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PREFACE

The study o f District Institutes o f Education and training (DIETs) with 
special reference to Human Resource Development (H.R.D.) climate is 
bound to have implications for policy planners, educational 
administrators , Directors o f SCERTs, Principals and for the faculty of 
DIETs

Human Resource utilisation is a crucial factor in determining the extent 
and pace  o f econom ic and educational development. Sometimes, 
planners are carried aw ay by the importance o f material inputs and  
physical cap ita l formation as they seem to think that econom ic and  
educational developm ent simply means the creation of infrastructure 
or physical resources . Undoubtedly, infrastructure and physical 
resources are necessary but by themselves, they do not constitute a 
sufficient condition for growth and academ ic development. In last 
analysis it is a  human being who has to operate and use these 
infrastructures and  aids /resources .Unless he is equipped with the 
necessary skills and is m otivated to p lay his role in their utilisation and  
organises himself properly for the purpose , the developmental 
facilities that are created ,will not be utilised a t their optimum  
capacity.

The institutional perform ance depends upon the quality o f 
m anpower and the multidimensional support which it receives from 
those who m anage human resources. HRD climate is the most 
im portant fac to r for m otivating human beings to perform to their 
maximum capa c ity

The quality o f human resource developm ent is categorised by three 
things i.e. commitment, teamwork and human touch . The 
educationa l system totally deals with human resource as prime input, 
process and output elements . To make the output o f educational 
system consumable ,quality is essential, which is a  moral responsibility 
for serving the society and can be achieved through HRD. It includes 
the activities and  processes undertaken to promote the intellectual, 
moral, psychological, cultural social and economic developm ent o f 
the individual in order to help them to realize the highest human 
potentia l as a  resource for the society. The term climate is used to 
designate the quality o f the internal environment which affects in turn 
the quality o f cooperation, developm ent o f the individual, the extent 
o f the members dedication or com mitment to organizational 
purposes and  the efficiency with which that purpose gets translated



into results. HRD clim ate influences the morale and attitudes o f the 
individual towards his work and his environment.

It has been observed that the institutes o f educational research and 
training have not realised the im portance o f human resources on its 
overall performance, which consequently leads to the deterioration of 
human face o f an institution as well as underperformance and low 
morale on the pa rt o f faculty. The present study was undertaken with a 
view to have an empirical status survey o f HRD climate o f DIETs, where 
future teachers o f primary schools are being prepared.

The report is a  human resource auditing o f 16 DIETs o f Punjab, 
Tfarayana, Rajasthan, Delhi and Uttar Predesh. An a tte m p t ha d  tjeen  
m ade to crlfically analyse the existingURDrctimate in those DIETs both 
qualitatively and quantitatively in terms o f general supportive climate 
and OCTAPAC culture. The OCTAPAC culture is an acronym which 
stands for openness, confrontation, trust, autonomy, proactivity, 
authenticity and collaboration in that order respectively. Significant 
differences were found in the HRD clim ate o f the DIETs o f Punab and  
Delhi; Rajasthan and Delhi in the factors o f responsibility, top support, 
feedback, supportive HRD climate, collaboration and overall HRD 
climate . Punjab and Rajasthan were having more conducive HRD 
climate than that o f Delhi. All the 16 DIETs were rated on a 5-point 
scale as superior, above -average, average ,below average and low. 
Only 4 DIETs were found to be having above average HRD climate. 
The findings revealed the lack of team-spirit am ong the faculty .It 
further highlightefl the need for the developm ent o f the HRD factors 
of trust, reward. Responsibility, Supportive HRD climate, Openness vs. 
Communication, and Collaboration. No significant differences were 
found am ong all sampled DIETs on the factors o f Top support and  
Feedback.

Vacant posts, non-functionality of m any branches o f DIETs, untimely 
release of g rants, non-availability o f residential accom m oda tion , lack 
of infrastructure facilities, lack o f departm enta l promotions Jack of 
awareness about the roles and functions o f DIETs and absence of 
action research are some o f the factors a ffecting  the HRD climate and  
the quality of products (future trained teachers).

There is a need to establish a climate that allows experimentation in 
HRD. It is to be given a free rein to thrive and succeed in educational 
institutions. Teaching the importance o f human resources to the 
academ ic faculty ought to be m otivated in the faculty.
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STUDY OF DISTRICT INSTITUTES OF EDUCATION AMP
TRAINING (PISET) WITH SPECIAL REFERENCE TO HUMAN 

RESOURCES DEVELOPMENT (HRD) CLIMATE
I n troduction

With the growing consciousness and aspirations 
of teachers the very context of service/job/work has 
undergone a significant change. While facilitating

•

satisfaction of lower needs, it provides status, 
prestige, self respect, a sense of accomplishment, 
satisfaction and personal worth. The work is both, a 
means of livelihood and a way of life, therefore people 
cannot be satisfied by economic rewards only. Their
emotional needs have to be adequately taken care of 
through work. They like to feel important. They like to 
feel secure and independent in their relation with 
their superior. Moreover, they like their 
point of view to be taken into account. They like to be 
consulted about and participate in the changes of the

• •  ••
institution which may affect them personally. Thus, 
to- day, the faculty of any educational institution is 
not interested in just doing any job as a means of 
livelihood alone but doing the work which is recogniz 
able, challenging and meaningful.
The organization of resources call for conducive 
managerial climate based on human relationship.
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Recognizing human dignity, competence and potential on 
the one hand and accepting compatability of individual 
and group goals to the institutional objectives on the 
other, human relations facilitate integration of people 
into a work situation. They also motivate them to 
work together productively, cooperatively and with 
economical, {psychological and social satisfaction by 

taking care of their needs, emotions and aspirations.
The new concept of Educational Administration puts less 
emphasis on the administration having a specialised 
competence in all aspects of educational activity and 
more stress on its possession of broad general 
professional competence coupled with highly developed 
skills in the areas of human relations and
administrative process.

Educational institutions are abodes of culture, 
where a spirit of enquiry and disagreement are 

deliberately fostered. Here people should disagree 
without being disagreeable and value substantive 
conflict by keeping personal conflicts to the minimum.

• • •• •
Educational administrator is expected to possess 
democratic attitude, scientific temper and philosophic 
tolerance.

The 21st century is going to offer major challenges 
to our human resources and capabilities'. Keeping up with

2



social, technological . aijd economic changes, unusual 
resourcefulness is required on the part of educational 
leaders in order to keep the institutions dynamic, 
versatile and vibrant for their soft landing into 
future.

It is rightly observed by an educationist that all 
the activities of any institution are initiated and 
determined by the persons, who make up that institution. 
Plans, offices, computer, automated equipment and all 
else that a modern organization uses are unproductive 
except for human beings who design or order the 
equipment. They decide where and how to use computers, 
modernize the technology employed, secure the 
capital needed and decide on the accounting and physical 
procedures to be used. Every aspect of institution 
in general is determined by the competence, motivation 
and general effectiveness of its human organization.

The__________ context
District Institutes of Education and Training 

(DIsEiy have been created by the Ministry of Human 
Resources Development (MHRD) to improve the quality of 
education at elementary stage and to provide support 
to achieve the goal of" universalization of elementary 
education and functional literacy in the age group of

3



15-35 years. The major functions of DIsET include 
development of resource material , organization of 
inservice training teachers and conduct of action 
research in elementary and adult education .

• # ••As per scheme guidelines , the DliET,are required to 
under take following activities.

(i) Organization of Pre-service Teacher 
Education.
(ii) In-service training of elementary school 
teachers, Head-master , Heads of school complexes 
and supervisory staff.
(iii) Training of personnel of adult and non- 
formal education.
(iv) Orientation of members of Village Education
Committee (VEC), community leaders and other 
volunteers. * "

(v) Development of curricula, teaching/learning 
materials, testing and evaluation tools, low cost 
teaching aids etc.
(vi) Field interaction including extension work
(vii) Field studies, action research and 
experimentation.

4



A DIET is supposed to have seven branches with 24 
faculty members and a principal to execute the 
activities mentioned above.

NEED OF THE STUDY
The institutional performance depends upon the 

quality of manpower and the multidimensional support 
which it rece i v e s  from those who manage human 
resources. The management of human resources is a 
highly prbfessional function in the Indian Private 
Sector, but the Government undertakings especially 
educational institutions are yet to follow this suit. 
Wide spread adhocism and lack of professionalism 
prevail in the government educational institutions 
with regard to the management of human resources. 
They consequent-.! y adversely affect the efficiency and 
performance of educational research and training insti 
-tutions. This topic and area has been chosen with a 
view to examine and understand the true scenario of 
management of human resources in the District Insti 
-tutes of Education and Training, which are tasked 
to train the teachers at primary level all over the 
country in order to achieve the targets o^ DPEP^ The 
focus of the study is based on the status survey or 
Human Resources Development and its impact on he

5



institutional performantfe. The study is based on 
empherical verification of the present status of HRD of 
DIsET which were established during the first and second 
phases.

