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Human Resource Development
(HRD) climate facilitates proper
implementation of HRD systems
in an organisation. The present
study aimed at assessing the ex-
tent of HRD climate prevailing in
IT industry in India. The infor-
mation collected from 543 em-
ployees working in seventeen IT
organisations forms the basis for
this study. It is found that mod-
erate HRD climate was prevailing
in the IT the organisations. In
comparison it is found that
OCTAPAC Culture is more preva-
lent than the HRD mechanism and
general HRD climate in the IT
industry.

Introduction

Human Resource Development
(HRD) is a process by which the em-
ployees of an organization are helped, in
a continuous, planned way to: 1) acquire
or sharpen capabilities required to per-
form various functions associated with
their present or expected future roles, 2)
develop their general capabilities as indi-
viduals and discover and exploit their own
potentials for their own and/or organiza-
tional development purposes, and 3) de-
velop an organizational culture in which
supervisor-subordinate relationships,
teamwork, and collaboration among sub-
units are strong and contribute to the pro-
fessional well being, motivation, and pride
of employees ( Rao 1985). Performance
appraisal, potential appraisal, feedback
and performance coaching, career plan-
ning, organisational development, train-
ing, rewards, employee welfare and hu-
man resource information are subsystems
in the integrated HRD systems. An opti-
mum level of developmental climate is
essential for facilitating HRD. Recogniz-
ing the importance of HRD climate, Cen-
tre for HRD, Xavier Labour Relations

Institute (XLRI) developed a 38-item
HRD climate questionnaire to survey the
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extent to which development climate extherein. Based on the information col-
ists in organisations. lected from 42 organisations in India,
Srimannarayana (2008) has found that

An optimum level of developmen- moderate HRD climate was prevailing in

tal climate is essential for facilitat-| 1 Organisations inindia.
ing HRD. The Present Study

Review of Earlier Research The present study is an attempt to
assess the extent of HRD climate pre-

Using this instrument the first surveyvailing in IT industry. The data have been

of HRD climate in Indian organizationscollected for the present study from the

was carried out by Rao and Abrahamemployees of 17 IT companies operat-

(1986) among 41 organizations in Indiaing in India. The questionnaires have

The study has found that the general HRBeen distributed randomly taking into con-

climate in the organizations appears tgideration availability of employees and

be at an average level. Venkateswaratheir interest to give responses to the

(1997) made a study in a public sectoguestionnaires. 543 usable responses

undertaking in India and found that, to dhave been received. The data are ana-

large extent, a favourable HRD climatdyzed quantitatively using percentages

was prevalent in the organization undeand mean scores with the help of SPSS.

study. Srimannarayana (2001) identified

below average level of HRD climate inAnalysis

a software organization in India. How-

ever, Agarwala (2002) found that the  An attempt has been made here to

HRD climate was significantly more de-present the analysis of HRD climate

velopmental in IT industry when com-based on the responses of the sampled

pared to in the automobile industry.employees in IT industry on the three

Mishra and Bhardwaj (2002) carried outcategories of HRD climate such as gen-

a HRD climate survey in a private seceral HRD climate, OCTAPAC culture

tor undertaking in India and concludedand HRD mechanisms. Comparative

that the HRD climate in that organiza-analysis and overall analysis follow.

tion was good. Rodrigues (200dyn-

ducted a study in the engineering instiGeneral HRD Climate

tutes in India and found the HRD climate

a highly satisfactory one. The study conf- . .

ducted by Pillai (2008) on HRD climate| | "€ 9€neral HRD climate prevail-

in banks, identified that the HRD climat "9 I the units under study is av-

existing in banks as moderate. This studyerage'

further found that a supportive HRD cli-

mate in banks stimulated the learning ori- In order to assess the general HRD

entation of the employees workingclimate prevailing in the organisations, 11
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Table - 1 : General HRD Climate For IT Industry

