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EXECUTIVE SUMMARY

This research paper analyzed the impact of HRD climate on performance of
employees working in Nepalese private organizations. HRD climate in Nepalese
organizations was identified by using the scale developed by Rao and Abraham
(1986) which measured HRD climate on 3 constructs of HRD climate i.e., General
Climate, HRD mechanisms and OCTAPACE Culture. The scale developed by
Dubinsky and Mattson (1979), modified by Singh, Verbeke and Rhoads (1996) and
referred to by Yozgat, Yurtkoru, and Bilginoglu (2013) was used to measure

employee performance.

A descriptive research design has been implemented in the study. Primary data has
been collected from the employees currently working in private organizations in
Nepal. The study used 298 respondents based on non-probability convenience
sampling method and a structured questionnaire survey with 38 statements in a five-
point Likert scale. The tools such as descriptive statistics, correlation, and regression
analysis using SPSS version 23 were used to analyze the date collected from the

survey.

This study has examined the individual impact of each construct of HRD climate
upon employees’ performance and identified the most significant variable among the
three constructs of HRD climate that has the greater impact on the performance of the
employees. As per the findings of the study, the HRD atmosphere significantly affects
the productivity of employees working for private firms in Nepal. All the three
constructs of HRD climate have a significant impact upon employees’ performance.
As per the study, among the three constructs, the most impactful factor is HRD
mechanism. The general climate and OCTAPACE culture also have positive impact

upon the employees’ performance.
Keywords

Human Resource Development Climate, General Climate, HRD Mechanisms,
OCTAPACE Culture and Employees Performance

Xi



CHAPTER |
INTRODUCTION

1.1  Background of the Study

Dynamic employees are essential for any organization. Employees who are
competent, motivated, proactive, learning and change loving and possess high desire
to perform can be considered as dynamic employees (Ewis,2015). Human resources
are seen to be the providers to tacit knowledge, social connections, and affective
investment because they are the most significant factors in every success or failure
(Mohanty, Parija & Sahu, 2012).

The capacity to bring value to the company through knowledge development,
improvement, and innovation is regarded as being of utmost importance in compared
to conventional commercial components which includes economic resources, manual
work, and natural resources (Drucker, 1993). Since today’s organizations are battling
for advantage in the volatile business environment, it is of utmost importance for the
organizations to evolve, enhance, and exploit their prime value adding resource i.e.,
human resource deliberately, consistently, strategically and innovatively. Only
through the effective and efficient utilization of human resources, an organization

reach new heights (Akinyemi, 2011).

Customers have a wide array of products and services to choose from in an era of
intense competition. At such circumstance, it is very crucial for organizations to
develop a efficient manpower base that can be retained. This becomes especially
undebatable in a period where expertise, ideas, and talents can be replaced
significantly and become irrelevant at an alarming speed. As a result, advancement of
human resources seems to be an inescapable and critical administrative obligation
(Mohanty, Parija & Sahu, 2012).

In this fiercely competitive and quickly evolving business climate, along with hiring
the best talent, capturing the heads and feelings of personnel is a tremendously
critically daunting task for corporations aiming for the utmost heights of
accomplishment every now and then. The decline in the global employee engagement

levels is an addition to the challenge (Merry, 2013).



According to Rao (1985), in an organization context, human resource development
may be characterized as a method wherein the associates of an organization are
constantly supported in acquiring or enhancing the competencies essential for
carrying out numerous that are correlated with their present or future duties and
responsibilities, increase their specific potential and capabilities, while also
attempting to discover and harness their intrinsic capability for personal or perhaps
administrative success; establish sustainable corporate environment whereby a
superintendent interaction, camaraderie, and collaborative effort amongst functional
groups are effective and make a significant contribution to individuals' dignity,

ambition, and proficiency.

According to Tseng and McLean (2008), the enhancement of the overall performance
of the organizations as well as its employees by delivering the appropriate strategies
and "training and development” is completely dependent upon how well developed
the manual capital is and this is which is instrumental in achieving the expected

business’ goals.

