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ARTICLE INFO ABSTRACT

Human resource development is the need of the hour. Any organization for this
matter has to undertake several methods for the development of human resources
in the present day dynamic and ever changing situation. For this purpose, an
opinion survey is conducted on the perceptions of employees over the human
resource development practices of a select organization located in Bangalore city.
The components of human resource development studies include performance
appraisal system, training and development, compensation and rewards, welfare
measures, career development, promotion policy, promotional opportunities,
cooperation of management and relationship between superiors and
subordinates. For this purpose, a sample of 257 employees are selected
purposely. The primary information has been collected through a interview
schedule. It is pointed out that a majority of the employees have satisfied with the
HRD climate prevailing in the organization.
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1. INTRODUCTION

Human resource is the most important and valuable resource for every organization. Efficient employees
can contribute for the effective success of an organization. Competent and motivated employee can make
things happen and enable to achieve its goal. Human Resource Development (HRD) is a continuous process
of enabling and ensuring the development of employees in a systematic and planned way. HRD climate is an
integral part of the whole organizational climate. Understanding HRD climate is the need of the hour. A
modest attempt is made to study the employees’ perception on

HRD mechanism.

2. METHODOLOY

The study is confined to an organization situated in Bangalore city. The total number of employees in it is
514. The size of the sample is restricted to 50% of population. Out of them, 257 are purposely selected. Here
employees include executives and non-executives (other than workers). The information has been collected
through a schedule specially designed for the purpose by personnel interview method. The interview
schedule was pre-tested in the pilot study. The opinions of respondent are elicited by recall method. The
opinions are collected on a 5 point scale. The scale includes highly satisfied, satisfied, neutral, dissatisfied
and highly dissatisfied. There may be recall lapse. The primary data has been process, analysed and
interpreted.

3. DISCUSSION AND RESULTS

The opinion of the respondents on HRD mechanism in the select organization is described in terms of
performance appraisal system, training and development, promotion policy, promotion opportunities, career
development, compensation and reward system, cooperation of management, relationship between superiors
and subordinates and welfare measures.
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3.1 Performance Appraisal

The select organization has employed performance appraisal system to ascertain the results achieved against
the task assigned. To know the perception of employees on performance appraisal system, the data has been
collected as already stated and the results are reported in the table 1.

Table 1 Opinion of Respondents on performance appraisal system

Sl.No. Opinion Number % to total
1 Highly satisfied 69 26.8
2 Satisfied 96 37.4
3 Neutral 74 28.8
4 Dissatisfied 18 7.0
5 Highly dissatisfied 0 0.0
Total 257 100.00

Source: Primary data.

Alook at the table indicates that, of the 257 samples respondents the highest 96 or 37.4 per cent are satisfied
followed by 74 or 28.8 per cent neutral, 69 or 26.8 per cent highly satisfied and 18 or 7 per cent dissatisfied.
The highly dissatisfied are absent. On the whole, 64 per cent of employees are satisfied with the existing
performance appraisal system in vogue, nearly 29 per cent are expressed no opinion the rest and the rest
dissatisfied. It may be concluded that the respondents have satisfied with the system which their
performance appraised and accordingly treated them.

3.2 Training and Development
The views of respondents on the training system for employees and development system for executives has
been studied. The information has been furnished in the table 2.

Table 2 Perception Respondents on training and development

Sl.No. Opinion Number % to total
1 Highly satisfied 67 26.1
2 Satisfied 118 45.9
3 Neutral 55 21.4
4 Dissatisfied 15 5.8
5 Highly dissatisfied 2 0.8
Total 257 100.00

Source: Primary data.

A glance at the table shows that the highest 46 per cent have satisfied with the training and development
facilities, 26 per cent highly satisfied, 21 per cent neutral, 6 per cent dissatisfied and less than one per cent
highly dissatisfied. It may be summed up that 65 per cent of employees have satisfied with the training
method provided to the employees and development programmes organized for the executives working in the
organization. The dissatisfied are less than 7 per cent. The employees are favourable for the training and
development mechanism followed by the concern.

3.3 Promotion Policy

Indian industry follows promotion on the basis of seniority or merit or merit cum seniority depending on the
circumstance. The present organization has followed a mixed system of promotion. The opinions of the
respondents on promotion policy are elicited and the details are presented in the table 3.

Table 3 Views of respondent on promotion policy

S1.No. Opinion Number % to total
1 Highly satisfied 57 22.2
2 Satisfied 102 39.7
3 Neutral 76 29.6
4 Dissatisfied 19 7.4
5 Highly dissatisfied 3 1.2
Total 257 100.00

Source: Primary data.

It can be observed from the table that the highest 40 per cent of employees have just satisfied with the
promotion policy adopted by the undertaking and 8.6 per cent dissatisfied. The highly satisfied have
accounted for 22.2 per cent and neutrals 29.6 per cent. It may be said that nearly 62 per cent of employees
have satisfied with the promotion policy, neutrals 30 per cent and the rest dissatisfied.
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3.4 Promotional Opportunities

Naturally, employees in any organization aspire promotion. The ladder of promotion should be acceptable
and reachable to the concerned. Therefore, an attempt is made whether the employees have satisfied with
the promotional avenues available to them. The opinions of respondents on promotional avenues are
provided in the table 4.

