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Culture and Education: 

When a child born in society he becomes the part of our society. Culture 

is the main aspect of any society that teaches to live with a mutual 

corporation with each other. Culture is the social behavior of any 

society which has their own trends and values. Every society has its 

own way of living life and lifestyle. Culture focus on the knowledge of 

ethics, norms, traditions etc. The success of any culture is based on 

modern inventions of the society. It plays a very important role in the 

development of the culture; both inter connected with each other. 

Education teaches about the social and cultural values. 

Education helps in the establishment of the schools, colleges, and 

universities. Education prepares the students for deals with cultural 

ethics and norms. There are many institutes and best education sites in 

India, which are focusing on culture development of education. Various 

elements of culture help the individual in adopting natural and social 

environment in a positive way. Each person of the society has his or 

her own behavior attitude qualities and mentality to perceive the world 

around. Education changes the perspective of the individual toward 

different modes of community. 

Purpose of Culture: 
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• Culture always being used at a wide range in any society by the 

group of different people. 

• Culture always tell about to live the life happily without any fear. 

• Culture progress when the time change and keep forward with the 

passage of the time. 

• Culture always try to fulfill the needs of all people. 

• Culture give equal chance and opportunities for all the member 

of the society. 

Change in Culture: 

Culture is the social change of any character in society. When the child 

is born in any society after his birth, he learns the teachings of his 

parents and adopts it with the passage of time. Culture is transmitted 

from one generation to another generation because a child always 

learns the behavior of their elders. Culture is one of the most authentic 

that is learned in society. 

Advancement of Culture Development: 

After the advancement of modern inventions and technology, day-by-

day new scientific methods are being used in the transmission of 

culture. Being the part of culture people need machinery, good clothes, 

transport for going one place to another. 

Culture also includes art music, customs, values, and the old tradition 

of our elders. And because of this advancement and invention, culture 

is changing and adopting new ideas to survive in the society. Culture 

also increase the economy and growth of the country. 

 

✓ Human Resource Development: Definition & Importance 

What Is Human Resources Development? 

Human resources development (HRD) refers to the vast field of 

training and development provided by organizations to increase the 

knowledge, skills, education, and abilities of their employees. In many 

organizations, the human resources development process begins upon 

the hiring of a new employee and continues throughout that employee's 

tenure with the organization. 



Many employees come into an organization with only a basic level of 

skills and experience and must receive training in order to do their jobs 

effectively. Others may already have the necessary skills to do the job, 

but don't have knowledge related to that particular organization. HR 

development is designed to give employees the information they need 

to adapt to that organization's culture and to do their jobs effectively. 

What Is the Purpose of HRD? 

Human resources development can be viewed, in some ways, in the 

same manner that a coach views his athletic team. While a coach may 

recruit players who already have some skill and ability, the point of 

continued practice is to strengthen those skills and abilities and make 

even better athletes. 

HR development has the same goal: to make better employees. The 

purpose of HR development is to provide the 'coaching' needed to 

strengthen and grow the knowledge, skills, and abilities that an 

employee already has. The goal of development and training is to make 

employees even better at what they do. 

Human Resource Development: Meaning, Concept, Objectives, 

Functions, Role and Process 

Everything you need to know about the Human Resource Development 

(HRD). Human Resource Development (HRD) is that part of Human 

Resource Management which specifically deals with the training and 

development of employees. 

HRD helps the employees in developing their knowledge, skills and 

abilities to achieve self-fulfillment and aid in the accomplishment of 

organizational goals. 

HRD can be defined as organized learning activities arranged within an 

organization in order to improve performance and/or personal growth 

for the purpose of improving the job, the individual, and/or the 

organization. 

HRD includes the areas of employee training, career development, 

performance management, coaching, mentoring, key employee 

identification, talent development and organization development. 

Developing a highly productive and superior workforce is the aim of 

HRD activities. 



 

Human Resource Development (HRD): Meaning, Concept, Objectives, 

Functions, Need, Role and Process 

✓ Human Resource Development (HRD) – Introduction 

The effective performance of an organisation depends not just on the 

available resources, but its quality and competence as required by the 

organisation from time to time. The difference between two nations 

largely depends on the level of quality of human resources. 

 

Similarly, the difference in the level of performance of two 

organisations also depends on the utilisation value of human resources. 

Moreover, the efficiency of production process and various areas of 

management depend to a greater extent on the level of human resources 

development. 

HRD assumes significance in view of the fast-changing organisational 

environments and need of the organisation to adopt new techniques in 

order to respond to the environmental changes. 

Human Resource Development (HRD) is that part of Human Resource 

Management which specifically deals with the training and 

development of employees. It helps the employees in developing their 

knowledge, skills and abilities to achieve self-fulfillment and aid in the 

accomplishment of organizational goals. 

 

HRD can be defined as organized learning activities arranged within an 

organization in order to improve performance and/or personal growth 

for the purpose of improving the job, the individual, and/or the 

organization. 

HRD includes the areas of employee training, career development, 

performance management, coaching, mentoring, key employee 

identification, talent development and organization development. 

Developing a highly productive and superior workforce is the aim of 

HRD activities. 

The role of human beings in an organization’s success is deeply 

recognized. Many formal and informal methods are used for 

developing the employees. HRD strives for the improvement of not just 

the individual workers, but for the growth of the group and organization 

as a whole. 



 

✓ Human Resource Development (HRD) – Meaning 

HRD is the process of helping people to acquire competencies. In an 

organizational context HRD “is a process which helps employees of an 

organization in a continuous and planned way to- 

 

i. Acquire or sharpen capabilities required to perform various functions 

associated with their present or expected future roles. 

ii. Develop their general capabilities as individuals and discover and 

exploit their inner potential for their own and/or expected future roles. 

iii. Develop an organizational culture in which supervisor-subordinate 

relationships, team work, and collaboration among sub-units are strong 

and contribute to the professional well-being, motivation, and pride of 

employees. 

iv. HRD process is facilitated by mechanisms like performance 

appraisal, training, organizational development (OD), feedback and 

counseling, career development, potential development, job rotation 

and rewards. 

v. Employees are continuously helped to acquire new competencies 

through a process of performance planning, feedback, training, periodic 

review of performance, assessment of the development needs, and 

creation of development. 

 

✓ Human Resources Development (HRD) – Definition 

HRD is defined as activities and process undertaken by an organisation 

to formulate the intellectual, moral, psychological, cultural, social and 

economic development of the individuals in an organisation, in order 

to help them to achieve the highest human potential as a resource for 

the community. It means to bring about a total all-round development 

of the working human, so that they can contribute their best to the 

organisation, community, society and the nation. 

HRD does not cover only a set of mechanisms or techniques but it is a 

process by which employees acquire or sharpen capabilities to perform 

the various functions, develop their general capabilities as individuals 

and exploit their own inner potentials, develop team work and 



collaboration. HRD concept is much wider and embraces almost all 

areas of an organisation. 

In the context of banking, HRD means not only the acquisition of 

knowledge and skills but also acquiring capabilities to anticipate and 

manage both internal and external environment and obtaining, self- 

confidence and motivation for public service. Further, HRD is not a 

piecemeal or a one-time exercise, it is a continuous process requiring 

to keep pace with the changes and developments, taking place. 

 

✓ Human Resource Development (HRD) –Evolution 

The process of development had been different from time to time. 

Earlier it used to be the responsibility of the individual to develop 

himself on his own or under the guidance of a GURU. Training by 

ACHARYA had been the instrument in past which made successful 

kings, warriors, courtiers, engineers and architects. 

Industrial revolution gave a new dimension to the concept of Human 

Resource Development. The skilled artisans were developed through 

“learning while doing” or “on the job training” methodology. The 

process started increasing skill and knowledge of the worker and 

supervisors. 

In west, the concept was first evolved by Robert Owen who emphasized 

human needs of workers in 1803. He taught the work place cleanliness 

and improvement methods. Andrew Ore emphasized the need of 

welfare activities to improve the worker efficiency. 

FW Taylor, a pioneer of scientific management, stressed the 

incorporation of scientific standards in management. Elton Mayo 

emphasized the human values. Likert also stated that better utilization 

of human resources is also possible by treating them as human. HRD 

began to focus intensive supervisory training in human relations. 

Malcom Knowles and Leonar Nadler have also contributed in 

developing this concept. Knowles emphasized human approach 

oriented learning instead of content centered and experimental instead 

of exclusively didactic learning. Nadler’s writing made distinction 



between Human resources management and Human Resource 

Development. 

Pareek and Rao stressed up the integrated approach to this process of 

HRD by giving due weightage to performance appraisal, training of 

individual and organizational development, feedback, counseling, 

career planning, potential development, reward etc. 

✓ Human Resource Development (HRD) –Concept 

HRD is mainly concerned with developing the skills, knowledge and 

competencies of people and it is people-oriented concept. When we call 

it a people-oriented concept, the question arises, whether people will 

be developed in the larger or national context or in the smaller 

organisational context? Is it different at the macro and micro level? 

HRD can be applied both for the national level and organisational level. 

The concept of HRD is not yet well conceived by various authors 

though they have defined the term from their approach as it is of recent 

origin and still is in the conceptualising stage. It is an understanding of 

the term i.e., new or rather was new. HRD is not Training and 

Development. 

The concept of HRD was formally introduced by Leonard Nadler in 

1969 in a conference organised by the American Society for Training 

and Development. Leonard Nadler defines HRD as “those learning 

experiences which are organised for a specific time and designed to 

bring about the possibility of behavioural change.” 

 

Among the Indian authors, T. Ventateswara Rao worked extensively 

on HRD. He defines HRD in the organisational context as a process by 

which the employees of an organisation are helped in a continuous, 

planned way to- 

(i) Acquire or sharpen capabilities required to perform various 

functions associated with their present or expected future roles; 

(ii) Develop their general capabilities as individuals and discover and 

exploit their own inner potentials for their own and/or organisational 

development purposes; 

(iii) Develop an organisational culture in which superior-subordinate 

relationship, team work and collaboration among sub-units are strong 



and contribute to the professional well- being, motivation and pride of 

employees. 

According to Pulapa Subba Rao, HRD from the organisational point of 

view is a process in which the employees of an organisation are 

helped/motivated to acquire and develop technical, managerial and 

behavioural knowledge, skills and abilities and mould the values, 

beliefs and attitudes necessary to perform present and future roles by 

realising the highest human potential with a view to contribute 

positively to the organisational, group, individual and social goals. 

Technical skills and knowledge are provided through training, 

managerial skills and knowledge are provided through management 

development and behavioural skills and knowledge are provided 

through organisation development. 

A comparative analysis of these definitions shows that the third 

definition seems to be comprehensive and elaborate as it deals with the 

developmental aspects of all the components of human resources. 

Further, it deals with all types of skills, the present and future 

organisational needs and aspects of contribution not only to 

organisational but also other goals. 

 

The analysis of the third definition further shows that there are three 

aspects, viz.- (i) employees of an organisation are helped/motivated; 

(ii) acquire, develop and mould various aspects of human resources and 

(iii) contribute to the organisational, group, individual and social goals. 

The first aspect deals with helping and motivating factors for HRD. 

These factors may be called ‘Enabling Factors’ which include: 

organisation structure, organisational climate, HRD climate, HRD 

knowledge and skills of managers, human resources planning, 

recruitment and selection. The second aspect deals with the techniques 

or methods which are the means to acquire develop and mould the 

various human resources. 

These techniques include- Performance appraisal, Potential appraisal, 

Career planning and Development, Training, Management 

development, Organisational development, Social and Cultural 

programmes, and workers’ participation in management and quality 

circles. The third category includes the outcomes’ contribution of the 



HRD process to the goals of the organisation, group, individuals and 

the society. 

 

✓ Human Resources Development (HRD) – Aims and Objectives 

The major aims of HRD may be stated as: 

i. Improve performance of individual on present job 

ii. Improve competence of individual to perform future jobs 

iii. Improve group dynamism and effectiveness 

iv. Improve individual’s attitude 

v. Integrate goal of individual with the goal of the organization 

vi. Optimize the available human resource in an organization 

vii. Encourage creativity 

viii. Provide opportunities and facilities to individual for full 

expression of their talent potential 

ix. Improve interpersonal relationship and work culture 

x. Bring industrial harmony 

xi. Increase productivity. 

The objectives of HRD are: 

i. To prepare the employee to meet the present and changing future job 

requirements. 

ii. To prevent employee obsolescence. 

iii. To develop creative abilities and talents. 

iv. To prepare employees for higher level jobs. 

v. To impart new entrants with basic HRD skills and knowledge. 

vi. To develop the potentialities of people for the next level job. 

vii. To aid total quality management. 

viii. To promote individual and collective morale, a sense of 

responsibility, co-operative attitudes and good relationships. 

ix. To broaden the minds of senior managers by providing them with 

opportunities for an interchange of experiences within and outside. 

x. To ensure smooth and efficient working of the organisation. 

xi. To provide comprehensive framework for HRD. 

xii. To enhance organisational capabilities. 

xiii. To create a climate that enables every employee to discover, 

develop and use his/her capabilities to a fuller extent in order to further 

both individual and organisational goals. 

