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. Q1. Answer in detail: (Attempt any 2)

A. Explaln all the stages of talent life cycle in details

B. Explain allthe principles of managing talent'

i a n i\ /t^ -i,.- \it4U I'lull\vi

c,

C. Elaborate on practices essentialfor measurement of talent'

D. Explain what all steps you willfollow to design a training program with a hypothetrcal example

Q2. Read below Case Study and answer the questions: (10 Marks)

At our high-tech electronics firm, we realized that people had difficulty adapting to our culture. First; we irad

an issue with offers being accepted, but itew hires not starting with the company, as they chose anoti-rer

,offer over ours. Then we had new employees who felt lost or u.hrJiotivated after the hype of getting the job

and starting with the company, anditheywo'uld then leave within a relatively short period of tirne' \lJe v''ere

concerned because, as we were growing, we wanted to attract a high caliber of new talcnt

We created a committee to restructursour employee on boarding to mal<e it more user friendly. This group

consisted of hiring managers, functional heads and human resourie (HR) managers discussing -why thcsi:

\ issues wbre arising and the impact they were having on the company.

We knew we wanted to attract quality talent and retain them, so we conducted research in the form of iocus

groups with employees who had been with the company between six months and a year:. \.A/e askeci trrern

about their experiences of startin! the job - how did they feel during the proces:;? What was the:r

experience of their first day and first week on the job? We learned a lot about our ovrn processes: olrr

employees felt isolated, even intimidated. We realized that this was not the first impressiorr we wanted to

make.
We started by putting together a package of materials to address'post-offer synrjrome.'This pacl<age is

mailed to the employee's home after theacceptance of an offer. This package includes a video af:out the

company and employee testimonials. lt is intended to be viewed with family members sc-r they too havc a

better sense of where their loved ones will be working. lt also offdrs detailed information aborrt the bencfits

of the job presented in an attractive format to convey clearly what the company had to of ler'

The first day on the job there is an orientation session that includes lunch and a tour of the facility. A senicr

executive welcomes the group to demonstrate senior leadership's commitment to ail the ;Lrl.1"' l'ilc
(

t

Law

: r', 1

ei

Enrolment No.

*



.r: . 'i.,ri.tr:f11:1i,:-., . .

Enrolment No.

orientation gives an account of the company's history and its philosophy'"as well as l<ey elements of rhe

corporate social responsibility program,o uuiin instillingthe key eleme.nts of oLrr corrrorrrlc't:ullrrre 
'l'l:c r:crt

employees were then released to their oWnieparumentswith sbmeone in a related rolc as an initial g.ridc'

This person escorts them to their work area where they meet their team membt:rs and thclr milnager'

The work area was set up in advance so that the employee can famiriarize themselves v;ith tlreir comput€:t

and other resources straight away. This practice is followed by many companies, incluiing Nllicrosoft ano

rBM. During few days, the new hire meets with their manager who warks them througir their rore usirrg a

crearry defined job description and outrines the specific objectives which fr:rrn p,,rr oi rheii fuiure

performance appraisal. There are then subsequent meetings with'the manager to ensure the objectives anc

the methods to be u;ed to attain them are understood

ln order to address the feelings of isolation described in the focus groups, we createci ;i b clcl'7 s'l'stcnr r"''i':rt

new employees are paired with an established staff member who is not their rnrrrre( lc.ilu'riPrlriut' i'ilit'

employees are introduced to their'buddy'within the first week so that they feel conliurt'iLie finrling:it

about the company, its divisions and departments, and how it functions' Their'budcly' should be someurie

they can trust to provide accurate information quickly and discreetly, includirtg aspects of the comparlY-

culture. For the estabrished staff member, this is an opportunity to develop readershrp "rnci coaching sirills

outside of their functional area and in a less formal setting'

Q.1- ldentify voiious orientation on boarding proctices used by the c,ompony for their 
,nev't 

i;ire s,,

Q.2 Write down process of orientotion followed by the compony whenever any new hire ioirtec)'

Q.3 From the cose study explain which intitioti:ive wos Tounid beneficia! to both existing and new hired

employees.