No. Item Mean %

1 The top management of this organization goes out of its

way to make sure that employees enjoy their work. 3.18 54.50
2 The top management believes that human reso urces are an

extremely important resource and that they have to be

treated more humanly. 3.42 60.50
3 Development of the subordinates is seen as an important part

of their job by the managers/officers here. 3.19 54.75
4 The personnel policies in this organization

facilitate employees development. 3.20 55.00
5 The top management is willing to invest a

considerable part of their time and other

resources to ensure the development of employees. 3.07 51.75
6 Senior officers/executive in this organization take active

interest in their juniors and help them learn their job. 3.13 53.25
7 People lacking competence in doing their jobs are helped to

acquire competence rather than being left unattended. 3.10 52.50
8 Managers in this organization believe that employee behavior can

be changed and people can be developed at any stage of their life. 3.19 54.75
11 The psychological climate in this organization is very conducive

to any employee interested in developing himself by acquiring

new knowledge and skills. 3.23 55.75
13 The top management of this organization makes efforts to

identify and utilize the potential of the employees. 3.13 53.25
36 The organization’s future plans are made known to the

managerial staff to help them develop their

juniors and prepare them for future. 3.14 53.50

Overall 3.18 54.50

items are identified from the question-agement believes that human resources
naire and the responses of the sampleate extremely important and that they
employees in the organizations have beemve to be treated more humanly. This
calculated. The overall mean score foindicates that the beliefs of management
these 11 items put together is 3.18 on an human resources are not transferred
5-point scale. Therefore, it can be stateghto action.

that the general HRD climate prevailing

in the units under study is averageDCTAPAC Culture

(54.50%). The most important factor

contributing to this seems to be the lack Openness, confrontation, trust, au-
of top managements’ willingness to in-tonomy, proactivity, authenticity, and col-
vest a considerable part of their time anthboration (OCTAPAC) culture is essen-
other resources to ensure the developial for facilitating HRD. Openness is
ment of employees. However top manpresent when employees feel free to dis-
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Table 2: OCTAPAC Culture for IT Industry

No. Item Mean %
7 People lacking competence in doing their jobs are helped

to acquire competence rather than being left unattended. 3.10 52.50
9 People in this organization are helpful to each other. 3.51 62.75
10 Employees in this organization are very informal and do not

hesitate to discuss their personal problems with their supervisors. 3.29 57.25
13 The top management of this organization makes efforts

to identify and utilize the potential of the employees. 3.13 53.25
18 People in this organization do not have any fixed mental

impressions about each other. 3.06 51.50
19 Employees are encouraged to experiment with new

methods and try out creative ideas. 3.24 56.00
20 When any employee makes a mistake his supervisors

treat it with understanding and help him to learn from

such mistakes rather than punishing him or discouraging him. 3.27 56.75
22 When behavior feedback is given to employees they take

it seriously and use it for development. 3.32 58.00
23 Employees in this organization take pains to find out their strengths

and weaknesses from their supervising officers or colleagues. 3.06 51.50
24 When employees are sponsored for training, they take

it seriously and try to learn from the programmes they attend. 3.38 59.50
25 Employees returning from training programmes are given

opportunities to try out what they have learnt. 3.09 52.25
26 Employees are sponsored for training programmes on the

basis of genuine training needs. 3.11 52.75
27 People trust each other in this organization. 3.41 60.25
28 Employees are not afraid to express or discuss their

feelings with their superiors. 3.21 55.25
29 Employees are not afraid to express or discuss their

feelings with their subordinates. 3.29 57.25
30 Employees are encouraged to take initiative and do things on their

own without having to wait for instructions from supervisors. 3.19 54.75
31 Delegation of authority to encourage juniors todevelop handling

higher responsibilities is quite common in this organization. 3.21 55.25
32 When seniors delegate authority to juniors, the

juniors use it as an opportunity for development. 3.4 60.00
33 Team spirit is of high order in this organization. 3.31 57.75
34 When problems arise people discuss these problems openly

and try to solve them rather than keep accusing each other

behind the back. 3.20 55.00
36 The organization’s future plans are made known

to the managerial staff to help them develop their

juniors and prepare them for future. 3.14 53.50

Overall OCTAPAC Culture 3.23 55.79
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Table 3: HRD Mechanisms For IT Industry

No. Item Mean %
7 People lacking competence in doing their jobs are

helped to acquire competence rather than being left unattended. 3.10 52.50
12 Seniors guide their juniors and prepare them for future

responsibilities/roles they are likely to take up. 3.19 54.75
13 The top management of this organization makes efforts to

identify and utilize the potential of the employees. 3.13 53.25
14 Promotion decisions are based on the suitability of the promotee

rather than on favouritism. 2.97 49.25
15 There are mechanisms in this organization to reward any good

work done or any contribution made by employees. 3.25 56.25
16 When an employee does good work his supervising officers take

special care to appreciate it. 3.25 56.25
17 Performance appraisal reports in our organization are based on

