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Abstract 
Organization cannot survive unless the human resource is capable of effectively 

exploiting the material resources to generate surplus for survival, growth and 

diversification into new fields keeping in view of the environment in which it operates. 

With increased competition, there is a need to become cost-effective and efficient. 

Organizations, therefore, have to update their working methods, work norms, 

managerial and technical skills and employee motivation to meet the challenges. With 

this background, the researcher has made an attempt to study the human resource 

development climate and the impact of human resource development climate on the 

organisational outcomes of the select software companies in Bengaluru city. The study 

is confined to the leading 3 Indian software companies namely, Wipro, Infosys and 

Tata Consultancy Services in Bengaluru city. By adopting the stratified random 

sampling of 781 employees i.e. 3 per cent of the population is selected. As an essential 

part of the study, the primary data are collected from 781 employees with the help of 

questionnaire. Unaware of future plans of the organization, lack of team spirit among 

the employees, reticence in solving problems, incoherent promotional policy, lack of 

appreciation of the good work, state of poor psychological climate for acquiring new 

knowledge, lack of motivation to experiment with new methods, lack of interest for 

self-development and lack of scientific appraisal system as the problems in the human 

resource development climate in the select software companies. Inadequate training 

and development and lack of employees’ participation are also the problems of 

employees in regards of human resource development climate. To ensure a positive 

output, attention to the factors identified in the suggested framework is vital for the 

human resource development climate. 

Keywords:Human resource development climate, executive development, 

competency development, etc. 
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1. Introduction 

In an era of bottleneck competition, where the customer is made available with 

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

develop a competent human resource base. Competent and motivated 

employees can get the things done and enable an organization to achieve its 

goal. Hence, every organization needs to develop its human resources over a 

period of time. For that reason, human resource development is an 

indispensable responsibility of the management. Therefore, organizations must 

continuously ensure that the dynamism, competence, induction and efficacy of 

the employees remain at the highest level. 

The concept of human resource development is comparatively of latest origin 

and has received wide currency in India since the early 1980s. Initially, the 

human resource development movement covered managerial employees and its 

application to the non-managerial employees and it has gained momentum over 

the recent years. The emergence of human resource development as an 

academic discipline has risen some hopes in finding solutions to the problems of 

industrial relations through applied behavioural science intervention. Human 

resource development is concerned with the provision of learning and 

development opportunities that support the goal of business strategies and 

improvement of individual, team and organizational performances. It includes 

not only the development of individuals but also different groups and the 

organization itself. 

Importance of Human Resource Development  

Today's business atmosphere is characterized by globalization, liberalization 

and the transnational invasion and has created enormous challenges to 

organizations. Globalization and internationalization undoubtedly have a 

significant impact on the business activity of any organization at both national 

and international levels, thus impacting the field of human resource 

development. The turbulent business climate is offering managers a complex 

and challenging situation. The major challenge for any organization is to 

harness the benefits of globalization through the competent workforce Thus, 

there is a continual need for enterprises to update the skills mix of employees to 

respond to the opportunities or threats created by globalization and innovation 

in technology. 

A major challenge for any organization seems to be survival and sustainability. 

The organizations best able to face the challenges can acquire and use valuable, 

scarce and inimitable resources. 

Human Resource Development Climate 

Human Resource Development Climate is an essential part of the organisational 

climate. It is the perception the employee can have on the development 

atmosphere of an organisation. The human resource development climate is 
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feature by factors such as treating employees as the most valuable resource, 

open communication, effective feedback system, motivate creativity and 

experimentation, creating a general climate of trust and collaboration, measures 

to improve personnel policies and  supportive human resource development 

practices. It is a process of assisting people to acquire competencies. Climate is 

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

communicate and the way the employees of the organization present themselves 

with outsiders. 

2. Statement of the Problem  

 Human resource is the most vital and valuable resource for every 

organization. It is the competent and motivated workforce that makes things 

happen and helps the organization to achieve its objectives. In fact, the effective 

employees contribute to the effectiveness of the organization. Organizations, 

therefore, need to contribute to the dynamism, competency, motivation, 

efficiency and effectiveness of the employees on a continuous basis. The aim of 

human resource development is to develop the competencies of the employees 

and to use these competencies and contribute to the growth of the organization. 

