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ABSTRACT 

HR Development (HRD) considered being the portion of social ability supervision that principally achieves 

the motive of organizing and enhancement of the workers in particular organization. Human ability 

enhancement integrates formulating society according to the focused motive, generous likelihoods to 

absorb original talents, appropriating resources those consider valuable intended to the worker's 

assignments and selected other influential movements. Advancement of human resource considered 

essential for particular association that influence need for self-motivated and advance situated. Human 

Resource has limitless prospective abilities as these other than different assets. The prospective can be 

operated impartial by assembly surroundings that can constantly identify, bear to outward, maintenance 

and consume the abilities relating to person. Human Resource Development (HRD), move further to 

construct agenda for making particular surroundings. A few Human Resource Development (HRD) 

approaches have been made starting late to play out the above endeavor in perspective of particular 

principles. This unit gives a perception of the possibility related to Human Resource Development (HRD) 

system, correlated devices along with the shifting utmost reaches of Human Resource Development 

(HRD). 
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DATA ANALYSIS & INTERPRETATIONS 

Introduction of the analysis 

This section exhibits the outcomes got in the wake of treating the information measurably by utilizing the 

system of t-test. For checking unwavering quality, Cronbach's Alpha was connected. The t-test was utilized 

to test the criticalness of contrast between mean scores of different gatherings and subgroups. The mean 

scores of gatherings have been introduced graphically. Each investigation is shut with the assistance of 

synopsis of results taken after by a fabulous outline toward the finish of the section. 

Normality Test:  

Most factual tests like t-test, Z test accept that the information is typically circulated; along these lines there 

is a need to check the ordinariness. Kolmogorov-Smirnov test is performed to look at if the qualities take 

after typical conveyance. This test is basic to look at the normal of respondents; low importance esteem 
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which is under 0.05 demonstrates that the dispersion if the information contrasts essentially from a typical 

dissemination. Here the estimation of Asymp. Sig. (2-followed) is 0.128 which is more noteworthy than the 

.05(table 5.1a). It demonstrates that qualities in independent and collectivist practices among 

representatives of flying, saving money and telecom take after typical dispersion thus t-test can be utilized 

for looking at implies. Thus the information of the present examination is ordinariness appropriated. 

 

Reliability Test:  

Unwavering quality of the measure was surveyed with the utilization of Cronbach's alpha. The 

dependability coefficients of the five measurements of SERVQUAL (Perceptional scale) were steady with 

the first form led by Parasuraman et al. (1988). Cronbachh's alpha test is planned as a measure of inward 

consistency that is every one of the things inside the instruments measure a similar thing. It permits 

estimating the dependability of various factors. The Cronbach's coefficient of the aggregate scale here is 

observed to be (0.821). The Cronbach's alpha for the poll is (0.821). Thus, the scale utilized here can be 

said as solid and can be utilized for examination. 

 

5.2 Demographic Information related to the Respondents in the Indore District: 

The usable information (n=800) was gathered from a review of 1000 polls filled by the respondents of 

organizations. This brought about 80 percent reaction rate, which portrayed brilliant perception and 

information score for the investigation. Table 5.3 ahead outlined the individual and statistic qualities of the 

respondents. 

 

KMO test

N 450

Normal 97.46

Parameters Mean

Std. 18.052

Deviation

Most Extreme Absolute 0.055

Differences

Positive 0.033

Negative -0.055

Kolmogorov-Smirnov Z 1.171

Asymp. Sig. (2-tailed) 0.128

a. Test distribution is Normal.

