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Human Resource Development (HRD) has assumed significance in recent past for all types of businesses. Managers 
around the globe prefer using HRD mechanisms for incorporating changes in organizations. Further, these interventions 
aim at changing the behaviour of employees, improvement in skills and competencies and enhancing the performance. 
Present study has been carried out in dominant manufacturing industries of Punjab to examine and analyse the extent of 
implementation of HRD interventions besides identifying the factors affecting them. Results of the study will facilitate 
managers to develop robust HRD systems in order to face challenges emerging in the changing business environment. 
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1. Introduction  

Industrialization is a process involving social and economic change which leads to the transformation of an economy from an 
agrarian society to an industrialized one. Industrial and technological revolution led to differences in living standards across 
various countries. Kuznets (1948) termed industrialization as the permanent growth of the proportion of the non-agricultural 
sectors within the national economy running with considerable increase of the total industrial production as well as with the 
spread of up-to-date technology. As far as industrialization in India is concerned, like other developing nations non-
industrialization model was followed under colonial rule. After independence, Indian state intervention in industrial 
development has been extensive. Key industries like chemicals, electric power, steel, transportation, life insurance, portions 
of the coal and textile industries etc. were under state control and government made all out efforts to promote them. However, 
economic reforms in 1990s changed the scenario as liberalization started with relaxation in industrial and financial policies. 
Not only this, export incentives enhanced because of subsidies, tax concessions, and the depreciation of the currency. 
Liberalization further diluted the restrictions on import and export hence leading to economic growth. 
   Present day policy makers have realized that growth cannot be sustainable without industrialization. Accordingly, 
campaigns like "Make in India" are being initiated. Further, in the absence of industrialization, demographic dividends with 
which our economy is endowed with are also getting underutilized. Human resources are accepted as the biggest source of 
competitive advantage with a capability of converting all the other resources into product and service. Effectiveness of human 
resource further depends on the Human Resource Development (HRD) climate that prevails in the organizations. Human 
resource development is concerned with the provision of learning and development opportunities that support the 
achievement of business strategies and improvement of organizational, team and individual performance (Armstrong and 
Baron, 2002). HRD interventions are designed and developed with a purpose to create an environment which can facilitate 
changes in systems, structures, processes etc. The current study has been carried out to analyse the HRD scenario in 
manufacturing sector of Punjab. This was accomplished by comparing primary HRD interventions in the dominant industries 
of Punjab. Following objectives were framed for the study: 
1. To identify the variables affecting selected HRD practices in the manufacturing sector of Punjab. 
2. To determine the connection between the dominant variables. 
3. To give recommendations for the effective implementation of HRD practices. 
   Study is divided into four sections. First section is introductory in nature while section II discusses database and 
methodology. Analysis of selected HRD practices is contained in section III and the entire discussion is summed up in section  
 

2. Database and Methodology 
In order to fulfil the above mentioned objectives, we have relied upon the secondary as well as primary data. Dominant 
industries of Punjab have been identified on the basis of National Industrial Classification (NIC) 2008. Data for the same is 
obtained from the Annual Survey of Industries for the year 2008-09 supplied by the Ministry of Statistics and Programme 
Implementation. In the year 2008-2009 a total of 56 manufacturing industries existed in the state of Punjab. Genuinely 
dominating ten industries were identified on the basis of five parameters viz. number of factories, invested capital, total 
output, number of persons engaged and wages and salaries (including employer's contribution). We endeavoured to collect 
data randomly from five managers each from the selected four units (both public and private) from ten dominant industries 
spread throughout the state. However, despite our best efforts, we could collect data from 160 respondents. It was either due 
to the non-cooperative attitude of the managers (particularly from the public sector) or the closure of certain units in the 
selected industries. HRD practices selected for the study included performance appraisal systems, career development and 
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training and development. Questionnaire was administered to five supervisor/officer/executive level employees in each of the 
units. 49 variables (annexure 1) affecting the selected HRD practices were included in the questionnaire after reviewing 
relevant literature. 
   Variables selected for studying HRD practices in manufacturing industries of Punjab 
 

ANNEXURE 1 

Sr.No Variable  

1 Quality of personal objective setting for individual employees in your organization is excellent.      
2 Ratings by appraisers are sometimes seen as based on subjective judgments like “not upto the mark”. 
3 Evidence of performance is gathered throughout the year. 
4 Evidence from project work(extra assignments) are included in performance appraisal. 

