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Abstract :

Training is an organizational activity which aims 
to improve an employee’s current performance. It 
is a learning process. Effective of Training 
Program is the key to develop the morale with 
their performances. Its’ importance is to help the 
organization grow and reach the expected 
destination.  The good impact of a good training 
program depends upon understand the needs of 
the employee and accordingly design of the 
program, Create and deliver in a proper way.  An 
Effective Training helps to develop the new skill 
and knowledge and can perform the job in a better 
way. It helps to develop the productivity, 
Revenue and profit of the organization. 
Continuous Improvement Designing the Training 
program is highly effective on the performance of 
the job. The kind of manufacturing training that 
truly helps workers acquire new knowledge and 
develop new skills which the employee can 
perform on the job. It helps the employee to reach 
in an expect destination in a short period of time. 
Each organization care so much about the 
training for their individual improvement. The 
training can be helped tremendously boost and 
develop employee skill, knowledge, productivity 
and creativity while improving the brand and 
giving the organization a competitive advantage. 
This is the reason an ideal organization totally 
committed to training employee and spends their 
efforts, precious time and finances of these 
training. Employ training and development are 
becoming an increasingly important function of 
Human Resource Management as they help 
organization to enhance human capital and 
compete in a rapidly changing business world. 
Training helps the HR department to furnish 
evidence to the organization, as well as 
stakeholders and continue to make employee 
training and development a strategic 
management agenda. HR is without doubt one of 
the most important assets of any manufacturing 
company, particularly the employee involved in 
the actual business process. A continuous training 
for employee in a manufacturing industry is 
essential for achieving higher productivity, better 

on the job performance and improved the quality 
of work. Manufacturing sector should grasp the 
true value of training. The company should to be 
focus on effective training program which leads 
to business benefits and produce hidden assets. 
The primary data is used for the study. The data 
was collected through the questionnaire from 
selected Manufacturing Companies in Pune. 
Analysis was done through the application using 
the T test and ANOVA on the response rates in 
SPSS. Some analysis was done through the help 
of Excel.

Key words : Training Impact, Effectiveness of 
training Program, Employee Performance, 

Introduction :

The term ‘training’ indicates the process involved 
in improving the aptitudes, skills and abilities of 
the employees to perform specific jobs. Training 
helps in updating old talents and developing new 
ones. ‘Successful candidates placed on the jobs 
need training to perform their duties effectively’. 

Manufacturing training is an unending process. 
Because every day new innovative and creativity 
gives the new idea to change the environment and 
ultimately change the employee thought process. 
It requires the continuous improvement. Design 
of an effective training program gives the better 
result for the organization. Which includes 
Training needs analysis, Identifying and 
measuring the business goals or metrics your 
training is intended to influence, Completing a 
Task analysis, Creating the Learning objectives, 
Performing a Learner analysis and Additional 
things to consider.

Organizations want to ensure high-end training 
environment. It’s devious they’d pay to get the 
best training room rental facility. Now whatever 
is left for an effective training rests on employee 
shoulders. An effective training must have to 
adopt the suitable method which will fulfill the 
goal. Besides of that, the organization should 
raise level by continuously monitoring the work 
during practice sessions. Also suggest to the 
employee to read about presentation skills, 

A Study on Effectiveness of Training on Employee 
Performance in Selected Manufacturing Companies in Pune

Prof. Laxmidhar Biswal, Asst. Prof., 
International Institute of Management Studies, Pune

Prof. Nutan Singh, Asst. Prof., 
International Institute of Management Studies, Pune



communication skills, time management skill 
and leadership skills. Determining the benefits of 
employee training can be difficult because many 
methods can be used which take into account 
different variables. One effective method is to 
track training benefits by analyzing operational 
results to determine such things as whether the 
cost of training is outweighed by benefits, or 
whether training has impacted specific business 
factors. 

Training is a systematic development of the 
knowledge, skill and attitude required by an 
individual to perform adequately a given task or 
job. It is an avenue to acquire more and new 
knowledge and develop further the skills and 
techniques to function effectively. The need for 
training and development can be emphasized in 
various work situations, such as in harnessing 
skills for existing jobs, planning out one’s future 
job profile, elevating employee’s performance 
and so on. The training and development function 
in an organization has gained a lot of importance 
due to advancement in technology and changes in 
market force. 

