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Unit 2 Development of Human Resources 
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Unit 4 Employee Feedback and Reward System 

Unit 5 Performance Management 
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Unit 1: Fundamentals of Human Resources 

Management 
The Perspective 

An appropriate beginning to understand the fundamentals of people management 
would be to appreciate the foundations of an organization.  An organization is primarily 
a ramification of the fact that there is an interdependency implied in the satisfaction of 
needs of individuals alongside with the achievement of organizational objectives. An 
organization is coming together of individuals in order to attain a common goal/purpose. 

• Robert Owen (1771-1858): Advocate of better working conditions for ‘vital 
machines’ 

• Charles Babbage (1792-1871): Division of labour 
• Frederick Taylor (1856-1915): Scientific Management Approach famous for his  

'division  of  labour'  concept and 'time and motion' studies and further 
substantiated by Gantt and Gilberths. Some of the major assumptions in this 
approach could be summarized as: 
1. The tasks can be broken down to simple units for people to understand and 

perform 
2. People will do a given activity in return for money 
3. People will have to do what is defined by the organization and in turn by 

technology. 
Elton Mayo: Howthorne Studies 1924-33 
Pointed to various dimensions of human behaviour that were not considered to be of any 
significance in the restricted approach taken earlier 
•Followed by Human relations movement that replaced ‘rational-economic man’ by ‘social 
man’ perspective 
•Later researchers like Chris Argyris, Abraham Maslow, Douglas McGregor and Frederick 
Herzberg pointed out that individuals are motivated by other than monetary factors too 
•Line managers are the delivery points 
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Development of People Management Functions 

The history of management of people as a distinct managerial function goes back   to the 
end of the nineteenth and the beginning of the twentieth century. With a significant 
increase in the number and size of organizational units as a sequel to the Industrial 
Revolution, there was a need to have special departments like finance, accounting, 
production, etc. 
Few Organisations had the post of welfare secretary(also referred to as social 
secretaries) 
•Experiment on group behaviour by Prof A K Rice in Ahmedabad Rice Mills in 1952 
•The term personnel officer was perhaps first used in the chemical and pharmaceutical 
industries in 1960s 
•The concern for human element did not occur until the socio-psychological upheavels in 
the late 1920s and early 1930s 
•Two major traditions or trends: 
i)Hard headed, profit minded approach to utilisation of human resources 
ii) Social welfare viewpoint 

Relationship between HRM & HRD and Their Structures and Functions 

HRM is an essential branch of management that deals with making the optimum 
usage of organizational human resources by nurturing better work conditions for all 
concerned. On the other hand, HRD is a branch of HRM that focuses on the growth and 
development of the workforce in any organization. 

Basis of 
Differentiation 

HRM HRD 

Definition and 
full form 

The full form of HRM is Human 
Resource Management. It refers to 
how the principles of management 
can be applied to manage the 
employees working in an 
organization effectively. 

The full form of HRD is Human 
Resource Development. It 
refers to continuous 
development functions that are 
implemented for improving the 
performance of those working 
in an organization. 

Nature HRM is a management function. HRD is a sub-function of HRM. 
Function The functions of HRM are reactive 

and are usually applied to gaining 
holistic organizational goals. 

The functions of HRD are 
proactive and have to be 
applied consistently to enhance 
the productivity of employees. 

Goal The objective of HRM is related to 
improving the overall performance of 
employees. 

HRD goals are usually 
connected with skill 
development, knowledge 
enhancement, and increasing 
the competency of employees. 

Process Most HRM processes are routine and 
have to be carried out as and when 
the need arises. 

HRD processes are ongoing and 
not occasional. 

Dependency HRM is an independent entity in 
itself. It comprises of different 

HRD is a subsystem of HRM and 
draws many functions, 
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sections inclusive of recruitment and 
retention, HRD, compensation, 
performance, appraisal management, 
etc. 

attributes, and processes from 
HRM. 

Concerned with HRM deals with and has concerns for 
people only. It handles recruitment, 
rewards, etc. 

HRD is concerned with the 
development of all aspects and 
people within an organization 
and manages its skill 
development processes. 

Levels of 
formality 

HRM functions are generally formal 
and are applied via 
classroom/laboratory training, etc. 

HRD functions may be informal 
as in mentorships, employees 
receive coaching from 
superiors, usually managers. 

 

Role of HR Professionals  

• Supportive Role: This relates to the strengthening of the operating and executive 
levels and consolidating the strengths in an organization. 

• Role of System Development and Research: This pertains to developing systems 
that deal with people, their problems and organizational dynamics. This was already 
present in the traditional role. 

• Managerial role: This relates to performing managerial functions like planning 
future manpower, recruiting, utilizing by placement, returning, motivating-
integrating people and their role, performance and potential assessment, planning 
the growth of individuals, etc. 

• Role of Developing Competence: This refers to developing technical, managerial, 
and processing competence among the human resource. The new perspective also 
includes helping and coping competence. 

• Process Role: An effective organization needs to respond to the changing 
environment for which it has to develop coping skills. Creating necessary culture 
and values in the organization, diagnosing the problem at organizational level and 
taking corrective steps are the related responsibilities of the HR functionaries. 

Technical 
• Knowledge of performance appraisal systems and their functioning in various 

organizations 
• Knowledge of potential appraisal and mechanism of developing a system 
• Knowledge of various tests and measurements of behaviour 
• Ability to design and coordinate training programmes at worker, supervisor and 

managerial levels. 
• Professional knowledge of personnel and management 
• Knowledge of behavioural sciences 
• Understanding of overall organizational culture 
• Knowledge of career planning, processes and practices 
• Knowledge and skills in counselling 
• Knowledge of techniques in behavioural research  

Managerial 
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• Organizing ability 
• Systems development skills  

Personality 
• Initiative 
• Faith in human beings and their capabilities 
• Positive attitude to others 
• Imagination and creativity 
• Concern for excellence 
• Concern for people and their development 
• Friendly, sociable and affable 
• Attitude for research and development work 
• Interest in learning new things 
• Ability to work as a team member 

Strategic Role in the Future 

• To become a partner with senior and line managers in strategy execution, helping to 
move planning from conference room to the market place. 

• To become an expert in the way work is organized and executed, delivering 
administrative efficiency to ensure that costs are reduced while quality is 
maintained. 

• To become a champion for employees, vigorously representing their concerns to 
senior management and at the same time, working to increase employee 
contribution. 

• To become an agent of continuous transformation, shaping processes and a culture 
that together improve an organisation’s capacity for change. 