As workforce development is essential to gain a lasting competitive advantage and
amplify organizational potency, the organizations must focus on implementing
different human resource development strategies in order to develop their workforce
(Potnuru & Sahoo, 2016).

The achievement of committed goals by an individual, organization, or society is
facilitated by the climate. . Climate boosts the talents and competence of a person who
really seems to have a long-term impact on their well-being, good prestige of the
company and eventually the prosperity of the society and community (Chaudhary,
Rangnekar & Barua, 2012).

Several research studies have shown that a favorable human resource development
climate has the positive effects upon the organizations’ success and builds up
employees’ fidelity as well as work engagement and productivity. There are several
ways by which human resource development climate impacts the individual
performance such as through outlining the impulses that push the individuals, limiting
their leniency granted as well as their liberty bestowing sources of positive and

negative reinforcement (Wani, 2013).



The current study is therefore an endeavor to discover the level of HRD climate and
its worthiness. With an understanding that the HRD helps the employees in an
organization to develop competencies for carrying out all the functions effectively and
support the organization in doing well, the current study has identified atmospheric
threshold of HRD in the Nepalese private companies and investigated impacts it has

on the performance of its employees.
1.2 Statement of the Problem

Modern businesses are currently experiencing a tumultuous storm of change and
uncertainty which have been brought on by quickly evolving technology, fierce
competition, globalization, erratic government rules, shifting demographics, customer
needs, and expectations, among other factors. For the organizations to keep going
with the remolding, they must be proactive, adaptive, creative, responsive and

innovative (Akinyemi, 2011).

Organization’s capability is instrumental to human resource capability which is an
element of human resource development. In order to gain competitive advantage, an
organization has to recruit and retain professional working population plus
supervisors with the requisite skills, qualifications, and talents can be utilized as its
resource. It is absolutely necessary for an organization to make sure that there is the
existence of proper environment which can assist employees to develop their full
potential (Zahra & Nielsen, 2002).

For the technological innovation and evolvement of a new product, an empowering
environment is a must. Modern firms ought to be imaginative in order to secure and
maintain a good reputation and capture value. Intrapreneurship, inventiveness,
superior efficiency, excellent passion, additional amount of engagement, and so on are
all elements that fosters only in a pleasant working atmosphere. Therefore, It is
essential to create and maintain a supportive environment where each employee may

reach and use their full potential.

This research revolves around it primary objective to scrutinize whether the favorable
atmosphere for the development of human capital prevails throughout the Nepalese
private firms and how the performance of the employees is being impacted.



Several studies have been conducted in the area of human resource development has
in various industries across the globe. In Nepal, knowledge about the different human
resource development practices and instruments prevalent in various organizations-
private, public and government is limited as per the researcher’s understanding. A
review of existing literature also indicates that no systematic attempt has been made

so far to study HRD practices comprehensively in Nepalese private sectors.

Concerning the above issues, the study is confined to contribute to following
examinations about the study:
1. What magnitude of HRD climatic environment exist in Nepalese
private companies?
2. Which of the constituent of HRD climate is being practiced highly in
Nepalese private organizations?
3. Does the favorable/unfavorable HRD climate prevailing in the
organizations impact the employee performance?
4. Which constituent of HRD climate has a greater impact on employee
performance in Nepalese private sectors?

1.3  Objectives of the Study
General Objective

The major objective of this study is to study the level of HRD climate in Nepalese
private organizations and examine the impact of existing HRD climate upon the

performance of their employees.
Specific Objectives

The specific objectives of the study are:
o To identify the most significant variable among the three variables that

has impact on the individual’s performance.

. To examine the impact of General climate on employee’s performance

. To examine the impact of HRD mechanism on employee’s
performance

o To examine the impact of OCTAPACE culture on the performance of
employees.



