
 



 

 

1a. Managers have a central responsibility not only for the behavior and performance of other people 

but also for their own behavior. Managers are appointed at various levels to organize and coordinate 

the activities of the team members or fellow work associates. This constitutes a hierarchy of 

management, where individuals perform different roles: some are at the top level of management; 

others are at the intermediate and lower levels of the management group. 

 

1b. The Pre-Industrial Revolution Era and HRM: The Pre-Industrial Revolution era marked the early 

stages of the evolution of HRM. There were no formal HRM practices during this time, and workers were 

often treated as commodities. The focus was on manual labor, and workers were required to perform 

physically demanding tasks for long hours without considering their well-being.  

The Industrial Revolution brought about significant changes to the world of work and had a profound 

impact on the evolution of HRM. The rise of factories and the introduction of new technologies, such as 

steam power and mechanized equipment, changed how work was done and created a need for a more 

structured approach to HRM.  



Emergence of Personnel Management The emergence of Personnel Management marked a significant 

shift in the evolution of HRM. It began in the early 20th century, as organizations recognized the need 

for a more structured approach to managing their workforce. Personnel Management focuses on 

managing employees’ administrative and legal aspects, including recruitment, selection, training, and 

compensation. 

 

1c. HARVARD MODEL - also known as 'soft HRM'. The Harvard HRM model is one of many great HR 

theories and models. When implemented correctly, it can help form the bedrock of effective HR 

management policy and procedure. It is subsequently divided into 5 different sections and includes 

feedback loops. 

1. Stakeholder Interest 

2. Situational Factors 

3. HRM Policies and Policy Choices 

4. HR Outcomes 

5. Long-Term Consequences 

 

Stakeholder Interest: The model proposes that multiple stakeholders’ values, input and perspectives 

must be considered before creating any policies. These stakeholders include management, employee 

groups, government, the community and even unions. 

Situational Factors: Before making policy choices, both internal and external factors should be 

considered as they all influence how humans operate. The model suggests looking at the following 

situational factors: workforce characteristics, business strategy and conditions, management 

philosophy, labour market, unions, tasks, technology, law and societal values. 

HRM Policies and Policy Choices: HR policies require both work systems and reward systems to function. 

In other words: HR policy determines the approach management will take to work, rewards, how HR 

functions and how employees are influenced. Employees work effectively when these elements find 

balance. 

HR Outcomes: One of the most interesting and possibly best-known aspects of the Harvard HRM 

Framework is the list of HR outcomes (the 4Cs): Commitment, Congruence, Competence and Cost-

effectiveness.  



Long-Term Consequences: In essence, if you use the Harvard HRM model to prepare and execute HRM 

strategy, the belief is that there will be far-reaching, long-term consequences. The model argues that if 

an HRM strategy meets employees’ needs, this will help the organisation compete with the external 

market while benefiting society and the community. 

 

2a. Human resource planning (HRP) is the continuous process of systematic planning to achieve 

optimum use of an organization's most valuable asset—quality employees. 

Having a good HRP strategy in place can mean productivity and profitability for a company. 

  

2b. The Conscience Role: Under this role, the HR Manager reminds the management of their moral and 

ethical obligations toward employees. The Counsellor Role: Under this role, he encourages the 

employees to meet him frequently for consultation and discussion of their mental, physical, and career 

problems and at times even their family problems. 

The Mediator Role: Under this role, he tries to settle disputes between labour and management as also 

those between an individual and a group. He is not only a peacemaker but also serves as a liaison and 

communicating link. 

The Spokesman Role: Under this role, he works as a spokesman for or as a representative of his 

organization. This he is able to do as he deals intimately with many key organizational activities and 

functions and has a better overall picture of his company‘s operations. 

The Problem-Solver Role: He is a problem-solver in respect of issues involving human resource 

management and overall long-range organizational planning. 

The Change-Agent Role: He serves as a change agent in respect of the introduction and implementation 

of major institutional changes. 