Development of HR functions in India 

• During the British raj, the ripples of whatever happened were felt in India 
• Labour Welfare Officers under the Factories Act 
• By 1950s the provisions of the Industrial Disputes Act, 1947 began to percolate 

down 
• By 1960s demand for personnel professionals with specific knowledge about people 

management systems and laws rose 
• Institutes were setup 
• Indian Institute of Personnel Management (IIPM), 1947 
• National Institute of Labour Management 
• National Institute of personnel Management (NIPM), 1982: Formed upon merger of 

the above two institutes 
• Indian Society for Training and Development , 1970 
• MNCs gave more attention to personnel issues based on home country experience 
• In India TISCO took proactive measures in the field 
• Govt. enacted legislations related to employment and employee welfare: 
• Article 16(1) of the Indian Constitution: Equal opportunity for employment 
• Apprentices Act, 1961: Training linked to employment 
• Child Labour Act, 1986 
• Bonded Labour System Act, 1976 
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• Interstate Migrant Workmen Act, 1979 
• Next major transformation in 1980s with the onset of the HRD era Establishment of 

National HRD network in 1985 
 

Unit 2: Development of Human Resources 

HRD 
HRD and its subsystems 

• Performance Appraisal 
• Potential Appraisal 
• Career Planning 
• Training 
• Organisational Development 
• Rewards 
• Counselling 
• Quality Circle 
• Role Analysis, and others. 

Goals of HRD are to develop 

• Capabilities of each employee as an individual 
• Capabilities of each individual in relation to his or her present role 
• Capabilities of each employee in relation to his or her expected future role(s) 
• Dyadic relationship between each employee and his/her supervisor 
• Team spirit and functioning in every organisational unit (department, group etc) 
• Collaboration among different units of the organization 
• Organisation’s overall health and self-renewing capabilities, which, in turn increase 

the enabling capabilities of individuals, dyad teams, and the entire organization 
The typical systems developed to enhance achievement of these HRD goals include: 

• Training and Development 
• Performance Appraisal, Feedback and Counselling 
• Potential Appraisal, Career Planning and Counselling 
• Organizational Development 
• Human Resource Information System 

Job/Role Analysis 

• Job Description: This simply records each and every component of the job which 
an individual has to perform in a given set-up. 

• Job Specifications:  On the basis of the job description a list of requirements is 
prepared in terms of educational qualification, age, work experience, specific 
knowledge, skills, expertise, temperament, etc.  

• Job evaluation: This is primarily used to compare similarity between jobs within an 
organization or between organizations or even in an industry.  

• Task: This is a basic element of a job and as such requires a person to achieve a 
specific product. In the process the individual is isolated from others. 

• Job: This is a complex system of tasks requiring an individual to achieve an overall 
product and still making the relationship irrelevant. 
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• Position: Puts an individual in a hierarchical pattern, expecting those below to 
report or surrender to higher positions and conform to their expectations while 
those higher up may be led to exploit the relationship and demand conformity. 

• Role: Emphasizes on the pattern of (mutual) expectations. 
• Work: Involves a more complex pattern as it goes a step further to encompass 

socio- psychological relationship. 

Training and Development – Role and Impact of Training 
Training and Development system as part of the HRD efforts and this involves: 

• Identification of Training Need 
• Designing the Training  
• Conducting the training 
• Evaluation of Training 
• Selection and development of trainers 

Purpose of Training and Development 

• Training is for learning related to present job; 
• Education is for learning to prepare the individual for a different but identified job; 

and 
• Development is learning for growth of the individual not related to a specific 

present or future job. 
 
Imperatives of Adult Learning 

• It is interesting to note that though most of the people think that Adult Education is 
a recent phenomenon, but it is not so. In ancient times great teachers like Confucius, 
Lao Tse, Hebrew Prophets, Jesus, Socrates, Plato, Aristotle - were 'teachers of  
adults’. To these teachers 'learning was a process of active inquiry on the part of the 
learners'; they invented 'techniques for involving the learners in active inquiry.' 

Learning Theories 

• Mechanistic or Behaviourist Theories: These theories hold that the learner is 
passive in the process of learning. If one introduces an input (stimulus) into a 
human being, you    will get a predetermined response. In other words, learning 
occurs only when a learner    is conditioned to give the 'right' response to a given 
stimulus. 

• Cognitive Theories: These theories equate man with his brain, based on the 
proposition that one thing that distinguishes human beings from other living things 
is that they possess brains that are capable of critical thinking and problem solving. 
The purpose of learning therefore is to teach the brain to engage in such critical 
thinking and problem solving. 

• Organismic or Humanistic Theories: These theories hold that learning occurs 
only when learners have the 'freedom to learn' what is particularly relevant to their 
personal life situation. The purpose of learning is to encourage each individual to 
develop his or her full, unique potential. 

There are theories related to the variables associated with the actual Teaching-
Learning situation. Decenzo and Robbins (1995) list some as: 
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• Learning is enhanced when the learner is motivated: This means that the 
learning experience must be so organized that it should create desire to learn. 

• Learning requires feedback: Knowledge of results is necessary for learner to 
improve upon his mistakes. The feedback also tends to act as motivator when the 
learner knows that he is proceeding in the right direction. 

• Reinforcement increases the likelihood that a learned behavior will be 
repeated: Behavior that is positively reinforced are encouraged and therefore 
sustained. 

• Practice increases a learner’s performance: Learners need to practice what they 
learn. 

• Learning must be transferable to the job: Learning a skill just for the sake of it 
will not work; it must be possible to apply what is learnt. 

Systematic Approach to Training (SAT) 

• Will the training to be done internally or externally? Does the organization have or 
intend to develop an in-house training centre? 

• How much and what kind of training will be done externally and is this also an 
essential part? 

• Who are the functionaries responsible for administering the training system? 
SAT: The process 

• Step 1: Training Need Analysis (TNA) and Identification of Training Needs  
• Step 2: Preparation of a Training Plan; 
• Step 3: Conduct of the training which includes designing the programme in terms of 

the time, duration, target group, sequence of inputs and methodology; 
• Step 4: Evaluation of the Training Programmes and the Plan;  
• Step 5: Selection and Development of Trainers. 

Support systems for Training and Development 

• Performance Appraisal System 
• Human Resource Information System 
• Organisational Culture 

Attitude Development 
The term 'attitude' is frequently used to describe people in terms of their behaviour and 
its impact on behaviour. More precisely, an attitude can be defined as a persistent tendency 
to feel and behave in a particular way towards some object. 

Components of Attitudes 

Attitude can be broken down into three basic components, viz., emotional, 
informational and behavioural.  

• The emotional component involves the person's feelings or their affect—positive, 
neutral or negative—about an object.  Emotions play a very important role in 
organizational behaviour of employees. The expression of emotions, either positive 
or negative, is also important to work behaviour. 

• The information component consists of beliefs and the information that an 
individual has about that object. Generally, the beliefs or the information are 
founded on insufficient observations or opinions which may not be empirically 
correct. 
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• The behavioural component consists of a person's tendency to behave in a 
particular way towards the object. 

