it was their turr. te get
fired. They started having hush-hush consultavions. The vorke - .1lso
learnt about it and since they had a lot of scores to settle with the
managemont they extended their sympathy anad support to the

‘supervisors. As a consequence, everybody struck work and the fac.ory

came to a grinding halt. In the meantime, the personn sl manager was

_unhware of the developments and when he came to kiiow about thom,
~he weut immediately and tried to conviace the supervisors abaut the

La%/ In the case of Indane Biscuits,Abring out the irportance of ‘cantaxtl 15

———

pu. pose of inviting them and i he reason wly that paiticular room vas
chosen. The personnel manager had selected the room bacause no guher
rocm was available. but the supervisors and the workers were 11 no
mood to listen. The Managing Director, who rushed (o the factor» on
hearing about the strike, also couldn’t convince the workers.

The matter was referred to the labour department. The enguiry
resulted in all the irregularities of the factory getting exposcd and
imposition of heavy pcnalties. The personnel manager was sacked. The
factory re-opened after prolonged negotiations and se'tlemer.ts.

Questions :

and ‘credibility’ in communication.

4

(¥~ Listout the direct and indirect causes for the ¢scalation of

{el—"1If vou were the personnel manager, what woul

N-37

at Indane Biscuits.
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Performance and Reward Management

Time : Three Hours Marks : 100

Instructiéns: to.Candidates :
1) There are two sectinns.
2) Secti: on ! carries 60 marks and Section I carries 40 marks.

3)  Ther= are 6 questions in Section I out of which any four are to be -
attermpted. '

4)  The case study question in Section I is compulsory.
5) Figu;'es to the right indicate fu!l marks.

6)  Answers to the twy sectlons snoul‘dwbé written in one and the samie
# ;answmr book “i

SECTION 1

Ex’ﬁi’mn th:: term *Performance Mana'mment’ and describe the various 15
fur?%onal areas of performance management.

2 What is performance appraisal ? Describe the various objectives of 15

T performan: ¢ appra‘sal.
\'3/ What is co:ich.ng ? Deseribe the various benefits of coaching, 15
N3 What is exrcutive or management development ? Describe its various 15
methods. ‘ '
5. What 18 br( instorming 7 Describe its édvantages and limitation’s. 15
6.  What is tes m building ? Describe its various elements, 15

N -39 POY/HR2307/EL/20090529 . i (Pr.O



SECTION II

Read the following case an 1 answer the questions that follow

After working for yeais as a farmer, Mallya entered the in : irance
business. His driving goals were to help people survive their toughest
times and to provide assistance that could ease difficul’ siti.itions.
Working for someone else, he wanted to fulfill a sedond pa. .ion of
developing people, but he felt constrained by organisation.al olicies
and politics. Finally, he took the plunge and went out on h sown,

forming Mallya and Company in the early 19:0s.

As a small insurance broker, Mallya realized that success rested
on being different from his competiters. Mallya had to develop an
organdsational vision and mission that made nis company unique
“Commutment to the highest standards of service and integrity, an
organization that embraces professionalism, integrity and competency.”
Still, mission statement alone won’t achieve thesc goals. This is possible
only through the outstanding effor‘s of a team of highly organised
employees under the leadership of a concerned, dedicated, comn unity-
driven leader. :

Over the past several years, Mallya and Company has bu'lta team

- of employees who not only embrace the company’s mission, hut r-actice
it regularly. The company’s outside sales-associates and irternal

administrative people work in concert to deliver excellent ser-ice. 1t
has not gone unnoticad. For their efforts, the company has nchieved &
level of commumity recognition second to none, and with that, th fruits
of success. : ‘

Many organisations are successful and profitable, but what
happens to these profits sometimes makes a differerce. Clearly, ¥Mallya
had every right simply to pocket every rupee. After all, he hos Lad the
surden of the past several years and he is responsible if anything should
;o wrong. But that is not what Mallya wanted. "'nscead, he reconized
that sharing with his employees was not only good, it was right.
Through their team efforts, the firm reached this point and positioncd
itself for the future. Accordingly, treating them to & special recomition
luncheon in their honour, closing the company down for a tear party,
and awarding each employee with a surprise holiday bonus cheqae as
well as making a match to the compuny’s 401 K including a separate
401 K bonus was the least Mallya decided he could do.

N -39 PO9/HR2307/EE/20090529 : 2



(Questions

ey’ [ow would you describe the compensation programme at Mallya 10
and Cetapany ? ‘

41 ;
%' What ¢ fect do you believe the compensation programme at Mallya 15

and Company is having on the employees of the organization ?
Expla:a your positicn.

Ler™ Do you believe tnat an ethical pay practice ca) motivate 15
emplcyees ? Defead your answer.

£
pes
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Management of Trairing and Developnient

Time : Three Hours , Marks : 100

Instruetions to Candidates :

1)
2)

3)

4)
5)

6)

There are two seciions.
Section I carries 60 marks and Section I carries 40 marks.

There «re 6 questions in Section I out of which ahy four are to be
attempted. '

The case study question in Section I is compulsory.
Figurcs to the righ. indicate full marks.

Answers to the two sections should be written in one and the same
answer book. 3 '

SECTION I

L. Describe the different types of charts and granhs which are usad as 15
" teacling iids. ’

2. Describe the processo! -omraunication. Explair in brief, communication 15
failure.

3. Explain the four levels of evaluation agcording to the Kirpatrick model. 15

4. ~How are iearning objectives classified besed upon the learner 15
Q/participati:)n ? Describe each level.