1.4 Hypothesis of the Study

Several propositions drawn as an alternative hypothesis have been taken into
consideration in this study to validate the statistical significance of the association
between various constructs of the study that has been selected. On the basis of the
study conducted by Otoo and Mishra (2018) and Mohanty, Parija and Sahu (2012),
following hypothesis has been developed pertaining the relationship between general

climate, HRD mechanisms, OCTAPACE culture and employee performance.

Hypothesis 1:  There is significant impact of general climate upon employees’

performance.

Hypothesis 2: There is significant impact of HRD mechanisms upon employees’

performance.

Hypothesis 3: There is significant impact of OCTAPACE culture upon

employees’ performance.
1.5  Scope and Relevance

Various researchers have concluded that HRD interventions such as practices of
training, career development, performance appraisal, rewards, feedback, job rotation
incessantly improve employee’s capability and performance. The findings of this
study would create awareness among the higher level to lower-level staffs in the
Nepalese private organizations about the positive impact of HRD climate upon their
performance. Human resource development practices are considered as the plans and
programs that are configured and implemented with a major motive to improve the
capabilities of employee, so that they can perform effectively and efficiently and meet
performance presumptions. Hence, this study would add to the existing literature of

past studies.

We see several issues emerging which are related to employee motivation, declining
self-esteem, degenerating corporate culture, badly off employee authorization, the
shortage in cohesion amongst managers and workers, and fewer endeavors towards
the formulation and implementation of comparable possibilities (Parry, Stavrou-

Costea & Morley, 2011). Such problems when combined with poor mechanism for



HRD create only wastage of resources and output below desired levels. This study
may be helpful in suggesting a comprehensive HRD system which could help in

functioning with present day demands of Nepalese business environment.

Likewise, the managers, HR professionals/practitioners of Nepalese private
organizations and academicians and researchers would be benefitted from this study
to to measure the level of atmosphere/environment/culture for the betterment of
human resources and assess their correlation across different institution and the

performance of its employees.
1.6 Limitations of the Study

The current research does not seem to be absolutely free from restrictions. The major
limitations of this study are as follows:

1. Relatively fewer academic works and investigations have indeed been
undertaken to identify relationship between HRD climate and
employee performance in Nepalese arena, the data and information are
limited in this research. The literature and information are based on
limited source of information.

2. The respondents may not have provided accurate information. As both
online and paper-based medium was used to retrieve the data, the
respondents may have completed the questionnaire in an improper
way.

3. Convenience and non-random sampling techniques was used for this
research with 298. Hence, obtained result might not be representative

to larger population and cannot be generalized.
1.7 Structure

This study comprises of three sections that include preliminary section, body of the
report and supplementary section. The preliminary section of the report comprises of
title page, certification, declaration of authenticity, acknowledgement, table of
contents, list of figures, list of tables, abbreviations, and executive summary.
Similarly, the body of the report consists of another five sections which includes

introduction, literature review and theoretical framework, research methodology,



analysis, and results. This is followed by discussions, conclusions, and the

implications. The final section consists of references and appendices.
Introduction

The first chapter of the body part is the introduction of the research study. This
chapter discusses the background of the study, statement of the problem, research
questions and objectives, hypotheses, rationale of the study, limitations of the study

and finally the structure of the study.
Literature Review

The second chapter is the literature review of the related study. This chapter
comprises of the literature review of related terms like HRD climate, its constituents
and its impact upon the performance of employees. Furthermore, this chapter also
includes research gap, theoretical framework, and operationalization of variables

considered in the study.
Research Methods

This is the third chapter of the study that comprises of research design, population and
sample, instrumentation, sources and methods of collection of data, analyzing the

collected, techniques referred to for analysis, and testing the reliability of the data.
Analysis and Interpretation

The fourth chapter is the data analysis and interpretation that includes findings of the
survey that are demonstrated using tables and figures. This chapter briefly describes
the results of the objective set related with HRD climate and its impact upon

employees’ performance in Nepalese private sectors.
Discussion, Conclusion, and Implication

The final chapter of the body part includes three major sections. The first section is
the discussion that covers the discussions related to the research study by the
researcher. The findings are given logic with facts of the study. The second part is the

conclusion where the researcher compares and contrast the results and come up with a



conclusion. And finally, the implication part covers different ideas on how this

particular study can be applied in the future.