        Normality of Data

One-Sample Kolmogorov-Smirnov Test

Cronbach’s Alpha Number of Items

0.821 800

Reliability Statistics
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          Profile of Respondents 
 

(Source: Researcher’s Computation) 

Interpretation:  

The table above demonstrated that the greater part of the respondents were between the ages of 36-45 years 

(i.e. 44.5 percent), which could suggest quality reaction in view of the development, particularly in the 

event that we include the respondents between ages 46-55 years (13.25 percent). Male respondents 

constitute 83.625 percent of the aggregate respondents while female has 16.375. What's more, 33.125 

percent of the respondents are from aeronautics and managing account businesses while same percent 

around from telecom industry and equivalent respondents isolated in private and open segment. The greater 

part of the respondents having the yearly salary was underneath Rs. 1 lakh. It is likewise imperative to 

express that the respondents are spread crosswise over 2 segments of three ventures. 

Understanding of HRD Practices 

HRD building in the Industries has changed with the globalization of organization or education. Aviation, 

Banking and Telecom industries are facing lot of challenges to process, manage and communicate 

knowledge about HRD in the dynamic industrial environment. The essential challenge related to 

S. No. Items N %

Age:

18-25 112 14

  26-35 226 28.25

36-45 356 44.5

 46-55 106 13.25

800 100

Gender:

Male 669 83.625

Female 131 16.375

800 100

Annual Income:

Less than Rs. 1 LAKH 645 80.625

Greater than Rs. 1 LAKH 155 19.375

800 100

Industries: 

Aviation 265 33.125

Banking 265 33.125

Telecom 270 33.75

Sectors:

Private 400 50

Public 400 50

800 100

1

2

3

4

5
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development of these industries has to understand the process by which new HRD practices created. 

Effective knowledge creation depends upon the understanding of HRD by the employees and organization. 

Hence, there arises a need to integration between the HRD initiatives and vision along with mission of the 

industries. Effective sharing of HRD practices requires collaboration to enhance organizational learning in 

industries.   

Responses of employees related to their understanding towards the HRD Practices by the Aviation, 

banking and Telecom Industries  

 

(Mean Values of Responses for understanding of employees towards HRD) 

Statement Mean 

Value 

Code in 

Chart  

Awareness for the concept of HRD 5.2456 1 

Organization establish specific department for employee 

welfare 

4.5 2 

Every employee gets benefit from that welfare department. 1.5698 3 

Asked questions with welfare committee or contributed in 

discussions. 

5.1715 4 

Worked with other employees on during running welfare 

projects 

3.8965 5 

Awareness for different HRD practices 4.6 6 

Managers provide information regarding employee welfare  2.3 7 

Discussed about career plans with a managers or advisors. 4.852 8 

Discussed ideas and queries from counselors 4.2 9 

Worked with managers for activities other than 

work(committees, orientation,   employee life activities) 

4.1  

10 
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Interpretation: 

Most of the respondents understand the term HRD and how it is applied in the industries in various ways. 

The perception of the employees regarding better working condition in industry unit, they had to get the 

deep understanding of the concerned department. Most of the respondents feel that their industries 

contributed to their knowledge, skills, and personal development. They feel so because the management 

and managers helped them at every level of their queries. The HRD practices facilities provided by 

industry or the managers helped them to understand the welfare concept better and this could motivate 

them to use their knowledge and work properly. Most of them are discussed ideas in industry and with 

workers, etc.) Therefore, considered it as a big pathway of HRD. 

Most of the respondents reveal that the examples and illustration given by their managers help them to 

grasp things better and understand it deeply. Their industries also emphasized the employees to spend 

significant amounts of time while working. This helps the employees to learn the work for long term and 

can apply it in their future. In most of the employees’ reveals that HRD based on society and employee 

welfare, this shows that the management of industries in Aviation, Banking and telecom are utilizing the 

HRD department in their industrial work for practical learning.  

Most of the respondents are working on a project that required integrating ideas or information from 

various source and it helps them to train employees for various things academically and practically 

respectively. Most of the respondents are happy with the industrial efforts in their personality development 

and career development and employee development with welfare schemes, which at the end help them to 

get better working environment. 

 

They generally discussed about their career plans with a counselors or advisors provided by their 

industries. It helps them to move right direction in their career. Worked with colleagues to prepare 

assignments are daily routine of most of the respondents and it gives them the opportunity to share their 

view among themselves.  

