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Abstract

'Dynamic people build dynamic organizations, and effective employees contribute to the effectiveness of the organization. Competent and
motivated people make things happen.' HRD aims at constantly assessing competency requirements of different individuals to perform the jobs
assigned to them effectively and provide opportunities for developing these competencies to prepare them for future roles in the organization.
Every organization that wants to achieve its goals in terms of productivity, quality, profitability, stability, and growth and also increase
organizational effectiveness, it must pay attention to the development of human resources in a systematic and planned manner. An optimal level of
developmental climate is essential not only for the achievement of the above goals, but also for developing a motivated and dynamic workforce. For
future growth, every organization must develop an organizational culture where the employees are given freedom to work, have a sense of
belongingness, and an atmosphere of trust. The present study was undertaken to determine the correlation existing among the HRD climate
variables of a pharmaceutical organization named as RXY Pharma Ltd.
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uman Resource Development (HRD) is gaining significance in the present days for the success of any

organization. Growing needs of growth and expansion on the one hand, and increasing efficiency and

productivity to combat competition on the other, have laid emphasis on an increase in creativity and
autonomy for the people at work. The development of the people creates confidence, leadership, co-operation and
team work i.e. a sound organizational culture, which ultimately contributes to the attainment of organizational goals.
Organizations have realized that it is the contribution of the human resources which helps them to grow, prosper, and
attain their objectives. Human resource development (HRD) aims at developing all the employees of an organization
in a planned manner not only to acquire and apply their existing capabilities for the organization's growth, but also to
develop their inner potential, which helps in building a climate with strong interpersonal bonds, which helps the
organization to achieve its goals.

Every dynamic and growth oriented organization can succeed in the fast changing environment only by the efforts
and competencies of its human resources. Motivation and morale of the workforce may be high, but employee
capabilities need to be continuously developed and sharpened for making the organization grow and develop. For this
purpose, developing an organizational culture is essential. When employees take initiatives, take risks, innovate and
make efforts, the organization is said to have an enabling culture. Human resource development helps to build up an
organizational culture where employees lead the organization to growth. They contribute in terms of increased
efficiency and productivity. HRD in an organization is facilitated by creating the HRD climate. The HRD Climate
impliesa climate of (Rao, 1991):

a) Pro-activity i.c. employees are action oriented, willing to take initiatives.

b) Openness and Risk Taking means free expression of ideas, activities, feelings and willingness to take risks on the
part of the employees.

c) Collaboration denotes that employees have a feeling of belongingness towards their organization.

d) Trust and authenticity indicate that employees, departments, and groups trust each other and can be relied upon to
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work for each other's growth.

e) Confrontation means that the employees face problems and issues without hiding or avoiding them for the fear of
hurting or getting hurt.

f) Autonomy explains that employees have some freedom to act independently within the boundaries of their role/
job.

The Pharmaceutical Industry In India

The Pharmaceutical Industry in India occupies an important place in the Indian economy. It is the third largest in terms
of volume and is the 14th largest in terms of value. There are more than 20,000 registered units of this vital industry in
India. Further, the industry is likely to grow at the rate of 19 % in 2013. Keeping in view the growth of the industry and
growing competition in the world market, the present study has focused on the pharmaceutical industry in India.

The present case study is a study of an organization named RXY Pharma Ltd. The study has been undertaken to
examine the HRD climate existing in the company in particular, and the pharmaceutical industry in general, with the
help of significant correlates in the HRD climate variables. For the purpose of confidentiality, the organization has
assumed a fictitious name - "RXY Pharma Ltd." . The data taken up for the study pertains to RXY Pharma Ltd., which
is a large multinational company. The results from the present study can be used for providing inputs to improve the
developmental climate in the organization as well as for improving the HRD climate of the industry as a whole.

Statement of the Problem

Keeping the significance of human resource development climate in an organization in mind, the present case study
on RXY Pharma Ltd. was undertaken to determine the HRD variables that help in developing the HRD climate, and
affect the development of the employees in an organization. The research works conducted in the past clearly indicate
that there exists a significant relationship among the HRD mechanisms, HRD climate variables and HRD outcome
variables. In the present study, efforts have been made to corroborate these relationships.

Objectives of the Study

The study was undertaken with the following objectives in mind :

1) To examine the variables affecting the HRD climate in RXY Pharma Ltd.

2) To study the variables that are significantly correlated.

