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Chapter-1 

DESIGN OF THE STUDY 

1.1 Introduction 

Human resource is undoubtedly the most challenging and dynamic capital in an 

organization. They are the contributors to the intellectual capital, social capital and 

.emotional capital of an organization; thereby being the most important instruments 

behind every success or failure. In an age of bottleneck competition, where the customer 

has many choices to make from available products and services, it is imperative to 

develop a competent and , . retainable manpower base. It becomes further indisputable, in an 

era where knowledge, information and competencies change fast and becomes obsolete at 

a faster rate. Therefore human resource development is the inexcusable responsibility of 

the management. 

Over the last two decades, organizations over the world have increasingly 

become aware of the importance of the human resources. This awareness is very critical 

for their organizational effectiveness. Organizations will find it very difficult to maintain 

their growth and effectiveness, unless their human resources are complementary to their 

operations. The modem world is becoming far more competitive and volatile than ever 

before, causing organizations to gain competitive advantage whenever and wherever 

possible in today's globalized and informational world. Organizational survival and 

success will depend on how,they respond to these challenges. For this, organizations have 

to effectively evolve internal capabilities for enhancing speed, quality, learning and 

building employee competencies. 

Human Resource Development (HRD) climate is an integral part of 

organizational climate which can be defined as the employee's perception about the 
... 

working environment of their organization. The concept of climate with special reference 

to HRD context i. e. HRD climate has been developed by Rao and Abraham (1986) 

constituting General Climate, HRD Mechanisms and OCTAPAC Culture. HRD practices 

create the atmosphere for the employees that facilitate their development. General climate 

highlights the extent to which the management of an organization has sincere intention, 

determined will and takes supportive actions for developing its manpower. HRD 

Mechanism constitutes subsystems like performance management, training and 



development, potential appraisal, career planning and development, reward management, 

quality of work life, self-renewal mechanisms etc. The OCTAPAC culture underlines an 

organizational culture having elements like open and frank communication system, an 

environment of trust, opportunities to take decision and be authentic approach towards 

development issues, and positive attitude for settling matters of dispute and grievances 

forthrightly with positive interaction. Hence HRD climate contributes to the 

organizations' overall health and self-renewing capabilities which, in turn, increase the 

enabling capabilities of individuals, team and the entire organization. 

1.2 Statement of the Problem 

Human resources comprise the aggregate of employee attributes including 

knowledge, skills, experience and health which are presently and potentially available to 

organizations for the achievement of its goal. In other words, human resources consist of 

the value of the productive capacity of the f m ' s  human capital. Of all the resources of an 

organization, the human resources are recognized as the most vital and the most valuable, 

it is the quality of human ~esource that ultimately determines the success of .an 

organization. The importance of the hunan factor also stems from the fact that the human 

resources alone appreciate in value through the acquisition of greater knowledge and 

through experience and thus reflects an hherent dynamism ... and development potential; 

whereas all other resources depreciate in value by the passage of time. This is essentially 

fie rationale of increasing attention given to HRD climate by the modern organizations. 

Aconducive climate in the organizations has a direct impact on the happiness of 

fie employees which, in turn directly affect the increase or decrease of the productivity. 

The organizations focus much on people orientation in order to maximize the productivity 

so as to e m  maximum profit to the organization. Whatever is the level, whether private 

sector or ~ub l i c  sector Or joint sector, profit plays a crucial role and it is the proof for the 

wellbeing of the organisation. To achieve the above said factor, HRD climate is very 

important. Hence this study was conducted with an aim to assess the extent of human 

resource development climate prevailing and to explore the various aspects that determine 

the human resource development climate in KERAFED, Kollam. 

KERNED is the apex co-operative federation of coconut farmers in Kerala and is 

the largest producer of coconut oil in India. The federation started commercial production 



in 1993. The head office of KERAFED is located in Thiruvananthapuram. KERAFEDts 

coconut oil complex at Karunagappally in Kollam district is one of the biggest such units 

in India, with a capacity of 200 tonnes per day. The I-IR department is responsible for the 

human resource activities of the fm and has got a vital role in the company. The 

foundation of KERAFED is built on the philosophy of working as a team. 

1.3 Objectives 

i. To study the prevailing Human Resource Development Climate and the factors 

influencing HRD climate in KERAFED, Kollam. 

ii. To elucidate the factors, if any, towards job dissatisfaction and to suggest 

strategies to improve the HRD climate. 

iii. To have a SWOC analysis on HRD climate at KERAFED, Kollam. 

1.4 Methodology 

1.4.1 Sources of data 

The study was based on primary and secondary data. 

a. Primary data: All primary data required for the study were collected through a pre- 
... 

structured interview schedule among the employees of KERAFED, Kollam, in order 

to assess the attitude towards HRD Climate. 

b. Secondary data: Secondary data were obtained fiom the various records of 

project reports, internet, etc. 

1.4.2 Sampling Design: 

me sample of the study comprised the entire employees of KERAFED, Kollam 

working at ~ a r ~ n a g a p ~ a l l y *  

1.4.3 Data Collection: 

The data collection was mainly done through pre-structured interview schedule based 

on a standard questionnaire or model developed by Rae and Abraham (1986) at 



Centre for HRD Xavier Labour Relations Institute, Calcutta @J.,RI, India) to survey the 

extent to which a development climate exists in the organization. 

1.4.4 Data Analysis: 

The perception of employees with respect to age, experience and division have been 

found towards each of the three dimensions of the HRD climate viz, general climate, 

OCTAPAC culture and HRD mechanism, by calculating the index values of the scores 

obtained for each of the statement. The index values have been worked out based on the total 

of be actual score obtained for each indicators 1 dimension of climate and the maximum 

score that can be obtained for each of them. Thereafter, composite index for each dimension 

has also been assessed and HRD climate index has been worked out using the formula: 

Total score obtained for the statement 
HRD climate index = Maximum obtainable score for the statement x 100 

The HRD index thus computed indicates the level or existence of that particular 

climate in the organisation. Finally the ~verall HFUI climate in KERAFED incorporatingall 

the three dimensions of the FIRD climate has also been computed using the formula: 

Overall index for a parameter 
Total score obtained for  the paramet& - - 

Maximum score x Number o f  respondents X Number of statements x 100 

The actual score obtained by each respondent for all the 38 statements, has been 

found out by adding the scores obtained by the respondent for .each of the 38 statements. The 

score that a respondent can thus get will be 38 statements multiplied by four 

up comes the value of 152. This can happen only if the respondent is opting for the 

most optimistic opinion, i.e. 'always hue', having a score of four, for all the 38 statements. 
. , . 

The least score that can be obtained by a respondent will be zero in such case, where shehe 

opted for the most option of 'not at all hue' for d l  the 38 statements. On the basis 

of actual scores obtained by each respondent, for'all the 38 statement, HRD climate index 

respondent wise was worked out which is classified as follows: 



Scores obtained 

152 

114 

76 ' 

38 

0 

Index value 

100 

75 

5 0 

25 

0 

. Taking the mid values of above index values, a classification of HRD climate has 

been made and the rating is given which is as follows: 

HRD index 
. . 

< 12.5 

12.5 - 37.5 

37.5 - 62.5 

62.5 - 87.5 

> 87.5 

HRD climate 

Very poor 

Poor 

Moderate 

Good 

High 

Based on the above classification, the HRD climate in KERAFED has been rated. In 

the final part of the analysis, the major factors influencing HRD climate has been identified 

based on the index values of the scores obtained by each statement. These statements with the 

highest index value have been considered to the major factors contributing to a favourable 

HRD climate. 

1.5 Observations made: 

The ~bservations with regard to general climate, 'OCTAPAC climate, HRD 

mechanism climate, hygiene and health policies, and welfare measures have been carried out 

in this study. 

1.6 Scope and Significance of the Study 

 hi^ study was intended to focus only the HRD climate prevailing in the KERAFED 
1 

Kollam. A favourable HRD climate is indispensable to an organisation to come out of its 
I 

! 
i 

supine or indolent stage to Undertake its diversification p r o p m e ,  to improve the traditional 

services and systems, to become more dynamic and to play a role of leadership effectively to 

ensure stability and growtb in the organisation. 

5 



The process of HRD not only ensures the development of competencies in people but 

also enriches the integrity and commitment of people to the organisation, where they have to 

work for a long time. The unlimited potential of human resources can be used only by 

creating a climate that can continuously enhance the capabilities of people. Hence this study 

was significant for understanding the real state of HRD climate prevailing and its impact on 

each workers in "Kerala Kerakarshaka Sahakama Federation Ltd", (KERAFED), Kollam. 

The SWOC analysis and the strategies would help the KERAFED to improve the HRD 

climate so as to bring maximum productivity in the human resources. 

1.7 Limitations of the Study 

1. The survey was conducted specifically among the employees of KERAFED, ~ o l l a m  

SO that the findings , cannot , be generalised to other similar organisations. 

2. There is a possibility that ziccurate response might have not been revealed by the 

respondents. 

1.8 Chapterisation 

The study has been designed into the following chapters: 

1 .  Chapter 1 - Design of the Study: This chapter presents the statement of the problem, 

objectives, methodology, scope and significance of the ... study, and limitations of the 

study. 

2. Chapter 2 - Review of Literature: This chapter gives the brief summary of various 

works carried out previously that are related to the present study. 

3. Chapter 3 - Organization Profle: This chapter presentsdx profile of KERAFED. 

4. Chapter 4 - Conceptual Framework: This chapter is devoted for theoretical 

framework of the HRD climate. 

5. Chapter 5 - H h a n  Resource Development Climate in KEMFED. - An Ana[ysis: In 

this chapter the primary data collected fiom the survey have been analysed, 

interpreted and inferences have been drawn; 

6 .  Chapter 6 - S~mmaV of Findings and Conclusion: This chapter presents the findings 

and conclusions of the study in a concise manner. 
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Review of Literature 



REVIEW' OF LITERATURE 

A good HRD climate rather' than HRD practices are responsible for organizational 

performance. Various research studies have been conducted to determine and analyze the 

factors affecting the HRD climate prevailing in organizations. Studies on HRD climate have 

been reviewed to attain conceptual clarity and to highlight the significance of the topic. 

Recognizing the importance of HRD climate, Centre for HRD, Xavier Labour 

Relations Institutions (XLRI, India) developed a 38-item HRD climate questionnaire to 

survey the extent to which development climate exists in organizations. The 38 items 
. . 

included in the questionnaire can be groups into three categories such as general climate, 

OCTNAC culture and HRD mechanisms. The general climate items deal with the 

importance given to human resources development in general by the top management and the 

managers. The OCTAPAC items deal with the extent to which openness, confrontation, trust, 

autonomy, pro-activity, authenticity and collaboration are valued and promoted in the 

organization. Tbe items dealing with HRD mechanisms measure the extent to which ~b 
mechanisms are implemented seriously. Using this hstrument the first survey of HRD 

climate in Indian organizations was carried out by Rao and Abraham (1986) among 41 

organizations in India. The study found the general HRD climate'in the organizations appears 

to be at an average level. The most important factor contributing to this seems to be a general 

indifference on the part of the employees on their own development. This was followed by 

the top lip sympathy and intellectual positivism to HRD but no emotional 

investment. 

Kolekar (1987) in his Ph.D thesis "A study of HRD in selected Public Sector 

undertakings in Maharashtra .. . and Goa" suggested to imparting long term training, appointing 

a director (T & D) as ... concrete step towards HRD, valid and reliable performance evaluation 

system, and issuing appreciation letters to outstanding employees. Researcher had considered 

only recruitment, selection, training and development and performance appraisal. He focuses 

on employee counseling, etc. and use of computer in functioning of HRD effectively. 

In another study, Abraham (1989) found that HRD climate is a powefil intervening 

variable in translating HRD practices into profit. 



Venkateswaran (1997) in a note on human resource development climate made a 

study based on the responses of 132 executives of a large PSU and concludes that early 

identification of human resource potential and development of their skills represents two 

major tasks of human resource development. This can be achieved only when a conducive 

HRD climate prevails. The study found the existence of favourable HRD climate in the 

organization. 

Alphonsa (2000), has published his study conducted in a large private hospital in 

Hyderabad under the title "HRD Climate in a private hospital in Hyderabad: An Empirical 

Study" This study has attempted to analyse HRD climate, as perceived by the supervisors, 

and suggest that top management of the hospital may ficriher advance the hospital policy in 

enhancing the physical, mental and emotional capabilities of the individuals, in order to 

create and maintain a productive HRD climate. 

~ h ~ a d w a j  and Mishra (2002) had given an account under the title "HRD Climate: An 

empirical study among private sector managers" and the study results revealed that the 

overall HRD climate in the organization covered under study was good. Significant 

differences were also observed among three levels of management with respect to differint 

dimensions of HRD climate as well as overall HRD climate. Implications of results of the 

study are discussed. 
. .. 