 



✓ Human Resource Development (HRD) – Nature 

1. Learning: 

The essence of HRD is learning. The very purpose of HRD is to make 

the employees acquire knowledge, learn newer concepts and develop 

their skills. The core of HRD is to enhance the quality of workforce by 

creating an environment which fosters constant learning. 

2. Career Development: 

HRD helps in the career development of individuals by matching 

employee characteristics with job requirements. Growth of the 

organization is achieved through growth and development of individual 

employee. 

3. Specific Duration: 

Any particular HRD programme would have a specific duration. It 

could be for a short, medium or long duration. 

4. Improves Performance: 

The performance of employees is improved as a result of HRD. The 

training programmes enhance the capabilities of employees and 

improve their productivity. 

5. Organizational Development: 

HRD aims at not just the development of the human resources, but at 

the progress of the organization as a whole. Positive changes in work 

culture, processes and organizational structure are made. 

6. Long-Term Benefits: 

HRD is a very future oriented concept. The results of HRD can be 

experienced only after some time following its implementation. But it 

benefits the employee and the organization for a long time in the future. 

7. Continuous Process: 

HRD is a continuous process. Different HRD programmes are to be 

implemented in the organization according to changes in the work 

environment. Human behaviour needs to be monitored regularly to 

enable them to adjust themselves according to environment dynamics. 

8. Employee Welfare: 

The organization attempts to provide all the facilities which are vital 

for the physical and mental well-being of the employees to facilitate 

HRD. Measures like canteen facilities, crèche, medical insurance, etc. 

are provided as part of employee welfare. 

9. Development of Team Spirit: 



HRD creates a healthy work environment which helps to build team 

spirit and coordination among various groups and the department. 

Team spirit is necessary for fostering loyalty and belongingness among 

employees. 

 

✓ Human Resource Development (HRD) – Need 

Human resource development is needed in an organization for the 

following purposes: 

1. To Achieve Goals: 

People need competencies to perform tasks. Higher degree and quality 

of performance of tasks requires higher level of skills. Continuous 

development of competencies in people is essential for an organization 

to achieve its goals. Competent and motivated employees are essential 

for organizational survival, growth and excellence. 

2. To Maintain a Level of Growth: 

Over a period of time, an organization may achieve a saturation point 

in terms of its growth. Even to maintain such a saturation level of 

growth employee competencies need to be sharpened or developed as 

organizations operate in environments that keep changing requiring the 

employees to acquire new competencies. 

3. Improve Effectiveness: 

Any organization interested in improving its services and its 

effectiveness in cost reduction, reduction in delays, increased customer 

satisfaction, improved quality and promptness of services, market 

image needs to develop the competencies of its employees to perform 

the tasks needed to bring about such improvements. 

 

✓ Human Resources Development (HRD) – Prerequisites 

Before introduction of HRD in any bank, a climate is created by 

stressing the importance of developing people / creating effective teams 

/ solving problems by bringing these in the open and working together 

to find solutions to the problems. Once the climate is created, it 

becomes advisable to create HRD spirit by laying emphasis on the 

development of individuals through the help of their supervisors. 

Reorganising the training systems, introducing appraisal system in 

phases on the next stages is the process of HRD introduction. 



HRD is an integral part of every manager’s responsibility and need not 

be looked upon merely as the responsibility of the personnel 

department. The top management, personnel department and the 

branch manager have their respective roles in promoting HRD in banks. 

The role of top management is in HRD is in the following areas: 

(i) Developing corporate policy 

(ii) Developing management leadership style 

(iii) Action planning 

(iv) Appointment of competent persons for HRD functions 

(v) Examine appraisal systems 

(vi) Starting organisational development exercises 

(vii) Developing training policy 

(viii) Developing HRD climate 

(ix) Developing HRD personnel 

(x) Exercising patience with HRD 

 

✓ Human Resources Development (HRD) – Scope 

Human resources management deals with procurement, development, 

compensation, maintenance and utilisation of human resources. HRD 

deals with development of human resources for efficient utilisation of 

these resources in order to achieve the individual, group and 

organisational goals. Thus the scope of HRM is wider and HRD is part 

and parcel of HRM. In fact, HRD helps for the efficient management 

of human resources. The scope of HRD invades into all the functions 

of HRM. 

The scope of HRD includes: 

(i) Recruiting the employees within the dimensions and possibilities for 

developing human resources. 

(ii) Selecting those employees having potentialities for development to 

meet the present and future organisational needs. 

(iii) Analysing, appraising and developing performance of employees 

as individuals, members of a group and organisations with a view to 

develop them by identifying the gaps in skills and knowledge. 

(iv) Help the employees to learn from their superiors through 

performance consultations, performance counselling and performance 

interviews. 



(v) Train all the employees in acquiring new technical skills and 

knowledge. 

(vi) Develop the employees in managerial and behavioural skills and 

knowledge. 

(vii) Planning for employees’ career and introducing developmental 

programmes. 

(viii) Planning for succession and develop the employees. 

(ix) Changing the employees’ behaviour through organisation 

development. 

(x) Employee learning through group dynamics, intra and inter team 

interaction. 

(xi) Learning through social and religious interactions and 

programmes. 

(xii) Learning through job rotation, job enrichment and empowerment. 

(xiii) Learning through quality circles and the schemes of workers’ 

participation in the management. 

 

✓ Human Resources Development (HRD) – Features 

(i) HRD is a systematic and planned approach for the development of 

individuals in order to achieve organisational, group and individual 

goals. 

(ii) HRD is a continuous process for the development of technical, 

managerial, behavioural and conceptual skills and knowledge. 

(iii) HRD develops the skills and knowledge not only at the individual 

level, but also at dyadic level, group level and organisational level. 

(iv) HRD is multi-disciplinary. It draws inputs from Engineering, 

Technology, Psychology, Anthropology, Management Commerce, 

Economics, Medicine, etc. 

(v) HRD is embodied with techniques and processes. HRD techniques 

include performance appraisal, training, management development, 

career planning and development, organisation development, 

counselling, social and religious programmes, employee involvement 

/workers’ participation, quality circles, etc. 

(vi) HRD is essential not only for manufacturing and service industry 

but also for information technology industry. 

HRD has been developed as a discipline and it studies in different 

universities in postgraduate levels. In 1965, HRD has been studies at 



Washington University. Therefore many universities have introduced 

courses in specific HRD methodology such, as communications or 

human services. It mainly applied to the behavioural science. 

The writing of Gordon Lippit, Warren Schmidt and Robert Blake are 

greatly contributed particularly in the development of the paradigm. 

There is increased emphasis on a systems approach to HRD. Leonard 

Silver and Hughes and Robert mager are contributed particularly in 

pushing for adoption of specific behavioural objectives in framing 

objective HRD modules. 

HRD is specialised and technical field with is increasing use of modem 

science and technology. Its working is essentially centralized. There is 

stress on individualized instruction. 

HRD is a profession, a specialised activity. It vendors are employed by 

organisations to plan and administer training programmes through 

more significance areas of organisational practice viz. organisational 

design, change, planning and development Its scope has progressed and 

moved from micro to macro concern. 

Characteristics of HRD could be recounted as follows. It is: 

i. Idealistic 

ii. Utilitarian in purpose, and 

iii. Evolutionary 

In the present times, Human Resource Development mainly studies 

about the human relations or organisational behaviour. It also 

developed from micro to macro levels. Human resource developed due 

to the increase in the use of science and technology in the modern age. 

In HRD there is shared responsibility between management and 

individual employees for organisational effectiveness. Gerratt defines 

learning organizations as “a group of people continually enhancing 

their capacity to create what they want to create.” 

 

✓ Human Resource Development (HRD) – Factors Affecting 

The following are the factors that affect or influence HRD: 

1. New Organisational Culture: 

Development of a new organisational culture is one of the important 

factors that influences human resources development. The 

globalisation of business has triggered a revolutionary change which 

has necessitated a strong demand for strong operational managers 



requiring greater reinforcement in the human resource system. The 

development of human resource has become a great necessity to cope 

with the vast technical and technological and cultural changes in the 

organisational structure. 

2. New Organisational Forms: 

New organisational forms have necessitated the development of human 

resources. H.R.D. and H.R.P. (Human resources development and 

human resources planning) strategy must be rightly and properly 

adapted together to business strategies in such way that the whole 

organisation can take the shape of a viable global organisation. 

According to V. P. Michael, “New concepts regarding what is work 

and how to redistribute tasks, redefine roles, authority relationships and 

sources of power must be based on the new models emerging globally. 

Recruiting, selecting, developing, rotating and managing human 

resources must aid such a global organisation with a new form and 

perspective”. HRD considers the factor of organisational form as one 

of the vital aspects in developing human resources. 

3. Congenial Environment: 

Another factor that affects HRD is the congenial environment. HRD 

should create congenial and healthy work environment so as to 

motivate the employees to work for the growth of the organisation as 

well as for their own benefit. HRD should create good and favourable 

working conditions so that the employees can put in best of their 

efforts, co-operate with the management wholeheartedly, and work 

with keen interest in the organisation. 

4. Development of Personality: 

Development of personality of individual employees is quite essential 

if HRD is to succeed. Therefore the HRD has to locate potentiality of 

the employees and take necessary steps for the full development of their 

personality and potentiality so that the employees identify their interest 

with that of their organisation. This can be done by integrating HRD 

with appropriate job design and succession plan. 

5. Employee Counseling: 

Every employee in the organisation should be given proper counseling 

services about his activities in the organisation. Counseling services 

should be related to how he should grow and what right practices he 



should adopt to improve himself and his organisation. The counseling 

need not be confined to work-related issues. 

Marital problems, problems with the children, financial difficulties or 

general psychiatric problems or health problems may not be directly 

related to the job. But the management should recognize that 

individuals cannot completely separate their personal life away from 

their life on their job. 

Therefore personal problems do affect an employee’s work 

performance. An increasingly popular form of counseling involves not 

only employees who are about to retire but also new employees who 

have just entered the organisation and also employees who have still a 

long period of service and who are likely to be promoted. HRD should 

therefore take care of all types of employees in general. 

6. Manpower Development: 

New technical and technological changes are taking place today in the 

business world, which is therefore, becoming more and more dynamic 

and more and more complex, and which is demanding, on an increasing 

scale, highly competent human force to handle the situation. 

The responsibility of developing such competent human force to handle 

efficiently and successfully such changing and challenging situation 

lies on HRD. Therefore, HRD has to design manpower training and 

development programmes to provide adequate exposure to executives, 

technocrats and ordinary work-force of the organisation. 

7. Recruitment and Selection: 

HRD is responsible to undertake the work of recruitment and selection 

of employees in the organisation. It should therefore make careful and 

wise selection of employees, train them according to the needs of their 

jobs, and see that right man is placed in the right job. 

8. Performance Appraisal: 

It is also the responsibility of the HRD to take up the periodical 

appraisal of the work performance of the employees. For the purpose 

of maintaining the quality of work and achieving the pre-determined 

targets, the employees are required to be monitored continuously. 

Periodical appraisal of the work- performance will enable the firm to 

locate the weak spots and correct the same immediately. Without the 

periodical appraisal of the work performance, the quality of work and 



the efficiency of the workers cannot be improved and the quality of 

performance cannot be maintained. 

There are other factors such as human resource information system 

(HRIS), management development, supervisory development, 

organisation development, technical and technological development, 

employee welfare measures and developing feed-back systems which 

are also closely associated with human resource development. 

 

✓ Human Resource Development (HRD) – Components 

HRD includes the development of employees at the individual and 

organizational level. It also comprises career development. The crux of 

HRD is that organizational growth can be achieved only through the 

personal and collective development of the individual employees. 

The main components of HRD are: 

1. Individual Development: 

It refers to the development of new skills, knowledge and improved 

behaviour that contribute to his productivity. As a result of this training, 

his job performance is improved. Individual development mainly takes 

place through informal activities like coaching or mentoring by an 

experienced senior. Some companies, may, however provide formal 

programmes for such training. 

2. Career Development: 

It is an approach to match employee goals with the requirements of the 

organization. The interests, values, abilities and competencies of the 

individuals are identified to analyse how their skills can be developed 

for future jobs. At an individual level, career development includes 

career planning and career awareness. Mentoring, providing career 

counselling, career development workshops, human resource planning 

are the steps the organization takes for career development. 

3. Organizational Development: 

Organizational development means an organization wide effort to 

enhance organizational effectiveness. It includes making 

improvements to the organizational structure, culture, processes, etc. 

through activities like performance evaluation, change management, 

succession planning, process analysis and team building. 

The first step in organizational development is to discover its internal 

problems and weaknesses, and then work towards solving them. The 



organization should try to become a more functional unit by fostering 

a close relationship among its various units. 

 

✓ Human Resource Development (HRD) – Process 

Every method or mechanism has two dimensions- substantive and 

procedural. Substantive dimension is what is being done process is how 

it is accomplished, including how people are relating to each other and 

what processes and dynamics are occurring. In most of the 

organisations there is overemphasis on the substantive aspect of 

method and the procedural aspect is neglected. 

Whenever there is a problem in the organisation its solution is sought 

in the rules and structures rather than in the underlying group dynamics 

and human behaviour. Thus, rules may be changed, structure may be 

modified but group dynamics and human behaviour remain 

unfortunately untouched. 