3) To examine the various variables which can have a bearing on the HRD climate in an organization.

4) Toexamine and suggest the variables which need to be improved for better HRD climate in an organization.

Methodology

The study is based on primary data collected on the basis of a questionnaire. Standardized questionnaire '58-item
HRD Climate Scale (HRDCS)' developed by Dhar and Dhar (n.d.) was used for this purpose. At appropriate places,
secondary data in terms of organizational records and reports were also used. Certain information was also collected
on the basis of personal interaction with the respondents. The questionnaire was administered at two selected plants
of RXY Pharma Ltd. situated in India. For the purpose of data collection, 48 respondents (24 from each plant) were
interviewed on a random basis.

The analysis has been made by applying statistical tools. Inter-correlations among the 58 variables were studied and
significant relationships were ascertained. The HRD mechanisms used by the company were also identified on the
basis of information gathered by personal interaction, and by using the data from the questionnaire. Efforts were also
made to study the impact of HRD on competency development, productivity, efficiency, profitability etc. on the basis
of'the opinions of the respondents.

Scope and Significance of the Study
The study is of great significance to the employees and the organization, as it will help to find out the general HRD
climate prevailing in the organization, the variables affecting the HRD climate, HRD mechanisms and their impact on
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the HRD climate. The company can accordingly make its policies and develop plans for promotion, potential
development, training etc. The study will also help the organization to improve its HRD climate and can further
improve its overall efficiency and effectiveness. The results can also provide valuable insight to other companies to
analyze their HRD climate and determine correlates among HRD climate variables. It will help them to improve the
overall climate of growth in the organization by improving their policies and practices. The present study is , however,
limited to one organization only, and its results can be generalized to other companies in the industry to a limited
extent. Further, the results presented here cannot be compared with other companies because of different cultures, HR
policies and practices.

Review of Literature

A review of literature highlights the important role played by the HRD climate in the successful performance of
organizations. Various studies have been undertaken in the past to study the HRD Climate in the Indian organizations.
A study of 52 organizations made by Rao and Abraham (1986) showed that HRD climate in these organizations was
about 54%, which is rather low. As such, an optimal level of developmental climate is essential for facilitating HRD
activities.

Jain, Singhal, and Singh (1997) conducted a study titled "HRD Climate in Indian Industry" in two public sector
organizations i.e. BHEL and NFL and determined correlations among the various HRD variables including
management policy on HRD, organization development, potential appraisal, performance appraisal, executive
development, goal-setting, role analysis, and training. They observed that these variables were significantly
correlated. Further, it was also observed that these variables made an important contribution to the HRD climate.

Alphonsa (2000) surveyed the HRD climate in private hospitals of Hyderabad, and highlighted that the supervisors'
perception about the HRD climate was satisfactory, and there existed reasonably good climate with respect to top
management's belief in HRD climate. However, in his study on one of the major hospitals of Jammu and Kashmir,
Mufeed (2006) found that the HRD climate existing in the hospitals, to a large extent, was significantly poor.
Thereview of literature will help in corroborating the results of the present study with the past studies.

Analysis of the HRD Climate

The present study considers various aspects of HRD with respect to RXY Pharma Ltd., which would help in building a
sound HRD climate in the organization, and would enable the organization to achieve its goals of growth,
profitability, and stability. As indicated earlier, a 58-item standardized 'Human Resource Development Climate
Scale' developed by Dhar and Dhar has been used for this purpose. A sample of 48 respondents (24 respondents from
each ofthe two plants of the company) were selected on arandom basis.

Analysis and Discussion
Overall, the mean on the opinions of the respondents for all the 58 HRD climate variables of the two plants of RXY
Pharma Ltd. was found to be 3.47 (61.71 %) and 4.03 (75.86 %) respectively. Intercorrelations among the variables
were studied as per Karl Pearson's product moment correlation method. In all, there are 1653 intercorrelations
between the 58 variables under study as shown in the Table 1. For the purpose of understanding the relationship
pattern among the variables, the data pertaining to the respondents of the two plants has been clubbed together.
Earlier, similar studies have been carried out by Jain (1996) in two leading public sector organizations - BHEL and
NFL. Besides studying the HRD practices at lower, middle, and the top level in these organizations, the study sought
to examine the nature of HRD climate in these organizations. The correlations among the variables are presented in
the Table 1. The Table also shows the intercorrelations which are statistically significant at the 1 percent or 5 percent
level of significance. Due to a large number of significant values of correlations, only those interrelations which are
statistically significantand havea correlation value of 0.5 or more than 0.5 have been explained as follows :
%+ Creative Thinking, Sponsorship for Training, Employee Feedback etc. : The correlation between creative
thinking and competency development (0.537) is highly positive and significant, explaining that these variables are
closely associated. The relationship between sponsoring employees for training on the basis of training need
assessment and seriousness regarding training (0.508) and open discussion on plans (0.500) is also found to be
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significant. Correlation is also highly positive and significant between feedback given to employees and competency
development (0.537), development oriented management (0.540) indicating that employee feedback has close
association with development orientation and competency development. Further, interrelation between superiors'
sharing information and humane treatment (0.566) is found to be positive and statistically significant.