Infact, this study may be termed as Human Resource 
Auditing, where an attempt had been made to critically 
analyse the existing HRD system in DIsET. Mishra (1996) 
has rightly remarked.

"It is easy to frame policies, implementing them 
is a different story altogether. For keeping in tandem 
with what has been formulated can be tough task. A

• •
human resource auditing system is a system which keeps a 
check on the policies framed by an organization. The 
system ensures that the policies followed by 
an organization are appropriate and any modifictions 
required are recommended by the Auditor. Periodic human 
resource auditing is necessary as it ensures the 
existence of aMft HRD climate and brings in innovation."

These remarks have highlighted the need of the 
present study. The DPEP implementation necessitated an 
open and more direct approach to programming, planning 
and execution. The objectives and more impor-

6



tantly the process of DPEP demanded a system different 
from the existing administration, yet at the same 
time working in close relationship with it. With its 
focus on cont e x t u a 1ity and equity, the programme 
emphasis is on decentralization and participatory 
planning. The structure and system as they have emerged 
are open, transparent, flexible and accessible. 
Efficient management and Coordination is at the Core of 
a programme as wide in scope and scale as DPEP. For the 
realization of the goals of DPEP it is important to pay 
attention to the HRD climates of the DIsET, where 
teachers are to be prepared for DPEP schools.

The innovative nature of DPEP requires a management 
structure with good policy access, substantial 
authority, high degree of flexibility in appointing• • %*
staff and consultants and access to information on 
programme activities, accomplishments and problems. The 
present study may be able to provide key indicators to 
DPEP in enhancing access to professional support and 
comptencies to the Technical Support Group (TSG) which 
has been placed within Ed Cil in order to provide 
support in the following areas

7



- Planning and Management
- Pedagogy and Teacher Training Unit
- Research and Evaluation
_ Civil Works
- Supervision
- Appraisal
A key issue while developing the new management 

structure under DPEP is to harness the experiences of 
different technical experts of HRD and its related 
research studies. It is here the study is' going to have 
its contribution.

The above discussion very clearly reveals the 
need of the study in the context of UEE and DPEP. Hence 
the present study has been undertaken.

OBJECTIVES OF THE STUDY
It had been observed that the educational research 

and training institutions so far have not realised the 
significance and bearing which a scientific management 
of human resources hav£ on-the overall performance of 
an institution. This lop sided approach towards managing 
personnel and absence of professionally qualified 
personnel have led to the deterioration of 
human face of institution and underperformance and

8



lack of motivation on the part of faculty plus lack of 
job satisfaction and low morale. The study was under 
taken keeping in view the following objectives

- To measure the HRD climate in terms of General 
Supportive Climate.

- To find out the extent to which positive
developmental climate exists in DIsET.

- To prepare profiles of developmental
climate of DIsET of Punjab, Haryana, Delhi, 
Rajasthan and Utter Pradesh.

- To find out’ the'significant differences in
the HRD climate of the DIsET of Punjab,
Harayana, Rajasthan, Delhi and UP.

- To find out the factors affecting HRD
climate in DIsET *

RESEARCH QUESTIONS
The following research questions formed the basis 

of the study
1. Do all DIsET maintain more or less similar

profiles on their HRD climate ?
2. What factors are affecting HRD climate ?

9



CHAPTER - 2

THEORETICAL RATIONALE OF THE STUDY 
SIGNIFICANCE OF DISTRICT INSTITUTES OF EDUCATION AND 

TRAINING IN ELEMENTARY EDUCATION

A number of institutes have been developed to 
provide academic support to the educational system in 
the country. They operate at the state at district 
level. The main organizations and institutions 
reponsible for the academic aspects of education are 
the Board of School Education and the S^ate^C^incil of 
Educational Research and Training fSCsERT^). The 
District Institutes of Education and Training ([DIsET) 
set up with central support operates at the district 
level. DIsET are academic bpdies established by upgrading 
the training institutes. These institutes have been 
conceived and defind in the National Policy of Eduaction 
(N.P.E.) 1986 and program of Action ( POA ) to improve 
and enrich the academic supports of the Elementary 
School Teachers. Through them it is proposed to make 
the latest advances in Educational curricula, methodology 
and technology. It is concerned with the promotion of 
elementary school teachers, education offrs, community 
leaders and non formal an adult.

10



education functionaries.
The institutes are headed by principals. There 

are seven academic branches in the DIsET. These branches 
are as follows

- Pre-Service Teacher Eduaction (PSTE).
- Work Experience (W E).
- District Resources Unit for Adult and Non

Formal Education (DRU).
- Inservice Programmes Field Interaction and

Innovation Coordination (IFIC).
- Curriculum Metrial Development and Evaluation

(CMDE).
- Eduactional Technology (ET).
- Planning and Management (PM.)

The role and functions of DliET
1. Training and Orientation of the following 

functionaries :-
- Elementary School Teachers
- Headmasters, head of school complex and Offrs

of Eduaction Department upto block level.
- Istructors and superrvisors of non-formal and 

adult education
- Members of the District Board of Education

11



(DEE), Village Eduaction Committee (VEC) and 
community leaders.

- Resources pers for various programmes to be 
tarined by the DIsET.

2. Academic and Reources support to the elementary and 
adult education system in the district

3. Action Research and experimentation to deal with
specific problems of the district.

Programmes to be Organised and conducted by the DIET
- Pre-Service Teacher Eduaction (PSTE) programmes 

of two years duration for elementary school 
teachers.

_ Lab-Area Approach Experimentation oflnnovative 
Ideas exchange of Ideas and experiences and 
field interaction to be tried out in selected 
areas termed as 'lab-areas'.

- Preparation of Teacher's Profile of all the
elementary school teachers within the district

- Inservice training programmes for teachers.
- Awareness programmes for the community leaders

and committee members.
- Action research for the improvement of

12



elementary education.
DIETs are aimed at reaching the remotest

• «  »•

part of our country. The advantages of the educational 
technology in management and planning, in research and 
experimentation are to be provided to all DIETs. An 
effective DIET is to create a feeling of belongingness 
among all the faculty members, who are supposed to 
feel that they are very important persons in the 
educational process. DIET is supposed to be place where 
all members feel that they can discuss their 
professional problems which may otherwise be ignored by 
the educationists. To prosper in this era of 
fast changing perspective the institution has to be

• * -­
dynamic and adaptive to changing circumstances. In this 
context the DIET can not be an exception. Any 
institution that would like to be dynamic and development 
oriented has to pay attention to the development of 
human resources. People must be helped to acquire 
capabilities for effective performance of new 
roles/functions/tasks that may arise in the process of 
organizational growth. DIsET are institutions which have 
been given the tasks of attaining the goal of 
Univerzalisation of Elementary Eduaction (UEE). For this
purpose, it is supposed to provide guidance and

• f •• ' ‘

leadership in ensuring effective

13



measures in the four aspects of UEE.
- Quality
- Access
- Enrolment
- Retention
The DIsET should, in a position to devise 

local situatitfrfs and specific ways to increase enrolment 
and reduce the drop out rate in primary classes. They 
are centres well equipped in human and physical resources 
to support, strengthen and raise the educational climate 
of the whole district. These institutioons are supposed 
to be the store house of materials, "know-how" , 
technical expertise , aids and other educational 
eqipment. The human and material resources in planning 
, management , curriculum , evaluation, work experience, 
child physcholoqy expertise and other such devices are 
to be made readily and easily available.

IMPORTANCE OF PLANNING FOR DIETS
Recognising the contextuality of Universal 

Elementary Education (UEE) , an integral and innovative 
feature of DPEP is decentralised planning and management 
of the programme. There are a lot of hopes from the new 
management strategies as they are to have a catalytic 
effect on the

14



entire existing system and transform it. The task for 
DPEP thus goes beyond educational management of a large 
public sector.

District represents a viable unit for planning .In 
the absence of planning comptencies at the district 
level, the plans are not very realistic. There is also 
a tendency to be driven by the resource allocations 
available under various schemes and programmes of the 
state. . ...

DPEP is designed to improve quality of teaching 
and learning , increase retention and expand access 
to the disadvantaged groups . The areas of support 
are : -

- Pedagogic issues such as curriculum development 
definition of minimum level of learning , and 
text book development.

- Teaching-learning with an emphasis on revamping 
in-service training and institutional building 
at various levels.

In order to perforjn a#ll these functions effectively 
institutional planning is very important. 
Institutionasl planning tries not only to have physical 
facilities but also enhances the improvement in working 
of human and material resources including teaching 
techniques.

