


HUMAN RESOURCES MANAGEMENT AND 
INDUSTRIAL RELATIONS 

Time allowed : 3 hours Maximum marks : 100 
PART A 

(Answer Question No. 1 which is COMPULSORY and 
any two of the rest from this part) 

Question 1 
I am an MBA (IIM, Kolkata) and an Associate Member of the ICSI with three 
years experience as a Human Resources Manager in Ananya Screen Printers, 
Gurgaon (Haryana). It was a medium sized factory with 150 workforce headed by 
an entrepreneur to whom I reported. We paid special attention to training and 
welfare of the employees as a result of which production increased four-fold in 
two years. Labour and management alike appreciated our sincere efforts. But, 
the organisation could not give me higher salary than Rs. 10,000 per month. So, I 
looked for a change. 
When the Bharat Oil Corporation - a public sector undertaking - advertised for 
Deputy Company Secretary-cum-General Manager (HR), I applied for it. I got the 
appointment on a salary of Rs. 30,000 per month plus perks. My foremost task was 
to implement an HRD Course for managers, executives and non-executives; and 
campaign for its success. 6,000 Executives and non-executives spread all over 
India posed a communication, coordination, scheduling and feedback challenge. 
As it was a new experience, senior managers were enthusiastic. All the 15 
managers were inducted in the task-group to give lectures to the executives and 
non-executives highlighting the advantages of joining the development programme 
of the corporation and ensuring compliance with labour laws. 
After six months, the campaign was reviewed. It was found that for no apparent 
reasons, only a dozen non-executives had applied for the course. An area 
manager left with one year to retire and six executives in their mid-thirties too had 
applied. Was this programme a non-starter? Were all the managers fully trained 
and developed to stay out? 
In the review meeting, the Chairman, Pramod Sood, IAS, surmised that the lack 
of adequate motivation may be a reason for poor response. He hinted that three 
years back, another company too had carried out similar exercise and 
experienced a similar situation. Later on, with some secret changes in their 
programme, they had succeeded quickly. 
He wanted me to ascertain those changes. But with my best efforts, I could not. 
The Chairman had also indicated that HRD might sound appealing as promoting 
harmonious human relations, but not industrial relations. In areas like self-study 
schemes and heavy menu canteens, sagging productivity was his experience. 
So, he advised cautious approach. 
I am confused as all this is quite contrary to what we learnt in academics. Could 
you enlighten me on the following points: 

 (i) Why did we fail and why could another company succeed in its HRD 
programme? What should be the scope, main items and approach in our 
programme? 
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 (ii) Is our Chairman right in his experience-based views? Why? Is not HRD a 
new attractive name for traditional HRM activities like welfare, training or 
manpower planning? (10 marks each) 

Question 2 
 (a) "HRD is not a mere technical concept, it is a professional innovation 

necessitated by the exigencies of the situation." Comment. 
 (b) How do you conceptualise the 'new' role of HR Manager in the present 

millennium? 
 (c) "Six 'whats' make hiring 'practices most effective." What are they? 

 (5 marks each) 

Question 3 
Write notes on any three of the following:  

 (i) Effective team building as morale booster  
 (ii) Work-load analysis vs. workforce analysis 
 (iii) Career anchors 
 (iv) Principles of wage administration. (5 marks each) 

Question 4 
 (a) Explain the concept of 'management by objectives and self control' 

enunciated by Peter F. Drucker as a method of performance appraisal. How 
is it an improvement over the traditional methods of performance appraisal? 

   (8 marks) 
 (b) "Personnel audit refers to an examination and evaluation of policies, 

procedures and practices to determine the effectiveness of personnel 
management." Discuss and highlight the objectives and scope of personnel 
audit. (7 marks) 

PART B 
(Answer Question No. 5 which is COMPULSORY and 

any two of the rest from this part) 

Question 5 

Pearl Plastics Ltd., Ghaziabad (U.P.) produces plastic jars and kitchenware. It 
employs 250 regular and 58 casual workmen. Its Accounts Executive, Arvind, 
M.Com., BBA (Personnel Management) handles all the company cash for which 
he has given combined cash-in-transit fidelity insurance bond for Rs. 5 lakh. 
Besides usual accounts and audit work, he attends company meetings to advise 
on accounts procedures. Two clerks work under him, but for all orders and 
decisions he has to report to the Company Secretary, Gopaljee, a Fellow 
Member of the Institute of Company Secretaries of India (ICSI).  