It has been established by Helena etal. (2003) in their investigation to find out how the 

perceived organizational climate of a work place was related to symptoms both of the 

organization and the employees and how these factors varied according to socio demographic 

and work-related characteristics, it was found that Part of the impact of the organizational 

climate on sickness absence was not caused by an increase in work-related symptoms. Even 

organizational climate seems to correspond not only with organizational practices and 

leadership but also with the occupational health. The organizational climate is used as 
. .  

research tool and it attempts to reduce the work-related, ill-health and sickness absenteeism, 
.,* 

Sheth pinakin (2005), in ''Hm through OCTAPACE culture", has highlighted on 

OCTAPACE culture, OCTAPACE implies Opemess, Collaboration, Trust, Authenticity 

Protection, Autonomy, confrontation and Experimentation- The author has examined some 

of the required in different sub-systems of HRD with special reference to the 

liberalized and globalized economy in the 2 st century. 



Mishra and Bhard (2006) in his study said that the nature of work undertaken and the 

factors which are to be analysed in the various organizations are the major factors that have a 

greater impact on HRD Climate. 

Mufeed and Gurkoo (2006) have attempted, in the paper titled "Enhancing 

educational Institution effectiveness through HRD climate: An Empirical Assessment" to 

study the whole gamut of HRD climate in universities and other equivalent level academic 

institutions by electing employee perceptions on HRD climate for which the University of 

~ a s h i r ,  Srinagar is selected the main focal point of study by the authors. They found that 

on the whole HRD climate of the sample study organizations was perceived as significantly 

more motivational characterized by the OCTAPAC culture. This culture is to be practiced by 

providing infrastructure facilities. The study indicated that there is still considerable scope fir 

improving HRD practices at the University based on the study findings. 

the company are positively related. 

Battu (2007) studied the profile of Agrigold Private Ltd. HRD climate survey 

made by the help of questionnaire designed by Rae. The mean score of general climate, 

OCTAPAC culture and HRD n~echanism and implementstion were found to be 3.39, 3-31 

and 3.49 respectively. The overall mem score of HRD climate was found to be 3.39.  his 

indicated the fact that HRD climate prevalent in Agrigold farming is just below the desirable 

level. 

Rohmeaa (2007) conducted a study in analysing the factors that contribute to the 

HRD Climate in an organization. But also the effect that the climate had the impact of HRD 

practices on organizat~onal group outcomes has gained importance areas. 

Sk-arayana (2007) has carried out a study to assess the extent of HRD climate 

prevailing in small trading units in Dubai. HRD climate consists of general HRD climate, 

O C T ~ A C  and HRD mechanism Category-wise analysis leads to the conclusion that 

OCTMAC culme was more prevalent than H* ~ ~ c h a n i s m  and general H . D  climate. I 
I 

Training perfo~mi.nce appraisal appemd to be more mLdl.Ue practices rather than career I 

9 
I 
I 

1 

Rateesh (2006) in his thesis "HRD climate in Rubco-Huat Woods Pvt Ltd" examined 

the HRD practices and employees attitude t ~ ~ a r d s  working environment in the company and 

find out that the overall HRD climate is perceived as only good. Thus the company is having 

an ample scope for improving the HRD climate. because the HRD climate and prospects of 



planning, rewards and employee welfare. He concluded that average HRD climate was 

prevalent in the small trading units. The author suggested the units to introduce fair employee 

welfare programmes and reward systems to improve employee satisfaction levels and 

subsequently to gain advantage from. the satisfied workers to increase sales. 

1 Srimaarayana (2008) in his work assessed the HRD climate prevalent in Indian / 
1 organization. The data were collected from 1905 employees from 42 different organizations 

in India. The type of organizations under the study includes manufacturing (1 8), service (13) 

and 'information technology (1 1). A questionnaire containing 38 items grouped into 3 

categories (general climate, OCTAPAC culture and HRD mechanism) developed by Rae was 

administered for data collection. It was found that more favourable climate was found in 

manufacturing sector than to service sector and lastly the IT sector. The overall percentage 

score ofm climate was calculated to be 59.61per cent. The paper concluded with remarks 

that moderate was widespread in Indian organizations. 

Pillai (2008) in his study on influence of HRD climate on the learning orientation of 

bank employees stated that competent employees are the greatest asset of any organization. 

The proficiency of employees plays a vital role in the content of the diverse challenges 

by the contemporary organizations. Talent management, employee engagement and 

employee retention have become the key concerns of HRD professionals. This is of greater 

relevance in the banking organizations, being a highly HR intensive sector. The study opined 

that, in order to maintain and develop their competencies, the employees should have an open 

mind for learning change and suggested that proactive approach can be generated by 

providing adequate opp0Ttu"ities as well as motivation for the employees by fostering a 

suppofiive favourable climate for learning in organizations. 

Karunesh and P d a j  (2009) conducted a study on HRD climate in selected public 

sector banks- an study and found that, HRD climate plays a very important role in 

.,tion because directly or indirectly it affects the performmce of the the success of any 0rg .F  

employees. 1f the HRD climate is good, then the employees will contribute their maximum 

for the achievement of the organizational 

Bandgar (20 10) attempted to measure the climate in industrial cooperative, The 

subunits under study constituted SUEW, milky units of Cooperative industry in 

Kolhapur district. The in the form of induction training and development 



existed in all the organizations. Employees were satisfied with developmental policies, and 

the overall HRD climate in cooperative was found good. Researcher suggested measures to 

improve HRD climate in cooperatives under study. 

The study ~ ~ n d u c t e d  by Srimannarayana (2010) on human resource development 

climate in manufacturing sector, having aims to explore extent of HRD climate prevalent in 

manufacturing organizations in India. Based on the information collected from 726 

employees working in 18 organizations in manufactwing sector in India, this study has found 

thai the overall HRD climate prevailing in this sector is of moderate level only. Also category 

wise analysis leads to the conclusion that OCTAPAC culture has been more prevalent han 

mechanism and general HRD climate. Training and performance appraisal appear to be 

more mame practices rather than ~areer planning,   wards and employee welfare. At last of 

the also it appeared that the organization focus more on business rather than people. 

Ultimately, the researcher suggested that the organizations may introduce fair welfare 

progr-es and reward systems to improve employee satisfaction levels and subsequently to 

gain from the satisfied workers to increase productivity. 

Bais (201 1) studied the HRD climate in Life Insurance Corporation of India, Raichw 

division, Karnataka. The study revealed that organizational culture in LIC was conducive for 

employee's development. Further dimensions like management development, employee 

benefit, top management initiatives, employee c0mmitment,'support, encouragement and 

relationship were found to be poor in terms of employee opinion in the organization. 

Benjamin (201 1) had conducted a study on assessment of HRD climate in Rwanda 

private sector organizations. The main objective Was  to investigate the prevalent HRJ) 

climate within two leading private sector companies in Rwanda. The result of this study 

shows that generally there exists a good HRD climate in the organization according to the 

perceptions of respondents. . ,. The employees in general showed a favourable attitude towards 

J-JRD policies practices ... of the organizations. However, it should be noted that the existing 

developmental climate within the insurance company is not as favourable as that of the 

telecommunication company. 

Mohanty et. al. (20 12) studied the HRD climate and its impact on job performance in 

private insurance companies of Odisha. Data collected from 250 respondents revealed that 

average HRD climate and job performance was prevalent in the sector. There existed a 



positive relationship between HRD climate and job performance. However, HRD mechanism 

needed more attention with reference to factors like rewards, feedback counseling, and focus 

on learning. In context to general climate, dimensions like employee development and 

psychological climate needed fiuther improvement. The author m e r  suggested 

improvements in the dimensions like team spirit, trust, employee compensation and career 

development to improve the OCTAPAC culture prevalent in the sector. 

~rinibash and Mohapatra (2012) studied l3RD climate in Rourkela steel plant, one of 

the inajor steel producing public companies in the country under the control of SAIL. The 

study was aimed at assessing the extent of developmental climate prevailing, through 

identifying and measuring the perceived organizational culture and its various dimensions, 

The findings of the study helped to identify the weaker aspects of culture in terms of values 

and beliefs that prevail in the organization. On the basis of these diagnoses the management 

can take the opportunity to work upon the identified aspects and develop better organizational 

culture. According the researcher, they also stated that the management should focus on to 

gain the confidence of employees in its welfare activities through reintroduction of the 

schemes, which were partially or completely withdrawn; gather information about employees 

welfare needs through a systematic survey etc. On the conclusion part of the study, they 

stated that there has considerable scope for the development and implementation of 

appropriate HRD prog~~InmeS and intmmtions in RSP well as various other sectors in the . . . 
country. 

Mittal and Vema (2013) studied the perception of employees on human resource 

development climate in SBI, Bhopal. With the help of 100 respondent employees data were 

obtained on dimensions of OCTAPACE culture, general climate and HRD mechanism 

implementation The conclusion resulted in favourable attitude of employees towards HRD 

policies and practices of the organization. 

Sasirekha and Ashok (2013) presented an understanding on HRD climate in 
. a .  

government cement cOIllp~Y The study revealed that employees were not fully satisfied 

with existing HRD climate. The mean score obtained on almost all the dimensions of survey 

were found to be poor and there were ample of works to be done in this area to improve the 

prevailing HRD climate. 



Srinibash et al. (2013) had conducted a study on correlation of HRD climate with job 

satisfaction of employees: An empirical investigation on Mcl, Burla, Sarnbalpur, Odisha. It 

has provided an opportunity for an in-depth exploration of the perceptions and attitudes of the 

employees regarding the potential HlXD climate variables which have relations with job 

satisfaction of employees. In this context, for the study, they had taken 60 responses fiom 

different demographic profile to make this study succession one. They had used mean, 

standard deviation, correlation and regression analysis to prove significant relations and also 

T test had been used for testing hypothesis. The finding indicated that HRD climate has a 

significant relationship exists with the job satisfaction. It also indicated that there is 

considerable room for improvement in these areas. 

Subrahmanian and Renganathan (20 13) studied the organizational culture prevalent in 

equipment manufacturing company at Chennai. Sample size for the study constituted 206 

employees fiom five different departments. The outcome of study revealed that openness and 

trust environment was widely prevalent in the organization, however employee 

coIllMunication and proaction culture were needed further development. The authors M e r  

that all automobile companies were devoted to develop organizational culture by 

effective implementation of OCTAPACE culture in their organizations. 

~ a n i  (2013) examined the nature of HRD climate and OCTAPACE culture existing 

in Cadbury India Ltd., Thane Plant in hlaharasba. Data were collkcted from 21 0 workers and 

15 managers of the orghzation llnder study. The lllean score of general climate, HRD 

mechanism, cultural dimensions and OCTAPACE d t u r e  were compared between 

respondent workers and managers. A sound HRD climate was prevalent in the organization. 

Dimensions like top management attitude, potential appraisal, competency building, openness 

and required n e e W  improvements. 

Conclusion 

HRD the development oriented activities of the organization through 

employee For an individual to perform productively, the climate prevailing in the 

organization needs to be conducive for his development. A review of literature in area of 

'HRD climate9 reveals that it has emerged as crucial factor for competitive advantage in 

current business scenario. 
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Chapter - 3 



KERAFED-PROFILE 

I I 3.1 Introduction 

"Kerala ~erakarshaka Sahakarna Federation Ltd", (KERAFED) was registered under 

the cooperative societies Act in 1987, with assistance of European Economic c o - ~ t y ,  

National Cooperative development Corporation and the Government of Kerala. KERAFED is 

the Apex Co-operative Federation of coconut farmers in Kerala and is the largest producer of 

coconut oil in India. The federation started commercial production in 1993. me head 

of KERAFED is located in Thiruvmmtha~uam. KERAFED's coconut oil complex at 

Kmagapally in Kollarn district is one of the biggest such units in India, with a capacity of 

200 tonnes per day. The primary objective of KERAFED is to organize coconut growers by 

bringing them under the cooperative umbrella and to provide them with all supplies and 

services to augment their income base by h~reased productivity and value additions through 

fie integrated system of production achievement, storage, processing, diversification and 

marketing of coconut oil and alymy products of coconut palm at a price remunerative to 

growers and fair to consumers. As the coconut farmers in Kerala were reeling under &e 

sbmge hold of powerful country trade cartels manipdate market conditions 

and dictate pice  trend to their advantage, KERAFED aimed at procurement of 50per cent to 

60per cent of the total coconut / copra produced in the state which will be processed at its 

own processing unit and marketed. 

KERAFED is the single largest Procurer of coconut I copra produced in Kerala from 

900 societies all over the state. KERAFED has a good distribution network consisting of 

stockiest, dealers and suppliers. 

For effectively and efficiently carrying out the administrative and operational 

basis, the state is divided into three regions: the southem region the 
practices on a day-to-da~ 

The southem region consists of the revenue districts - 
northem region and tbe central region' 

~ ~ l l ~ ~  pathanamthia and A1a~huzh% the nodhem region consists of 
T~iruvananthap~rm, 

waymad, K m m  a d  K a x g ~ d e  districts and fie Central region 
MaIappuram, ~ o z h i k k o ~ ~ ,  

Idukki, ~rnakdam, T h r i s s ~  Palaghat districts. 3 00 primary 
consists of Kottayam, 

societies in each region are members of the federation to 
agricultural credit cooperatives 

rocurement, marketing activities at the farmer's level. 
Udertake production P 



3.2 Motto 

To' get support of coconut farmers. 