15



Basic characteristics of an institutional planning are :-
- Satisfaction c f f felt needs.
- Utilization of untapped resources.
- Mobilization of available community resources 

for instituional development.
- Opportunity to faculty members to work as a

team.
- Flexibility.
- Feasibility.
- Institution specific strategies.
- Completion of the incomplete work.
- Opportunities for innovation/ action research.
- Democratic approach.
- Sharing of responsibilities.
- Clear and achievable goals.
The pedagogy and teacher's training unit at 

Technical Support Group (TSG) ensures integration of 
appropriate academic interventions for renewal of 
teaching learning materials and in-service teacher 
training modules.

The pedagogy and teacher training unit has 
initiated a process of renewal of teaching

16



-learning material. As per DPEP calling, March 1996 
there has been a significant improvement in the staffing 
in DliET , due to the persistent follow up of DPEP. 
States at this stage require more sustained resources 
supports. There is a need"to disseminate definitions 
on teacher competencies and also the good practices in 
teacher training . National Evaluation Cell (NEC) has 
also planned studies on institutional development 
processes with focus on SECRET and DIsET and Teacher 
Training. The unit of NEC has also planned to undertake 
field visits to assess the research component in this 
area.

Under DPEP appraisal, project plans and annual work 
plans are being prepared . These were supposed to be 
through decentralised process with sufficient scope for 
professional inputting•ar>d participatory planning . 
T r a i n i n g  is envisaged on capacity building for 
deceentralised planning . Efficient management and 
coordination is at the core of a programme. In this 
context the study gets more importance.

17



work . Educational administratioin and teaching must 
draw inspiration, support and enrichment from each other 
through periodic exchanges of roles. Pascal & Athos 
while discussing the seven "S' s " of management have 
drawn the conclusion that the first three "s' s" 
(strategy ,structure & system) have produced a world in 
which nothing is alike. An organisation is often given 
its life ' through the four soft "Ss" i.e. staff, skill 
style & super ordinate. To utilise and mobilise human 
energy and creativity through harmonious human 
relationships, educational administrators must pay 
attention to the development of human resource.

SIGNIFICANCE OF THE HUMAN RESOURCE DEVELOPMENT (HRD) 
CLIMATE IN TEACHER EDUCATION

HRD is very fascinating and confusing subject. It 
is fascinating because there are several of human 
resources which have to be considered. It is confusing
because it is inter disciplinary in nature. It/
transgresses the limits of management and move into the 
field of behavioural sciences. HRD is the most 
important in the case of motivating human beings to 
perform to their maximum capacity. One cannot loose 
sight of the fact that'"it is in a certain social 
milieu which suddenly becomes important in the case

19



tion. The Plants, offices, computers, automated eqpts 
and all else that a modern organisation uses are unpro 
ductive except for human effort and direction.Human 
beings design or order the equipment, they decide where 
and how to use computers, they modernise the technology 
employed, they secure the capital needed and decide on 
the accounting and physical procedures to be 
used.Every aspect of institutional activities is 
determined by the competence, motivation and general 
effectiveness of its human organisation.

The human resources, however are difficult to 
manage. It is because human behaviour is highly 
unpredictable, it differs not only from individual to 
individual, but often on the part of the same individual 
at different points of times. They differ in their 
capabilities based on their respective background, 
training, experience, in their personality characteris 
tics, motivation and Ln tbeir susceptibility to peer 
and group pressure, which account for difference in 
their attitude, behaviour and performance of the same 
person from one point of time to another.

It is an open secret that a large segment of 
workers in our institutions continue to be employed

21



OPERATIONAL DEFINITION OF HUMAN RESOURCE DEVELOPMENT
(HRD) CLIMATE

The term climate is used to designate the quality 
of the internal environment which affects in turn the 
quality of cooperation, the development of the 
individual, the extent of member,s dedication or 
commitment to organisational purpose, and the efficiency 
with which that purpose becomes translated into results. 
Climate is the atmosphere in which the individuals help, 
judge, reward, constrain and find out about each other. 
It influences morale and the attitude of the individual 
towards his work and his environment. Some 
characteristics of climate are as follows:­

- A tendency at all levels starting from top 
to the lowest to 'treat the people as the most 
important person and feel that developing 
competencies in all members of the faculty 
is the job of every head.

- Faith in the capabilities of staff
members to change and acquire new
competencies at any stage of life .

- A tendency to be open in communications and

23



discussions rather than being secretive.
- Encouraging risk taking and experimentation.
- Making efforts to help staff recognise their 

strengths and weaknesses through feedback.
- A general climate of trust.
- A tendency on the part of staff to be

• • ••generally helpful to each other.
- Team-spirit.
- A tendency to discourage stereotypes and 

favourtism.
- Supportive personal policies
- Supportive HRD practices including

performance appraisal, training, reward, 
management, job rotation, career planning 
etc.

HRD climate contributes to the institution for 
overall health and self renewing capabilities which
in turn increase the '"enabling capabilities of 
individual, team and of the entire institution.

HRD in an educational sector needs an altogether
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different treatment as per the changed scenerio of the 
country in the context of the contribution of
education towards comprehensive human resource 
development. The study was planned keeping in view this 
context.
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CHAPTER 3

PROCEDURE, DESIGN, METHODOLOGY 
PROCEDURE OF THE STUDY

For the purpose of conducting present study, two 
types of data were collected, primary and secondary.

The primary data was collected through a well 
designed questionnaire from the sampled respondents, 
whereas the secondary data was collected through the 
published material, official records, observation of 
the functioning of the institute and by interviews of 
the staff.
Sample:- The study was-confined to 154 Academic 

faculty members of 16 DIETs located at Amritsar arvd 
Ludhiana from Punjab, Gurgaon and Sonepat from Haryana, 
Alwar, Pali and Jodhpur from Rajasthan, Agra, Mathura, 
Lucknow and Bareilly from UP, Moti Bagh, Rajinder 
Nagar, Darya Ganj, Shahadra and Keshav Puram from Delhi. 
They formed the core group of real participants in the 
formulation of planning and also in achieving the 
institutional objectives. As a matter of fact this 
core group is responsible for the implementation of 
educational policies and programmes, and that is way the 
sample was drawn from th.em.#_
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This is a status study of HRD climate of 
DIETs. Hence the hypothesis proposed was the poor 
managing of human resources and lack of professiona 
lised personnel management has resulted in the lower 
level of quality in training of teachers by teacher- 
educators of DIETs.

Measurement of HRD Climate

1. A 40 items Questionnaire having 5 points scale
measuring Responsibility, Risk-taking behaviour, Top 
support, Feedback, Supportive HRD climate, Openness 
versus communication, Trust,Team-spirit, collaboration 
and Reward were adapted keeping in view the standard 
procedure of tool development in the context of 
functions of educational institutions. It is a modified 
version of the original Rao-Abraham, s scale (1986) 
having 38 items.The modified questionnaire is very 
exhaustive and is exclusively designed for applica 
bility to educational administration in various
institutions of educational research and training.

There is uniformity and a high degree of internal 
consistency in all the 40 items. The intercorrelation

HYPOTHESIS
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of HRD factors with total HRD climate rangued from 
.40 to .95 and the inter item correlation rangued from
.24 to .86. All correlation were found to be positive
and significant.

The questionnaire was personally handed over to 
the respondents for filling up and collected from 
them. The purpose of collecting information personally 
was to get the views of respondents in detail and to 
remove doubts if any in answering the sampled quar 
ries.
The elements of HRD climate are grouped in three 
categories by Abraham and Rao, which are as follows

(i) A general supportive climate. It deals
with the important human resource development in
general by the top management.
(ii) Successful implementation of HRD involving 

an integrated look by using as many HRD mechanisms 
as possible. These mechanisms include the 
performance appraisal, potential appraisal, 
career planning, rewards, feed back and 
counseling, training, staff welfare including 
the quality of work life
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(iii) The OCTAPAC. is an acronym which stands 
for Openness, Confrontation, Conflict, Trust, 
Autonomy, Pro - activity, Authenticity and 
Collaboration in that order respectively and is 
essential for facilitating HRD.
OPENNESS is there when staff members feel free 

to discuss their ideas, activities and feelings with 
each other.

CONFRONTATION is bringing out problems and issues 
into the open with a view to solve them rather than
hiding them for a fear of getting hurt or hurting.
TRUST is taking people *on their face value and
believe what they say.

AUTONOMY is giving freedom to let staff members 
work independently as responsible persons.

PRO-ACTIVITY is encouraging staff to take
initiative and risks.

AUTHENTICITY is the communitive part of staff to 
do what they say.