Due to the ever growing demand for manpower, the human resource department 

in any organization faces never ending pressure to attract, retain and motivate 

the best in the industry. Therefore, the employee development and retention of 

employees plays a pivotal role in the growth of an organization. Productivity 

and performance of an organization are the outcome of collective efforts of two 

different elements, namely technological and human. Technological elements 

are mechanical and can be easily implemented. However, the human elements 

are very difficult to manipulate and they require a great deal of expertise and 

understanding on the part of managers to put these elements in proper use.  

There has been an increasing realization that the organization’s success is 

dependent on the synergy created by its human resources. The development of 

human resource differs from man to man, time to time and country to country 

and even within  the same country according to its objectives, value system, 

culture, social institutions, level of industrialization and general level of social 

and economic development. Rapidly changing circumstances are forcing the 

organizations to rethink about their human resource development policies. The 

new HRD plan is to expand the skills of the human resource and give them 

more breathing space in the organizational process by empowering them. 

Though India has the second largest pool of human resources in the world, the 

human potential that can be utilized in India is not complete. India is in the state 

of inadequacy of skills, technological obsolescence, personal obsolescence, 

organizational obsolescence, conversion of agrarian labour to industrial worker 

and so on. Public related policy provides reservation to less privileged sections 

of society like the physically challenged, minorities, etc. They are the threshold 

workers generally having less than minimum expected level of knowledge and 

skills. Hence, the human resource development activities are urgently needed 
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because India is an industrially developing nation and its working conditions are 

not up to the expectations. With the increase in competition, there is a need to 

become cost-effective and efficient. Organizations, therefore, have to update 

their working methods, working norms, technical and managerial skills and 

employee motivation to face the challenges. Hence, the need for human 

resource development activities constitutes a very significant element in the 

country’s progress, which helps for better production and development of 

citizens of the country. With this background, the researcher has made an 

attempt to study the human resource development climate of the select software 

companies in Bengaluru city. 

3. Objectives of the Study 

Following are the secondary objectives of the study:  

1. To study the need and importance of the human resource development 

climate. 

2. To ascertain the acceptance level of the employees towards the impact 

of human resource development climate on the organizational outcomes 

of the select software companies in Bengaluru City. 

3. To suggest suitable measures to improve the human resource 

development climate of the select companies in Bengaluru City based on 

the observations of the study. 

4. Testing of Hypothesis 

The following null hypothesis has been formulated and tested.  H0: There is no 

significant relationship found among the acceptance levels of the employees 

belonging to the various demographic profiles towards the impact of human 

resource development climate on the organisational outcomes of the select 

software companies in Bengaluru City. 

Scope of the Study 

     The scope of the study is examining the human resource development 

climate of the select software companies in Bengaluru City. The study is 

confined to the 3 leading Indian software companies namely, Wipro, Infosys 

and Tata Consultancy Services in Bengaluru City. The most common HRD 

practices that are responsible for human resource development climate and 

implemented in the select software companies only are considered in this study. 

Sampling Design 

    In the present study, the sampling involves two stages. In the first stage, out 

of Indian software companies, 3 software companies namely, Wipro, Infosys 

and Tata Consultancy Services are selected on the purposive basis. In the 

second stage, by adopting stratified random sampling, 781 employees i.e. 3 per 

cent of the population is  selected by using Tippet’s random by number table. 

For this study, employees are classified into two categories namely systems and 

software engineers, and software architect and project managers. The sampling 

International Journal of Pure and Applied Mathematics Special Issue

320



 

details are given in the following table.   

Table 1.1: Sampling Distribution 

Company Systems and Software 

Engineers 

Software Architect and Project 

Managers 

Total 

Wipro 60 

(2000) 

15 

(500) 

75 

(2500) 

Infosys 396 

(13198) 

264 

(8802) 

660 

(22000) 

TCS 28 

(938) 

18 

(595) 

46 

(1533) 

Total 484 

(16136) 

297 

(9897) 

781 

(26033) 

Figures in the parenthesis refer to population. 

