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Assignment 1
1Explain the Paternalistic and Human Resources Development approaches in HRM.
Paternalistic leadership is a managerial approach that involves a dominant authority figure who acts as a patriarch or
matriarch and treats employees and partners as though they are members of a large, extended family. In exchange,
the leader expects loyalty and trust from employees, as well as obedience.
In some cultures, the gender-neutral phrase "parental leadership" has replaced the words paternalistic or
maternalistic. Regardless of what word is used to describe the parent, employees who work in such an environment
are expected to understand that the authority figure knows what is best for the organization and trust that their
leader will always have an employee's best interests at heart. Employees are listened to, but the leader always
makes the final decision.
A successful paternalistic leader thinks about the big picture and considers how every decision will affect "the
family." Paternal leaders value education and social skills and often go out of their way to provide employees with
opportunities for improving business and interpersonal skills. A benefit of this managerial style, when carried out
successfully, is that employees may work harder to complete tasks within a given time frame so that they can reach,
and sometimes even exceed, their goals in order to please the parental leader and bring honor to the family.
A shortcoming of paternalistic leadership is the possibility that the parent figure may inadvertently upset the
hierarchial structure of the family, especially during times of crisis. If a parental leader is perceived to unfairly favor
some members over others, jealousy and resentment can poison the workplace environment and the patriarch or
matriarch will not longer have the loyalty, trust, and obedience he or she requires to be an effective leader.
HRD is a process, not merely a set of procedures and practice. Organizations can trigger this process by planning for
HRD and allocating resources needed for it. It is important in this regard to throw some light on the various
approached to HRD.
1. Human Capital Approach:
This approach given in 1960s dealt with managing & measuring worker productivity. The importance of HRD was
judged in terms of the effect of HR on the bottom line of the firm. Human Resources were associated to human
capital formation which included several activities.
Schultz was of the view that investment in development of human beings for acquisition of useful skills and
knowledge could only yield results if direct expenditure in health, on-the-job training, and formal education and
internal migration was made. These activities were directly related to human capital formation. He linked economic
growth to human capital and was of the view that renewed thrust was needed in order to help human capital bring
to full bloom.
2. Social Psychological Approach:
This approach highlights that motivation, attitude and values are important variables in development. David Mc
Clelland studied the various factors that contributed to economic development of various countries. Based on his
extensive research which he published in his seminal work “The Achieving Society” published in 1961, he concluded
that motivation to achieve excellence led to economic development.
He further suggested that management should pay attention to the effects of the plans on attitude, value and
motives of people because in his opinion it was these factors that had a bearing on the success of the plans. He
linked achievement motivation to economic improvement and suggested ways to develop human potential.
3. The Poverty Alleviation Approach (World Bank Report of 1980):
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This approach suggests that involvement of state is needed for development of people and reduction of poverty in
an economy. Based on the Report of the World Bank of 1980; it identified investments that needed to be done for
equipping the poor to become self-sufficient. This approach was a step forward in recognizing economic role that
human development could play. It further established the importance of developing human competence for poverty
alleviation leading to economic development.
4. Queen Bee Approach:
As the name itself suggests, in this approach one particular individual makes use of all the available resources for
his/her own development.
5. Motivational Approach:
Drawing from the Psychological approach, this goes a step forward in the direction of recognizing motivation as the
sole means for improving efficiency hence productivity.
6. Creativity Approach:
This emphasizes on creativity and innovations as the key aim of HRD activities. Creative organizations are equipped
better to deal with crises and face competition as creativity deals with developing stupendous ideas and innovative
concepts. Creativity is an important competitive resource as Organizations may lose many fruitful prospects due to
lack of creativity.
Businesses are facing challenges in the form of rapidly changing technologies, severe competition and volatile
markets and a creative approach to business would arm the employees with necessary skills to handle such
uncertain situations.
7. Inputs Approach:
This is a mechanistic approach, which seeks to calculate the benefits of HRD as a ratio of input and output.
_____________________________________________________________________________
2Explain the relationships between Line and Staff.
Line and staff organization is a modification of line organization and it is more complex than line organization.
According to this administrative organization, specialized and supportive activities are attached to the line of
command by appointing staff supervisors and staff specialists who are attached to the line authority. The power of
command always remains with the line executives and staff supervisors guide, advice and council the line executives.
Personal Secretary to the Managing Director is a staff official.
