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Plot No. 2, Knowledge Park-III, Greater Noida (U.P.) –201306 

POST GRADUATE DIPLOMA IN MANAGEMENT (2021-23) 

END TERM EXAMINATION (TERM -III)    

Subject Name: Talent Acquisition Retention and Management   Time: 02.30 hrs 

Sub. Code: PGH31         Max Marks: 40 

Note:  

All questions are compulsory. Section A carries 5 marks: 5 questions of 1 marks each, Section 

B carries 21 marks having 3 questions (with internal choice question in each) of 7 marks each 

and Section C carries 14 marks one Case Study having 2 questions of 7 marks each. 

 

SECTION - A 

 

Attempt all questions. All questions are compulsory.  1×5 = 5 Marks 

Q. 1 (A): Write about internal and external supply of human resource 

Q. 1 (B): Job analysis technique 

Q. 1 (C): Explain skill mapping 

Q. 1 (D): Person-job-organization fit. 

Q. 1 (E): Explain what is polite and abrasive talent. 

 

(Entire Sec A to be assigned one CO.) 

 

SECTION - B 

                                                                                                                      

All questions are compulsory (Each question has an internal choice. Attempt any one (either A or 

B) from the internal choice)        7 x 3 = 21 Marks 

       

Q. 2: (A). What is the difference between recruitment and selection? What can be done to improve 

the selection process in an organization?   

or 

Q. 2: (B). For appointing recruiters, what are important criteria that an organization must look for 

in a recruiter?   

 

Q. 3: (A). What are the components of employee engagement? Can good employee engagement 

strategies increase retention in organizations? How?   

or 

Q. 3: (B). Induction is generally done in organizations for employees to get tuned to organizational 

working. Apart from the traditional induction program, what innovative ways also can be adopted 

for excellence through induction 

 

Q. 4: (A). Subordinate employee in an organization is polite and of positive orientation. The boss is 

abrasive and having negative orientation. What strategies you would suggest to navigate from the 

various problems emanating from this kind of a superior subordinate combination?       

or 

Q. 4: (B). Why Talent Acquisition, Talent Management and Talent Development – all important 

for building a talent driven organization 

 

 

SECTION - C 

 

Read the case and answer the questions      7×02 = 14 Marks  

Roll No………… 
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Q. 5: Case Study: Job satisfaction and employee engagement: A Case Study 

 

Shyam was interviewed a year ago for a job with the Finance team. During the interview, he came 

across as a bright, eager and talented person. His first 6 months performance review was also 

excellent. However, now Shyam shows little interest or initiative at work. He just about does what 

is expected of him and leaves for the day. During his performance review, he said he liked his job 

but didn’t enjoy coming to work anymore. 

 

If you ask most employees what they think employee engagement is, most will automatically talk 

about picnics, birthday celebrations, sports day and many more “fun activities” at work. Every good 

Employee engagement professional knows that these are just a few tools that can be used to engage 

employees with their Company and work.  From no angle do these activities define employee 

engagement.  Yet most EE professionals spend most of their time and energy planning engagement 

calendars, budgets and manpower focused solely on such activities. 

 

Don’t get me wrong. I enjoy celebrating with employees. But once the euphoria around an event 

dies down and employees go back to their desk, that’s where my interest lies. Were these diversions 

enough to keep them excited about their jobs for the next month or more?  Will an office picnic or a 

party retain my employees and help them deliver top performance? 

 

The answer is, maybe not. That is where the fine line between fun at work and job satisfaction is 

blurred by employee engagement.  An employee engagement professional will look beyond the fun 

and games to solve issues leading to increasing attrition and decreasing job performance. 

 

If we continue with the example of Shyam, why does Shyam not enjoy coming to work anymore? 

Are there small frustrations between department processes? Does he have differences with his 

Manager or colleagues? Are there personal problems that are spilling over into his work? Is he 

getting enough support and training to do his job well? Is there sufficient recognition for work well 

done? 

 

There are many more aspects that should be explored before initiating the right engagement 

interventions to keep Shyam excited about coming to work.  Psychologists have conducted multiple 

experiments and extensive studies to find answers to this seemingly simple question on what 

motivates people. 

 

In the myriad of answers lie two words that repeatedly pop up. Intrinsic Motivation and Extrinsic 

Motivation. By the words itself, you can easily guess what they mean. When people enjoy what 

they do and want to learn more and get better at their work just because they like it so much, you 

can safely assume such individuals are intrinsically motivated. When people learn more and want to 

improve at their work for praise, recognition, higher salaries and promotions, they are extrinsically 

motivated. 

 

Job satisfaction for each person varies on a scale from the extremely intrinsically motivated 

individuals who just want to be given trust and freedom to do their job efficiently, to the employees 

who thrive and prosper under the beams of praise and recognition. An employee engagement 

calendar would need to include events that focus on the pain areas for each of the individuals who 

fall within the entire Intrinsic to Extrinsic scale range. The interventions need to specifically target 

the pain areas that prevent employees from doing the best job they can do. 

 

 Maybe Shyam has a problem working with an uncooperative analytics department and an 

engagement activity that allows departments to honestly give feedback to each other and 

work towards a mutually agreed solution would make him happy at work. 
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 Maybe giving an opportunity to all employees to give their suggestions to the Management 

would make him happy as his voice is finally being heard by the Company’s leadership 

team. 

 It could something as simple as introducing flexi hours that would give him the freedom to 

balance office and house work more efficiently. 

 

This is just the tip of the iceberg. Solutions to engage people at work are as many as there are types 

of people in this world. A key takeaway for all engagement professionals is to know that applying a 

one size fits all approach to creating an engaged work force is detrimental to the Organization and 

its employees. Social media pictures of an office party may look good, but it is probably the less 

glamorous open house session that would be more meaningful for the employees. Employee 

engagement can only be successful when there is a lasting impact on the performance of an 

employee. 

 

Job satisfaction and employee engagement are not two separate things. They are both a part of a 

circle, dependent on each other to move the wheel forward. 

 

Questions: 

Q. 5: (A). Why do employees do what they do? What is it that drives their behavior? 

Q. 5: (B). What should the Employee Engagement Manager of the company do to keep Shyam 

happy and engaged at work?  Can employee engagement and job satisfaction complement each 

other or do they both work in different tangents? 

 

Mapping of Questions with Course Learning Outcome 

 

 

Question Number COs Bloom’s 

taxonomy level 

Marks Allocated 

Q. 1:  CO1  5 marks 

Q. 2:  CO2  7 marks 

Q. 3:  CO3  7 marks 

Q. 4:  CO4  7 marks 

Q. 5:  CO5  14 marks 
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