It is thought that there is no need to pay any attention to them. This is 

wrong. In every organisation human process must receive as much 

importance (if not more) as the substantive dimension. 

One can find six such processes in operation in an organisation at six 

different levels HRD methods help in improving these processes as 

described below: 

1. At the personal level there is the existential process. This process 

tells us how an individual perceives his environment, how he interacts 

with others, how he achieves his goals in life and so on. If this process 

is neglected it may adversely affect the integration of the individual 

with organisation and his quality of work. 

Career Planning, Performance Appraisal and Review, Feedback, 

Counseling, Job Enrichment, Objective Rewards, etc., improve this 

process. 

2. At the interpersonal level we have the empathic process. This process 

tells us how much empathy one individual has for the other person and 

how does he reach out to the other person and establishes a relationship 

with him. Communication, conflict, cooperation and competition are 

some important areas of study in this process. 



If this process is neglected it may adversely affect the interpersonal 

effectiveness of individuals in an organisation. Training, Rotation, 

Communication, etc., improve this process. 

3. At the role level we have the coping process. Every individual is 

required to cope with various pressures and stresses in relation to his 

role in the organisation. However, if the individual’s role is clear and 

the individual is aware of the competencies required for role 

performance, he can cope with these pressures effectively. Role 

analysis goes a long way to improve this process. 

4. At the group level we have the building process. This process tells 

us how various groups form themselves as distinct entities in an 

organisation; how do they become cohesive while the substantive (or 

structural) dimension has its grounding in classic organisation theory 

the procedure dimension reflects the human relations movement and 

strong and how can they effectively contribute to the goals of the 

organisation. 

 

✓ Human Resources Development (HRD) – Framework 

Recent economic liberalisations announced by the Government of 

India tend towards market and economy and started creating more 

dynamic environment in India than ever before. HRD plays a 

significant and crucial role in market economies under dynamic 

environments. Human Resources Development should be effective and 

efficient. 

HRD cannot be effective for the candidates who do not possess 

potentials to perform present and future roles in organisations with 

dynamic environment. HRD to be effective should essentially have a 

strong base of human resources planning, recruitment and selection 

based on effective HRD requirements. These base factors enable the 

organisation to develop its human resources efficiently. 

Human resources planning for HRD should plan for human resources 

not only for the present and future jobs but also roles. Further, human 

resource planning, recruitment, selection should emphasise on 

potentialities for development. 

Human resources to be acquired and developed are determined in terms 

of skills, knowledge, abilities, values, aptitude, beliefs, commitment, 

etc. Suitable technique(s) of human resources development is/are to be 



selected depending upon the resources to be acquired and developed. 

These techniques include- Performance appraisal, Potential appraisal, 

Training, Management development and Organisational development, 

Career planning and development, Worker participation in 

Management, Quality circles and Social and Spiritual programmes. 

The outcomes of HRD are four-fold, viz., to the organisation, to the 

individuals, to the groups and to the society. HRD benefits the 

organisation by developing the employees and make them ready to 

accept responsibilities, welcome change, adapt to change, enables the 

implementation of the programmes of total quality management, 

maintenance of sound human relations, and increase in productivity 

and profitability. HRD also benefits individuals in achieving of 

potentials, increase in performance, fulfilling their needs and 

enhancing social and psychological status. 

The HRD helps the groups in the form of increase in co-operation, 

increase in collaboration and team effectiveness. Further, it helps the 

society in the form of developing human resources and increased 

contribution of human resources to the society. 

 

✓ Human Resources Development (HRD) – Changing 

Environmental Factors 

The changing environmental factors include: 

i. Unprecedented increase in competition within and outside the 

country consequent upon the announcement and implementation of 

economic liberalisations. The economic liberalization demands 

continuous improvement of human resources. 

ii. Trends towards market economy are more prevalent in most of the 

countries including the erstwhile communist countries. These trends 

towards market economy are resulting in severe competition not only 

among the industries around the globe but also industries within the 

nation. This competition allows only the industries strong in all respects 

to continue in the market and the other industries are forced to withdraw 

from the market. 

The vitality of human resources to a nation and to the industry depends 

upon the level of its development. Organisations to be dynamic, 

growth-oriented and fast-changing should develop their human 

resources. It is needless to say that the organisation possessing 



competent human resources grow faster and can be dynamic. Though 

the positive personnel policies and programmes motivate the 

employees by their commitment and loyalty, these efforts cannot keep 

the organisation dynamic and fast-changing. 

Organisations to be dynamic should possess dynamic human resources. 

Human resources to be dynamic should acquire capabilities 

continuously; adopt the values and beliefs and aptitude in accordance 

with changing requirements of the organisation. Similarly, when 

employees use their initiative,-take risks, experiment, innovate and 

make things happen, the organisation may be said to have an enabling 

culture. 

The competent human resources can be dynamic in an enabling culture. 

Thus, the organisation can develop, change and excel, only if it 

possesses developed human resources. Thus HRD plays a significant 

role in making the human resources vital, useful and purposeful. 

 

✓ Human Resource Development (HRD) – Functions 

The important functions of human resource development (HRD) are as 

follows: 

1. Performance Appraisal 

2. Employee Training 

3. Executive Development 

4. Career Planning and Development 

5. Organisational Change and Development 

6. Involvement in Social and Religious Organisations 

7. Involvement in Quality Circles 

8. Involvement in Worker’s Participation in Management. 

The following is the brief explanation of the above cited functions: 

1. Performance Appraisal: 

Employees’ performance appraisal or merit-rating is an important 

function of the HRD. This is necessary for the HRD to assess the 

relative efficiency of various workers as reflected in their performance 

of their jobs. While job evaluation is concerned with the rating of the 

job to be performed, performance appraisal or merit-rating is concerned 

with the rating of the workers on their jobs. HRD has to perform this 

function to analyse and classify the differences amongst the workers 

vis-a-vis job standards. 



2. Employee Training: 

The next function of the HRD is to provide proper training to its 

employees or workers. Training is the act of increasing the knowledge 

and skills of an employee for doing a particular job. Training is 

considered to be the corner-stone of sound personnel administration. 

The employees could be systematically and scientifically trained, if 

they are to do their jobs effectively and efficiently. 

3. Executive Development: 

Another important functions of the HRD is to provide for executive 

development in the organization. Executive development is the 

programme by which executive capacities to achieve desired objectives 

are increased. Programme must be related to development of various 

inter-related matters, factors and needs. 

Executive capacities involve different individual abilities of present 

and prospective managers at different levels of management. The 

desired objectives include objectives of the concern, its executives and 

the persons to be managed. 

4. Career Planning and Development: 

The next function of HRD is career planning and development. Career 

planning is a systematic process by which an individual selects his 

career goals and the path to these goals. From the organisation’s point 

of view, career planning means helping the employees to plan their 

career in terms of their capacities within the context of the 

organisation’s requirements. 

Career planning and development involve formulation of an 

organizational system of career improvement and growth opportunities 

for employees from the time of their appointment in the organization 

to their retirement time. 

5. Successful Planning and Development: 

The HRD is also required to perform the function of planning and 

development of the business of the organization in successful manner. 

For this purpose, it has to plan every aspect of its organization and 

develop the same successfully. 

6. Organisational Change and Development: 

Another main function of the HRD is the organizational change and 

development. It involves organizational diagnosis, team building, task 



force and other structural and process interventions such as role 

development, job enrichment, job re-designing etc. 

7. Involvement is Social and Religious Organisation: 

The HRD manager should arrange for social and religious programmes 

and enable the employees to learn from each other. Such programmes 

enable the employees to interact closely with each other, open up their 

cognitions, share the strengths etc. 

8. Involvement in Quality Circles: 

Quality Circle is a self-governing group of workers with or without the 

supervisors who voluntarily meet regularly in order to identify, analyse 

and solve problems of their work field. This process of solving 

problems voluntarily enables the workers to learn decision-making and 

problem-solving skills from each other. 

9. Involvement in Workers’ Participation in Management: 

The participation of workers in management enables the 

representatives of both the management and the workers to share and 

exchange their ideas and view-points in the process of joint decision-

making in the organization. The joint decision-making process creates 

a plat-form for mutual learning and development. Therefore the HRD 

managers should encourage the workers to participate in the 

management of the organisation. 

 

✓ Human Resources Development (HRD) – Role 

of HRD Professional 

HRD process documentation, organisations focus both on the 

quantitative and qualitative measures considering aspects like: 

1. Description of entire process 

2. Identification of HRD elements and resource 

3. Analytic decomposition 

The basic essence of functioning of HRD systems are: 

1. Developing a strong feedback and re-enforcing mechanism 

2. Balance qualitative and quantitative (objective) decisions 

3. Balance requirement of internal and external expertise 

4. System be introduced in a phased manner 

The primary goal of HRD is to increase workers’ productivity and 

organisational profitability as investment HRD improve workers skill 

and enhance motivation and to prevent obsolescence at all levels. 



To achieve these goals, HRD manager or professional play following 

two important roles: 

(a) To assist employees in obtaining the knowledge and skills they need 

for present and future jobs, and to assist them in attaining their personal 

goals 

(b) To play the enabling role providing the right context in which 

human performance occurs and the organisation reaches its stated 

objectives 

The various roles are (As Per American Society for Training and 

Development 1998): 

1. Administrator Role providing co-ordination and support services for 

the delivery of HRD programmes. 

2. Evaluator’s Role – Identifying the input of an intervention on 

individual or organisational effectiveness. 

3. Individual Career Development Advisor Role – Helping individuals 

to assess personnel competencies, values and goals and to identify, plan 

and implement development and career actions. 

4. Leader’s Role – Supporting and leading a group’s work and linking 

that work with total organisation 

5. Facilitator’s Role – presenting information, directing structure 

learning experiences and managing group discussions and group 

process. 

6. Marketer’s Role – marketing and contracting programmes and 

services 

7. Material Developer’s Role – The role of producing written end / or 

electronically mediated instructional materials Needs analyst Role-

Identifying ideal and actual performance and determining causes of 

discrepancies. 

8. Organisational changes Role – Influencing and supporting changes 

and organisational behaviour 

9. Programme Designer’s Role – Preparing objectives, defining context 

and selecting and sequencing activities for a specific intervention 

10. Researcher’s Role – Identifying, developing or testing new 

theories- concept-technologies models, hard wares etc. and translating 

these implications for improved individual or organisational 

performance. 



HRD consultant or expertise appointed by organisations where they do 

not have the requisite internal skill and knowledge. 

This is particularly relevant, in cases like: 

1. Training and management development programme 

2. TQM (Total Quality Management) 

3. ISO:9000 

4. Quality Circles 

5. Value Engineering, 

6. Business Process Re-engineering 

7. Bench-marking 

8. Just in-time 

9. Total productive maintenance 

10. Career planning 

11. Objectivity or corporate strategy leverage Cases 

12. Six Sigma 

Responsibility of Human Resources Development (HRD) Manager: 

The primary responsibilities of a HRD manager are: 

1. To act as an internal change agent and consultant. 

2. To initiate change and act as an expert and facilitator. 

3. To actively involve himself in the company’s strategy formulation. 

4. To keep communication lines open between the HRD function and 

individuals and groups both within and outside the organisation. 

5. To identify and evolve HRD strategies in consonance with overall 

business strategy. 

6. To facilitate the development of various organisational teams and 

their working relationship with other teams of individuals. 

7. To try and relate people and work so that the organisational 

objectives are achieved effectively and efficiently. 

8. To diagnose problems and to determine appropriate solutions 

particularly in the human resources areas. 

9. To provide co-ordination and support services for the delivery of 

HRD programmes and services. 

10. To evaluate the impact of an HRD intervention or to conduct 

research so as to identify, develop or test how HRD in general has 

improved individual or organisational performance. 

Human resource development programmes help to ensure that the 

organisation has the people with the skills and knowledge it needs to 



achieve its strategic objectives. The thrust of human resource 

development is on training and development. It is a dynamic process 

which aims at improving the skills and talents of the personnel. 

Training fills the gap between what someone can do and what he should 

be able to do. Development aims at modification of behaviour through 

experience. It builds on strengths and helps to overcome weakness, and 

ensures that the organisation has the expertise it needs. Development 

operates at all level, middle management level, and top management 

level, covering executives and non-executives. 

 

✓ Human Resources Development (HRD) – Role of Training 

Training is most important mechanisms or sub systems of an HRD 

system. Training plays an important role in the development of human 

resources. To put the right man at the right place with the trained 

personnel has now become essential today’s globalised market. No 

organization has a choice on whether or not to develop employees. 

Therefore training has now-a-days become an important and required 

factor for maintaining and improving interpersonal and intergroup 

collaboration. 

Human resources are the life blood of any organization. Only through 

well-trained personnel, can an organization achieve its goals. 

So, a well-planned training program can inmate the development of 

human resources in organization as per requirement. 

The human resources may derive the following benefits from training: 

1. Increased Skills and knowledge – The employer acquire new skills 

and knowledge which will help them improve their career. 

2. Higher Productivity – The productivity of the workers is increased 

as a result of training. Because of this, they earn higher salaries and 

bonus. 