5. Research Design  

The present study is empirical in nature based on the survey method. The first-

hand information for the study is collected from the human resource 

departments of the selected software companies. As an essential part of the 

study, the primary data are collected from 781 employees with the help of 

questionnaire. A pilot study is conducted with 30 employees. In the light of the 

experience received from the pilot study, few corrections are included in the 

revised questionnaire. The questionnaire is constructed based on the Likert 

Scaling. The secondary data are collected mainly from books. In order to 

examine the perception of the employees, student ‘ t’ test, analysis of one-way 

variance, factor analysis, discriminant function analysis and percentage analysis 

are employed.  

6. Review of Literature 

So far 70 reviews have been carried out of thesis, research work, journals and 

university preserved thesis .Krishna Banana and Meeravali Shaik (2016) 1 

explored the employees’ perception of HRD climate in the study domain; 

measured the HRD outcomes among the employees in automobile organization; 

and identified the influence of HR practices on organizational climate and HRD 

outcomes. By adopting multistage sampling method, the primary data were 

collected through questionnaire. The study found the inter-organizational 

differences in HRD practices. Quality orientation was predicted by career 

planning, performance guidance and development, role efficacy, and reward and 

recognition systems. Human resource management style, such as a fresh intake 

of workers from college and universities and continuous training and 

development brings skills, attitudes, energy, enthusiasm, and commitment 

                                                           
1Krishna Banana and Meeravali Shaik, “Influence of HRM Practices on HRD Outcomes in Automobile 

Industry”, International Journal of Advance Research in Computer Science and Management Studies, Vol. 4,         

No. 3, March, Pp.15-21, 2016. 
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towards work. Training and development programmes and rewards and 

incentives are the instruments which determines the efficiency of the employee, 

hence result in high profit. Good interpersonal relationships at the workplace 

provide a good atmosphere for the employees to work in. The study concluded 

that employees will feel like getting to work and attaining goals in such an 

environment. Better understandings among the employees will reduce their 

misunderstanding.  

Naseer.S Al-Kahtani and Nawab Ali Khan (2014) made an attempt to assess the 

perception of employees towards HR practices in private sector telecom 

organisations of Saudi Arabia; to study the employee performance in the 

selected private sector telecom organisations and to examine the impact of HR 

practices on employee’s performance in the select private sector telecom 

organisations. The present study is descriptive in nature. The primary data were 

collected from 85 employees with the help of questionnaire. The results show 

that there is no difference in the performance of the employees on the basis of 

variables, quality of work life and welfare measures, organisational 

development, training and development, performance appraisals, rewards and 

participative management. The study suggests that the management of the 

sample companies need to take necessary steps to bridge the gap with 

employees and try to develop a feeling of mutual trust and confidence. All 

possible efforts should be made to motivate the employees to fearlessly express 

their feelings and grievances to the management. The response should be taken 

at fixed time span to know the drawbacks in the system. The HR policies should 

be designed and implemented to motivate the employees to contribute their best. 

Employees should be authorized so that they can take the right decision at the 

right time in case of emergencies. 

Kavitha (2015) made an attempt to study the attitude of employees with the 

human resource development climate of the Radcoflex India Private Limited; to 

review the human resource development practices of the Radcoflex India 

Private Limited. The questionnaire method is employed for the collection of 

primary data.  

By adopting the simple random sampling, 150 employees were selected by 

using Tippet’s random number table. The results showed that there is a 

significant relationship in the satisfaction level of the respondents belonging to 

different genders and age groups towards prevailing human resource 

development climate of the company. However, no significant relationship is 

found in the satisfaction level of the respondents belonging to different 

educational status groups, experience groups, salary groups and cadres towards 

human resource development climate of the company. Conducive psychological 

climate, career opportunities, objectivity of the superiors, promotion of 

employees and adequate training facilities were the suggestions of the 

respondents to improve the human resource development climate of the 

company. 
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7. Research gap 

The foregoing review of literature clearly brings into light that a number of 

studies have been put forward by several researchers about the human resource 

development practices and climate at different levels of management in the 

organizations and to value the importance of human resource among the other 

resources. The study covers 3 Indian software companies, with a sample of 781 

employees .Human resource development climate and practices had been 

studied in different industries indifferent regions, areas around the globe. 

