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SYNOPSIS 

Various research works has tried to establish a direct relationship 

between human resource development (HRD) and organisational 
performance. But these studies are still not in a position to find out 

the mechanisms through which HRD leads to organisational 
performance . Here in this paper an attempt has been made to 
investigate the pathways leading from HRD to organisational 
performance by using structural equation modelling. Specifically, 
we used this analytical tool to test a research framework that is 

constituted by a set of causal relationships between organisational 
and other contingencies, resourcing and HRD, skills, attitudes and 

behaviour, and organisational performance. Employing data from 
TATA CONSULTANCY SERVICES (TCS) operating in the 
service sector, results indicate that the impact of HRD on 

organisational performance is positive and serially mediated 
through skills, attitudes and behaviour, and moderated by 

resourcing, organisational context and other contingencies. Thus, 

the paper not only supports that HRD has a positive impact on 

organisational performance but also explains the mechanisms 

through which HRD improves organisational performance. 
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INTRODUCTION OF THE COMPANY 

Tata Consultancy Services Limited (TCS) is an Indian 
multinational information technology (IT) service, consulting and 
business solutions company Headquartered in Mumbai, 

Maharashtra. It is a subsidiary of the Tata Group and operates in 
46 countries. 

TCS is one of the largest Indian companies by market 

capitalization ($80 billion).TCS is now placed among the Big 4' 
most valuabie IT services brands worldwide. TCS aione generates 

70% dividends of its parent company, Tata Sons. In 2015, TCS is 
ranked 64th overall in the Forbes World's Most Innovative 

Companies ranking, making it both the highest-ranked IT services 

company and the top Indian company. It is the world's 10th largest 

IT services provider by revenue. As of December 2015, it is ranked 

10th on the Fortune India 500 list. 

On 12 January 2017, N.Chandrashekaran was elevated as the 

chairman for Tata Sons . Rajesh Gopinathan was appointed as the 
new MD and CEO for TCS. 
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Industry 
Founded 

Founder 

Headquarters 

Area served 

Key people 

Services 

Revenue 

Operating income 

Profit 

Total assets 

Total equity 

Number of employees 

3 

IT services, IT consulting 

1968 

J. R. D. Tata, F.C. Kohli, 

Harish Chourasiya, Sunaina 

Joshi 

Mumbai, Maharashtra, India 

Worldwide 

Natarajan Chandrasekaran 

(Chairman) 

Rajesh Gopinathan 
(CEO & MD) 

IT, business consulting and 
outsourcing services 

AUS$17.57 billion (2017) 

AUS$4.51 billion (2017) 

AUS$3.92 billion (2017) 

AUS$16.24 billion (2017) 

AUS$13.67 billion (2017) 

387,223 (March 2017) 



History 

Parent 

Subsidiaries 

Website 

1968 to 2000 

Tata Group 

TCS China, TRDDC, 

Computational Research 

Laboratories 

www.tcs.com 

Tata Consultancy Services Limited was founded in 1968 by a 

division of Tata Sons Limited. Its carly contracts included punched 

card services to sister company TISCO (now Tata Steel), working 

on an Inter-Branch Reconciliation System for the Central Bank of 

India, and providing bureau services to Unit Trust of India. 

In 1975, TCS delivered an electronic depository and trading 
system cailed SECOM for the Swiss company SÍS Sega inter 

Settle (deutsch); it also developed System X for the Canadian 

Depository System and automated the Johannesburg Stock 
Exchange. It associated with a Swiss partner, TKS Tekno soft, 

which it later acquired. 

In 1980, TCS established India's first dedicated software research 

and development centre, the Tata Research Development and 



Design Centre (TRDDC) in Pune. In 1981, it established India's 
first client-dedicated offshore development centre, set up for 

clients Tandem. TCS later (1993) partnered with Canada-based 
software factory Integrity Software Corp, which TCS later 
acquired. 

In anticipation of the Y2K bug and the launch of a unified 

European currency (Euro), Tata Consuitancy Services created the 
factory model for Y2K conversion and developed software tools 

which automated the conversion process and enabled third-party 
developer and client implementation. 

Year 2000 to 2017 

On 25 August 2004, TCS became a Publicly Listed Company. In 
2005, TCS became the first India-based IT services company to 
enter the bioinformatics market. In 2006, it designed an ERP 

system for the Indian Railway Catering and Tourism Corporation. 
By 2008, its e-business activities were generating over US$500 

million in annual revenues. 