Tr a i n i n g  P r o g r a m  E f f e c t i v e n e s s  
Measurement Model :

 

Source:-https://www.google.com 
search?q=Training+Programme+Effectiveness+Measurement+Model&sour
ce=lnms&tbm=isch&sa
=X&ved=0ahUKEwi_24ni_7XiAhXc4XMBHQVqBxYQ_AUIDigB&biw
=1429&bih= 745#imgrc=YkSAXkfROVadnM

The organization has the responsible to measure 
in different aspects and it should be clear that all 
the objectives should be fulfilled within the 
stipulated time period having fulfilled the 
expected goals. 

Stages of Training & Development Programs :

Training should be conducted in a systematic 
order so as to derive expected benefits from it. 

The different stages of Training is as 

Table 1 - Stages of Training and Development 
Program

Stage-1 Stage-2 Stage-3 Stage-4

Assessment of Designing Implement- Evaluation
training and the ation

Development Program
Program Needs

Organizational Instructional On the Reactions
Analysis Objectives Job 

Methods

Departmental Learning Off the Learning
Analysis Principles Job 

Methods

Job Teaching Characteristics Job 
Analysis Principles of the Behaviors

Instructor
conducting 
the Program

Training Organization 
Principles Ultimate 

Value

Content 
Design

Source : P. Subbao Rao, Essential of HRM and IR, Himalaya 
Publication House, 3rd Revised & Enlarged Edition 2009, Pg 199-
203)

The Effective training must be covered  the major 
areas of Soft-skill Development, Personality 
Development, Interpersonal Relationship, 
Problem solving techniques, Managerial and 
Supervisory Training Program, quality 
improvement programs, technical processes, 
quality circle programs, Time management skills, 
employee efficiency development programs, 
violence prevention programs, regulatory 
compliances, goal setting and implementation of 
programs, workplace safety management, 
workplace communication, and so on. The 
organization needs to study the role, importance 
and advantages of training and its positive impact 
on development for the growth of the 
organizations training and development 
programs improve the quality of work-life by 
creating an employee supportive workplace to 
achieve the goal. 

Training departments may benefit enormously as 
they can use the data to identify and meet very 
clearly defined needs, now and into the future. 
More appropriate evaluation mechanisms could 
lead to improvements in the quality and 
effectiveness of training programs to prevent 
wasted efforts and facilitate the quest for 
continuous improvement. So the evaluation 
measures should be implemented concurrently 



with the training program, in order to achieve 
continuous improvement of training courses and 
help organizations identify the true value of 
training.

Objectives :

1. To Study the Effectiveness of Training 
Program on employee Performance

2. To Study the Effectiveness on Training to 
enhance the Knowledge, Skill & attitude 

3. To study the employee Satisfaction level 
with respect to the Effectiveness of Training 
Program.

Literature Review :

Karthik R (2012) stated that Training objectives 
inform the employee that what is expected out of 
them at the end of the training program. The 
Objectives are of great significance from a 
number of stake holders perspectives; trainer, 
trainee, designer and evaluator. The effectiveness 
of the training is impacted upon the employee as 
above mentioned major four perspectives.

Anu Singh Lather and Harsh Sharma (2008) 
stated that Training in organization is getting 
increasing mind space of top managers. 
However, to assert its rightful place, it has to 
come out from the border of corporate wheel to 
the centre of functioning and contribute proactive 
towards the attainment of organizational goals. It 
requires that trainer should show the commitment 
towards enhancing the value of training which 
will interact the employee to learn and perform 
well in their workplace.

D.A. Olaniyan and Lucas. B. Ojo (2008) 
suggested that, importance of staff training and 
development in relation to organizational 
effectiveness. Training is a systematic 
development of knowledge, skill and attitude 
required by employees to perform adequately on 
a given task or job. It is required for the staff to 
enable them work towards taking the 
organization to its expected destination. However 
for any organization to succeed, training, re 
training of all the employees in the form of 
different training program should be vigorously 
pursued and made compulsory which would be 
benefit for all.

Seyler, et al.,(1998), stated that, Training is an 
effective measure used by employers to 

supplement employees’ knowledge, skills and 
behavior to the continuous changing scenario of 
business world.