But no study has been undertaken so far to analyze the perception of the 

employees towards the human resource development climate and its impact on 

the organizational outcomes in the software companies in Bengaluru City. 

Hence a careful study is essential in this regard. Due to this reason the present 

study has been designed to look forward towards the human resource 

development climate in the select software companies in Bengaluru City. With 

this background, the present study is an attempt to fill the research gap in these 

areas. 

Table 7.1: Gender and Acceptance Towards the Impact of Human Resource 

Development Climate  

Gender No. of Respondents Mean Score Standard Deviation Co-variation 

Male 517 50.82 5.74 11.29 

Female 264 51.15 6.17 12.06 

Total 781 50.93 5.89 11.56 

Source: Primary Data 

Comparison of Acceptance between the Male and Female Employees  
t Value D.F Table Value 

at  5% 

Result 

0.748 779 1.963 insignificant 

The calculated t value (0.748) is less than the table value (1.963) at 5 per cent 

significance level. It means that there is no significant difference between the 

acceptance levels of the male and female respondents towards impact of human 

resource development climate in the select software companies. For that reason, 

the null hypothesis (H02) is accepted. Further, the mean acceptance score of the 

female employees (51.15) is high, followed by the male employees (50.82). As 

a result, the female employees have higher acceptance level towards impact of 

human resource development climate. Besides, the variation in the acceptance 

level (12.06per cent) is high among the female employees and it is low 

(11.29per cent) among the male employees. Hence, consistency is found in the 

acceptance level of the male employees towards impact of human resource 

development climate in the select software companies. 
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Table 7.2: Age and Acceptance towards the Impact of Human Resource 

Development Climate 

Age (years) No. of Respondents Mean Score Standard Deviation Co-variation 

Upto 30 342 50.72 5.91 11.65 

31-40 184 50.99 5.72 11.22 

41-50 198 51.02 6.00 11.76 

Above 50 57 51.72 5.92 11.45 

Total 781 50.93 5.89 11.56 

Source: Primary Data 

Relationship between the Age and Acceptance 
Source of 

Variation 

D.F Sum of 

Squares 

Mean 

Squares 

Calculated 

Value 

Table 

Value 

at 

5% 

Result 

Between 

groups 

3 53.320 17.773 0.512 2.616 Not 

significant 

Within 

groups 

777 26966.946 34.706 

Total 780 27020.266     

The calculated F value (0.512) is less than the table value (2.616) at 5 per cent 

level of significance. Hence, there is no significant relationship among the 

acceptance levels of the respondents belonging to different age groups towards 

impact of human resource development climate in the select software 

companies. Thus, the null hypothesis (H02) is accepted. The mean acceptance 

score of the respondents in the age group above 50 years (51.72) is high, 

followed by the mean score of the age group 41-50 years (51.02). Hence, the 

respondents in the age group above 50 years have a higher acceptance level 

towards impact of human resource development climate in the select software 

companies. Moreover, the variation in the acceptance level (11.76per cent) is 

high among the respondents of age group 41-50 years, followed by the 

respondents of the age group upto 30 years. Conversely, the variation in the 

acceptance level (11.22per cent) is low among the respondents of 31-40 years. It 

is means that there is a consistency in the acceptance level of respondents 

belonging to 31-40 years towards the impact of human resource development 

climate in the select software companies.  