Responsibilities: Capacities- referring to those abilities or attainments, inherited or acquired, that a 

worker has, is capable of, and must to a certain degree at least exercise in his work.   

Interests- not only an individual‘s desires and ambitions, but also his instinctive impulsive tendencies, 

vague yearnings, and ill- defined cravings that may or may not stir him to his fullest action in performing 

his duties. 

Opportunities- not only opportunities for advancement but opportunities to exercise his capacities and 

satisfy his interests. 



Personality- the sum total of a worker‘s reaction to his experiences and environment, personality is 

manifest by an individual‘s reception by others. The workers‘ personality has a great influence on their 

opportunities. 

 

2c. Recruitment refers to the process of identifying, attracting, interviewing, selecting, hiring and 

onboarding employees. 

Job description - Conducting thorough job analysis to define roles and responsibilities. 

Job analysis - Creating comprehensive job descriptions that include qualifications and requirements. 

Job evaluation - Ensuring job descriptions are updated regularly to reflect evolving business needs. 

  

 

3a. Unsolicited applicants are those who apply for a job without any advertisement or requirement from 

the company. For example, a job seeker may visit a company's website, find contact information for 

someone who works at the company and send them their resume. 

3b. Selection & Hiring  

 Progress from one round to another  

 Reference checks 

 Social Media checks 

 Discussion of compensation 

 Release of the offer letter 

 Announcing date of joining 

 Onboarding 



 

 

3c. Student has to design a strategy and come up with an advertisement for a HR executive job in an 

automobile company in Pune for 3.75Lpa. 

 

4a. Decent work - The International Labour Organization (ILO) defines decent work as “productive work 

for women and men in conditions of freedom, equity, security and human dignity”. In general, work is 

considered as decent when: it pays a fair income. it guarantees a secure form of employment and safe 

working conditions. 

Decent work is employment that "respects the fundamental rights of the human person as well as the 

rights of workers in terms of conditions of work safety and remuneration. Respect for the physical and 

mental integrity of the worker in the exercise of his/her employment. 

 

4b. A total rewards strategy is a system implemented by a business that provides monetary, beneficial 

and developmental rewards to employees who achieve specific business goals. The strategy combines 

compensation and benefits with personal growth opportunities inside a motivated work environment. 

 



4c. A continuous process that seeks to identify, measure and develop workforce performance. 

A performance appraisal, also referred to as a performance review, performance evaluation, 

development discussion, or employee appraisal, sometimes shortened to "PA", is a periodic and 

systematic process whereby the job performance of an employee is documented and evaluated 

Performance appraisals are essential for the growth of a company and the employee. It helps the 

company to find out whether the employee is being productive or is a liability. It helps the employee to 

find out where his/her career is heading. 

 Setting and defining goals to fulfill company objectives 

 Set performance standards 

 Effective communication between individuals and teams 

 Setting the right expectations for managers and employees 

 Determining individual training and performance plans 

 

 

5a. SME stands for small and midsize enterprise. As opposed to multinational conglomerates with 

locations around the world, SMEs are much smaller businesses that create a majority of jobs across the 

world economy. 

Small and medium-sized enterprises stimulate competition for the design of products, prices, and 

efficiency. Without SMEs, large enterprises would hold a monopoly in almost all the activity areas. 

 

5b. In small and medium-sized enterprises (SMEs) employ fewer than 250 people. SMEs are further 

subdivided into micro enterprises (fewer than 10 employees), small enterprises (10 to 49 employees), 

medium-sized enterprises (50 to 249 employees). Large enterprises employ 250 or more people SMEs 

and Large Firms An SME is usually larger than a start-up but smaller than an MNC. SMEs may also 

generate significantly less revenue than MNCs. In India, these are enterprises that have less than a 



specific level of investment and turnover. SMEs include both manufacturing and service businesses. The 

government categorises them based on a combination of annual turnover and equipment investment. 

