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The growth and development of a nation, its various industries as well as 
its individual organisations depends on its human resource. The available 
manpower can be used creatively and constructively for the growth of an 
economy. Peter Drucker, an international expert on management, 
remarked that, economic results are not produced merely by economic 
forces but they are essentially human achievements. Thus human beings 
are considered as the most valuable resource of an organisation. 
According to McGregor, people posses a vast source of creativity, 
imagination, and ingenuity to solve the problems arising in an 
organization as well as in their day to day life. If this potential of the 
employees are utilised properly it can increase the capabilities and 
efficiency of not only the employees but those of the whole organisation as 
well. However, quite often these potentials are not properly utilized by the 
organisation. This may be due to absence of a proper human resource 
development system as well as due to lack of a climate that is conducive 
for this development. This research paper focuses on this HRD climate that 
facilitates the overall HRD process in an organisation. The purpose of the 
research is to study the HRD climate prevailing in an insurance company 
and its efficiency. 
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INTRODUCTION 

No nation can become strong if it ignores the most precious resources i.e., people. It is 

clearly said by the eminent economist Adam Curie that the development of the organization as well 

as the nation lies in the development of their individuals. India is a large country and has vast 

potential to become a strong nation with its huge natural and human resources. It is the third 

largest body of scientific and technical manpower. Every human being has the ability and potential 

to do remarkable things, if he is provided with an opportunity and congenial climate to understand, 

develop and utilize his / her potential.  

A country may possess abundant physical resources, but it cannot make rapid economic and 

social advancement unless it happens to possess people who are enterprising and have developed 

necessary skills and attitudes. Human resources in a developing country are an important resource 

and needs to be fully utilized. Lord Mountbatten while leaving India said “Independent India has to 

do a lot in utilizing human resources for its own benefit and development”. His view stresses the 

imperative need of India to develop its human resources economically. The ideology that human 

resources are important for well-being has struck a firm root in the developed and developing 

world. It is moving towards the center stage of socio-economic development. India too realized that 

human resources cannot be ignored if it wants to increase its economic vitality. It is a vast land with 

widely different geographical, political, cultural and climatic conditions. This all the more 

necessitates the need for the development of personnel by adoptive systems.  

Smt. Indira Gandhi in her last public speech at Bhubaneswar on 29.10.1984 made a special 

reference to the human resources when she said “our greatest wealth is our people. We must 

enable individuals and families to realize their potential to the full”. The Late Prime Minister, Sri. 

Rajiv Gandhi rightly remarked, that “development is not just about factories, dams and roads but is 

basically about people”. World Bank President, Lewis T. Preston has called for a higher rate of 

investment in human resources to fight world poverty. In support of his point, he cited the example 

of the East Asia which by investing more on human resources over the years had attained a higher 

rate of rapid economic growth. The shift of emphasis on the possibility of more economic 

development with reference to post independent India has obviously moved on to emphasize on 

the human welfare which after all should follow any economic activity. 

 HRD Climate  

Organization climate is a relatively an enduring quality of the internal environment 

experienced by the employees, influences their behavior. It can be described as code of values and a 

set of characteristics of the organizations. Hence organizations culture is derive from the perceived 

aspects of internal environment of an organization. But, within the same organization, there may be 

very different climates. This is due to the employees with different years of experiences from 

different levels of organizational hierarchy may perceive internal environment of an organization 

differently. The personal characteristic of the individuals such as values, needs, attitudes and 

expectations determine the manner in which they are likely to perceive the various aspects of the 

internal working environment of the organization.  
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 Importance of HRD Climate in Insurance Sector  

In the current scenario insurance sector has become a challenging field which is full of 

exciting tasks for the employees. Organizational prosperity and progress depends upon the climate 

it creates for the employees which encourages them to utilize their potential. Thus the employees 

and their behaviour are critical determinants the successful function of insurance sector. The need 

of the hour is to emphasis more on attitudinal changes than on developing specialized skills and 

knowledge. Insurance sector is poised for severe competition even the best of organization has to 

continually struggle to retain its top position. Successful implementation of HRD policies would 

help to have an edge over competitors. To initiate a plan and implement HRD process in insurance 

where the knowledgeable resources are very high, a supportive HRD climate is all the more 

important and essential. 