3. Way to Promotion – A potent worker can sharpen his skills during 

training. This helps him to get a promotion for higher position. 

4. Less accidents – Trained workers are less prove to accidents as they 

know how to use risky machines and materials. They also know the use 

of various safety devices. 

5. Increased mobility – Trained employees can shift from one job to 

another or ever from one organization to another in order to advance in 

their career. 



At a glance, we find that training gives the following results: 

1. Growth, expansion and modernization cannot take place without 

trained manpower. 

2. It increases productivity and profitability, reduces cost and finally 

enhances skills and knowledge of the employee. 

3. Prevents obsolescence. 

4. Helps in developing a problem solving attitude. 

5. Gives people awareness of rules & procedure. 

 

Human Resources Development (HRD) – System 

Lippit (1978) points out that HRD as a system depends on: 

(a) Work itself which generates a higher degree of responsibility for the 

employees; 

(b) The individual’s personal and professional growth; 

(c) The improved quality output as a result of increased responsibility; 

and 

(d) Organisation as an open system. Focus on all these aspects is what 

HRD is all about. 

Rao (1985) defined HRD as “a process by which the employees of an 

organisation are helped, in a continuous planned way to- (a) acquire or 

sharpen capabilities required to perform various tasks and functions 

associated with their present or expected future roles; (b) develop their 

enabling capabilities as individuals so that they are able to discover and 

exploit their own inner potentials for their own and/ or organisational 

development purposes; and (c) develop an organisational culture where 

superior-subordinate relationship, teamwork, and collaboration among 

different sub-units are strong and contribute to the organisational 

health, dynamism and pride of employees.” 

HRD as a function consists of various activities related to training and 

development and performance appraisal. All aspects of training and 

appraisal play a significant role in achieving the individual’s growth 

and development. In this respect, HRD is more a proactive and 

supportive function because the organisation has to take a lead in 

helping the people to grow and realise their potential. 

Systematic HR Practices Ensure the Success of SMEs: 

A competent workforce is perhaps the most important asset for any 

organisation. Thus, it is in the interest of any company irrespective of 



its size to positively focus on human resource (HR) development and 

management. However, it is rather sad that the HR activities are often 

neglected by many Indian SMEs. 

As per a survey conducted by the Confederation of Indian Industries 

(CII), around 80% from the small enterprises and about 20% of the 

medium enterprises indicated having no formal HR department. 

The problem arises because “most of the SMEs are not aware of the 

strategic dimensions and associated benefits of HRD”. Indian SMEs 

can turn the tables around by learning from the big players as well as 

from their global counterparts and address the challenges that they face 

on their HR front. 

SMEs are driven by manpower hence recruiting the right people is 

singularly important. “People acquisition is the greater focus than 

people retention,” and “a professional” attitude is vital for growth. 

Thus, it is essential to recognise the talent first. 

Keeping this in mind, Hermes Softlab, a Slovenia-based SME came up 

with its programme of sponsorship with schools and universities to 

create tomorrow’s workforce. As a result, the company managed 

attracts a large number of youngsters who could be groomed as per the 

job requirements. 

Retaining the best talent is as important as hiring it because happy 

employees make happy clients. The talented people “can be retained 

only by putting in place best HR practices”. Opportunities to grow, 

freedom in decision making, etc.” are the chief considerations that 

determine an employee’s job satisfaction. 

To combat attrition, Canada-based Celestica International Inc. has put 

in place the best HR practices. Its introduction of innovative 

programmes such as stress management and weight watchers along 

with the team approach to adapt to night shift workings are 

commendable. 

Employee participation assumes a new meaning at TNT U.K. where 

employees constantly suggest changes for improvement. This form of 

participation should be encouraged in India as well. On a different track 

is the ‘Advantage! for SMEs’ scheme implemented in Singapore. It 

proposes to facilitate the re-employment and retention of older workers. 

Ideally, an organisation should let the employee to grow and prepare 

for future challenges. “Strategies should be carefully planned and 



directed in order to yield effective organizational development, 

performance and success.” 

Fedex Corporation, a big name in logistics, gave its employees a unique 

opportunity to identify and assess their respective roles. The 

programme – Leadership Evaluation and Awareness Process (LEAP) – 

met with instant success thereby benefiting both the company and the 

employees. 

At Grupo Texto Editores, a Portuguese SME, a young employee 

working in the packing department rose to become the MD of the 

Angolan Division. Following this, the company has been constantly 

motivating its employees by placing challenging yet rewarding projects 

before them. 

Similarly in China, ‘The T&D (training and development) programme’ 

has been aimed at training the competent skilled workers to add value 

to the organisation. This gives clarity to the employees about the role 

they are expected to play. 

Indeed, the company benefits when an employee is made to feel like its 

owner. The SMEs should therefore do away with the hierarchical 

orders that create gaps between the employees and the employer. Atul 

Jalan, MD & CEO, Manthan systems feels that “strong frameworks, 

ethics and business practices” determine the success of an SME. He 

further points out that at his company any form of hierarchy is 

discouraged. 

A sense of informal yet disciplined approach to work indeed helps in 

building a strong rapport between the employee and the employer. 

In fact, the focus has to be on fostering entrepreneurship. The 

employees should inculcate entrepreneurial skills to grow in the 

industry. “Training is no longer skill upgradation. Today’s employees 

need to learn more.” ‘The Countryside Entrepreneurship Development 

Program’ implemented in Philippines has been successful in upgrading 

the management capabilities of existing entrepreneurs. 

Through workshops, job training sessions and conferences, the 

programme has tried to identify and address the challenges faced by the 

SMEs. 

Technology is yet another aspect that can no longer be ignored. 

However, merely implementing a software solution is not enough. 

Technology delivers only when it is aligned with the right processes 



driven by the right people. “Setting up proper systems and management 

processes in place are some of the areas of concern.” 

The use of new and advanced technology can take the Indian SMEs one 

step further but it has to be user friendly, efficient and uncomplicated. 

However, the SMEs has to be user friendly, efficient and 

uncomplicated. However, the SMEs “need to have their process 

designed in such a way that it will support the development of the team 

growth.” 

Caring for the safety of the employees is another aspect that needs to 

be highlighted. An organisation that ensures that its employees are 

working in a safe environment is bound to see good results. For 

example, Bridgestone gives top priority to the safety of the employee. 

It believes in the ‘Today is also one day of safety’ policy. And this 

works in the favour of the employees as well as of the company. 

Sound and systematic HR practices ensure the success of SMEs. 

“Being big does not mean Being Great Small is Strategic.” The SMEs 

should exercise flexibility in adopting the global best HR practices that 

would help them in the long run. 

What must not be forgotten is that the world is keeping a close watch 

on the Indian SMEs and any form of mediocrity is unpardonable. The 

emphasis then has to be on becoming better by following the best 

practices. 

 

✓ Human Resources Development (HRD) – Techniques and 

Methods 

Techniques of human resources development are also called HRD 

methods, HRD instruments, HRD mechanisms or HRD sub-systems. 

They include: 

(i) Performance Appraisal 

(ii) Potential Appraisal 

(iii) Career Planning 

(iv) Career Development 

(v) Employee Training 

(vi) Executive Development 

(vii) Organisational Change 

(viii) Organisational Development 

(ix) Social and Cultural Programmes 



(x) Workers’ Participation in Management 

(xi) Quality Circles 

(xii) Employee Counseling 

(xiii) Team Work 

(xiv) Role Analysis 

(xv) Communication Policies and Practices 

(xvi) Monetary Rewards 

(xvii) Non-monetary Rewards 

(xviii) Employee Benefits and 

(xix) Grievance Mechanism. 

HRD Outcomes Include: 

HRD outcomes provide the ground rules to build an organization 

excelling in people, processes, products and profits. 

 

(i) Training makes people more competent. They develop new skills, 

knowledge and attitudes. 

(ii) There is greater clarity of norms and standards. People become 

better aware of the skills required for job performance and the 

expectations which other members have set for them. 

(iii) People become more committed to their jobs because now there is 

greater objectivity in the administration of rewards. The data-based 

appraisal system reduces subjectivity to the minimum. People are 

assessed on the basis of their performance against agreed objectives 

and their team spirit, risk taking and creative qualities. They become 

more proactive in their orientation. 

(iv) People develop great trust and respect for each other. They become 

more open in their behaviour. Thus, new values come to be generated. 

(v) There is great collaboration and team work which produces synergy 

effect. 

(vi) There is greater readiness on the part of employees to accept 

change. They find themselves better equipped with problem-solving 

capabilities. 

(vii) Lot of useful and objective data on employees are generated which 

facilitates human resources planning. 

(viii) Participation develops in workers a sense of achievement and 

pride in work. 

(ix) HRD helps inducing multi-skills to the employees. 



 

✓ Human Resource Development (HRD) – Benefits 

HRD not only develops the competence of the individuals but also 

develops his latent potential for the total effectiveness of the 

organization. 

The benefits from HRD are therefore many, some of them are: 

i. HRD assists employee to diagnose his own strengths and weaknesses. 

ii. It develops creativity in employees. 

iii. It helps employees to develop himself in a given organizational 

climate to improve not only his performance but that of the 

organizations. 

iv. It develops trust and openness amongst employees thus enriches 

interpersonal relationships. 

v. It creates environment for realistic feedback and guidance from 

superiors. 

vi. It provides long term and short term development opportunities. 

vii. It smoothen the career development plans. 

viii. It helps organizations to use available human resources for future 

challenging responsibilities after developing them. 

ix. It enables an overall development of personality of employees and 

the organizations. 

 

✓ Human Resource Development (HRD) – Outcomes 

Following are the various outcomes, which result from HRD methods 

via improvement in the human processes: 

i. People in the organisation become more competent because on the 

one hand they become better aware of the skills required for job 

performance and on the other hand there is greater clarity of norms and 

standards. 

ii. People understand their roles better because through increased 

communication they become aware of the expectations, which other 

members of their role set have from them. 

iii. People become more committed to their jobs because now there is 

greater objectivity in the administration of rewards. They come forward 

with better and more creative ideas. 



iv. People develop greater trust and respect for each other. They 

become more open and authentic in their behaviour. Thus new values 

come to be generated. 

v. There is greater collaboration and teamwork, which produces 

synergy effect. 

vi. People find themselves better equipped with problem solving 

capabilities. 

They become more prone to risk-taking and proactive in their 

orientation. There is greater readiness on their part to accept change. 

7. Lot of useful and objective data on employees are generated which 

facilitate better human resource planning. 

8. The top management becomes more sensitive to employees’ 

problems and human processes due to increased openness in 

communication. 

The net result of the above outcomes is that the organisation becomes 

more effective. It achieves new heights in terms of productivity, cost, 

growth, diversification, profits and public image. However, one should 

not expect these results in a short period. 

But if these results do not appear even after a reasonably long period 

one should question the qualitative and quantitative adequacy of the 

HRD processes and the related instruments which are being used in that 

organisation. 

It should also be remembered that excellent HRD outcomes at any 

given point of time do not indicate continued effectiveness of the 

organisation for all times to come. HRD results need to be continuously 

watched, strengthened and renewed. 

 

✓ Human Resource Development (HRD) – Evaluation of HRD 

Programme 

HRD Programme evaluation is the final phase in the training and HRD 

process. This is where the effectiveness of the HRD intervention is 

measured. This is an important but often ignored activity. Careful 

evaluation provides information on participants’ reaction to the 

programme, how much they learned, whether they use what they 

learned back on the job, and whether the programme improved the 

organization’s effectiveness. 



HRD professionals are increasingly being asked to provide evidence of 

the success of their efforts using a variety of “hard” and “soft” 

measures, that is, both bottom line impact, as well as employee 

reaction. 

This information allows managers to make better decisions about 

various aspects of the HRD effort, such as: 

i. Continuing to use a particular technique of vendor in future 

programmes. 

ii. Offering a particular programme in the future. 

iii. Budgeting and resource allocation. 

iv. Using some other HR or managerial approach (like employee 

selection). 

v. Changing work rules to solve the problem. 

                                                   It is important that HRD professionals 

provide evidence that HRD programmes improve individual and 

organizational effectiveness. Armed with this information, HRD 

managers can better compete with managers from other areas of the 

organization when discussing the effectiveness of their actions and 

competing for resources. 

 

❖ Every society is faced with the necessity of making a responsible 

member out of each child born into it. The child must learn the 

expectations of the society so that his behaviour can be relied 

upon. He must acquire the group norms. The society must 

socialise each member so that his behaviour will be meaningful 

in terms of the group norms. In the process of socialisation, the 

individual learns the reciprocal responses of the society. 

Socialisation is a processes with the help of which a living organism is 

changed into a social being. It is a process through which the younger 

generation learns the adult role which it has to play subsequently. It is 

a continuous process in the life of an individual and it continues from 

generation to generation. 



Meaning of Socialisation: 

The newborn is merely an organism. Socialisation makes him 

responsive to the society. He is socially active. He becomes a ‘Purush’ 

and the culture that his group inculcates in him, humanises him, and 

makes him ‘Manusha’. The process indeed, is endless. The cultural 

pattern of his group, in the process gets incorporated in the personality 

of a child. It prepares him to fit in the group and to perform the social 

roles. It sets the infant on the line of social order and enables an adult 

to fit into the new group. It enables the man to adjust himself to the new 

social order. 