.,

Q3. Read below Case Study and answer the questions: t10 Marks)

rnfosys has conceded that attrition rates at the company, which has an employee strength of over 1-'6 lakh

I

employees, has touched worrisome levels. The attrition level grew higher to 70'1o/o in i:lre July-september

2014 quarter as compared to 19.5% in the AprilJune 2014 quarte r and 17 3% in quarter last fiscal'

with Vishal Sikka as its new cEo and a team of leaders, lnfosys is looking at arrestlng the lrlgh atrrition ratc in

the next,,few quarters. lnfosys recently announced a 100 per cent variable bonus payout to its employees [cr

the December quarter as the country's second largest software services firm tries to stem its high attrition --

rates. one of the main tasks before Vishal sikka when he took over as the chief executive officer last 1'ear\-

was to check the high attrition levels. Employee attrition rates are worrisome and we are implementtng

various initiatives to retain good talent,,'said pravin Rao, coo, lnfosys. "we hav(l tried lrartj to listert to ourr

employees. The concern was not so much about compensation but about predictability' career growth'.and

variable compensation. He said the company has clone everything as scheduied in the last six-seven months'

,,We have done quarterly promotions. ln fact, this quarter we have promoted 7,500 people' Prcmotiorr is a

reflection of growth. our growth created opportunities for our people to go up in the car"eer track'" he said

since July last, the company has also given two wage hikes. Apartfrom these, the company was in the midst

of several other employee-retention measures, including restructuring the variable pa'y prosraInrne' stepl'rinp

up promotions, ramping up of certification and training programmes and a fast-tracl< process for emplo'7ees'

Mr. Shibulal (Former CEO) said.
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,'Vishal,s arrival brought hope that lnfosys could make the transition into the dig,ital ir$'': liri rilovi: iroirt:"t

,has been,to a'relevant'player," Ray wang, CEO of ConstellatiOn Research, told Tlr; Lconotnic lit,,er;

However, Sikka,s challenge is to inspire the company to regain the lT bellwether statrr ' cr 'r? rp3;o r 1ll; ' c ''

it lost due to the lack of innovation and growing competition in the sector. one of iil': {risi ITrov(ls L'.ti<i:'r l')

Sikka was doing away with the formal dress code for its employees. The employecs Jr-rr rcv' iret- to ' ':-' r

jeans and T-shirts instead of attending the office in formals with ties. "lnfosys neeclt:ti ' (r:(r',:'1iriir. tio"'ri'" "rri

an lnfosys employee, referring to a change in dressing policy. Many internal processes I-Frilitd to etIpl'-r' 'lt's

have also been made slmple. A woman employee seeking extension of maternil',' li:;l'{: '-;rir lLl t itlirrt.rrt 'r-'

manager through mail, without giving any "verbal explanations'" Also' the corr rpr'rx rr i( IL' r ':r' t'

has to undergo while applying for a transfer to other location has been sinri:liIii-'d iirr: .-r-'rrtl';'rr'r! i:i:-'

,,instltutionalized family events of its employees including carnivals for their chrl0r 'rr 
' lirc: ( l) lrl 'irr\''

motivates lts employees to take part in decision-making process at "many levels'" i\'tld iir': cIJ c''ir>" ;l';

communicates with employees through blogs, town halls, lnfyRadio and lnfyTV, besidcs g 'rin3, prorni'l t''ri'Lit':

to employee issues posted on yammer, the company's communication plalfoi rr.i i ic 1-'trrlici;-;'t'r

conversations, and joins groups of his interest. And we are encouraged to learn front each other'" saiu

Shruthi Bopaiah, an lnfosys employee, according to the ET. Owing partly to the initiartrves lal<ett by sikl<i' tl're

company has been able to reduce its attrition rate, once the highest in the indr-rstry, lc' 1t:7uti' in ihe lr.rr :

quarter from23.4%in the same period lastyear. one of the key changes brought in by s'i<i<'r is -qeol(i'ril 'r')r'
,,employee engagement,, in generating ideas for the company. He rolled oLii a l)i'o!li;l r'Ilrlrl ''lillr..i

N{urmuration, targeted at "crowd-sourcing ideas from employees." About 26,000 errrpio}'ecs i'trc;k p:r'I r 'l r

initiative, sharing 2,650 ideas. The company had shortlisted ten ideas for executrorr l:ase'-1 r'.'n'enrrllot"'ll

voting.,,Vishal has shared a simple template that anyone - from any function, howr:i'er ii'ririor or r't''t)l'-'i --

can use to bring in innovation to anything he/she does. Suddenly, innovation is no big d'':al it fet:ls,|t rr I-)

know that we are in some way part of a great renaissance at lnfosys. From being srrnIlcl llr-Lo-!jct's, .''il'r't'

become people on a mission," said lnfosys employee'

T
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e.l Whot ore the reosons of job dissatisfaction which lead to the high attrition rotr (/r r ;irt''y:' accorclirt:; to

your opinion?

e.2 What were initial corrective meosures taken by compony to reduce attrition and to re"cin tolertt?

e.3 From the cose study exptoin which retention initiotives were found beneficicl t'cr tirtployles lir'iCr; l';

------End of Question Paper*-----
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Mr.VishalSikka.
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