Distributing or providing healthy coconut oil to consumers. 

3.3 Vision 

To become the single largest procurement agency of copra and the biggest coconut 

products manufacturing company in India. 
. . . 

3.4 Mission 

Being the number one producer of the best quality coconut oil, it aims at the following 

areas: 

Business 

Customer relation 

Innovation 

Social sector 

3.5 Objectives 

To reduce edible oil imports. 

TO provide an impulse effect on internal production on coconut. 

To provide the adcultural potential of Kerala State. 

To strengthen the co-operative movement. 

To secure the marketing of coconut and it's by- products, thereby assuring 

economic prices to the growers. 

To establish and manage infrastructure facilities for production and supply of 

inputs and processing, manufacturing and marketing of products and by 

products of coconut palm. 

TO undertake research and development activities on production, processing 

and marketing. 



3.6 Farmer Friendly Organisation 

For over 29 lakh coconut fh-ners in the state, KERAFED has been a beacon offering 

them attractive support prices for coconut and copra during unfavourable market conditions, 

procuring copra under the price support scheme on behalf of NAFED, Government of India 

an rendering value added services to mhnce  their earning through improved productivity 

and by assisting them in production and Procurement- Apart fiom these, Federation organizes 

periodic extension activities to help f'ers, like demonstration farms, training camps and 

~ l s o  KERAFED reimburses the expenses for the establishing copra driers, through 

the primary agricultural co-operative societies. 

1 )  3.7 Product Profde 

"KERA" brand of coconut oil is produced by KERAFED fiom copra of the finest 

quality, directly procured from coconut growers in Kerala -"the land of coconuts". The copra 

thus procured is processed using the most m ~ d e m  techolog~. In the selection and processing 

of copra, KERAFED employs strict quality control measures to ensure product superiority 

purity. A unique MO stage filtering Process is employed by KERAFED to retain fie 

aroma and flavour of coconut oil for a long period. "KERA" brand of coconut oil is 

known for its quality, purity, longer life and reasonable price. Its quality is in 

c o ~ o ~ t y  with the grade specifications laid down by the Bureau of Indian Standards vide 

IS: 542-1968. certificate of a~thorisation to grade "KERA" coconut oil under A G M A m  

also been obtained. a R A ,  the branded from KERAFED~ apart fi0m being delivered in 

packages of 100 200 ml, 500 ml bottles, half and One litre pouches, 8 ml sachets, one litre 

pet bottles, 5 kg cans and 15 kg tins, is also n~arketed in bulk. The raw materials used for 

these packing are of virgin / food grade, approved by CFTN, Mysore 1 other Government 

s e c o n d ~  packing is done using 315 ply cormgated cartons, as per approved agencies. 

s~ecifications. A P ~  from rn ,eting the marketing needs in Kerala, Tamilnadu, Kmataka and 
- 

Andhra Pradesh etc.3 the progr-e to popularize the brand in cities like New Delhi, 

" ~ ~ l k ~ t a  is already on the roll. has gone globally with expo* Bangalore, Mumbai and 
.es ~ R A F E D  had tied up with a leading retail chain in ~ ~ b a i  and 

to Middle East counm . 
Abu Dhabi for the two brands: cooking 

'KERA' and 'KERA KEsH'. There are 

herbal oil products from  coconut^ as the federation has recently 
also plans to develop 

esamrudmf herbal oil in the state. 
introduced 'Keraj am K 



KERA is proud to be patronized by millions as the tastiest of all cooking mediums 

and the most ideal hair oil. Truly the colour of gold and the smell of yore, KERA enjoy an 

undisputed plurality of the market share in Kerala -a feat achieved by ultimate customer 

satisfaction; a permanent place in the hearts of housewives, chefs and every food loving 

keralites. Not resting on the laurels, the thought Process is already at work at KERAFED. 

Plans are afoot to enter into the field of producing highly demanded coconut related products 

like desiccated coconut, C O C O ~ U ~  cream, bottled tender Coconut water, coconut milk and 

confectionery products etc. It is hoped that the good will of KERAFED built up by high 

custpmer satisfaction by the performance of products like KERA, can be thus employed to 

conquer newer domains. 

3.8 Organisation Structure 

Organization structure is the systematic arrangement of the people working for the 

organization to achieve predefined goals. The s ~ c ~ e  has two dimensions: horizontal and 

vertical. The horizontal dimension indicates the department and the vertical dimension 

indicates the hierarchy. 