 Statement of the Problem and Scope of the Study  

Today there is a cut throat competition in every industry, more so in service industries, like 

the insurance sector. It is being crowded with not only national players, but also with global giants. 

Each player, at regular intervals, is coming out with innovative products and innovative ideas to 

woo the investors. Insurance companies apart from ensuring security are also offering a fair return 

to the policy holders, LIC, under such situation, has to make extra efforts to maintain its leadership 

position in the insurance business.  

Human factor plays an important role in the success of an organisation in every industry, 

including the insurance industry. Human beings are indispensable in insurance industry. Life 

Insurance Corporation (LIC) of India is one of the biggest service organizations with huge 

manpower. Its units are spread throughout the length and breadth of the country. The scope of HRD 

is very broad and hence, the main focus of present study is HRD climate prevailing in the Life 

Insurance Corporation (LIC) of India. The climate of any organization gains priority over other HRD 

sub systems. Hence in view of its importance, modest attempt is made to study the selected 

organisations’ HRD climate extensively.  

 For this purpose a number of branches of LIC situated in Cuttack city of Odisha are selected 

to study their HRD climate in-depth and conduct an employee survey. 

 Objectives of the Study  

The following are the objectives of the study.  

 To understand the existing HRD climate prevailing in the LIC of India.  

 To analyse the satisfaction level of employees regarding the current HRD climate at their 

organisation 

 To find out which areas of the current HRD climate requires improvements.\ 

School of Commerce and Management, Ravenshaw University, Cuttack, Odisha*  
Controller of Examination and Dean (School of Commerce), Ravenshaw University, Cuttack.** 
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RESEARCH METHODOLOGY  

In context of the above mentioned objectives a detailed study has been carried out by 

selecting 100 employees working in LIC, Cuttack division. Data collection is restricted to the Cuttack 

city of Odisha. 

 Sources of Data  

The present study relies on data collected from both primary and secondary sources. 

 Primary Data  

In this study the primary data was collected through questionnaire method. A structured 

questionnaire was administered consisting both open and close ended questions. In-depth 

discussions were held with the executives before the development of questionnaires.  

Questionnaire: - The survey was designed to measure the level of agreement employees had with 

respect to given questionnaire items, which represented potential factors that influence employee’s 

perception about the HRD climate. Based on previous research and current literature, 

questionnaire items were framed to capture some valuable information with respect to the 

following factors: 

1. Top Management Initiatives in Human Resource Development 

2. Employee commitment  

3. Employee support and encouragement  

4. Employee Relationships and Understanding 

5. Officers Role towards Employee Development 

6. Organisational Culture 

Scale Used: - Rating scale technique is used in this study to find satisfaction level of the employees 

with regard to the current HRD climate in the organisation. The responses of the participants were 

recorded on five-point scale as follows: - 

 5 = Strongly Agree 

 4 = Agree 

 3 = Neutral 

 2 = Disagree 

 1 = Strongly Disagree 

First the mean of each is found out and then the weighted average mean of all questions is 

calculated. 

 Secondary Data  

The primary data has been supplemented by the secondary data. The secondary data is 

collected from annual reports of LIC of India, various books, journals and Govt. publications.  
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Sample  

The sample population contains 100 employees, from different stages of hierarchy, working 

in various branches of LIC of India located across Cuttack city. Simple random sampling is used to 

select the sample group. 

Tools and Techniques  

Data collected from different sources were tabulated and classified in to different sections 

so as to make the study systematic and scientific. The data is tabulated and analysed using different 

statistical tools such as mean, std. deviation and simple percentage calculation wherever necessary. 

RESULTS AND DISCUSSION 

Factor 1:- Top Management Initiatives in Human Resource Development  

TABLE 1: TOP MANAGEMENT INITIATIVES IN HRD 

Question Mean 
Std. 