Table 7.3: Education and Acceptance towards the Impact of Human Resource 

Development Climate 

Educational 

Status 

No. of 

Respondents 

Mean 

Score 

Standard 

Deviation 

Co-variation 

Diploma 114 50.72 6.13 12.09 

Degree 348 51.12 5.83 11.40 

PG and above 319 50.80 5.87 11.56 

Total 781 50.93 5.89 11.56 

       Source: Primary Data 
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Relationship between the Education and Acceptance 
Source of 

Variation 

D.F Sum of 

Squares 

Mean 

Squares 

Calculated 

Value 

Table 

Value 

at 5% 

Result 

Between groups 2 23.158 11.579 0.334 3.007 Not 

significant Within groups 778 26997.108 34.701 

Total 780 27020.266     

The calculated F value (0.334) is less than the table value (3.007) at 5 per cent 

level of significance. Therefore, no significant relationship is found among the 

acceptance levels of the respondents of different educational status groups 

towards impact of human resource development climate in the select software 

companies. For that reason, the null hypothesis (H02) is accepted. The mean 

acceptance score shows that the respondents with degree qualification have a 

higher acceptance level (51.120) towards impact of human resource 

development climate, followed by respondents with post graduation and above 

qualifications (50.80). Moreover, the variation in the acceptance level (12.09per 

cent) is high among the respondents having diploma qualification, and it is low 

(11.40per cent) among the employees having degree qualification. Thus, there is 

a steadiness in the acceptance level of the respondents who have degree 

qualification towards impact of human resource development climate in the 

select software companies.  

Table 7.4: Monthly Salary and Acceptance towards the Impact of Human Resource 

Development Climate 

Monthly Salary      

(Rs.) 

No. of 

Respondents 

Mean 

Score 

Standard 

Deviation 

Co-

variation 

Below 25000 83 51.22 6.06 11.83 

25001-35000 180 50.91 6.03 11.84 

35001-45000 345 51.03 5.78 11.33 

Above 45000 173 50.63 5.90 11.65 

Total 781 50.93 5.89 11.56 

      Source: Primary Data 

Relationship between Monthly Salary and Acceptance 
Source of 

Variation 

D.F Sum of 

Squares 

Mean 

Squares 

Calculated 

Value 

Table 

Value 

at 5% 

Result 

Between 

groups 

3 25.687 8.562 0.246 2.616 Not 

significant 

Within 

groups 

777 26994.580 34.742 

Total 780 27020.266     

The calculated F value (0.246) is less than the table value (2.616) at 5 per cent 

level of significance. It means that there is no significant relationship found 

among the acceptance levels of the respondents belonging to different monthly 
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salary groups towards impact of human resource development climate in the 

select software companies. As a result, the null hypothesis (H02) is accepted. 

The mean acceptance score of the respondents belonging to monthly salary 

below Rs.25000 (51.22) is high, followed by the respondents whose monthly 

salary is Rs. 35001-45000. It implies that the respondents drawing monthly 

salary below Rs.25000 have a higher acceptance level towards the impact of 

human resource development climate. In addition, the variation in the 

acceptance level (11.84per cent) is high among the respondents drawing 

monthly salary Rs. 25001-35000, and it is low (11.33per cent) among the 

respondents drawing salary Rs. 35001-45000 per month. Thus, there exists a 

stability in the acceptance level of the respondents drawing salary Rs.35001-

45000 towards impact of human resource development climate in the select 

software companies. 

8. Findings  

1. There is no significant relationship among the acceptance levels of the 

respondents belonging to the different genders, age groups, educational 

status groups, monthly salary groups, and varied years of experience 

towards the impact of human resource development climate on the 

organizational outcomes of the select software companies. On the other 

hand, a significant relationship is found among the acceptance levels of 

the respondents belonging to the different designations towards 

prevailing HRD climate and its impact of the organizational outcomes. 

2. There is a consistency in the acceptance level of the male respondents, 

respondents belonging to the age group of 31-40 years, respondents who 

have a degree qualification, the respondents drawing salary of Rs.35001-

45000, respondents having 6-10 years of experience and the employees 

of TCS towards the prevailing HRD climate in the select software 

companies in Bengaluru city. 

3. The factor analysis technique is applied to find out the underlying 

dimensions in the set of statements relating to the prevailing human 

resource development climate in the software companies. 38 variables in 

the data are condensed to 8 factor models. The model includes factors 

such as employee engagement, career growth, human resource 

management, job orientation, competence development, team work, 

senior-junior relationship and learns from experience. 