TCS entered the small and medium enterprises market for the first 

time in 2011, with cloud-based offerings. On the last trading day of 

2011, it overtook RIL to achieve the highest market capitalisation 

of any India-based company. In the 2011/12 fiscal year, TCS 
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achieved annual revenues of over US$10 billion for the first time. 

In May 2013, TCS was awarded a six-year contract worth over 
1100 crores to provide services to the Indian Department of Posts. 
In 2013, the firm mnoved from the 13th position to 10th position in 

the League of top 10 global IT services companies and in uly 
2014, it became the first Indian company with over Rs 5 1akh crore 

market capitalization. 

In Jan 2015, TCS ends RIL's 23-year run as most profitable firm. 

In Jan 2017, the company announced a partnership with Aurus, 

Inc., a global leader in innovative payments technology, to deliver 

payment solutions for retailers using TCS OmniStore, a first of its 

kind unified store commerce platform. 

Acquisitions 

Name 

CMC Limited 

Acquisition 

date 

2001 

October 

Activities 

IT Services 

Country 

of HQ 

6 

IND 

Price 

$33.9 m 

Employees 

(at 

acquisition) 

3,100 

Notes 

Gets 

Embedded 

Expertise & 

good 

Domestic 

customer 



Airline 

Financial 

Support 
Services India 

(AFSI) 

Aviation 

Software 

Development 

Consultancy 
India (ASDC) 

Phoenix 

Global 

Solutions 

Swedish 

Indian IT 

Resources AB 

(SITAR) 

2004 

January 

2004 

March 

2004 May 

2005 May 

BPO 

IT Services 

Business 

Process 

Outsourcing 

IT Services 

7 

IND 

IND 

IND 

SWE 

$5.1 m 

$3.1 m 

$130 m 

$4.8 m 

400 

180 

400 

n/a 

reach. CMC 

Amalgamated 

with TCS on 

April 28, 2015. 

BPO expertise 

in Airline and 

Hospitality 

sector 

Acquire 

expertise in 

insurance 

domain 

consulting 

Acquire blue 

chip European 

customers like 

Ericsson, IKEA, 

Vattenfall and 

Hutchison; 

SITAR Was 

TCS' exclusive 

partner in 

Sweden and a 

non-exclusive 



Pearl Group 

Financial 

Network 

Services (FNS) 

Comicrom 

2005 

October 

2005 

October 

2005 

November 

Insurance 

Core 

Banking 
Product 

Banking BPO 

UK 

AU 

CHL 

$94.7 m 950 

$26 m 

$23 m 

190 

1,257 

partner in 

Norway. 

Acquired life 

and pension 

outsourcing 

business from 

Pearl Group; 

Domain 

knowledge of 

life and 

pension 

underwriting 

business. 

TCS acquired 

core banking 

solution 

product 

(BANCS) and 

access to 116 

customers in 

35 countries; 

FNS was an 

existing 

partner for 

TCS. 

Entry into 

Latin America; 

Access to 

payment 

processing 



Tata Infotech 

TCS 

Management 

TKS-Teknosoft 

2006 

February 

2006 

November 

2006 

IT Services 

IT Services 

Banking 
November Product 

9 

IND 

AU 

CH 

$259.2 

m 
3,600 

$13 m 35 

$80.4 m 115 

platform. 

The merger of 

Tata Infotech 

added 15 new 

Fortune 500 

clients and 

enhanced TCS' 

systems 

integration 

and 

infrastructure 

service 

capabilities. 

Access to 

Australian 

clients 

Expand 

product 

portfolio by 

acquiring 

rights to 

Quartz and 

ownership of 

Alpha and e 

portfolio, 

enhanced 

presence in 

Switzerland 

and France 



Citigroup 
Global 

Services 

Limited 

Supervalu 

Services India 

Computational 

Research 

Laboratories 

Alti SA 

2008 

December 

2010 

2012 

Captive BPO 

August 

of Citigroup 

IT/BPO unit 

September of Supervalu 
Inc. in India 

Inc. 

Captive 

High 

Performance 

Computing 

2013 April IT Services 

IND 

10 

IND 

IND 

IFRA 

$512 m 

$100 m 

$34 m 

$97.5 

Mn 

12,472 

600 

80 

1200 

TCS acquired 

key Banking 

and Financial 

Services (BFS) 

domain 

knowledge. 