Deviation 

The authorities of the LIC go out of the way to make sure 

that employees enjoy their work 
3.7 0.632 

The top authorities believe that human resource is an 

extremely important resource and that they have to be 

treated more humanly 

4.5 0.675 

The top management is more respective to the suggestions 

of the employees for better work culture 
3.4 0.516 

The management holds a formal/informal meeting to 

provide information of the strengths and weaknesses 
4.2 0.516 

The top management views the employees as an important 

resource. 
4.5 0.527 

The attitude of the higher authorities is that of guiding 

rather than fact-finding. 
4.3 0.483 

Total 4.1 0.558 

Source: Collected and Compiled Data 

Table 1 here gives the results for top management initiatives in HRD along with the mean 

scores. The employees feel that the top authorities believe that human resource is an extremely 

important resource and that they have to be treated humanely as well as they pay much attention 

for their development. The mean score of these two statements, 4.5, is high compared to other 

statements. The employees also feel that the attitude of the higher authorities is that of guiding 

rather than fact-finding, as this statement is rated second with a mean score of 4.3. The lowest 

rating for the statement top managements receptiveness to the suggestions of the employees for 

better work culture is matter of concern for top management. This statement has got mean score of 
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only 3.4. The employees are satisfied that the management holds formal/informal meetings to 

provide information of the strengths and weaknesses. This statement is given a score of 4.2.  

Factor 2:- EMPLOYEE COMMITMENT  

TABLE 2: EMPLOYEE COMMITMENT 

Question Mean 
Std. 

Deviation 

The employees are conscious of the ever-changing needs of 

the organization.  
4.2 0.527 

To achieve corporation objectives the employees exercises 

self-direction and control.  
3.7 0.876 

The employees involve themselves in work and are ready to 

share responsibilities in the LIC  
3.3 0.483 

Employees in the LIC take pains to find out their strengths 

and weaknesses from their supervising officers or 

colleagues.  

3.4 0.527 

Total 3.65 0.603 

Source: Collected and Compiled Data 

Table - 2 shows the opinions of employees towards employee commitment statements are a 

little low, suggesting that some areas still need attention. Amongst all the factors the employees 

mostly agree that they are conscious of the ever-changing needs of the organization. The score for 

these statements is 4.2. The employees also state that to achieve corporation objectives they 

exercise self-direction and control. The score for this statement is 3.7. The other two statements 

employees in the LIC take pains to find out their strengths and weaknesses from their supervising 

officers or colleagues and the employees involve themselves in work and are ready to share 

responsibilities in the LIC have got very low, mean score of 3.3 and 3.4 respectively, which show a 

lack of commitment among employees. 
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Factor 3:- EMPLOYEE SUPPORT AND ENCOURAGEMENT  

TABLE 3: EMPLOYEE SUPPORT AND ENCOURAGEMENT 

Employee support and encouragement  Mean 
Std. 

Deviation 

The psychological climate in LIC is very conducive for any 

employee interested in developing himself by acquiring new 

knowledge and skills.  

4 0.567 

Employees are encouraged to experiment with new methods 

and tryout creative ideas  
3.3 0.675 

When employees are sponsored for training they take it 

seriously and try to learn from the training programmes  
4.1 0.568 

Employees returning from training programmes are given 

opportunities to try out what they have learnt.  
3.9 0.483 

Employees are encouraged to take initiatives and do things 

on their own without having to wait for instructions from 

their superiors.  

3.6 0.632 

Employees lacking competence in doing their jobs are 

helped to acquire competence rather than being left 

unattended.  

3.9 0.516 

Total 3.8 0.573 

Source: Collected and Compiled Data 

The opinions of employees towards employee support and encouragement are mixed 

(Table 3). Amongst all the factors the employees feel there is no encouragement to experiment with 

new methods and tryout creative ideas. This statement has the lowest score of 3.3. Employees also 

feel that they are not encouraged to take initiatives and do things on their own. With a score of only 

3.6 this is 2nd lowest ranked statement. However, employees seem to agree on the statement that 

employees who lack competence in doing their jobs are helped to acquire competence rather than 

being left unattended, which received a score of 3.9. The employees strongly agreed that when they 

are sponsored for training they take it seriously and try to learn from the training programmes, this 

statement being the rated highest among the given statements, with a score of 4.1. Also when they 

return from training programmes they are given opportunities to try out what they have learnt. The 

employees are satisfied with the psychological climate in LIC and feel that it is very conducive for 

any employee interested in developing himself by acquiring new knowledge and skills, as this 

statement receives a rating of 4. 
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Factor 4:- EMPLOYEE RELATIONSHIPS AND UNDERSTANDING  

TABLE 4: EMPLOYEE RELATIONSHIPS AND UNDERSTANDING 

Employee relationships and understanding  Mean 
Std. 