Socialisation stands for the development of the human brain, body, 

attitude, behaviour and so forth. Socialisation is known as the process 

of inducting the individual into the social world. The term socialisation 

refers to the process of interaction through which the growing 

individual learns the habits, attitudes, values and beliefs of the social 

group into which he has been born. 

From the point of view of society, socialisation is the way through 

which society transmits its culture from generation to generation and 

maintains itself. From the point of view of the individual, socialisation 

is the process by which the individual learns social behaviour, develops 

his ‘self. 

The process operates at two levels, one within the infant which is called 

the internalisation of objects around and the other from the outside. 

Socialisation may be viewed as the “internalisation of social norms. 

Social rules become internal to the individual, in the sense that they are 

self-imposed rather than imposed by means of external regulation and 

are thus part of individual’s own personality. 



The individual therefore feels an urge to conform. Secondly, it may be 

viewed as essential element of social interaction. In this case, 

individuals become socialised as they act in accordance with the 

expectations of others. The underlying process of socialisation is bound 

up with social interaction. 

Socialisation is a comprehensive process. According to Horton and 

Hunt, Socialisation is the process whereby one internalises the norms 

of his groups, so that a distinct ‘self emerges, unique to this individual. 

Through the process of socialisation, the individual becomes a social 

person and attains his personality. Green defined socialisation “as the 

process by which the child acquires a cultural content, along with 

selfhood and personality”. 

According to Lundberg, socialisation consists of the “complex 

processes of interaction through which the individual learns the habits, 

skills, beliefs and standard of judgement that are necessary for his 

effective participation in social groups and communities”. 

Peter Worsley explains socialisation “as the process of “transmission 

of culture, the process whereby men learn the rules and practices of 

social groups”. 

H.M. Johnson defines socialisation as “learning that enables the learner 

to perform social roles”. He further says that it is a “process by which 

individuals acquire the already existing culture of groups they come 

into”. 

The heart of socialisation”, to quote kingsley Davis.” is the emergence 

and gradual development of the self or ego. It is in terms of the self that 



personality takes shape and the mind comes to function”. It is the 

process by which the newborn individual, as he grows up, acquires the 

values of the group and is moulded into a social being. 

Socialisation takes place at different stages such as primary, secondary 

and adult. The primary stage involves the socialisation of the young 

child in the family. The secondary stage involves the school and the 

third stage is adult socialisation. 

Socialisation is, thus, a process of cultural learning whereby a new 

person acquires necessary skills and education to play a regular part in 

a social system. The process is essentially the same in all societies, 

though institutional arrangements vary. The process continues 

throughout life as each new situation arises. Socialisation is the process 

of fitting individuals into particular forms of group life, transforming 

human organism into social being sand transmitting established 

cultural traditions. 

Features of Socialisation: 

Socialisation not only helps in the maintenance and preservation of 

social values and norms but it is the process through which values and 

norms are transmitted from one generation to another generation. 

Features of socialisation may be discussed as under: 

1. Inculcates basic discipline: 

Socialisation inculcates basic discipline. A person learns to control his 

impulses. He may show a disciplined behaviour to gain social approval. 

2. Helps to control human behaviour: 

It helps to control human behaviour. An individual from birth to death 

undergoes training and his, behaviour is controlled by numerous ways. 



In order to maintain the social order, there are definite procedures or 

mechanism in society. These procedures become part of the man’s/life 

and man gets adjusted to the society. Through socialisation, society 

intends to control the behaviour of its-members unconsciously. 

3. Socialisation is rapid if there is more humanity among the- agencies 

of socialisation: 

Socialisation takes place rapidly if the agencies’ of socialisation are 

more unanimous in their ideas and skills. When there is conflict 

between the ideas, examples and skills transmitted in home and those 

transmitted by school or peer, socialisation of the individual tends to be 

slower and ineffective. 

4. Socialisation takes place formally and informally: 

Formal socialisation takes through direct instruction and education in 

schools and colleges. Family is, however, the primary and the most 

influential source of education. Children learn their language, customs, 

norms and values in the family. 

5. Socialisation is continuous process: 

Socialisation is a life-long process. It does not cease when a child 

becomes an adult. As socialisation does not cease when a child 

becomes an adult, internalisation of culture continues from generation 

to generation. Society perpetuates itself through the internalisation of 

culture. Its members transmit culture to the next generation and society 

continues to exist. 

Types of Socialisation: 

Although socialisation occurs during childhood and adolescence, it also 

continues in middle and adult age. Orville F. Brim (Jr) described 

socialisation as a life-long process. He maintains that socialisation of 



adults differ from childhood socialisation. In this context it can be said 

that there are various types of socilisation. 

1. Primary Socialisation: 

Primary socialisation refers to socialisation of the infant in the primary 

or earliest years of his life. It is a process by which the infant learns 

language and cognitive skills, internalises norms and values. The infant 

learns the ways of a given grouping and is moulded into an effective 

social participant of that group. 

The norms of society become part of the personality of the individual. 

The child does not have a sense of wrong and right. By direct and 

indirect observation and experience, he gradually learns the norms 

relating to wrong and right things. The primary socialisation takes place 

in the family. 

2. Secondary Socialisation: 

The process can be seen at work outside the immediate family, in the 

‘peer group’. The growing child learns very important lessons in social 

conduct from his peers. He also learns lessons in the school. Hence, 

socialisation continues beyond and outside the family environment. 

Secondary socialisation generally refers to the social training received 

by the child in institutional or formal settings and continues throughout 

the rest of his life. 

3. Adult Socialisation: 

In the adult socialisation, actors enter roles (for example, becoming an 

employee, a husband or wife) for which primary and secondary 

socialisation may not have prepared them fully. Adult socialisation 

teaches people to take on new duties. The aim of adult socialisation is 

to bring change in the views of the individual. Adult socialisation is 



more likely to change overt behaviour, whereas child socialisation 

moulds basic values. 

4. Anticipatory Socialisation: 

Anticipatory socialisation refers to a process by which men learn the 

culture of a group with the anticipation of joining that group. As a 

person learns the proper beliefs, values and norms of a status or group 

to which he aspires, he is learning how to act in his new role. 

5. Re-socialisation: 

Re-Socialisation refers to the process of discarding former behaviour 

patterns and accepting new ones as part of a transition in one’s life. 

Such re-socialisation takes place mostly when a social role is radically 

changed. It involves abandonment of one way of life for another which 

is not only different from the former but incompatible with it. For 

example, when a criminal is rehabilitated, he has to change his role 

radically. 

Theories of Socialisation: 

Development of Self and Personality: 

Personality takes shape with the emergence and development of the 

‘self’. The emergence of self takes place in the process of socialisation 

whenever the individual takes group values. 

The self, the core of personality, develops out of the child’s interaction 

with others. A person’s ‘self is what he consciously and unconsciously 

conceives himself to be. It is the sum total of his perceptions of himself 

and especially, his attitudes towards himself. The self may be defined 

as one’s awareness of and ideas and attitudes about his own personal 

and social identity. But the child has no self. The self-arises in the 



interplay of social experience, as a result of social influences to which 

the child, as he grows, becomes subject. 

In the beginning of the life of the child there is no self. He is not 

conscious of himself or others. Soon the infant feels out the limits of 

the body, learning where its body ends and other things begin. The child 

begins to recognise people and tell them apart. At about the age of two 

it begins to use ‘I’ which is a clear sign of definite self-consciousness 

that he or she is becoming aware of itself as a distinct human being. 

Primary groups play crucial role in the formation of the self of the new 

born and in the formation of the personality of the new born as well. It 

can be stated here that the development of self is rooted in social 

behaviour and not in biological or hereditary factors. 

In the past century sociologists and psychologists proposed a number 

of theories to explain the concept of self. 

There are two main approaches to explain the concept of self – 

Sociological approach and: Psychological approach. 

Charles Horton Cooley: 

Charles Horton Cooley believed, personality arises out of people’s 

interactions with the world. Cooley used the phrase “Looking Glass 

Self’ to emphasise that the self is the product of our social interactions 

with other people. 

To quote Cooley, “As we see our face, figure and dress in the glass and 

are interested in them because they are ours and pleased or otherwise 

with according as they do or do not answer to what we should like them 

to be; so in imagination we perceive in another’s mind some thought of 



our appearance, manners, aims, deeds, character, friends and so on and 

variously affected by it”. 

The looking glass self is composed of three elements: 

1. How we think others see in us (I believe people are reacting to my 

new hairstyle) 

2. What we think they react to what they see. 

3. How we respond to the perceived reaction of others. 

For Cooley, the primary groups to which we belong are the most 

significant. These groups are the first one with whom a child comes 

into contact such as the family. A child is born and brought up initially 

in a family. The relationships are also the most intimate and enduring. 

According to Cooley, primary groups play crucial role in the formation 

of self and personality of an individual. Contacts with the members of 

secondary groups such as the work group also contribute to the 

development of self. For Cooley, however, their influence is of lesser 

significance than that of the primary groups. 

The individual develops the idea of self through contact with the 

members of the family. He does this by becoming conscious of their 

attitudes towards him. In other words, the child gets his conception of 

his self and latter of the kind of person he is, by means of what he 

imagines others take him to be Cooley, therefore, called the child’s idea 

of himself the looking glass self. 

The child conceives of himself as better or worse in varying degrees, 

depending upon the attitudes of others towards him. Thus, the child’s 



view of himself may be affected by the kind of name given by his 

family or friends. A child called ‘angel’ by his mother gets a notion of 

himself which differs from that of a child called ‘rascal’. 

The ‘looking glass self-assures the child which aspects of the assumed 

role will praise or blame, which ones are acceptable to others and which 

ones unacceptable. People normally have their own attitudes towards 

social roles and adopt the same. The child first tries out these on others 

and in turn adopts towards his self. 

The self thus arises when the person becomes an ‘object’ to himself. 

He is now capable of taking the same view of himself that he infers 

others do. The moral order which governs the human society, in large 

measure, depends upon the looking glass self. 

This concept of self is developed through a gradual and complicated 

process which k continues throughout life. The concept is an image that 

one builds only with the help of others. A very ordinary child whose 

efforts are appreciated and rewarded will develop a feeling of 

acceptance and self-confidence, while a truly brilliant child whose 

efforts are appreciated and rewarded will develop a feeling of 

acceptance and self – confidence, while a truly brilliant child whose 

efforts are frequently defined as failures will usually become obsessed 

with feelings of competence and its abilities can be paralyzed. Thus, a 

person’s self-image need bear no relation to the objective facts. 

A critical but subtle aspect of Cooley’s looking glass is that the self-

results from an individual’s imagination of how others view him or her. 

As a result, we can develop self-identities based on incorrect 

perceptions of how others see us. It is because people do not always 



judge the reactions of others accurately, of course and therein arise 

complications. 

Stages of Socialisation: 

G.H. Mead: 

The American psychologist George Herbert Mead (1934) went further 

in analysing how the self develops. According to Mead, the self 

represents the sum total of people’s conscious perception of their 

identity as distinct from others, just as it did for Cooley. However, 

Mead’s theory of self was shaped by his overall view of socialisation 

as a lifelong process. 

Like Cooley, he believed the self is a social product arising from 

relations with other people. At first, however, as babies and young 

children, we are unable to interpret the meaning of people’s behaviour. 

When children learn to attach meanings to their behaviour, they have 

stepped outside themselves. Once children can think about themselves 

the same way they might think about someone else, they begin to gain 

a sense of self. 

The process of forming the self, according to Mead, occurs in three 

distinct stages. The first is imitation. In this stage children copy the 

behaviour of adults without understanding it. A little boy might ‘help’ 

his parents vacuum the floor by pushing a toy vacuum cleaner or even 

a stick around the room. 

During the play stage, children understand behaviours as actual roles- 

doctor, firefighter, and race-car driver and so on and begin to take on 

those roles in their play. In doll play little children frequently talk to the 



doll in both loving and scolding tones as if they were parents then 

answer for the doll the way a child answers his or her parents. 

This shifting from one role to another builds children’s ability to give 

the same meanings to their thoughts; and actions that other members of 

society give them-another important step in the building of a self. 

According to Mead, the self is compassed of two parts, the ‘I’ and the 

‘me’ The ‘I’ is the person’s response to other people and to society at 

large; the ‘me’ is a self-concept that consists of how significant others 

– that is, relatives and friends-see the person. The ‘I’ thinks about and 

reacts to the ‘me’ as well as to other people. 

For instance, ‘I’ react to criticism by considering it carefully, 

sometimes changing and sometimes not, depending on whether I think 

the criticism is valid. I know that people consider ‘me’ a fair person 

who’s always willing to listen. As they I trade off role in their play, 

children gradually develop a ‘me’. Each time they see themselves from 

someone else’s viewpoint, they practise responding to that impression. 

During Mead’s third stage, the game stage, the child must learn what is 

expected not just by one other person but by a whole group. On a 

baseball team, for example, each player follows a set of rules and ideas 

that are common to the team and to baseball. 