The final supplementary part includes Bibliography and appendices related to study.



CHAPTER Il
RELATED LITERATURE AND THEORETICAL FRAMEWORK

2.1 Literature Review

Literature review chapter consists of the findings of different researchers concerning
the subject matter. Here past researchers' findings are reviewed in assertion to thesis,
articles, books and website. Their input has helped to collect crucial knowledge which
supports the current study. This chapter includes review of literature on Human
Resource Development atmosphere and the constituents (i.e., general climate, HRD
mechanisms and OCTAPACE culture) and employees’ performance. Similarly, the
impact of HRD climate on employees’ performance along with research gap and

theoretical framework is also presented in this chapter.
2.2  Theoretical Review on HRD Climate and its Constituents

Leonard Nadler first used the term "human resource development” (HRD) at the 1969
Miami Conference of the American Society of Training and Development (ASTD)
and it was provided a definition afterwards in 1970 (Wilson, 2014). According to
Wilson (2014), Nadler emphasized that as a substantial proportion of participants got
and henceforth it was justified for having a legit. Human resource development was
then defined by Leonard Nadler as a sequence of organized activities which were
carried out over time with an intention to bring about a behavioral change (Mittal,
2013).

Other scholars are of the opinion that defining HRD under an international
perspective is problematic due to varying interpretation and complex cultural systems
where role of HRD is not all same (Hansen & Brooks, 1994). Furthermore, following
researchers Jones and Mann (1992) among several delegates at an international
conference, commented that HRD is not only confined to training.

After the close observation argumentation about HRD, Jacobs (1990) aligning with
other disciplines has theoretically proclaimed HRD as both a field of professional
practice and an soaring interdisciplinary body of knowledge. It has been further stated
by this scholar that the interrelationship of the mentioned components align HRD

with the majority of some of the other relevant disciplines, the majority of which



arose to address several critical societal or institutional need. He emphasized that
when practice is established, the need for formalizing the knowledge gained through

practice arises such that it becomes a logical structure and a way of doing things.

Frank (1998) looked into the theoretical foundation of HRD with an objective of
understanding and correlating it with other disciplines and areas and hence,
acknowledged three hypotheses on which it is based:

a. HRD differs from the learning that takes place in children as it must be
centered on concepts and studies derived from the domain of education
at all levels. In HRD, learning is centered on establishing the ideal
conditions for adults to learn and, as a result, modify their behavior.

b. HRD is focused on fostering greater performance in the workplace. It
less concerned about people's personal relationships with their families
or how healthy they are.

C. HRD makes use of change theories and how they apply to the
organization. Change affects everyone which may be people,
communities, and entities, whereas HRD is predominantly centered on

individual transformation.

Development of manual captial may be conceptualized as a set and activity of
improving people', teams', consortiums'’, and institutions' problem-solving abilities via
the creation and deployment of curriculum focused strategies and techniques
(Chalofsky, 1992). In the words of Watkins (1991), the discipline of study and
practice at the individual, group and organizational level in the organizations which is

in charge of taking care of a long-term, work-related learning capability.

The majority of the following interpretations appears of being developed from a
philosophical viewpoint which has the foundation of observation, practice and
experience. This can be evidenced through the further pragmatic perspective of
Ralphs and Stephan (1986), (as cited in Wilson, 2014), as the scholars found out from
a study conducted in the fortune 500 companies, which concludes that people tend to
place the mentioned concerns under the sunshade of human resource development
that wins the point of more than 90 percent: training programs, team development,

recruitment and selection, and mentoring programs.

