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Subject Code: MB923 

M B A - II Sem Regular/supplementary Examinations, August -2012 

HUMAN RESOURCE MANAGEMENT 

Time: 3 hours                                                                                 Max Marks: 60 

Answer any FIVE questions.  All questions carry EQUAL marks including Q.No.8 is compulsory  

1. Discuss critically the following statement: “In many ways, all managers are and must 
be HR managers.” 

 

2. Discuss what strategic recruiting considerations should be addressed by HR 
executives at a midsized bank with locations in several cities. Give examples. 

 
3. Discuss how can the developmental and administrative use of performance 

appraisals conflict? Provide conflict resolution mechanisms 
 

4. What are direct and indirect components of compensation? Give examples of direct 
and indirect compensation for the job of a sales executive in a FMCG company. 
 

5. Discuss how union-management cooperation has been affected by changing 
economic and social conditions in India since 1990 

 

6. Identify the purpose of health, safety, and security as HR activities and discuss how 

they are interrelated. 
 

7. Explain how does technology help deliver transactional, traditional, and 
transformational HR activities more efficiently and effectively? 

 

8. CASE STUDY 
The four levels of training effectiveness—reaction, learning, behaviors, results—have 

been accepted as the training evaluation framework by most training professionals. 
Because the different measures are categorized into levels, it only seems natural that 

the top level of results is the measure to strive toward. Numerous books and articles 
have been written on calculating the return on investment (ROI) for training 

programs. However, there is growing recognition that ROI may not be the 
penultimate measure of training effectiveness.  
 

The ROI of a training program may seem like an important, maybe even mandatory, 
measure. Certainly, from a business perspective we want to be assured that the 

financial benefits exceed the costs of a program. However, in many situations ROI 
estimates for training may not be all that important or useful. Often times, training is 

a means for a company to achieve a strategy. For example, an organization may 
decide that having a customer orientation is how it is going to compete in its 
industry. Employee training may be the critical key for realizing this new strategic 

advantage. Given this purpose, the ROI of the training may not be useful or of 
immediate concern.  
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Subject Code: MB923 

 
The primary issue would be whether the training increased the customer-service 

skills of employees. In other words, it is the behavior level of evaluation that is a key 
concern when the purpose of training is to execute a strategy. If the training delivers 
the needed behaviors, then the strategy should, in the longer term, provide the 

bottom-line payoff. Whether the training successfully executes the strategy may 
determine the very survivability of the organization. How much the training costs 

and its short-term cost-effectiveness may not be concerns of management. What may 
be critical is determining whether the training is helping the organization to achieve 

its strategic goals.  
 

Questions  
A) When would the ROI of training be a useful measure?  Explain.   

 
B) When would measures of training effectiveness other than ROI be useful? 

Describe. 
 

 

 

* * *+ 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

2 of 2 

INJNTU.COM

INJNTU.COM

INJNTU.COM INJNTU.COM

https://www.injntu.com/
https://www.injntu.com/
https://www.injntu.com/
https://www.injntu.com/
https://www.injntu.com/