MANAGING DIRECTOR
↓ ↓ ↓
Production Manager Marketing Manager Finance Manager
↓ ↓ ↓
Plant Supervisor Market Supervisor Chief Assisstant
↓ ↓ ↓
Foreman Salesman Accountant
Features of Line and Staff Organization
1. There are two types of staff :
a. Staff Assistants- P.A. to Managing Director, Secretary to Marketing Manager.
b. Staff Supervisor- Operation Control Manager, Quality Controller, PRO
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2. Line and Staff Organization is a compromise of line organization. It is more complex than line concern.
3. Division of work and specialization takes place in line and staff organization.
4. The whole organization is divided into different functional areas to which staff specialists are attached.
5. Efficiency can be achieved through the features of specialization.
6. There are two lines of authority which flow at one time in a concern :
a. Line Authority
b. Staff Authority
7. Power of command remains with the line executive and staff serves only as counselors.
Merits of Line and Staff Organization
1. Relief to line of executives- In a line and staff organization, the advice and counseling which is provided to
the line executives divides the work between the two. The line executive can concentrate on the execution
of plans and they get relieved of dividing their attention to many areas.
2. Expert advice- The line and staff organization facilitates expert advice to the line executive at the time of
need. The planning and investigation which is related to different matters can be done by the staff specialist
and line officers can concentrate on execution of plans.
3. Benefit of Specialization- Line and staff through division of whole concern into two types of authority
divides the enterprise into parts and functional areas. This way every officer or official can concentrate in its
own area.
4. Better co-ordination- Line and staff organization through specialization is able to provide better decision
making and concentration remains in few hands. This feature helps in bringing co-ordination in work as
every official is concentrating in their own area.
5. Benefits of Research and Development- Through the advice of specialized staff, the line executives, the line
executives get time to execute plans by taking productive decisions which are helpful for a concern. This
gives a wide scope to the line executive to bring innovations and go for research work in those areas. This is
possible due to the presence of staff specialists.
6. Training- Due to the presence of staff specialists and their expert advice serves as ground for training to line
officials. Line executives can give due concentration to their decision making. This in itself is a training
ground for them.
7. Balanced decisions- The factor of specialization which is achieved by line staff helps in bringing co-
ordination. This relationship automatically ends up the line official to take better and balanced decision.
8. Unity of action- Unity of action is a result of unified control. Control and its effectivity take place when co-
ordination is present in the concern. In the line and staff authority all the officials have got independence to
make decisions. This serves as effective control in the whole enterprise.
Demerits of Line and Staff Organization
1. Lack of understanding- In a line and staff organization, there are two authority flowing at one time. This
results in the confusion between the two. As a result, the workers are not able to understand as to who is
their commanding authority. Hence the problem of understanding can be a hurdle in effective running.
2. Lack of sound advice- The line official get used to the expertise advice of the staff. At times the staff
specialist also provide wrong decisions which the line executive have to consider. This can affect the efficient
running of the enterprise.
3. Line and staff conflicts- Line and staff are two authorities which are flowing at the same time. The factors of
designations, status influence sentiments which are related to their relation, can pose a distress on the
minds of the employees. This leads to minimizing of co-ordination which hampers a concern’s working.
4. Costly- In line and staff concern, the concerns have to maintain the high remuneration of staff specialist. This
proves to be costly for a concern with limited finance.
5. Assumption of authority- The power of concern is with the line official but the staff dislikes it as they are the
one more in mental work.
6. Staff steals the show- In a line and staff concern, the higher returns are considered to be a product of staff
advice and counseling. The line officials feel dissatisfied and a feeling of distress enters a concern. The
satisfaction of line officials is very important for effective results.
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______________________________________________________________________________________________
3What do you mean by Workers training? Explain workers training methods.
Training is crucial for organizational development and success. It is fruitful to both employers and employees of an
organization. An employee will become more efficient and productive if he is trained well.
Training is given on four basic grounds:
1. New candidates who join an organization are given training. This training familiarize them with the
organizational mission, vision, rules and regulations and the working conditions.
2. The existing employees are trained to refresh and enhance their knowledge.
3. If any updations and amendments take place in technology, training is given to cope up with those changes.
For instance, purchasing a new equipment, changes in technique of production, computer implantment. The
employees are trained about use of new equipments and work methods.