The ownership and management generally coincide and the owner does not possess any formal 

management training. The employer-employee relationships are largely based on mutual trust and 

understanding. Most of the times, no formal employment contract is signed with the employees and the 

terms and conditions of employment are only verbally agreed between the employer and the 

employees. Exclusive template ready to be customized for your presentation. Adoption of HRM in SMEs 

in India. There is no strict compliance with the labour laws and the employees are also often happy with 

mutually discussed terms and conditions, provided they are paid enough. The negligence of HRM can be 

assessed by the fact that most of the SMEs do not even have a separate HR department also. A survey 

conducted by Confederation of Indian Industries (CII) in the year 2007 revealed, around 80% of the small 

and 20% of the medium-sized enterprises in India did not have any formal HR department. A large 

number of SMEs still pay their employees in cash and there are no proper systems for payroll counting, 

employee recruitment, selection and training. 

5c. MSMEs are called SMEs in India under the MSMED Act, 2006. We might say that SME is a 

fundamental notion, while MSME is its Indian definition. These SMEs are small and medium enterprises 

in European countries according to the number of employees. Exclusive template ready to be 

customized for your presentation.  

The Indian context & objectives: 

 Creating new job opportunities. 

 Encouragement of entrepreneurial endeavours. 

 Improving the living conditions of the impoverished. 

 Increasing the SME sector’s contribution to the country’s GDP. 

 Providing work possibilities for the most vulnerable members of society. 

Due to the lack of an effective HR management strategy, employees may feel that such negative 

situations will not improve. As such, this will likely damage workplace morale. 

Management of Employee Performance and Development. Line Managers assuming the role of HR with 

limited HR knowledge and training. Lack of resources and time to deal with any real staff issues to put 

effective policies in place. 

 

6a. In an employment or HR context, gamification refers to a process of making systems, processes or 

other employment-related activities more enjoyable and motivating through game design elements. For 

example, using game elements to make a mundane activity like benefits enrollment more enjoyable. 

 

 

 

 



6b. 

  

6c. Innovation is the practical implementation of ideas that result in the introduction of new goods or 

services or improvement in offering goods or services. Innovation is also termed as a stimulus for 

sustained competitive advantage in companies. Innovation refers to introducing novelty in a product, 

service, strategy, or business model. Moreover, innovation also increases the usability and durability of 

the entity above. 

  

 

7a.  

 Workplace diversity. Diversity is a fundamental topic when talking about Gen Z. 

 Flexible work arrangements. 

 Stable income. 

 Work-life balance. 

 Sustainable initiatives in the office. 

7b.  



 Creating digital workspaces for remote employees 

 Implementing mobile apps that use gamification to drive employee engagement 

 Using AI to automate recruitment processes 

 Applicant tracking systems (ATS) like Greenhouse 

 Employee onboarding software like BambooHR 

 Digital adoption platforms like Whatfix 

 HR analytics software like Oracle Analytics for HR 

 Payroll processing systems like Gusto 

7c. Diversity is the presence of differences within a given setting. In the workplace that can mean 

differences in race, ethnicity, gender identity, age and more. Inclusion is the practice of ensuring that 

people feel a sense of belonging and support from the organization. 

It is important to hire people from all backgrounds as everyone has different skills that they can provide 

and help to enhance a business. By having an inclusive and diverse environment, this allows more wider 

perspectives to be integrated when brainstorming, problem solving and developing new ideas in 

business. 

 Be aware of unconscious bias. 

 Communicate the importance of managing bias. 

 Promote pay equity. 

 Develop a strategic training program. 

 Acknowledge holidays of all cultures. 

 Make it easy for your people to participate in employee resource groups. 

 Mix up your teams. 

 Facilitate ongoing feedback 

 Assess company policies 

 Track progress over extended periods of time 

 

8a. The students are expected to provide their view on the company’s HR policies as far as recruitment 

and selection process is concerned. 

8b. Students are expected to come up with their own strategy to design policies for the company’s 

recruitment process and suggest that to the company. 


