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TS-007 : HUMAN RESOURCE DEVELOPMENT
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GENERAL INSTRUCTIONS

1. All questions are compulsory. Each question carries 2 mark.

2.  No cell phones, calculators, books, slide-rules, notébooks or written notes, etc. will
be allowed inside the examination hall.

3.  You should follow the instructions given by the Centre Superintendent and by the
Invigilator at the examination venue. If you violate the instructions, you will be
disqualified.

4. Any candidate found copying or receiving or giving assistance in the examination
will be disqualified.

5. The Question Paper and the OMR Response Sheet (Answer Sheet) would be
supplied to you by the Invigilators. After the examination is over, you should hand
over the OMR Response Sheet to the Invigilator before leaving the examination
hall. Any candidate who does not return the OMR Response Sheet will be
disqualified and the University may take further action against him/her.

6. All rough work is to be done on the question paper itself and not on any other
paper. Scrap paper is not permitted. For arriving at answers you may work in the
margins, make some markings or underline in the test booklet itself.

7. The University reserves the right to cancel the result of any candidate who
impersonates or uses/adopts other malpractices or uses any unfair means. The
University may also follow a procedure to verify the validity of scores of all
examinees uniformly. If there is substantial indication that your performance is not
genuine, the University may cancel your result.
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How to fill up the information on the OMR Response Sheet
(Examination Answer Sheet)

Write your complete Enrolment No. in 9 digits. This should correspond to the
enrolment number indicated by you on the OMR Response Sheet. Also write your
correct name, address with pin code in the space provided. Put your signatures on
the OMR Response Sheet with date. Ensure that the Invigilator in your
examination hall also puts his signatures with date on the OMR Response Sheet at
the space provided.

On the OMR Response Sheet student’s particulars are to be filled in by blue/black
ball pen also. Use blue/black ball pen for writing the Enrolment No. and
Examination Centre Code as well as for blackening the circle bearing the correct
answer number against the serial number of the question.

Do not make any stray remarks on this sheet.

Write correct information in numerical digits in Enrolment No. and Examination
Centre Code Columns. The corresponding circle should be dark enough and should
be filled in completely.

-Each question is followed by four probable answers which are numbered (1), (2), (3)
and (4). You should select and show only one answer to each question considered by
you as the most appropriate or the correct answer. Select the most appropriate
answer. Then by using blue/black ball pen, blacken the circle bearing the correct
answer number against the serial number of the question. If you find that answer
to any question is none of the four alternatives given under the question, you
should darken the circle with ‘0’.

No credit will be given if more than one answer is given for one question. Therefore,
you should select the most appropriate answer.

You should not spend too much time on one question. If you find any particular
question difficult, leave it and go to the next. If you have time left after answering
all the questions, you may go back to the unanswered question.

There is no negative marking for wrong answers.
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1. is the process by which an organisation ensures the optimum use of

human resources currently employed.

(1) Human Resource Planning (HRP)
(2) Human Resource Management (HRM)
(3) Human Resource Development (HRD)

(4) All of the above

approach to Educational Planning relies on projection of past trends in

demographic aspects of a population and the enrolment at different levels of

education.
(1) Manpower Requirement (2) Rate of Return
(3) Social Demand (4) None of these

3. The following are Manpower Demand Forecasting techniques, except :

(1) Normative : (2) Employer’s opinion

(3) Component (4) Census

4. Database for manpower Macro Supply Forecasting.are based on:

(1) Age at entry and exit (2) A_ttrition rate
(3) Migration and Mortality (4) . All of these
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Deficiencies and drawbacks of the manual record keeping of personal records
include the following :

(1) Error prone, fragmentation, duplication of data

(2) Cost effective, accurate, diﬁiculf to analysé

(3) Improved acéuracy, easy detecﬁon of data error, single .systemk

(4) Cost effective, duplication of data, difficult to analyse

The basic premises of Human Resource Accounting is that

(1) Human beings are resource and any expenditure for their development is an

investment

~ (2) Human beings are skillful, but their development is an additional expenditure

T8-7

(3) Human beings are resources, but any they must invest in their own

development

(4) Human beings are not resources that require any investment

The concept of original cost in Human Resource Accounting refers to :

(1) Recruitment and Selection Process (2) Hiring and Placement Process

(3) Orientation and On-the-job Training (4) All of these

The trigger points to go for a job evaluation by any organisation are :

(1)  Disillusion with existing remunefation patterns

(2)  Due to some reason present salary structure ﬁl lose its relevance
(3)  Technological advahcements have affected the nature of jobs

