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Instructions: Answer briefly and state assumptions wherever necessary. 

Q.1 Read the case given below and answer the questions that follow: 

Case: Improving Performance at the Hotel Azure4*05= 20 Marks) 

60 

(CO 1,2) 

Hotel Azure was established_ in Delhi in the year 2010. Slowly a chain of hotels opened in Mumbai, Chennai, 

Benagluru and Ahmedabad. By the year 2026 they wish to set up hotels in Singapore, Malaysia, and Dubai. 

The Hotel Azure's strategy is: 'to use superior guest service to differentiate the Hotel Azure properties, 

and to thereby increase the length of stay and return rate of guests and thus, boost revenues and 

profitability'. HR Manager Sanya Arya must now formulate functional policies and activities that support 

this strategy and boost performance by _eliciting the required employee behaviours and competencies. 

As an experienced HR professional, Sanya knew that recruitment and selection processes invariably 

influenced employee competencies and behaviour an_d through them, the company's bottom line. 

Everything about the workforce-its collective skills, morale, experience and motivation - depended on 

attracting and then selecting the rig_ht employees. 

In reviewing the Hotel Azure's employment systems, she was therefore co~cerned that virtually all the 

company's job descriptions were out of date, and that many jobs had no descriptions at all. She knew that 

without accurate job descriptions, all her improvement efforts would be ·in vain. After all, if you don't 

know a job's duties, responsibilities,·and human requirements, how can you decide whom to hire or how 

to train them? To· create human resource policies and practices that would produce employee 

competencies and behaviours needed to achieve the hotel's strategic aims, Sanya's team first had to 

produce a set of usable job des~riptions. 

A brief analysis, conducted with her company's CFO, reinforced that observation. Thy chose departments 

across the hotel chain that did and did not have updated job descriptions. While they understood that 

many other factors might be influencing the results, they believed that the statistical relationships they 

observed did suggest that having job descriptions had a positive influence on various employee behaviour 
. 

and competencies. Perhaps having the descriptions facilitated the employee selection process, or perhaps 

the departments with the descriptions just had better managers. In any case, Sanya received the go-ahead 

to design new job descriptions for the chain. 
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While the resulting job descriptions included numerous traditional duties and responsibilities, moSt also 
· · h • b F • I J·ob descriptions for the front desk clerks included several competencies umque to eac JO • or examp e, 

included competencies such as "able to check guest in or out in five minutes or less"· Most service 
employees' description included the competency "able to exhibit patience and guest supportiveness even 
when busy with other activities". Sanya knew that including these competencies would make it easier for 
her team to devise useful employee selection, training, and evaluation processes. 

(a) Briefly explain the terms: organisational strategy and business unit strategy.· Also, as per your 
understanding of the case, what are the Organisational, business unit/competitive strategies of 
Hotel Azure? 

(b) List down the Line and Staff Managers of Hotel Azure. 
(c) What issues/components Sanya and her team should keep in mind while designing the job for the 

post of front desk clerk? 
(d) Prepare the job description and.job specification for a front desk clerk of Hotel Azure. 

Q2. Briefly state why do organisations adopt the following workforce strategies: 
(4*2.5 = 10 Marks) (CO 3) 

a. Layoffs 

b. Attrition 

c. Contractual workforce 
d. Outsourcing 

Q3. A start-up h~s approached you to help them with the recruitment and selection of Marketing 
Executives, preferable MBA with 0-2 years of work experience. Offer your recommendations 
while elaborating the steps in recruitment and selection -process. 

As per you, what type of training should be provided to the Marketing Manager when he/she 
joins? Also explain the important elements of training & development as per your understanding. 

Also cite what compensation must be given to the Marketing Executive of this start-up. Offer 
detailed 'recommendations with reasoning. (10 Marks) (CO 3,4) 

Q4. Based on discussions held in the class, share your views. (citing examples) on any 2 of the 
following: (05*2 = 10 Marks] [CO 1) 

(a) "Deloitte Workforce strategies" 
(b) "Separation Nightmare" - Managing employee exit 
(c) "All managers are HR Managers and all HR Managers are line managers" 

QS. Read the Diversity case attached and analyse it critically keeping in mind the dimensions of diversity 
and offer detailed recommendations. [10 Marks] [ COl-4) 
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CASE STUD~Y # 1 -.... ~ ..,,. - .. 
, . ... -

Forklift:s and Drills LLC is a major supplier of equipment for 
the oil field industry headquartered in Dallas, Te~, all

d . 
doing business in Oklahoma, Texas, Alaska, the Middle East, 
and Russia. Following a decline in sales and market share, ilie 
company hired a new CEO, a 42-year-old male. He pl~ed 
to turn the company ar9und in 16-mopths. He imme~ately 
hired a VP for Marketing (male and age 41) to investig~te the 
reason for the decline in sales. The CEO suggested to hun • 
that he might want to look at the gender and age mix 0 ~ the 
sales force of the company because he suspected that nught , 
be, the problem. After all, everybody knows that women don t 
bel.?ng -~nywhere near an oil field, especially in the ~ddle . 
East, and younger employe(!S work harder beca~se they have 
Ill()re eO:ergy and are more qi.otivated. The results of the 
inv~tigation rev~e~lthat the 4ecrease ~ sales was due to an 
a• .. ·, ,.· ·.. . .'. . . •. , 
tnf~r1or _saj.es teaqi:' Jhe ·av~rage ag~-of ~e saj.~$. force was 

52, ~d 20% were f<;!male. The new ·cEO then instructed the 
• . . . ; ".t : . ~ ... • '• • 1 ... • 

VP for marketing to replace the older members of the sales 
force with younger hµ~s, an~ to get ri4 of those women while 
he Was at :it .. • • 
: -, • • ori~r the next l7 µiqnths, 7s ~mployees J~st their jobs. 
Most of these individuals were over ~e 40 an,d had received 
e~cell~µt __ per(ormap.~e r~views in th~ past. All of the wonien 
Were replaced. The "official" reason giVen for th~ termina
tions wa,s "iiU1bility tQ ~dapt to change:' Most of the new 
Crnplo}'kes who were hired to replace ihem were in their 20s, 
and all were male. ~e company directed the employment 
agency used to find these replacements to look for qualified 
individuals under the age of 34. 
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