objective assessment and adequate information and not

on favouritism. 3.12 53.00
21 Weaknesses of employees are communicated to them in

a nonthreatening way. 3.26 56.50
24 When employees are sponsored for training, they take it

seriously and try to learn from the programmes they attend. 3.38 59.50
25 Employees returning from training programmes are given

opportunities to try out what they have learnt. 3.09 52.25
26 Employees are sponsored for training programmes on the basis

of genuine training needs. 3.11 52.75
35 Career opportunities are pointed out to juniors by senior

officers in the organization. 3.10 52.50
36 The organization’s future plans are made known to the managerial

staff to help them develop their juniors and prepare them for future. 3.14 53.50
37 This organization ensures employee welfare to such an extent that

the employees can save a lot of their mental energy for work

purposes. 3.27 56.75
38 Job-rotation in this organization facilitates employee development. 2.99 49.75

Overall 3.16 53.92

cuss their ideas, activities, and feelingshenticity is the tendency on the part of
with each other. Through confrontationthe people to do what they say. Col-
problems and issues are brought out int@boration is to accept interdependencies,
the open with a view to solving themto be helpful to each other, and work as
rather than hiding them for fear of hurtteams. (Rao &Abraham 1986) . The
ing or getting hurt. Trust is taking peopleoverall OCTAPAC culture in the organi-
at their face value and believing what theyations under study seems to be moder-
say. Autonomy is giving freedom to letate with 55.79% (mean score: 3.23). On
people work independently with responthe positive side, employees working in
sibility. Proactivity is encouraging em-the IT industry seem to be helpful to each
ployees to take initiative and risk. Au-other. When seniors delegate authority
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to juniors, the juniors seems to use it adents of the present study have men-
an opportunity for development. Amongtioned that when employees in their units
OCTAPAC aspects, it seems that colare sponsored for training, they take it
laboration among employees, opennesseriously and try to learn from the
and authenticity are better placed comprogramme they attend. The overall
paring to proactivity, trust and autonomyscore (3.19) of the items relating to train-

ing indicates an average implementation
HRD Mechanisms of training in the units under study.

Implementation of HRD mechanisms  Performance Appraisal & Feed-
such as training, performance appraisdlack of some type is practiced in most
and feedback, potential appraisal, care@rganisations all over the world (Rao
planning, rewards, and employee welfard985). All organisations in this study ap-
has been examined in this study. The item@aise the employee performance periodi-
relating to HRD mechanisms in the queseally using assessment forms. A majority
tionnaire were administered among thef the respondents of the study have men-
employees aiming at measuring the exteniobned that in the process of giving feed-
of implementing HRD mechanisms seri-back the weaknesses of the employees
ously.15 items have been identified in th@are communicated in a non-threatening
guestionnaire, which deals with the impleway. Performance appraisal in their
mentation of HRD mechanisms. Theorganisations is based on objective assess-
analysis of the responses to all these itenmsent and adequate information. The over-
put together indicates that moderate deall score of all the items pertaining to this
gree of implementation of HRD mecha-aspect, put together has been calculated
nisms (mean score: 3.16; 53.92%) haas 3.19, which indicates an average imple-
been prevalent in the IT industry. HRMmentation of Performance appraisal and
mechanism- wise analysis is presentefitedback mechanisms.
below:

Potential Appraisal & Career Plan-

‘ Moderate degree of implementa- ning: In organisations that subscribe to

tion of HRD mechanisms has bee HRD.’ th_e_ potential (career enhanc_ement
possibilities) of every employee is as-

sessed periodically (Rao 1985). The
young people joining the organisations are
Training is one of the most impor- ambitious and career oriented. Career
tant subsystems of human resource defanning and development can become
velopment. It is generally carried out ei-an effective tool for development of the
ther formally or informally in almost all employees and a key factor in HRD sys-
organisations irrespective of the size ofem. The item ‘the top management of
the units. There is a provision for on thehis organisation makes efforts to iden-
job and off the job training in all the unitstify and utilise the potential of the em-
under study. A majority of the respon-ployees’ has secured an overall mean

prevalent in the IT industry.
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score of 3.09 that indicates an averagenits, which is required to plan career,

climate that has been prevalent in the I'and subsequent little help for career de-

industry. velopment, absence of job rotation for

employee development, little concern for

Rewards & Employee Welfagys- employee welfare and promotions, lack

tems are designed to attract, retain, maf enough personnel policies that facili-

tivate and maintain high standards of petate employee development, and little

formance (Kanungo 1986). Recognisingoncern of the top management for de-

and rewarding employee performance igeloping employees.