(4)  All of the above

(6) None of the above

(4)



9. What is the main objective of job evaluati&h ?
(1) Rate jobs before appointing employeeg
(2) Voluntary activity to motivate em_ployees
(3) Satisfactorily define the wage and salary differentials

(4) Itis about relationships and not absolutes

10. ‘ is the listing of the personal qualiﬁéations, "skills, abilities and
knowledge needed to perform a job satisfactorily.
(1Y Job Specification (2) Job Analysis

(3) Job Description | (4) Job Evaluation

11. Job description is used for the following in an organisation, except :

(1) Recruitment, Selection, Promotion, Transfer
(2) Manpower Planning, Training and Development
(3) Supervisor—-Employee Communication

(4) Micro and Macro Manpower Forecasting

12. Arrange the following steps of Task Anaiysis sequentially :
(i) Ranking benchmark jobs by factors
(i) Ranking the other jobs and wage fixing
(iii) Selectiné benchmark jobs
(iv) Allocating money values to factors
(1) (i), @), Gv), () @ (i), O, 6, (v
@ G, @), Gv), (i) @ G, G, Gv), 6
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13. The job analysis method historically most widely used for salaried jobs, particularly
in the government and service occupations is :
(1) Job Ranking (2) Job Classification

(3) Point Rating (4) Factor Comparison

14. Arrange the following steps of Task Analysis sequentially :

(i) Contextual Analysis
(1) Competency vAnalysis
(iii) Activity Analysis |
(iv) Task Delineation

‘ (v) Discrepancy Analysis
(vi) Performance Analysis
(1 @, Gd), (i), @), (v), (vi) (2) (iv), (i), (i), (v), (i), (vi)

3) @), (iid), (iv), (id), (vi), (v) (4)  (vi), (v),(iv), (iid), (id), (D)

15. Interviews, Diaries, Logbook and Questionnaire are the commonly used sources

and methods for the collection of information for analysis.
(1) Competency | (2)  Activity
(3) Performance (4) Discrepancy

16. A Personnel Manager’s role entail the following, except :

(1) Mediator ‘ (2) Spokesperson
(3) Change Agent (4) Manpower Forecasting
TS-7 v ' (6)
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17. Personnel management is also called as :
(1) Personnel Administration (2) Manpower Management .

(3) Both of thesev | (4) None of these

18. Sequence the following in the order which they are practiced in an organisation :
(i) Promotion
(i) Performance appraisal
(iff) Recruitment
(iv) Retirement

(v) Induction and Placement

(1) (id), (Gv), (1), (1), (v) @) @i, (v), (i), (@), (iv)
(3) (id), (v), (@), (ii), Gv) @) (@i, (@), (i), (v), (iv)
19. The recruitment process based on is said to be a costly affair.
(1) Internal sources (2) External sources
(3) Referring (4) Cost remains same for all types

20. Psychomotor tests are administered to determine mental dexterity or motor ability

and used in the selection of candidates who have to. perform repetitive jobs. They

are used as :
(1) Achievement Tests (2) Aptitude Ability Tests
(3) Personality Tests (4) Interest Tests

TS-7 (7) P.T.O.



21. Common defects that may produce inaccurate information about job applicants are :
(1) Power of interviewer
(2) Act or phony behaviour of the interviewee

(3) Open ended questions by interviewer

(4) All of the above

22. General Orientation, Specific Orientation and Follow-up Orientation are the steps

of the :
(1) Training Process (2) Induction Process
(3) Placement Process (4) Promotion Process

23. The ideal situation of finding ‘the right person for the right job’ that reduces

employee turnover, absenteeism, improves morale, etc. is known as :

(1) Recruitment (2) Selection

(8) Placement (4) Induction

24. Most commonly used method of training in the Hospitality industry is :

(1) Apprenticeship (2) Role-playing

(3) Workshops (4) Lectures

25. To think through problems which may confront the organisation, now or in the

future is the objective of development of managerial personnel at :

(1) Middle Functional Executive (2) Middle Line Management

(3) Top Management v (4)  All of these
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26.

217.

28.

29.

30.

31.

TS-7

Which is not a method of determining training needs ?

(1) Analysis of an activity | (2) Brainstorming

(8) Transfer ' (4) Workshop

Fourth order needs of Maslow’s Need Hierarchy refers to :

(1) Social motives (2) Ego needs

(8) Self-esteem needs (4) All of these

According to Herzberg, the set of factors that provide job satisfaction are known as :

(1) Hygienes (2) Motivators

(3) Self-actualisation (4) Psychological need

Job Enrichment does not involve :
(1) Addition in Quality of Work
(2) Increasing Responsibilities

(3) Addition of more Tasks and Duties

.(4) Making Crisis Decisions

What does not motivate an employee ?

