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Cear Respondent,
The proposed survéey i3 being condu-ted in my  individual

capacity far wmy doctoral research work.

It is

agsuraed that the

information supplied by wvou shall

only

‘e wused for academic purpasss and shall be kept confidential.

Please show by ticking

£V 1

the following activities are carried out

the

relavant box whethear

in vour BANK 7

"HRD PRACTICE PROFILE SURVEY"

D. Understanding and clarifying business goals, strategies
and social objectives of the arganisation.
Mot performed at all I | Excelleantly performed L[ 1
Inadequately parformed [ 1 Adaquately performad L 1
. Shaping HRD philosophy to suit the goals and strategies.
Mot performed at all £ 1 Excellently perfaormed £ 1
Inadeqguataly performed € 1 Adequately performed £
Q. Developing & communicating HR philosophy.
Mot performed at all L1 Excellantly performed [ 1
Inadeguately perfarmed € 1 Adeguately performed € 1
4. Getting top management comaitment to HRD.
Mot performed at all L 1 Excellently perfarmed U 3
inadeqguately performed € 1 Adeqguataly performed 1
3. Having discussions on HRD pgractices and implesentation.

Not perfarmed at all Lt 1
Inadeguately parformed € 1

Excallently perfarmed
Adegquately pevformed

mm™
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Promoting ta  attend seminars, workshops and prograsmes
relating ta HRD or othsr HRD related topics.
Mot parformed at all C 1 Excellantly performed [ 1]
Inadaguately performed [ 1 Adeguately performad £1

Arranging talks ar seainars by outsiders on HRD.

Mot performed at all L1 Ercallently parformed [ 1
Inadequataly performed £ 1 Adeguately performead A |
Invalving unions/association leadsrs in various HRD

activitiss/decisions.
Mot parformad at altl
Inadaguately parformed

Excellently performed
L3 Adegquately parfarmed
Training unions/association 1lesaders on their HRD roles
through waorkshops/seminars (internal or externall).
Mot performad xt all Excellently performed [ 1]
Inadeguately performed € 1 fidequataly parformed O |

Inviting suggesations from line manzgers periodically ta
improve HRD.

Mot parformed at all L 3 Excallantly parformad € 1

Inadegquately performed [ 1 Adegquately performad £ 3
Conducting SUrveys af learning environment and HRD
climate in the arganisation.

Mot parformed at all £ Excellently performed £ 1

Inadequately parformed £ 1 Adeguatsly performad L 1

Providing feedback to emplaoyeses on survey results.
Mot performed at all £ 1 Excellantly performed [ 1
Inadaguately performed € 1 Adegquately performed L 3
Analysing the facilitating and inhibiting factora affecting
emp loyee perfarmance identified by appraisals.
tiot performed at atltl €1 Excellently performed € 1
Inadequately performad [ 1 Adequataly performed A |

Communicating performance analysis rssults tao respesctivs
heads to initiate corrective action.

Mot performed at all C 1 Excellently parformed € 1

Inadeguately performed [ 1 Adequately parformed £1
Undertaking potential and performance appraisal.

Mot pevformed at all L1 Excellantly performed £ 1

Inadegquataely performed £ 1 Adequately p=2rformed { S |
Digcussing with line managers and heads af departments the
training needs smerging from tha analysisg of
appraisal data,.

ot pevformsd at all £ 1 Excallently parformed [ 1

Iinadeguately perfaormed € 1 Adegquately performed I |



G.

Training supervisory staff in counselling skills.
Not perfarmed at alil £ 2 Excallently peavrformed

L1
Inadeguately parformed L 1 Adeqguataely performed C 1
Talking ta participants returning from external ¢raining
pragramme to assess follow-up support they need. o

ot performad gt all £ 13 Excallently parformed [ 3
Inadequately perfarmed [ J fdequately perfarmed £ 1
Formulating Jjob-rotation palicies and undertaking job-

raotation exercises.

Mot parformad at all C 3 Ewxcallently performed [ 3

Inadagquately perfaormed [ 3 Adequately performed C 1
Conducting rale analyais exercisses and improving rale
clarity.

Mot parformed at all C 1 Excellaently performed [ 1

Inadequately perfarmed [ 1] Adequately pevfarmad L1
Preparing carser paths and carser development plans.

Not performed at all L 1 Excellently performed (
Inzdegquately performed [ 3 Adequately performed L

Conducting worksr education prougrammes for hetter family
and worklife.

Mot parformed at all L1 Eucellaently pavformed [ 2

Inadequately performed [ ] Adequately performed L 1
Conducting team building warkshaps.