Attitudes serve four important functions in the process. These are:  
• The Adjustment Function,  
• The Ego-Defensive Function,  
• The Value-Expression Function 
• The Knowledge Function. 

Changing Attitudes 

Barriers to attitude change: 
• Prior commitment to a particular thing 
• Insufficient information 

Overcoming the Barriers to attitude change: 
• Use of Fear 
• Provide New Information 
• Resolving discrepancies between attitude and behaviour 
• Influence of peers, friends and opinion leaders Co-Opting – Getting the dissatisfied 

people involved in improvement process 

Career Path Planning 
It is relevant therefore, to examine the underlying concepts in the generic 
observation that: 

• Individuals desire and expect change at certain stages in life: 
• There is a (predictable) pattern in these changes; and 
• There is a feeling of frustration if things do not happen as desired or expected. 

Erikson the first stage in life adulthood is: 

• Adolescence: In this stage individual's development is to achieve an ego identity. 
Individual is involved in reconciliation process of what he perceives himself to be, 
what he thinks others perceive him to be and make an adjusted assessment to form 
his identity. 

• Young Adulthood: It is the next stage where he/she starts developing relationships 
with individuals, group or occupation. This could be establishing a close 
relationship, developing an interest group or a work group. 

• Adulthood: The stage is that of guiding the next generation and during this stage 
one is passing on the knowledge, values or sponsoring the younger colleagues and 
in the Maturity: A stage when person attempts to achieve ego integrity by examining 
whether life has been meaningful or satisfying. 

CAREER ROLES given by Dalton 

• Apprentice: This is the beginning of the career. An individual does routine work 
under the supervision of the mentor, who helps to learn. At this stage the individual 
needs to accommodate himself to a certain degree of dependency. 

• Colleague: This is the beginning of making an independent contribution though still 
in a subordinate role. There is less dependence on superiors for advice and 
direction. 
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• Mentors: This stage signifies the beginning of complex functions. The individual 
develops ideas, manages others, and must learn to assume responsibility for his 
subordinates' work. 

• Sponsors: At this stage the individual needs to broaden his perspective and think 
long- term as he is now a part of the top management. He is required to define the 
direction in which the entire organization or at least a major segment of it would 
develop. 

Career Concepts 

• Linear Career Concept: Plan for upward movement within the same profession 
using organisational hierarchy 

• Steady State Career: Individuals choose a profession, acquire higher skills, but do 
not choose to go higher up in the hierarchy 

• Transitory Pattern: Individuals shift from one job to another not necessarily 
related to the previous one 

• Spiral Career: Individuals take on a new job, work hard, perform well, move up in 
the status and rank, then move on to another type of work and follow the same 
pattern of development and performance 

• Plateau Career: Reaching a level higher than where one started but then continuing 
on the same level 

Career Anchors 

This has three components: 
• Self-perception of talents and abilities based on one's performance; 
• Self-perceived motives and needs based on self-diagnosis and feedback; and 
• Self-perceived attitudes and values based on interactions with the norms and values 

implicit in the organization. 
Schein’s Career Anchors 

• Technical or Functional Competence: Some individuals 'fall in love' with a 
particular field or function. They desire to be outstanding in the field; their self-
concept is associated with their skills in that area. 

• Managerial Competence: Some individuals like to manage. Their early career 
experiences indicate to them that they will be able to rise in the management 
hierarchy. 

• Security: Some individuals seek a secure work environment and career by tying 
themselves to a particular organization or geographical location. 

• Creativity: There are some individuals who want to create something new. They 
like to start something and make it a success. 

• Autonomy: Another group of individuals finds organizational life unpleasant or 
difficult. They prefer to maintain their freedom. 

Career Path Planning System 

Main responsibilities of the organisation while developing and implementing a career 
plan are: 

• The policy of career planning is made explicit. It lays down the benchmarks for 
performance at critical stages which the employees must attain 
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• It is made clear that the career path is a facility for growth and not a right for 
advancement 

• The career path – a sequence of job assignments, training requirements and 
promotion to higher level – is made known to the employees from the time of entry. 
Performance feedback is a part of the career path 

• The career path is followed uniformly for all employees without any bias/prejudices 
• It should be flexible to accommodate variations which may be needed to deal with 

the given circumstances 

Self Development 
Self can be categorized into two parts, namely, the 'patent self' and the 'inner self'.  

• The patent self can also be called the external self which normally comprise 
individual's identity and physical features. 

• On the other hand the 'inner self' signifies the behaviour patterns, values and other. 
The self-development essentially refers to developing a mature personality who can handle 
different tasks and situations with comparative ease. and  in this  direction seeking self 
improvement becomes an ongoing process. It is the process of discovering and utilizing the 
tremendous potential within one's individual personality. 
The context of our discussion on self- development in relation to the organization, 
the following aspects will be discussed. 
At Individual level • Motivational Pattern 

• Locus of Control 
• Power Bases 

At Interpersonal level • Interpersonal Needs 
• Transactional Analysis 

At Group level • Being effective member in the 
Work Group 

 
Individual level 

• Motivational Pattern: An individual has to make conscious efforts to be aware of 
what his life goals are. Awareness of one's own need bases can enhance an 
individual's acceptance of self- concept. 

• Locus of Control: Personal efficacy is also related to an individual's ability to take 
the initiative which   closely relates to his belief that he can change things. The 
concept of locus of control given by Leftcourt (1969) and Levenson (1972) 
explains that individuals have beliefs about who is responsible for what happens in 
life. Some believe that events are determined by external forces like other influential 
persons in society, luck,destiny and so on. Whereas some others believe that the  
individuals can determine  events.  Thus, we have individuals with more external 
locus of control and some with more internal locus of control. These beliefs 
definitely have impact on the action orientation of individuals. 

• Power Bases: Another important concept related to influencing others is Power, 
Kotter (1979) has defined power as 'a measure of person's potential to get 
others to do what he or she wants them to do, as well as avoid being forced to do 
what he or she does not want to do.' Distinction is also made in terms of fear or love 
being used as base of exercising this power. Flanders (1970), Hersey and Blanchard 
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(1982) and Pareek ( 1997) have contributed to the present understanding that 
coercive bases include organizational position, punishment, charisma, personal 
relationship, (emotional power), closeness to a source of power and withholding 
information on resources. 