In August, 2005, the company's Assistant Personnel Manager, Ms. Shiney, 
retired. As she too was reporting to the Company Secretary, Arvind was asked to 
take over her charge for performing all the HRM functions. Two more clerks were 
put under him. An honorarium of Rs. 4,000 per month was added to his salary of 
Rs. 9,000 per month. Arvind continued to report to Gopaljee for all the decisions 
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and sanctions. 

On 13th September, 2005, when Arvind was going to Bank of India, Ghaziabad, 
in a city bus for depositing company's cash of Rs. 3 lakh in a duly locked 
suitcase, four robbers snatched from him the suitcase hitting him on the head. 
The fellow commuters raised alarm but the robbers jumped off the bus moving 
slowly in city traffic. He was taken to the District Hospital and was discharged 
after 20 days. The police did not register any FIR. Holding him responsible for the 
loss, the company dismissed him from the service. 

On this injustice, the company's trade union raised a dispute before the Labour 
Court, which dismissed the union's claim on two grounds: 

 (i) Arvind was not a workman; and 

 (ii) Arvind was guilty of negligence in carrying cash in the bus. His plea that he 
was given only bus fare for this work fell flat. The union appeals to Allahabad 
High Court. 

In your considered opinion, discuss whether the appeal should be allowed or 
dismissed as per the Industrial Disputes Act, 1947. Cite case law, if any. 

(20 marks) 

Question 6 

"Effective grievance redressal is a sure antidote to industrial strife - yet largely 
ignored in India." Discuss and work out the outline of Model Grievance Redressal 
Procedure for Bharat Sanchar Nigam Ltd., a public sector telecom company. 

(15 marks) 

Question 7 

 (a) What can today's Company Secretary do for minimizing industrial conflict in 
the light of Prof. Lester's observations on conflict of interests of employees 
and management; and the Economic Policy, 1991? (8 marks) 

 (b) Can the following be treated as 'industry' under the Industrial Disputes Act, 
1947: 

 (i) Fire brigade of Vadodara Municipal Corporation.  
 (ii) Delhi University's department plying buses for staff, teachers and 

students. 
 (iii) Recreation Club, New Delhi.  
 (iv) Hi-Fashion Hair Dressing Salon employing 25 hair-dressers in Varanasi 

(U.P.). 
 (v) Slim-Trim Beauty Parlour (only for ladies) with three employees in Patiala 

(Punjab). (1 mark each) 

 (c) Does 'industrial jurisprudence' refer to 'industrial laws’? Why? (2 marks) 

Question 8 

 (a) State, with reasons in brief, whether the following statements are correct or 
incorrect: 
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 (i) Voluntary arbitration is more suitable for lasting industrial peace in 
railways. 

 (ii) The appropriate government can refer a dispute to the industrial tribunal 
even without the report from the Conciliation Officer. 

 (iii) The registration of a duly registered trade union cannot be cancelled 
under any circumstances.  

 (iv) The standing orders are the foundation of industrial harmony. 
 (v) The  appropriate  government  should  immediately  fix  minimum  wages 

@ Rs. 50 per day for workers engaged in 'woollen carpet' making industry 
in Bhadoi (U.P.) as it is employing 750 workers. (1 mark each) 

 (b)  (i) Is the deduction of Rs. 100 per month for Prime Minister's Relief Fund 
(approved by the Central Government) from the wages of Imtiyaz Khan, a 
cleaner, getting wages of Rs. 1,035 per month in the Kolkata Transport 
Company (a tramway public utility) a valid deduction, simply because it is 
being deducted from the wages of all other employees? 

 (ii) Is Peter getting a salary of Rs. 3,500 per month as a manager in 
Government Polytechnic, Patna, employing 22 persons, entitled to get 
bonus under the Payment of Bonus Act, 1965? 

 (iii) Babul is laid off by his employer because of a strike in another part of the 
establishment. Is Babul entitled to layoff compensation? 