4. When promotion and career growth becomes important. Training is given so that employees are prepared to
share the responsibilities of the higher level job.
Some of the methods which are usually used for training of employees are:
(1) On The Job Training
(2) Off-The-Job-Training
(3) Apprenticeship Training
(4) Vestibule Training (Training Centre Training)
(5) Internship Training and
(6) Learner Training.
(1) On The Job Training:
Under this method an employee is instructed by some experienced employee, who may be a special instructor or
supervisor. The success of this type of training mainly depends on the trainer. Usually training in crafts, trades,
technical areas etc., is given by keeping the unskilled or semi-skilled worker under the guidance of skilled workers.
(2) Off-The-Job-Training:
Under this method, a trainee has to leave his place of work and devote his entire time for training purposes. He does
not contribute anything towards production during training. This type of training may be arranged in the enterprise
or may be acquired from specialised institutes imparting such training.
(3) Apprenticeship Training:
In many industries such as metal, printing and building construction, etc., this method of training is widely in use.
The apprenticeship training may go on for four to five years. The worker is usually absorbed by the concerned
industry after training period is over.
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They get practical knowledge while working on the job and theoretical knowledge in the class room lecture. The
workers get some stipend during their training period. It is the oldest and traditional method of training in crafts,
trades and technical areas.
The standards fixed in apprentice training are rigid. The mechanical apprentice programme in an organisation, for
example, may take four years. Progress reports are periodically submitted. Like other employees, an apprentice is
also entitled to bonus, vacation and other facilities.
(4) Vestibule Training (Training Centre Training):
Vestibule means a passage or room between the outer door and the interior of a building, in order to reach the inner
of a house, one must pass from vestibule. Under vestibule training, workers are trained on special machines in a
separate location i.e., classrooms.
The vestibule school is run by the Personnel Department. Training is given in artificial conditions which are just like
the real conditions. The theoretical training is given in the classroom.
The supervisor is relieved of training the new employees. He can concentrate on his other important assignments
such as quality and quantity of output. This method is followed when the number of persons to be trained is very
large. It is often used to train machine operators, computer operators, typists etc. It is a useful when theoretical
concepts are to be taught along with the problem solving abilities.
(5) Internship Training:
In this method of training students get practical training while they study. A proper liaison is established between
the technical institutions and business houses where students are sent during their vacations. Thus, there is a
balance between theory and practice and students get practical Knowledge while studying.
(6) Learner Training:
Learners are those persons who are selected for semi-skilled jobs and lack even the basic knowledge of industrial
engineering. These learners are first given education in vocational schools where they get knowledge of arithmetic,
workshop mathematics and learn the operation of machines. They can be assigned regular jobs after training.
4Explain the concepts of Job design and Job analysis.
Job analysis is the process that identifies tasks, duties, responsibilities, required qualifications, skill and
knowledge etc. for an individual for a job. Job analysis is done for recruitment, to evaluation the employee's need of
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training and evaluation. On the other hand Job design is allocation of tasks to an employee or group of employees in
an organization. Job design determines those job, tasks and responsibilities and employee (group) have to perform.
Job design and Job analysis differs not only on their purpose of creation but also their timing of performing.
That means Job design is performed before Job analysis. Job analysis is performed when new job is created or job
nature and method is changed due to change in technology or requirements. Job design mainly focuses on work
division and effective performance of tasks and job completion whereas Job analysis is about effective and
appropriate selection of candidates. Job design attempts to implement the available manpower effectively and
efficiently but Job analysis deals with the required skills, qualification of employees who are to be assigned tasks. Job
analysis covers wide range of information viz. Job description, Job Specification, Job Design, Recruitment and
Selection process, Compensation and remunerating employees. Job analysis defines about evaluation of employees
too. Job design deals with business objectives and structuring works.
From the eye of a manager in an organization, effective selection of candidates is important. Right person for
right job and right job for right person is very important. Manger will fail if they tries to turn donkey to horse that
means manager should know the skill, knowledge of individual. If manger fails on Job analysis then it is highly
probable that wrong person are recruited and selected. Selection of wrong person will make job design complex.
Proper job design is required for achieving maximum efficiency, to achieve organization goals. So if manger don't
have proper knowledge of Job Design and Job Analysis he cannot decide appropriateness of a candidate/employee
and cannot assign job properly so the company cannot achieve its goals.