COLLABORATION is to accept interdependence, to be 
helpful to each other and work as a team.
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context of teacher education , the natural corrolory 
would be , the better the HRD climate of teacher 
training institution, the better the quality of 
professionalism in the trained teacher. Therefore , 
there is a need to take up a study, where the cause 
effect relationship is scientifically studied . Two 
types of variables are needed to be studied 
simultaneously , ie The effect of HRD climate of a 
teacher training institutions on the QUALITY ofTraining 
Methodology used in training pre-service and in service 
teachers. Significant differences can be studied of 
various institutions located in various regions in the 
country. On the basis of research findinngs policy 
decisions may be contemplated to improve the status of 
teachers who are the foundation builders of the nation.
4. Research findings, indicated a high correlation 
among the HRD factors . Further factor analysis may be 
carried out to search the clusters of factors. on the 
basis of clisters. common factors may be clubbed 
together to have a comprehensive tool for the HRD 
climate survey for educational organisations.
5. It was found that a few factors of HRD were not 
operative in DIETs, and a few are highly operative. The
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questions of the study

1. Calculation of Mean and Standard deviation of all 
the factors of HRD of 16 DIETS.
2. F-ratios to find out the significant differences of 
various HRD factors, among various DIETs of states.
3. t-ratios were computed to find out the significant
inter-state and inter DIETs differences in the factors
of HRD climate.
4. Tabulation of factor - wise Hierarchical Status of 
16 DIETs.
5. Rating of DIETs on a standard 5-point scale as 
superior, Above Average, Average, Below average and low 
average on the HRD climate.

6. Frequency Polygon of the HRD Rating of DIETs.
7. Graphical profiles of HRD climate.
8. Content Analysis of the observation cum-interview 
and of data of Secondary Sources to have appraisal of 
the existing status of DIET with respect to available 
infrastructural facilities in order to find out the 
factors affecting HRD climate. In the following 
chapter the results of the above analysis are 
presented.
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experts. The tool was modified based on the scores. 
The detailed description of the modified tool is
enclosed as appendix.

The modified tool was administered on the
faculity of DIETs of Harayana, Punjab, Rajasthan and UP. 
Separate mean and Sd was calculated for the DIETs of 
DELHI keeping in view the nature of questionnaire. Only 
those items were considered for analysis which were 
selected through item analysis procedure. The
following Table indicates the Mean and SD of scores 
pertaining to DIETs in 5 states for the 10 traits ie; 
Responsibility, Risk- taking behaviour,Top support, Feed 
back, Supportive HRD climate, Openness vs communication, 
Trust. Team-Spirit, Collaboration and Reward as well 
as on the total HRD climate of the 5 states.
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The scrutiny of Table-1 indicate^ that the HRD 
climate of the DIETs of Punjab was the best. The next in 
the order were that of Rajasthan, UP, Harayana and the HRD 
climate of the DIETs of Delhi was not conducive to good 
quality output.

Significant differences were found in the HRD
climate of the DIETs of Punjab and Delhi as well as
between the DIETs of Rajas.th^n and Delhi in the factors
of Responsibility, Top Support, Feedback, Supportive
HRD climate,Collaboration and overall HRD climate. Punjab
and Rajasthan were having more conducive HRD climate 
than that in Delhi.

The table of t-ratios revealed the significant differ
ences between the HRD climate of Harayana and Delhi & UP 
versus Delhi for factors of Top Support, Supportive HRD 
climate, Trust and in the total HRD climate. Harayana and 
UP were having better HRD climate than that of Delhi. 
No significant differences were found between the HRD 
climate of Punjab versus Rajasthan, Harayana versus U.P, 
Punjab versus Harayana and between Rajasthan versus 
Harayana except in Team spirit, which was better in 
Rajasthan compared to that with Harayana. The Mean
and Sd of all the 16 DIETs for all the 10 factors of HRD 
was calculated which is presented in the Table 2.
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In order to find out the significant differences 
in the HRD climate a total of 2640 t- ratios were com 
puted. The result of the pair of significant values are 
presented in the last Column of Table— 2 From the 
examination of table-2 it was found that out of 2640 t- 
ratios, 80 t-ratios were significant which led to the 
following conclusions :-

(a) In 6 out of 10 factors of HRD the climate of 
Agra DIET was found to be significantly below 
average as compared to that of Lucknow, Amritsar, 
Jodhpur, Alwar, Sonepat and Bareilly.

(b) The DIET of Shahadra was found to be 
significantly below Average in Team-Spirit and 
in Supportive HRD climate as compared to Sonepat, 
Bareilly and Amritsar.
(c) The HRD climate of the DIETs of
Rajinder Nagar and Pali was significantly lower 
than the DIET of Lucknow in the HRD factors of 
responsibility, Supportive HRD climate , open 
ness versus communication and collaboration.
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(d) The HRD climate of Lucknow DIET was 
significantly superior than the DIETs of Agra, 
Pali, Rajinder Nagar and Shahadra for the HRD 
factors of responsibility, supportive HRD climate 
and open ness versus communication.
(e) The DIET of Amritsar was significantly 
better in its HRD climate for the factors of

responsibility, supportive HRD climate, openness 
versus communication as compared to the DIETs of 
Ludhiana, Rajinder Nagar and Shahadra.
(f) The Jodhpur DIET was having significantly 
more conducive HRD climate in terms of 
Responsibility, supportive HRD climate, open ness 
versus communication and collaboration as 
compared to that of Agra.
(g) No significant differences were observed 
among all sampled DIETs for the factors of Top- 
support and feedback. This implies that top 
support and feedback is being received by all 
DIETs.
(h) Maximum significant differences were ob­
served for the factors of responsibility, suppor 
tive HRD climate and openness Vs communication.
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On the basis of above conclusions, it is evident 
that significant differences existed in the HRD 
climate of sampled DIETs. The minimum and maximum
range of all the factors of the HRD climate was 
calculated in order to see which of the factor is 
operative and which is not operative in the HRD 
climates of various DIETs. For this the range of 
minimum and maximum mean scores was calculated for 
all HRD factors ,the results of which are pre 
sented in the Table - 3.
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TABLE - 3

MINIMUM AMD MAXIMUM RANGE OF MEAN 
OF THE FACTORS OF HRD CLIMATE

S.No TRAITS MIN-RANGE MAX - RANGE

1 RESPONSIBILITY 2.57 4.41
2 RISK-TAKING 2.43 4.41
3 TOP-SUPPORT 2.43 4.50
4 FEED-BACK 2.40 4.47
5 SUPP HRD CLIMATE " 2.31 4.46
6 OPEN VS COMMUNICATION 2.88 4.43
7 TRUST 2.44 4.09
8 TEAM-SPIRIT 1.50* 4.30
9 COLLABORATION 2.90 ** 4.50
10 REWARD 2.25 4.53

The observation of the Table-3 indicates that 
TEAM-SPIRIT was not operating properly in the HRD 
climate of the DIETs, where as COLLABORATION was 
highly operative. The factors of REWARD, TRUST, SUPPOR 
TIVE HRD CLIMATE are supposed to be developed in the 
DIETs. However, the traits of responsibility, openness 
vs communication,Risk taking behaviour, Top -
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support are functional in the HRD climate of the DIETs.
The hierarchical status of the various factors 

of HRD climate of 16 DIETs was worked out which is 
presented in the TABLE 4
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The DIET wise profile of HRD factors was prepared 
on the basis of standardised Mean and SD of all HRD 
factors on the standard 5 point scale as superior, ̂ |bove 
dverage, average, below Average an{* l°w on the basis of 
the following range of Mean scores.

TABLE- 5
RATING OF HRD FACTORS ON THE BASIS ON THE BASIS OF RANGE

OF MEAN SCORES
RATING MEAN RANGE

1. LOW 2.00 - 2.49
2 . Below Average 2.50 - 2.99
3 . Average 3.00 - 3.49
4 . Above average 3.50 - 3.99
5 . Superior 4 . 00 - 4.99

On the basis of the above 5 point scale FREQUENCY 
DISTRIBUTION POLYGON of DIETs for all the factors of 
HRD climate were tabulated and plotted. Fig 1 to 
Fig 11 hereafter represent the frequencies of DIETs on 
the above 5 point scale for all the HRD factors.
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From this 5 points scaling the HRD climate of
various DIETs was categorised as below

TABLE-6
Superior LUCKNOW
Above Average Amritsar,Jodhpur,Alwar,

Sonepat
Average Bareilly, Ludhiana ,

Mathura
Below Average Gurgaon, Motibagh ,

Rajinder Nagar 
Low Darya Ganj,Keshav Puram,

Pali Agra and Shahdra 
The details in figures 1 to 11 above reveals 

that LUCKNOW, AMRITSAR and JODHPUR DIETS were having 
conducive HRD climate where as the DIETs located in 
DELHI and AGRA were on the other end of the scale. The 
remaining DIETs were having their position in the 
middle of the scale.