Mot performed at all L1l Excellently performed [ ]

Inadeguately performed [ 13 Adequately perfarmaed L1

Conducting in—house—diwcussions and other problesa—solving
sessions.
ot performed at z2ll L1 Ewcellantly pavfaormed [ 1
Inadegquataly parformed [ 3 Adegquataly performed £ 1

Using in-house newsletters / reading material to create a
lsarning snviroaaent.
Mot parformed at all C 1 Excellently performed [ 32
Inadagquately performed [ 1 Adeguately parformad £ 1

Farmulating and reviewing personnel policies that enhance
employes mativation and contribute ta gaood quality of wark
1life.

ot performad a2t all

T Excellently performed
Inadequataly performad

1 C 1
3 Adeguately performad L1
Studying leadership utiyles

Nat performad at all Excellantly performed

[ £ 1
Inadenuately performed T 2 Adequately performed £ 1




G

Analysing exit—interview, absenteesism, leaves and such
other data for understanding human procesasa and probleas.

Mot performed at all S | Excellantly performed [ 1

Inadaquately performed U 3 Adaguatealy psrformed |
Diagnosing oarganisational health and work canditions
through surveys of workers and their percsptionsa.

Mot parformerd at all C 1 Excallently performed [ 1

Inadequately performed L 1 Adequately performed L1
Monitoring the effective implemsntation of various systems.

Mot perfarmed at all L1 Excellently parformad [ 1

Inadeguataly performaed € 1 Adequately peefoemed €1
Use of task forces for implemesntation and monitoring.

Mot performed at all L1 Excellantly performed € 1

Inadeguately performad € 1 Adaequatsly performed £

Ne tworking with HRD staff aof other arganisations and
learning from them.
Mot performed at all [ | Eucsllantly pecformed [ 1]
Inadeguately performed [ 1 Adegquately parformead €3

Participating in the activities of profsssional bodies
like:
The National HRD Netwark,
Indian Society for Training & Development,
Mational Institute of Personnsl Management,
Indian BSociety far Applied Behaviour Science,
Indian Society for Individual and Social Development
to keep in fouch with new developments.
Mot performed at all A | Excellently performed

€1
Inadequataly parformed [ 1 Adeguately performad £

SULUIGEEST IOonNS
(if any?

Thanks.
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Dear Respondent,

The proposed survey 1S being conducted in my individual
capacity for my doctaral resszarch wsork.

It is assured Lthat the information supplied by wou shall only
ba uzaed for academic purposes and shall be kept confidential.

Pleagse give your assessmant by rating your organization on
gach statement using the following five-point scale :

= Almost always true

Mastly truas

Sometimes Ltrue

Rarely true

Not at all {rue

DR D
Hu o

PERSONAL PROFILE

# Mame :
# Saw ¢t Malsa U 1 Female L1
#* Age (In Yeavs) H
* Academic HQualification g
* Mame of EBank : S.B.B.J. C 1 BE.G.R. |
#+ Yaar of Joining fthe Bank £
#* Degignatian 3
Brade Scale 1 /11 /7 111 /7 IV /7 W / WI 7/ VII
* Place aof Posting 1 In Branch £t 1
: In Administrative Office L
# Twvpe of Branch ¢ Rural C 1 Sami—-Urban | |
ar Urban £ 1 Metro L1
Type af Adm. Dffics 1 Regional £ 1 Zonal |
Hagd Office L 1

# Did you join this bank as an officer 7 Yes ([ 1 Ne £ 3



SECTIORN — &
"HRD CLIMATE"

1. The top managemaat of thizs organization goes out of its
way to make smure thalt emplovees enjoy their woark.

2. The toap management believes that human resourcses are an
gxtremely impoctant resource.

. The organization helieves that smployee behaviour can be
changed and people ~an bz developed.

4. The top management invests a cConsiderable part of their
time and othar regources o enuurs the devalopment af
employueas.

5. The top management of this grganization makes efforts to
identify and utilize the potential of the employses.

&. The persannal palicias in this agrganizdation facilitate
emp loves devalopment.

7. People lacking competence in doing their jobs are helped
to acquire competence rather than being left unatiended.

8. The psychological <limate in this organization I8 very
conductive fo any saployas iabterestad in develeping
himself by acguiring new knowledge and skills.

?. Seniors guide their juniors and prepare tham for future
responsibilities they are likely ta take up.

10, People in this arganization trust and are helpful to esach
ather,.

11. Employeen in this arganization are vary informal and do
not  hesifate o discuss their problams or feelings with
their =

{a' EBupsrvisors

12 (b} Subordinates

1X. Performance zppraisal rceports in our organizabtion are
based on objective assessment and adeguats information.

14. When an smplavee does googd work,his supervising officers
take special care to appreciate and see that 1t 1=
rewarded.

15. When any employee makes a2 mistake his supervisors treat
it with understanding and halp him to learn rather than
discouraging him.

16. Emplaoyass in this organization take pains to find out
their strengths and weaknesses from their supervising
afficers ar caolleaguas.