Board of Management elected by the I'nf2mbers of the federation is headed by a 

Chairman. From those members, an Executive and a Chairman are elected. The 

federation has to get the approval corn the before major decision. 

~~~~~i~~ Director appointed by the Government of ~ e r d a  is the sequence 

of the federation, normally an outside person. Director (projects) is at the top of the 

organization hierarchy the employee of the organization. 

3.9 Functional ~ e p a m e n ~ ~  

I. Marketing D e p m e n t  

11. cooperative Development Service Department. 

111. Finance DepBftment 

IV. Administrative Department 

V. production D e p m e n t  

VI. Quality Control D e p m e n t  



3.9.1 Marketing Department 

Marketing Department is controlled by Marketing Manager, who is assisted by Junior 

Manager, three Regional Managers and Branch Managers. Below them are the confidential 

assistant and clerks. For each district in Kerala, there are two marketing apprentices. The 

marketing department strategies and efforts help the federation to increase the sales through 

the advertising, sale offersldiscounts and creating proper distributing channels. KERAFED 

has it all-an aggressive marketing strategy, energetic sales team with an insight into the 

future. 

Fig 3.1 Organisation Structure of Marketing Department 

Marketing 
Manager 

[-] . [-] Managers 

Confidential 
Assistant Managers 

The h c t i o n s  of marketing department are: 

To find new markets. 

Deciding pricing strategies. 

Strengthening the agency network. 

Appointment ... of agencies. . Forecasting the demand. 

Collection of payments. 

Grievance redressal of customers. 

Keeping relevant inf0I'mation and exchanging with other departments. 

2 1 



I The main objectives of marketing department are: 

I I Selection and appointment of stockiest/agents/direct sales customers and others. 

Price fixation, fvration of sales commission and overall sales policy including market 

budget. 

Order evaluation and acceptance of order registers, priority booking registers, 

dispatch registers. 

The marketing manager monitors the pulse of the market, competition prevailing in 

the market, activities of competitors, dcimand levels etc. The other staffs in the 

department help to strengthen the link with agents. 

!I 3.9.2 Cooperative Developme~~t Services Department 

Cooperative Development Services department is responsible for the procurement of 

coconut/copra from PACS and individual coconut f h ~ ~ ~ e r s -  KERAFED is the single largest 

procurer of coconut in Kerala. Its primary fUnction is to procure coconut and copra from the 

producers through co-operatives with support price declared from time to time by the 

Union Government The direct interaction with the fbI'mers eliminating middlemen in 

the entire benefits accrued to the farmers and best raw materids then sourced goes 

into the making of K E m  RAFED gives much importance to the quality of collected 

copra therefore lending 'moisme meters' to the PACS at's subsidy, this ensures the 

quality of copra procured, even at grass root level* CDS departments is also dealt with 

of packing such as cans, pet c q  bags etc. these are purchased by 



Fig 3-2 Organisation Structure of Cooperative Development Services D~~~~~~~ 
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3.9.3 Finance Depadment 

A well-managed fmmcial dep*ent is the strength of a good business enterprise. ~n 

KERAFED, finance department is headed by finance manager responsible for all the 

financial transaction, procur ement and allocation of h d s  are the major k c t i o n  of finance 

department. 

The main sources of funds Of IGRAFED are;- 

of government of Kerala. 1) Share capital conaibution 

co-operative institutions. 2) Share capital contribution by 

banks and (3cwemment of Kerala. 3) Loans fiom NCDC2 

4)  rants and subsidies- 

for the Procurement of copra, marketing expenses and 
These funds are 

administrative expenses etc' 



Fig 3.3 Organisation Structure of Finance Department 
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The major functions of the finance department are: 

Accounting. 

Auditing. 

J Internal Auditing. 

J Statutory Auditing. 

J Government Auditing 

. ~ ~ l ~ ~ ~ i ~ g  the and collecting receipts from contract with outsiders. 

Information management 

Budgeting 

3.9.4 ~ d ~ i n k t p a t i v e  / HR Department 

In KERAFED, Administrative department is responsible for general as well as 

OStrative officer is the head of the department, KERAFED personnel administration Admitll 9 

like the HR department commonly seen in 
administrative depament is just 

organization. 



The functions of administrative department .include: 

I i. General as well as personnel administration. 

I ii. Administrative functions, includes attendance monitoring, recording and controlling 

absenteeism etc. 

I iii. Other h c t i o n s  like providing canteen services, ESI, Provident fund, accident 

benefits. 

I . . Keeping and maintaining confdential report of each employee for the purposes like 

promotion, fringe benefits, training etc. 

I v. Maintaining the relationship with workers and organization. 

vi. TO provide sufficient and adequate training to employees when any technological 

changes are introduced. 

I Fig 3.4 Organisation Structure of Administrative Department 
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is responsible for the Human Resource activities of the firm and has 
This deparm . 

The Administrative Officer acts as a link between 
got a vital role in the 

ization He has the responsibility to monitor and inform the 
government and the 

ization to and pass the government to the organization. 
activities of the organ 

Staff and are given training in management in association with 

iven ~ornputer training and various training programs are given to 
HRD. Employees are g 

1 workers also. 



I 

3.9.5 Production Department 

I The raw material copra is sent to the plant by carriage. When it enters the factory gate, 

it is ient to the weight bridge for checking the weight and then it is send to the godown and 

unloaded. The quality department reaches there and do the physical inspection, takes samples 

of copra to test whether the copra is rubbery of fungus affected and also test the moisme 

content of copra. Based on the standards prescribed by KERAFED, if all the things are right; 

it is accepted for processing. 

i' 

I The Production Department of KERAFED has the following three divisions. 

The Production Department function of KERAFED is to manage the production and 

to produce the product according to the demand. Production department undertakes the 

process of transformation of copra into oil and oil cake. A series of processing is used to 

convert copra into oil. The machines and equi~ments in KERAFED are installed in straight 

line basis. The capacity of the plant is 2OOMTPD (Metric Tonnes per Day). 

I 1. Storage division. 

( 2. Manufacturing Process. 

I 3. Packing and filling unit. 

1 3.9.5. a Storage Division . . ,  

The godown section is headed by an in charge whose office is situated inside 

the godown, He the records pertaining the copra and also transfer of copra 

to the division. Copra to be transferred to the manufacturing division is done 

I through conveyors whose base starts from within the godown. 

The manufacturing unit is headed by a technical officer whose cabin is situated within 

unit . .~he pl" of the unit depends on the market demand 
the manufacturing . 

the festival Seasons. More products are required during the 
product. It depends or varies 

during "ononam". Fire extinguisher, Gas masks, Safety belts and 
festival seasons especially 

ovided to ensure the safety of employees. 
First Aid box etc. are Pr 



3.9.5. c Packing and filling unit 

The oil complex at Karunagapally houses state-of the art facilities for extraction, 

processing and packing of ~ ~ c o n u t  oil h d e r  extremely hygienic conditions. Packing and 

filling unit is highly mechanized and here oil is usually packed in different packs i.e.; from 

6x11 sachets to 15 kg tins. As per the dmand the packing division takes oil fiom the storage 

tanks and uses it for filling into sachets, pouches and bottles. 

Strict quality specifications are followed in terms of material used as packing 

matehal. The raw materids used for these packing are of virgin / food grade, approved by 

CFTRI, Mysore / other Government approved agencies. Secondary packing is done using 315 

ply cartons, as per specifications. 

c his section is headed by a separate officer, shift-in-charge whose cabin is located 

inside the packing unit. Due to this layout, the ~ff icer  Can have a complete view of the unit 

and effective control over the unit- Bottling filling line in the plant can automatically fill and 

bofiles .There is also a sachet machine which fills oils in 6 d  sachets. The role of manual 

labours in this unit is limited. 

Fig 3.5 Hierarchy of production Plant 
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3.9.6 Quality Con frol Department 

Quality specifications of a global standard are adhered to by KERAFED stringently at 

all stages of production to the extent that ~ n l y  Grade I copra certified by the Bureau of Indian 

Standards (BIS) is set aside for aside for processing. KERAFED'S quality control laboratory 

meeting AGMARK parameters confums the purity of KERA. 

I Every load arrived at godom is subjected to quality tests, to detect inferior types of 

copra. Inferior types of copra are generally: 

1) Mould affected. 

2) Immature or rubbery copra made fiom immature nuts. 

3) Insect attacked copra. 

4) Discoloured copra and 

5) Findingout the Moisture content. 

The fungus seriously affects the grade of oil. The moisture content affects the shelf 

life, 1f the load fails the Quality test, the load is rejected. If the load passes the quality 

inspection, h e  load is accepted and deposited at K ~ ~ E D  godown. 

In order to ensure quality, initially random sampling technique is used.Random 

is drawn for its moisme test at the laboratory- Copra with ... moisture content below 

6per cent is normally accepted for processing in KERAFED. Once the quality report is ready 

from fie material receipt and service request prepared by the procurement section is 

given to account section for the approval the cost of material and then passed by plant 

manager. 

Fig 3.6 Organisation Structure of Quality Control Department - 
( supervisor Lab 1 

Junior 1-1 



3.10 List of Abbreviations used: 

i. CDS: Cooperative Development Service 

ii. CFTRI: Central Food Technological Research Institute 

iii. ESI: Employee State Insurance 

iv. NAFED: National Agricultural Co-o~erative Marketing Federation of India Ltd. 

v. NCDC: National Centre for Disease Control 

vi. PACS: Primary Agricultural Credit Societies 
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HUMAN RESOURCE DEVELOPh'lENT- A CONCEPTUAL FRAMEWORK 

4.1 Introduction 

In these days, organisations are accepting that hunan beings are their most important 

asset. The success of any organisation depends upon that how much they are utilizing and 

satisfying their existing h ~ a n  resource according to its desirable goals. In a howledge 

economy, optimizing human and intellectual capital is the biggest challenge, which an 

organisation has to face. H U a n  r~sOurce development is a continuous process, by which 

employeesy capabilities are sharpened, their potential is realized and life-long training is 

provided to them, to prepare them to play a vital role in PRSent Lmd future jobs. 

4.2 Concept of Human Resource Development 

The HRD concept was first introduced by Len Nadler of American Society for 

Training and Development in United States America in 1969. Len Nadler has defined 

human resource development as bb21.n learning experience within a given period of 

time with the of producing the ~ossibi l i t~  of performance change". 

~ u m a n  resource development is the Process of helping people to acquire expertise. In 

, context, it is the Process by which organizations help their employees in a 

continuous and planned way in order to: 

acquire or sharpen the abilities required to perform various hc t ions  associated with 1. 

their present or expected fuNe 

ii. develop their general skills as individuals, discover and utilize their inner potential for 

their own and/or organizational development Purposes; 

orgmizati~nal culture in which supervisor-subordinate relationships, 
develop an - 

md,collaboration among sub-units are strong and contribute to the 

professional well-being, motivation, and pride of employees. 



system theory. A theory is a general statement or set of related statements about cause and 

effect, actions and reactions. The main purpose of discussing these various foundations is to 

I acknowledge the fact that HRD should continue to develop as a discipline and the integration 

of economic, psychological and system theories serve as a unique theoretical foundation of 
I 

human resource development. 

I 

I 4.3.1 Economic Foundation of HRD 

Business traced its roots in the early sfages of human civilization in one form or the 

other''rnd every business activity is necessarily an economic activity. To give and to take has 

been the two aspects over which the base of business lies. In the earlier period oftime, it was 

carried out on individual basis, but with the Passage of time it turn out in the shape of a 

formal and an organized structure, which is popularly known as an 'Organization'. 
I 

I 

~n organization is an organic entity through which business is carried out primarily 
I : for achieving economic objectives of the organization. It is being represented that the 

I 
economic theory holds the epicentre position in the evolution of the concept of human 

I 

I resource development ill context of an organization. Economics is the study of how scarce 

I resources are optimally utilized and how these scarce resOurceS are allocated. It consists bf 
j 
1 terrain concepts of efficiency which could help in designing a fitmework for ensuring I 

rnawimum societal well-being. Thus, economics is considered to be the theory of ~ u m a n  
I 

Behaviour. 

4.3.2 Psychological Foundation of HUD 

F~~~ the organizational point of view, ~ s ~ c h o l o g ~  is concerned about the individual 

behaviour at work. For organization be effective and well-organized in the present 

competitive edge and g lobal scenario, it must take great care of maintaining a cohesive 

working environment where the working conditions are integrated with the talents and skills 

The application of psychological tools to solve problems of the of the human resource. - -  .-. 

' t h e  organizations facilitates their integration with the organizational 
employees working in 
climate and results in enriched and enhanced performance. 

 hi^ theory operates at the individual level as well as at a group and at organizational 

level. It explains the way 
how the perceptions, attitudes, behaviour of an individual can 

upon the technologies, internal sub-s~stems, processes, goals and objectives of the 



organization. Understanding the psychological perspective is critical to the organizational 

performance because it brings key skills and perspectives that effectively facilitate change in 

culture and shifts in strategy to address the complex challenges and risks facing 

organizations. To nurture the organizational effectiveness, there is a need to strike a balance 

between the individual needs and goals with that of the organization. Human considerations 

such as adapting with the dynamic changes of time, organizational decisions based on the 

performance of the employees, perceived equity has immense impact on individual 

performance and ultimately sways over organizational performance. The working 

environment should be so congenial that the employees working there should feel relaxed and 

satisfied. 

4.3.3 Systems Foundations of HRD 
, . 

Systems theory was founded by Ludwig van Befialanffy, William Ross Ashby a d  

others in the mid of 1940s-1970s on the principles from the fields of physics, biology and 

engineering and later on included further fields of ~hilosophy, sociology, organizational 

theory, and economics among others- It sees the world in terms of 'systems9 

where each system is a 'whole' that is more than the sum of its parts, but also itself a part of 

larger system. System theory is the e a n s - d i s c i ~ l i n ~  study of the abstract organization of 

phenomena, independent of their substance, type, spatial or temporal scale of existence, 

Systems theory or Generd system theory is an interdisciplinary field, which studies the 

systems as a whole. Since organizations interact with the extemai'environment and maintain 

a synch bemeen the internal affairs of he and the business environment, it is 

termed as an open system. This theoly is based on the assumption that an organization or an 

( individual cpnnot develop in vacuum, they have to expose hemselves to the external world 
- - 

1 for aowth and development the organizational context, HRD is a sub-system a d  a 

I 
- 

system of its om because human resources are the prime movers of all other physical 

resources and transform those input resources into valuable output in the form of product 

and/or services.  his, nm~formational process involves a host of human resource 

development processes; because of the mason that human efforts are required to augment the 

performance by familiarizing changes in human behaviour. 

. . 
An organization is the ~ o m ~ o ~ ~ ~ ~ ~ ~  vaiious agents, viz; customers, suppliers, 

government, competitors 
md distributors and s ~ v ~ r a l  approaches followed in the 



I The focus of these theories is to maintain a conthuous trend of development in the practices 

of HRD. 

I 4.4 Human Resource Development Climate 

~n organization becomes dynamic and growth oriented if their people are dynamic 

and pro-active. Through proper selection of people and by nWhring their dynamism and 

other competencies, an organization can make their people dynamic and pro-active. T~ 

smive ,  it is very essential for an organization to adopt the change in the environment and 

also prepare their . , employees to meet the challenges; this will have a positive 

impact on the organization. A general supportive climate is important for HRD function, that 

is, if its ~rograrmes  have to be implemented effectively. HRD climate reveals the 

perceptions of the employees regarding the developmental environment of an organization. 
~h~ concept of climate with special reference to HRD context i.e. HRD Climate has been 

developed by Rao and Abraham (1986). A good HRD c~imate rather than HRD practices is 

responsible for organizational peTforance. HR practices create the atmosphere for the 

employees that facilitate their development. HRD climate is the perception of the employees 

about the prevailing HRD c u h E  in the organization. 

HR means in organization, who work to increase the profit for 

, ~ ~ ~ ~ l ~ ~ m e n t  is acquisition that are needed to do the present job, 

or the future expected job. After analysing human resource and development, it can be simply 

stated that, HRD is the p 
rocess of helping people to acquire competencies. Climate is an 

overall feeling that is conveyed by the physical layout, the way employees interact and the 

way members of *e organization conduct themselves with outsiders. 

The conventional implication with which the term 'climatef has been used in literature 

The concept of climate with specific reference to fie human 
is 'organizational climate' 
resource development context, human resource climate, has been introduced 

then HRD climate as concept has gained greater significance and now 
by Rao (1 996). Since ' 

ortmt tool of motivating and developing employees in an 
it is viewed as an imp 



organization.HRD climate is an integral part and a component of the prevailing wider 

organizational climate, (Rao and Abraham, 1986; Akinyemi and Iornem, 2012) that refers to 

perceptions about the prevailing conditions within an organization which affects the life of 

employees (work and personal life) and the activities within the organization. 

4.4.2 Prerequisites to develop HRD Climate in an organization 

i. Top to Bottom effort: Organization is considered to be complete organization after 

including top authority to bottom line of workers. And whenever we talk about 

development at 0rganiZationd level effort is needed from top level to bottom level. 

~ o p  authority should not have t m n g  in their mind that their task is to take 

decisions but they should also emphasized on proper implementation of decision by 

adopting various controlling technique. Bottom level workers should have loyal mind- 

set towards their organization. Bottom level workers have to work with dedication. 

They should have realization that organization is their own. To prepare human 

resow, development climate, manager and supervisor's responsibilities are more; or 

, C, say that they are the key players. Manager and Supervisors have to help the 

employees to develop the competencies in the employees. To help the employees at 

lower level, they need to be updated properly and they need to share their expertise 

and with employees. 

ii. 
T~~~ spirit: - There must be feeling of belongingness '&ong the employees, and 

also willingness to work as a 

iii. Faith upon employees: In the Process of developing HRD Climate, employer should 

have faith in the employee's capabilities. TOP management should trust the employees 

that affer making huge effort to develop employees, employees will work for the well- 

being of organization' 

iv. Feedback: Feedback should be taken to know the drawbacks in system 
- 

This will help .to gain confidence in employees mind. Employee will trust on 

management a"d he can express his freely which is very good for - 
Climate. ~ ~ ~ d b ~ ~ k  

help to lXmove the ~e.&ess. 

v. Free 
of fee'ings' Whatever top management feels about employees, they 

have to express to 
and whatever think about top management, it 



must be expressed. In other words, we can say that there should not be anything 

hidden in the communication process. Clear communication process will help to 

establish the HRD Climate. 

vi. Helpful nature of employees: Whenever we talk about looper cent effort then we 

have to talk about employee'3 effort too. Nature of employees should be helping for 

management and for its colleagues. They should always be ready to help customers 

too. 

vii. Supportive personnel management: Personnel policies of organization should 

motivate employees to contribute more from their part. Top management's philosophy 

be clear towards EIuman Resource and its wellbeing to encourage the 

employees. 
. . 

viii, Encouraging and risk taking experimentation: Employees should be motivated by 

them authority to take decision. This concept is risky but gradually it will bring 

expertise in employees to handle similar situation in future. It will help to develop 

con-fidence in employees mind. Organization can utilize and develop employees more 

by assigning risky task. 

ix. ~ i ~ ~ ~ ~ ~ a g i n g  stereot~pes and favouritism: Management needs to avoid those 

practices which lead to favo~+itism. Management and managers need to give equal 

importance, Those people who are performing good need, to be appreciated and those 

who are not well need to be guided- Any kind of partial behaviour should 

be avoided. 

4.4.3 CompnenC of HRD Climate 
The organizational climate consists of:- 

a) Organizational Structure 

An 
~ t ~ u c t w e  is a c ~ a l l y  a 'snapshot' of a work process, frozen in time ... 

d The structure enables the people's energy to be focused towards 
so that it can be viewe . 

d goal achievement. Employee must have a clear definition of not 
process achievement an 
only the work structwe but also the role used to organize the work. If the structure and the 



role is not clear, people will not know what the work process is, who is responsible for what, 

whom to go for help and decision, and who czin assist in solving problems that may arise. 

b) Organizational Culture 

organizational culture is the. pattern of beliefs, knowledge, attitudes, and customs that 

exists within an organization. Organizational culture may result in part from senior 

management beliefs or from the beliefs of employees. Organizational culture can be 

supportive or unsupportive, positive or negative. It can affect the ability or willingness of 

employees to adapt or perform well within the organization. 

The most effective work culture is one that supports the ~rganization'~ HR shategies 

by aligning behaviours, processes and methods with the desired results. It is not just 

achieving results but the methods through which they are achieved that are critical to long- 

term success. Before any HR strategy is d e s i ~ e d  there must be a clear understanding ofthe 

organization, its current V ~ U ~ S ,  its structure, its people as well as its goals and vision for the 

future. 

c) HR Processes 

The HR system of an organization should be comprehensive enough to take care of 

employees from the time they join till the time they leave. Their demands must not be 

ignored, but a feeling of belongingness be created. Process should be very clear and 

impartial, so that faith in organization. From reci'uitment to retirement whole 

process should be according to employee's expectation and ability of employer. 

1 1 4.4.4 Elements of HRD Climate 

~~~m resource development climate can be fiuther grouped into three-broad 

(I categories; 

I I General climate 

I OCTAPAC culture 

H W ~  resource development mechanisms. 

T~ begin fie General Climate items'focus on the importance given to human 

resources development by the top management and line managers, in general. The 



1 OCTAPACitems deal with the extent to which openness, confkontation, trust, autonomy, pro- 

activity, authenticity and collaboration are valued and promoted in the organization. The 

items dealing with Human Resource Development Mechanisms, measure the extent to which 

human resource development mechanisms are implemented seriously. These three groups 

were taken with the following assw-nptions: 

a) General Climate: A suppofiive climate ov~rall is important for human resource 

development to be effectively implemented. Such supportive climates consist of not 

top management and line management's commitment but also good personnel 

policies and positive attitudes towads development; 

b) OCTAPAC culture: It is essential for facilitating human resource development. 