 (iv) Whether the income-tax needs to be deducted at source by the employer 
from the amount payable under the voluntary retirement scheme? 

(1 mark each) 
 (c) What is meant by 'quality circles'? Mention the objectives which quality 

circles seek to achieve. (6 marks) 
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Roll No..........................

Time allowed : 3 hours Maximum marks : 100

Total number of questions : 8 Total number of printed pages : 6

P A R T — A

(Answer Question No.1 which is compulsory

and any two of the rest from this part.)

1. (a) In September, 2006, Rajasthan Computers Ltd.
advertised for the position of Assistant Manager
(Personnel) in the scale of Rs.12,000 – Rs.18,000 plus
perks.  The applicants were required to be graduates
with three years experience in a similar capacity.
Nine candidates applied.  Ms. Sneha, an MBA
(Marketing), having six years experience as Assistant
Personnel Officer in a well-known electronics company,
impressed the interview board as a self-motivated
and hardworking person and was appointed in the
company.  During the interview, the Vice-President
(Personnel), however, highlighted tough competition
and general lack of work-culture amongst the workers.
The Assistant Manager (Personnel) was, thus, required
to straighten up matters without creating problems.
She, however, nurtured ambition of riding-up the
ladder as Vice-President (Personnel).

On joining, Ms. Sneha with her soft-spoken but
disciplining approach, called a Works Committee
meeting and stressed that the management wants
only results, not excuses.  This surprised all.
Whispered the Deputy Supervisor to his boss: “Brother,
are we going to land in jail now ?”  Supervisor too
hush-hushed : “Appears so – bad luck.”  The Deputy
Supervisor lamented : “See Videocon or Keltron or
Wipro – how well they treat their employees !”  Another
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Supervisor, Chandan suggested : “But, yaar, shouldn’t
we teach the new ‘moollah’ some lessons in
man-management ?”  The Chief Supervisor dissented :
“No, no; wait and watch.  After all, the company
cannot run without us.”

The meeting ended with a clarion call from the
Assistant Manager (Personnel) : “From now on, work
hardest day and night to earn pay or you are on way
out.”

Upon these facts, answer the following questions :

(i) Which factors should have been considered for
selecting a suitable candidate as the future
HR manager ?

(ii) Was the interview technically sound ?  Suggest
improvements therein, if any.

(iii) Does Ms. Sneha’s career goals serve the company’s
interests ?  Can any other goal(s) be better ?

(iv) In the Works Committee meeting, was the
Assistant Manager (Personnel) reflecting the
proper perspective of HRM functions ?

(4 marks each)

(b) Mention the steps involved in ‘job analysis’.

(4 marks)

2. (a) State the important principles governing the
administration of ‘fringe benefits’.

(4 marks)

(b) Distinguish between ‘training’ and ‘development’.

(4 marks)

(c) What do you understand by wage and salary
administration ?  Discuss the principles involved in
wage administration.

(7 marks)



2/2006/HRMIR P. T. O.

: 3 :
339

3. Write notes on any three of the following :

(i) Human resources accounting

(ii) Performance appraisal

(iii) Employment tests

(iv) Determinants of morale.

(5 marks each)

4. Golden Chemical Manufactures (GCM), Sagar (Madhya
Pradesh) is an old proprietorship firm manufacturing
domestic cleaning liquid for sale in the city and cantonment
areas –– Damoh, Bina and Katni (Madhya Pradesh).  You
are its Personnel Manager.  It employs 31 workers with
one supervisor, Manav.

Now, GCM plans to convert itself into a private limited
company, modernise its processes and plants, recruit 150
more employees, and market its product under the brand
name ‘Spick and Span’ all over Madhya Pradesh in the
face of three well established, but localised, competitors.
Its sales force will have to be aggressive.

Highlight the likely areas of HR problems which the
company may face due to its expansion plans.

(15 marks)

P A R T — B

(Answer Question No.5 which is compulsory
and any two of the rest from this part.)