These attitudes of ‘other’ a faceless person “out there”, children judge 

their behaviour by standards thought to be held by the “other out there”. 

Following the rules of a game of baseball prepares children to follow 

the rules of the game of society as expressed in laws and norms. By this 

stage, children have gained a social identity. 



Jean Piaget: 

A view quite different from Freud’s theory of personality has been 

proposed by Jean Piaget. Piaget’s theory deals with cognitive 

development, or the process of learning how to think. According to 

Piaget, each stage of cognitive development involves new skills that 

define the limits of what can be learned. Children pass through these 

stages in a definite sequence, though not necessarily with the same 

stage or thoroughness. 

The first stage, from birth to about age 2, is the “sensorimotor stage”. 

During this period children develop the ability to hold an image in their 

minds permanently. Before they reach this stage. They might assume 

that an object ceases to exist when they don’t see it. Any baby-sitter 

who has listened to small children screaming themselves to sleep after 

seeing their parents leave, and six months later seen them happily wave 

good-bye, can testify to this developmental stage. 

The second stage, from about age 2 to age 7 is called the preoperational 

stage. During this period children learn to tell the difference between 

symbols and their meanings. At the beginning of this stage, children 

might be upset if someone stepped on a sand castle that represents their 

own home. By the end of the stage, children understand the difference 

between symbols and the object they represent. 

From about age 7 to age 11, children learn to mentally perform certain 

tasks that they formerly did by hand. Piaget calls this the “concrete 

operations stage”. For example, if children in this stage are shown a 

row of six sticks and are asked to get the same number from the nearby 

stack, they can choose six sticks without having to match each stick in 

the row to one in the pile. Younger children, who haven’t learned the 



concrete operation of counting, actually line up sticks from the pile next 

to the ones in the row in order to choose the correct number. 

The last stage, from about age 12 to age 15, is the “stage of formal 

operations. Adolescents in this stage can consider abstract 

mathematical, logical and moral problems and reason about the future. 

Subsequent mental development builds on and elaborates the abilities 

and skills gained during this stage. 

Sigmund Freud: 

Sigmund Freu’s theory of personality development is somewhat 

opposed to Mead’s, since it is based on the belief that the individual is 

always in conflict with society. According to Freud, biological drives 

(especially sexual ones) are opposed to cultural norms, and 

socialization is the process of taming these drives. 

The Three-part self: 

Freud’s theory is based on a three-part self; the id, the ego, and the 

superego. The id is the source of pleasure-seeking energy. When energy 

is discharged, tension is reduced and feelings of pleasure are produced, 

the id motivates us to have sex, eat and excrete, among other bodily 

functions. 

The ego is the overseer of the personality, a sort of traffic light between 

the personality and the outside world. The ego is guided mainly by the 

reality principle. It will wait for the right object before discharging the 

id’s tension. When the id registers, for example, the ego will block 

attempts to eat spare types or poisonous berries, postponing 

gratification until food is available. 



The superego is an idealized parent: It performs a moral, judgemental 

function. The superego demands perfect behaviour according to the 

parents’ standards, and later according to the standards of society at 

large. 

All three of these parts are active in children’s personalities. Children 

must obey the reality principle, waiting for the right time and place to 

give into the id. They must also obey the moral demands of parents and 

of their own developing super egos. The ego is held accountable for 

actions, and it is rewarded or punished by the superego with feelings of 

pride or guilt. 

Stages of Sexual Development: 

According to Freud, personality is formed in four stages. Each of the 

stages is linked to a specific area of the body an erogenous zone. During 

each stage, the desire for gratification comes into conflict with the 

limits set by the parents and latter by the superego. 

The first erogenous zone is the mouth. All the infant’s activities are 

focussed on getting satisfaction through the mouth not merely food, but 

the pleasure of sucking itself. This is termed the oral phase. 

In the second stage, the oral phase, the anus becomes the primary 

erogenous zone. This, phase is marked by children’s struggles for 

independence as parents try to toilet-train them. During this period, 

themes of keeping or letting go of one’s stools become sailent, as does 

the more important issue of who is in control of the world. 

The third stage is known as the phallic phase. In this stage the child’s 

main source of pleasure is the penis/ clitoris. At this point, Freud 

believed, boys and girls begin to develop in different directions. 



After a period of latency, in which neither boys nor girls pay attention 

to sexual matters, adolescents enter the genital phase. In this stage some 

aspects of earlier stages are retained, but the primary source of pleasure 

is genital intercourse with a member of the opposite sex. 

Agencies of Socialisation: 

Socialisation is a process by which culture is transmitted to the younger 

generation and men learn the rules and practices of social groups to 

which they belong. Through it that a society maintains its social system. 

Personalities do not come ready-made. The process that transforms a 

child into a reasonably respectable human being is a long process. 

Hence, every society builds an institutional framework within which 

socialisation of the child takes place. Culture is transmitted through the 

communication they have with one another and communication thus 

comes to be the essence of the process of culture transmission. In a 

society there exists a number of agencies to socialise the child. 

To facilitate socialisation different agencies, play important roles. 

These agencies are however interrelated. 

1. Family: 

The family plays an outstanding role in the socialisation process. In all 

societies other agencies besides the family contribute to socialisation 

such as educational institutions, the peer group etc. But family plays 

the most important role in the formation of personality. By the time 

other agencies contribute to this process family has already left an 

imprint on the personality of the child. The parents use both reward and 

punishment to imbibe what is socially required from a child. 



The family has informal control over its members. Family being a mini 

society acts as a transmission belt between the individual and society. 

It trains the younger generation in such a way that it can take the adult 

roles in proper manner. As family is primary and intimate group, it uses 

informal methods of social control to check the undesirable behaviour 

on the part of its members. The process of socialisation remains a 

process because of the interplay between individual life cycle and 

family life cycle. 

According to Robert. K. Merton, “it is the family which is a major 

transmission belt for the diffusion of cultural standards to the oncoming 

generation”. The family serves as “the natural and convenient channel 

of social continuity. 

2. Peer Group: 

Peer Group means a group in which the members share some common 

characteristics such as age or sex etc. It is made up of the 

contemporaries of the child, his associates in school, in playground and 

in street. The growing child learns some very important lessons from 

his peer group. Since members of the peer group are at the same stage 

of socialisation, they freely and spontaneously interact with each other. 

The members of peer groups have other sources of information about 

the culture and thus the acquisition of culture goes on. They view the 

world through the same eyes and share the same subjective attitudes. 

In order to be accepted by his peer group, the child must exhibit the 

characteristic attitudes, the likes and dislikes. 

Conflict arises when standards of the peer group differ from the 

standards of the child’s family. He may consequently attempt to 



withdraw from the family environment. The peer group surpasses the 

parental influence as time goes on. This seems to be an inevitable 

occurrence in rapidly changing societies. 

3. Religion: 

Religion play a very important role in socialisation. Religion instills the 

fear of hell in the individual so that he should refrain from bad and 

undesirable activities. Religion not only makes people religious but 

socialises them into the secular order. 

4. Educational Institutions: 

Parents and peer groups are not the only agencies of the socialisation 

in modern societies. Every civilised society therefore has developed a 

set of formalised agencies of education (schools, colleges and 

universities) which have a great bearing on the socialisation process. It 

is in the educational institutions that the culture is formally transmitted 

and acquired in which the science and the art of one generation is 

passed on to the next. 

The educational institutions not only help the growing child in learning 

language and other subjects but also instill the concept of time, 

discipline, team work, cooperation and competition. Through the 

means of reward and punishment the desired behaviour pattern is 

reinforced whereas undesirable behaviour pattern meets with 

disapproval, ridicule and punishment. 

In this way, the educational institutions come next to the family for the 

purpose of socialisation of the growing child. Educational institution is 

a very important socialiser and the means by which individual acquires 

social norms and values (values of achievement, civic ideals, solidarity 



and group loyalty etc) beyond those which are available for learning in 

the family and other groups. 

5. Occupation: 

In the occupational world the individual finds himself with new shared 

interests and goals. He makes adjustments with the position he holds 

and also learns to make adjustment with other workers who may 

occupy equal or higher or lower position. 

While working, the individual enters into relations of cooperation, 

involving specialisation of tasks and at the same time learns the nature 

of class divisions. Work, for him, is a source of income but at the same 

time it gives identity and status within society as a whole. 

Wilbert Moore has divided occupational socialisation into four phases: 

(a) Career choice, 

(b) anticipatory socialisation, 

(c) conditioning and commitment, 

(d) continues commitment. 

(a) Career Choice: 

The first phase is career choice, which involves selection of academic 

or vocational training appropriate for the desired job. 

(b) Anticipatory Socialisation: 

The next phase is anticipatory socialisation, which may last only a few 

months or extent for years. Some children inherit their occupations. 

These young people experience anticipatory socialisation throughout 

childhood and adolescence as they observe their parents at work. 



Certain individuals decide on occupational goals at relatively early 

ages. The entire adolescent period for them may focus on training for 

that future. 

(c) Conditioning and Commitment: 

The third phase of occupational socialisation takes places while one 

actually performs the work-related Role. Conditioning consists of 

reluctantly adjusting to the more unpleasant aspects of one’s job. Most 

people find that the novelty of new daily schedule quickly wears off 

and realise that the parts of the work experience are rather tedious. 

Moore uses the term commitment to refer to the enthusiastic acceptance 

of pleasurable duties that come as the recruit identifies the positive task 

of an occupation. 

(d) Continues Commitment: 

According to Moore, if a job proves to be satisfactory, the person will 

enter a fourth stage of socialisation. At this stage the job becomes an 

indispensable) art of the person’s self-identity. Violation of proper 

conduct becomes unthinkable. A person may choose to join 

professional associations, unions or other groups which represent his 

or her occupation in the larger society. 

6. Political Parities: 

Political parties attempt to seize political power and maintain it. They 

try to win the support of the members of the society on the basis of a 

socio-economic policy and programme. In the process they disseminate 

political values and norms and socialise the citizen. The political parties 

socialise the citizen for stability and change of political system. 

 



7. Mass Media: 

The mass media of communication, particularly television, play an 

important role in the process of socialisation. The mass media of 

communication transmit informations and messages which influence 

the personality of an individual to a great extent. 

In addition to this, communication media has an important effect in 

encouraging individuals to support the existing norms and values or 

oppose or change them. They are the instrument of social power. They 

influence us with their messages. The words are always written by 

someone and these people too – authors and editors and advertisers – 

join the teachers, the peers and the parents in the socialisation process. 

To conclude, environment stimuli often determine the growth of human 

personality. A proper environment may greatly determine whether the 

social or the self-centered forces will become supreme. Individual’s 

social environment facilitates socialisation. If his mental and physical 

capacities are not good, he may not be able to make proper use of 

environment. However, the family plays perhaps the important part in 

the process of socialisation. 

The child learns much from the family. After family his playmates and 

school wield influence on his socialisation. After his education is over, 

he enters into a profession. Marriage initiates a person into social 

responsibility, which is one of aims of socialisation. In short the 

socialisation is a process which begins at birth and a continues 

unceasingly until the death of individual. 

Importance of Socialisation: 

The process of socialisation is important from the point of view of 

society as well as from the point of view of individual. Every society is 



faced with the necessity of making a responsible member out of each 

child born into it. The child must learn the expectations of the society 

so that his behaviour can be relied upon. 

He must acquire the group norms in order to take the behaviour of 

others into account. Socialisation means transmission of culture, the 

process by which men learn the rules and practices of social groups to 

which belongs. It is through it that a society maintain its social system, 

transmits its culture from generation to generation. 

From the point of view of the individual, socialisation is the process by 

which the individual learns social behaviour, develops his self. 

Socialisation plays a unique role in personality development of the 

individual. 

It is the process by which the new born individual, as he grows up, 

acquires the values of the group and is moulded into a social being. 

Without this no individual could become a person, for if the values, 

sentiments and ideas of culture are not joined to the capacities and 

needs of the human organism there could be no human mentality, no 

human personality. 

The child has no self. The self emerges through the process of 

socialisation. The self, the core of personality, develops out of the 

child’s interaction with others. 

In the socialisation process the individual learns the culture as well as 

skills, ranging from language to manual dexterity which will enable 

him to become a participating member of human society. 



Socialisation inculcates basic disciplines, ranging from toilet habits to 

method of science. In his early years, individual is also socialised with 

regard to sexual behaviour. 

Society is also concerned with imparting the basic goals, aspirations 

and values to which the child is expected to direct his behaviour for the 

rest of his life. He learns-the levels to which he is expected to aspire. 

Socialisation teaches skills. Only by acquiring needed skills individual 

fit into a society. In simple societies, traditional practices are handed 

down from generation to generation and are usually learned by 

imitation and practice in the course of everyday life. Socialisation is 

indeed an intricate process in a complex society characterised by 

increasing specialisation and division of work. In these societies, 

inculcating the abstract skills of literacy through formal education is a 

central task of socialisation. 

Another element in socialisation is the acquisition of the appropriate 

social roles that the individual is expected to play. He knows role 

expectations, that is what behaviour and values are a part of the role he 

will perform. He must desire to practise such behaviour and pursue 

such ends. 