TCS had a deal 

with 

Supervalu to 

have their 

Software 

Outsourcing 

to TCS and 

acquired 

Supervalu 

India. 

Acquire 

expertise in 

High 

Performance 

Computing 

(HPC) 

applications 

and Cloud 

services 

Access to 

blue-chip 

French and 

European 

clients in 



Products and services 

Service lines 

Assurance services (7.70%); 

banking, 

TCS and its 67 subsidiaries provide a wide range of information 
technology-related products and services including application 
development, business process outsourcing, capacity planning, 
consulting, enterprise software, hardware sizing, payment 
processing, software management and technology education 

services. Rgw firm's established software products are TCS 
BaNCS and TCS Master Craft. 

Business process outsourcing (12.50%); 

luxury, 

. Consulting (2.00%); 

manufacturing 

TCS' services are currently organised into the following service 

lines (percentage of total TCS revenues in the 2012-13 fiscal year 
generated by cach respective service line is shown in parentheses): 
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and utilities 

" Application development and maintenance (43.80%) value; 
Asset leverage solutions (2.70%); 

sectors 



" Engineering and Industrial services (4.60%); 
Enterprise solutions (15.20%):; and 

IT infrastructure services (11.50%). 

Operations 

TCS has 289 offices across 46 countries and 147 delivery centers 

in 21 countries. At the same date TCS had a total of 58 subsidiary 

companies. 

Locations 

TCS has operations in the following locations: India: Ahmedabad, 

Bangalore, Baroda, Bhubaneswar, Chennai, Coimbatore, Delhi, 

Gandhinagar, Goa, Gurgaon, Guwahati, Hyderabad, Bhopal 

Indore, Jamshedpur, Kochi, Kolkata, Lucknow Kalyanpur, 
Mumbai, Nagpur, Noida, Pune, Trivandrum and Patna 

Africa: South Africa, Morocco(closed down) 

Asia (excluding India): Bahrain, China, Israel, UAE, Hong kong, 

Indonesia, Japan, Malaysia, Philippines, Saudi Arabia, Singapore, 
South Korea, Taiwan, Thailand, Qatar 

Australia: Australia 

12 



Europe: Belgium, Denmark, Finland, France, Germany, Hungary, 
lceland, Republic of Ireland, Italy, Luxembourg, Netherlands, 

Norway, Portugal, Spain, Sweden, Switzerland and United 
Kingdom. 

North America: Canada, Mexico and United States. 

South America: Argentina, Brazil, Chile, Colombia, Ecuador, 
Peru and Uruguay. 

INTRODUCTION OF THE CONCEPT 

Development of human resources is essential for any organisation 

that would like to be dynamic and growth-oriented. Unlike other 

resources, human resources have rather unlimited potential 

capabilities. The potential can be used only by creating a climate 
that can continuously identify, bring to surface, nurture and use the 

capabilities of people. Human Resrouce Development (HRD) 

system aims at creating such a climate. A number of HRD 
techniques have been developed in recent years to perform the 

above task based on certain principles. This unit provides an 

understanding of the concept of HRD system, related mechanisms 
and the changing boundaries of HRD. HRD concept was first 

introduced by Leonard Nadler in 1969 in a conference in US. He 

defined HRD as those learning experience which are organized, for 
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a specific time, and designed to bring about the possibility of 

behavioral-change'". 

Human Resource Development (HRD) is the framework for 

helping employees develop their personal and organizational skills, 
knowledge, and abilities. Human Resource Development includes 
such opportunities as employee training, employee c¡reer 

development, performance management and development, 

coaching, mentoring, succession planning, key employee 
identification, tuition assistance, and organization development. 

The focus of all aspects of Human Resource Development is on 

developing the most superior workforce so that the organization 
and individual employees can accomplish their work goals in 

service to customers. Human Resource Development can be formal 
such as in classroom training, a college course, or an 

organizational planned change effort. Or, Human Resource 
Development can be informal as in employee coaching by a 

manager. 
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DEFINITIONS OF HRD 

HRD (Human Resources Development) has been defined by 
various scholars in various ways. Some of the important definitions 
of HRD (Human Resources Development) are as follows: 

. According to Leonard Nadler, "Human resource 

developmnent is a series of organised activities, conducted 

within a specialised time and designed to produce 
behavioural changes." 