5 Comments from mentors or coaches are included in performance appraisal. 
6 Employee’s personal efforts to become more proficient in his/her assignment and to prepare for more responsibility are considered. 
7 Comments on the methods and approach used by the employee in performing the job are evaluated. 

8 Low performance is highlighted, but development support is also defined. 
9 The appraisal system is maintained by monitoring its operation through periodic evaluation. 

10 The critical incidences during the performance of job are recorded. 

11 Appraisers are selected carefully by using a representative sample of people most critical to the ratee and who had the greater 
opportunity to observe his or her performance. 

12 Potential assessment criteria is based mostly on an employee’s process skills. 

13 Potential of the employees is measured in terms of the competencies required to achieve the target level of performance in a 
particular job or at a particular level in company. 

14 The potential of employees for the future assignments is considered. 
15 The promotions are given on the basis of current performance and consideration is also given to the potential of employee. 

16 Management believes in developing suitable employee base for succession planning. 

17 Tests and exercises, assignments are given to employees to assess their competencies and on the job behaviour and potential to take 
higher responsibilities. 

18 Potential assessment identifies training needs, provide guidance on possible directions in which an individual's career might go, and 
indicate who has potential for promotion. 

19 Assessment centres provide good opportunities for indicating the extent to which candidates match the culture of the organization. 

20  360-degree appraisal is effective in identifying and measuring interpersonal skills, customer satisfaction, and team-building skills. 

21 Behaviourally Anchored Rating Scales (BARS) method is a relatively new technique which combines the graphic rating scale and 
critical incidents method. 

22 Management By Objectives (MBO) is to create empowered employees who have clarity of the roles and responsibilities expected 
from them and understand their objectives. 

23 Appraisal systems should include self-analysis, employee input into evaluations, feedback, and goal setting by workers. 

24 Management is providing resources and linkages which ensure maximum person-job match, skills acquisition, and continual 
improvement. 

25 Employees are allowed to do self-assessment to determine their career interests, values, aptitudes, and behavioral tendencies. 

26 Employees are made aware of the existing and future opportunities and growth avenues that can be pursued and achieved within. 

27 Your intentions to stay in the current organization are asked. 
28 You are asked about your preferred successor. 
29 Your organization’s objectives are aligned with individual employees’ vision of career success. 

30 There is joint ownership and shared responsibility in your organization to create new ways for employees to grow and contribute. 

31 HR department in the organization supports individual career plan through movement along the career path with job rotations, 
advancements, problem solving assignments. 

32 Counseling is provided to the employees to plan their progress along their career paths. 
33 Career plans for employees are developed keeping in mind the work environment. 

34 Career development program can accelerate workforce adaptation to change, improve cost-effectiveness of human resource 
decisions. 

35 Career Development means development both in horizontal and vertical direction. 
36 Career Planning ensures higher loyalty and productivity from employees. 
37 Efforts of career planning and development culminate into succession planning at highest levels in the organization. 
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Sr.No Variable  
38 Career planning facilitates in retaining and attracting people from different cultures thus enhancing cultural diversity. 

39 Human relations competencies are adequately developed in your organization through training in human skills. 
40 Training has developed managerial capabilities  

41 Training process in your organization has the commitment and support of top management and active involvement of the middle 
management. 

42 Training has enabled the executive or manager to leverage his or her personal skills more effectively. 
43 Management in your organization believes that smarter, better trained managers increase chances of success. 
44 The training process is regularly evaluated by empirical, evidence based feedback. 