Research Methodology :

A explanatory research design was used for the 
study. It is Stratified random sampling method 
was employed to select the respondents, from 
Manufacturing Companies in Pune. The Sample 
Size of 220 respondents were selected.  Out of 
that 190 respondents were given their feedback. A 
structured questionnaire was developed to collect 
the primary data. 

The questionnaire consisted of three parts, Part -1 
contains the demographic information of the 
respondent & Part -II consisted of Training 
Program, Satisfaction and performance relation 
of the Training. Statistical test was used to 
measure relationship between selected variables. 
The data was analyzed using the T test and Anova 
through SPSS. Few analysis was done through 
the help of Excel.

Hypothesis :

H0 : There is no impact of demographic factors on 
Effectiveness of employee performance to 
enhance the Knowledge and skill.

H1 : There is impact of demographic factors on 
Effectiveness of employee performance to 
enhance the Knowledge and skill.

Limitation :

The Primary data was collected for the purpose of 
study. The questionnaire was collected from  
Manufacturing companies from Pune City.

Finding :

Table 2 : Perception of Respondents on 
Effectiveness of Training on Employee 
Performance (Content wise Analysis)

 S. Contents Yes (%) No (%) Total (%)
 No.

 1 Do you have Training 182 95.79 8 4.21 190 100
policy in your company ?

 2 Does your company has 180 94.74 10 5.26 190 100
any Policy to Provide 
Training Program to 
enhance the Skill / 
Knowledge of the 
Employee?

 3 Do you think the 172 90.53 18 9.47 190 100
Company is providing 
Training Program to 
enhance the Knowledge, 
Skill & Attitude of 
the Employees?



4 Do you think, Training 174 91.58 16 8.42 190 100
Program helps you to 
perform well and ful-
filled the goal of the 
Organisation?

5 Do you require more 164 86.32 26 13.68 190 100
Training Program to 
fulfill your Job 
Satisfaction ?

6 Does your Company 124 65.26 66 34.74 190 100
arrange the training 
program to provide the 
latest knowledge as per 
the requirement to 
develop the knowledge, 
Skill?

7 Do you think Training 160 84.21 30 15.79 190 100
helps to improve your 
Knowledge/Skill.

Source : Survey Data

It is observed that 90 % above respondents are 
agreed that, The company has the training Policy 
to provide the training program to enhance the 
knowledge and skill and also commented that the 
company arrange the training program which 
helps to perform the employee well and able to 
fulfill the company goal and objectives.

80-90 % respondents suggested that, Training 
Program helps to improve the skill and 
knowledge and it helps for job satisfaction.

65.26 % of the employees stated that, the 
companies gives the updated knowledge through 
different training program for update the skill 
which helps perform better.

Table 3 :  Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (Descriptive 
for Age group)

Descriptive -

N Mean Std. Std.           95% Mini- Maxi-
Devi- Error     Confidence mum mum
ation          interval for 

          Mean
Rating Lower Upper

Bound Bound

Below 20 Years 16 5.7500 2.62043 .65511 4.3537 7.1463 2.00 9.00

21-30 Years 54 6.9259 2.03601 .27707 6.3702 7.4817 2.00 10.00

31-40 Years 80 7.6250 1.87843 .21001 7.2070 8.0430 3.00 10.00

41-50 Years 20 6.7000 3.01051 .67317 5.2910 8.1090 1.00 10.00

51 Years & Above 20 8.9000 .85224 .19057 8.5011 9.2989 8.00 10.00

Total 190 7.3053 2.18254 .15834 6.9929 7.6176 1.00 10.00

Source -  Survey Data

Table 4:- Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (ANOVA 
Test for Age Group)

ANOVA

Rating Sum of df Mean F Sig.
Squares Square

Between Groups 112.841 4 28.210 6.628 .000
Within Groups 787.454 185 4.257

Total 900.295 189

Source - Survey Data

P value is obtained as 0.000(<0.05), thus it 
concluded that there is a significant difference 
between  respondents  of different age groups 
with regard to satisfaction on Effectiveness of 
Training on Employee Performance.