. In the words of Prof. T.V. Rao, "HRD is a process by which 

the employees of an organisation are helped 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 journal 
capabilities as individual and discover and exploit their own 
inner potential 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.". 
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According to M.M. Khan, "Human resource development is 

the across of increasing knowledge, capabilities and positive 
work attitudes of all people working at all levels in a business 

undertaking." 

IMPORTANCE OF HRD 

HRD is needed by any organisation that wants to be dynamic and 

growth-oriented or to succeed in a fast-changing environment. 

Organisations can become dynamic and grow only through the 
efforts and competencies of their human resources. Personnel 

policies can keep the morale and motivation of employees high, 

but these efforts are not enough to make the organisation dynamic 

and take it in new directions. Employee capabilities must 

continuously be acquired, sharpened, and used. For this purpose, 

an "enabling" organisational culture is essential. When employees 
use their initiative, take risks, experiment, innovate, and make 

things happen, the organisation may be said to have an "enabling" 
culture. 

Even an organisation that has reached its limit of growth, needs to 
adapt to the changing environnment. No organisation is immune to 

the need for processes that help to acquire and increase its 
capabilities for stability and renewal. 
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Objectives of the HRD systems are to develop: 

1. The capabilities of each employee as an individual. 
2. The capabilities of each individual in relation to his or her 

present role. 

3. The capabilities of each employee in relation to his or her 
expected future role(s). 

4. The dyadic relationship between each employee and his or 

her supervisor. 

5. The team spirit and functioning in every organisational unit 
(department, group, etc.). 

6. Collaboration among different units of the organisation. 

7. The organisation's overall health and self-renewing 

capabilities which, in turn, increase the enabling capabilities 

of individuals, dyads, teams, and the entire organisation. 

BENEFTTS OF HUMAN RESOURCE 

DEVELOPMENT(HRD) 

Human resource development now a days is considered as the key 

to higher productivity, better relations and greater profitability for 
any organisation. Appropriate HRD provides unlimited benefits to 
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the concerned organisation. Some of the important benefits are 
being given here: 

HRD (Human Resource Development) makes people more 
competent. HRD develops new skill, knowledge and attitude 

of the people in the concern organisations. 

With appropriate HRD programme, people become more 
committed to their jobs. People are assessed on the basis of 
their performance by having a acceptable performance 
appraisal system. 

An environment of trust and respect can be created with the 

help of human resource development. 

Acceptability toward change can be created with the help of 
HRD. Employees found themselves better equipped with 

problem-solving capabilities. 

. It improves the all round growth of the employees. HRD also 

improves team spirit in the organisation. They become more 

open in their behaviour. Thus, new values can be generated. 

. It also helps to create the efficiency culture In the 

organisation. It leads to greater organisational effectiveness. 
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Resources are properly utilised and goals are achieved in a 

better way. 

improves the participation of worker in the organisation. 

This improve the role of worker and workers feel a sense of 
pride and achievement while performing their jobs. 

" It also helps to collect useful and objective data on 
employees programmes and policies which further facilitate 

better human resource planning. 

Hence, it can be concluded that HRD provides a lot of 

benefits in every organisation. So, the importance of concept 

of HRD should be recognised and given a place of eminence, 

to face the present and future chailenges in the organisation. 

HRD PRACTICES IN TCS 

Employment/Job Security: 

TCS is a good base to work at, specially for fresher's because they 
find it easy to work as they are given good opportunities under 

comfortable and cosy environment. Working in TCS, it feels like 

working in a government organization. Employees get high job 
security and fear less for losing the job as this company has low 
rate of job removal even during recession. T'he company provides 
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further opportunity to employees who perform low in order to 
improve by offering learning and enhancing programs. 

Compared to other IT companies, TCS accounts for lowest 
empioyee turnover rate. This is because most of the employees 
stay employed with the company for a long period of time as they 
find their job not only comfortable but also secured. The 
environment is very friendly and the company has a plan to 

improve performance of employees who face problems regarding 
understanding of processes. TCS aims in both personality and 
career development which is very advantageous for the 
improvement of employees skills and knowledge. The HR 

practices followed by this company is determined in understanding 

people's ability for managing them right from sourcing to 
deployment which means in regards to scalability. 

