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PREFACE
In today’s hyper competitive business world, human resource

development has become a business necessity. HRD culture, general
management and HRD mechanism contribute to HRD climate in
organisation. HRD culture includes Openness (O), Collaboration (C),
Trust (T), Authenticity (A), Proaction (P), Autonomy (A) and
Confrontation (C) and it is abbreviated as OCTAPAC. General
Management means top Management support to employee for
development and HRD Mechanisms are performance appraisal, potential
appraisal, feedback, counseling, training, and career development.

After introduction of LPG in India, service sector has shown
vigorous growth. Indian banking sector has been increasing attention as
one of the integral part of service sector. Since last few years, Indian
banking sector has adopted many innovations in products, processes,
services, systems, business models, technology, governance and
regulation. In this paper, effort has been taken to unveil various steps
taken by the banks to nurture its HRD climate. The findings will be
arrived at analyzing the data collected from both the primary and the
secondary sources. This book contains the comparative analysis of HRD
climate of leading public and private sector banks. This book is an
attempt to provide inputs for Human Resource Developers, trainers,
educators and organisations to meet the changing demands of public
across the globe.

I offer my gratitude to Himalaya Publishing House Pvt. Ltd., a
leader in Commerce and Management publications. My sincere regards
to Mr. Bijoy Kumar Ojha and team of HPH, Bhubaneswar branch for
their keen interest and best effort put in publication of this book.

Dr. Sasmita Nayak
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INTRODUCTION

1.1 INTRODUCTION

Globalisation has made the business organisations more strategic in
order to face the competition and challenges come out of the business
environment. The organisations are to be more dynamic and adopt the
changes for continuous growth which focuses on the maintenance of the
organisational climate. The theoreticians and researchers unanimously
agree that a sound organisational climate is extremely important for
achievement of organisational goal. The climate of the organisation is
normally reflected in performance of the organisation, job satisfaction
and morale of the employees, which are influenced by the outlook, well
being and attitudes of organisational members. The human resource
management policy and practice of the organisation always play
important role in creating good organisational climate and is the main
driver to adopt the change for organisational success.

Human Resource Development programs can help the organisation
when it seeks to revitalise itself and in changing its culture and climate.
When an organisation suffers from high employee turnover, more
organisational stress, poor performance, high rate of errors, wastages,
accidents, etc., the climate is perceived as bad. Similarly, a good climate
prevails when employees are satisfied with their job, have confidence in
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management, faith in organisation and show the behaviour of risk taking
and feel free to communicate. The dynamic and growth oriented
organisations have to pay attention to enable the people with such
components. They must be continuously helped to acquire capabilities
for effective performance in new role/functions/task that arise in the
process of organisation growth and change. Human resource development is
concerned with the organisation strategy and practice related to training,
counselling, performance management, career management and
compensation and reward management system of the organisation. HRD
helps in developing the capabilities of the people and to improve the
dyadic, team and group relations and also creates a motivational climate
for whole organisation. Such relations help in creating a conducive
climate for developing self-renewing mechanisms in the organisation, so
that people would be able to accommodate the changes for continuous
performance of the organisation. Besides, healthy industrial relations can
be obtained by the organisation if the climate is facilitated through good
Human Resource Management System with developmental initiatives,
good compensation, and reward system and the employee welfare
facilities. Among all the initiatives, continuous training and development
always make the organisation vibrant and functional. So, modern
organisations take the advantage of aligning Human Resource
Development with corporate or business strategy.