one of the aspects of HRD. The overall

score of the two items relating to reward€onclusion

has been calculated as 3.25 indicating a

moderate situation has been prevale

with regard to mechanisms in the IT in

dustry to reward any good work done o

any contribution made by employees and

taking special care to appreciate it by Category wise analysis leads to the

tJob rotation does not facilitate
employee development.

supervising officers. conclusion that OCTAPAC culture has
been more prevalent than HRD mecha-
Overall Analysis nisms and general HRD climate. Training

and performance appraisal appear to be

Average HRD climate has been more mature practices rather than career
ge ¥ o planning, rewards and employee welfare.
prevalent in the IT organisations

surveyed Based on the overall analysis it can be
: concluded that an average HRD climate
has been prevalent in the IT industry. On
The overall mean score of HRD cli-the positive side, it has been observed that
mate in the industry put together has begpeople help each other in the organisations,
calculated as 3.21 (55.19%). This meanthey make use of delegation of authority
that an average HRD climate has beefor development, they attend training
prevalent in the IT organisations surfprogrammes seriously, and when feedback
veyed. However, cooperation among thé given the employees take it for the de-
people, making use of delegation for development purpose. However, there are
velopment by juniors, learning from mis-impediments for high HRD climate that
takes, open discussion of feelings wittare identified in this study. Job rotation
the subordinates, and attending trainingoes not facilitate employee development.
programmes when sponsored seriouslYhough the top management believes that
with an intention to learn have securedhuman resources are an extremely impor-
60 percent or more. tant resource, it does not seem to be in-
vesting considerable part of their time and
The impediments seem to be lack obther resources to ensure the development
information about the future plans of theof employees.

The Indian Jowrnal of Industrial Relations, Vol. 47, No. 4, April 2012 663



Santosh K. Mohanty & K. M. Sahoo

References

Agarwala, Tanuja (2002), “Innovative Human Rao T. V. (1985)

Resource Practices and HRD Climate: A
Comparison of Automobile and IT Indus-
tries”, in Pareek, Osman-Gani, Ramnarayan
and Rao T.V (Eds.), Human Resource De-
velopment in Asia, New Delhi: Oxford &
IBH.

ees,Indian Journal of Industrial Relations
43 (3):406-418.

“Integrated Human Resource
Development System”, in Goodstein

D.Leonard and Pfeiffer J. William, The

1985 Annual: Developing Human Re-

sources, San Diego CA: University Asso-
ciates.

. . Rao T.V. & E. Abraham (1986), “Human Resource
Desimone, Werner & Harris (2002), Human Re-

source Development, Fort Worth: Harcourt
College, P.V.

Lewlyn L.R Rodrigues (2004);Correlates of

Mishra, P. (1999), “Job Satisfaction as a Co”eSrimannarayana. M. (2007)

Mishra, P. & Bhardwaj, G. (2002), “Human Re'Srimannarayana. M. (2008)

Human Resource Development Climate
Dimensions: An Empirical Study in Engi-
neering Institutes in India"South Asian
Journal of Managemen,1(2): 81-92

late of HRD Climate (An Empirical
Study)”, Indian Journal of Training and
DevelopmentXXIX (2): 3-11

source Development Climate: An Empiri-
cal Study among Private Sector Managers”,
Indian Journal of IndustrialRelations,
38(1): 66-80

Development Climate in Indian
organisation” in Rao T.V. and Pereira D.F.
(Eds.), Recent Experiences in Human Re-
sources Development, New Delhi: Oxford
& IBH

Srimannarayana. M. (2001), “HRD Climate in a

Software organization”’HRD Newsletter
2.(3): 6-14.

“Human Resource
Development Climate in Dubai Organiza-
tions”, Indian Journal of Industrial Rela-
tions, 43(July):1-12.

“Human Resource
Development Climate in Indialhdian Jour-
nal of Industrial
Relations44(October):248-55.

Venkateswaran K. P. Sai (1997), “A Note on HRD

Pillai P.R. (2008), Influence of HRD Climate on

the Learning Orientation of Bank Employ-

Climate”, Vikalpa, 22 (1):51-53

664

The Indian Jowrnal of Industrial Relations, Vol. 47, No. 4,April 2012



	6      santosh k. mohanty.pmd