Table gPerception of respondents on promotional opportunities

S1.No. Opinion Number % to total
1 Excellent 59 23.0
2 Good 121 47.1
3 Neutral 61 23.7
4 Fair 15 5.8
5 Poor 1 0.4
Total 257 100.00

Source: Primary data.

It indicates that the promotional opportunities are good for 47.1 per cent of employees, excellent 23 per cent,
neutral 23.7 per cent, fair 5.8 per cent and poor 0.4 per cent. It may be concluded that promotional
opportunities are poor for less than 1 per cent of employees. The promotional opportunities are good and
excellent for 70 per cent of respondents. The neutrals are accounted for 70 per cent

3.5 Career Development
Career planning and development is one of the elements of human resource development from the view point
of employees. The opinion of the respondents on this are given in table 5.

Table 5: Respondent opinion career development

Sl.No. Opinion Number % to total
1 Highly satisfied 61 23.7
2 Satisfied 123 47.9
3 Neutral 59 23.0
4 Dissatisfied 14 5.4
5 Highly dissatisfied 0 0.0
Total 257 100.00

Source: Primary data.

It can be observed from the table that 47.9 per cent of employees have satisfied with the career development,
highly satisfied 23.7 per cent, neutral 23 per cent, dissatisfied 5.4 per cent and the highly dissatisfied absent.
It may be noted that more than 70 per cent of employees have expressed satisfaction over the career
development. Whereas the dissatisfied are less than 6 per cent.

3.6 Compensation and Reward System

Generally, employees are provided with pay, dearness allowance, house rent allowance and other perquisites
depending on the need, demand and circumstance. In the select organization, the opinions of the
respondents on compensation and reward system are detailed in the table 6.

Table 6 Respondents’ perception on compensation and reward system

S1.No. Opinion Number % to total
1 Excellent 64 24.9
2 Good 111 43.2
3 Neutral 70 27.2
4 Fair 11 4.3
5 Poor 1 0.4
Total 257 100.00

Source: Primary data.

A glance at the table reveals that the present compensation and reward system is good for 43.2 per cent of
employees followed by 27.2 per cent neutral, 24.9 per cent excellent, 4.3 per cent fair and 0.4 per cent poor. A
little over 68 per cent have good opinion on the payment system including rewards and awards, if any. It
may be summed up that majority of respondents have satisfied with the compensation package including
rewards. The dissatisfied are negligible.
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3.7 Cooperation of Management

The attitude of the management towards the employees has been examined here. Here cooperation means
the treatment meted out to the employees by the employer including the spirit. In other wards, an attempt is
made to know whether the cooperation and the coordination between the employee and employer is
harmonious and congenial to both the parities in the organization. The cooperation of management towards
the sample respondents revealed in the table 7.

Table 7 Opinion of respondents on the cooperation of management

Sl.No. Opinion Number % to total
1 Excellent 77 30.0
2 Good 104 40.5
3 Neutral 54 21.0
4 Fair 22 8.6
5 Poor 0 0.0
Total 257 100.00

Source: Primary data.

It shows that 40.5 per cent employees has opined that the cooperation of the management is good, 30 per
cent excellent, 8.6 per cent fair, 21 per cent neutral and poor nil. Almost all employees have favourable
opinion on the cooperation of management. It may be said that nearly 71 per cent have good opinion on the
cooperative attitude of the management in the day-to-day dealings and operations.

3.8 Relationship Between Superiors and Subordinates

The success of any organization depends on the relation between superiors and subordinates. The superiors
have to treat subordinates as they deserve. Then only it is possible to exact obedience from them. Then only
the organization climate will be favourable and possible to reach the results for which the organization came
into being. Against this background the relationship between superiors and subordinates is gathered and
furnished in table 8.

Table 8 Respondents’ perception on the relationship between superiors and subordinate in the organisation

Sl.No. Opinion Number % to total
1 Very good 56 21.8
2 Good 97 37.7
3 Moderate 97 37.7
4 Bad 7 2.7
5 Very bad 0 0.0
Total 257 100.00

Source: Primary data.

It can be pointed from the table the relationship between superiors and subordinate is good and moderate in
each of 37.7 per cent of employees. It is very good in 21.8 per cent of employees and bad 2.7 per cent of
employees. On the whole, it may be said that the relationship is bad in less than 3 per cent of employees. In
other wards, it is better in the rest of the employees.

3.9 Welfare Measures

The organization has implemented several welfare measures for the benefit of employees. This might have
promoted the quality of life among the employees. In this regard, the views of respondents on the welfare
measures of management are collected and furnished in table 9.

Table 9 Perception of respondent on welfare measures

S1.No. Opinion Number % to total
1 Excellent 45 17.5
2 Good 83 32.3
3 Neutral 86 33.5
4 Fair 37 14.4
5 Poor 6 2.3
Total 257 100.00

Source: Primary data.

It can be observed from the table that the welfare measures are excellent for 17.5 per cent of employees and
good 32.3 per cent. The neutral have constituted 33.5 per cent. The welfare measures are fair for 14.4 per
cent of employees and poor 2.3 per cent. It may be summed up nearly 50 per cent of employees have
favourable opinion on the welfare measures offered by the management. Finally it may be concluded that the
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perception of respondents on the HRD practices of the organization is good. The outcome of these opinions
might have been resulted in the achievement of targets and there on profit.
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