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	JAIPURIA INSTITUE OF MANAGEMENT, INDORE
Post Graduate Diploma in Management (Batch 2024-26)

	Course Title: Advanced Human Resource Management, (Course Code: 40303)
End-Term Examination, Term - III (April 2026) 

	 Time Duration: 2 Hours                                                                                          Total Marks: 40



General Instructions:
1. [bookmark: _GoBack]Answer the questions as directed. The break-up of the marks is given wherever necessary.
1. Marks against each question is indicated to its right.
1. Answer all the questions of a ‘Section/Question’ at one place in continuation.
1. Answers should be brief and to the point. 


SECTION - A

CASE: HexaTech Solutions – Driving HR Transformation
HexaTech Solutions Pvt. Ltd. is a rapidly growing mid-sized IT services firm headquartered in Bengaluru, India, specializing in cloud transformation and digital engineering. Over the last three years, the company has expanded aggressively, increasing its workforce from 700 to 1,200 employees and achieving annual revenues of ₹600 Crores.

To remain competitive, HexaTech implemented a hybrid work model (3 days remote, 2 days office), increased reliance on a gig workforce (15% of total workforce), and aggressive campus hiring, resulting in a workforce dominated by Gen Z and Millennials.

Despite good growth, many challenges have emerged in the firm:

1. Rising Attrition: Increased exits among mid-level engineers and project managers due to lack of growth, better pay in other firms, and burnout.
2. Declining Engagement: Engagement score of 5.6/10 with concerns around work-life balance and weak managerial support.
3. Hiring Inefficiencies: Low offer acceptance (~60%), high time to fill the positions, and increasing recruitment costs.
4. Career Stagnation: Low internal promotion rate (~5%) and lack of structured career paths.
5. Wellbeing Issues: Rising absenteeism (~7%) and burnout in hybrid work.
6. Gig Workforce Challenges: Lack of integration and engagement of gig workers.

HR Statistics:

Employees at Start of the year: 1000
Employees at End of the year: 1200
Employees Who Left in the year: 300
New Hires in the year: 500

Total Days to Fill Positions: 25000
Total Positions Filled: 500
Total Recruitment Cost: ₹5,00,00,000
Offers Made: 700
Offers Accepted: 420

Pre-training Score: 60
Post-training Score: 75
Total Engagement Score: 5600
Total Responses: 1000

Total Revenue: ₹600 Crores
Total Employees: 1200
Employees Promoted: 60
Employees from Underrepresented Groups: 240


QUESTIONS:

Q1. Calculate the following HR metrics. Analyse any three insights from it:    (5 Marks) (CLO 2)
- Employee Turnover Rate
- Employee Retention Rate
- Time to Fill
- Cost per Hire
- Employee Engagement Index
Q2. Evaluate and identify five major HR issues at Hexaware and classify them as (5 Marks)
Efficiency, Effectiveness, or Strategic issues. (CLO 3)

Q3. Analyse & prepare a Balanced HR Scorecard (BSC) with at least four metrics and targets to be achieved. 
                                                                                                                                                (10 Marks) (CLO2)

Q4. Evaluate and list HR interventions addressing career management, engagement, wellbeing, multigenerational workforce, and gig workforce (min. two on each parameter). (10 Marks) (CLO 3)




SECTION - B

CASE: “Revamping People Practices at GreenField Industries”

Background
GreenField Industries Ltd. is a leading Indian manufacturing company in the renewable energy components sector, with operations across 4 states in India and a workforce of approximately 4,000 employees.
The company has recently repositioned itself as a “Sustainability-First Organization”, aligning with ESG commitments and global client expectations.
As part of this transformation, the CEO has emphasized:
“Our sustainability agenda must go beyond environment — it must reflect in how we manage people, inclusion, and employee experience.”

Emerging Challenges
Despite strong sustainability branding externally, internal HR practices are not quite aligned.
 1. Diversity, Equity & Inclusion (DEI) Gaps
· Women representation: 18% overall, but only 5% in leadership roles 
· Underrepresentation of employees from rural and economically weaker backgrounds 
· Inclusion survey reveals: 
· Employees feel “diversity is symbolic, not real” 
· Limited psychological safety in teams 
· Pay equity concerns raised in internal forums 
 2. Sustainability vs Employee Reality
GreenField has implemented:
· Green campuses 
· Carbon reduction initiatives 
However, employees report:
· Long working hours in plant locations 
· Limited flexibility 
· Poor work-life integration 
This has led to rising absenteeism and increased fatigue in shop-floor employees 

3. Traditional HR Practices
HR systems are largely:
· Policy-driven, not employee-centric 
· Reactive rather than proactive 
· Limited use of employee insights 
For example:
· Learning programs are standardized (not personalized) 
· Engagement initiatives are uniform across locations 
· No structured approach to employee experience design 

 4. Workforce Diversity Complexity
Workforce mix:
· Shop-floor workers (Gen X, semi-skilled) 
· Engineers (Millennials) 
· New hires (Gen Z) 
· Contract labour (25%) 
Each group has different expectations, yet HR policies remain uniform across the company.

Trigger Event
A major global client conducted an ESG audit and flagged:
· Weak DEI representation in leadership 
· Lack of employee-centric sustainability practices 
· Absence of structured employee experience design 
The client warned:
“Future contracts will depend on demonstrable people sustainability practices.”

 HR’s Mandate:
“We need to redesign our people practices to integrate DEI, sustainability, and employee experience using modern approaches like design thinking. This must be practical and measurable.”

Q1. As an HR leader at GreenField, analyse the above situation  and prepare a practical, implementation-oriented HR intervention framework using Design Thinking principles to address DEI and sustainability challenges.   (10 Marks) (CLO 2)
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