(1) Clear Goal (2) Buck Mastership

(3) Supportive Leadership (4) Expectation of Success

Reducing employee turnover and absenteeism, and thus having a more stable and

satisfied workforce is the :
(1) Objective of Job Description (2) Purpose of Career Planning
(3) Employee Motivation (40 Goal of Job Enlargement

| (9) P.T.O.
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32. These terms are not synonyms :

(1) Career and Manpower Planning
(2) Career and Succession Planning
(3) Both of the above

(4) None of the above

33. can be a counsellor in an organisation.

(1) Managers (2) Volunteers

(3) In House Counsellor (4) All of these
34. Listening, Empathy, Acceptance, Congruence and Response are the skills and
techniques of :

(1) Employee Motivation (2) Career Pianning

(3) Employee Counselling (4) Grievance Handling
35. The tendency of evaluators to base assessment of all individual characteristics on

the rater’s overall impression of the person being evaluated is termed as the :

(1) Halo effect (2) Biasness

(3) Inflation of ratings (4) Leniency error

36. This is not a method of Performance Appraisal :

(1) BARS (2) Ranking Procedures

(3) Symposium (4) None of these

TS-7 (10)



87. This is not a reason for Personal Transfer .

38.

(D

(2)

3)

(4)

1)

39.

TS-7
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4)

To correct erroneous placement
To meet emergencies in operations
To search for creative opportunities

To provide an outlet from blind alley jobs
1 :?ﬁ

is a potential reward in an orgnisation.

Compensation in form of bonus, benefits
Friendship and respect from coworkers
Management’s letter of appreciation

All of the above.

Sequence the following in the order ‘which they are practiced while handling a

grievance :

@)  Getthe facts

(i) Deﬁne the problem

(iii) Acknowledge Dissatisfaction

(iv) Follow up

(v) Analyse and decide :

1) @), (), Gid), Gv), (v) (2) (id), (i), (), (v), (iv)
@) G, @), Gi), ), Gv) @ G, G, @), @), ()
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40. Disciplinary action that is very impersonal, immediate and stern is known as :

(1) Corrective Disciplinary Action (2) Progressive Discipline

(3). Hot Stove Rule (4) None of these

41. A termination of services for reasons of redundancy or surplus to requirement is

known as :
(1) Layoff (2) Retrenchment
(3) Dismissal - (4) Discharge

42. Third Party Mediation is a technique and method of

(1) Grievance Handling Procedure (2) Disciplinary Action

(3) Transfer Policy. (4) Performance Appraisal

43. The main factors affecting salary levels within an organisation are :

(1) External Relativities (2) Internal Relativities
(3) Individual worth (4) All of these

(5) None of the above

44. All individuals should be able to calculate the reward he or she can get for a given

level of achievement. This reflects the of an organisation.
(1) Bonus Scheme (2) Incentive Scheme
(3) Incremental System (4) Saiary Budget

TS-7 : (12)



45.

46.

47.

48.

TS-7
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ESI Scheme refers to :
1) EmployeéS’ Special Incentive Act, 1948
(2) Employees’ State Insurance Act, 1948 .
(3) - Employees’ Specific Incentive Act,’ 1948

(4) Employees’ Specific Insurance Act, 1948

Educational, Transport, Recreational and other benefits are commonly termed as :

(1) Social Security (2) | Statutory Benefits

(3) Voluntary Welfare Amenities (4) None of these T

Conducting of enquiry of any complaint of harassment by woman employee needs to
follow the directives as given by :

(1) National Council of Women

(2) Supreme Court

(3) National Cgmmission for Women

(4) All of the above

-One gender issue that is not specific only to Tourism and Hospitality Industry is :

(1) Imagery of Women for Destination Promotion
(2) Sex Tourism as an organised industry
(3) Human Trafficking in the guise of Tourism

(4) Maternity Benefits

(13) P.T.O.
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49,

50.

TS-7

“A relationship between a young, adult and an older, more experienced adult that
helps the younger individual learn to navigate in the adult work and the work
world” is known as :

(1) Sponsorship ' (2) Méntoring

(3) Parenting (4) Harassment

Characteristics of large enterprises that affect strengthening of the Human
Resource Development (HRD) functions are :

(1) Distortion in messages

(2) Need of structural changes in the organisation

(3) Geographical spread of the organisation

(4) All of the above

(14)
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