To have further support to the profile of DIET the
scaling of DIETs on 5 point scale on the factors of

• < «•HRD climate were plotted by frequency Polygon, in 
Figure. The conclusion of frequency polygon are also 
given in a tabular form in TABLE 7 after the fig 12 to 19
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8.Me Trait

1 .  Feedback

2 .  R i p o n t i -
b i l i t y

3 .  S u p p o r t iv e  
W D  c i i u t e

4 .  R i s k  takin g 
behaviour

5 .  Top S«jpport

6 .  Openesi 
V i

7 .  T r u i t

8 .  T e w - S f i r i t

9 .  Co 1 1 abo a t i on

1 0 .  Reward

11. T otal

SflWIWJiNpINQ5_PA5E()JH FRCQUCNCY PJ* f'GONS 

EflR.M  FftT M S OF MB. CUHME

S u p e r io r Above
Average

A v t r a g v Dtlo*
Average

Poor

S on epa t,Luck no w  
A a r i t s a r ,  Alw ar  
Jodhpur

Lucknow, Jo dh pur 
A a r i t s a r ,  A l w a r ,  
Jodhpur

S o n e pa t,L uck no w  
A l w a r ,  B a r e i l l y

B a r e i l l y , G u r g a o n  
Lu d h i a n a ,H a th u r a

H o t i  Bag h,6urgaon 
S o n e p a t , B a r e l l i  
M at hu ra , Lu d h ia n a

6 u r g a o n ,L u d h i a n a ,  
Ha thura

Keshav P u r a a , 
Ho tib ag h

R a j i n d e r  Nagar 
P a l i ,  Keshav 
Pu raa

H o t i  Bagh,
Jodhpur

Darya G a n j ,  
R a j i n d e r  Nagar 
P a h ,  Agra

Darya G a n j ,  
S h a h a d r a.Ag ra

R a j i n d e r  N a g a r , 
Darya G a n j ,  P a l i

Shahdra

Keshav Pu raa 
S h a h a d r a .A g ra  

t e r  i t s a r

S o n e pa t,Gu rg a o n 
L u c k n o w , B a r e i l l y  
A a r i t s a r

J o d h p u r ,L u c k n o w  
A l w a r , B a r e i l l y

S o n e p a t , Lucknow 
A l w a r , B a r e i l l y

S o n e p a t , H a t h u r a ,  
B a r e i l l y

G u r g a o n , A a r i t s a r

J o d h p u r ,  Lucknow

Lucknow

H o t i  B a g h ,L u d h i a n a ,  
J o d h p u r , A l w a r ,  

Ha thu ra

H a t h i  B a g h ,S o n e p a t , 
B a r e i l l y ,  L u d h i a n a ,  
P a l i ,  Mathura

L u d h ia n a ,D a r y a  G a n j ,  
M a t h u r a ,M o l i  Bagh

G ur gao n,Lu ck no w, 
A a r i t s a r ,  J o d h p u r ,  
Agra

S o n e p a t , B a r e i l l y  
A l w a r ,  Hathura

Gurg a o n ,S o n e p a t, 
A a r i t s a r , A l w a r

Gurgaon, Sonepat

Keshav P u r a a , 
P a l i

R a j i n d e r  N a g a r , 
H o t i  Bagh

Darya G a n j ,  
S h a h a d r a ,R a jin d e r  
Nagar

Agra

A g r a

R a j i n d e r  N a g a r , 
S h a M r a ,  K e s h a v , 
P u r a a . P a l i ,  
Jodhpur

D a r ya  G a n j ,
S h a h d r a , P a l i ,
Alw ar

Da r ya  G a n j ,
H o t i  Bagh, 
L u d h i a n a . P a l i ,  
J o d h p u r ,A g r a

H o t i  Bagh,
B a r e i l l y , H a t h u r a ,
L udh ia na

H o t i  Bagh, 
A a r i t s a r ,
R a j i n d e r  Nagar

A a r i t s a r ,  Ag ra

Keshav P u ra a , 
H o t i  Bagh, 
Lu dh ia na

R a j i n d e r  N a g a r , 
Lucknow

S o n e p a t , Lucknow 
J o d h p u r ,  A a r i t s a r

B a r e i l l y , H a t h u r a  L u d h i a n a ,A l w a r

Darya  G a n ja , 
Sha hdra ,Kesha v
Puraa

Sha hd ra ,Kesha v 
P u r a a . P a l i ,
A l w a r ,H a t h u r a  
Jodhpur

Darya  G a n j , R a j i n d e r  
N a g a r , Moti Bagh,

R a j i n d e r
Nagar

Shahdra,

Keshav

Puraa

R a jin d e r  
N a g a r , P a l i ,  
Agra

Darya G a n j ,  
Ludhiana

Shahadra, - 
Keshav P u r a a ,
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The frequency polygon revealed the following
- Sonepat, LucknovJ” Jodhpur and Amritsar DIETs

were having very conducive HRD climate.
- The DIETs of Delhi( Shahadra, Keshav Puram) and

Agra were found to be having low HRD climate.
- The table of hierarchical status of various HRD

factor confirmed that the HRD climate in the
sampled DIETs was different.

QUALITATIVE FINDINGS AND CONCLUSIONS

In order to answer the research question i.e 
The factors affecting the HRD climate , the qualitative 
content analysis was done of the data collected• 0
through the secondary sources like the field notes, 
observation, interview and Records cum publication. 
Reports on DIETs were prepared. The reports and the 
content analysis was projected in the tabular form as 
shown in the Table 8. Which presents a comprehensive 
status of various DIETs as found on the day of the 
visit. From the above table the following factors 
affecting the HRD climate are inferred.
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From the qualitative analysis it may be concluded that the 
following factors might be contributing to the conducive 
and non conducive HRD climate in the DIETs

FACTORS AFFECTING HRD CLIMATE
- The unscientific ̂ and lop sided recruitment 

policies have restricted the entry of talented 
persons in the DIETs.

- Inconsistent promotional policies have bred 
stagnation which has resulted in low level of 
morale of the faculty.

- Poor perception of the training needs has
left the faculity disoriented and unidentified 
with the objectives of the institution.

- Irrational placement practices have resulted 
in low morale amongst the staff members.

- In most of th^-DIETs all sanctioned posts
of various branches were not filled up 
causing the extra workload on the existing 
staff thus affecting the HRD climate
of the institutions. For example in one of
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the DIET of UP (Agra) the post of principal 
and 19 other posts were lying vacant. The 
DIET was directionless in the absence of 
academic leader.

Non functionality of many branches due to 
the shortage of staff and lack of other 
resources affected the HRD climate in
many DIETs.
Deputation of faculty from other institutions/ 
department had created a feeling of
uncertainty and insecurity about their future 
roles and responsibilities. Hence lack of 
dedication and interest in the activities of 
DIET.
It had been observed that many state
governments had posted secondary school 
teachers in DIETs, who had no experience
of working in the area of elementary
education.
Most of tho*se **■ who were working in
branches such as planning and management, 
Educational Technology, Curriculum Material
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Development and Evaluation had neither prior 
experience of working in there areas nor the 
requisite competence to perform those tasks.
As a result, the functioning of the DIET was 
affected and the desired goals were not 
achieved.

- . It was observed that in many DIETs the Staff
had been deputed 00 contract appointment made 
from outside the state governments. The 
deputed staff was concerned about 
uncertainity of about their future and 
was reflected as .lack of sustained interest was 
found in the activities of DIET.

- Commutation of the faculty from the long 
distances due to the non-availability of 
residential accommodation, and poor state of 
transport facilities was found to obstruct the 
smooth functioning of the institutes.

- Delayed sanctioning and release of the grants 
affected the admissions in a few DIETS which 
further affected all related activities and 
the calender of events of the DIETs. In a few 
DIETs the admission process for the session
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1995-96 was still under progress even in 
the month of December. It was scheduled to 
have started in the months June-July 95.

Lack of proper institutional transport 
facilities were found to affect the 
monitoring and supervision of the DIETs 
programmes in the field.

Meager amount of honorarium for resource 
persons restricted the procurement of good 
quality experts and specialists for the 
inservice programmes which further affected 
the quality of training imparted to teachers. 
In many DIETs the basic infrastructural 
facilities for the academic staff required for 
their professional growth were lacking. A few 
such facilities are reading room, good quality 
books in the library, communication facilities 
as telephone. ,
Lack of departmental promotion lowered the 
morale of the staff and hence affected the 
performance as well as HRD climate.
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Lack of orientation about the roles and 
function of DIETs to the faculty especially 
unawareness about the concept, procedure and 
importance of conducting action research in 

their area.