Interpersonal interactions: Dyadic relationship 
Two individuals maintaining a sociologically significant relationship - Interpersonal 
relationship.  
Interpersonal Needs 
The interpersonal need to control is to establish and maintain satisfactory relationship 
including:  
(a) a psychological comfortable relationship in controlling all behaviour of   other people,  
(b) eliciting behaviour from them which controls one's own behaviour. 
Transactional Analysis:  
A transaction is a combination of a stimulus and its response in an interpersonal 
interaction. The personality of an individual comprises collection of behaviour patterns 
developed over a period of time. 
These life positions are described in terms of Okayness.  
Thus the individuals are either OK or NOT OK. Four life positions can be described 
as: 

• I am OK you are OK (both have value) 
• I am OK you are NOT OK (I have value but you don't have value) 
• I am NOT OK you are OK (You have value but I don't have value) 
• I am NOT OK you are NOT OK (neither person have value) 

Working in Teams 
The term 'Group Dynamics' was coined in 1930s by Kurt Lewin It refers to the: 

• Internal nature of groups 
• How they form 
• Their structure and processes 
• How they function and affect individuals and organization 

Stages in Group Formation and Behaviour 
• Forming (Awareness) Members with varied awareness get acquainted, understand 

the team’s goal and its role 
• Storming (Conflict) Conflict among the members helps the team in defining itself 
• Norming (Cooperation) How the task will be accomplished? Rules and regulations of 

the team? 
• Conforming (Adjustment) Adjusting one with the team expectations and norms 
• Performing (Productivity) Members behave in mature fashion and focus on 

accomplishing their goal. Full energy dedicated to work. 

Self-awareness 

Understanding self helps in self-development and using one's potential better. It is 
always useful to do the SWOT analysis of self to understand the Strength, Weaknesses, 
Opportunities and Threats. This may help in better use of strengths, overcoming 
weaknesses, capitalizing the opportunities and safeguarding against threats.  Refer to the 
concept of Johari Window given by Loft and Ingham  (1973).  
The closed window is also referred as Private, being private to self. 
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KNOWN 
TO SELF 

NOT KNOWN TO 
SELF 

KNOWN TO OTHERS ARENA BLIND 

NOT KNOWN TO OTHERS CLOSED DARK 

 

Emotional Intelligence 

'Emotional Intelligence abilities such as being able to motivate oneself and persist in the 
face of frustration; to control impulse and delay gratification; to regulate one's moods and 
keep away distress from swamping the ability to think; to empathize and to hope'. 

• Self Awareness: Ability to recognize, understand one's mood, emotions and drives,  
as well as their effects on others. 

• Sell Regulation: Ability to control or redirect disruptive impulses and moods and 
propensity to suspend judgment – to think before acting. 

• Self Motivation: Passion to work for reasons that go beyond money or status and 
propensity to pursue goals with energy and persistence. 

• Empathy: Ability to understand the emotional make-up of others and skill to treat 
people according to their emotional reactions. 

• Social skills: Proficiency in managing relationships and building networks and 
ability to find common ground and build rapport. 

Morale 
Morale is an important mental state and the spirit of a person or group which is 
dependent on a number of intangible factors within the organization. High morale of 
an individual or a group contributes significantly to the achievement of organizational 
goals. Morale is generally exhibited by confidence, cheerfulness, discipline, and willingness 
to perform assigned tasks.  

Employee Morale Booster 

• Welcome Ideas: Employee morale improves when staff feels they are valued. Share 
and implement their innovations and ideas. 

• Keep Score: Mount a large score board in the office to recognize top performers and 
to motivate those on the bottom of the list. 

• Inspect: The old management adage, inspect what you expect is true. Companies 
with a lack of focus can confuse staff and lead to less morale. 

• Thank You Note: Send a special 'thank you' letter to your staff's family or spouse, 
praising their good work and efforts. 

• Huddle: Have a daily morning huddle to highlight tasks for the day and to cheer 
yesterday's wins. 

• Open Up: Provide an open forum or one-on-one time to allow employees to express 
their concerns and feelings can be an easy means to boost morale. 

• Have Fun: Special events and outside work activities can take the pressure off the 
day- to-day grind in the office. 

• Show Charity:  Get your staff involved in a bigger cause to help them see there is 
more  to life than work. 

• Add Perks: Use low cost perks such as a Foosball table in the lunch room. 
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• Fire Staff: Sometimes the root cause of low employee morale can be a staff member 
whose negativity brings down the group. Even a top performer can bring down staff 
behind your back. 

• Measure It: Keep tabs on the levels of morale in your business by regularly 
measuring employee satisfaction. 
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Unit 3: Human Implications of Organisations 

Human Behaviour and Individual Differences 
The behaviour of an individual is influenced by several factors. These can be grouped 
under the following heads: 

• Environmental Factors: (a) Economic, (b) Social (norms and cultural values), and 
(c) Political; 

• Personal Factors: (a) Age, (b) Sex, (c) Education, (d) Abilities, (e) Marital Status, (f) 
No. of dependants; 

• Organizational Factors: (a) Physical Facilities, (b) Organization Structure and 
Design, (c) Leadership, (d) Compensation and Reward System; and 

• Psychological Factors: (a) Personality, (b) Perception, (c) Attitudes, (d) Values. (e) 
Learning. 
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Employees Behaviour At Work 
There are some basic assumptions about human behaviour at work: 

• There are differences between individuals. 
• Concept of a whole person. 
• Behaviour of an individual is caused. 
• An individual has dignity. 
• Organizations are social systems. 
• There is mutuality of interest among organizational members. 
• Organization behaviour is holistic. 

While the first four concepts centred around people, the next two are concerned with 
organizations. The last one is a combination of the first six assumptions. 
Persons differ and again, there are certain 'commonalities' in the persons. Every 
person is, in certain respects, 

• like all other persons, 
• like some other persons, and 
• like no other person. 

This position indicates that an individual possesses some common characteristics of most 
of the people. He may have some features of some other people. He may also have some 
characteristics which other persons do not have, i.e. the features unique to an individual. 
There are several theories to explain the concept of personality. 
One dimension of personality which is getting attention both from organizational as well as 
medical researchers is the Type A and Type B behaviour profiles. 
A person exhibiting Type A behaviour is generally restless, impatient with a desire for 
quick achievement and perfectionism. 
Type 'B' personality people are much more easy going, relaxed about time pressure, less 
competitive and more philosophical in nature. 
Friedman, Meyer and Ray Roseman have mentioned the following characteristics of 
Type W personality: 
1.Restless by nature, so that he always moves, walks and eats rapidly. 
2.Is impatient with the pace of things, dislikes waiting and is impatient with those who are 
not impatient. 
 3.Multitasker – does several things at once. 
4.Tries to schedule more and more in less and less time, irrespective of whether everything 
is done or not. 
5.Usually does not complete one thing before starting on another. 
6.Often displays nervous gestures such as clenched fist and banging on a table. 
7.Does not have time to relax and enjoy life. 
Type B personality exhibits just the opposite characteristics and is more relaxed, sociable 
and has a balanced outlook on life. 
Erikson has identified eight developmental stages in explaining the personality. These 
stages which are based on a person's state of mind at a given point of time are mentioned 
below: 

• Stage 1: Trust versus Mistrust 
• Stage 2: Autonomy versus Shame and Doubt 
• Stage 3: Initiative versus Guilt 
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• Stale 4: lndustry versus Inferiority 
• Stage 5: Identity versus Role Diffusion 
• Stage 6: Intimacy versus Isolation 
• Stage 7: Growth versus Stagnation 
• Stage 8: Integrity versus Despair 

Important Theory  

Psycho-analytical Theory (PT): PT is based primarily on the Freudian concept 

of unconscious, subconscious and conscious nature of personality. Freud noted that 
his patient's behaviour could not always be explained. This led to him believe that the 
personality structure is primarily founded on unconscious framework and that human 
behaviour and motivation are the outcome of psychoanalytic elements, namely, id, 
the ego, and the super ego. 