Deviation 

Employees are helpful to each other  3.6 0.789 

Employees in the LIC are very informal and do not hesitate 

to discuss their personal problems with their supervisors.  
4.1 0.568 

Seniors guide their juniors and prepare them for the future 

responsibilities /roles they are likely to take them up.  
3.8 0.738 

Employees in LIC do not have any fixed mental impressions 

about each other  
3.2 0.737 

Employees trust each other in LIC  3.4 1.054 

Employees are not afraid to express or discuss their feelings 

with their supervisors.  
3.5 0.483 

Total 3.6 0.728 

Source: Collected and Compiled Data 

The opinions of employees towards employee relationships and understanding statements 

are low, having a score of 3.6 only, which is suggesting a low level of understanding among the 

employees (Table 4). Amongst all the factors the employees slightly agree that employees in the LIC 

are very informal and do not hesitate to discuss their personal problems with their supervisors. 

This is the highest rated statement in this area with a score of 4.1. But, on the other hand, they 

expressed that employees are sometimes afraid to express or discuss their feelings with their 

supervisors, as this statement received mixed responses and gets a score of 3.5 only. The employees 

also feel that seniors guide their juniors and prepare them for the future responsibilities /roles they 

are likely to take them up. The score for this statement is 3.8. But what appears to be a serious 

matter of concern is the issue of trust among employees. The statement regarding employees’ trust 

in each other has an alarmingly low score of 3.4. Compared to this statement the employees’ 

response to the statement regarding their helpfulness for their colleagues also received only a 

slightly higher score of 3.6. That means the employees feel that their colleagues are not very helpful 

towards them. The lowest rated statement in this category is that, employees in LIC do not have any 

fixed mental impressions about each other. This receives a very low score of 3.2, which means that 

their interpersonal relationship may be affected by their pre-set opinions about each other. 
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Factor 5:- OFFICER’S ROLE TOWARDS EMPLOYEE DEVELOPMENT  

TABLE 5: OFFICER’S ROLE TOWARDS EMPLOYEE DEVELOPMENT 

Officer’s role towards employee development  Mean 
Std. 

Deviation 

Development of the subordinate is seen as an important part 

of their job by the officers  
3.4 0.632 

Officers in the LIC believe that employee behavior can be 

changed and people can be developed at any stage of their 

life.  

4.2 0.316 

Senior officers in the LIC take active interest in their juniors 

and help them learn their work.  
3.7 0.675 

When an employee does an good work his supervising 

officers take special care to appreciate it  
4.3 0.483 

When any employees makes a mistake his supervisors treat 

it with understanding and help them to learn from such 

mistakes rather than punishing or discouraging them.  

4.1 0.422 

Senior officers in the LIC point out career opportunities to 

juniors.  
4.1 0.568 

Total 3.97 0.516 

Source: Collected and Compiled Data 

The opinions of employees towards officer’s role towards employee development are mixed 

with scores as high as 4.3 to as low as 3.4 (Table 5). The overall score of this category’s statements 

is 3.97. Most importantly the employees feel that when an employee does a good work his 

supervising officers take special care to appreciate it, as this statement received the highest rating 

in this category, with a score of 4.3. Also officers in the LIC believe that employee behavior can be 

changed and people can be developed at any stage of their life. This has a score of 4.2, which is the 

2nd highest rating in this category. On the other hand the employees feel that their supervisors do 

not think of the development of the subordinate as an important part of their job. As this statement 

has the lowest rating of 3.4. Also some employees do not feel that senior officers in the LIC are 

taking active interest in their juniors and helping them to learn their work. However, employees are 

satisfied with the fact that, when any employees makes a mistake his supervisors treat it with 

understanding and help them to learn from such mistakes rather than punishing or discouraging 

them. Many employees also stated that their senior officers point out various career opportunities 

to them. These last two statements received an equal rating of 4.1 which is satisfactory.  
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Factor 6:- ORGANIZATIONAL CULTURE  

TABLE 6: ORGANIZATIONAL CULTURE 

Organisational Culture Mean 
Std. 

