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Q1. SynergyTech, a fast-growing IT services firm, recently launched a comprehensive job analysis initiative to align its recruitment, training, and performance management practices. The HR team opted to use multiple data collection methods, including interviews, employee-maintained diaries, and technical conferences involving supervisors. Due to time constraints and the technical nature of many roles, there was debate over which methods would provide the most accurate and relevant data. The organization wants to ensure validity and minimize bias while efficiently gathering actionable insights for strategic HR decisions.Apply your understanding of job analysis data collection methods to recommend which combination would best suit SynergyTech's goals. Justify your choices based on the advantages and limitations of each method, explaining how your approach will enhance the accuracy and organizational relevance of the collected data. (10 Marks)
Ans 1.

Introduction
SynergyTech’s rapid growth and expanding service portfolio make accurate job analysis essential for building strong recruitment pipelines, effective training programs, and fair performance management systems. In an IT services environment where roles evolve quickly and technical complexity is high, relying on a single data collection method often leads to incomplete or biased results. The challenge for the HR team is to balance speed, depth, and reliability while capturing realistic job requirements. By carefully selecting and combining appropriate job analysis 
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Q2. Infosys, a global leader in IT consulting, has heavily invested in its Human Resource Development (HRD) systems—including the establishment of its Global Education Center (GEC), robust performance management processes, and holistic wellness programs. Despite these efforts, the company saw a spike in attrition among high- potential employees, with exit interviews citing a desire for rapid career growth and frustration with the pace of internal advancement. The leadership team is conflicted: some argue for more aggressive reliance on internal talent pipelines and existing leadership programs, while others advocate for increased external recruitment and radical redesign of HRD policies.Evaluate the strengths and weaknesses of Infosys's current HRD approach in addressing strategic talent retention challenges. Critique the internal versus external talent development debate and justify improvements to the HRD system that could optimize both engagement and organizational competitiveness. (10 Marks)
Ans 2.
Introduction
Infosys has long been recognized for its structured and comprehensive Human Resource Development framework, particularly through its Global Education Center, integrated performance management systems, and employee wellness initiatives. These investments reflect the company’s commitment to building a skilled and motivated workforce capable of meeting the demands of global IT consulting. However, the recent rise in attrition among high-potential employees highlights a critical gap between organizational development efforts and employee career expectations. In an industry characterized by rapid technological change and intense competition for talent, retention is no longer driven only by training quality or 

Q3(A). A well-established bank credits its competitive edge to strategic alliances with HR consulting firms, web-based platforms, and robust employee referral programs. 

Despite these strengths, the bank seeks to future-proof its hiring model in light of technological disruption, evolving talent expectations, and rising competition for top performers. Senior management requests an innovative strategy to reinforce its employer brand and deepen its talent pool through next-generation recruitment and selection practices.

Design a modern, future-ready recruitment and selection blueprint for the bank that leverages digital platforms, AI-driven assessment tools, and new avenues for talent engagement. (5 Marks)

Ans 3a.
Introduction
In today’s highly competitive banking environment, recruitment and selection must evolve beyond traditional hiring channels to remain effective. While strategic alliances and referral programs have supported the bank’s growth, technological disruption and shifting workforce expectations demand a more adaptive and digitally driven talent acquisition approach. A future-ready recruitment blueprint should not only attract skilled professionals but also strengthen the 
Q3(B). A large Indian IT services company, grappling with changing business priorities and diverse teams, observes that its traditional annual performance appraisal method fails to provide employees with actionable feedback and development opportunities. The HR head wants to overhaul the system to foster a culture of ongoing improvement, skill enhancement, and greater alignment with organizational strategy. Managers have noted employee disengagement, inconsistent standards, and growing resistance to performance reviews. The company seeks a system that balances objectivity, individual growth, robust goal alignment, and transparent assessment.

Design an innovative, technology-enabled performance management framework for this company that shifts from annual appraisals to a continuous, development-centric approach. (5 Marks)

Ans 3b.
Introduction
Traditional annual performance appraisals often fail to meet the needs of dynamic organizations and modern employees. For a large IT services company operating in a fast-changing environment, rigid review systems limit feedback, reduce engagement, and weaken alignment with business goals. To address these challenges, a technology-enabled performance management framework is required that emphasizes continuous development and transparency. Such a system can transform performance management into a strategic tool for learning 