Trait Theory: Trait theory believes that the traits of a person which determine his 

personality and behaviour are basically inherent to a person, that is, more of a heredity 
impact than the environment .Trait theory explains personality as a demonstration of 
certain traits of the individual. While there are many traits common to most people, there 
are many other traits that are unique to a person and are not shared by other individuals. 
On the basis of Trait theory, people can be described as aggressive, loyal, pleasant,  
flexible, humorous, sentimental, impulsive, cool and so on.  

Self-Concept Theory: This theory believes that personality and behaviour are to 

a great extent determined by the individual himself. We have an image of our own and 
our actions would be    consistent with that image.  Carl Rogers is closely associated  with 
this theory.  According to him, the best vantage point for understanding behaviour is from 
the internal frame of reference of the individual himself. An individual himself is the centre 
of experience. His self-image is an integral of how he views himself and his perception 
of how others view him.  

Social Learning Theory: This theory believes that personality development is 

more a result of social variables than biological factors. Much of human behaviour is 
either learnt or modified by learning. Through learning, one acquires knowledge, 
attitudes, values skills, etc. 

Personality and Brain (Left and Right Brain) 
An important biological factor which influences personality is the role of brain of an 
individual. Two types of contribution can be found in this area: Electrical stimulation of 
the brain (ESB) and split brain psychology. 

Left Hemisphere Controls Right 
side of body 

Right Hemisphere Controls Left side 
of body 

Speech and Verbal Spatial and musical 

Logical and Mathematical Holistic 

Linear and Detailed Artistic and symbolic 

Sequential Simultaneous 

../../Users/Abhinav%20Srivastav/Downloads/Ambitiousbaba.com
../../Users/Abhinav%20Srivastav/Downloads/test.ambitiousbaba.com


Ambitiousbaba.com                                                                                                                  Online Mock Tests 

 
18 Best Study Materials and Mock Tests for JAIIB/CAIIB Exams 

 

Controlled Emotional 

Intellectual Intuitive, creative 

Dominant Minor (quiet) 

Active Spiritual 

Analytic Synthetic, gesalt-oriented 

Reading, writing, naming Facial recognition 

Sequential ordering Simultaneous 

Perception of significant order perception of abstract 

Complex motor sequence patterns Recognition of complex figures 

 
Note: Adapted from Freed Luthans, Organizational Behaviour, 6th Ed. 

  
The Left and Right hemispheres of the brain are attributed with some specific dimensions 
and characteristics as shown in this table. These areas are, however, still open for further 
research. 
 

Holland's Typology of' Personality and Congruent Occupations 
 
 

Type Personality 
Characteristics 

Congruent 
Occupation 

1. Realistic: Prefers 
physical activities that 
require skill, strength and 
coordination. 

1. Shy, genuine, persistent, 
stable, conforming, 
practical. 

1. Mechanic, drill 
press operator, 
assembly-line 
worker, farmer. 

2. Investigative: Prefers 
activities that involve 
thinking, organizing and 
understanding. 

2. Analytical, original, 
curious, independent. 

2. Biologist, 
economist, 
mathematician, news 
reporter. 
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3. Social: Prefers 
activities that involve 
helping and developing 
others 

3. Sociable, friendly, 
cooperative, 
understanding 

3. Social worker, 
teacher, counseller, 
clinical psychologist. 

4. Conventional: Prefers 
rule-regulated, orderly, 

4.  Conforming, efficient, 
practical, unimaginative, 

4. Accountant, 
corporate 
manager. 

 
and unambiguous 
activities, flexible file 
clerk 

bank teller.  

5. Enterprising: Prefers 
verbal activities where 
there are opportunities 
to influence others and 
attain power. 

5. Self-confident, 
ambitious, energetic, 
domineering. 

5. Lawyer, real-estate 
agent, public relations 
specialist, small business 
manager. 

6. Artistic: Prefers 
ambiguous and 
unsystematic activities 
that allow creative 
expression. 

6. Imaginative, disorderly, 
idealistic, emotional, 
impractical. 

6. Painter, musician, 
writer, interior-decorator 

 
 

Theories of Motivation and Their Practical Implications 

 

What is Motivation? 

Motivation in an organizational context is referred as 'the extent of willingness of an 
employee to respond to the organizational requirements'. Motivation is generally 
directed, consciously or unconsciously, towards satisfaction of needs (motives). Motivation 
as a behavioural concept is of great interest to the executives and managers in 
organizations today. 

Theories of Motivation 

The various theories of motivation are: 
1. Scientific Management or Rational Economic View 
2. Human Relations Model 
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3. Abraham Maslow's Need Hierarchy Theory 
4. Frederick Herzberg's Two-Factor Theory 
5. Clayton Alderfer's ERG Theory 
6. Achievement Motivation Theory 
7. Victor H Vroom's Expectancy Model 
8. James Stacy Adams' Equity Theory 
9. Lyman W. Porter and Edward E Lawler - Performance Satisfaction Model. 
10. Reinforcement Theory 

Herzberg's Two-Factor or Motivation-Hygiene Theory 

Frederick Herzberg (1959) extended the work of Maslow and developed a specific 
content theory of work motivation. He conducted a widely reported study on about 200 
accountants and engineers from eleven industries in Pittsburg, USA. He used the critical 
incident method of obtaining data for analysis. 
Herzberg's theory is based on a two-factor hypothesis, that is, factors leading to job 
satisfaction and the factors leading to job dissatisfaction. The factors so identified were 
classified by him into two categories: 

• Motivational Factors; and 
• Hygiene or Maintenance Factors 

Motivational Factors 

These factors are related directly to the job itself. The presence of such factors creates a 
highly motivating situation, but their absence does not cause dissatisfaction. People tend to 
respond positively to the presence of such factors. Herzberg mentioned six such factors: 

• Recognition 
• Advancement 
• Responsibility 
• Achievement 
• Possibility of Growth 
• Work itself 

Factors like achievement and responsibility are related to job itself and others emanate 
from it. This set of factors has been designated as motivators or satisfiers and are   related 
to job contents. 