Role performance is very important in the process of socialisation. As 

males, females, husbands, wives, sons, daughters, parents, children, 

student’s teachers and so on, accepted social roles must be learned if 

the individual is to play a functional and predictable part in social 

interaction. 

In this way man becomes a person through the social influences which 

he shares with others and through his own ability to respond and weave 



his responses into a unified body of habits, attitudes and traits. But man 

is not the product of socialisation alone. He is also, in part, a product of 

heredity. He generally possesses, the inherited potential that can make 

him a person under conditions of maturation and conditioning. 

 

Social Change 

Change means differentiation in anything observation over sometime. 

If we feel that there's come alteration, we call it changes. It this change 

is in contest to social structure, institution etc, i.e. social context then it 

is social change. 

According Fictor "Change means variations from previous state or 

mode of existence". 

Change is an universal phenomena i.e. it is a law of native. There's 

always a change in nature. Society is a part of nature & so society also 

changes & static society is unthinkable. Society is on the wheel of 

change, which may occur due to various factors (like demography, 

ideas etc. If there is any change in Technology etc there's change in 

society) out the change varies in speed & farm. 

In some places the change is rapid whereas in other places it may be 

slow. These days due to industriation & urbanization the change is 

rapid as compared to earlier times. The form may be economic, 

political, social (instriation) religious (instriation), change in any part 

of society affects all the other parts of society. Eg. An individual is the 

fundamental unit of society & there's change in the life of the individual 

which is called evolutionary process of social change (birth to death). 

This is a slow process. 

Definition of Social Change 

Ginsberg (By social change I understand a change in the social 

structure). 



Kingsley Doris "By social change is meant only such alternations as 

occur in social organization i.e. the structure & functions of society". 

Merril & Elbridge "Social change means, that large no. of persons are 

engaging in activities that differ from those which they or their 

immediate fore-fathers engaged in some time before." 

Gillin & Gillin "Social changes are variations from the accepted mode 

of life, whether due to alteration in geographical condition, in cultural 

equipment, composition of the population. Or ideologies & whether 

brought about by diffusion or inventions within the group." 

Jones' "Social change is a term used to describe variations in or 

modification of any aspect of social process, social patterns, social 

interaction or social organization." 

M.D.Jenson – Describes –Social change as "modification in ways of 

doing & thinking of people." 

Characteristics of Social change 

1. Social change is universal or it is an essential law. 

2. Change with diff. in speed & form simple society … change was 

slower. 

3. Change is unpredictable in general Revol is a process of social 

change. What speed & in what form the change takes place is not 

easily predictable. 

4. Social change is change in community 

5. Social change generally changes in direction. There are 3 patterns 

of social change. 

i. linear failure change generally leads to progress (change for 

good) can't cycle –car – train –plain 

ii. Fluctuating change – the change may be upward & 

downward. The demographic change is such also economic 

change, 

iii. Cyclical change – the change is in a cycle. Fashion, 

sometimes also in economical aspect (Karl max gave this 

idea. He says earlier there was no private property & we 

may go back to it). 



Factors of Social change 

Biological 

 

1. Demographic factors – Population plays an important role in 

society it there is change in the composition of pop there is change 

in society by composition we mean the structure i.e. sex ratio. For 

balance in society the sex ratio should be 1:1 and if there is change 

in the ratio there is change in society if there are more females 

than the status & position goes down (because in Polygene more 

wives & the hubby now their status goes down). In the other case 

the females position rises. The bride –price increases (in the 

tribunal society). 

Age group – childhood, adulthood, old age. If the population of 

children is most then increase of population will be slower. If 

adults more than there will be rapid change in society cause they 

are the most regulative. In case of old more there is conflict in 

society they don't wish for change. 

Marital status in production of children. If girls are married young 

there will be over population & he health is also in danger. Status 

of women becomes lower. And if at too late a stage – a girl is 

married fertility is less. Changes in demography – Birth rate & 

Death rate. Higher birth rate creates a lot of problems. Malthus 

theme of population – Economics. Over population-poverty 

unemployment increases. Death – rate – man – power decreases. 

Immigration & Emigration – 1 is coming into country, 2 – going 

out of the country. Causes cultural problems leads to over 

population. 2 – Brain – drain is the problem. 

2. Natural factors – now native affect society – National calamities, 

floods, epidemics affairs society in its social relationships (i) 

structure. People become selfish as during scarcities they are 

more bothered feeding themselves. 

3. Technological factors 

a. Mechanization & social change – machines bring about this 

gave women the chance to work gave rise to women's tib. 

Unemployment & such problems arose these affected 

cottage industries. 



b. Urbanization – changed job opportunities. 

Transport gave rise is social contacts. Communication gives 

rise to greater awareness & is beans of recreation too. 

Atomic Energy & change 

4. CulturalFactors 

Write about concept of cultural tag by w.f Ougbourn book – 

social change brings change. He says material & non – material 

change. Usually non-material can't cope up with material changed 

& gives rise to cultural lag. 

Change in values ideas & custom's changes society (Habits). 

In handbook of Sociology, he said if may so happen that material 

behind education, unization etc., too brings change in marriage 

system etc. 

Marxian theory of social change i.e. Technological Deterministic 

theory. On interpretative theory – change according to him is 

inevitable & a continuous process. He has given more important 

to the economical factors. He says if there is change in economy 

the only tractor my (changes of demography etc affect the 

individuals) there is change in society – change n the production 

system i.e. change in technology because it is due to change in 

technology that these's change in production that's why his theme 

is called technological data. Two change in production system. 

Has two aspect productive forces & productive relations – this is 

due to change in technology productive apparatuses, labour & 

production experience & labour still ? productive faces. 

Productive relations ? Capitalists & labourers (master & slaves). 

Education as related to social equity and equality of educational 

opportunity 

The concept equality of educational opportunity has passed through 

various stages of evolution in history. At present equality of 

educational opportunity has been interpreted “as the opportunity to start 

together, to benefit from staggered starts, to rein on the same track, and 

to rein or progress together. 



“According to NPE-1986 Equality of Education means “to provide for 

equal opportunity to all not only in a access but also in the conditions 

for success”. Equality of Educational opportunity has been taken as 

“equalization of access by as suitable manipulation of educational 

inputs (Like physical facilities and equipment in schools, quality of 

teachers and curriculum, and financial assistance for the poor). 

To other, it has meant an equalization of results of education well, that 

is equalization of educational achievement and benefits accruing from 

it.” 

Till date the term equality of educational opportunity was generally 

interpreted as openings of schools within walking distance for children, 

providing residential facilities to children, admission of children of all 

communities to schools, reducing the dropout rate and increasing, the 

retention rate of children through various measures, provision of non-

formal education centres for the non-attending children, grant of pre-

matric and post-matric stipends and provision of various ancillary 

service to facilitate schooling of children. 

It is common observations that such provisions have either not been 

fully utilised or not understood in the right perspective by the 

beneficiaries second, economic poverty though a major reason, is not 

the only constraint in the educational development of the educationally 

backward sections of Indian society. 

There are other factors, such as social and psychological restrains lack 

of motivation in children vis-a-vis their education, a low self-concept 

of their parents, inadequate facilities in homes, and the passive attitude 



of teachers to the educational progress of learners from backward 

communities. 

Teacher’s active participation in the educational development of these 

communities in general, and individual attention to their children in 

particular, will definitely pave the way for their success in education. 

❖ Constitutional Provisions for Socially & Educationally 

Backward Classes (OBCs), Safeguards relating to 

Educational & Public Employment 

 

The constitution does not describe the term backward classes. 

It is up to the centre and the states to postulate the classes that belong 

to this group. However, it is understood that classes that are not 

represented adequately in the services of the state can be termed, 

backward classes. 

Further, the President can, under Art. 340 constitute a commission to 

investigate the condition of socially and educationally backward 

classes. Based on this report, the president may specify the backward 

classes. Commission for Enquiring into Conditions of Backward 

Classes 

1. Article 340: Appointment of a Commission to investigate the 

conditions of backward classes. 

Safeguards relating to Educational & Public Employment 

1. Article 15: Prohibition of discrimination on grounds of religion, race, 

caste, sex or place of birth. 

2. Article 16: Equality of opportunity in matters of public employment. 

3. Art. 15 (4): “Nothing in this article or in article 29(2) shall prevent the 

state from making any provisions for the advancement of any socially 

and economically backward classes of citizens or for Scheduled Castes 

and Scheduled Tribes.” This clause started the era of reservations in 



India. You may please note that Art. 15(4) talks about backward classes 

and not backward castes thus caste is not the only criterion for 

backwardness and other criteria must also be considered. 

4. Art. 15 (5): This clause was added in 93rd amendment in 2005 and 

allows the state to make special provisions for backward classes or SCs 

or STs for admissions in private educational institutions, aided or 

unaided. 

5. Art. 16(4): This clause allows the state to reserve vacancies in public 

service for any backward classes of the state that are not adequately 

represented in the public services. 

6. Art. 16 (4A): This allows the state to implement reservation in the 

matter of promotion for SCs and STs. 

7. Art. 16(4B): This allows the state to consider unfilled vacancies 

reserved for backward classes as a separate class of vacancies not 

subject to a limit of 50% reservation. 

About Backward Classes 

The Central Government of India classifies some of its citizens based 

on their social and economic condition as Scheduled Caste (SC), 

Scheduled Tribe (ST), and Other Backward Class (OBC). The OBC list 

presented by the National Commission for Backward Classes is 

dynamic (castes and communities can be added or removed) and is 

subject to change from time to time depending on social, educational 

and economic factors. For example, the OBCs are entitled to 27 % 

reservations in public sector employment and higher education. In the 

Constitution, OBCs are described as ‘socially and educationally 

backward classes’, and the government is enjoined to ensure their 

social and educational development. The population of OBCs below 

poverty line was 22.6% in rural area and 15.4% in urban area whereas 

the population of SCs was 31.5% and 21.7% in rural and urban area 

respectively and the population of ST was 45.3% in rural area and 

24.1% in urban area as per the poverty estimate released by the 

Planning Commission on the basis of Household Consumer 

Expenditure Survey undertaken by NSSO, Ministry of Statistics and 

Programme Implementation during 2011-12. 



The Backward Classes Division in the Ministry of Social Justice and 

Empowerment looks after the policy, planning and implementation of 

programmes related to social and economic empowerment of OBCs. It 

also looks after matters relating to two institutions set up for the welfare 

of OBCs: National Backward Classes Finance and Development 

Corporation (NBCFDC) and the National Commission for Backward 

Classes (NCBC). 

Backward Classes Division 

Under the Backward Classes Bureau, the Ministry is mandated to look 

after the welfare of Backward Classes, by implementing the schemes 

for Backward Classes. The Ministry also deals with the National 

Backward Classes Commission (NCBC) which was set up in 1993. The 

Commission tenders advice to the Ministry in respect of castes, sub-

castes, synonyms and communities for inclusion in/from the central list 

of Other Backward Classes. 

Backward Classes means such backward classes of citizens other than 

the Scheduled Castes and Scheduled Tribes as may be specified by the 

Central Government in the lists prepared by the Government of India 

from time to time for purposes of making provision for the reservation 

of appointments or posts in favour of backward classes of citizens 

which, in the opinion of that Government, are not adequately 

represented in the services under the Government of India and any local 

or other authority within the territory of India or under the control of 

the Government of India. 

The affairs of Backward Classes were looked after by the Backward 

Classes Cell (BCC) in the Ministry of Home Affairs prior to 1985. With 

the creation of a separate Ministry of Welfare in 1985 (renamed as 

Ministry of Social Justice and Empowerment on 25.5.1998), the 

matters relating to Scheduled Castes, Scheduled Tribes, Other 

Backward Classes (OBCs) and Minorities were transferred to the new 

Ministry. Consequent upon the creation of two separate ministries for 

Scheduled Tribes and Minorities, the subject matter pertaining to these 

two categories were transferred to the respective Ministries. The 

Backward Classes Division in the Ministry looks after the policy, 

planning and implementation of programmes relating to social and 

economic empowerment of OBCs. It also looks after matters relating 

to two institutions set up for the welfare of OBCs namely, 



In India scholarships or student aid is available for—SCs, STs, BCs, 

OBCs, women, Muslims, and other minorities. Only about 0.7% of 

scholarships or student aid in India is based on merit, given the grossly 

inadequate representation of above-mentioned categories in 

employment and education due to historic, societal and cultural 

reasons. 

New rules implementation of UPA Government do not provide 

scholarship scheme and reservation quota of students and employees of 

colleges under central University and State University approved by the 

UGC. 

Value Education: Meaning, Objectives and Needs  

 

Meaning of Value-Education: 

The very purpose and main function of education is the development 

of an all round and well-balanced personality of the students, and also 

to develop all dimensions of the human intellect so that our children 

can help make our nation more democratic, cohesive, socially 

responsible, culturally rich and intellectually competitive nation. 

But, nowadays, more emphasis is unduly laid on knowledge-based and 

information-oriented education which takes care of only the intellectual 

development of the child. 

Consequently, the other aspect of their personality like physical, 

emotional, social and spiritual are not properly developed in providing 

for the growth of attitudes, habits, values, skills and interests among the 

pupils. It is here that we talk in terms of value-education. A complete 

description of what value-education is, could entail a study in itself. 