• Unawareness about the scope, importances and
function of publications, resulted in the lack 
of persuatioli in getting the funds released 
for the same. Consequently, the publication 
grantwas found to have lapsed unutilised in 
many DIETs.General awareness about provision 
of various funds under different heads was 
lacking resulting in under utilisation and 
reduced staff performance.

- Non-availability of the computer operator
hindered the use of computers which were 
otherwise present in the DIETs. It was also 
observed the that computer were becoming the 
monopoly of a- selected a few. In few DIETs, 
computer was being used only by non- academic 
staff for day today office work only.
Though the DIETs were planned to have live
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in residential arrangements yet adequate 
hostel facilities were available for neither 
the students nor the staff who had to commute 
over long distances.

- The faculty of DRU was often found busy 
only in district literacy campaigns there by 
depriving their services to the DIETs for 
other developmental activities and programmes.

SUG6GESTI0NS TO IMPROVE THE HRD CLIMATE OF DIETS
The following HRD Mechanism may be incorporated to 
improve the HRD climate of educational institutions

HRD MECHANISMS

- Performance Appraisal : It is a process
of ascertaining how effectively a staff member 
is performing his job. The object of appraisal 
is to determine the present state of 
performance in order to determine the actual 
need of training and motivation. It also 
serves to indicate the areas of weakness in 
the faculity so that measures for skill 
development and proper motivation may be 
taken to improve the work climate. It
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can also offer important feed back 
information on the effectiveness of 
recruitment, selection,motivation and
compensation . systems. Hence it is an 
important mechanism for HRD. The prime 
objective of performance appraisal is to 
make the faculty realise as to where he 
stands in terms of performance.This appraisal 
is looked as a tool to help staff overcome 
his weaknesses and improve his strengths.

- Confidential Reports are generally used for 
this purpose It is only used to evaluate the 
performance of staff if it is based on 
objective and continuous evaluation of 
performance  ̂aqainst given norms.After
evaluating the performance appraisal formats, 
the need for training of staff, counseling or 
any follow up should always be conducted in 
order to make the system positive and 
objective. No Appraisal system was witnessed 
in any of the DIETs under study. Though 
confidential Report system was in existent but 
these reports are not being evaluated and used 
for the purpose of performance appraisal.
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Potential Appraisal: It is
highly essential in view of the continuous 
development of the expansion, diversification, 
introduction of technological changes in-- the 
syllabus and curriculum of teacher training 
programmes of the DIETs.Under these 
circumstances, the institutions have to 
continuously progress the growth of the faculty 
so that they can discharge their 
responsibilities effectively..

Need of recurrent Training of DIET 
faculty. Training stimulates development in 
people. Training is linked with performance 
appraisal and career development. The 
faculity is generally trained on the job or 
through in house training programmes. DIETs 
were set up in the country to improve the 
quality of elementary and adult education. 
About 400 DIE^Ts .have been established so for 
in the country. Under DPEP more 
responsibilities have been assigned to these 
institution so that the goal of 
universalisation of elementary education could
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be achieved. But the existing situation of 
DIETs is far from satisfactory. The staff of 
DIETs is mostly from secondary stage teaching 
and they do not have experience of elementary 
stage teaching. The academic staff is not 
having experience of organising training 
programme, developing training material and 
conducting action research.

Rewards
* # «•

Rewarding faculty performance and 
behaviour is an important part of HRD.Appropriate 
rewards not only recognise and motivate staff but also 
communicate the institutional values to the 
staff. Typical rewards include certificate of
appreciation,news letter announcements, increase in 
salary, honouring staff in functions,special
privileges, desired training etc. Thus fair reward 
system helps in proper utilisation of human resources. 
Staff Welfare Activities

It is an established.fact that welfare activities 
protect the staff, conserve their energy and keep their 
behaviour desirable. At this junction, the HRD could 
trace certain factors like residential . accommodation
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facilities, medical aid etc. In the area of staff 
welfare, these factors act as direct motivators. 
Quality of WorX Life. * "

A demotivating factor in our institutions are the 
climatic conditions and other organic variables.We 
have oppressively hot weather in summer and bitterly 
cold conditions in winter with no corresponding 
amenities for majority of our faculty to enable them to 
withstand their adverse effects. Due to pancity of 
resources, we are unable to provide subsedised transport 
to majority of our work force for commuting to place of 
work. Hostile living work conditions have a telling 
effect on the motivation of work force and developments 
in the work area. Many staff-members work in dimly lit, 
badly ventilated space; the furnitures are inadequate 
and often in a dilapidated state; any system for 
preservation and maintenance of files is almost non­
existent, even the minimum physical facilities are 
lacking; the conditions in which women employees have 
to work are even more intolerable. ( Thirumalai 
•G.S.1996 ).

The system and procedure prevalent in the 
administration of educational institutions are
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extremely cumbersome and dehumanising in their effect. 
We are all familiar with the numerous forms, receipts 
and other odd slips of papers which have to be 
filled, signed, duplicated before completing a com 
paratively insignificant transaction like getting 
even a research paper# t^ped ,duplicated or printed 
etc. All these paraphernalia frustrate the academi 
cians, the dispiriting effect which these routine 
things have on the staff is very debilitating. All 
such involved systems and procedures have mistrust
of one another as the basis.Hence there is a need of 
the simplification of procedures for the academicians 
in our institutions and at least mitigate the" 
impoverishments in the jobs.

The most astonishing aspect of the dehumanising
character of the " routine" and complexities of the 
system methods and thfe ^procedures in the service
bureaucracy is that almost all Civil servant employees 
are victims of these dysfunctional trivia.The 
observation of DIETs revealed the same. The faculity 
of DIET experienced frustrating delays in getting
their salary or other entitlements and in having their 
grievances settled in time.Such delays in obtaining 
redress for their career connected problems and
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difficulties compound the process of dehumanisation 
further for the staff and productivity and development 
of the individual are the ultimate casaulities in the 
entire system.

Seniority is the universal basis for promotions. 
Even, where merit is claimed as the criterion for 
promotion, the system provides for " seniority-cum - 
merit" and ultimately results only in the weeding out

• 0 »•the unfit rather than in a positive booster to the
meritorious amongst the personnel. In this connection, 
it will be of incidental interest to note that in a job 
attitude survey of Development bureauracy conducted by 
V.A.Pai and S .S .Kshirasagar quoted by Thirumalai 1996, 
31.9 % respondents believed that seniority weighted
most in promotion decisions in Government service. Only 
28.4% believed that hard work and superior quality 
paid in receiving promotions in the civil service.

- Feedback and Counselling.

In the words of" Trv.Rao" Knowledge of one's 
strengths helps one to become more effective, to choose 
situations in which one,s strengths are required
and to avoid situations, in which weakness could 
create problems.This also increases the satisfaction
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of the individual. Often people do not recognise 
their strengths. Supervisors in an HRD system have 
the responsibility for ongoing observation and feed 
back to subordinates as well as for their strengths 
as well as their weaknesses in improving performance 
capabilities." It is well known to all that such a 
system of performance feedback and counselling hardly 
ever exists in any educational institution.There exists 
of course a practice of admonitions and punishments of 
adverse entries in the confidential Reports. But this 
is far from the requirements of an ideal HRD system, 
which envisages an atmosphere of" caring for and 
nurturing" a subordinate by the boss in particular 
and the organisation in general. Research study of 
Panandikar and Kshirasagar indicated that superiors 
did not take a higher interest in helping them to 
grow even though their interpersonal relations were 
generally cordial. This is true even in the context of 
educational institutions.In order to establish a 
system of counselling and feedback, there has to be a 
revolutionary change in the attitude of educational 
administrators and a change in the climate of mistrust 
against the subordinates that is prevailing in the 
educational institutions. The climate in the Public 
Administration system "is 'riot very conducive to HRD.
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There are many dysfunctional features both in the 
environment in which the DIETs function and in the 
administrative organisation, their policy, philosophy 
etc. Still it is possible and is also necessary, if 
the government intentions in establishing an entire 
Ministry of HRD at the centre are to be translated into 
actual practice, that the public administration takes 
a leading role in the development of its own vast 
human resource.

There is a need to establish a climate in 
which experimentation in HRD is given a free rein to 
thrive and succeed in educational institutions and 
serve as a model for others to follow and improve, if 
possible. Teaching human resources of academic 
faculity of DIETs ought to be motivated and persuaded 
to put their heart and mind in research work. It is

* * -­the quality of research work which governs the 
academic standards of the institute and its faculity. It 
is teaching human resources which shape the destiny of 
teeming youth and steer the whole nation towards 
development and prosperity.

Teaching and research have been wedded to each 
other. Both the activities are means to development of
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academicians. Research activities are more important in 
DIETs. Creativity first erupts in mind and then is 
transformed in the shape of valuable writings. Hence 
teaching should be creative. It is rightly said that 
application is the soul of the knowledge. HRD is a 
total system which helps in improving existing 
skills of the staff as well as bring into light their 
potential skills\qualities so as to increase their 
productivity in the present as well as in future job

•  •  *>

for ultimate well- being of DIETs as well as their
own self.

