Human Resource Management
Q.1: Dr. Reddy’s Laboratories is creating a new global compliance manager position to oversee regulatory requirements across multiple countries. The HR team must conduct a job analysis to define the role’s responsibilities, required competencies, and performance standards. Given the complexity and international scope, relying on a single data collection method may not capture all relevant aspects. The HR team must select and combine appropriate job analysis methods, such as interviews, questionnaires, and observation, to ensure the job description and specification are robust and support effective recruitment and performance management. How should the HR team at Dr. Reddy’s Laboratories apply multiple job analysis data collection methods to ensure comprehensive and accurate job information for a new global role, considering the limitations of each method?
Answer:
Introduction:
Job analysis is a critical HR function that provides detailed information about the duties, responsibilities, skills, and performance standards required for a specific role. In the context of Dr. Reddy’s Laboratories creating a global compliance manager position, job analysis becomes even more crucial due to the international scope and regulatory complexity involved. A global compliance manager must ensure that the company adheres to diverse regulatory frameworks, industry standards, and legal requirements across multiple countries. Capturing all the nuances of such a role requires comprehensive and accurate information. Relying on a single method, such as interviews or questionnaires, may result in incomplete data, overlooking critical responsibilities or competencies needed for the position.

NMIMS University Online Solved Assignment – December 2025
Buy complete NMIMS solved assignments for the December 2025 session.
General/Generic Assignment at just ₹200 per assignment.
Customized/ Unique Assignment at just ₹500 per assignment.
Contact No: +91 9741410271 (WhatsApp)
OR
Mail to: smu.assignment@gmail.com
Our website: https://mbaassignmentsolutions.com

Q.2 (A): A multinational corporation is recruiting for several global leadership positions. The HR team is debating whether to use structured interviews, which ensure consistency and comparability, or unstructured interviews, which allow for deeper exploration of candidates’ personalities and cultural fit. The company values both fairness and the ability to identify leaders who can thrive in diverse, cross-cultural environments. Assess the effectiveness of using structured versus unstructured interviews in the selection process for a multinational corporation seeking to fill global leadership roles.
Answer:
Introduction:
Recruiting global leaders for a multinational corporation is a complex task, as it requires identifying candidates who possess not only technical and managerial skills but also the ability to navigate diverse cultural contexts. The selection process needs to balance fairness, objectivity, and consistency with the ability to understand personal traits and cultural adaptability. Structured and unstructured interviews are two commonly used methods in recruitment. Structured interviews offer standardization and comparability across candidates, while unstructured interviews allow for a deeper understanding of personalities and cultural fit.

Q.2 (B): A large multinational is considering a major investment in AI-powered learning platforms and data analytics to personalize employee training and track development outcomes. While some leaders see this as a way to future-proof the workforce and increase agility, others worry about employee resistance, data privacy, and the loss of human touch in development. The HRD team must evaluate the overall impact of technology-driven interventions and propose strategies to ensure effective implementation. Critique the effectiveness of using technology-driven HRD interventions, such as AI-powered learning platforms and data analytics, in enhancing employee competencies and organizational agility.
Answer:
Introduction:
Technology-driven HRD interventions, such as AI-powered learning platforms and data analytics, are transforming how organizations train and develop their workforce. These interventions promise personalized learning experiences, faster skill acquisition, and improved tracking of employee progress, which can enhance organizational agility. Multinational companies see this as a way to future-proof their workforce in an increasingly competitive environment. However, the adoption of such technologies also raises challenges, including employee resistance, concerns about data privacy, and the risk of reducing human interaction in development processes.