L

C

L

C

L



17. The HRD department follows up seriocusly thes ¢raining
needs identified during appraisals., C

18. Whan employees ar: sponsored for training, they take it
sgriously and Lry o learn from the programmes  they
attend. C

19. Employees are sncouraged tao asxperimant sith new amethods
and try out creztive ideas. C

20. When seniors delegate authority to juniors, kthe Juniors
uge Lt as an opportunity fov davelopment, C

21. Drlegation of autharity £9 encourage juniors ta develop
handling higher responzsibilitiesn i& gquite common in  this

arganization. LR

« Team =mpirit is of tiigh arder in thia organizatian, L

k)
)

S Tha aoarganization’'s future plans are made known ta the
managerial smtaff to help them devalop their juniors and
prepare tham for future. C

[,

SECTICON — KB
"TRAININGY

1. There i3 a well designed and widely shared training
palicy. C

Z. Induction training is given adaguate importancs in this
arganization. £

. Induction training pravides an sxcellent opportunity faor
Ay camars to  learn canprahengively about this
arganizatian., . €

4, There is adeguake amphasis on develgping managearial
capabilitias of management zstaff through training. C

5. Human relations competbtencies ares adeguately attempted o
be developsad through training in human skills. . L

&, Emplaveas are sponsor2d far fraining programmes on the
bauwis of carefully identified developmental neads. £

7. The HRD department conducts briefing and dabriefing

saszionsg for smplayees sponsared for training. {
B. Emplaoyees sponsared for training go with a2 cleaar

vndarstandicag of the knowledge and skills they are

expacted to acquire from training. £

¥. Emplayeses returning from training are given adeguate freg
tima to raflect and plan improvements in the
arganization. C



11. Line maragers pravide the right kind of climate €ao
implement nee ideas and meLthods acquirsed by thesiv juniors
through training.

12. Dur Bank has its own training institute capable enough to
Satisfy training needs.

13, Training progranmes are periodically avaluated and
improved.
SECTION —
"PERFORMANCE APPRAISAL"
1. The2 appraisal system in this arganization pravides an
opporfunity for =2ach appraises €0 have clear understand-
ing of what 15 expected fram him by his reparticng gfficer

during the performance year.

2. The appraisal system provides  an  apportunity for
self-reviesw and reflaciion, :

I. The appraisal system provides an agpportunity for each
appraisee to express his devalopmental needs.

4, The appraisal system has scope for helping each eamplayee
to discover his potential.

3. The appraisal system aims at strengthening appraiser
appraises relationships through mutuality and trust.

&. The appraisal system ancourages the appraiser and
appraisee 1o have a comnen understanding of the factors

aftfecting the parfarmance af the appraisers.

7. The appraizal system proavidss an oppaortunity for a
discussion beatween the appraiser and appraises on  fthe
agpactations, achievements, failuras, constraints and

improveaments reguired.

B. Raporting oafficers help their appraisees toa plan their
parfarmance in the beginning of the year,

?. Line managers generally spend fime and discuss with their
subardinates about their performance,

10. Perindic orientation programmes are conducted to explain
the objectives and oather details of the appraisal system.

11. Perfarmance raviay discussions are conducted with high
gquality gnd cavs.

12. Efforts are made by appraisers to be abjecktive in  their
appraisals.

L

C

C

1

1

1



1Z. The reviewing officers take appraisalae seriously and try

to edurate their subordinates € 3
14, Appraisals facilitate grawth and lasarning in this
nrganization both for appraisess and appraisers. €3

15. The appraisal data are used by the HRD department for
ather davalapmant dacisions lilkn job-rotation,
job enrichment and the like. €1

14. The appraisal data are used as inputas for recognition and
ancouragenent of high performers. €1

17. The parformance raview committsesa do a thorough job in

revigwing and using appraisal data. £ 3
SECTION — D
"LEADERSHIP"
NOTE «

Please give beliefs about yvour subardinates aor the employvees
whom yow supervise and the characteristic ways in which you deal
with them on the 1< gets of iftems givan be=low,

Each wset conktaing 3 items {a),{(h) and (c). You have a total of
& points to distribute in each set behwmean (ad, i) ang (o),

Beliefts C(al + (b} + {(c} = &1

{a} I Firmly bheligye_ that subardinates should hkbe treated
very affactionataly and constantly guiided and
helped, Tharefors,l tend to keep giving iLnstructions
to them constantly.

{(b) Most often I feel that the subordinates I have tand
to avoid work unless thsy are closely agupervieed,
Tharefora, I prafer to keap & close watch on them tao
make sure that they put in at least some effort,

() I generally tand to believe that my subordinates are
tapable of working on their awn, Therafore, 1 tend to
leava freely to work on their owun most of the Time,
praviding support only in difficult or most nesdy situa-
tions.