Opemess is present when employees feel free to discuss their ideas, activities and 

feelings with each other. Confrontation involves bringing problems and issues into the 

limelight with a view to solving them, rather than hiding them for fear of hurting or 

hurt. Trust is taking people at face value and believing them. Autonomy is the 

freedom to allow people to work independently with responsibility. Proactivity is 

encowaging to take initiative and risks. Authenticity is the tendency of 

interdependencies, to be helpful to each other and work as teams. Collaboration 'is 

required so the employees can cope up with the changes and upcoming trends in an 

I organization. 

I c> HRD Mechanism: It looks at hWrltU'l I'WXWce development and to use as many 

human resource development mechanisms as possible will result in the successful 

implementation of human resource development. These mechanisms include: 

appraisal, potential appraisal, career PlaIIning, performance rewards, 

feedback and training, employee welfare for quality work life, job-rotation 

etc. 

4.5 Conclusion 

~h~ human development climate of all organization plays a significant role 

in ensuring the competency, motivation and development of its employees, ~h~ human 

resource development climate can be created using human resource development 

systems leadership styles of top management. The resource development climate 

is both a to an end as well as an end in itself. 
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The business organizations are attaching great importance to human resource because 

I human resources are the biggest source of competitive advantage and have the capability of 

converting all the other resources into desirable productfservice. The organizationYs success is 

determined by the skills and motivation of the employees. Competent employees are the 

greatest assets of any organization. BY giving the o ~ ~ o w t i e s  and by providing right type of 

climate in an organization, individuals can be helped to give fhll contribution to their 

potentials, to achieve the goals of the organization and thereby ensuring the optimization of 

human resources. For this purpose a congenial HRD climate is extremely important. Thus an 

optimal HRD climate is essential for facilitating HRD. 

This study intended to assess the extent of HRD climate prevailing in KERAFED, 

Kmagappally, on the basis of the  rim^ data collected from the employees. The 

perception of employees towards the HRD practices in KERAFED was collected through a 

strucmed interview schedule consisting of 38 statements, besides their socio-economic 

characteristics. These 38 statements have been grouped into three namely General climate, 

OCTAPAC and HRD mechanism climate. The perceptions of 100 sample respondents 

drawn from the 2 categories viz. office staff and ~ ~ r h e n  were taken for the analysis. The 

study also needed to find out the difference in the perception of employees regarding 

climate on the basis of age, designation and years of experience. Hence the fcst part of this 

section deals with the socio- economic profile of the respondents. The perception of the 

I employees regarding the above said three aspects of l3RD climate are presented in the second 

sections followed by the overall HRD climate and HRD climate based on employee segments 

in third and fourth sections.  he factors influencing the HRD climate form the fifth section. 

The level of employee  ati is faction based on selected parameters and the overall satisfaction 



The general factors include details like age, sex, marital status, educational 

qualification etc. The personnel ~haracteristics of respondents have very significant role to 

play in expressing and giving the responses about the problem. Every individual has hisher 

own qualities which are different from'that of others and it will reflect in hisher general 

' behaviow There is a linkage bemeen behaviour of an employee and hisher perception 

regarding the HRD climate. SO it is important to fxamine how these personal characteristics 

influence the HRD climate. 

Age of the respondents is one of the most important characteristics in 

their views about the particular problems; by and large age indicates 

level of maturity of individuals in that sense age becomes more important to examine 

Table 5.1 Distribution of respondents according to age group 

Age group No. of respondents . . ,  Percentage 

F~~~ the table . . 5.1 and figure 5.1 we can found that most of the respondents (56%) 

Below 35 

35-45 

45-55 

Above 55 

Total 

belonged to the age gr 
oup of 45-55 years and those below 35 years constituted only five per 

cent of the total respondentso 
27 per cent of the respondents belonged to the age 35-45 

~ - 

years and 12 per cent of the respondents were in the age group above 55 years. The number 

of middle agers in the work force is very high, this leads to efficient and effective work. 

Source: P r i m w  data 
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Fig 5.1 Distribution of respondents according toage group 

5.1.2 Gender 

above 55 
. I ,  " 

The type of work is always based on the sex of people. The nature of work for &en 

and women are different. Normally heavy works are allotted to men and women will be 

allotted with simple work. But now the situation has changed and both gender are treated-as 
m 1  *CU.li .4 +I7 & .b.\ + - n t l -  m-, ,, , 

equal and doing same kinds ofjob* 
f. ..A"' 4 .  2 ;  -, . .. . A+., . .  ? 

c . r. 123,, Table 5.2 Distribution of respondents according to gender' .c_ .,, -, ,, A \  
L 

4 1. N= 100 

Gender No. of respondents Percentage 

Female 12 12 

Male 88 1 '; 88 
',A,, 4 

Total 100 1'7*' ,%JlOO 
'L, &&. 

'source: P r imw data 

~t was quite .clear that out of the total respondents 

bority (88%) of them were male and only 12 overwhelming maJ 

1 )  I) ', ~h~~ male employees dominate fhe , female q . 1 7 ~  employees.", 
n 18:{':;;;,, ' Y  *+ 
' )  I , 

5' 8 investigated for this study, .v 

ver cFnt constituted 
q$i;i. I,. . ;I 

. . 
. . 

I ,  



Fig 5.2 Distribution of respondents according to. gender 

5.1.3 Marital status 
, . 

It indicates one's situation with regard to whether one is single, married, separated, 

divorced, or widowed.Marriage is one of the most important social institutions. The 

perceptions and attitudes of the Person can also differ by the marital status of the persons 

because the marriage might nlake the Persons little more responsible and matured in 

and giving the responses to the questions asked. . 
I I 

k b $  1 . .,, + ! <,?*. 
Table 5 3  Distribution of respondents according to marital status 

N=100 

Marital status No. of respondents . . . Percentage 

Single 4 4 
, , 
( ,  ' I  

Married 93 t: 
!, L A .. , 93 

i I 

1 1 .. . . 
Divorced 

. . - 

Widowlwidower . ' (  : . : ,..,. . .,. Y a 2 2 ,- * , .  a- 

100 - Total 1% @$+- I ... +. 100 * .. 
- > .LJL .'A. . * - . .  . 

Source: Primar~ data . .  I , *.  . , .  
. a- &, -1 L h tdn,a:is.' 3 .; . .. . . . 

The table 5.3 and figure 5.3 showed that ovenvhelming number of respondents (93%) , 

..~ 
were married and remaining (4 

were found to be widows/widower 
I ' !  separated and widower were extremely 

' .  '! ' .,4, l , f i : ~ . . , , ,  , . A  
8 .,. .I p'L, ,,,;.. .4.  ., ,, 

., ?.; :F', : , ; ' / ; i t ,  , 
. 

,'* 1 , '  * 
, ),& ,.,,. 8 ' .  

, , ,Ju. , ; ,  I .* 
. . (  

, .'. . 
I 

. .. . ..! :! .b . 



I Fig 5.3 Distribution of respondents according to marital status 

Marital status 
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5.1.4 Experience of Employees 

- 

-2 9 

I 
I 

I 
married divorced WldowMdower 

only experienced employees can understand the organisation well: . ' 
I ", I 

Table 5.4 Distribution of respondents according to experience 
N=100 

T~~ table figure revealed that the majority of the employees i.e. 33 per cent had 
.. . , ,  I.,, 

Year of service 

0 - 5  

20 - 25 

25 - 30 

Total 

experience of 15-20 years in the company followed by 20-25 
. . . 

of more than 10 years- 

1 4 ,  .: * 

, 
' I .  , 

* ,,.,;j,:,;; ,,.. ;'){;; , ?  " !,:, ,,.&.'-- ,: ,h $a d * , ~ , . , ; , d l a  

NO. of respondents 

., .. ,.- -z -- 2 .'".,,? . 

-7 ,;- 3 ' - 

Source: Primary data , --$*" , . . , . I  tt,#i 
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. . 

5.1.5 Educational qualification 

Fig 5.4 Distribution of respondents according to experience 

Education is an important attribute of an individual, which has bearing on hisher 

performance. If an employee has good educational base, it will positively reflect on their 

work, They will think more Sharply and act smartly bII others. 
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)I Table 5.5 ~ i ~ t ~ i b u t i o n  of respondents affording to educational qualification 
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~h~ table and figure revealed that only 5 Per cent of the respondents have completed 

post-graduation 28 per cent ofthe have completed their graduation, 8per cent of 

them completed diploma in IT, 8 per cent of the their higher secondary 

education 12 of them Completed and 39 per cent the respondents marked their 
?.,I# ;i+,;,;?;!;E;\];yl,;y 1 

qualification as below SSLC* i ,i 
T 

Educational qualification 

Below SSLC 

SSLC 

Plus Two 

Graduation 

Post-Graduation 

Diploma 

Total 

Source: Primary data . . 

N=ld 
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Fig 5.5 Distribution of respondents according to educational qualification 
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Section I1 

5.2 HRD Climate based on General Climate, OCTAPAC Culture and HRD Mechanism 

This part of analysis studied the indicator-wise HRD index with the help of 38 

statements based on Rao and Abraham climate. The indicators were divided into three 
i.e. general climate, OCTAPAC culture and IlRD mechanism. These indicators included 

various statements, which were graded in five point Likert Scale. The score allotted for the 

responses were in the following rmnner 

Responses Score 

Always true 4 

Mostly true 3 

Sometimes true 

Rarely true 1 

Not at all true 0 

Based on these Scores, index of each indicators and statements was calculated, The 

index for climate, OCTAPAC c ~ ~ e  and HRD mechanism was calculated 

separately. The firmula for calculating index is: 

Total score obtained for the statement 
Index f o r  the statement = Maximum obtainable score for the statement x 100 

Maimurn obtainable score for a statement = 

Maximum score obtained for  the opinion x Total number 0 f respondents 

When the individual index was calculated, the next step is to fmd out the overall index 

parameters It was calculated by using the formula: 

overall index for a parameter 
Total score obtained for the parameter 

- - Maximum score % Number o f  respondents x Number of statements 
x 100 

The level of satisfaction was categOrised as Very Good, Good, Modenrte, poor and 

Very Poor based on the HRD index obtained. 



HRD Index Level of satisfaction 

Very poor 

Poor 

Moderate 

62.5 - 87.5 Good 

> 87.5 Very Good 

5.2.1 General climate 

The general climate deals with the attitude of the top management of an organisation 

in the implementation of the personnel policies, and its role in human resource development. 

Eight statements which reflect the following aspects were included in this section. 

A. The concern of top management regarding the work enjoyment of the employees 

B. Significance given to human aspect of production by the top management 

C. Importance given to development of subordinates 

D. Opinion on the personal policy in the organisation 

E. Willingness of top management to invest their time,'and other resource in the 

development of employeeS 

F Concern of Senior executive about their juniors with regard to their work 

G. Attitude towards employees lacking competence in their job 

H Attitude of managers towards makjng behavioural change in employees 

The perception Of the employees reg~ding the general HRD climate in KERAFED, is 

depicted in Table 5.6 . . . 



Table 5.6 HRD Index showing General climate in KERAFED 

The eight statements stated above were given as indicators in the chronological order 

from A to H in the table. Using the scores given by employees for each of the indicators, 

index value has been calculated indicator-wise. According to the ratings of the HRD climate, 

the have opined as good about the general HRD climate of the organisation 

1 having an overall index of 71.18~er cent. It should be noted that among the statements, they 

provided high score for the statement 'importance given to development of subordinates' 
... with an index value of 73.50per cent. 

a, - z 
o n  

B 
I a 
LC 
a, 

8- 

The indicator E i.e. willingness of top management to invest their time and other 

I 
resource in the development of em~lo~eesy has comparatively low index value (68.75) but 

still it holds the rating as good according to the perception of respondents. 

~t can be inferred from the Table 5.6 that the respondents perceive a good General 

Hm climate in the But the scope for improving the attitude of top management 

is still there in respect to the concern for work enjoyment, bringing change in employee 

Indicators 

A 

B 

C 

D 

E 

F 

G 

H 

I 
. . 

behaviour etc. 

Total 

( 5.2.2 OCTAPAC Culture 

Total Scgre 

279 

'293 

294 

283 

275 

29 1 

285 

278 

AAer observing the p erception of different categories of employees regarding the 

general HRD climate, 
, anempt was made to observe their attitude regarding O C T ~ A C  

culture The OCTAPAC c7.dture items deal with the extent to which Openness, Confrontation, 

Source: Primary data 

2278 71.18 

N=lOO 
Composite Index 

69.75 

73.25 

73.50 

70.75 

68.75 

72.75 

71.25 

69.50 

Rank 

6 

2 

1 

5 

8 

3 

4 

7 



Trust, Autonomy, Pro-activity, Authenticity, and Collaboration are valued and promoted in 

theorganisation. When employees feel free to discuss their ideas and activities with one 

another, openness is existing in the org-ation, confrontation enables to bring out problems 

and issues with a view to solving them rather than widening them, trust is taking employees 

into confidence, autonomy is giving freedom to employees to work independently and with 

responsibility, pro-activity is encouraging employees to take initiative and undertake risk, 

authenticity is the tendency on the Part of the employees to do what they state and 

collaboration is to accept the inter-independencies to be helpll to one another and work with 

team' spirit. 