3. Explain the various meta theorics of learning. 15
”fi'/ Write an essuy on vestibule training 15
N-41 POY/HR2309/EE/20090530 : 1 (2.7.0)
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or fast enough.”
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SECTION II
Read the given case and answer the questions that follow :

Ramesh has eight years of hands on experienze in vurious shops as
a set up person. He has recently secured a diploma il engineering.
Because of his excellent performance, all round shop knowledge

processes ar.d general popularity, he ha: heen promoted te the
'supervisor’s cadre in the assembly shop. Today, kamesh faced a ~ituation

for whichi his shop expertise has not prepared him. As he walkaod along
the assembly bay, he watched each operation careiully. He chatted with
the employees and generally familiarised himself with the series of sub-
assemblies. It was then that one particular operation caught hi- pointed
attention. The point at which a sub-assembly was being join: d to the
final assembly was going very slow The assembler, Girish was 1
relatively new employee. Lack of training-and experience caused him to
lift the twin sub-assembly parts slower than the otlers, he would drop

-the bearing housing and damage the edges. Thus, there was a lot of
rework and considerable delay in the final assembly. This upset the

planning cycle entirely.

Assessing the situation, Ramesh walked to (¥irish und asked him to
take a short coffee break before he resumed his work. Rami. sh soon
caught up with the rest of the assembly 1ines and made upr tor the lost

times Girish went to the Y’ﬁ%x:OI‘dS,I’O‘QI‘r; where the employezs usu. lly meet,
‘during their coffee break. But he scon gos lost in acguainting, himself
‘with his new col'2agues, thus taking a much longer time tha ~ Ramesh
‘had anticipated.

Just then Venu the manager, rushed across the shop flhor towads
Ramesh and said, “I have been looking all over for vou. We have a rush
order. What are you doing here ? [ am stra ightening out a boti‘eneck in
the line. The operator is new and Rus not learnt how to do the job right

“Where is the operatcr” ? asked Venu. “Ile went for a sh.rt co fee
break, a few minutes ago”, said Ramesh. “I have been looking ior you for
half an hour” said Venu. ‘He must have gone lcnger than that’. At that
moment Girish returned. “Its about time you come back”, roared Venu,
“Its bad enough you can’t do the job right without taking half the
afternoon off”. Girish looked at Ramesh who said nothing. Venu called
Ramesh aside and saud, “If he can’t do his job, get rid of Fim. We've got
better things for you te do than ecoverirg up for an incompetent employee.”

Questions :
" Analyse the case in detail. 15
b Suggest a suitable title to the case. 10
L Find out the main issues in the case. 15
N - 41 PO9/HHR2309/EE/20090530 : 2 2,730
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Management of Training and Development

Time.: Thrce Hours ‘ Marks : 110

Instructions to \,rmdldates 2 ~ o

i

There are two ¢ sections. 1
|

Section T carries 0 marks and Sectxon I1 carries 40 marks. !

Thore are six questlons in Section 1 out of which any four are to be
attenmpted.

In Section II, the Case Study questlons are compulsory,
Figures to the right indicate full marks.

Answers to the two sections should’ be written in one and the same
answer book.

SECTION I
Explain the methods of lcarning in detail. | . 15
Explain the methods of tr aining. | | | 15
erte an essay about the /ax’gous meta~th'eories of learning. | 1:5
ch:scx:;be the va;::i:"ous alternatives ot training and development, 15

What are the different types of}communigation«:-'Zthescribe each type 18
briefly. )

Elaborate t)ie Kirpatrick model of’evaluatipn. ‘ - 15

I’v’).‘)/lIRZ:{O.‘)/AEE/Z()()SI1 0 1 r.r.o)
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SECTION i1

7. Read the given case and answer the questions thai follow.

Mr. Naveen has been working as a Manager (Credit App?aisa;)‘

in the Stute Bank of India since 1970. He got a first rank: in his M.A
front the Andhra University in 1969. He rose from Officer Grade IV to
Officer Girade 1 in a short span of 10 years. Persounel ‘recc-rdg of tbc
bank show that he is an effic’ent manager in agricultural cretfht,
industrial credit and credit to sn.all business ete. The bank is plann_m g
to computerise the project appraisal department. In this connection,
Mr. Naveen was asked to take training in Computer Operations. But
he \q'/as quite reluctant to undergo the traiuing.

i d .
Qugstions :

!
a)  Analyse the case.. e

) Why was Mr. Naveen rélu tant to.ur ».Jez go training -

8. Mr. Vijay joined the S C. Railway tive years back alien he wa/s

21 years old. He proved himsclf as an efficient steam eagine driver
He'bagged the Railway Minist: 1’s Best Driver’s Award this year. H
was asked to undergo training 1n diesel engine driving due to massiv.:
dieselisation in the South Cen ral Railways. But he was reluctanu t

take up training. The Head of the loco staff was quite surprisec t:

know the reluctance of Mr. Vijay when a wmber of dr.vers of stear:
engines have volunteered the nselves to undergo training in diest,
engine driving. ' ; .
Questions :

“a)  Analyse the case.

b)  Identify the psychological problems in the cese.

5
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