Table 5 : Satisfaction of Respondents 
(Descriptive for Gender)

Group Statistics

Gender N Mean Std. Std. Error 
Deviation Mean

Rating Male 178 7.2247 2.22341 .16665
Female 12 8.5000 .79772 .23028

Source - Survey Data

Table 6 : Satisfaction of Respondents (T Test for 
Gender)

Independent Samples Test

              Levene's t-test for Equality of Means
            Test for 
            Equality 

           of 
              Variances

t df Sig. Mean Std.         95% 
(2- Diffe- Error         Confi-

tailed) rence Diffe-         dence
rence         Interval

         of the 
        Diffe-
        rence

Lower Upper

Equal 8.292 .004 -1.974 188 .050 -1.27528 .64600 -2.54963 -.00094

variances 
Rating assumed

Equal -4.486 25.111 .000 -1.27528 .28426 -1.86059 -.68997

variances 
not 
assumed

Source - Survey Data

P value is obtained as 0.050 (>0.05), thus it 
concluded that there is no significant difference 
between Male and Female respondents with 
regard to satisfaction on Effectiveness of 
Training on Employee Performance.

Table 7 : Satisfaction of Respondents 
(Descriptive for Marital Status)

Group Statistics

Marital N Mean Std. Std. Error 
Status Deviation Mean

Rating Married 150 7.3867 2.11669 .17283

Un Married 40 7.0000 2.41788 .38230

Table 8 : Satisfaction of Respondents (T Test for 
Marital Status)

F Sig.



Independent Samples Test

              Levene's t-test for Equality of Means
            Test for 
            Equality 

           of 
              Variances

t df Sig. Mean Std.         95% 
(2- Diffe- Error         Confi-

tailed) rence Diffe-         dence
rence         Interval

         of the 
        Diffe-
        rence

Lower Upper

Rating Equal 2.139 .145 .996 188 .321 .38667 .38839 -.37950 1.15284
variances 
assumed

Equal .922 55.958 .361 .38667 .41955 -.45381 1.22714
variances 
not 
assumed

Source - Survey Data

P value is obtained as 0.321 (>0.05), thus it 
concluded that there is no significant difference 
between Married and Unmarried respondents 
with regard to satisfaction on Effectiveness of 
Training on Employee Performance.

Table 9 : Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (Descriptive 
for Qualification group)

Descriptive

N Mean Std. Std.           95% Mini- Maxi-
Devi- Error        Confidence mum mum
ation           interval for 

          Mean
Rating Lower Upper

Bound Bound

Under Graduate 32 5.8750 2.61201 .46174 4.9333 6.8167 1.00 10.00

Graduate 118 7.6271 1.96463 .18086 7.2689 7.9853 2.00 10.00

Post Graduate 36 7.5000 2.11795 .35299 6.7834 8.2166 3.00 10.00

Above Post 4 7.5000 .57735 .28868 6.5813 8.4187 7.00 8.00
Graduate

Total 190 7.3053 2.18254 .15834 6.9929 7.6176 1.00 10.00

Source - Survey Data

Table 10 : Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (ANOVA 
Test for Qualification Group)

ANOVA

Rating Sum of df Mean F Sig.
Squares Square

Between Groups 79.202 3 26.401 5.980 .001

Within Groups 821.093 186 4.414

Total 900.295 189

Source - Survey Data

P value is obtained as 0.001(<0.05), thus it 
concluded that there is a significant difference 

F Sig.

between  respondents  of different Qualifications 
with regard to satisfaction on Effectiveness of 
Training on Employee Performance.

Table 11 : Satisfaction of Respondents 
(Descriptive for Technical Qualification)

Group Statistics

Technical N Mean Std. Std. Error 
Qualifi- Deviation Mean
cation

Rating Yes 128 7.5156 1.96017 .17326

No 62 6.8710 2.54458 .32316

Source - Survey Data

Table 12 : Satisfaction of Respondents (T Test for 
Technical Qualification)

Independent Samples Test

              Levene's t-test for Equality of Means
            Test for 
            Equality 

           of 
              Variances

t df Sig. Mean Std.         95% 
(2- Diffe- Error         Confi-

tailed) rence Diffe-         dence
rence         Interval

         of the 
        Diffe-
        rence

Lower Upper

Rating Equal 8.663 .004 1.923 188 .056 .64466 .33532 -.01682 1.30613
variances 
assumed

Equal 1.758 97.248 .082 .64466 .36668 -.08307 1.37238
variances 
not 
assumed

Source - Survey Data

P value is obtained as 0.056 (>0.05), thus it 
concluded that there is no significant difference 
between Technical and Non Technical 
Qualification respondents with regard to 
satisfaction on Effectiveness of Training on 
Employee Performance.