- Meed of Training of Educational Administrators.
Seldom there has been an attempt made to

familiarise the prospective teacher with a theory 
of school organisation or management. Infact, until 
recently there was hardly any body of principles or 
theoretical model developed for school administration 
for inclusion in courses of study at the B.Ed or even 
at the M.Ed levels. This field of specialisatio 
has hardly been offered in the programmes of teaching
at the M.Ed . And those universities which offer this
specialisation stress mainly on the organisational, 
structural and functional aspects of educational 
administration because adminstration for a long time
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was not considered beyond the mechanical and routine 
activity of those senidr~in age or in profession. 
Analysis of syllabi in educational administration 
shows that the 'Training aspect in educational 
administration is completely missing. Educational 
administration is studied more for knowledge than 
skill development. Srivastava (1995) had rightly 
remarked that "Training is concerned with development 
of skill and skill is developed through practice more
than the study of theoretical concepts in isolation,
bereft of practice. The whole programme needs 
overhauling. Institutes of the certificate, diploma or 
degree courses in educ'atfOnal administration on the 
lines of M.B.A. would be .pa the most desirable 
arrangement for educational administrators of DIETs 
and SCERT,s.

The message to the educational administrators is 
BE A LEADER/ MOT A BOSS

THE BOSS DRIVES HIS MEN
THE LEADER INSPIRES THEM !
THE BOSS DEPENDS ON AUTHORITY,
THE LEADER DEPENDS ON GOODWILL i 
THE BOSS INVOLVES FEAR,
THE LEADER RADIATES LOVE !
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THE BOSS SAYS “I '
THE LEADER SAYS 'WE • !
THE BOSS KNOWS WHO IS WRON,
THE LEADER KNOWS WHAT IS WRONG !
THE BOSS .&NOWS HOW IT IS DONE,
THE LEADER KNOWS HOW TO DO IT !
THE BOSS DEMANDS RESPECT,
THE LEADER COMMANDS RESPECT!
SO, BE A LEADER, BE NOT A BOSS.!

RECRUITMENT

Sustained efforts should be made to recruit 
qualified persons for DIETs, improve the capabilities of 
the existing faculty through need based training and 
motivate them through better service - conditions and 
career development. Right placement on the job and

•  »  * -

proper induction are important aspects of total
function of HRD. The procedure for the above should be 
designed in such a way as it is able to attract a
suitable number of candidates, qualified to meet
established standards for work- and conduct. A suitable 
placement is one in which a new employee finds himself 
in a good place to work and proves that to be
willing and able to meet high standards to function
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effectively with other colleagues in a small work
group.

All these mechanism is linked with human resource 
planning. These mechanism are designed on the basis of 
the following beliefs.

Beliefs of HRD Mechanisms"

1. Human resource is th^jmost important asset in the 
organisation.
2. Unlike other resources human resources can be
developed and increased to an unlimited extent.
3. A healthy climate characterised by the values of 
openness, enthusiasm, trust,mutuality and collaboration 
is essential for developing human resources.
4. HRD can be planned and monitored in ways that are
beneficial both for the individual and the
organisation.
5. Faculty members are likely to have this feeling if
the organisation provides for their basic needs and for 
their higher needs through appropriate management styles 
and systems.
6. Staff feels committed to their work and to the
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organisation ,if the organisation, perpetuates a feeling 
of belongingness.

7. Staff commitment is increased with the opportunity 
to discover and use one's capabilities and potential in 
work.
8. It is the responsibility of all heads of institutes 
to ensure the development and utilisation of the 
capabilities of subordinates to create a healthy and
motivating work climate and to set examples for 
subordinates to follow .
9. The highest the level a manager the more
attention should he pay to the HRD function in order to 
ensure its effectiveness.
10. The maintenance of healthy work climate and 

development of the human resources is the responsibility 
of every organisation.
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SUMMARY

A Study of District Institute of Education and 
Training (DIETs) with Special Reference to Human 

Resources Development (HRD) Climate

It has been observed that the educational research 
and training institutes have not realised the 
significance of human resources on its overall 
performance, which consequently led the deterioration of
human face of an institution as well as under 
performance, lack of motivation, lack of job- 
satisfaction and low morale on the part of the faculty. 
The study was undertaken with a view to have an 
empirical status survey of human resource development 
(HRD) climates of DIETs. Where future quality teachers 
of primary schools are being prepared.

The sample comprised 154 academic faculty 
respondents of the 16 DIETs of Amritsar, Ludhiana (Pb), 
Gurgaon, Sonepat (Haryana); Mathura, Agra, Lucknow, 
Barelliy (UP); Alwar, Pali, Jodhpur (Rajasthan); Moti 
Bagh, Darya Ganj, Rajinder Nagar, Shahdra and 
Keshavpuram (Delhi) .

Data were collected through 40 items 
questionnaire, which was systematically developed and
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tried out on the HRD factors; Responsibility, Risk- 
taking behaviour, Top-Support, Feedback, Supportive HRD 
Climate; Openness versus Communication, Trust, Team- 
spirit, Collaboration and Reward.

Qualitative data were collected through field 
observation cum interview as well as through school 
records.

- The following data analysis was done
(a) Calculation of significance differences among 
means by using F-ratio,s and t-ratio,s.
(b) Tabulation of factor-wise hierarchical 
status.
(c) Rating of 16 DIETs on standard 5 point scale 
as Superior, Above-Average, Average, Below- 
Average and Low on all the factors of HRD.
(d) Graphical profiles of HRD Climate.
(e) Graphical representation of HRD Climate.
(f) Content Anaiyfeis-of the qualitative data.
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Analysis of data revealed the following
1. Significant differences existed among the HRD

Climate.
2. Team-spirit was missing in the HRD Climate of

DIETs, though the sprit of collaboration was 
highly operative.

3. Top-support and feed back were given to DIETs.
4. 80 t-ratios were significant out of 2640 (1Bx15x

11 = 3 00) computed E-ratios.
5. The most significant mean differences had been 

found in the HRp #climate of openness versus 
communication among the superior/above average 
rated DIETs on one hand and low/below average 
rated DIETs on the other.

6. No significant mean differences were found in the 
Top-Support and Feedback in all DIETs.

7. Vacant posts, Non-functionality of money 
branches of DIET, untimely release of grants, non­
availability of residential accommodation, lack of 
infrastructural facilities, lack of departmental 
promotions, unawareness about the roles functions
of DIET and action research are some of the

•  0 • *

factors affecting the HRD Climate.
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SUGGESTIONS FOR FURTHER STDDY
1. This is a first attempt in this direction and only one
questionnaire could be developed to survey the HRD climate 
of DIETs. There is a need to validate the results, so 
arrived by other similar tools to be applicable to the other 
supportive staff in the hierachy, who are already doing a 
lot to improve the HRD climate in order to have better 
output. .
2. In the present study the HRD climate was assessed on a 
5-point scale on the basis of a HRD factors as measured 
through a questionnaire. The conducive and non-conducive 
HRD climate was attributed to the qualitative factors 
which were based on unstructure observation, interview, 
field -note, records and publications. For the replication 
of the study, it is desired to develop a structured 
observation and interview schedule asa criterion variable 
against which the data obtained through a questionnaire may 
be correlated.
3. The mere survey of HRD climate is insufficient. It has 
to be related with the quality of output. In the context of 
teacher - education, the natural corrolory would be; the 
better the HRD climate of teacher training institution, the 
better the quality of
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professionalism in the traind teachers. Therefore , there 
is a need to take up a study , where the cause -effect 
relationship is scientifically studied. Two types of 
variables are needed to be studied simultaneously , ie The 
effect of HRD climate of a teacher training institutions on 
the QUALITY of Training Methodology used in training pre­
service and in service teache*»s. Significant differences 
can be studied of various institutions located in various 
regions in the country. On the basis of research findings 
policy decisions may be contemplated to improve the status 
of teachers who are the foundation builders of the nation.
4. Research findings indicated a high correlation among 
the HRD factors. Further factor analysis may be clubbed 
together to have a comprehensive tool for the HRD climate 
survey for educational organisations.
5. It was found thast a few factors of HRD were not 
operative in DIETs , and a few are highly operative. The 
studies may be carried out to tind out the causes of both as 
well as measures be adopted to bring them at equal footing . 
In this regard controlled experimental studies may be 
planned by designing proper input to be provided for the 
development of those non-operative HRD factors and their 
impact on
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the quality of training methodology.
6. Cross-sectional sstudies are required to be undertaken 

of all educational organisations.
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Appendix "A1 
HRD CLIMATE SURVEY IN DISTRICT INSTITUTES 

OF EDUCATION Alft) TRAINING ( DIET).
DATED :

NAME OF THE INSTITUTE :

DESIGNATION :

A number of statement are given below 
describing the HRD climate of an institution. Please 
give your assessment of the HRD climate of your 
institution by rating your institution on each statement 
is almost always true with your institute. A rating of 
4 indicates that the statement is mostly true ; rating 
of 3 indicates that the ‘statement is sometimes true ; A 
rating of 2 indicates that the statement is rarely true 
and a rating of 1 indicates that the statement is not at 
all true about your institute.