Therefore, job design is a process by which required and job-related information is gathered to determine different
tasks to be included in the job. The manner in which the work activities are scheduled can influence the motivational
level of employees. Hence it is an essential tool of human resource management which helps to enhance
organizational productivity and challenges at work.
A brief description of steps in job design are as follows:
1. Specification of tasks: This is the first step of job design under which the individual task is specified. It means
different tasks to be included in a job are categorized and specified.
2. Combination of task: After specifying the individual tasks to be included in a job, they are combined into a group
and assigned to individual employee or group for performance.
3. Specification of method: Under this step, different methods of performance of each tasks are identified and
determined.
_______________________________________________________________________________________________
5. Explain the concept of HRM in service sector, nature and its applications in service sector.
HRM or Human Resource Management in an organisation is the process by which the human resources in an
organisation are planned, selected, trained and retained. Hence the main functions of HRM are Human Resource
Planning in which the human resource needs of the organisation are planned keeping into consideration the various
environmental factors. The next function is recruitment and selection of employees through various processes like
interviews, written tests, aptitude tests etc. Another important function is training and development of the
employees of the system. Providing the benefits of compensation along with other perks in another function called
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Employee retention. These various aspects of human resource management hold true for all kinds of organisation
including the service sector. The given assignment studies these aspects with respect to Education Service Sector.
Nature of Services
The definition of service is “any intangible product, which is essentially a transaction and is transferred from the buyer to
the seller in exchange for some consideration (or no consideration). Let us take a look at some of the characteristics of a
service.
 Intangibility: A service is not a physical product that you can touch or see. A service can be experienced by the
buyer or the receiver. Also, you can not judge the quality of the service before consumption.
 Inconsistency: There can be no perfect standardization of services. Even if the service provider remains the same,
the quality of the service may differ from time to time.
 Inseparability: One unique characteristic of services is that the service and the service provider cannot be
separated. Unlike with goods/products the manufacturing and the consumption of services cannot be separated
by storage.
 Storage: The production and consumption of services are not inseparable because storage of services is not
possible. Being an intangible transaction there can never be an inventory of services.
Types of Services
Let us take a look at the kinds of services that we come across in the economy. There are basically three types of
classification of services.
Browse more Topics under Business Services
 Banking and E-Banking
 Insurance
 Life Insurance, Fire Insurance and Marine Insurance
 Communication Services, Transportation and Warehousing
1] Business Services
The first type of service is business services. The most basic definition would be services that support the daily
functioning and activity of any business but is not a commodity. Take for example IT services. In this day and age, every
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business will require technological setup. The people who provide IT support to a business are providing a service in
exchange for consideration.
There are other similar services that any business enterprise may require for the smooth functioning and management
of its activities. Some such services are Banking, warehousing, insurance, communication, transport etc.
2] Personal Services
Personal services are commercial activities that are provided to individuals according to their individualistic needs. The
service here is extremely personalised to the customer. So there can be no uniformity in the services. The service
provider will alter his service according to the personal needs of each customer.
Some examples of personal services are catering, hotel and accommodation, medicine, any kind of artistic endeavour
(like painting, sculpting etc). As you will notice all these services fulfil personal needs of the customers.
3] Social Services
And when talking about types of services, we come to social services. These are essential public services. They are
provided by the government or other such non-profit organisations. These services aim to achieve social equality in the
society by providing the backward sections with the help they need. The service is not provided for a profit motive but as
a social cause. Social services include services in the sector of education, sanitation, medical facilities, housing etc.
Assignment 2
1Explain the functions of HRM.
Human Resource Management (HRM) is a systematic approach that works to fill the gap between an organization
and its employees. Functions of HRM have been developed by the Minister of Human Resource Development to
simplify the task of managing the human capital of the organization. These works are broadly classified into two
categories:
1. Managerial Functions
2. Operative Functions
o Managerial Functions:-
Human resource management(HRM) is required at all levels of an organization. Top management is responsible for
strategizing and directing the successful application of such schemes. In this process, they perform the following
functions:
1. Planning
Planning is the first and basic function of management and everything depends on the plan; before thinking of
anything else, management needs to be aware of the vacancies or workforce needs of the organization. After that,
they are very much required to formulate a strategy to meet future requirements.