Deviation 

The personal policies in the LIC facilitates employee 

development  
4.4 0.568 

Performance appraisal reports in the LIC are based on 

objective assessment and adequate information and not on 

favouritism  

4.6 0.527 

When behavior feedback is given to employees they take it 

seriously and use it for development  
4.1 0.516 

The LIC ensures employee’s welfare to such an extent that 

the employees can save a lot of their mental energy for work 

purpose.  

4.5 0.568 

Promotion decisions are based on the suitability of the 

employee rather than on favouritism  
3.9 0.816 

There are mechanisms in the LIC to reward any good work 

done or any contribution made by employees  
4.7 0.516 

Job rotation in the LIC facilitates development of the 

employees  
3.7 0.823 

The organizational climate in the LIC is very conducive for 

development of the employees in acquiring knowledge and 

skill  

4.4 0.567 

Delegation of authority to encourage juniors to develop 

skills of handling higher responsibilities is quite common in 

the LIC  

4.3 0.675 

When problems arise employees discuss those problems 

openly and try to solve them rather than keep accusing each 

others  

3.9 0.568 

Team spirit is of high order in the organization  3.7 0.516 

The LIC future plans are made known to the administrative 

staff to help them develop their juniors and prepare them 

future.  

4.3 0.316 

Total 4.21 0.581 

Source: Collected and Compiled Data 
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There was a high consensus among the respondent’s ratings as regards to organisational 

culture (Table 6). The overall score of this category is 4.21, and the score ranges from 4.7 to 3.7, 

which indicates employee satisfaction in most areas. Amongst all the factors the employees are 

most pleased with the reward system of the company, which is very important for employee 

motivation. They have agreed that, there are mechanisms in the LIC to reward any good work done 

or any contribution made by employees, which is the highest rated statement here with a score of 

4.7.  

Employees are also very satisfied with the current performance appraisal system and most 

of them agreed that, performance appraisal reports in the LIC are based on objective assessment 

and adequate information and not on favouritism. This statement also gets a very high rating of 4.6. 

Furthermore they also state that when behavior feedback is given to employees they take it 

seriously and use it for their development.  

However some employees are not satisfied with how this performance appraisal is used 

when it comes to making promotion decisions. The statement, ‘Promotion decisions are based on 

the suitability of the employee rather than on favouritism’ has a mean score of 3.9, which is lower 

than the total average score for this category. Employees are also not satisfied with the job rotation 

policies of LIC of India. They feel that it causes more trouble for them than it contributes to their 

development. 

The employees agree that the personal policies in the LIC facilitate employee development 

and the organizational climate in the LIC is very conducive for development of the employees in 

acquiring knowledge and skill. Both these statements have a mean score of 4.4 each. They have also 

stated that, the LIC ensures employee’s welfare to such an extent that the employees can save a lot 

of their mental energy for work purpose.  

Employees are satisfied with the way superiors help in their junior employees’ development 

through delegation of authority. Delegation of authority to encourage juniors to develop skills of 

handling higher responsibilities is quite common in the LIC. Employees feel that, as the future plans 

of LIC are made known to the administrative staff it helps them develop their juniors and prepare 

them future.  

On the other hand, some employees are not satisfied with the way problems are handled in 

the organisation. The statement, ‘When problems arise employees discuss those problems openly 

and try to solve them rather than keep accusing each other’, is not agreed upon by everyone and 

has an average score of 3.9 only.  