45 Employees get the right kind of climate to implement new ideas and methods acquired during training. 

46 Training in specific performance management, how to manage and facilitate meetings, work/life balance issues, safety in the 
workplace, crisis intervention etc has increased efficiency of managers. 

47 Training has increased loyalty of the managers in the demanding global business hours, language barriers, differing work ethics and 
uncertainties. 

48 Effective training emphasizes what the employee has done well and how those behaviors can be continued into the future. 

49 Leadership training if given to managers contributes to thinking and planning more strategically, to manage risk more effectively 
and to create and communicate vision. 

 
   In order to find out the effective variables among these, factor analysis technique has been used. Two tests - Kaiser Meyer-
Olkin (KMO) measure of sampling adequacy and Bartlett’s test of approximation were applied to check if factor analysis can 
be applied or not. Further, the multiple correlation was applied to determine the correlation between the identified dominant 
variables. 
 

3. Analysis and Interpretation 
A comparison of 56 industries existing in the state of Punjab for the year 2008-09 was made in terms of five parameters viz. 
number of factories, invested capital, total output, number of persons engaged and wages and salaries (including employer's 
contribution). An industry may be faring well in one of the parameters but may figure in the laggards list in terms of others. In 
order to trace the genuinely dominating industries in the state, analysis was made to find out the dominance of industries in 
the selected parameters. Results of the analysis showed that the industries exhibited in table 1constituted the dominating 
industries and laid the foundation for further analysis.    
 

Table 1 Dominant Industries in Punjab 

Sr.No Industry 

1 Manufacture of grain mill products, starches and starch products industry (106) 

2 Spinning, weaving and finishing of textiles industry (131) 

3 Manufacture of basic iron and steel industry (241) 

4 Manufacture of transport equipment n.e.c. industry (309) 

5 Manufacture of knitted and crocheted apparel industry (143) 

6 Manufacture of other fabricated metal products; metal working service activities (259) 

7 Manufacture of special-purpose machinery industry (282) 

8 Manufacture of non-metallic mineral products n.e.c industry (239) 

9 Manufacture of other textiles industry (139) 

10 Manufacture of parts and accessories for motor vehicles (293) 

 
   As discussed earlier, factor analysis test is used to identify the top variables affecting each of the three HRD practices. To 
check the suitability of factor analysis on the collected data, KMO and Bartlett's test are applied and the results are given in 
table 2. Values greater than 0.50 for KMO test generally indicate that a factor analysis is useful with the data. Bartletts’s test 
of sphericity tests the hypothesis that correlation matrix is an identity matrix, and indicate that variables are unrelated and 
therefore unsuitable for structure detection. Small values (as in this case 0.00 < 0.05) indicate that a factor analysis can be 
useful with the data. The figures in table 2 supported the application of factor analysis. 
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Table 2 KMO and Bartlett's Test 

  Performance Appraisal Career Development Training and Development 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .666 .711 .799 