2. Organizing
The purpose of human resources is to bring together the available human resources and physical resources with the
organization, the manager sets a framework for operative tasks. Along with organizing everything related to HR and
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the organization, Human resource managers should be well aware that organizing is a process of creating and
organizing everything in a proper way to avoid any confusion and conflict.
3. Directing
Directing is a knowledge, discipline, and formal way of communicating to others what you expect from them or an
organization. Unless a human resource manager has the ability to direct, a human resource manager cannot be said
to be full-fledged. When the HR manager has the right guidance capabilities, the manager instructs the team to act
accordingly and provides appropriate guidance to meet the organizational objective.
4. Controlling
Human resource managers must have full knowledge of handling all matters related to human resources, as they
must be fully capable of thinking and deciding what should be done and what should not be done They also need to
know how employees should be treated and how not. Simultaneously he sets the standard for management
performance and subsequently analyzes the results based on such criteria through performance evaluation and job
analysis.
o Operative Functions:-
Operative functions are those that are performed at the departmental level or middle level and are primarily
concerned about the execution of plans and strategies created at the managerial level. Below we have mentioned
about various types of operative functions:
1. Procurement
Acquisition of human resources is the primary function of a manager. This includes all requirements of personnel,
recruitment, and selection of suitable candidates, an appointment to the right place of the workforce, and
estimation of orientation.
2. Training & Development
Providing proper training to managers to develop the necessary skills and talents within the employees and ensuring
the correct development of the selected candidates is an important function of HR. Overall, the success of an
organization depends on how well employees have trained for the job and their growth opportunities within the
organization. The role of HR is to ensure that new employees acquire company-specific knowledge and skills so that
they can perform their tasks efficiently. This increases the overall efficiency and productivity of the workforce,
resulting in better business as well as greater profitability for the company.
3. Providing Compensation and Benefits
Benefits and compensation are a major part of the total cost expenditure of any organization. It is necessary to plug
expenses, and at the same time, it is very necessary to pay employees well. Therefore, the role of human resource
management is to create packages such as bonuses, benefits, and compensation for them to attract more employees
in the workplace without disturbing the company’s finances. By which he will be able to give more good production
to the company by doing his work with more interest.
4. Integration
Integration means introducing new employees to the organization and their work or process. This includes
motivating employees through various financial and non-financial incentives, providing job satisfaction, dealing with
employee complaints through formal grievance procedures, collective bargaining, labor participation in
management, conflict resolution, development of sound human relations, employee consultation, improving quality
of work-life, etc.
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5. Maintenance
It is the most important function, it is related to saving and promoting the physical and mental health of the
employees, which aims to provide many types of fringe benefits like PF, life insurance, accident insurance, health
insurance, pension to the employees. It is necessary to provide gratuity with various benefits and facilities such as
allowances and other health and safety measures.
We hope this information will help you to understand the functions of Human Resource Management (HRM).
2Discuss how to plan HR activities and formulate policies.
1. ALIGNMENT AND INTEGRATION OF ORGANIZATION PLAN WITH THE HUMAN RESOURCE REQUIREMENTS
The top-level management must ensure that the HR activities and requirements are considered while preparing the
organization plan to achieve the organization’s overall objective. The integration of the plan with human resource
requirements is essential because the execution of plans in their intended manner depends on the effectiveness and
efficiency of the human resource.
2. PLANNING OF HUMAN RESOURCE
Human resource is a vital factor of an organization that needs planning for its procurement and deployment. The
dynamic business environment where the technology is bringing new changes in the organisation’s way of working
has made it necessary to plan HR activities properly. The HR management must anticipate the kind of human
resource needed by the organization and accordingly plan for the procurement criteria, salary, training and
development, appraisal, performance bonus, promotion and other benefits to applying to its human resource.
3. RECRUITMENT OF HUMAN RESOURCE
The organisation’s employees must be carefully recruited as their performance is directly linked with the
organisation’s success. The HR activities include conducting a recruitment process for selecting the most eligible
candidate who can add value to the organization. The human resource management activities include a personal
interview, aptitude test and other methods to evaluate the knowledge, learning ability, leadership qualities,
teamwork spirit and other parameters.
4. REGULAR EVALUATION AND MONITORING OF PERFORMANCE
Another core human resource management activity is to keep a check on the performance of the employees
continuously. The HR management shall perform activities to monitor and compare the employees’ performance
and the target performance and take corrective actions to fill the gap. The flow of communication and information
among the management and employees shall be free to achieve better and timely results.