Give your assessment by encircling the appropriate number. 
5 = Almost always true 4 = Mostly true
3 = Sometimes true 2 = Rarely true
1 = Not at all true
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1. The Head of this Institution ensures that staff 
members enjoy their work.

Top Support

R - 0.26 D.I - 0.27
1 2 3 4 5

2. The Head believes that human resources are extremely 
important and therefore all staff members have to be 
treated more humanely.

Top Support 
R - 0.25 D.I - 0.25
1 2 3 4 5

3. Professional development of the staff members is
seen by the Head as an important part of his job.

' "  Supportive HRD climate
R - 0.35 D.I - 0.37
1 2 3 4 5

4. The personnel policies in this institute facilitate 
development of all staff members.

Supportive HRD climate 
R - 0.43 D.I - 0.44
1 2 3 4 5

5. The Head is willing to invest a considerable part
of his/her time to ensure the development of his staff
members.
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Supportive HRD climate
R - 0.31 D.I.- 0.29
1 2 3 4 5

6. The Head of your institute takes active interest in 
his colleques and help them in learning their job.

Top Support 
R - 0.29 D .I- 0.29

# 1 2 3 4 5
7. People lacking in job related competencies are 
helped to acquire competencies rather than being left 
unattended.

Top Support climate 
R - 0.27 D.I.-0.26
1 2 3 4 5

8. The Head of this instition believes that staff 
members behaviour can be developed at any stage of their 
life.

Supportive HRD climate 
R - 0.33 D.I - 0.31

•  0  * -

1 2 3 4 5
9. Supportive staff members (like AO, clerk, Peons 
etc.) of this institution feel responsible to render 
their support and help the academic staff.

Team spirit 
R - 0.23 D.I - 0.22
1 2 3 4 5
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10. Staff members of this institute are very informal 
and don't hesitate in discussing their personal problems 
with their Heads of department.

Openness Communication 
R - 0.19 D.I - 0.20
1 2 3 4 5

11. The Psychological climate of this institute is 
very conducive for professional development of its 
staff.
. Supportive HRD climate

R - 0.44 D.I - 0.44
1 2 3 4 5

* 0 w

12. The Head and Incharges of various department guide 
their colleques and prepare them for future 
responsibilities and tasks they are likely to take up in 
the Institute.

Top Support 
R - 0.25 D.I - 0.27
1 2 3 4 5

13. There are mechanisms in this institution in 
rewarding staff members for doing any good work like 
presentation of paper in meeting or development of 
instructional material. .

Reward
R - 0.25 D.I- 0.24
1 2 3 4 5
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14. When any staff member intends to take up new 
project the principal helps him to develop the proposal.

Top Support 
R - 0.30 D.I.- 0.29
1 2 3 4 5

15. Staff members of your Institute don't have fixed 
mental impressions about their colleagues.

Trust
R - 0.25 D.I- 0.23
1 2 3 4 5

16. Staff members are encouraged to experienced to 
experiment with new methods and try out innovative ideas 
in their classes.

Risk taking behaviour 
R - 0.21 D.I. - 0.20
1 2 3 4 5

17. When any staff member makes a mistake, the head 
helps him to correct and improve such mistakes rather 
than punishing him/her or discouraging him/her.

Top Support 
R - 0.29 D.I - 0.29
1 2 3 4 5

18. Weaknesses of staff members are communicated to 
them in a non-threatening manner.
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Feed back
R - 0.37 D.I. - 0.40
1 2 3 4 5

19. When critical comments are given to staff members 
they take it seriously and use it for their development.

Feed back 
R - 0.23 D.I. - 0.24

' 1 2 3 4 5

20. Staff members in this institution takes pains to 
find out their strength and weaknesses from their 
colleagues in order to improve the quality of Teacher 
Education.

Collaboration 
R - 0.25 D.I. - 0.25
1 2 3 4 5

21. When staff members are deputed for training, they
take it seriously and try to learn from the programme 
they attended. * *-

Responsibilities 
R - 0.11 D.I. - 0.10
1 2 3 4 5

22. Staff members returning from training programmes 
are given opportunities to try out what they have 
learnt.

Risk taking behaviour

73



R - 0.31 D.I.- 0.31
1 2 3 4 5

23. Staff members are encouraged to take initiative 
and do things on their own without hvaing to wait for 
instructions from the authorities.

Responsibilities 
R - 0.25 D.I. - 0.21

1 2 3 4 5

24. Delegation of authority to encourage juniors to 
shoulder their responsibilities is quite common in this 
institute.

Responsibilities 
R - 0.29 D.I. - 0.31
1 2 3 4 5

25. When problems arise, people discuss these problems 
openly and try to solve them amicably rather than 
accusing each other.

Openness communication 
R - 0.23 D.I.-0.25
1 2 3 4 5

26. There is constant feedback given by the head on
the good performance of staff members at various levels.

Feed back 
R - 0.41 D.I. - 0.41
1 2 3 4 5
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27. Staff members in this institute are given 
responsibilities to arrange, seminars.

Responsibilities 
R - 0.25 D.I. - 0.24
1 2 3 4 5

28. The staff members are quite open in this institute 
and as such don't feel reductant to communicate their 
problems to each other.

Openness Communication 
R - 0.27 D.I. - 0.25
1 2 3 4 5

' #
29. When meetings are conducted, all staff members are 
allowed to express their opinions freely.

Openness Communication 
R - 0.23 D.I. - 0.24
1 2 3 4 5

30. This institute is a place where we discuss our 
professional problems with each other and try to resolve 
them amicably.

Openness Communication 
R - 0.29 D.I. - 0.31
1 2 3 4 5
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31. We are welcome to walk into head's office anytime 
for anything and get into a meaningful discussion with 
him.

Collaboration 
R - 0.27 D.I - 0.27
1 2 3 4 5

32. We have developed a feeling of personal dignity and 
self confidence while working in this Institute.

Supportive HRD climate 
R - 0.35 D.I. - 0.35
1 2 3 4 5

33. We derive job satisfaction through professional 
competence acquired in this Institute.

Collaboration 
R - 0.43 D.I.-0.46
1 2 3 4 5

34. Staff members enjoy academic autonomy along with 
responsibility and accountability

Openess Communication 
R - 0.27 D.I. 0.27
1 2 3 4 5

35. This institution keeps on conducting experiments/ 
projects which provide as feedback for improving 
training, research and professional support: activities.
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Feed back 
R - 0.35 D.I. - 0.37
1 2 3 4 5

36. Staff members are invited to participate fully in 
the planning and execution o the projects.

Collaboration 
R - 0.23 D.I. - 0.22
1 2 3 4 5

37. Staff members are'encouraged to take up new
projects to improve the quality of training methodology.

Supportive HRD climate 
R - 0.27 D.I. - 0.25

1 2 3 4 5

38. Staff members are keen to take responsibilities
for arranging workshops and seminars for wider
dissemination of ideas.

Responsibilities 
R - 0.23 D.I. - 0.22
1 2 3 4 5

39. Staff members are often encouraged to present
their papers in faculty meetings.
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Responsibilities
R - 0.27 D.I. -

1 2  3 4

40. Staff members are given training for
development of instructional material.

Top Support 
R - 0.33 D.I. -

1 2 3 4

0.27

5

the

0.31

5
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Appendix "B1

INTERCORRELATION OF HRD FACTORS (N = 154)

* 1 2 3 4 5 6 7 8 9 10 1
RESPONSI. 1 - 76 84 86 85 80 26 42 84 56 9
RISK TAKE 2 - - 73 76 71 69 24 36 71 44 8
rop. sup 3 - - . 79 91 79 37 46 80 57 9
fee db a ck 4 - - - - 82 75 34 44 77 50 8
gUP. HRD. CLT 5 - - - - - 83 35 44 84 56 9
i)PEN\COMMUN 6 - - - - - - 34 47 82 50 8
TRUST 7 - - - - - - - 28 28 25 3
rEAM SPIRIT 8 - - - - - - - - 33 23 5
lOLLABORAT 9 - - - - - - - - - 45 8
REWARD 10 - - - - - - - - - - 6
Strd 11 - _ _

All inter correlations are significant.

N/EPa d c
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