Bartlett's Test of Sphericity 

Approx. Chi-Square 963.830 671.789 478.045 

Df 253.000 105.000 55.000 
Sig. .000 .000 .000 

 
   Results of factor analysis applied on the data collected in context of selected HRD interventions are shown in the table 3. 
Twenty three variables affecting performance appraisal systems were examined and it is evident from the table that eight 
factors have eigen values greater than 1 and together they accounted for 68 percent of variance. These eight variables are 
identified as careful selection of appraiser (0.854), 360 degree appraisal (0.845), succession planning (0.795), evidence of 
project work (0.765), evidence of performance (0.756), identifying potential employees for promotion (0.756), components of 
appraisal systems (0.755) and potential for future assignments(0.752). Further inter industry comparison has shown that 
Manufacture of other textiles industry (139) had the most effective performance appraisal systems being implemented in the 
manufacturing sector in Punjab followed by Manufacture of special-purpose machinery industry (282) and Manufacture of 
transport equipment n.e.c. industry (309). 
   Similarly, in case of career development, five variables had eigen values greater than 1 and together they accounted for 64 
percent variance. These variables included awareness of existing and future growth opportunities (0.848), workforce 
adaptation to change (0.825), succession planning at highest levels (0.738), loyalty and productivity of employees (0.699) and 
retention and enhancing cultural diversity (0.668). It was revealed after comparison that career development programs were 
being effectively implemented in Manufacture of other textiles industry (139), Manufacture of parts and accessories for motor 
vehicles industry (293) and Spinning, weaving and finishing of textiles industry (131). 
   Analysis of training and development revealed three variables having eigen values greater than 1 and these accounted for 59 
percent variance. The significant variables in this case comprised of utilisation of personal skills (0.830), identifying and 
sustaining good behaviours (0.773) and leadership training (0.632). Further, training and development process was found to 
be effectively being implemented in Manufacture of other textiles industry (139) (6.04), Spinning, weaving and finishing of 
textiles industry (131) (5.92) and Manufacture of transport equipment n.e.c. industry (309) (5.82). 
   On the whole sixteen variables are revealed to be having maximum influence on the selected HRD practices. 360 degree 
appraisal has figured as a preferred method of performance appraisal as this enables employees to receive confidential, 
anonymous feedback from the people who work around them. Further, components of performance appraisal system should 
be taken into consideration since they have a direct bearing on the output of this process. Not only this, appraisers evaluating 
the performance of employees should be adequately trained and possess the requisite experience of the job. 
   With an increased awareness of career management at the workplace, organizations can design and implement strategies 
which align business objectives with individual visions of career success. Career development programs should ensure that 
proper counselling is provided to the employees and career plans should be developed keeping in mind the work environment. 
Employees should be made aware of existing and future growth opportunities. Moreover, HR department should be 
supportive enough to ask individual about their preferred  
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Extraction Method: Principal Component Analysis 
successor so as to facilitate succession planning. As far as training and development is concerned, leadership training has 
been rated as an important variable. Good leaders in an organization help to show employees the right direction and harness 
their efforts jointly. Effectively planned training programs should enable utilisation of personal skills and identification of  
good behaviours among employees. Not only this, process of training should also aim at ensuring the proper implementation 
of training acquired.  
   In order to find out if the selected HRD practices can work in tandem, multiple correlation is calculated (table 4).  Results 
have demonstrated that there is low to moderate correlation between the selected variables. It also points out that there is a 
chance to improve HRD practices in manufacturing sector of Punjab. A lot needs to be done in context to HRD in Punjab if 
Punjab’s industrialization has to come at par with others. It is evident from the table that variables like succession planning, 
potential assessment finds training requirements and potential employees, training helps managers to use personal skills, 
potential for future assignments considered, career planning leads to more loyalty and productivity, appraisal system 
considers different things, employees aware of growth opportunities in organization and careful selection of appraisers have 
the highest compatibility with other dominant variables.  
   Managers should hence strive to emphasize on all these factors while implementing HRD interventions. The demand for 
skilled manpower is widespread in the international labour market. Current Prime Minister, Mr. Narayan Modi, by launching    
"Make in India" campaign in September 2014,  has conveyed to world that India is the destination for those who want human 
resources and low cost production. He has further emphasized on skill development in his ‘Make in India’ and ‘Deen Dayal 
Upadhyay-Grameen Kaushalya Yojana (DDU-GKY)’ campaigns. In light of these facts, HRD function becomes all the more 
significant and needs to be executed with highest efficiency. 