5. On a reference from the Chief Engineer of State Electricity
Board, a development authority (a statutory body) directly
appointed 23 Engineers on ad hoc basis who continued
to work for a period of 10 years for an overseas project.
The Engineers performed excellently.  Hence, monthly
salaries with leave, LTC, provident fund, etc., were given
to them.
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All went well.  But as the project approached completion,
the authority (employer) served them termination notices.
The recognised and registered trade union named
Engineers’ Welfare Union (EWU) raised an industrial
dispute on this.  It was agitated that for a long time the
Engineers had been treated at par with permanent staff
in all respects and, therefore, they should be absorbed or
appointed on regular basis in some other project.  Besides,
being over-age, they cannot get employment elsewhere
even.  And all this is a matter of life and death for 23
families.

The authority has lucid personnel rules.  But, these rules
do not contain any provisions for such an employment.

The dispute was referred to the Labour Court which allowed
the plea of Engineers and directed the authority to continue
giving them salaries.  As for work, it was for the authority
to seek or work out necessary arrangements.  Dissatisfied
on this, the authority filed a writ petition under Article
226 of the Constitution of India against the EWU.  The
High Court, taking a strictly legal view, allowed the writ
petition and quashed Labour Court’s award.  It held that
the authority is the “State” bound by law under Articles
14,16 and 19 of the Constitution of India.

Aggrieved, the EWU files a civil appeal in the Supreme
Court of India.

Advise on the following :

(i) The principles involved in the regularisation of services
of employees.

(ii) The statutory position, viz., standing orders or rules
for such a contingency.

(iii) Relief which can and ought to be given to the
Engineers, if any.
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(iv) What would you do to remedy the industrial dispute,
if you were the Vice-President (In-charge of Personnel
Division) of the authority ?

   (5 marks each)

6. (a) “A funded voluntary retirement scheme is an invitation
to an offer and not an offer. The applicant is precluded
from withdrawing therefrom after the closure of the
scheme on the pre-notified date.”  Comment with
reference to State Bank of Patiala vs. Romesh Chander
Kanoji.

(8 marks)

(b) The employer of an oil mill was paying wages to his
employees at a rate less than the minimum wages
fixed by the Government.  The employees instituted
a suit in the court against the employer.  The employer
pleaded that his business was running into losses
and that he may be forced to close his business if the
employees’ demand is to be met.  Is the plea of the
employer sustainable ?  Discuss with reference to
case law.

(7 marks)

7. (a) “Strikes do not indicate severed industrial relations;
far from that they cause simmering strained relations.
Hence they should be justified, if at all necessary.”
How would you decide the justifiability of strikes ?
What is the view taken by the courts in this regard?

(8 marks)

(b) Balaji Garages, a small private automobile company,
employs 100 workers.  Uniforms are given to workers
and washing allowance is paid  @ Rs.25 per week, so
that all workers on duty put on neat uniforms.
Recently, Balaji Garages was acquired by Prima Autos
Ltd. (PAL) who have a strength of 2,500 employees.
No washing allowance is given to these employees.
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After the takeover, employees of Balaji Garages
claimed washing allowance at the old rates.  As the
HR Manager of PAL, decide with reference to relevant
legal provisions.

(7 marks)

8. (a) Waste papers were stored in the rest room without
the knowledge or orders of Jolly, the ‘occupier’ of the
factory.  These waste papers caught fire and a worker
who was sleeping there died.  State with reasons
whether the occupier is liable.

(b) Explain the scope of application of model standing
orders in ABC Ltd.

(c) In what ways is the judgment in Air India Statutory
Corporation vs. United Labour Union, 1997 a
landmark ?

(d) Bright Plastic Industries gave ex gratia bonus @ 5%
per annum to its workers.  It was treated as statutory
bonus.  The unregistered but recognised workers union
is agitating to demand 8.33% per annum extra
statutory bonus in addition to the ex gratia bonus.
Decide the dispute citing relevant case law.

(e) What should be the proper procedure for effective
collective bargaining on bonus issue ?

(3 marks each)

— — o — —
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Total number of questions : 8 Total number of printed pages : 7

PART—A

(Answer Question No.1 which is compulsory
and any two of the rest from this part.)

1. Sanjay, a Senior Programme Analyst is drawing a salary
of  Rs.6,000 per month in the Premier Data Systems,
Chennai, employing 50 employees.  Like other colleagues,
he is in the habit of dropping waste print-outs on the
floor. During an inspection, the General Manager (GM)
asked Chief Programme Analyst (CPA), Peter to ensure
stopping of indiscriminate throwing of waste-papers on
the floor.  The CPA also provided waste-paper baskets
for the purpose.  He even admonished Sanjay. It only
resulted in increasing staff resentment to such measures.