Table 13 : Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (Descriptive 
for Experience group)

Descriptive

N Mean Std. Std.           95% Mini- Maxi-
Devi- Error        Confidence mum mum
ation           interval for 

          Mean
Rating Lower Upper

Bound Bound

Below 5 Years 46 6.9565 2.53821 .37424 6.2028 7.7103 2.00 10.00

6-10 Years 46 8.3913 .82941 .12229 8.1450 8.6376 7.00 10.00

11-15 Years 56 6.7857 2.24592 .30012 6.1843 7.3872 3.00 10.00

16-20 Years 16 6.7500 2.04939 .51235 5.6580 7.8420 3.00 9.00

20 Years above 26 7.4615 2.51763 .49375 6.4446 8.4784 1.00 10.00

Total 190 7.3053 2.18254 .15834 6.9929 7.6176 1.00 10.00

Source - Survey Data

F Sig.



Table 14 : Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (ANOVA 
Test for Experience Group)

ANOVA

Rating Sum of df Mean F Sig.
Squares Square

Between Groups 80.535 4 20.134 4.544 .002

Within Groups 819.760 185 4.431

Total 900.295 189

Source - Survey Data

P value is obtained as 0.002(<0.05), thus it 
concluded that there is a significant difference 
between respondents of different Experience 
with regard to satisfaction on Effectiveness of 
Training on Employee Performance.

Table 15 : Satisfaction of Respondents on Current 
Company with respect of Effectiveness of 
Training on Employee Performance (Descriptive 
for Age group)

Descriptive

Rating N Mean Std. Std.           95% Mini- Maxi-
Devi- Error        Confidence mum mum
ation           interval for 

          Mean
Lower Upper
Bound Bound

Below 20 16 5.7500 2.11345 .52836 4.6238 6.8762 2.00 9.00
Years

21-30 Years 54 7.2222 1.90992 .25991 6.7009 7.7435 3.00 10.00

31-40 Years 80 7.4750 1.57492 .17608 7.1245 7.8255 3.00 10.00

41-50 Years 20 7.1000 2.65370 .59338 5.8580 8.3420 1.00 10.00

51 Years 20 8.8000 .89443 .20000 8.3814 9.2186 8.00 10.00
& Above

Total 190 7.3579 1.91301 .13878 7.0841 7.6317 1.00 10.00

Source - Survey Data

Table 16 : Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (ANOVA 
Test for Age Group)

ANOVA
Rating Sum of df Mean F Sig.

Squares Square

Between Groups 86.380 4 21.595 6.600 .000

Within Groups 605.283 185 3.272

Total 691.663 189

Source - Survey Data

P value is obtained as 0.000(<0.05), thus it 
concluded that there is a significant difference 
between  respondents  of different age groups 
with regard to Effectiveness of Training on 
Employee Performance.

Table 17 : Satisfaction of Respondents 
(Descriptive for Gender)

Group Statistics

Gender N Mean Std. Std. Error 
Deviation Mean

Rating Male 178 7.3146 1.96348 .14717

Female 12 8.0000 .60302 .17408

Source - Survey Data

Table 18 : Satisfaction of Respondents (T Test for 
Gender)

Independent Samples Test

              Levene's t-test for Equality of Means
            Test for 
            Equality 

           of 
              Variances

t df Sig. Mean Std.         95% 
(2- Diffe- Error         Confi-

tailed) rence Diffe-         dence
rence         Interval

         of the 
        Diffe-
        rence

Lower Upper

Rating Equal 9.771 .002 -1.203 188 .231 -.68539 .56988 -1.80957 .43878
variances 
assumed

Equal -3.007 31.348 .005 -.68539 .22795 -1.15009 -.22069
variances 
not 
assumed

Source - Survey Data

P value is obtained as 0.231 (>0.05), thus it 
concluded that there is no significant difference 
between Male and Female respondents with 
regard to Effectiveness of Training on Employee 
Performance.