For examining the perceptions of the employees towards the OCTAPAC culture ten 

statements covering the above aspects have been included. These statements relate to the 
, , 

following factors: 

A. Existence of personal relationship among the employees of the organisation 

B. Degree of informal relation between supervisors and employees 

C. Prevalence of psychological climate in the organisation. 

D. Guidance given by seniors to their juniors to take Up future responsibilities. 

E. Identification and utilisation of potential of the employees by the top management 
... 

F. Mental impression of employees about each other 

G. Presence of mutual fllst among the employees 

H. Freedom of expressing feelings with the supervisors 

1. Freedom of expressing feelings with the subordinates 

J, Freedom of work to employees without waiting for instructions from supervisors 

K. Existence of team spirit in the organisation 

L. Joint efforts fox ,solving a problem 

M, ~ ~ ~ ~ ~ ~ ~ ~ ~ m e n t  given to employees to experiment with new methods and ideas 

N. outlook ofthe supervisors reg~ding the mistakes committed by the employees 

0. Confidence of the employees in their officers Or colleagues to understand 

the strength and weakness of e m ~ l o ~ e e s  



The perception of the employees of KEiRAFED with respect to the OCTAPAC culture 

prevailing in the organisation was depicted in. Table 5.7. The fifteen indicators stated above 

given in the chronological order from A to 0 in the following table. 

ln generaly recorded a higher HRD index with respect to OCTAPAC 

culNre to the General HRD climate as shown in the Table 5.6. It could be 

observed from the table that the respondents expressed good HRD index score for 
Y 

O c ~ M ~ C  culme with overall index of 74.78per cent. Indicator I i.e. freedom of 

feelings the subordinatesy has the highest index value (96.25) recorded by 

Table 5.7 HRD Index showing OCTAPAC Climate in KERAFED 

. . 
respondents. 

 he t&le further revealed that among the statements, mental impression of employees 

about each other (F) and freedom 
without waiting for ins&uctionl from 

supervisors ( J) had least score having moderate HRD climate. 

Source: Primary dab  
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The indicators I, K, G, H, A and Lwere found to have excellent HRD index which 

indicated that employees in the organization trust each other and they are not afraid to 

express or discuss the feelings with theif subordinates and supervisors, they confront their 

problem rather than accusing each other behind the back and there exists a good personal 

I relationship among the employees andfor all other statements, the HRD index was good. 

I 5.2.3 HRD Mechanism Climate 

The HRD mechanism climate takes into account the potential appraisal, performance 

appraisal, training and development, career planning and development and related activities. 

I The following parameters will be considered: 

A. Existence of delegation of authority to juniors in organisation 

B. Utilisation of delegated authority by the juniors 

C. Communication of career opportunities to juniors by senior officers 

D. Communication offuture plans of the organisation 

E. Decision on promotion 

F. Performance reward mechanism in the organisation 

G. Consideration or appreciation given by the supervisors fox.the good work done 

H. Mechanism of performance appraisal in the organisation 

I. Method of communication of weakness of employees 

J. Attitude of employees towards behaviour feedback system 

K. Attitude of the employees towards training programmes 

L. opportunity for on the job utilization of training progr-es by employees 

M. Assessment of training needs 

N. Existence of employee welfare measures 

0. Use of job rotation as a method of employee development 

The perception of the employees of KERAFED with respect to the HRD Mechanism 

prevailing in the organisation was depicted in table 5.8. l'he fifteen indicators stated above 

are given in the chronological order from A to 0 in the following table. 
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Table 5.8 HRD Index showing HRD Mechanism in KERAFED 

The table indicated that respondents expressed a good level of HRD climate towards 

J-JRD mechanism with an overall HRD index of 82.23 per Cent, as it had the fighest index 

value scored by the respondents when to the other 2 aspects i.e., General climate 

and OCTAPAC culture. 

N=lOO 

Among the HRD mechanisms category, the index value for indicators M, G, F, 1 and 

H were found to be higher than other items which indicated that the employees were quite 

satisfied with the reward and recoation Programmes,appreciation by the supenisors, 

appraisal mechanism, method of communication of wealmess and most 

importantly training This showed that company was having a reasonable level of 

development a"d employees were with the same. On the other side,& 

existence of delegation of authority to juniors in organisation scored the lowest index value in 

the opinion of the respondents (54.00)- 

% 
m 
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F 
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73.75 

87.25 

75.75 

89.50 

Rank 

14 

11 

13 

6 

12 

4 
- -- 

Source: Primary data . . 

G 

H 

I 

J 

K 

L 

M 

N 

0 

Total 

368 

355 

359 

345 

342 

320 

375 

345 

326 

4934 

92.00 

88.75 

89.75 

86.25 

85.50 

80.00 

93.75 

86.25 

8 1.50 

82.23 

2 

5 

3 

7 

8 

10 

1 

7 

9 



Section ILI 

5.3 Overall HRD Climate 

The previous sections of this chapter have dealt with the analysis of the perceptions of 

employees towards HRD practices prevailing in K.ERAFED, based on three major parameters 

viz. General climate, OCTAPAC culture and HRD mechanism climate separately. This 

section intends to analyze the overall HRD climate in KERAFED, incorporating the 

perceptions of employees with respect to these major parameters as stated earlier in the 

methodology. The overall HRD index of the employees is calculated using the formula: 

Overall index for a parameter 

Total score obtained for the parameter - - 
Maximum score x Number o f  respondents x Number of statements x 100 

Table 5.9 depicts the contribution of the individual parameter to total HRD index. The 

perception of employees with respect to general climate, OCTAPAC culture and HRD 

mechanism was found separately in the table. 

Table 5.9 Overall HRD Climate in KERAFED 
N=100 

General Climate 

Indicators 

OCTAPAC Culture 

The result indicated that the prevailing HRD Climate in 'KERAFED' was good with 

an overall HRD index of 76.96 Per cent. Among the three HRD Climate elements: the general 

climate, OCTAPAC culture and HRD mechanism, the highest HRD index was for HRD 

mechanism with an index value of 82.23 Per cent and lowest for general climate with an 

Total Score Composite Index 

2278 

HRD Mechanism 

Total . . 

index value of 7 1.1 8 per cent. 

Rank 

4487 

71.18 

Source: Primary data . . . 

4934 

11699 

3 

74.78 2 

82.23 . 

76.96 

1 



Hence it can be undoubtedly observed that the KERAFED had a uniformly good 

HRD climate, among that it can be understood that performance management, training and 

development, appraisal, Career planning and development, reward management, 

quality of work life, self-renewal m~hanisms etc. is strongly supporting the good HRD 

climate in KERAFED. It also implies that there is still scope for improvement and the 

management should take efforts and consider the improvement of HRD climate in the 

organization, because the success is not limited. 



Section IV 

5.4 HRD Climate based on employee segments 

The ~~rcep t ion  regarding the climate will be different for different respondents. 

Hence an attempt was made to examine whether there is any difference in the HRD climate 

based on age, experience and department of employees. These three major segments of 

respondents age group, Years of experience and department in which employee 

belonged to were selected for analysis. Tables 5-10, 5.1 1 and 5.12 represent the details. 

Table 5.10 HRD Climate based on age group 
N=100 

. . Age Group 





In Table 5.10,perception differences based on respondents' age were examined. The 

result indicated that all the respondents irrespective of age perceived the prevailing 

m c l i m a t e  (HRDC) at good level. However, the respondents of age group 45-65years 

recorded slightly higher scores than others on all the dimensions of HRDC measured, but this 

sliatly higher score is negligible and does not change the level of HRDC scores, 

significantly. 

For c~imate, the hdicator C i.e. 'impol?ZUlce given to development of 

subordinates', had the highest score value Of 77.94according to the perception of respondents 

of age goup  45-65 yeas, whereas it had only 71.09 index value given by respondents of age 

group 25-45 years.They perceived the indicator B i.e. 'significEi.nce given to human aspect of 

production by the top management', as having the highest index value (72.65). 

The indicator A i.e. 'concern of management regarding the work enjoyment by the 

employees', had comparative?Y low index value (63.28) but still, it holds the rating as good 

according to the perception of the Of age group 25-45 years. The respondents of 
age group 45-65 years had low index value (69.85) for the indicator E i.e. 'willingness oftop 

management to invest their time and other resource in the development of employees7. - 
general, the respondents of both the categories recorded a higher HRD index with 

respect lo OCTMAC c u l ~ e ,  compared to the General HRD climate as shown in fie Table 

5.10. B ~ *  the respondent categories Opined that the OCTAPAC culture prevailing in the 

was good. The respondents Of age group 45-65 Years perceived the highest index 

value (75.85). 