5. TAKING STEPS TO KEEP THE EMPLOYEES MOTIVATED
Human resource management activities shall also focus on maintaining and increasing the motivation level of the
employees. The employees shall be timely, rewarded for achieving targets within the predetermined deadlines.
Monetary benefits such as bonuses, incentives, promotion, and non-monetary benefits like the best performance
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award, recognition, and creative innovation can keep the employees motivated to give their best for the
organization.
6. TRAINING AND DEVELOPMENT
The continuous updating of the knowledge and skills of the organisation’s human resource is an important factor for
its success in the long run. The development of human resource is an important activity performed by human
resource management. Regular training of employees enables them to actively update themselves with the changing
needs of the business environment.
7. REWARDS AND COMPENSATION
Employees shall be adequately rewarded for their efforts through justified salary, bonus, incentives and other
monetary benefits. Non-monetary benefits like the best performance award, recognition to creative innovation,
trophies can keep the employees motivated to give their best for the organization. This human resource activity is
crucial as if the employees are not happy with the compensation and benefits that they receive for their work, and
then it can adversely affect their performance.
8. ENSURING SAFETY AND WELL BEING OF THE EMPLOYEES
The human resource management shall perform all activities which are necessary for ensuring the safety and well
being of its human resources. It is the organisation’s responsibility to provide a healthy and safe work environment,
proper safety measures for work that require exposure to hazardous situations and adequate health care facilities
for the employees and their families.
9. ORGANIZATION DEVELOPMENT
This management activity involves preparing a strategy as per the nature and size of the organization to build a
working environment where employees can give their best efforts. Effective coordination and cooperation among
the human resources employed at different levels of the organization results in the development of both the
employees and the organization.
10. INVOLVING THE EMPLOYEES IN THE DECISION-MAKING PROCESS
The management shall keep the employees well informed about the organization’s functioning so that they can
effectively participate in the decision- making process. The support of the employees’ union can help in encouraging
the participation of skilful employees in decision making.
11. PROVIDING JOB SECURITY AND GROWTH OPPORTUNITY TO THE EMPLOYEES
Human resource management is necessary for the organisation’s growth, but it should also contribute to the
professional development and growth of the individual employees.
In order to fulfill this objective, policies and procedures should be made on following guidelines or steps:
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1. Clear and specific, yet flexible enough to meet the changing conditions.
2. Compliance with all appropriate law and regulation.
3. Agreement with one another and reflection of an overall true and fair view approach to all employees.
4. Identify the purpose and objectives which the organization wish to attain regarding to its Human Resources
department.
5. Analyse all the factors under which the organization’s HR policy will be operating.
6. Examining the possible alternatives in each area which the HR policy statement is necessary.
7. Implementation of the policy through the development of a procedure to support the policy.
8. Communication of the policy and procedures adapted to the entire organization.
9. Auditing the policy so as to reveal the necessary areas requiring change.
10. Continuous revaluation and revision of policy to meet the current needs of the organization.
11. Gain understanding of the corporate culture and its shared values.
12. Analyse existing policies: both written and unwritten existing policies.
13. Analyse external influences as HR policies are subject to the influence of many legislation, regulations and
authorities, thus the codes of practice issued by the professional institutions, should also be consulted.
14. Assess any areas where new policies are needed or existing policies are inadequate.
15. Check with managers, preferably starting at the top, on their views about HR policies and where they think
could be improved.
16. Seek the view of employees about the HR policies, especially to the extend for which they are inherently fair
and equitable and are implemented fairly and consistently.
17. Seek the view of the union’s representatives.
18. Analyse the information retained in the previous steps and prepare the draft policies.
3Explain the need and importance of Management development programmes in the organization.
Some of the advantages of management development in an organization are listed below:
1. It improves the performance of managers. One of the biggest advantages of management development
is the fact that it helps massively in boosting the performance of managers at all levels within an
organization. Management/executive development programs exploit the full potentials of managers and
enhance their managerial skills in diverse ways thereby making them more effective. When managers of
a company or organization improve upon their managerial skills, the success of the company or
organization is guaranteed.
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2. It makes employees loyal. Management development has the tendency of making employees in
management positions to become more loyal to the company or organization that they work for. The
reason this can be possible is because of the fact that since the employees know that the company or
organization has invested a lot of time and money in developing them, they will also want to show their
appreciation to the organization by remaining loyal and working harder.