Table 19:- Satisfaction of Respondents 
(Descriptive for Marital Status)

Group Statistics

Marital N Mean Std. Std. Error 
Status Deviation Mean

Rating Married 150 7.3867 1.83108 .14951

Unmarried 40 7.2500 2.21591 .35037

Table 20 : Satisfaction of Respondents (T Test 
for Marital Status)

Independent Samples Test
              Levene's t-test for Equality of Means

            Test for 
            Equality 

           of 
              Variances

F Sig. t df Sig. Mean Std.         95% 
(2- Diffe- Error         Confi-

tailed) rence Diffe-         dence
rence         Interval

         of the 
        Diffe-
        rence

Lower Upper

Rating Equal 3.106 .080 .401 188 .689 .13667 .34118 -.53637 .80970
variances 
assumed

F Sig.



Equal .359 54.027 .721 .13667 .38093 -.62705 .90038
variances 
not 
assumed

Source - Survey Data

P value is obtained as 0.689 (>0.05), thus it 
concluded that there is no significant difference 
between Married and Unmarried respondents 
with regard to satisfaction on Effectiveness of 
Training on Employee Performance.

Table 21 : Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (Descriptive 
for Qualification group)

Descriptive

N Mean Std. Std.           95% Mini- Maxi-
Devi- Error        Confidencemum mum
ation           interval for 

          Mean
Rating Lower Upper

Bound Bound

Under Graduate 32 6.0625 2.60195 .45996 5.1244 7.0006 1.00 10.00

Graduate 118 7.7458 1.63919 .15090 7.4469 8.0446 3.00 10.00

Post Graduate 36 7.2222 1.64075 .27346 6.6671 7.7774 3.00 10.00

Above Post 4 7.5000 .57735 .28868 6.5813 8.4187 7.00 8.00
Graduate

Total 190 7.3579 1.91301 .13878 7.0841 7.6317 1.00 10.00

Source - Survey Data

Table 22 : Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (ANOVA 
Test for Qualification Group)

ANOVA

Rating Sum of df Mean F Sig.
Squares Square

Between Groups 72.193 3 24.064 7.225 .000

Within Groups 619.470 186 3.330

Total 691.663 189

Source - Survey Data

P value is obtained as 0.000(<0.05), thus it 
concluded that there is a significant difference 
between  respondents  of different Qualifications 
with regard to satisfaction on Effectiveness of 
Training on Employee Performance.

Table 23 : Satisfaction of Respondents 
(Descriptive for Technical Qualification)

Group Statistics

Technical N Mean Std. Std. Error 
Qualification Deviation Mean

Rating Yes 128 7.5938 1.58456 .14006

No 62 6.8710 2.39866 .30463

Source - Survey Data

Table 24 : Satisfaction of Respondents (T Test for 
Technical Qualification)

Independent Samples Test
              Levene's t-test for Equality of Means

            Test for 
            Equality 

           of 
              Variances

t df Sig. Mean Std.         95% 
(2- Diffe- Error         Confi-

tailed) rence Diffe-         dence
rence         Interval

         of the 
        Diffe-
        rence

Lower Upper

Rating Equal 16.712 .000 2.475 188 .014 .72278 .29207 .14663 1.29893
variances 
assumed

Equal 2.156 87.633 .034 .72278 .33528 .05644 1.38913
variances 
not 
assumed

Source - Survey Data

P value is obtained as 0.014 (>0.05), thus it 
concluded that there is no significant difference 
between Technical and Non Technical 
Qualification respondents with regard to 
satisfaction on Effectiveness of Training on 
Employee Performance.