Employees also believe that their organisation lacks the team spirit it needs in the context of 

the nature of their job. With a average rating of 3.7, it is one of the lowest rated statement in this 

category and can be a reason of concern for the management.  
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CONCLUSION 

 The current HRD climate of the selected organisation, LIC of India, is analysed here by 

analysing the employee perception towards the six factors identified through literature review for 

the purpose of this study. The employees’ perception towards these individual factors, when 

combined together, shows the overall perception of the employees towards there prevailing HRD 

climate.  

It shows that whereas employees are fairly satisfied with the top management initiatives 

and the organisational culture, they are somewhat dissatisfied with the commitment level of the 

employees in their organisation as well as with the employee relationships. That means the 

organisations definitely needs to work harder to increase the employees’ commitment level as well 

as to improve the employee relationships. However they have mixed feelings towards the support 

and encouragement they receive from the organisation and their officers’ role in their development. 

Hence these two areas also have a scope for improvement. 

MANAGERIAL IMPLICATIONS 

This section focuses on the implications of the results of this research for the management 

of the organisation. Here an attempt is being made to suggest some policy measures in the light of 

the above findings of the present study to improve the functioning of Human Resource 

Development Practices in LIC of India.  

Organizations objectives must be informed to the staff at different levels clearly and 

periodically through formal and informal means to improve the relationship between the superiors 

and the subordinates. The superiors should freely and frequently interact with the subordinates, as 

this creates a sense of belongingness in the minds of the employees.  

Greater autonomy shall be given to the employees. It helps in developing self-confidence 

and ensures involvement amongst the employees resulting in better service to the customers.  

The personnel policies regarding placement and promotion have to be implemented in a 

flexible manner. The employees who have to be posted outside the state must be intimated a year in 

advance, their preference for posting must also be taken into account. The promotion policy must 

be fair and objective. Frequent changes in the policies are not advisable and when once the policy 

has been drawn, it must be in force at least for 3 to 5 years.  

Every year, the LIC of India has to declare the vacancies in different categories. To 

encourage the junior employees, a certain percentage of the vacancies are to be filled through fast 

tract promotions. It develops competitive spirit among the employees at all levels.  

The management should aim for creating good interpersonal relationship between 

superiors and subordinates in the organization by conducting both formal and informal 

discussions. This helps employees to discuss their feelings with their superior without any 
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hesitation. Superior officers also need to show a little more personal interest in the development of 

their subordinates and consider it as an important part of their job. 

Various team building exercises should be implemented to increase the team spirit of the 

employees. Similarly, informal functions, holiday celebrations, birthday celebrations, informal get–

to-gathers, picnics etc. and creating interest groups for employees can help them improve their 

interpersonal relationship.  

The management of LIC of India should ready to accept important suggestions of employees 

if made in time. This results in better work culture and employees feel that they a voice in the 

decision making process of the organization.  

The management of L.I.C of India should predict the future challenges and plan the strategy 

to meet them. This helps the clerical level employees to know their role and responsibility to meet 

the future challenges.  

The L.I.C should adopt inbuilt career planning to minimize the frustration among the 

employees. This helps employees to develop their career according to changing scenario and it will 

empower them in their working places. 

LIMITATIONS 

 Since the whole population of employees is not considered in the study and only a segment is 

considered, there is a probability of biasness. 

 Some of the employees were not very co-operative. 

 Some employees have attempted to fill the questionnaires only as an act of formality. 

 Some respondents are also not frank in giving their opinion. 

 The busy schedule of executives gave very little time to interact with them. The person being 

interviewed could not devote much time and give finer details of their experience. 

SCOPE FOR FURTHER RESEARCH 

 This research focuses on HRD climate of LIC of India, and conducted among the employees 

working across the various branches located in Cuttack only. Further research can be conducted by 

taking in to account other branches of LIC located in other parts of the country or even abroad. 

 There is also a scope for research in other organisation in the insurance sector as this study 

focuses only one company, i.e., LIC of India. Further, more research can also be conducted on 

organisations belonging to other industries as well to study their HRD climate. 

 Research can be taken up to study the other aspects of HRD process as well, since this 

research is focused only on the HRD climate and how it facilitates the overall HRD process and 

helps in the development of the employees. 
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