Hygiene or Maintenance Factors 

This set of factors is such that their presence does not significantly motivate the employees 
but their absence cause serious dissatisfaction. The non-availability of such factors is likely 
to affect motivation and bring down the level of performance. 
Maintenance factors mostly are related to environment, outside the job. Herzberg 
named ten such factors: 

• Company policy and administration 

• Technical supervision 

• Interpersonal relations with subordinates 

• Salary 

• Job security 

• Personal life 

• Working conditions 

• Status 
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• Interpersonal relations with supervisors 

• Interpersonal relations with peers and colleagues 

Motivation and Behaviour 

 
Behaviour of an individual is generally motivated by a desire to achieve some goal. 
Behaviour is either an 'activity' or, 'a series of activities'. Each activity is supported by 
motivation. Individuals differ not only in their ability to do but also in their will to do, or 
motivation. Motives are sometimes defined as needs, wants, drives, or impulses within the 
individual. These are directed towards goals, which may be conscious or subconscious. 
Goals are outside an individual. Goals are sometimes referred to as 'hoped for' rewards 
towards which motives are directed. 

 

Motivation to Work 

 
Manager should also know specific ways and techniques to motivate employees in the 
work situation. Most of these techniques are practical in nature and can be adopted by him 
in the normal course.  Some of the frequently used common incentives in organizations are: 
Money, appreciation, job enlargement, job enrichment, job rotation, participative 
management, and quality of work. 

 

Factors contribute to the quality of work life: 

• Adequate and fair compensation. 
• A safe and healthy environment. 
• Jobs aimed at developing and using employee's skills and abilities. 
• Growth and security; jobs aimed at expanding employees' capabilities rather than 

leading to their obsolescence. 
• An environment in which employees develop self-esteem and a sense of identity. 
• Protection and respect for employee's rights to privacy, dissent, equity. etc. 
• A sensible integration of job career and family life and leisure time. 

Role Set Conflicts 

The role set consists of important persons who have different expectations from the role 
that an individual occupies. The conflicts arise due to incompatibility among the 
expectations of significant others and the individual himself. These role set conflicts take 
the following forms: 

• Role ambiguity 

• Role Expectation Conflict 

• Role Overload 

• Role Erosion 

• Resource Inadequacy 

• Personal Inadequacy 

• Role Isolation 

Unit 4: Employee Feedback and Reward System 

Employees' Feedback 
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• Satisfaction of employees at workplace is considered an important parameter 
for achieving organizational objectives. Progressive organizations always try to 
get the regular feedback from the employees on various human resource 
management aspects, and new initiatives taken in this regard through some 
satisfaction or climate surveys. 

• The information is gathered both formally and informally about the attitude and 
satisfaction of employees. This information is used for refining and fine tuning the 
policy initiatives from time to time. At formal level the information and feedback is 
gathered through well designed questionnaires, psychological instruments, 
Suggestion schemes, etc.  

Feedback through Climate Surveys 

Organizations used to measuring employees' perceptions of the prevailing climate in an 
organization are called climate surveys. The coverage of a typical survey can be as 
follows: 

• Structure: The feeling that employees have about the constraints on the groups, 
rules, regulations, procedures, communications channels (layers in decision 
making), delegation and authority, etc. 

•  Responsibility: The feeling of being your own boss, clarity of role and 
responsibility vis-a-vis superior, subordinates and peers, etc. 

• Reward: The feeling of being rewarded for a job done well, perception about 
reward and punishment system, perception about pay and promotion, etc. 

• Risk: The sense of riskiness and challenge in the job and in the organization, and 
any emphasis on taking calculated risk (risk taking is encouraged and bona fide 
errors are protected) or playing safe is encouraged and accepted. 

• Warmth: The general feeling of fellowship that prevails in the workgroup 
atmosphere, the prevalence of informal supporting culture and social groups. 

• Support: The perception about helpfulness of managers and other employees in the 
group, emphasis on mutual support from above and below in the heirarchy. 

•  Standards: The perceived importance of implicit and explicit goals and 
performance standards, the emphasis on doing a good job, the challenge 
represented in personal and group goals. 

• Conflict: The feeling that the managers and other workers want to hear different 
opinions, the process of conflict resolution, opportunity to express the views, etc. 

• Identity: The feeling of belonging to the organization and perceived value in the 
organization and work group, etc. 

 

Reward and Compensation System 
The wages in the form of compensation is viewed as the main attraction to join or 
change a job. The compensation should not be so meager that employees do not feel 
motivated to put in their best. the compensation should be such that it continually 
attracts talent, it is a major source of retention of the existing manpower and has an 
edge which motivates them to give their best. 

Types of Compensations 
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Compensation is expressed in terms of money. It would thus include: wages or salary, 
bonus, cash allowances and benefits such as accident, health insurance cover, employer's 
contribution to the retirement funds, provision of accommodation, etc. The jobs are 
broadly classified in four groups and the compensation for them is commonly referred to as 
shown below: 

• Managerial (top, middle, junior) ... remuneration 
• Supervisory ... salary 
• Clerical or Administrative ... salary 
• Unskilled, semi-skilled, skilled and highly skilled ... wages 

Compensation Base 

Compensation policy is an important element in personnel management. What is the basis 
or factors on which compensation gets decided? It could be: 

• Company objectives 
• Market situation or prevailing market rate 
• Internal and external pressures. 

Compensation Theories 

Let us now consider conceptual and theoretical aspects of compensation. A good 
compensation package should cover factors like adequacy, societal considerations, 
supply and demand position, fairness, equal pay for equal work and job evaluation. 
These concepts are explained briefly: 
Adequacy of Wages 
The Committee on Fair Wages pronounced certain wage concepts such as: 

• Minimum wages 
• Living wages 
• Fair wages 
• Need-based minimum wages 

Alignment of Corporate Strategy, HR Strategy and Compensation 

system 

Strategy  HR Program  Compensation System  

Innovator Committed to agile , risk 
taking, innovative People 

Reward  innovation in 
products Market based pay 
Flexible  

Cost Cutter Efficiency Operational 
Excellence  

Focus on competitors 
labour cost increase 
variable pay Emphasize 
productivity Focus on 
system control and work 
Specifications  

Customer 
Focused 

Delight Customer Exceed 
Expectations  

Customer Satisfaction 
Incentives Value of Job and 
Skills based on Customer 
contact 
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Societal Consideration and Legal Framework 

The level of compensation in any industry, theoretically, gets decided by the socio-
economic considerations. Skewed distribution of wages will make the flow of supply shift 
and with the application of basic principle of demand and supply the equilibrium will be 
attained. This means that the compensation levels will, more or less, tend to be at par for 
the comparable work. In practice, however, this happens very rarely. In the free economy 
the Government does not control the aspect of wage administration and normally the 
market forces determine the compensation level. However, the administration is bound to 
protect the workforce from irrationally low wages. Taking this as the prime objective 
the Indian Government has enacted: 
 

• The Payment of Wages Act, 1936, 
• The Minimum Wages Act, 1948 
• The Payment of Bonus Act, 1965, and 
• The Equal Remuneration Act, 1976. 