4. Discriminant function analysis is applied to discriminate the systems and 

software engineers from the software architect and project managers in 

terms of their level of acceptance towards the prevailing human resource 

development climate in the software companies. The results revealed 

that the human resource management is the maximum discriminating 

variable (R2%=60.3) followed by employee engagement (55.65%), 

competence development (46.10%) in that order. The other variables, 

job orientation, learn from mistakes and senior junior relationship are 

between 15% and 10%. On the other hand, team work is the least 
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contributing variable (0.55%) in discriminating between systems and 

software engineers, and software architects and project managers. 

5. Unaware of the future plans of the organization, lack of team spirit 

among the employees, reticence in solving problems, incoherent 

promotional policy, lack of appreciation of the good work, non-interest 

of seniors to help juniors, non-use of feedback by the employees for 

their development and lack of opportunity to try out what they have 

learnt in training are the employees’ problems ranging from 26.12 per 

cent to 48.42 per cent with regard to human resource development 

climate in the select software companies in Bengaluru city.  Employees 

ranging from 70.78 per cent to 74.81 per cent state poor psychological 

climate for acquiring new knowledge, lack of encouragement to try with 

new methods, poor monitoring of HRD system, reluctance of 

management for employee development, lack of interest for self-

development and lack of scientific appraisal system are the problems in 

the human resource development climate in the select software 

companies. Inadequate training and development and lack of employee’s 

participation are also the problems of the employees in regard of the 

human resource development climate at 62.87% and 63.51% 

respectively. 

9. Suggestions 

1. Monitoring the HRD system is imperative for the human resource 

development climate. Therefore, it is proposed that a proper research is 

to be conducted in the area of induction programme, performance 

appraisal, career advancement, training and development, etc. which are 

the main components of the HRD system. 

2. Periodical meetings may be arranged with the employees to discuss the 

problems arising out of the day-to-day work, to seek the suggestions, to 

improve the work practices, and to highlight the areas where the 

performance is to be improved.  The employees must be motivated to 

express their views and valuable ideas. In this regard, maintaining of 

work dairy is essential to remind the employees. 

3. Allocation of adequate funds is indispensable for the successful conduct 

of training programmes. Besides, it is the responsibility of the HRD 

department to give due attention in designing the training programmes 

for the administrative staff in the areas of executive development, team 

building, cost control, personality development etc. 

4. The select software companies can conduct routine health check-ups, 

health screening camp, yoga classes and meditation for the employees 

for making them physically and also mentally fit. 

5. The employees can be given opportunity to express their problems and 

they should be treated with humanitarian approach and given importance 

to their inner feelings. Therefore, the select software companies can 

discuss and solve the employee’s problems.  
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6. The mind-set or psychological climate is important for the employees to 

acquire current knowledge. Changing the mind-set of employees is the 

biggest challenge for the organization to manage the innovation and 

creativity. It is recommended that by giving rewards, promotion, 

recognition, counseling, and guidance, a psychological climate can be 

created to learn new skills. 

7. The bigger challenge, however vests in building a common culture, 

something that goes beyond the practical measures such as language 

teaching, development of leadership qualities. 

8. To recognize the employees on their efforts in building the society.  And 

developing the activities in the areas such as education, health, 

community development, establishing greeneries etc. 

10. Conclusion 

 The human resource development climate assumes greater significance. The 

results of the present study shows that the male respondents, respondents in the 

age group of 41-50 years, respondents having degree qualification, respondents 

drawing monthly salary in the range of Rs.35001-45000, systems and software 

engineers, respondents belonging to the  length of service of  above 15 years 

and the employees who  are  unaware of the future plans of the organization, 

lack of team spirit among the employees, reticence in solving problems, 

incoherent promotional policy, lack of appreciation of the good work, non-

interest of seniors to help juniors, state of poor psychological climate for 

acquiring new knowledge, lack of encouragement to experiment with new 

methods, poor monitoring of HRD system, reluctance of management for the  

employee development, lack of interest for self-development and lack of 

scientific appraisal system are the problems in the human resource development 

climate in the  select software companies. Inadequate training and development 

and lack of employee’s participation are also the problems of the employees in 

the human resource development climate. To ensure a positive outcome, 

attention to the factors identified in the suggested framework is vital for the 

human resource development climate. 
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