 
Table 4 Correlation among Dominant Variables 

  eviperf eviprj carsel potfut scuplg potrg degree appsys empawr cardev carplg carsuc carrtg trgper desbeh ledtrg 
eviperf 1.00                               
eviprj 0.37 1.00                             
carsel 0.18 0.14 1.00                           
potfut 0.24 0.23 0.27 1.00                         
scuplg 0.22 0.19 0.33 0.48 1.00                       
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potrg 0.34 0.19 0.32 0.41 0.41 1.00                     
degree -0.08 -0.16 0.22 -0.08 0.02 0.04 1.00                   
appsys 0.26 0.01 0.20 0.18 0.32 0.32 0.09 1.00                 
empawr 0.21 0.10 0.27 0.24 0.30 0.17 0.22 0.17 1.00               
cardev -0.12 -0.14 0.02 0.07 0.14 0.11 -0.07 0.08 -0.01 1.00             
carplg 0.06 0.08 0.29 0.23 0.34 0.37 0.09 0.07 0.23 0.20 1.00           
carsuc 0.22 -0.03 0.06 0.16 0.08 0.17 0.12 0.33 0.20 -0.12 0.07 1.00         
carrtg 0.09 0.15 0.09 0.11 0.16 0.22 -0.13 0.36 0.10 0.24 0.22 0.29 1.00       
trgper 0.24 0.04 0.14 0.40 0.37 0.21 0.05 0.40 0.43 0.09 0.25 0.11 0.04 1.00     
desbeh 0.12 -0.03 0.12 0.14 0.12 0.00 0.30 0.08 0.23 0.04 0.19 0.20 0.16 0.30 1.00   
ledtrg 0.03 -0.10 0.12 0.18 0.27 0.21 0.15 0.06 0.01 0.16 0.31 -0.05 0.03 0.19 0.13 1.00 

Source: Primary Data 
 

4. Conclusions and Recommendations 
As discussed earlier, human resources are acknowledged as the most significant component for industrial growth and their 
development is taken on priority these days. HRD interventions hence are aimed at building a development culture in an 
organization through improvement of human quality. Human development needs to be accelerated to reach the expected 
level. Managers across the industries in Punjab should adopt modern styles and interventions in order to develop human 
capital. There is a need to equip human resources with education, knowledge and skills to enhance the process of production. 
In the light of this discussion, we favour the development of strong HRD climate in manufacturing sector of Punjab. 
Managements today accept the responsibility of employee development and performance appraisal is a way to fulfil the same. 
Performance appraisal systems should concentrate more on identifying needs for employee development than salary revisions 
or promotions. Hence, it is further recommended that industries in Punjab should use different performance appraisal methods 
in combination or in an integrated manner. In order to ensure successful implementation of the appraisal, study recommends 
that top management should be supportive enough to accept constructive feedback and not become defensive. Furthermore, it 
is recommended that self-appraisal be made a part of the main appraisal process in order to reduce subjectivity and perceived 
injustice. 
   With an increased awareness of career management at the workplace, organizations can design and implement strategies 
which align business objectives with individual visions of career success. Career development process should aim at 
succession planning at highest levels along with both horizontal and vertical development of employees. In addition, career 
counseling activities should be carried out for all the employees, as an intervention of human resource department. If 
implemented effectively, the process can facilitate workforce adaptation to change and increase in motivational levels among 
employees. Further, we recommend that the organizations should continue motivating their employees by planning their 
careers. This will prevent delay in the process of filling vacant posts and an inappropriate use of the money allocated to 
training and development programs. 
   Employees intend to build a skill base nowadays to remain employable. At the same time organizations have realised and 
accepted that it is the performance of their human resources that can lead to success or failure. Hence importance of training 
and development as a HRD intervention is ever increasing. Top management should ensure that there is proper linkage among 
organizational, operational and individual level training needs. Training should be looked upon as investment rather than 
expenditure. Further, a training manual and policy should be prepared by training department and communicated to all levels 
in the organization. We further recommend investment of time and resource in training of the trainers programme as this 
helps in overcoming the resource persons constraints. If implemented effectively, HRD interventions facilitate development 
of a strong culture in an organization which further helps in building a competitive edge. 
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