After a month, during a special inspection of the premises
by the Vice-President (Personnel) [VP(P)], the CPA and
GM decided to recruit another Programme Analyst.  A
young BCA, Anil, was found suitable and was employed
on a salary of Rs.8,000 per month.

At this, other Programme Analysts wanted their salaries
to be raised.  The VP (P) did not agree.  The Programme
Analysts felt demoralised.

Required —

(i) Analyse the situation and identify the root cause(s)
of the problem.

(4 marks)

(ii) What is the likely impact of such new appointment
on the morale and confidence of employees in the
organisation ?

(4 marks)
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(iii) Will such an approach on the part of management

result in senior professionals quitting the organisation ?
(4 marks)

(iv) What pro-active measures should be initiated by the
management to build and boost the confidence level
of employees ?

(8 marks)

2. (a) “Give man a fish and you have given him meal.  Teach
man to fish and you have given him livelihood.”  In
the light of this statement, justify the importance of
training in an organisation.

(5 marks)
(b) Explain any two of the following :

(i) Induction
(ii) Role playing as a method of training
(iii) E-recruiting
(iv) MBO as a tool of performance appraisal.

(3 marks each)
(c) State, with reasons in brief, whether the following

statements are correct or incorrect :
(i) The best minute spent is the one that is invested

in people.
(ii) Executives/Managers are the live wire in any

organisation.
(2 marks each)

3. Write notes on any three of the following :
(i) Interface between technology and human resources

management in an environment of globalisation.
(ii) Career path and its landmarks.
(iii) HRM’s ‘hygiene’ functions.
(iv) Guidelines for motivating employees.

(5 marks each)
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4. The following undercurrent were discernible in the
personnel management panorama over the years :

Year 1977 — Lalkurti Foundaries, Meerut (UP) employs
20 loyal workers groomed in the ‘Company
Maai-Baap’ culture.  Though paid wages
@ Rs.5 per day, they continued till death.

1987 — Divya Chitralok, a cinema hall in Alwar,
Rajasthan, employs one projector operator,
one booking clerk-cum-manager, one
electrician, six gatemen and two sweepers.
No projector operator continues for more
than 3 months and the workers’ union is
demanding uniforms.  The owner is
compelled to sell the cinema hall.

        1990 — National Institute of Personnel
Management Conference identifies
distribution of executives at  that
conference as follows :

Directors — 2.3%

General Managers — 1.7%

Personnel Chiefs — 37.5%

Personnel Executives — 58.5%

Total — 100.0%

1997 — Infosys, Bangalore, shows in its balance
sheet, the value of its 1,705 employees at
Rs.27,855.23 lakh.

2003-07— India’s workforce swells to over 21 lakh,
globalisation increases; yet there is no
statutory organisation for regulating HR
Executives, like that of ICSI, ICAI, Bar
Council of India or Medical Council of
India.
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Identify and explain the various emerging issues in human

resources management in the context of above changes

in the human resources environment.

(15 marks)

PART—B

(Answer Question No.5 which is compulsory

and any two of the rest from this part.)

5. The management of Jansampark Sandesh, Ranchi, a daily

newspaper – engaged a contractor for supplying

35 labourers for fixing hoists and lifts in the factory.

While the work progressed, a heavy hoist with big roll of

newsprint fell on the labourers, killing four of them on

the spot.  The supervisor quickly arranged their cremation,

promised to ensure compensation to bereaved families

and hushed-up the unfortunate incident.

Five days later, the J S Karamchari Union (Regd.),

threatened to go on strike, if compensation @ Rs.1 lakh

each family was not immediately paid.  The general

manager could not agree to such a huge amount since

the labourers were of the contractor and they had died

without any negligence on the part of management.  The

contractor also backed out blaming the factory manager

for the mishap.  The Union asked for compulsory

adjudication on the issue.  Fearing complications, Imtiyaz

Hussain, the factory manager with 20 years clear service,

opted for voluntary retirement.  Accepting it, the company
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