10



In HRD process, organization aims at maximizing competence, learning and social
energy of employees (Purang, 2006). Competence refers to individual’s ability to
perform something. There are a variety of competence that develops in interaction
with concrete experience and behaviors. However, the nature of competence mainly
depends on the context in which competence is being considered. Further, learning
involves relatively enduring change in behavior. Changes in behavior due to growth,
maturation, chemical effect, etc. do not form learning. Learning refers to the changes
that occur through individual’s information processing, performing, and doing.
Finally, social energy consists of collective enthusiasm, energy and work output of
employees (Hassan, Hashim, & Zaki Zaki Hj Ismail, 2006b). Employees in an
organization seldom work as individuals, they work in groups. HRD optimizes
everyone’s efficiency in group and synergies people to accomplish organizational
goals (Otoo & Mishra, 2018).

Individually, environment/climate is seen as concise assessment of company's
operations that is explanatory instead of interpretive in its character (Joycee &
Slocum, 1984). According to Putti and Singh (1988), entrepreneurial orientation is
thought to be a lasting feature of a firm ’s internal setting which its members
experience. It influences their behavior which can be elaborated with respect to the
values of a specific set of attributes of the organization. Therefore, the organizational
climate as a whole includes the HRD climate.

Rao & Abraham (1986) developed the concept of HRD climate with unique
testimonial to HRD context i.e., “HRD Climate.” According to the scholars,
organization’s and the its employee’s performance is more guided by HRD climate

rather than HRD.

The perception of the people regarding the current/existing situation within the
organization which has an impact in their both professional as well as personal life
and their activities is also referred to as HRD. Basically, it indicates the employee’s
understanding towards their organization’s developmental environment (Smith,
1988). Rao (1986) underlined the importance of climate and offered a more expansive
view of HRD, arguing that HRD entails developing culture, competences, and
commitment. He stated that the three mentioned factors are the prerequisites for the

proper functioning of an organization.

11



HRD climate which is viewed as an fundamental organ of existing environment and
work in particular which might consists traits for instance, value offered to workforce,
information transparency, encouragement to vulnerability and improvisation,
constructive comments to the personnel so that they can be conscious of their pros &
cons, widespread atmosphere of trustworthiness, conviction in an individual's
potential, professionals' propensity to collaborate, support, and associate with one
another, sportsmanship, probability of deterring prejudices and misconceptions, as
well as insightful personalized techniques and initiatives (Benjamin & David, 2012).

Every person should be aware of the HRD climate's impact on performance and how
to affirm with boosts and encouragements. Those employees who performed under
certain constraints should be rewarded meaning that HRD should really be acquainted

with incentive as well as criticism (Singh, 2014).

HRD climate is designated with the ways, for instance, employees being treated as the
most valuable resources, understanding the fact the it is the duty of every manager to
work for employees’ development, having faith in the employees’ capability,
communicating openly with them, encouraging risk taking and experimentation,
making attempts to assist employees to be aware of their strengths and weaknesses,
generating a favorable environment of independence, integration, & trustworthiness,
supportive personnel approaches, and encouraging HRD practices (Srimannarayana,
2008).

The effectiveness of an organization can be improved by HRD climate as it leads to
better end result in terms of adequate, satisfied, committed and vigorous labourforce
(Routray & Mohanty, 2012).

The HRD Climate survey that was flourished by T. V. Rao and E. Abraham has
approached HRD Climate under three extent of

o General climate,

o Implementation of HRD mechanisms and

o OCTAPACE culture

If the above three constituents are implemented appropriately by the top-level
management in an organization, then it would have appeared very significant for the

organizational dynamics, growth and effectiveness. Regardless of the company’s Size,

12



nature of ownership and control, these three instruments can lead towards change in a
structured manner resulting to alignment amongst individual and a company, along a

company and its commercial (Mufeed & Rafai, 2007).
2.2.1 General Climate

The priority placed by the top and line managers to the human resource development
is addressed by the broader atmosphere emphasizing overall magnitude at which an
institution's administration has a very good motive, purposeful willigness and desire
to take benevolent actions for growing its human resources (Chaudhary, Rangnekar &
Barua, 2011). It involves the combination of contribution received through several
related parties such as administrative personnel involved at all multiple domains,
efficient staff guidelines that are encouraging and approaches also, the favorable
frame of mind focused on the betterment numerous individuals in regards to their
entities (Shneider and Reichers, 1983; Chandra and Coeho, 1993; Rov 2001).