Job Evaluation 

This is one important measure to determine the level of compensation package. A scientific 
job evaluation will ensure parity of compensation levels for similar or equal jobs. It also 
helps in distinguishing jobs in the level of complexity, skills required, the risk involved 
and link compensations accordingly. Job evaluation is a method of appraising the value 
or worth of one job in comparison to other jobs in the organization. The objectives are: 

• To determine the compensation rates 
• To link pay with the requirement of the job 
• To provide for pay differentials taking into account skills, efforts, hazards required 

in each job 
• To establish a compensation structure. 

Job Evaluation Techniques 

Non-quantitative Methods: 
• Ranking or Job Comparison 

• Grading or Job Classification 

Quantitative Methods: 
• Point Rating 

• Factor Comparison 

Designing Compensation Structure 

• Step1: Create a complete job Description for Jobs 
• Step 2: Calculate the Job evaluation point for the Job, provide a rationale for 

assigning specific degree to the various Jobs. 
• Step 3: Outliers to be considered, (assume no extreme data points exits in the 

dataset) 
• Step 4: Conduct a simple regression in Excel to create a market pay line by entering 

the job evaluation point (on the X axis) and the respective weighted average market 
base pay (on the Y axis) for each benchmark job. 

• Step5: Finding out R squared (Variance explained)? Is it sufficient to proceed? 
• Step 6: Calculate the predicated base pay for each benchmark job. 
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• Step 7: Assuming company wants to lend in base pay by 3%, adjust the predicated 
pay rates to determine the base pay rate you will offer for each benchmark job. 

• Step 8: Create pay grades by combining any benchmark jobs that are substantially 
comparable for pay purpose. 

• Step 9: Determine the pay range (Minimum & Maximum) for each pay grade. 
• Step 10: Given the pay structure you have generated. 

 
 

 

Unit 5: Performance Management 

Heyel defines performance appraisal as 'a process of evaluating the performance and 
qualifications of the employees in terms of requirements of the job for which they  
are employed, for the purposes of administration including placement, selection for 
promotions, providing financial rewards and other actions which require differential 
treatment among the members of a group as distinguished from actions affecting all 
members equally.' 

Appraisal Systems 
Performance appraisal is an organizational necessity. Various appraisal systems have 
evolved over a period of time. These systems vary from simple to complex, from vague to 
objective, from unstructured to structured and from confidential to open.  
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An organization has the option to device its own system or can adopt, with certain 
modifications, some other's system. What system one should choose will depend on 
whether it fulfills the objectives the organization wants the system to serve. 

Objectives of Performance Appraisal System 

• Judgemental - for salary increases, transfers and promotions; 
• Developmental - telling an employee how is he doing and suggesting changes in his 

skills, attitudes, behaviour; 
• Counseling by superior - for giving feedback and understanding problems for 

poor  performance. 

Uses of Performance Appraisal 

• It rates all the employees in a unified manner by using the same rating scales and 
thus making them comparable on a common footing. 

• It provides information which could be critical while deciding on promotion, pay 
increases, transfers, training, etc. 

• It provides information about the areas of weaknesses of the employee to enable 
initiation of corrective steps. 

• It improves the quality of supervision as the supervisor becomes a keen observer. 
• The system, if implemented with openness and trust, ensures better interpersonal 

relations between the employee and his supervisor. 

Performance Appraisal Process 

There are following steps in the evaluation process: 
• The process begins with the organization setting the 'performance standards' in 

advance. These standards should be clear, realistic and measurable. It is advisable to 
involve the line managers in the exercise as they understand the nuances and nitty- 
gritty of the job. 

• The performance standards then are required to be communicated to the 
employees. 

• The next stage is to measure the performance. It can be done through the data 
available with the department, personal observations, and feedback from the 
appraises. 

• Performance level of the employee is then compared with the benchmark or 
standard already established. Deviations are discussed and the reasons for 
deviations are noted. 

• The outcome is discussed with the employee, emphasising the strong points and 
counselling him on the weak points. 

• The last step is to initiate corrective measures and act on the positive performance 
by deciding on various incentives like increments, promotions, training needed, 
etc. 

Performance Appraisal Methods 

Traditional Methods 
• Free Form Essay Method 

• Straight Ranking Method 

• Comparison Method 

• Grading Method 

• Graphic or Linear Rating Scales 
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• Forced Choice Description Method 

• Forced Distribution Method 

• Group Appraisal Method 

Modern Methods 
• Assessment Centre Workshops 

• Management by Objectives 

• Human Asset Accounting Method 

• Behaviourally Anchored Rating Scales 

• 360 Degree Appraisal Method 

Performance Appraisal versus Confidential Report 

In a large number of organizations the annual performance appraisal exercise is carried 
out as a confidential activity. In fact, the form in which the performance of the employee 
is evaluated and reported is called confidential report. 

Merits and Demerits of performance appraisal system 

Advantage   
• It reveals a concern for performance and creates an atmosphere of openness and 

trust in the organization. 
• Gives feedback to the employee and ensures that corrective steps are taken in time. 
• It raises the general motivation level of the employees if implemented properly. 

Disadvantage   
• The halo effect — a tendency to allow one trait or characteristic of an employee to 

influence the assessment. The halo is to rate an employee consistently high or low. 
• The leniency or strictness tendency of the superior interferes with the appraisal and 

accordingly the assessment gets influenced. The superior is unable to come out of 
these tendencies. 

• The central tendency problem refers to assigning average ratings to all the 
employees without properly evaluating each aspect of appraisal carefully and 
fearlessly. 

• Similar error is the tendency of comparing the employee with oneself on various 
traits and parameters. Those who show the similar characteristics are normally 
rated high. 

Giving Feedback 
Giving a feedback without hurting a person's feelings is an art.  The points covered above 
in respect of appraisal interview are also relevant for giving feedback  to the 
employee. To give feedback, it is necessary to arrange the meeting in a congenial 
environment. After carefully listening to the employee, the appraiser should take command 
of the situation and give an honest feedback to the employee with an objective to help his 
development. The following points are crucial for giving feedback: 

• The feedback should be objective and should help employee in reaching appropriate 
level of performance in future. 

• The feedback should be suggestive in nature rather than Judgemental and  should 
focus on the training and developmental needs of the employee. 

• The superior should adopt a problem-solving approach and  not  fault-finding  
approach. The trust of the employee will be reinforced if a sincere attempt is made 
in giving feedback with an intention to help him. 
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• The superior should never lose sight that his aim is to improve the performance of 
the appraisee and not to criticize him. 