There are corroborating findings, by many researchers. After analysing 

and studying the descriptions (about value-education) of such 

researchers the definition of value-education may be started as follows: 



Value-education is a many sided endeavour and in an activity during 

which young people are assisted by adults or older people in schools, 

family homes, clubs and religious and other organisations, to make 

explicit those underlying their own attitudes, to assess the effectiveness 

of these values for their own and others long term well-being and to 

reflect on and acquire other values which are more effective for long 

term well-being. 

Value- education, is thus concerned to make morality a living concern 

for students. Hence, what is needed is value-education. Despite many 

educators and educationists description regarding value-education, it 

cannot be denied that continuing research will continue to making the 

description of value- education more adequate. 

 

According to C. V. Good — “Value-education is the aggregate of all 

the process by means of which a person develops abilities, attitudes and 

other forms of behaviour of the positive values in the society in which 

he lives.” 

Objectives of Value-Education: 

Traditionally the objectives of value-education were based on religion 

and philosophy. There was no secular value-education; but in today’s 

modern world, this has been taken as very much essential. 

Accordingly, the objectives for value-education may be taken up as 

follows: 

1. Full development of child’s personality in its physical, mental, 

emotional and spiritual aspects, 

2. Inculcation of good manners and of responsible and cooperative 

citizenship. 

3. Developing respect for the dignity of individual and society. 

4. Inculcation of a spirit of patriotism and national integration. 

5. Developing a democratic way of thinking and living. 

6. Developing tolerance towards and understanding of different 

religious faiths. 

7. Developing sense of brotherhood at social, national and international 

levels. 



8. Helping pupils to have faith in themselves and in some supernatural 

power that, is supposed to control this universe and human life. 

9. Enabling pupils to make decisions on the basis of sound moral 

principles 

10. Evolving the evaluation criteria on value-education. 

11. Suggesting measures for better utilisation of value-education. 

12. Finding out the interests of pupils in relation to different aspects 

and activities of value-education. 

13. Clarifying the meaning and concept of value-education. 

Need for the Inculcation of Value-Education: 

Again, and again, like a boomerang, the question that bursts out is 

“where have the values gone?’ While making an attempt for answering 

this question, one notices a conscious and conspicuous shift in the 

latter-day educational philosophy from a cognitive to kinetic 

development of the pupil. 

A wide range of values of moral, aesthetic and social nature that have 

evolved during the marathon march of the human civilisation is posing 

before us a crisis of priorities: which of these values is to be cultivated 

and what is the appropriate stage of doing so? 

Hence, the issue becomes all the more jumbled when it comes to fixing 

up of the responsibilities: who is to inculcate values? — parents, 

leaders, the affluent, the business tycoons, thinkers, artists, teachers? 

The easy and obvious answer is — “the teacher is the prime inculcator 

of values because the young are under his or her formal care”. 



Whatever may be the answer! Really speaking, it is not enough just to 

know about values, because values have to be practiced. Our country is 

undergoing radical, social changes. So, the students who are the future 

citizens of tomorrow have to be oriented to respond to and adjust with 

these social changes satisfactorily by equipping them with desirable 

skills and values. 

The Modern India has committed to the guiding principles of socialism, 

secularism, democracy, national integration and so on. These guiding 

principles should be emphasised in the educational system and suitable 

value; are to be included in the students for promoting equality, social 

justice, national cohesion and democratic citizenship. 

With these aims in view, radical reforms in the present lop-sided 

education are to be introduced and all attempts need to be made for 

developing well-integrated personalities for our individuals. Hence, the 

need for inculcating desirable values. 

India is known for its rich cultural and spiritual heritage, and the need 

for a value-system through education has been felt and recognised 

through centuries. Value system play an important role in any decision-

making process. In fact, every human action is the reflection of 

personal and social values. 

Modern age of science and technology has created many evils. 

Violence, immorality, egoism, self-centeredness, frustration are 

rampant everywhere. The world has already experienced the horrors of 

modern wars during WORLD WAR I and II. 

It has been the victim of passions and evils like violence, jealousy, 

national superiority and arrogance. That is why, in spite of wonderful, 



scientific achievements the world is a place of violence, gloom and 

unease. 

In the midst of material prosperity, a large section of humanity is under 

the grip of immorality, poverty and corruption. Thus, man has been the 

monarch of entire world. Now, such unsatisfactory situations have 

arisen due to crises of values. 

Hence, inculcation of desirable values in the student is felt essential to 

find out the answers to such questions as: 

a. What exactly is the wrong thing that is existing in today’s entire 

educational system? 

b. How can international harmony and peace be promoted? 

c. How can social justice and also fellow-feeling be ensured in the 

modern world? 

d. Which things can be considered to be the most important causes for 

the outburst of crises that is seen or witnessed by all of us today? 

e. How can mankind carve out for itself a preferred future of peace and 

prosperity? etc. 

The Kothari Commission has very rightly observed “the expanding 

knowledge and growing power which is places at the disposal of 

modern society must, therefore, be combined with the strengthening 

and deepening of the sense of social responsibility and a keener 

appreciation of moral and spiritual values”. 

Now, looking at today’s situation which is developing very fast, it is 

equally important for us to give a proper value-orientation to our 



educational system. Hence, after India gained Independence, continued 

attempts have been made for inculcation of right values in the students 

at different stages of education. 

Accordingly, the National Conference on Minimum Curriculum 

Standards for primary stage organised by NCERT (National Council 

For Educational Research and Training) in July 1970, emphasised the 

importance of inculcating in the students moral and spiritual values 

which form a part of our culture viz., honesty, kindness, charity, 

tolerance, courtesy, sympathy and compassion. 

The National Seminar on Primary and Work-oriented Education 

organised by NCERT in November, 1976, in the context of 

International Education Year recognised the relevance and importance 

of the Gandhian Values in reforming education. 

The Seminar, therefore, recommended the following Gandhian Values 

for inculcation at the Primary Stage: 

1. Dignity on manual labour 

2. Sense of social awareness and responsibility 

3. Respect for other’s religion 

4. Fearlessness 

5. Truthfulness 

6. Non-Violence 

7. Purity 

8. Service and 



9. Peacefulness 

Dr. M. T. Ramji, in his book entitled as ‘VALUE ORIENTED 

SCHOOL EDUCATION’ has mentioned that in the context of modern 

India which is moving towards industrialisation and technology, we 

need education that is based on spiritual, moral and social values. 

According to him, the important spiritual, moral and social values 

which form part of the Indian Cultural Heritage are: 

1. Courage 

2. Truth 

3. Universal love 

4. Respect for all religions 

5. Dignity of manual work 

6. Service 

7. Purity 

8. Courtesy 

9. Peace and 

10. Joy 

All these values are to be taught in Primary and Secondary Schools and 

it is imperative on the part of the teachers as well as teacher educators 

to understand the school situation and also the potentialities of school 

activities in promoting the values in schools. 



In a paper entitled— “EDUCATION IN THE FIFTH YEAR PLAN, 

1974-79”, brought out by the Ministry of Education and Social 

Welfare, Government of India, t is pointed out — ‘Perhaps, the most 

significant need of hour is to transform the educational system with a 

view to cultivating the basic values of humanism, democracy, socialism 

and secularism….’ 

It is in the above quoted context, it may be stated firmly that the 

teachers, teacher-educators and administrators should try their best to 

promote value-oriented education in schools. Hence, it is essential to 

generate adequate awareness among the people through mass media as 

well as different types of school organisations. 

The schools can definitely play an important role in inculcating 

desirable values in the pupils through effective organisation of 

different, curricular and co-curricular programmes. Now, such a task 

must necessarily be the joint responsibility that is to be shouldered by 

all teachers and not just the assigned duty of one or two teachers. 

Such “a growing concern over the erosion of essentials and an 

increasing cynicism in the society has brought to focus the need for 

readjustments in the curriculum in order to make the system of 

education a fore full tool for cultivation of social and moral values”. 

According to Burtrand Russel, “Broadly speaking, we are in the middle 

of a race between human skills as to means and human folly as to ends. 

The human race has survived owing to ignorance and incompetence, 

but given knowledge and competence combined with fully, there can 

be no certainty of survival. Knowledge’s is power for evil as much as 

for good. It follows that, unless men increase in wisdom as much as in 

knowledge, increase of knowledge will be increase of sorrow.” 



Love, compassion, sympathetic joy and even mindedness have 

obviously an unbalanced scope like wisdom and require a long, 

strenuous training and dedication of creative imagination and intuition. 

Such training in the East has been both emotional and intellectual. In 

the West, little attention has been paid to the cultivation and training of 

moral feeling, imagination and intuition. 

In countries where there was but one official religion, the church, 

temple or mosque could provide the necessary authority to impose a 

common moral code on schools. But in most countries, there are 

number of religions and cultures which, from time to time may have 

come into conflict. To assume peace and national unity, mostly 

countries have established secular public education system. 

Our population during the Post-Independence period has increased in 

terms of culture and religion; slowly we are beginning to see the 

richness and diversity of cultures, which is an asset to our nation, and 

to understand that diversity is valuable in its own right. 

Thus, we see on the one hand in the history of education the demand 

for an education which aims at developing social cohesion and respect 

for common values, but on the other, an education that is respectful of 

the dignity of every individual and every cultural identity. But the 

question is — “Can education promote unity in diversity, and if so, 

how?” 

And — Mahatma Gandhi, long ago has answered — “I do not want my 

house to be walled in on all sides and my windows to be stuffed. I want 

the culture of all the lands to be blown about my house as freely as 

possible. But I refuse to be blown off my feet by any”. Gandhiji 



remained an inspiration to all who wanted to support a vision of unity. 

He had understood the value of cultural diversity. 

Today, we all are living such a society where we find anxiety-stricken 

parents, frustrated jobless degree holders, teachers strikes, dowry 

deaths, attraction of students towards private coaching classes, inability 

of our teachers to keep control over the overcrowded classes, etc. etc. 

On account of the said circumstances, there is very much a strongly felt 

need to develop value-education policies and programmes which will 

seek to eliminate all types of discrimination in education. 

For this a planned action will be such where rights of minorities will be 

taken care of, where intellectual understanding will be promoted, where 

there will be tolerance for other religions. It is better to state in one 

sentence that we need to place the melting pot model by a mosaic, rich 

in diversity but nonetheless having a clear unifying pattern based on 

‘global ethics’. 

The matter that has been discussed so far, brings out adequately the 

need for value education which will lead to the regeration of values that 

have been lost in the process of search of knowledge, power and 

material progress during this century and preceding ones. 

It is because of this, it seems, Kothari Commission has rightly stressed 

— “A National System of Education that is related to life, needs and 

aspirations of the people cannot afford to ignore this purposeful force 

— viz. VALUE”. 



The National Policy on Education of 1986 has very strongly 

recommended the need for value-education due to the following 

reasons: 

1. Tremendous advance in science and technology’ has resulted in a 

complete change in the lifestyle of the people. 

2. Science and technology is being used to produce weapons of mass 

destruction endangering the very existence of the human race instead 

of using it for the betterment of human life. 

3. Erosion of traditional values. 

4. Life in the future is going to be faster and more complex. The student 

of today have to face such moral situations in future, in which, instead 

of depending on others, they may be required to take their own 

decision. 

5. The present youth has special problems. It has started to question the 

conduct of elders — especially political leaders. They do not see the 

relevance of the values preached. 

The above discussion stresses again and again the importance of the 

need of value-education. Value-education involves exposing students 

to a whole series of values in their complete totality. It helps to bring 

about an improvement in the child’s thoughts, ideas attitudes, interests, 

emotions, sentiments, personality and character. 

Really speaking, value-education influences all aspects of a person’s 

growth and development. Thus, value- education consequently, is an 

integral part of education which cannot be separated from the 



educational process. Value-education has to be placed, therefore, at the 

centre of the educational endeavour. 

Schools should be induced to create a climate of values which should 

run various activities and would be conducive to the promotion of 

values among students, teachers, parents and educational 

administrators. Programmes of value- education should incorporate 

values of integral personality in all its dimensions — physical, vital, 

intellectual, aesthetic, ethical and spiritual. 

The question now jumps up — How exactly the implementation of such 

value-education could be done in schools and what are the various 

activities to be undertaken in different classes? The process of valuing 

is what we go through when we make judgement about things, events 

and people that we encounter in our day-to-day life. 

Value education  

Value Education is the process through which the individuals gives 

good values to each other. 

To reflect on and to achieve the long-term values and behaviours that 

are identified as being more real for the good of ourselves and others. 

‘Value education’ develops a sensible person with strong 

character and values. 

It is an action that can take place in human society, during which the 

people are helped by others, who may be older. 

The purpose of values-based education is to make the student work 

with the right attitude and standards to face the outside world. 

Value Education is a process of increasing the overall character of a 

student, it also includes character development, personality 

development and spiritual development. 

Some people may think that personality is a natural character of a child 

and can never be developed; however, this is not correct. 



A personality development conference and a good school selection can 

lead to a fundamental change in a child’s character. 

We had discussed what are the main objectives of value education, 

along with the types of value education and much more. 