< Employee Welfare: The relationship between employee welfare and other variables including seriousness
regarding training (0.550), recognition for good performance (0.499), conducive organizational climate (0.531),
identifying employee potential (0.533), and development oriented policies (0.513) is found to be statistically
significant and positively related. This shows that recognition, training, conducive climate, identifying employees'
potential, and development orientation contributed significantly to employee welfare in the studied organization.

¢ Competency Development: The relationship between competency development with utilization of potential
(0.678), facilitating employees for career opportunities (0.512), and offering creative ideas for improving
performance (0.577) indicates that these variables have a positive and significant contribution towards competency
development. Hence, it appears that career opportunities, creative ideas, and utilization of potential helped in
competency development in the said organization.

¢ Utilization of Employee Potential: Utilization of potential shows significantly high positive interrelation with
development oriented management (0.570), recognition for good performance (0.629), conducive organizational
climate (0.530), creative ideas for performance (0.540) , identification of potential (0.633), and trust among
employees (0.499) - all these factors are found to be highly positive and significant. Hence, the variables such as
recognition, conducive climate, developmental orientation, trust, and creativity had a high bearing on utilization of
employee potential in the organization.

% Investment in Employee Development: From the Table 1, it can also be observed that investment in employee
development has a positively high and significant correlation with career opportunities (0.538). Besides,
development oriented management has a significant relationship with creative ideas for performance (0.548),
identification of employee potential (0.511), and superiors sharing information with subordinates (0.516). These
variables had a significant contribution in the steps taken for the employees' development in the organization.

"People in the organization are treated as assets". This variable has a high degree of positive and significant inter
relation with no favoritism during performance appraisal (0.515), experimentation (0.544), performance orientation
(0.526), and behavioral modifications (0.638). It shows in the studied organization, people were allowed to develop
their abilities by modifying their behavior, putting in more efforts to perform better by utilizing their creative ideas,
identifying their potential, and ensuring that there is no place for favoritism in performance appraisal.

% Inevitable Change: Change as an inevitable phenomenon has a high degree of positive relationship with the factor
employee encouragement (0.500) with reference to employees who are motivated to learn from their mistakes. In
addition to this, team work is found to be positive and significantly correlated with conducive organizational climate
(0.544) and no favoritism during performance appraisal. In addition, it can be seen that sponsorship for training has a
positively high correlation with problem solving across the table (0.512). It can be seen that there are intercorrelations
between recognition for good performance with creative ideas for improving performance (0.553), identifying
potential (0.520), and an atmosphere of trust (0.568). Hence, it can be inferred that trust, employee potential, and
creative ideas were significantly related to recognition of performance.

% Team Work: It can be ascertained from the Table 1 that preference to work in teams is significantly related to
problem solving across the table (0.500), employee encouragement (0.649), and training not to be treated as a
recreational activity (0.543). Also, subordinates' development is seen as an integral part of the job, and is positively
related to utilization of skills by employees developed during training (0.527), employee encouragement (0.651), and
trust among the employees (0.514). Furthermore, conducive organizational climate has a significant and positive
correlation with initiatives taken by superiors to help subordinates to learn on their job (0.554) and development
oriented HR policies (0.516). Both the variables contributed significantly to develop a conducive organizational
climate in RXY Pharma Ltd.

36 Prabandhan : Indian Journal of Management « July 2013



** No Favoritism during Performance Appraisal: The variable 'Favoritism during performance appraisal is
unheard of in this organization’ is found to have a highly positive and significant correlation with experimenting
(0.575), implementing creative ideas for improving performance (0.502) , recognition of employees' contribution
(0.582), performance orientation (0.590), and efforts made to modify employee behavior with changing situations
(0.644). Thus, experimentation, creativity, recognition, performance orientation, and change show that favoritism
during performance appraisal was unheard of'in the said organization (RXY Pharma Ltd.)