1.2 IMPORTANCE OF THE STUDY

The importance of HRD study in current scenario can be realised
by going through the views of leading thinkers and researcher of the
world in contemporary period. HRD is helpful in the fulfillment of
committed goals of an individual, organisation, and society at large.
It develops a clear idea of what the organisation wants to accomplish
(George and Zimmerman, 1984). HRD develops the capabilities and
efficiency of the employees in the organisation. It enables them to
improve their performance and that of the organisation as a whole.
Development of employees tends to result in higher productivity. HRD
leads organisations towards the possibility of improving performance
(Nadler, 1981; Pferffer, 1994). HRD reduces the cost of production and
earns good returns on investment and consequently contributes to
competitive advantage in the face of intense competition (Schuler and
MacMillan, 1984). According to Rao and Verma (1988), HRD is the
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process of increasing knowledge and capabilities of all the employees in
the society. In the macro or national context, HRD is the process by
which the people in various groups are helped to acquire new
competencies continuously. So, as to make them more self reliant and
simultaneously develop a sense of pride. Dayal (1991) viewed that HRD
involves the better ways to adjust the individual to his/her job and the
environment. This will create interest and maximise the involvement in
the work and ultimately this will maximise the capabilities of the
individuals.According to Warner and Dc Simons (2006), HRD can be
defined as a set of systematic and planned activities designed by an
organisation to provide its members with the opportunities to learn
necessary skills to meet current and future job demands. HRD improves
the organisational health and employee morale, team spirit and loyalty. It
plays a role in promoting a positive work culture (Rao, 1991). HRD is
essential to meet the requirements of the changing internal and external
environment of the organisation. HRD is a significant factor in
determining the growth and prosperity of the business enterprise (Rao,
1991). Realising the importance of HRD climate for organisational
climate, Rao and Abraham, 1986 opined that the former is an integral
part of later one. HRD is the means to adopt the change and make people
ready always for performance of the organisation. In their study, they
focused on three aspects of HRD climate i.e., General Climate which
explains the importance given to human resource development in
general by top management and line managers, the OCTAPAC items
which deal with the extent to which openness, confrontation, trust,
autonomy, pro-activity, authenticity and collaboration like intangible
variables are valued and promoted in the organisation. The items dealing
with HRD mechanism measure, the strength of some developmental
mechanisms like training, appraisal, career development etc., are
practised seriously in the organisation.

Schneider and Snyder (1975) stated that HRD is an integral part
of organisational climate. Organisational climate is the summary
perception which people have about an organisation. Organisational
climate is a relatively enduring quality of the internal environment that is
expected by its member, influences their behaviour and can be described
in terms of the values of a particular set of characteristics of the
organisation.

According to P. Feiffer (1998), Human resource development
having a key role in ensuring the strategic alignment of training and
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development, career development and cultural change of the overall
performance improvement of the organisation.

Tripathi and Tripathi (2002) sought to investigate the relationship
between organisational climate and organisational success, which
include effectiveness, job satisfaction organisational commitment and
intention to quit. The study based on a sample of 200 middle level
executives of public and private sector organisations, revealed that a
combination of reward, participation, proficiency, and responsibility was
likely to increase job satisfaction, effectiveness organisational commitment.

Purang (2006) made a study in which compared the perceptions of
middle level managers from five organisations (two private sectors, two
public sectors and one multinational organisation) on ten dimensions of
HRD climate. The study concluded that the climate at the individual
level was a summary perception of the organisation’s work environment
that is descriptive rather than evaluative nature. Another approach to
organisational climate was culture based which proposes that the climate
arises from inter subjectivity of members as they interact with the
context established by an organisations culture in the Indian context. He
also opined that the culture influenced the climate as its subset.

Mariyappan (2010) made a study on HRD climate in Co-operative
Milk Producers Union Ltd. in Erode district, Tamilnadu under NDDB
and tried to analyse the impact of HRD climate on job satisfaction. He
concluded that HRD climate was influenced by multi-dimensional
climatic factors in general. The study emphasised on top management
role by practicing developmental mechanism to enhance the physical,
mental and emotional capabilities of employees for creating and
maintaining a productive HRD climate.

Benzamin & David (2012) in their study conducted in Nigerain
banks, focusing on influence of HRD climate on employees attitude for
organisational commitment and found that the HRD climate positively
correlated with employee commitment, especially the affective
component. The study also found that OCTAPAC culture had influence
to create a positive organisation culture.

Mohanty & Sahoo (2012) carried out Human Resource Development
climate survey in IT industry in India. They concluded that the moderate
HRD climate was prevailing in the IT organisations. The study also
revealed that among the components of HRD climate, OCTAPAC
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culture was found more prevalent than the HRD Mechanism and General
climate.

Mittal (2013) conducted a comparative study on HRD climate in
public and private sector banks and found that it was better in public
sector bank than the private sector bank.