Vision

{a)

(b}

{c}

Mistakes

{a}

fia} + (b) + (c}) = 5]
I think mostly in terms af my psople and pratecting
tham. & good leader gshould wmake efforts ta gain

loyaley of subnrdinates by satiwfving them az i1t isg
the people that count in the long run,

I prefer o think mostly in taprm of immediate tasks
and short Yerm goals.I do not mind dissatisfying a
fauw if immediate: tasks are not accomplished. In  the
prasant day  envivonment there is very little ftime €0
think about futurs.

‘T always think in terms aof the long term interests

and future of the organization. I invest considera-
ble amount af my time in developing subordinatas for the
futurasa of the organization.

E(ar + (b} + () = &1

I ftend 4o tolerate the miatakes of oy subordinatas.
(rite often 1 and wp salvaging the situstion and pro-
tacting them as far as possibla.

(b} I lose my patience and folarance whan my subordinates
makes mistakes, I bLtend fto get upsst and irritated sasily.

{cy I encourage oy subordinates to usa wmistakes as
laarning opportunities. I discuss with them and educate
tham +o becoma morse campstant.

Conflicts C{a} + (b} + (c} = &1

{a) Whzn conflicts arisa my swubordinates noramally look
ta me for my judgement on who is  right and who is
wrang. I da te2ll them whiat I think is the best.

(b)) When conflicts arise I prefer to bring it to the
nafiice of my seninrs or ftaks action to pull wup the
arring side.

{c)? When conflicts arizse 1 prefer ¢to call +the parties
together and try £0 he2lp tham solve the problems in

a manner that wunderstanding beteieszn them is increased
ang evantually they leasarn to resolvye their conflicis.



Decision Making Lia) + ) + (<) = &1

{(a I tend to take most decisions wyself rather than
dalegating to subordinates and prafer o inform only
those who naad to know.

(b)Y I prefer o take most decisions by myself az 1  am
ot surs it oy subordinates have the competencies,

{(cy I prefser myv subordinates to takes mast decisions
relating %o their job on their oen. 1 conzult my
subordinates and other relavant amplaveats Qn
critical decision and keep them informed to Qive
them a gense af involvement and identification wsith
the company.

Assignment of Tasks Lay __ + (b)Y _ + ey = 4l

{a) I fend £ta assign tasks on the basis a9f wmy asseaszmant
of the subordinates and their ocompetonciss, By and
Larga they seem to like my Jjudpement.

{b) I prafer to assign tasks puraly according to argani-
zational norms aven if it hurts some people.

{cY Whila asuigning tasks I encure that they wmatch the
campgetencies of the suboardinates at the same time pro-
viding them opportunities for development.

Signifticance £a) + {b) + () = &)

{a) I prefer %o have subardinates wmho can ba trusted and
loyal tg m2 personally.

{(b) I am quite caraful in graising @y subordinates.
Mowadays 1f you praise  them, they tend to sit  on
your head. Employees normally tend ta gut up a shaw to
impress youw. It is difficult to trust them.

{c} I DLDelieve in treating my subordinates with respecst.
I believe fthat I cannot be powerful leader unless I
make my subordinates powerful,

Communication Lia) + (b} + {c) = 63

(a} I prafer to share any new information I get o  know
about  the company, its plans and policieas, =2xternal
anviraonment, technology #2tc. only with a selact faw
and particularly thase related to if.

) I da nat  think there is any nez2d ta share any
infaormation about the company ar its external
2nviraooment, teachnological developments etc. with my
subordinalas.

{c) Whaznever I ooms o S atal"; about any impartant
davelopmzats in  the country, about the company ite
plans, policies gtc., I make effaorts to share

this with all of my subordinates.



Insgiration L{a? + (b} + {c} = &1

{(a I te2nd o give & high meightage to people and their

relationships. I would like my emplayses to do
things that I lika and they do try to keep me satis
fied,

thry I do my job wall and I axpect my subordinates also
to do their Jjob well and I  find it difficult +to
tolerate Bny daviation fram the tasks assigned +®o  wmy
subnrdindatas.

(e I think I do have leadership style that inspirss my
subordinates. I try to create conditiaonzs for my subor-
dinateas s that they 2njay the work they do.

Initiative Cla) + (b} + {c} = &1

(a} I permit anly some of employeegs to take initiative
and wark on  their 2w, There is no point giviag
freadoam €0 everyons in the team. wome arse aors capable
than others.

thY I prefer my subordinstes &0 conform $a the rules and
praocaedures and do what they are supected €0 do. if
they follow the instructians given ta them it is suffi-
ciant.

ey I encourags my Ssubordinatss o fake initiztive and
da things. They Cannot develop unless cultivate some
initiativa.

SUGGES T IONS
{if any)

Thanks.