The employees working in this organization feel very secure 

because they are given long periods to work where they have fixcd 
contracts and have flexibility to work in shifts. Ambitious 

employees are given chance to study overseas where they are 

provided with visas and long-term leaves. All employees sign a 

contract while starting to work with a company which will last for 

a period of two years and after that they are considered as 
permanent workers. 
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Selective Hiring: 

Human resource plan is required by the firm which is prepared 
according to the firm's processes. Hiring of candidates is the most 
important task to be done in a procedural manner for selecting the 
best candidates among many applicants as Pfeffer described clearly 

that recruitment of right people is to be done firstly for obtaining 

profits. In today's management, this is known as identification of 

talent and acquisition. Companies have moved from traditional 
recruitment and practices of selection towards online practices like 

intervievws over telephone. In face-to-face recruitment, the 

selection department conducts personal interviews where salary 

packages are discussed along with many other important things. 

TCS recruitment process is based on hiring policy which includes 

the mix of fresh and experienced candidates. 

Fresh Candidates - They are recruited and selected from academic 

institutions where TCS has links with these institutions which is 

considered as a critical relationship. Through communication with 

placement officers and fairs conducted, a arge number of 

candidates get attracted to apply. 

Experienced Candidates - They are recruited by unit heads through 

various consultancies and agencies sourcing candidates and 
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through direct interviews. This recruitment is carried out based on 

the requirements needed for a company which is centrally 

coordinated to hire experienced professionals. (indoreservice.com) 

Candidates are attracted to apply for positions through sources like 

advertisements through websites and job portals, placement fairs, 

agencies, TCS data bank that is done through combining the 

sourcing of resumes. Recruitment is also done locally from 

geographical areas that the company operates. 

Background analysis is done to every applicant who is checked on 

foilowing basis: 

Academics - All candidates applying to TCS are required to submit 

copies of their academics right from their schooling to graduation 

or higher along with mark sheets obtained in each level of their 

study. The official screening these applications would then decide 

on forwarding the applications to further processing evaluating the 

requirements of the position. 

Former Employment -The experienced candidates are checked on 
the contact information of their previous employers and based on 

the certificates stating their experience and performance. They are 
also checked on submission of release letters and pay slips 

obtained from previous employers. 
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Medical Examination -Every employee is subjected to a set of 
fitness checks which are essential prior to the joining in the 
Company. Check-ups like overseas services are also conducted to 

candidates required to travel overseas on business purposes. 

Self- Managed Teams or Team Working: 

TCS assigns employees to work as a team or group in order to 

carry out processes in a particular project. Each such team is given 
information regarding the requirements needed to fulfill their work 

so that they can put efforts and use tools to manage their work in a 

sequential manner. Each team is set a team leader who takes care 

of the entire team and manages them to get the outcome. Some 

teams are interlinked with each other where the team leads of each 

team interact with one another and shares information for helping 

each other. Finally all the team leads passes on their work to the 

project leader. This improves work continuity and flow is carried 

out efficiently throughout the work flow. 

During the training period, the freshers are assigned into group of 
two members who work together and share information in order to 

accomplish work assigned to them. This environment is created 

because the employees should be pre-moulded to work and share 

in a group when they actually come to the work place. 
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High Pay Contingent on Company Performance: 

Most of the companies do not focus much on acquiring resources 
but their main concern is to utilize these resources in a profitable 
manner by achieving this through employee's potential. Today, 

TCS is the best employer who has a structure for compensation 

having only 5% of its pay with respect to performance. TCS is a 
company that makes its employees work in a team to evaluate to 
decide on their pay as a team but not individually. This does a lot 
of benefit as it does not possesses any rivalry among the team 

members, Each such team is formed on the basis of trust, co 

ordination, co-operation, dependence among employees, spirit in 
the team etc. These qualities cannot be maintained if an individual 

is greedy to discuss and share in a team. Rather he/she should be 
concerned for the ultimate success of the team. This is the main 

reason for TCS to follow such structures over compensation. So, 

the reason for the success of employees satisfaction lies for the 

high compensation structure. It follows the principle of good 

harnessing the potential of employees in the company. 

Extensive Training: 

Training in TCS starts immediately on the first day of join in the 

organization which continues for a period of three months. 

Training is given throughout the entire period of work in the 
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company, that is, from the training period till the end date of work 

in TCS. Training is also imparted to the employees whenever new 

techniques or platforms are introduced at any point of time while 
working in a project or at the start of the project. 