Table 25 : Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (Descriptive 
for Experience group)

Descriptive
N Mean Std. Std.           95% Mini- Maxi-

Devi- Error        Confidencemum mum
ation           interval for 

          Mean
Rating Lower Upper

Bound Bound

Below 5 Years 46 7.2174 2.34675 .34601 6.5205 7.9143 2.00 10.00

6-10 Years 46 8.1739 .76896 .11338 7.9456 8.4023 7.00 10.00

11-15 Years 56 6.6786 1.88879 .25240 6.1727 7.1844 3.00 10.00

16-20 Years 16 8.2500 1.12546 .28137 7.6503 8.8497 7.00 10.00

20 Years above 26 7.0769 2.27900 .44695 6.1564 7.9974 1.00 10.00

Total 190 7.3579 1.91301 .13878 7.0841 7.6317 1.00 10.00

Source - Survey Data

Table 26 : Satisfaction of Respondents on Current 
Company with respect of effectiveness of 
Training on Employee Performance (ANOVA 
Test for Experience Group)

ANOVA

Rating Sum of df Mean F Sig.
Squares Square

Between Groups 72.168 4 18.042 5.388 .000

Within Groups 619.495 185 3.349

Total 691.663 189

Source - Survey Data

F Sig.



P value is obtained as 0.000 (<0.05), thus it 
concluded that there is a significant difference 
between respondents of different Experience 
with regard to satisfaction on Effectiveness of 
Training on Employee Performance.

Table 27 : Comparison of Effectiveness Training 
on Employee Performance Before and After 
Training Program

Rating Mean N Std. Std. 
Deviation Error 

Mean

Knowledgeand skill 6.6000 190 2.29285 .16634
level Before the 
Training Program

knowledge and skill 7.7579 190 1.47441 .10696
level After the 
Training Program

Rating Paired Differences t df Sig.
Mean Std. Std.         95% (2-

Devi- Error         Confidence tailed)
ation Mean         Interval 

        of the 
        Difference

Lower Upper

(Knowledge
& skill level 
Before the 
Training  -1.15789 2.08961 .15160 -1.45693 -.85886-7.638 189 .000
Program)- 
(After the 
Training 
Program)

Source - Survey Data

On an average, employees score improved After 
the Training Program (M=7.75, SE=.10696) than 
to employee score before Training (M=6.60, 
SE=1.6634), t (189) = -7.638, p<.05.  Thus it 
concluded that there is a significant difference 
between respondents with regard to Knowledge 
and Skill Development on Effectiveness of 
Training on Employee Performance.

With regards to the results of T Test and ANOVA 
it is found that, satisfaction of the respondents 
with different demographic profile is a 
significantly different. Thus Null Hypothesis is 
rejected and it is concluded that, there is an 
impact of demographic factors on Effectiveness 
of Training on employee performance.

a. The average level of the satisfaction of the 
current company with respect of Effective 
training is 7.31 & its effectiveness average is 
7.36. The average level of performance on 

Rating N Correlation Sig.

Knowledge and skill level Before 190 .453 .000
the Training Program  & After the 
Training Program

the basis of Training was 6.60 where after 
training the average is 7.76. This means the 
effectiveness of the training program is 
impact upon the performance and also it 
impact on the overall performance

b. All Respondents  were satisfied in Effective 
Training Program organized by the 
Company expect the respondents of the Age 
Group who is below 20 Years, 21-30 Years & 
41-50 Years ( Mean-5.75,6.93 & 6.70 
respectively) , Graduates ( Mean- 5.88), 
Below 5 Years, 11-15 years, 16-20 Years of 
Experience Employee( Mean- 6.96,6.79, 
6.75 respectively), Male(Mean- 7.22), Un 
Married (7.00), Non Technical Qualified 
Respondents ( Mean- 6.87). Means most of 
the respondents from the different 
demographic factors are satisfied.  

c. It is Observed that the Effect of the Training 
Program also very good. The Training 
Program was effective expect the age Group 
of below 20 Years ( Mean-5.75), 21-30 years 
( Mean- 7.22), 41-50 years ( Mean- 7.10), 
Under Graduates( Mean- 6.06), Post 
Graduate( (Mean- 7.22), Experience Below 
5 Years (Mean( 7.22), 11-15 years ( Mean- 
6.68), 20 Years & Above (mean- 7.08), Male 
( mean-7.31), Un Married( Mean- 7.25), Non 
Technical Qualified 

d. Respondents ( Mean- 6.87)

Table 28 : Demographic Profile of Respondents 

Experience No. of Percentage Age No. of  Perce
Resp- (%) Group Respo- ntage
ondents ndents (%)