*he of age group 45-65 years Opined fiat the indicator I i.e. 'freedom of 

with fie subordinates' was the most influencing factor (96.69) in 
expressing feelings 
OCTAPAC culme and the respondents of age group 25-45 yeCi.rS also agreed the same 

~~~h the respondent categories had perceived that the 'encouragement to employees 

to experiment with 
ethod~ and new ideas' (indicator M) had the lowest index value 

to other factors (20.3 1) and (28.67) respectively. The indicator J ice, 'freedom of 

work to employees 
waiting for ins~c t ions  from supervisors', also had scored 

value respectively. So it can be observed that in general the 
comparatively low index 

uch freedom to work and out their own ideas without the 
employees are not given rn 
instructions ofthe superiors in the organizations 



I 
i 

~t can be seen from the Table 5.10 that the HRD mechanism climate of the 

(1 organization was good and it had the highest index value scored by both respondent 

I ( categories(79.94 and 84.1 1 respectively) .when compared to the other two aspects i.e. General 

)I climate and OCTAPAC culture. Among the two categories, the highest value was scored by 

/'I the respondents of age group 45-65 Years (84.1 1). Both categories of respondents perceived 

that the indicator M i.e. 'assessment of training needs' had the highest value (91.40 and 94.85 

respectively) among indicators, whereas the indicator A i.e. 'existence of delegation of 

to juniors in organisation' had the hwest index value (50.78 and 55-51 

respectively). 

5.11 HRD Climate based on years of experience 
N=lOO 

Experience 





In Table 5.1 1, perception differences based on respondents' years of experience were 

examined. It could be observed from the table that the prevailing HRDC was at good level. 

However, the respondents having experience more than 2Oyears recorded slightly higher 

scores than others on d l  the dhnensions 0fHRDC measured, but this slightly higher score 

was negligible and did not change the level of HRDC scores. 

For general climate, the indicator C i.e. 'importance given to development of 

subordinates', had the highest score (77.94) according to the perception of all the 

categories of respondents. 

The indicator D i.e. 'opinion on the personal policy in the organisation,, had 

low index value (63.28) but still it holds the rating as good according to fie 

perception of the respondents , , with experience 0-10 Yews. The respondents with experience 

10-20 years had low index value (667.50) for the indicators E and H i.e. 'willingness of top 

management to invest their time and other resource in the development of employeesy and the 

'anitude of towads making behavioural change in employees', whereas 

of top management to invest time and other resource in fie development of 

employees'(indicat0r E) scored the lowest index value amongthe respondents, whose 

experience was more than 20 Years. 

rn general, the respondents of all categories recorded a higher HRD index respect 

to OCTAPAC culture, compared to the HRD as shown in the Table 5.1 1. ~ 1 1  

the respondents opined that the OCTAPAC culture prevailing in the organization was good. 

~h~ respondents with more than 20 yeusexperience perceived the highest index value 

Among all the indicators, indicator I i-e. 'freedom of expressing feelings the 
had he highest index value recorded by the respondents of all categories 

subordinates', 

(95 45 96 Oomd 96.79 
It was also noted that the respondents of all categories 

. ¶  - 
~ e n c o ~ ~ g e m e n t  to employees to experiment with new methods md 

had perceived that the 
new ideas, (indicate; M) had the lowest index value compared to other factors (22 . , .  72 24 50 

and 28.84 respectively). 

from the Table 5.1 1 that the mechanism climate of the 
~t can be seen 

was good which had the highest index value scored (73.57, 77.68 and 
organization 

when to the other 2 aspects, i.e. General climate and OCTAPAC 
84.3 7respectvel~) 



culture. Among the three categories, the highest value was scored by the respondents having 

experience more than 20 years (84.37). All the categories of respondents perceived that the 

indicator M i.e. 'assessment of training needs' had the highest value (88.63,90.00 and 100.00 

respectively) among indicators, whereas the indicator A i.e. existence of delegation of 

authority to juniors in organisation had the bwest index value (45.45, 53.00 and 57.69 

respectively). 
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5.  12, perception differences based On respondenby division / d e p m e n t  

result indicated that the respondents Of managerial level recorded higher 
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scores than others on d l  the dimensions of HRDClimate measured, and showed an excellent 

level for HD mechanism climate with index value of 87.52per cent. 

The perception of non-managerial employees regarding the 'willingness of top 

management to invest their time and other resources for the development of employeesy had 

the lowest score value @, which shows the general lack of confidence among the employees 

regarding the attitude of the top management with respect to HRD; whereas the 'significance 

given to human aspect of production by the top manWment' (B) and 'importance given to 

development of subordinates by the superiors' (C) had the highest index value. 

~t was observed that the perception of managerid employees with respect to the 

concern of top management regarding the 'work enjoyment of the employees' had the lowest 

index value and their regarding the 'importance given to development of 

subordinates by the superiors'(C) had the highest score value. 

~t can be inferred from the that an equal level of perception about the general 

climate was given by both the manage*al and non-managerid respondents. 

The highest HRD index was depicted the managerial level employees and lower by 
non-mmagesal employees with respect to OCTAPAC A uniformly excellent H~(D 
climate was seen with respect to indicators G, H, 1, K and L. There was 'mutual ms t  among 

the employees' 'they can express their feeling with their subordinates and supedsors, 
- 

(H. 1) and 'they take joint effort for solving problems' (L). Both categories of employees 
, , , 

agreed fiat 'there was high team spirit in the "ganisation' (K). In their perception, high 

index value was exhibited regarding the 'expression of their feeling with their subordinates. 

(indicator I). 

The perception of non-managerial regarding the 'encouragement given to 

experiment with new 
and ideas' OM) it had 'the lowest klR=D index. It is to be noted 

that the managerial level employees also perceived a lower index for this indicator. 

Both of showed moderate HRD index for the indicators F 

and The employeks have fixed mental about each other (F), 'they are not 

initiative md do things on their own without having insmctions from 
encouraged to take 

supervisors (J) 
indicators showed good.- hdex for both managerial and non- 

managerial category of employees. 



It can be seen fiom the Table 5.12 that the HRD mechanism climate of the 

organization was good and it had the highest index value (87.52 and 80.76 respectively) when 

compared to other MO aspects i.e. Ckneral climate and OCTAPAC culture. Among the 

managerial and non-managerial category, the, highest value was scored by the managerial 

employees (87.52). Both categories of respondents perceived that the indicator M i.e. 

'assessment of training needs' had the highest value (96.60 and 92.50 respectively) among 

other indicators, whereas the indicator A i.e. 'existence of delegation of authority to juniors in 

organisation' had the lowest index value (63.33 and 50.00 respectively). 





OCTAPAC culture. The table 5.13 indicated that among the major contributors of HRD 

climate, five factors were coming under the OCTAPAC culture (Table 5.2) and the rest five 

of them under the HRD mechanism climate (Tables 5.3 and 5.4 respectively). So if the 

'freedom of expressing feeling, appreciation, team spirit' etc. could be extended to other, 

which had low index value, then the HRD climate in KERAFED wouldbecome excellent 

from the present 'good' status. 

Table 5.1 4 Least contributing factors to the HRD climate in KERAFED, 

The ~ ~ b l ~  5-14 shows the 10 factors which contributing least to the - climate 

prevailing in KE 
WED. Out of the total 38 factors influencing HRD climate, these factors 

have scored relatively less index values. 
the factors,six of them (ranks 5 to 10) 

eneral climate, three factors were contributed fiom OCTA~AC culture 
belonged to the g 

(rds to 
and&e . * re" one factor belonged to HRD mechanism climate (rank 4). ~h~ 

factor which scored b e  lowest index value (26.00) and radced f i t  i.e. 'Encouragement to 

etlt \ ~ i t h  new methods and w out creative ideas', belonged to the 
employees to experim 

It is very clear from the 5.14 that four of the factors have fallen 
OCTAPAC culme- 

into the range, below 
degree Hence even the HRD climte in K E W E D  

improvement of these factors with low index are inevitable for 
goody 

ood 
climate into an excellent one. 

transforming such a g 



 his part of analysis studied the parameter-wise employee satisfaction with the help 

of selected parameters. The pameters are: physical facilities, welfare measures, wage and 

salary. These parameters included vaious statements, which were graded in five point Liked 

scale. The scores allotted for the responses are in the following manner. 

... 
Total score obtained for the statement 

Index for  the statement = Maximum obtainable score for the statement x 100 

Responses 

Strongly Agree (SA) 

Agree (A) 

NO ~ ~ i n i h n  

Disagree (DA) 

Strongly Disagree (SDA) 

Maximum obtainable score for a statement = 

Maximum score obtained for the opinion x Total number of  respondents 

Score 

5 

4 

3 

2 

1 

When the individual index was calculated, the next step was to find out fie overall 

index of the parameters It Was calculated by using the f0ITnda: 

Based on these Scores, index of each parameter and Statements were calculated. ne 
index for the Was ~Eilculated The foITll~la for calculating index is: 

0veraI.l index for a paramem 
Total score obtained for the parameter - - Maximum score X Number o f  respondents x number of statements 

x 100 

The level of satisfaction Was categorised as High, Good, Moderate, poor and Vev 

Poor based on the satisfaction index obtained. 



The employees in 2Uly organisation prefer to work in a safe and comfortable work 

place. m s  p m e t e r  includes satisfaction regarding safety, adequate space, lunch rooms and 

mest room, proper ventilation etc- These *I1 make the employees to perfom well in the 

company. 

Table 5,15 Employee towards physical facilities 

The table sh6wed 
fiat respondents had a high level of satisfaction towards the 

nhvsical facilities 
by the company (93.33 '1' It be noted that among the 

n ., -*-L ---- & 6 L  - p . . 



5.6.2 Welfare Measures 

Welfare measures are concerned with general wellbeing and efficiency of workers. 

The various welfare measures provided EY the organisation will have immediate impact on 

the health, physical and mental efficiency alertness, morale and overall efficiency of the 

worker and thereby contributing to the higher productivity. 

Table 5.16 Employee Satisfaction towards welfare measures 

N=lOO 

The table showed the fact that employees' satisfaction towards the parameter,cwelfme 

measures'had a high level of satisfaction. For the statements, employeesy response were 

the same except for children education allowance having an index value of 78.60 per cent 
i which indicated good level of satisfaction but for all other statements, the satisfaction level 

,, high, The overall satisfaction index was 90.05. 

/I 5.6.3 Wage and Salary 

Particulars 

Total 

Salary or wages is very irnpoltmt in maintenance factor. From the social point of 

etson determhles his SWXls in the society. Determining a good wage 
view, salary of a p 
structure is a difficult task encountered by management and this task is Us~ally vested with 

the personnel management An 
employee should be compensated equitably for the services 

Total 

423 

471 

469 

424 

393 

485 

487 

E .  
5 
% 
e' 

d 

Source: Primary data 

90.05 3152 

I rendered to the organisation* 

Safety measures taken by the 
management 
First aid facilities 

Medical facilities , , 

Provident fund scheme 

Children education allowance 

Uniforms supplied by the organisation 

Maintenance of rest rooms - 

- 

Composite index 

84.60 

94.20 

93.80 

84.80 

78.60 

97.00 

97.40 

Rank 

6 

3 

4 

5 

7 

2 

1. 



Table 5.17 Employee Satisfaction towards wage and salary 

I Particulars I Total score ( Composite index 

Scale of pay, allowances 

Amount of annual payment of bonus 
given by the management 

Pay revision period 

I ' I I I 

Source: Primary data 

Total 

Rank I 
412 

41 7 

396 

~t be revealed fi-om the above table that the employees expressed high level of 

satisfaction for the parameters'wage and salary' with an overall index of 8 1.66 per cent, The 

table further revealed that , ,  among the satements, '~a~ revision period' hadthe least score 

(79.20 but the satisfactionlevel Was good and for all the other statements, the satisfaction 

82.4 

83.4 

79.2 

1225 

index was high. 

81.66 



Section VII 

5.7 Overall Job,Satisfaction Index based on selected parameters 

This part of analysis shows the overall job satisfaction with respect to the selected 

parameters. The overall job satisfaction index of the employees was calculated using the 

formula: 

Overall index for a parameter 
Total score obtained for the parameter - - Maximum score x Number o f  respondents x Number of statements X 100 

Table 5-18 Overall Job Satisfaction Index based on selected parameters 
< .  N=100 

~t is clear fiat the respondents of 'KERAFED' had a high level of satisfaction towards 

Parameters 

Physical facilities 

Welfare measures 

the three parmeters 
~ t h  an overdl index value of 88.94 per cent. Among the three 

parameters Physical facilities ranked first with a satisfaction index of 93.33 per cent. The 

satisfaction hdex was for the parameter wage and (81.66%). Companies need 

to have a mechanism 
in place to €Waluate the em~lo~ees '  pe~f0rInan~e and provide 

increment and incentives to top performers. 
accordingly the salary, 

Total score Composite index 

93.33 

90.50 

2800 

3152 

3 Wage and salary 

Rank 

1 

2 

Total 
- 

1225 

7177 

8 1.66 

88.49 



/ /  
I Section VIII 

5.8 Factors contributing to dissatisfaction and the measures to improve the HRDc 
I 

5.8.1 Factors of dissat~faction 

hadequate delegation of power and autonomy to the concerned implementing officers 1. 

at various levels. 

ii, ~ i~courag ing  risk taking and experimentation. 

"" Nan conformity of actions with the declaration of the top management, 111. 

iv. ~ehavioural issues which are from Person to person, occupied at the key 

position of management* 

v. Inadequate basic qualification of employees in top management position. 

vi. Various religious and cxltural come in the way of effective implementation 
of a healthy climate- 

vii. Inadequate freedom to work independently With responsibility 

5.8.2 Suggestions to improve HRB climate 
- 

i. Money alone is not enough to motivate e m ~ l o ~ e e ~  in todayYs workforce  id^^ 

financial motivations, other ways need to be adopted to motivate employees such as 

involving them in decision making - process, autonomy in work ensures a 

healthy environment Employees be encouraged to commit themselves to 

create a dedicated workforce. 

The org&sati~n needs to increase pay Satisfaction by introducing a ii. 

differential pay based one's merit and effort. TO mainrain satisfied and 

dedicated work force, performance based compensation package should be introduced 

in KERAFED. 

elfare facilities may be improved. Facilities such as subsidized canteen 
iii. The existing " 3 

productivity-linked an" 
ual bonus and educational facilities should be considered 

b 

The organisation introduce measures such aS 'Suggestion scheme, 
iv. 

and circles'. 



CI 5.9 SWOC Analysis of HRD Activities 

sWOC analysis is a method or model to analyse the competitive position of a 

company. sWOC analysis uses SWOC matrix to access both internal and external aspects of 

a business. This is basically a tool for auditing an organization and its environment, ~t is the 

fjst stage of planning and helps decision makers to focus on key issues. Each letter in the 

word s woc represents one strong word STRENGTH, WEAKNESS, OPPOR-T~~ 
7 

C & L ~ ~ ~ ~ .  Strength and Wealmess in SWOC are internal factors, while ~ ~ ~ ~ m t i ~ ~  

I and Challenges are external factors. 

5.9.1 Strength ,I 