+¢ Utilizing Creative Ideas: Intercorrelations are also found to be positively significant in case of trying out creative
ideas for improving performance with other variables including efforts to identify employee potential (0.526), giving
recognition to employees with excellent performance (0.572), superiors preparing subordinates for future roles and
responsibilities (0.562), initiatives taken by the superiors to help their subordinates to learn their job (0.500),
performance orientation (0.562), efforts made to modify employee behavior with changing situations (0.524), trust
among the employees (0.678), and training not being considered as a recreational activity (0.571). These
interrelations indicate that trying out creative ideas for improving employee performance was closely related to
recognition, preparing subordinates for the future, identifying potential, change, trust, and training to a large extent.

+ Identifying Potential: 'Efforts taken to identify employee potential’ is significantly related to preparing
subordinates for future challenges (0.525), recognition of employee performance (0.572), preparing subordinates for
future responsibilities (0.536), employee centered HR policies (0.526), encouraging employees to learn from their
mistakes (0.530), trust among the employees (0.528), and training not being considered as a recreational activity
(0.744). It appears that preparing subordinates for future roles, recognition, HR policies, trust, learning, and training
contributed a lot in identification of employee potential in the studied organization.

% Preparing Subordinates for Future Challenges: Significantly high and positive contribution is observed with
reference to superiors preparing subordinates for future challenges with variables including recognition of employee
contribution (0.511), facilitation of employees to use the skills developed during training (0.568), superiors helping
subordinates (0.514), encouraging employees to learn from their mistakes (0.531), superiors taking initiatives to help
subordinates to learn on their job (0.614), and trust among the employees (0.505). This shows that a positive and
significant relationship existed between the superiors and the subordinates in the organization.

¢ Problem Solving, Rewards, and Recognition: The variable 'Problem solving across the table' is correlated with
performance orientation (0.511), employee encouragement to learn from their mistakes (0.535) and development
oriented HR policies (0.574). Further, all these relationships are highly positive and statistically significant. Rewards
for good performance is found to be significantly positive with variables including performance orientation (0.635),
superiors sharing information with subordinates (0.565) and arriving at solutions through consensus (0.511).
Recognition of employees' contribution has a positively significant correlation with performance orientation (0.529).
Hence, it can be said that problem solving, being rewarded for doing good work, and employee recognition seemed to
develop a good superior - subordinate relationship, and thereby, a better climate for employee development in the
studied organization.

% Assessment of Employees, HR Policies, and Reducing Stress: Assessment of employees on the basis of adequate
information about their performance has a positively high interrelation with encouraging employees to learn from
their mistakes (0.561) and trust among the employees (0.591). Similarly, employee oriented HR policies are related
with performance orientation (0.548) to a large extent. All these interrelations are found to be statistically significant.
Superiors helping subordinates to overcome distress and frustration is found to be positively high and statistically
significant with superiors preparing subordinates for future roles and responsibilities (0.509).

+* Future Roles and Responsibilities, Cordial Relations, and Initiative taken by the Superiors : The correlations
between preparing subordinates for future roles and responsibilities with delegation of authority to develop the
potential of the subordinates (0.520) and trustworthiness (0.502) are found to be positive and significant.
Significantly high and positive relationship is observed for cordial relations with superiors sharing information
(0.540) and openness to discuss problems (0.570). It shows that superiors helped their subordinates to learn their job,
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and there was a culture of openness in discussing problems and allied issues, which had a bearing on building cordial
relations between superiors and subordinates to a significant extent. Similarly, superiors' initiatives to help
subordinates to learn their job had a significant relation with performance orientation in the organization.

% Performance Orientation, Behavior Modification, Trust etc.: Performance orientation is related with behavior
modification to help the employees to adjust to changing situations (0.555) and superiors sharing information with
subordinates freely (0.538) to a significant extent. Besides, behavioral changes in the employees are found to be
closely related to security, as they were not threatened while receiving feedback about their weaknesses (0.505).
Further, delegation of authority to provide an opportunity to develop the subordinates' potential is closely associated
with sharing of information by the superiors with their subordinates (0.663). Also, superiors' sharing their feelings
with their subordinates is positively related (to a significant extent) with the sense of security felt by the employees
while receiving feedback about their weaknesses (0.510). Furthermore, trustworthiness among the employees is
positively associated with training (0.506), where training was not being considered as a recreational activity. Close
analysis of these variables show that information sharing, performance orientation and delegation of authority for the
development of employees' potential were closely associated with and ensured employees' orientation in the
organization.