 

From the above chart it is also revealed that most of the respondents are encourage by their industry to 

provide facility among employees from different economic, social, and racial or ethnic backgrounds and 

have done or do their plan for (field experience, internship, community service or volunteer work) from 

their industry. But it noticed that managers not providing proper information regarding development which 

provided by the industry to the employees. 
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Employees perception for HRD Environment 

Responses of Employees’ Perception on the HRD Environment: 

Statement Mean Value Code in Chart  

Simplicity and convenience. 4.5 1 

Training and Learning instruction. 4.6 2 

The clarity of HRD information. 4.5 3 

Instruction, description, and example during training. 5 4 

The clarity of learning activity process.  5.3 5 

The clarity of industry objectives.   4.6 6 

Benefits of HRD activities for self-learners.  4.8 7 

If you could start over again, would you go to the 

same industry you are now working. 

3.9 8 

The related environment on employee support 

resources.  

4.5 9 

User account access system to log in to understand 

the provided information and knowledge of other 

departments.  

4.6 10 

 

 

Mean value for Employees’ perception for HRD environment 

Interpretation: 

Most of the respondents are using the HRD resources in their industry and well aquatint with system. They 

are highly satisfied with the information manual of the industry; it provides all necessary external and 

internal information related to HRD practices. They are also highly satisfied with the External links to 

supported documents, which are provided by their respected trainers and it help them to enhance their 
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knowledge. They also highly satisfied with the user account access system to log in to provided 

information in the web page, most of the industry has provide their employees outlook, where each 

managers and employee login is there. In outlook employees records like attendance, assignment, 

presentation, work etc. have been maintained. This record can be seen any time by any of the user at their 

place and can monitor their performance. 

Today most of the management of industries are themselves doing the development process and provide 

orientation with the help of their trainers to the employees. Private and public sector industries has added 

training and orientation program for employees and the most of the respondents are highly satisfied with 

the training and induction programs, the related context on support learning resources. With help of these 

facilities the management has find it more simple and convenient training and Learning instruction. They 

are also highly satisfied with the access account on internet by industry. 

Most of the respondents seems to be highly satisfied with the clarity of industrial objectives, training 

activity process, suitability of the quantity, frequency, and length of time, appropriation for self-learning of 

the pre-post evaluation, clarity of the process of training activity determination, context appropriation for 

self-learner, Benefits of learning activities for self-learners, Participation between the employees and 

trainers on the training activities, Instruction, description, and example in the lessons. Overall they are 

highly satisfied with HRD environment provided by their industry and they revealed that they are highly 

benefited by using this application and it improves their learning outcomes. 

More important is that when they are asked if you could start over again, would you go to the same 

industry you are now working and they response it positively it means they are satisfied with the HRD 

environment provided by their respective industry. 

 Factor affecting the HRD quality and Employees outcomes 

HRD practices plan to build understood knowledge a lot of explicit for employee’s development and 

welfare through the development department. This can be one amongst the only most significant factors 

that have an effect on the transformation from educators’ knowledge into learners’ knowledge. The HRD 

system would conjointly obtain to form quality welfare scheme through the HRD practices to make 

employee satisfaction. 

Conclusion 

It revealed that most of the respondents are encourage by their industry to provide facility among 

employees and have done or do their plan for (field experience, internship, community service or volunteer 

work) from their industry. But it noticed that managers not providing proper information regarding 

development which provided by the industry to the employees. 

Today most of the management of industries are themselves doing the development process and provide 

orientation with the help of their trainers to the employees. Private and public sector industries has added 

training and orientation program for employees and the most of the respondents are highly satisfied with 
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the training and induction programs, the related context on support learning resources. With help of these 

facilities the management has find it more simple and convenient training and Learning instruction. They 

are also highly satisfied with the access account on internet by industry. 
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