Following are the different learning programs imparted to the 
employees throughout the training session and while 

working.(coolavenues.com) 

Initial Learning Program(ILP) - This program is designed to 

provide a friendly environment by smoothening the shift from 

"campus to corporate". This allows the transition of engineers of 

graduate level to consultants of information technology with a 
world-wide mindset. 

Continuous Learning Program (CLP) - This is designed for the 

growth of associates where learning and sharing is the main value. 

These programs come from needs of the project, strategical 
business, technology and direction of individual aspirations and 

access through domains, processes and soft skills. 

Leadership Development Program (LDP) - This program aims in 
turning its employees into ture leaders by carefully 

understanding their potential through branded programs. 
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Foreign Language Initiative (FLI) -This helps its employees to 
communicate properly with its clients where employees 

encouraged to develop on foreign languages and also emphasises 
in improvement of English for effectiveness of communication 
while making business deals. 

Workplace Learning - This encourages TCSers by providing all 
necessary initiatives required to learn while working. To promote 

this, TCS has an extensive library where E-learning courses and 
online books are available.(indoreservice.com) 

Reduction of Status Differentials: 

are 

TCS visions to equip all its employees with proper resources so 

that they all work as a family irrespective of position, salary, 
region, sex and status. Every individual is given an equal 
opportunity to develop themselves and share views and ideas. They 

are allowed to make innovative designs and work on research right 
from the first day of work. Everyone is supposed to follow a 

discipline throughout the work floor whether it be a starter or a 

manager. It is required for every employee to be formal and swipe 

a unique identity card everyday to indicate their presence. 
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Sharing of Information: 

This is promoted to motivate people for enhancing performance of 
the entire organization in some dimensions and know the use of 

interpreting information as explained by Pfeffer. TCS emphasises 

on working in a group instead of individually performing as this 
attempt would take a lot of time and the case would be worse in 

case of mistake either in a part of work or completely. 

TCS supports a portal where people can communicate each other 

to share information. This is done through a chat application called 
"'same time" where people across the company chat and share 

information with each other instantly. Information sharing could be 
done only through emails to communicate with each other which is 

TCS domain enabled. Moreover, access is limited only within 
ODC(Offshore Development Centre) where people work for the 

same project in distinctive teams. The associates are not given 
access to this outside the work floor. 

HRD MECHANISMS APPLIED IN TCs 

Many HRD mechanisms are available to develop the competencies 

of employees and improve the overall organizational climate. The 
major ones are discussed below: 

27 



Performance appraisal: 

Performance appraisals have become increasingly important tools 
for organizations to use in managing and improving the 

performance of employees in making timely and accurate staffing 
decisions and in improving the overall quality of the firm's 

products and services. The appraisal process is a formal way of 

evaluating an employee's performance. Its purpose is to provide an 
accurate picture of past and /or future employees' performance. To 

meet this performance targets are set. The targets are based on job 

related criteria that best determines successful job performance 

where possible actual performance is measured directly and 

objectively. Using a wide variety of techniques specialists select an 

appropriate method to measure employee's actual performance 

against the previously asset targets. The process is used to 

strengthen the effort performance linkage. Appraisals help an 
organization communicate its expectations regarding performance 
and the connection between the performance and rewards to 

employees. They increase employees' confidence when employees 
receive feedback that their efforts are being adequately rewarded. 

Potential appraisals: 

The term potential refers to the abilities possessed by an employee 
but not put to use currently or the abilities to assume challenging 
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responsibilities in future assignments. The term performance refers 

to one's skills abilities in mecting the requirements of the job 
which one is holding currently. Potential appraisal is different from 
performance appraisal which shows an employee's current 
performance in his existing role. If the employee is required to play 

a completely different set of roles at higher levels, potential 
appraisals needs to be carried out at regular intervals. The 
objective of potential appraisal is to identify the potential of a 
given employee to occupy higher positions in the organizational 
hierarchy and undertake higher responsibilities. The appraisal is 
carried out on the basis of (1) supervisor's observations (2) 

performance adaptation relating to various previous roles played 
by an employee (3) performance on roles in simulated settings 
relating to a new position. A good potential appraisal system helps 
the management to pick up a suitable candidate for a given job and 
offer additional training if necessary. 

Career planning: 

A career is a sequence of positions held by a person in the course 

of a lifetime. Career planning is a process of integrating the 

employees' needs and aspirations with organizational needs. 