The results of the study are similar to one conducted by Jain (1996) in BHEL and NFL, two leading public sector
undertakings in India. However, it was observed that the present company under study i.e. RXY Pharma Ltd. has
shown improvement in terms of overall HRD climate and the correlates of climate variables to some extent. It can be
inferred that the companies today are paying more attention towards the development of their human resources and
are taking a lot of initiatives for improving the overall developmental climate in their organization. Growing
competition, globalization, and free trade among the countries have made it essential for the companies to think
positively and constructively for the growth of their employees as they understand that their existence and growth
depends on the efficiency of their human resources. Many other research works conducted on HRD climate in the
recent past also fully support this viewpoint.

It appears that the companies in India are following almost similar practices in terms of their human resources.
Although there has been a change in the mindset of the employers as they attach more importance to the 'human factor'
as compared to what they did in the past, professionalism in HR has also increased due to increase in volume and size
of the business, and organizations fully understand that human beings working in the organizations are their assets
and a better atmosphere of openness, trust, and collaboration can lead to the total growth of the individuals,
organizations, and the industry as a whole.

The Table 2 provides a list of the variables in the statement form (with abbreviations) that were used in the
questionnaire. The respondents were requested to tick mark (v') their preferences in the relevant box of the HRD
climate scale questionnaire. The preferences have been converted into quantitative form, as indicated in the Table 2.

Conclusion
The following conclusions can be drawn from the study of interrelations discussed above :

% A study of the HRD climate scores in the organization indicates that supportive HRD climate existed in both the
plants of the organization (overall mean score = 61.71 % and 75.86 %). A supportive HRD climate is the result of
employee oriented HR policies, objective performance appraisal, job rotation, openness, cordial superior-
subordinate relations etc. The intercorrelations among the respondents of the two plants confirm this view point.

% Astudy of the interrelations among the variables on the basis of the opinions of the respondents showed that highly
positive and significant correlations were observed between many variables. The highest correlation value was found
between efforts to identify employee potential and training not being considered as a recreational activity (0.744).

% Some very high interrelationships included competency development and utilization of potential (0.678),
preference to work in teams and employee encouragement (0.649), subordinates' development as an integral part of
the job and employee encouragement (0.651), trying out creative ideas for improving performance and trust among
the employees (0.678), delegation of authority to provide an opportunity to develop the potential of the subordinates
and sharing of information by the superiors with their subordinates (0.663). These relationships indicate that they
madea great contribution to the existing HRD climate in the organization.
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+¢ It can also be observed that various HRD mechanisms were being used in the organization. These mechanisms
included performance appraisal, potential development, career planning, rewards, feedback and counseling, job
rotation, training etc. These mechanisms were quite useful in developing the HRD climate variables.

¢ Hence, it can be concluded that the HRD mechanisms in RXY Pharma Ltd. have resulted in developing an
OCTAPAC culture which includes HRD climate variables - Openness, Confrontation, Trust, Autonomy, Proactivity,
Authenticity, and Collaboration.

Suggestions

On the basis of the study, the following suggestions can be given for improving the HRD climate in the organization:
«¢ Inter-correlations in the variables also indicate that by improving some of the variables, these interrelations can be
improved.

+¢ Interaction with the respondents showed that though the management took interest in employee development,
there was a scope for improvement in some of the variables. Promotions were generally based on merit, but there was
some element of biasness, which needed to be reduced.

% The KRA reports should be objective, and employees' problems and issues should be heard out in case of
dissatisfaction expressed by them.