3. It solves the problem of shortage of trained managers. It is a fact that getting well-trained managers to
man certain managerial jobs can be quite difficult simply because of the massive shortage of such
professionals. Management/executive development programs are important because they solve this
problem by helping companies and organizations get well-trained managerial personnel through the
training process. In the absence of this, then organizations would have to keep searching in the labor
market in vain for qualified and trained managerial personnel.
4. It makes managers dynamic and helps them handle changes. Today, the world is changing faster than
ever. For example, the rapid growth of technology means that these days things are done quite
differently from the way they were done some years back. Companies are aware of the massive changes
taking place on a daily basis. Companies are also aware that if they do not also change their ways of
doing things, they are going to be left behind in this fast-changing world. As a result of this, organizations
use management development programs to improve the skills of their employees in managerial positions
so that they can cope with the numerous changes going on around them. Only when the managers of an
organization are dynamic and are able to handle the rapid technological and social changes that take
place around them will the growth of the entire organization be assured.
5. It helps deal with the issue of the complexity of the management job. There is no doubt that the jobs of
managers or executives can be very complex. Now, if management jobs are complex in nature, then
mangers at all levels in the organization must possess certain pertinent skills and knowledge in order to
enable them to perform their job effectively. This is where management development programs come in
to play. These programs are made in such a way that they induce behavioral changes in individuals
occupying managerial positions and equip them with the necessary skills and knowledge that they need
in order to handle the complexity of the positions that they find themselves in.
6. It helps managers to handle the complexity of organizations. These days, in the face of increasing
competition, companies are becoming more and more complex in order to increase productivity and
beat their competitors. As a result of this, there is the dire need for managers to be well-equipped to be
able to handle the complex natures of their companies and deal with the challenges that come along
with this.
7. It helps to ensure the success and growth of the organization. Since management development
programs improve the managerial skills of managers, it allows for the effective management of the entire
organization. Since the 1980s, management development has been identified as one of the key factors in
ensuring the economic success of companies and organizations all over the world. Companies that fail to
organize management development programs for their managers do not thrive as well as those that do.
Management/executive development is so important that not only does it play an instrumental role in
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ensuring organizational success, but it also leads in a more broad way to the overall growth of the
economy of a nation.
8. It helps managers to perform their social responsibilities more effectively. Social responsibility can be
said to be the ethical obligations of management to perform certain actions to benefit society at large.
This is very important as it helps companies develop a positive relationship with the society or
community that they find themselves doing business in. With management development programs,
managers begin to recognize their social and public responsibilities and perform these responsibilities in
a way that fosters a positive relationship between their companies and the society in which they operate.
9. It boosts the morale of the managers. When a company or organization spends its money and time in
sending an employee to management training programs and seminars, it makes the employee feel that
their organization values them and appreciates the work they are doing for them. This therefore boosts
the employee’s morale and makes him or her want to work better. This ends up making him or her to
become more productive than before.
10. It improves the communication skills of the managers. The last but not least advantage of management
development training programs is the fact that they are capable of improving the communication skill of
managers, which is a very important thing for every organization – whether a business organization or a
non-profit making organization. When managers possess good communication skills, it enables them to
communicate more effectively with their staff towards achieving the goals of their organization and
overcoming any challenges that come their way.
The above are some of the major reasons why management development is important to all organizations – whether
they be business organizations, non-profit making entities, or government agencies.
_______________________________________________________________________
4- Explain the meaning of following terms: a. Employee separation b. VRS and c. HR accounting
a. Employee separation
Employee separation is a sensitive issue for any organization. Usually, an employee leaves the organization after
several years of service. Thus, the permanent separation of employees from an organization requires discretion,
empathy and a great deal of planning. An employee may be separated as consequence of resignation, removal,
death, permanent incapacity, discharge or retirement. The employee may also be separated due to the expiration of
an employment contract or as part of downsizing of the workforce. Organizations should never harass the
employees, especially in the case of resignation, just because they are quitting the organization. In fact, a quitting
employee of the organization must be seen as a potential candidate of the future for the organization and also the
brand ambassador of its HR policies and practices. However, many organizations are still treating their employees as
"expendable resources" and discharging them in an unplanned manner whenever they choose to do so.