Career programs and HR programs are linked to the degree that 
they help each individual and the organizational requirements. 
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In the HRD System, the long growth plans of a company are not 

kept secret. They are made known to the employces. Major 

changes are discussed at all levels to promote understanding and 
commitment among employees. The immediate concern of 

employees would be to find out where they stand in such a road 

map. Do they have any chance to grow while building the 

organization brick by brick? Since managers have information 
about the growth plans of the company they need to transmit their 
information to their subordinates. The subordinates should be 

assisted in planning their career within the company. It is however 
not necessary that each one of them would scale new heights every 

year but at least they are aware of the opportunities and get ready 
for greater challenges ahead. Career planning does not guarantee 
success. But without it employees are rarely prepared to encash the 
opportunities that come their way. 

The discussion above suggests the following basic causal pathway: 

BESOTBCING 

PERFORMANCE 

DEVELOPMENT 

BERAVIOR 
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OBJECTIVES OF THE PROJECT 

Every work has some objectives. Likewise, this project also has 
some objectives or we can say this project has some purpose for 

which we are carrying out the total work. These objectives are : 

& To know how workers' performance depends on HRD sub 

systems. 

To know the various ways of human resource practices done 

by TCS. 

To know the types of facilities given by TCS to enhance 

performance level of their employees. 

To find out the problems associated with implementation of 
HRD mechanism. 

& To find out the remedies. 

ORJEG1MES 
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RESEARCH METHODOL0GY 

I have conducted a qualitative research based on the primary and 

secondary data. With the help of that I will try to find out the 

impacts and problems of Human Resource Development (HRD) on 

employees of TCS, Kolkata and the secondary data has been 

collected from various sources like- Journals, Magazines, monthly 

bulletin and websites of TCS. 
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LIMITATIONS: 

There are certain constraints to get the professional outlook 

due to not having any industrial experience. 

> The cost of data collection for preparing this project is very 

high. We need many questioners to cover a large no. of 
consumer which needs huge money. Beside this, to collect 
the data we needed to travel from one place to another place, 

which als0 needs money. But as a student it is dificult to 

arrange money to fulfill this purpose. 

> As the time duration of the project is not sufficient so I was 

not in a position to collect all the data from the various 
sources of the company. 

There were some misleading and incomplete information 

provided by employers and employees also. Many of them 
think that if they provide original data they will not be in 
favor of the company. 

> Due to time constraints the Post Feedback of Employees 

regarding the Review Process could not be taken. 
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FINDINGS 

As the whole Process was designed by the HR department, I was 

also involved in it from the designing stage to the implementation 

part of the Review system. In this process I could recognize the 
benefits derived out of this system as well as observed some 

drawbacks. 

My Findings from the questionnaire are: 

1. The perception of employees regarding HRD mechanisms 
was proper training, better quality of work life, employee 
welfare etc. which are not fully maintained in reality. 

2. After knowing the requirements of employees a training 
session was conducted to help the employees understand the 

need and process of HRD. 

3. They were aware of the fact that the General Work 

Behavior would play a major role in their review. 

4. The process of HRD did not take place in the exact time 

frame as planned and scheduled. 

5. A good improvement was seen in the inter-personal 

relationship between the team leader and subordinates. 
6. Maximum employees are satisfied with the working 

conditions of TCS. 
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7. Employees of TCS are enjoying better job security but work 

load is too high. 

8. They got to understand the organizational needs and it 

helped in developing a sense of belongingness towards the 

company. 
9. It helped the management in identifying the Caliber of 

employees and encourage the same. 

10. The employer and employees got a platform to 

understand each other in a better manner. 

11. The management was too much dependent on team 

leaders for implementing HRD technique. 
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RECOMMENDATIONS 

The recommendations are as follows: 

1. Identify the KRA's (Key Resource Areas) and communicate the 

same to the employees so that he can be judged appropriately 

based upon it. 
2. The employees must be motivated to fill in the self review form 

appropriately. 
3. They must be appreciated for their individual achievements 

during the period and training/guidance must be given if they 
lack in some areas. 

4. The review must be conducted informally once in every month 

so that the desired result can be achieved at the time of actual 

review. 

5. The behavior of employees must be taken into consideration for 

proper implementation of HRD mechanisms in the organization. 