2.2.2 Implementation of HRD mechanisms

Organizations use certain structures, system, and techniques so that they could assists
their employees to gain and strengthen their abilities and efficiency. Those structures,
system and techniques are considered as HRD mechanism. Henceforth, all the
subsystem which includes HRD pathways comprise employee engagement, skills
training, demonstrating the ability and appraising them, career planning and
development, employee recognition, work satisfaction, consciousness approaches, and
so on (Mufeed & Rafai, 2007). All these mechanisms are helpful and are used to
smooth the path for a positive HRD ambience in total, and in both the administrative
and non-administrative sectors specifically. It also measures limits to which all HRD
practices/techniques are implemented by the organization in serious manner (Rao &
Abraham, 1986).

2.2.3 OCTAPACE Culture

The originator of the term OCTAPACE is T.V. Rao of IIMA. The OCTAPACE is
composed of openness, confrontation, trust, autonomy, proactivity, authenticity,
collaboration, and experimentation. It scrutinizes how much its parameters are

being appreciated and progressed inside the institution (Mufeed & Rafai, 2007).

13



According to Chaudhary, Rangnekar and Barua (2011), openness is measured by the
freedom that an organization grants to its staff to openly communicate one‘s thoughts,
behaviors, and sentiments among one another and also share their opinions.
Confrontation inside the organization lets individuals speak forth the troubles and
challenges in open at the same time intending towards the goal of fixing things rather
than holding it within and hiding them for dread of offending others or being harmed
themselves The capacity to accept someone with their word and comprehend
whatever people express is defined as trust. Giving people liberty so that they could
operate unaccompanied and responsibly is what autonomy is. Employees that are
proactive are more likely to take chances and make independent decisions which is
simply considered as proactivity. Authenticity is the propensity for people to act in
accordance with their words. Accepting interdependence, being there for each other
and helping one another, and working in teams are all aspects of collaboration.
Experimentation highlights the value of innovation and attempting novel solutions to

issues inside the organization.
2.3 Theoretical Review on Employees’ Performance

Employee performance is characterized as a behavior that is related with thw quantity,
quality, and timeliness of result, as well as presence or attendance at work,
productivity of finished work, and efficacy of completed work Mathis and Jackson,
2009). It means the ability by the employees in an organization are able to attain goals
and objectives be it personal or organizational, with the optimum utilization of
resources (Miller, Deci & Ryan, 1988).

According to Gomes and Cardoso (2003), there are several indicators employee
performance. For example: work quality, output volume, output knowledge,
cooperative behavior, reliability, dynamism, resourcefulness, and proficieny.
According to Price (2001) the employee's performance can be thought of as their
effective attitude toward their work. An individual's overall perception and judgment
of the workplace is driven by their performance (Roodt, Rieger, & Sempane, 2002). It
is a balanced emotional state that develops from a person's assessment and relevant

work experience (Islam & Siengthai, 2009).
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The effectiveness of an organization relies on how well each employee performs
independently (Mastrangelo et al., 2014). According to Kehoe and Wright (2013), the
fundamental building blocks for employees to acquire the competencies that
significantly enhance organizational effectiveness are human resource development
procedures. Organizations employ HRD strategies as a pivotal tool for influencing
general abilities, skills, and attitudes, which can result in improved efficiency and

performance by stimulating appropriate behaviors (Clardy, 2008).

According to Saks (2006), employees ought to feel responsible to give back to the
organization in terms of their engagement levels as an outcome of the positive
perception as well as the top management's commitment to employee development,
the presence of liberalization, close cooperation, belief, self determination, proactive
behavior, integrity