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M.A. DEGREE EXAMINATION, APRIL 2016.
(Human Resource Management)

II YEAR — IV SEMESTER

ELETIVE-V INTERNATIONAL HUMAN RESOURCE MANAGEMENT
Time : 3 hours
    Max. Marks : 75

SECTION A — (10 × 2 = 20 marks)

Answer any TEN questions.

1. What do you mean by Strategic Perspective on Human Resource Management?
2. What do you mean by Performance Management?

3. What is BARS?

4. What is Polycentric approach in Recruitment Process?
5. What do you mean by Training Suitability Analysis?
6. Write different types of compensation.
7. What is HR Policies?

8. Define the Career Planning.
9. Define Organisational Culture.
10. What is Selection Process?
11. Define Motivation. 

12. What is Organisational diversity?
SECTION B — (5 × 5 = 25 marks)

Answer any FIVE questions.

13. Outline the main characteristics of the four approaches to international staffing.

14. Explain the leadership competencies of Human Resource Manager.
15. Describe the difference between Performance Management vs Performance Appraisal.
16. How would you determine different types of needs analysis in an organisation?
17. Write a brief note on Employee Orientation and describe job responsibilities and performance expectations. 
18. Discuss the Pros and Cons of Hiring Temporary Employees.

19. Discuss the Causes of cross-cultural conflict in organisation.
SECTION C — (3 × 10 = 30 marks)

I.
Case study (Compulsory)
                              (1 × 10 = 10)
20. A large organisation, which traditionally had a paternalistic approach and low levels of unionization, decided to introduce a performance management system incorporating performance-related pay. This changed the nature of the previous incremental salary scales and led to the abolition of the annual cost of living related increase. The new system incorporated an annual objective-setting process, ongoing review and annual assessment with a reward link. The annual assessment determined two things. First, whether the individual could move up the salary scale one increment, could move up two increments, would remain put or would move down one increment. There were careful descriptions related to performance which indicated which action should be taken in respect of each individual. This replaced the previous system where increments were automatic and there was no possibility of moving down an increment. Second, the assessment was translated into a grade (A–E) and each grade was linked to an amount of performance-related pay, expressed as a percentage of current salary. There were however limits on the number of people in any department who could be put into each category. So, for example, A grade, which represented outstanding performance, was only available to 5 per cent of the staff in any department. The system was introduced very quickly by the use of a consulting firm. However two years after implementation there are high levels of dissatisfaction from employees, and some line managers have also expressed serious concerns about their role in the system and the system itself. 
To tackle the problem a different consulting firm was used as the previous one had disbanded. They carried out some research and established the following:  
· Objectives were not always agreed at the beginning of the period, sometimes they were agreed at the end or not at all.
· Reviews were not generally carried out during the year.

· Those departments that did set objectives found high levels of competitiveness between staff and an unwillingness to support others.
· Changes to the incremental system were widely resented, except by a few high-flyers. 

· There was less resentment with the PRP concept although many felt the system was not used fairly or consistently.

· Many employees, including line managers, did not understand why the system was introduced, others thought it was to do with cost cutting.
· All felt the grade limits were unfair.
· Employees did not feel line managers were objective in their assessments.
· Some line managers expressed discomfort with the process.
· Most employees felt their development needs were ignored.
· The reward levels were too small to motivate employees.

Questions:

(a) Given that the company wishes to retain a performance management system, what issues would you recommend that are addressed in reforming the system?
(b) Explain and justify how you would change the system and how you would re-launch it.
II    Answer any TWO questions.                   


             (2 × 10 = 20)
21. Discuss the major dimensions involved in formulating HR Practices in an international context.
22. Write short notes on :

(a) Worker’s Participation in Management

(b) Globalization on HRM
(c) Job Evaluation

(d) Employee Retention Strategies.
23. What is the difference between recruitment and selection? As a HR adviser choose which recruitment and selection technique to use?
24. What are the principles of labour welfare? Explain its Provision of employee services.
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