6. The feedback from employees must also be taken regarding the 
working style of management so that the management functions 

can also be improved. They must be given the freedom to 
import any technique required for HRD. 
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CONCLUSION 

Considering TCS with respect to human resource management, the 

company is doing good in practicing Pfeffer's seven practices and 

the company is making huge efforts in delivering various methods 

and processes in increasing growth of the organization. 

TCS is working great on providing satisfaction of job to its 

employees but it should be keen in understanding the fact that 

senior officers are not very happy for continuing to work. It should 
be taken care that only selective candidates capable of the position 

to be filled should be offered the job.TCS must make the rules 

strict for the use of language as regional language use is still being 

practiced. Pay must be higher to encourage employees to work 

without worries and training importance must be delivered 

effectively. Treatment of every TCSer should be the same and 

employees should be told the importance of information sharing. 

Conclusion 
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Dear Sir/Madam, 

TCS" 

We are carrying out a study on the HRD Mechanisms at 

We would appreciate if you please convey your views on the 
different questions referred to in this schedule on behalf of the 

sponsors of this research study. I thank you for sparing your 
valuable time and co-operation. 

(1) NAME: 

(2) ADDRESS: 

QUESTIONNAIRE 

(3) OCCUPATION: 

(a) Business 

(d) Self-employed 

(4) PHONE NO,C 

(b) Service 

using the following questionnaire: 

(e) Student 

Effectiveness of Human Resource Development can be evaluated 
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(c) Professional 



Please tick Correct Answers: 

1. Resources are counted by: 

a) No. of Persons b) No.of Skills 

2. Human Resource is 

a) Value-Addition b) just bring Profits 

3. Real Asset of an Organisation is 

a) Employees 

4. Resources are not tapped fully. Do you agree? 

a) Yes 

5. Human Resource is 

a) Predictable 

6. Human Resources are 

b) Buildings and Machineries 

a) Limited 

b) No 

b) Not Predictable 

b) un-limited 

7. Man-power Planning is compiled by 
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a) HR Manager b) Line Managers 

8. Man-power Planning is done on 

a) ad-hoc basis b) Preferably every financial year or 
before any project is started 

9. Who gives Man-power sa sanction? 

a) HR Manager b) Line Managerc) Unit Head 

10. HR Audit is a useful tool for 

a) Man-power Planning and correct utilisation b) Man 
power Reduction 

11. Man-power Planning is on the basis of 

a) expansion b) Automation c) existing available skills 

Ans: 

12. HR Policy is framed by: 

a) HR Manager b) Management 
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13. Culture Statement is important in HR Policy, Do you agree? 

a) Yes b) Not Necessary 

14. Employee Development is included in HR Policy 

a) Yes, Definitely b) Not Necessary 

15.Who approves the HR Policy? 

a) HR Manager b) Collectively by all Managers c) Unit 
Head 

16.HR Policy must be understood by 

a) Management Staffonly b) All from 
level 

b) All from MD to Down 

17.Throw some light in HR Policy on Welfare 

a) Not necessary b) Yes it is required 

18.HR Policy is transformed to Customer Satisfaction 

to employees 

a) Yes Definitely b) Not Necessary because it pertains 
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19.Policy Statement can be modified occasionaly. Do you 
agree? 

a) Yes it can be. B) No. Policies are like constittution. 

20. Candidates' Data Bank will help in 

a) Recruitment b) Project Work 

21.Recruitment Process is done by 

a) HR Manager b) Line Managers 

22. Consensus Decision is preferred in Recruitment. 

a) No HR Manager's decision is final b) Yes 

23. Selection Committee is formed for every recruitment 

a) Yes b) Not Necessary. c) HR Manager can 
interview and finalise. 

24.Questions in Interview are based on 

a) Hi-fi Knowledge and concepts 
fundamentals 
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25. Which is better? 

a) A set of standard Questions b) Informal Questions 

26. Who evaluates the Attitude of the Candidates? 

a) HR Manager 

27. Family Background will help in evaluation. 

a) Yes 

b) Line Manager 

b) No I concentrate only on Job-knowledge 

luction Programme is conducted by 

a) HR Manager b) HR Manager followed by line 

Managers 

a) Yes 

29. Employee Hand-book will help in Induction Programme 

b) No need to disclose all personnel Policies 
to new employees 

30. Do you explain the Organisation Structure in the said 
programme? 

a) Yes Definitely b) No need, He will come to know 
automatically. 
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