From the above studies it is observed that the fundamental purpose
of HRD is to contribute long-term strategic performance and a good
HRD climate ensure a continuous improvement of organisational
members, which ultimately fulfills the goal of the individual and the
organisation. So, every organisation needs a good organistional climate
in which HRD Climate is a part in order to be effective. Now-a-days the
Bank’s and financial institution’s performance or services are quite
important for the growth of the economy. So, it has urged a continuous
improvement of employee’s performance with a good HRD system.
A good HRD system includes better HRD climate of the organisation.
So, considering the role and importance of HRD climate, the current
study is an attempt to make a comparative analysis of HRD climate of
different public and private sector Banks.

1.3 OBJECTIVES OF THE STUDY

Realising the importance of HRD and HRD climate for
organisational success after going through related studies in different
organisation in general and the studies in banking sector particularly,
this piece of work has been preceded with the following objectives:

(a) To study the HRD climate of public and private sector banks.
(b) To find out the difference in HRD climate of the public and

private sector banks.
(c) To study the differences exist against each item of HRD climate

among the banks.
(d) To study the difference in three components of HRD climate as

suggested by Porf. T.V. Rao and E. Abraham i.e., General
Climate, HRD Mechanism, OCTAPAC culture in the Banks
under study.

(e) To find out the relationship between three components with the
HRD climate of Public and Private sector banks.
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1.4 HYPOTHESES

Reviewing the literature and related research studies on HRD
climate the following hypotheses are formulated:

H1: The Public and Private sector banks differ in HRD climate.
H2: There is variation in functioning of each component of HRD

climate i.e., General Climate, HRD Mechanism, OCTAPAC
culture of Banks under study.

H3: The components of HRD climate are related irrespective of the
banks.

1.5 SCOPE OF THE STUDY

The study is limited to three leading public sector banks and three
leading private sector banks who have Regional Training centres in
Bhubaneswar.

1.6 RESEARCH METHODOLOGY

Research Design
For this study a Descriptive research design was adopted and

accordingly the sampling design was done.

Sampling Design
In order to make the study effective one a survey was conducted

assuming that the samples were well presentation of the population.
Samples were selected in two stages. As per the objectives in the first
stage three banks from public and private sector banks are chosen those
who have Regional Training/Developmental centre at Bhubaneswar.
Then in second stage 50 respondents were randomly selected from
among the executives of each bank as the private sector banks have
comparatively less manpower in their regional office at Bhubaneswar.
So, judgmental random sampling design was followed.
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Collection of Data
Sources of Data

Data were collected from both primary and secondary source.
In order to collect data from primary source the tested questionnaire
designed and used by Prof. T.V. Rao and E. Abraham in the year 1986
consisting of 38 statements divided into three aspects such as General
Climate, HRD Mechanism and OCTAPAC culture have been used,
whereas secondary data were collected from website of different banks,
annual reports, journals etc.

Data Analysis
Statistical Package for Social Science (SPSS) was used to analyse

the data as per the objectives and the tests like ‘t’-Test, One Way
ANOVA Test, Chi-Square Test and Duncan Multiple Range test were
applied to ascertain the result of variation. Besides the correlation
analysis was done.

1.7 SEQUENCE OF THE CHAPTERS

The research work has been systematically presented with five
chapters:

 Chapter-I contains the introductory part of the study which
includes the significance, objectives, scope, importance, related
research studies, methodology and limitations.

 Chapter-II deals with the theoretical framework of Human
Resource Development (HRD) and HRD climate.

 Chapter-III contains the history of Banking sector, Reserve
Bank of India and Public and Private sector banks under study.

 Chapter-IV deals with the analysis of data collected from
different sources.

 Chapter-V Presents the Findings, Conclusion and Suggestions
for further research.
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1.8 LIMITATIONS

The study has the following limitations:
 The selection of banks for the study was limited to the banks

who have regional training center’s so the finding cannot be
generalised in case of all the banks.

 The sample size was restricted to fifty only as because the
private banks have less branches with less number to employees
in comparison to Public Sector banks.

 The sample respondents were limited to the branches of the
bank located in Bhubaneswar and the respective Training
centers.

 As employees were not open in their mind and apprehending
some negative result the study could not be a bias free.

However, in spite of all these limitations the attempt is made to
make it a scientific and realistic study.
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