Do's and Don'ts 

Based on what has been discussed above, the DO's and DON'Ts of  the  appraisal interview 
and giving of feedback can be easily summarized: 

Do's 

• allow the employee to do the maximum talking, 
• encourage him to describe his success and failure, 
• create an atmosphere where he will open up. 
• praise him for his achievements. 
• tell him honestly what you think where he could have done well, 
• ask him what kind of help he expects from you. 
• extend to him all that you can do for him. 

Don'ts 

• arrange a meeting when you are unable to devote time undisturbed. 
• allow any kind of disturbance once the meeting starts, 
• adopt judgmental role, 
• criticize him for his failures. 

Counselling 
The prime purpose of counselling is to communicate to employee the feedback of the 
performance and expectations and, help the employee to understand the areas of 
concern with the sole objective of improvement of his performance. If the feedback 
system is effective, the employee not performing up to the mark gets to know clearly where 
he stands against the set benchmarks. 
The following could be considered as counselling skills: 

• It is essential to follow the stages mentioned earlier in respect of appraisal interview 
and feedback session. It helps in creating conducive atmosphere. The appraiser 
should realize that it is a common human tendency to react negatively to the 
feedback process, and particularly to the counselling process. 

• The process should start by communicating the purpose of the counselling. 
• The appraiser should be specific and descriptive when he is evaluating the 

performance. 
• Appraiser should avoid commenting on the person and centre his discussion on the 

issues related to performance. 
• His intention should be to assist the employee to overcome his problems. With this 

prime objective, even when he is criticizing the behaviour (and not the person)  he  
should do it carefully. Criticizing without crippling should be the motto. 

• He should listen to the employee and try to help him. 
• He should offer workable solutions and act where the appraises can initiate 

improvement. 
• Appraiser should not have any prejudice about the employee and try to evaluate the 

employee's version objectively. 
• Successful counselling is effective listening. 

Unit 6: HRM and Information Technology 
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Using technology to continuously improve the quality of the work. Technology can 
improve the information available to HR, facilitating HR processes, and making them faster 
and more effective. One of the biggest allies in HRM, HRIS is adopted to make 
organizations more accurate and effective. 
The banking sector has absorbed maximum technology for their operations. IT has offered 
a variety of delivery channels to support customers' needs in an efficient and effective 
manner. 

Role Of Information Technology In HRM 

As such its first responsibility would be to adopt the IT orientation within the 
department. There is tremendous scope to use IT in a whole range of HRM functions. 
viz. recruitment, training, placement, appraisal and reward systems, organizational 
development initiatives, etc. The need for use of IT can be seen through the following 
observations: 

• Certain basic information about an employee is used by number of 
functionaries within and outside the HR department. For instance, if the 
organization has a geographical spread, the information about an employee is 
floated at field units, maintained and processed at field administrative units as well 
as at the corporate (control) office.  

• The database related to an employee is becoming broad-based as various 
dimensions are getting added. e.g. along with the traditional data regarding 
salary, allowances, increments, leave, etc. 

• Updating the data could be done partially by different individuals from different 
locations. 

• The decisions related to HR – day-to-day or policy reviews – need to be 
embedded in databases to achieve objectivity and consistency in decisions. Such 
objectivity is imperative and can be achieved as IT enhances transparency.  

• Human Resources being one of the significant components of internal 
environment, policy review must be undertaken to respond to the changes.  

• To ensure adherence to statutory requirements, maintaining of such database is 
needed. 

Human Resource Information System (HRIS) 
Human Resource Information System (HRIS) has become an organizational necessity. 
The need for HRIS is an offshoot of the requirement to take frequent strategic decisions 
concerning employees. Decisions taken on the basis of information, whether it is 
concerning, posting, training, compensation, job rotation, promotion, etc. 
Maintenance of Database, Access Control and Use for Decision Making 
It is evident from the contents of HRIS database mentioned  above  that  all data do not 
need updating frequently. Some of the static data required to be entered only once in 
master file, viz., name, date of birth, date of joining, etc. Data on placement, training, 
etc., 

HR Research  

Research in HRM can be undertaken to understand: trends of existing systems like 
recruitment, promotion, training, appraisal system etc. to understand the workforce in 
terms of motivation, commitment, expectation, frustration etc. to remain sensitive to 
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internal environment, regular opinion surveys, benchmarking, climate studies etc. can be 
conducted. 

Knowledge Management (KM) 

• KM refers to process of (a) creating, (b) storing (c) distributing and (d) pooling 
the knowledge (as per Wilcox-1997).The people in a system are the sources of 
creating knowledge while storing and distributing the information is the 
responsibility of the information technology machinery of the organization.  

• Hence management of 'knowledge worker' is very critical issue and cannot be done 
by traditional, bureaucratic process. Knowledge management has gained 
prominence in the light of the uncertainty that the employee who has created the 
knowledge, will continue with the organization or not, particularly where the 
attritions le77els are higher. 

Technology in training  

The technology offers an opportunity in designing training interventions to suit the 
individual learners. Important features are: 

• Mass learning user friendly material can be produces at low cost. 
• Trainers and trainees can be physically separated. 
• Trainee has the option to choose time and date and place and convenience form for 

learning. 
• Technology based training methods help in distance learning. 

Advantages of E-Learning: 

• Enables learner to study at his convenient time and place and can have privacy 
• Enables him to study at his own pace 
• Can offer high level inter-action with immediate feedback and provide opportunity 

to check his understanding 
• Can be simulated to real life situation 
• Can be cost effective depending upon its use 

Disadvantages of E-Learning 

• Relatively inflexible depending on a pre-produced programme 
• Requires greater self-discipline and commitment by the learner 
• May induce a sense of isolation 
• Does not permit personal reinforcement, therefore, the motivational effects are 

forgone 
• Can prove costly as expensive H1W and S/W are required 

../../Users/Abhinav%20Srivastav/Downloads/Ambitiousbaba.com
../../Users/Abhinav%20Srivastav/Downloads/test.ambitiousbaba.com


Ambitiousbaba.com                                                                                                                  Online Mock Tests 

 
31 Best Study Materials and Mock Tests for JAIIB/CAIIB Exams 

 

Join Telegram Group for CAIIB 

Visit for CAIIB Mock Test 

Download Mock Test APP 

 

 

../../Users/Abhinav%20Srivastav/Downloads/Ambitiousbaba.com
../../Users/Abhinav%20Srivastav/Downloads/test.ambitiousbaba.com
https://t.me/caiib_group
https://test.ambitiousbaba.com/caiib-mock-test
https://play.google.com/store/apps/details?id=com.ambitiousbabanew
https://test.ambitiousbaba.com/caiib-mock-test-combo-abm-bfm-retail-banking

