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Q1. A rapidly growing pharmaceutical company has expanded into new international markets and introduced digital systems across research, manufacturing, and sales functions. As a result, several existing roles have changed significantly, but the company is still relying on outdated job records created three years ago. Managers are reporting confusion about reporting relationships, skill expectations, and role boundaries. The HR director has been asked to revise role information for key positions before launching a major recruitment and capability-building initiative. However, employees are concerned that the review may alter their responsibilities unfairly. The organization wants a structured way to gather reliable information while ensuring relevance, employee participation, and consistency across departments. Using the process of job analysis, how should the HR team structure its approach to collect, verify, and document relevant job information for these changing roles so that recruitment, training, and performance evaluation decisions become more accurate and aligned with business needs?
Ans 1.
Introduction
When a pharmaceutical company expands rapidly across new international geographies and introduces digital systems across its core functions, its workforce reality changes faster than its official documentation can keep pace with. Job records created three years ago simply cannot capture the current demands of roles that now involve global market coordination, complex digital platforms, and cross-functional responsibilities that did not exist when those records were written. In this context, a properly executed job analysis process is not merely 
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Q2. A global consulting firm operating in a hybrid work model has reported strong financial results, yet employee surveys reveal rising stress, weaker team cohesion, and concerns about unequal growth opportunities across locations. Younger employees want more learning opportunities, flexible work support, and visible career progression, while senior leaders are focused on billable utilization and leadership pipeline strength. The CHRO argues that diversity, inclusion, well-being, leadership development, and engagement must be addressed together through human resource development. However, some business unit heads see these as soft initiatives that distract from operational targets. The firm now needs a clear judgment on whether a broader HRD strategy can improve both workforce sustainability and long-term organizational performance. Evaluate how effectively the organization's HRD strategy addresses both employee well-being and business performance. Should management treat wellness, inclusion, and capability development as separate priorities or as an integrated HRD agenda? Justify your answer with a balanced strategic assessment.
Ans 2.
Introduction
Strong financial results do not guarantee organizational health, and a consulting firm that confuses the two will eventually pay a high price. A consulting firm where employees are experiencing rising stress, weakening team cohesion, and perceived structural inequality in career growth opportunities is sitting on a serious human capital risk. Left unaddressed, this risk translates directly into talent attrition, declining client service quality, and a hollow leadership pipeline that cannot sustain the firm's growth trajectory. The CHRO's call for an integrated Human Resource Development strategy is both strategically sound and 


Q3(A). A mid-sized Indian manufacturing and services conglomerate is expanding into international markets and wants to professionalize its hiring system. Historically, its senior positions have been filled through elaborate interviews and tests, while lower-level roles were handled through relatively informal local hiring. As the company begins partnering with multinational clients, its board wants a more consistent and globally credible process. Executives recognize that large organizations typically use structured methods, psychological testing, and multiple interviews, while small firms often rely on simpler mechanisms. They now seek a unified model that preserves operational practicality in India but also reflects global expectations around fairness, objectivity, culture fit, and comprehensive candidate evaluation. Develop a recruitment and selection model for a mid-sized Indian firm that must align with both domestic realities and global best practices.
Ans 3a.
Introduction
For a mid-sized Indian conglomerate that is actively expanding into international markets, the credibility of its recruitment process is as important to multinational clients as the quality of its products and services. Clients increasingly evaluate partners on organizational governance standards, which include hiring practices, documentation quality, and demonstrated commitment to fair and objective selection. A unified recruitment and selection model that 

Q3(B). A fast-growing Indian technology services firm has expanded from 800 to 3,500 employees in three years. Although its annual appraisal cycle is formally documented, employees increasingly complain that ratings depend more on managerial style than on actual contribution. Some managers are uncomfortable giving feedback, others focus only on numerical targets, and many fail to connect appraisal outcomes with training or career development. HR has also identified inconsistent standards across business units, weak follow-up on development plans, and rising employee distrust in the process. The CEO wants a redesigned system that strengthens managerial capability while preserving accountability and alignment with organizational goals. Design a manager capability framework that can help this company reduce appraisal bias and improve developmental conversations across functions.
Ans 3b.
Introduction
When a technology firm grows fourfold in three years, its management layer often fails to keep pace with the complexity of a larger and more diverse workforce. Appraisal systems that functioned informally at 800 employees become inconsistent and distrusted at 3,500. The 