Table 2 : HRD Climate Scale with Abbreviations
Strongly Agree Agree NotSure Disagree Strongly Disagree
5 4 3 2 1

S. No. HRD Climate Scale Abbreviations 5 4 3 2 1
1 Employees of this organization are very informal and do not hesitate in discussing

their personal problems with their superiors. IR
2 Employees of this organization cooperate with each other. cop
3 Performance appraisal is objective. PA
4 Delegation of authority is used as a development mechanism. DOA
5 Creative thinking is encouraged. CcT
6 Employees are sponsored for training on the basis of proper needs assessment. SET
7 Employees are given feedback about their strengths and weaknesses. FE
8 People are treated as human beings first and employees later. HT
9 The Management ensures that the employees enjoy their work. EW
10 Problems are solved through open forums. PSOF
11 Employees are facilitated to acquire competencies. CcD
12 Opportunity is given to the employees for utilizing their potential in the organization. up
13 Employees are discouraged to accuse each other. ACC
14 Time and effort are invested in developing the employees' potential. IED
15  Superiors often facilitate their subordinates in identifying new career opportunities. co
16 The Management believes in the development of their employees. DOM
17 Employees are considered as an asset to the organization. PAA
18 Change is accepted as an inevitable phenomenon. IC
19 There is no favoritism in the case of promotions. FP
20 Good work is always appreciated. APP
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21 Team work is encouraged. T™W

22 Training is taken seriously. SFT
23 Employees take feedback about their work seriously and use it for further development. SOF
24 Employees with good performance are recognized by the organization. RP
25 People generally prefer to work in teams. PTW
26 Job rotation is used as a mechanism for employee development. JR
27 Subordinate development is seen as an integral part of one's job. SD
28 Organizational climate is conducive for acquiring new knowledge and skills. coc
29 Favoritism in case of performance appraisal is unheard of in this organization. FPA
30 Employees are allowed to experiment within reasonable limits. EXP
31 Creative ideas are tried out for improving the performance. CIP
32 Efforts are always made to identify the potential of the employees. P
33 Organizational plans are discussed openly. oDP
34 Superiors generally make efforts to prepare their subordinates for facing future challenges. PC
35 Problems are solved across the table. PSAT
36 Good work is rewarded. RGW
37 Contribution of employees is not undermined in this organization. RE
38 Employees are facilitated by the organization to use the skills they develop during training. usT
39 Employees of the organization are assessed on adequate information about their performance. EA
40 Human resource policies are employee centered. EOHRP
41  Superiors help their subordinates to overcome the states of distress and frustration. RS

42 Superiors prepare their subordinates for future responsibilities and the roles they are likely to take up. ~ FRR

43 Employees are encouraged to learn from their mistakes. EE
44 Employees discuss their feelings freely with their superiors. CR
45 Superiors take interest in their subordinates and help them in learning their jobs. Sl
46 Performance is placed ahead of any other consideration. PO
47 Promotions are based on merit. MP
48 Efforts are always made to change the behavior of employees with the changing situations. BM
49 The organization does not hesitate in sponsoring the employees for requisite training. TS
50 Delegation of authority is seen as an opportunity to develop the potential of the subordinates. DD
51 Superiors discuss their feelings freely with their subordinates. SSI
52 Employees are not threatened while receiving feedback about their weaknesses. SEC
53 Employees trust each other. T
54 Solutions are sought through consensus. CON
55 Problems are discussed openly. 0
56 Human resource policies are focused upon the development of the employees. DOP
57 Training is not perceived as a recreational activity away from the workplace. TR
58 It is believed that the skills and the development of the employees can ED

take place at any stage of their lives.

Source : Authors' Research

Managerial Implications

The study is of great significance for the organization as it attempts to point out the variables which have a positive and
significant bearing on developing the HRD climate in an organization. Some of the variables like employee potential,
specific training, competency development, employee encouragement, job rotation, openness, superior-subordinate
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relationships etc. are quite significant in improving the HRD climate, and can lead to overall growth of the company.
As mentioned earlier that the researches undertaken in the past by Jain (1996) and Rao and Abrahm (1986) have also
revealed the similar results. The managers working in Pharma Industry can use the results of the study for improving
HRD Climate in their organizations. However, some of the variables may differ depending on HR policies and
practices followed by the organizations.

This case study on some correlates of HRD climate variables in RXY Pharma Ltd. is quite useful to identify which
variables are closely related to others. Improvement in any of these variables is likely to effect the contribution of the
other associated variables. Hence, the organization can improve its overall HR climate by modifying the policies to
bring changes in the low contributing variables.

Scope for Future Research
Efforts need to be made to examine how these correlations in various variables as well as improvement in some of the
variables can affect the HRD effectiveness dimensions like high productivity, high growth and diversification, cost
reduction, better image, and effective utilization of resources. Future research works in this direction can be of great
significance for the industry asa whole.
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