i. Experienced and skilled work force. 

I 

i ii. positive and motivating attitI.de of supervisors and executive staff 

iii. Dedicated and committed line managers. 

The analysis revealed that the elements of HRD climate, i.e., General Climate, 
OCTAPAC Culture7 and HRD Mechanisms were in. favourable condition which shows 

strength of The factors contributing to favourable dimensions of HRD culture 

that could be termed as the strengths ofthe organisation were: 

iv. Cultural heritage. l 

High rate of literacy in the state. 

vi . positive atfimde of some trade unions of the employees, 

1 vii. 
Well developed md signified cohesion and trust in employeesy personal relationship 

viii. A general climate of mst. I 

5.9.2 Weakness . . . 
of HRD Climate revealed that overall scores were in favomble 

The mdysis 
of General Climate,, OCTAPAC Culture and HRD M~~~~~~~~~ 

condition. But some 
avowable condition, which reveals the weakness of HRD activities. The 

were found in unf to of HRD activities were: 
factors cont~buting 



i. Inadequate delegation of power and autonomy to the concerned implementing officers 

at various levels. 

ii. Discouraging risk taking and experimentation, 

iii. Nan confonrdy of actions with the declaration of the top management. 

iv. Varying behavioural issues of staff, who have occupied the key positionsin 

management. 

v. Inadequate basic qualification of some of the employees. 

vi. Various religious c u l d  elements come in the way of effective implementation 

of a healthy climate- 

.ii. Inadequate freedom to work independently with responsibility. 

5.9.3 Opportunities 

i. Changes in government policy. 

ii. Implementation of e-learning programs. 

iii, ~ ~ ~ d ~ ~ ~ h i ~  training for possible advancement. 

iv. Development of employees bough succession planning, 

V. 
Employee learning through group dynamics and empowerment 

vi . ~ ~ ~ ~ l ~ ~ m e n t  of e I ' n p l o ~ e ~ ~  through managerial and behavioural skills, 

. The pace of techl~~Ogical is very high and the new technologies are 
1. 

replacing fie older ones Pic*y Since the majority of workforce was having primary 

level of educationy developing appropriate training methodologies, tools and 

,, to satis@ the employees was a challenge for KERAFED.A~~~, the tr*g 
techniqu 

' 

technologies used at present are still traditional and 
meth~d~logY, 

. . age 

old. 
the habits of the employees and the life style of the employees; and 

i ,  understa"ding 
fie that needs to be imparted for bringing a change in the habits 

then deciding 
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SUMMARY OF F m I N G S  AND SUGGESTIONS 

6.1 ~ntroduction 

The HRD climate of an organization plays a very crucial role in ensuring the 

competency, motivation and development of its employees. The HRD climate can be created 

using the appropriate H m  systems and leadership styles of the top management. Hence the 

HRD climate is both a means to an end as well as an end in itself. Hence the sady entitled 

Human Resource Development Climate in "Kerala Jkrakarshaka Sahakama Federation 

~ t d . "  (Kerafed), Kollarn, primarily aims to explore extent of HRD climate prevailing in the 

organization, The primary data collected 30 employees from the office staff and 70 

employees from the workmen category constituted the total sample size of the study i.e. 100. 

 hi^ chapter covers the summary fmdings and  conclusion^ of the study. The major 

findings from the analysis of HRD 'Iimate in KERAFED are grouped into seven covering 

socio - economic profile of the general climate, OCTAPAC culture, HRD 

mechanism climate, overall climate, employee-wise perception of HRD and 

factors influencing HRD climate. - 

6.2 Major Findiags 

The major findings of the study were as follows: 

Socio economic characteristics of respondents 

T~~ study revealed that the majority of respondents (68%) were elders, aged beheen 

46-65 years md h e  rest belonged to the age group 25-45 years. 

2. Majority Of the respondents (88%) were male. 

The marital status showed that most of the respondents (93 %) were manied. 

years. 
of the respondents indicated that of the 5. The educationa1 

did not have SSLC whereas majority the office staff memberswere 

degree holders. 
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Climate based on General Climate, OCTAPAC Culture and HRD Mechanism 

A. General Climate 

a. The general climate deals with the attachment and attitude of the top management 

towards their subordinates. 

b. According to the rating of - climatedl the eight indicators of general climate 

had been rated as good (7 1.1 8%). 

. C. Among the eight indicators, importance given to development of subordinates 

ranked first (73.50%) and the willinmess of top management to invest their time 

and other resource in the development of employees ranked the least (68.75%). 

B. OCTAPAC Culture 

a. OCTAPAC stads  for oPeMess~ confrontation, trust, autonomy, pro-activity, 
authenticity and collaboration. 

b. The respondents rated the HRD as good (74.78%)on the basis of 

OCTAPAC c ~ ~ e -  ... 
c. Among the 15 indicators, the respondents had rated six indicators as excellent and 

one indicator (encomgement given to employees to experiment with new 

ad ideas) as Poor (26%)' 

C. HRD Mechanism 

The HRD rnechsnism climate deals with the extent to which HRD practices are 
a. 

implemented in 8" organization. Implementation of HRD mechanisms such as 

training, P 
erformance apprdsal and feedback, Potential appraisal, career planning, 

.- 

rewards ad employee welfare Were examined under this aspect of HRD climate 

alysis of the 15 factors identified under this head put together indicated fiat 
b. The an > had a good degree (82.23%) of implementation of HRD 

+he respondents 

the 15 indicators, the respondents had rated nine indicators as excellent and 
c.  Among 

one (existence Of delegation of authority to juniors in Organisation) as moderate 



Overall HRD Climate 

1. The overall HRD climate in KEMFED wasgood (76.96%). 

2, Among the three aspects of HRD climate, HRD mechanism was relatively more 

pevalent in KERAFED* The OCTAPAC culture has attained the second position and 

the last but not the least position was the general climate in the organization. 

HRD Climate based on employee segments 

1, m e  HRD in KERAFED according to the age goup of respondents 

showed that respondents of 46-60 Yearsage grouprecorded slightly higher scores than 

others on d l  the dimensions of H.RD climate measure. 

2. The level of respondents showed that the respondents having experience 

more than 20years recorded slightly higher scores than others on all the dimensions of 

H - D  climate measured- 

3. The prevailing HRD in KERAFED according to the respondent category 

indicated that the respondents of mahlgerial level recorded higher scores than others 

on all fie dimensions of HRD Climate measured. ... 

Factors influencing Hm Climate in KERAE%D 

me top four highest scored factors i.e. team spirit, mutual trust, eeedom of 

expressing feelings with subordinates and su~emisors,three factors among fie least 

scored factors i.e. encouragernent to for experimenting their own new 

ideas impression of each other and freedom to the workers 

inswct i~n~,  were contributed by the O C T W  culture. Hence it can be 

that the most influential aspect of HRD climate was OCTAPAC culture md it 

was more in KERAFED* 

The factors like the &concern of top management regarding the work enjoyment 

kllingness of top management to invest their time and other resource in 

cOnCem of Senior executive about their juniors with the development of employees9 
towards employees lacking Competence in heir job 

regard to their 
of managers towards making behavioural change in employees and opMon 

olicy in the organisation', related to the general climate were the 
on the persona1 



major factors least contributed to the HRD climate. Without improving these factors 

scored the lowest index especially from the general climate, KERAFED cannot 

reach to the excellent state of HRD chlate. 

Level of employees' satisfaction based on selected parametem 

1. The respondents Were highly satisfied with the working condition provided by the 

company (93.33%). 

2 The respondents Showed a high level of satisfaction with the welfare measures . . 
(90.05%). 

3. Wage and salary provided by the company was highly satisfactory (81.66%). 

Overall Job Satisfaction 

1. The respondents of KERAFED had a high level of satisfaction towards the three 

parameters with an overall index value of 88.94 per cent. 

2. Among the three parameters, the were more satisfied with the working 

condition. ... 

SWOC Analysis 

weaknesses, O P P ~ & ~ ~ ~ ~ ,  and (SWOC) Analysis revealed 

that changesin internal and factors need to be made for organisational 

development and to meet the expectations ofemployees. 

The major strength of HRD climate was motivated workforce with great level of trust. 

3 inadequate delegation of power and discouraging risk taking were the key weakness 
as far the organisation is considered- 

ovement  policies will Pave great opportunity ahead for KERAFE-J 
4. Changes in g 

of workforce was having primary level of education, developing 
5. Since the pajority 

ng tools and techniques to satisfy the employees was 
traini 

a challenge for 
RAFED. 



6.3 Suggestions 

The fol'iowing are the suggestiotls to the management to transform the HRD climate 

in KERAFED into an excellent one: 

KERAFED deals with the production of Coconut oil. So, creative methods a d  ideas 1. 

of the employees from non-managerid and low profile sections cannot be always 

invited by the management. But still the management can listen to those ideas 

contributed by these sections of the employees. It will help the employees to feel as 

they are a l ~ o  a part of decision making and will enrich their creative thinking. ~t will 

build up a 'we-feeling' attitl.de among d l  the employees, which will develop the 

perfomance pave way for a very cordial HRD climate, 

ii. The management 'cannot allow the workers to work without the instructions of the 

supervisors. But the imtI'Uctions can be transferred to the employees in a 

,,er or in the form of suggestions- 

iii. &lmagement should discourage the and favouritism. They should treat d l  
employees equally and objectively without any prejudice. 

"a 

iv. The should put a in order to ensure that fie workers are 

enjoying their work. 

The top management of this organization does not give due anention ad v. 
encouragement to the highly (potential) employees of various depments  

This affects good HRD Climate of the organization and it reflects in *eir job 

satisfaction which may affect the productivity. Hence it is suggested that the top 

management should give due in fie development of employees by evolving 
proper recognition and incentive rmchanisms. 

It was identified that the employees are given separate training for their non- 
vi. 

technical Skill development Hence it is suggested that anexclusive training centre 

be and the employees may be directed to utilize it effectively to 
may 
improve their efficiency* 



~ i i .  In general, psychological climate such as job feedback,opportunities forgrowth a d  

advancement, planning, coordination etc. in the organization should be improved and 

efforts should be initiated to m'ake it conducive to the development of employees. 

Besides, there is an Urgent need for resmcturing the various personnel policies in the 

organization. 

viii. A scientific system of appraising the perf0mance of employees should be introduced 

in the organisation identifying the key performance areas. 

6.4 Conclusion 

study on Human R~source Development Climate in "Kerala KerAarshAa 

Sahakma Federation Ltd.", (KERAFED), Kollam was an attempt to ident* the prevailing 

HRD Climate in KEWED and the factors influencing HRD climate and to identify the job 

satisfaction of employees based on selected Parameters. The study highlighted the fact that 

the overall HRD climate in mRAFED was good and the employees are highly satisfied with 

the selected parameters. 

~t could be fiuther observed among the three aspects of HRD climate- the 

respondents rated high score for the HRD mechanism a d  the least for the general climate, 

Regarding the level, were highly satisfied with the physical 

condition. A very conductive climate in the organizations has a direct impact on the 

happiness of he which, in affect the increase or decrease of fie 

producti~itY so the should give more focus towards the general climate and the 

p=ameters. 
This will ensure an excellent state of HRD climate better work 

performance by the employees* 
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I 

I APPENDIX I 

RESOURCE DEVELOPMENT CLIMATE IN "KERALA 
-- - ~ R A K A R S H A K A  SAHAKARNA FEDERATION LTD.", (KERAFED), 

KOLLAM, 

Interview Schedule for Employees in K E R ~ E D .  

General InforIUation: 

1 .  Name & address 

: [ ] Female 2. Sex 

3. Age 

4. Education 

6.  Year of experience 

Give YOU' assessment by ~ u t t h g  ticks in appropriate columns I. 

4 5 always true, 3 = mostly true,2 = sometimes true I I 
1 = rarely true, 0 = not always true 

- 
C 

Sl. a) GENERAL CLIMATE 

T~~ top management of this organization goes out of its way to make 
1 

sure fiat employees 
enjoy their work 

The top 
believes that human resources are an exbemely 

2 
importan t resource a d  that they have to be treated more humanly 

-rnent of the subordinates is seen as an important part of their job 
3 

by the 
managers/offi~ers herein 

-?he personnel PO 
licies in this organization facilitate employeesy 

I development 

management is willing to invest a considerable part of their 5 including other organizational resources to ensure time and energy 
employees' development 

4 3 2 1 0  

- 



ns are based on the suitability of the promotee rather 
favouritism or partiality 

i 

6 

7 

8 

Senior o f f i c e r ~ / e ~ e ~ ~ t i v e  in this organization take active interest in their 
juniors and help them learn their job 

people lacking competence in doing their jobs are helped to acquire 
competence rather than being left unattended 

Managers in this organization believe that employee behaviour can be 
changed and people can be developed at any stage oftheir life 

9 

10 
1 1 . 

- 12 

13 

14 

15 

16 

17 

18 

19 

20 

21 

22 

b) OCTAPAC CULTURE 
People in this organization are helpfd to each other 

Employees in this organization are Very informal and do not hesitate to 
discuss their personal problems with their Supervisors 

 he psychological climate in this organization is very conducive to any 
employee interested in developing oneself by acquiring new howledge 
and skills 

people in this organization do not have any fixed mental impressions 
about each other 
~ ~ ~ l ~ y e e s  are not afraid to express or discuss their feelings wifi their 

superiors 
~ ~ ~ l ~ y e e s  are not afraid to express or discuss their feelings with their 

subordinates 
~ ~ ~ l o y e e s  in this organization take pains to find out their strengths and 
we*esses fiom their supervising officers or colleagues 

wh G r o b l e m s  arise people discuss these problems openly and to 
solve hem rather than keep accusing each other behind the back 
Fre;dom Of work to employees without waiting for instructions from 

supe~isOrs 
m e n  any employee makes a mistake his supervisors treat it with 
uDderstanding and help him to learn from such mistakes rather than 

unishing Or discouraging him or her 
P ZPle avst each other in this organization 

management of this organization makes efforts to identify and 
utilize the potential of the employees 

- e a r e  encouraged to experiment with new methods and try out 

ideas 
@i& their juniors and prepare them for future 

onsibilities/role~ they are likely to take UP 
resP 23-zSPirit is of high order in this organization 

,) HRD MECHANISMS CLIMATE 

... 





Please indicate the extent to which you agree with the following statements: 

(Kindly put tick (4) in the appropriate column) 

HS - Highly Satisfied .. S - Satisfied N - Neutral 

DS - Dissatisfied HDS - Highly Dissatisfied 

HDS 

-- 

DS N S 

- -  

HS Questions 

Physical working condition in the company. 

welfare facilities provided to the employees by the 
organisation 

Scale of pay, allowances 

payment of bonus 

-Tay revision period 

-sty measures taken by the management 

/ x r s t  aid facilities 

-xedicd  facilities 

place atmosphere 

~ S v i d e n t  Fund Scheme 

SI. 
No 

-7 

1 

< 
q - ~ o w s  

5- 
-3r 
<-safety 

<-mual 

5 .  

6.  

7. 

8. 
--work 9. 

/ 

Uniforms supplied by the Organisation 

<-&intenance of rest rooms 

of work 

~igbting and ventilation facilities 

s t  Intervals 

made by the organisation 