Each organization must have comprehensive separation policies and procedures to treat the departing employees
equitably and ensure smooth transition for them. Further, each employee can provide a wealth of information to the
organization at the time of separation. Exit interviews can be conducted by the HR department to ascertain the
views of the leaving employees about different aspects of the organization, including the efficacy of its HR policies.
b.VRS
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VRS stands for voluntary retirement scheme, whereby an employee is offered to voluntarily retire from services
before the retirement date. The scheme allows companies to reduce the strength of employees. It can be
implemented by both the public and private sectors. VRS is also known as 'Golden Handshake'
How does VRS work
VRS applies to employees who have completed 10 years of service or are above the age of 40 years. It applies to
workers, executives of companies and/or to an authority of a co-operative society (except company/co-operative
society directors). As per the rules, voluntary retirement scheme should result in an overall reduction in the existing
strength of employees and the vacancy cannot be filled up. PSUs have to obtain prior approval of the government
before offering voluntary retirement. Firms can frame different schemes, however, they must conform to the
guidelines under section 2BA of the Income-Tax Rules. One of the pertinent rules clearly states that retiring
employee must not be employed in another firm belonging to the same management.
c. HR accounting
Human Resource Accounting (HRA) is the process of identifying, and reporting investments made in the human
resources of an organization that are presently unaccounted for in the conventional accounting practice. It is an
extension of standard accounting principles. Measuring the value of the human resources can assist organizations in
accurately documenting their assets. In other words, human resource accounting is a process of measuring the cost
incurred by the organisation to recruit, select, train, and develop human assets.
The human resource process was established to fulfill a number of objectives within the organization. These include:
1. To furnish cost value information for making proper and effective management decisions about acquiring,
allocating, developing, and maintaining human resources in order to achieve cost effective organizational
objectives.
2. To monitor effectively the use of human resources by the management.
3. To have an analysis of the Human Asset, i.e. whether such assets are conserved, depleted, or appreciated.
4. To aid in the development of management principles and proper decision making for the future, by
classifying the financial consequences of various practices.
5. Discuss the importance of HRM services in Bars and Restaurants
Restaurants are fast-paced businesses. They need the support of HR to manage functions such as recruitment,
performance management and staying in compliance with employment and food-handling regulations. HR's role
and responsibilities range from the moment an applicant expresses an interest in working for the company to the
employee's last day on the job. HR staff expertise, knowledge of industry practices and experience create a recipe
for restaurant success.
Recruitment and Selection
HR's integral role and responsibilities in the recruitment and selection process involve creating job descriptions,
advertising job vacancies, conducting preliminary interviews and processing new hire paperwork. Recruiters often
belong to industry-specific professional associations and networks to improve the restaurant's visibility and the
chances of recruiting the best candidates.
Certifications
Restaurants in most states that serve alcoholic beverages must have TIPS-certified employees. TIPS certification
means employees serve alcoholic beverages responsibly and are capable of determining when customers reach
consumption limits that expose the restaurant to liability. In addition, restaurant employees often need to be
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tested for communicable diseases and trained for proper food handling. HR coordinates training and verifies
health- and food-related certification.
On-Boarding
HR develops appropriate orientation and on-boarding programs for new employees. HR staff deliver orientation
training for new workers that covers workplace policies as well as service standards. Service standards include
restaurant-specific guidelines, such as timing for customer service, preparation guidelines and plate presentation.
HR Training
Restaurant managers are responsible for managing work force issues; therefore, HR trains managers on how best
to handle HR matters that can be resolved without the assistance of the HR department. HR's responsibility
includes training restaurant floor managers on resolvable performance issues and employee relations matters,
such as addressing employee suggestions and concerns.
Compensation and Benefits
Surveying and setting competitive wages, as well as payroll processing are functions HR staff handle for
restaurants. For employers that provide employee benefits, HR negotiates rates for group health plans and
monitors the administration of retirement savings programs. In addition, HR monitors open enrollment for
company benefits, a task few restaurateurs want to deal with.
Compliance
HR staff maintains the restaurant's compliance with employment regulations such as the Fair Labor Standards Act,
a federal law that governs minimum wage and overtime pay. Some restaurants may be especially prone to FLSA
violations because of the long hours and low wages for restaurant workers. HR also ensures the restaurant
complies with other federal and state fair employment practices.
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