Below 5 Years 46 24.21 Below Below 16
20 Years 20 Years

6-10 Years 46 24.21 21-30 21-30 54
Years Years

11-15 Years 56 29.47 31-40 31-40 80
Years Years

16-20 Years 16 8.42 41-50 41-50 20
Years Years

20 Years above 26 13.68 51 Years 51 Years 20
& Above & Above

Total 190 100.00 Total 0.00 190.0

Marital No. of Percentage Gender No. of  Perce-
Status Resp- (%) Respo- ntage

ondents ndents (%)

Married 150 78.95 Male 178 93.68

Un Married 40 21.05 Female 12 6.32

Total 190.00 100.00 Total 190.00 100.0



Qualification No. of Percentage Technical No. of  Perce-
Resp- (%) Qualifi- Respo- ntage
ondents cation ndents (%)

Under Graduate 32 16.84 Yes 128 67.37

Graduate 118 62.11 No 62 32.63

Post Graduate 36 18.95 Total 190.00 100.0

Above Post 4 2.11
Graduate

Total 190.00 100.00

Source - Survey Data

Finding & Suggestions :

1. It is observed that 90 % above respondents 
are agreed that, the company has the training 
Policy to provide the training program to 
enhance the knowledge and skill and also 
commented that the company arrange the 
training program which helps to perform the 
employee well and able to fulfill the 
company goal and objectives. This means 
Effectiveness training program is require to 
perform well

2. 80-90 % respondents suggested that, 
Training Program helps to improve the skill 
and knowledge and it helps for job 
satisfaction. It proves that training is 
required to improve the knowledge and skill. 

3. 65.26 % of the employees stated that, the 
companies gives the updated knowledge 
through different training program for 
update the skill which helps perform better. 
This means the employee require updated 
knowledge which they don’t have. The 
company should focus on the new 
techniques as per requirement of the 
employee.

4. It is observed that there is no significant 
difference between respondents of different 
Gender, Marital Status, and Technical 
Qualification. Hence the Effectiveness of 
Training Program is required for perform the 
job.

5. It is observed that there is significant 
difference between respondents of different 
age group, Different Qualification & 
Different Experience of age. Hence it is 
proved that Training is more important part 
for the company as well as the employee 

6. On an average the performance of the 
employees on the basis of training program 
was better. Before training the average was 

6.60 where after training is 7.75. Hence it is 
proved that the effectiveness of the training 
program is helpful for the employee

Conclusion :

Training is not just the knowledge that made you 
a good trainer; it’s not just your delivery style that 
gave you a reputation. An effectiveness training 
knowing the end result of the training program. It 
provides the skill and knowledge depends upon 
the experiences and skill of the trainer. In order to 
make effective trainers need to understand how 
they are going to be evaluated. By sticking to the 
principle “End is more important than means.” 
You will have clear understanding about what is 
expected of you. The evaluation also an 
important for any training program to evaluate it 
which should be proper designed with all the 
measurable concepts. The trainer must be have 
the good quality mean he/she should have 
different concepts like Knowledge, Enthusiasm, 
Patient, Acceptance, Intellect, Readiness, 
Preparation, Behavior, and most importantly, the 
overall presentation. Organizations take this 
aspect very seriously. They want to know the 
level of appreciation of trainees. Training 
facilities in Singapore offers to everyone, from 
smallest to largest business. Training and 
development is an instrument that aid human 
capital in exploring their dexterity. Therefore an 
effective training is vital to the productivity in 
manufacturing companies. Training and 
development ultimately upgrade not only the 
productivity of employees but also of the 
organization. It has rightly been said, employee 
development is the key to organizational 
sustainable development. Organizations must 
have employees who are able to quickly adapt to 
an ever-changing world market. Manufacturing 
Companies need to invest in on-going employee 
training and development in order to both keep 
employees and be successful. The 21st century 
will be favorable to those organizations, which 
are able to learn faster and adapt to changes than 
their competitors. Training enhances employees’ 
initiative and quality of work, thereby assisting 
them to be more committed to achieving the 
organizational goals and objectives and in turn 
enhancing employees’ effectiveness within the 
organization. 
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Abstract : 

The demonetisation move by the Indian Prime 
Minister has caught the whole world’s eye. 
Several logical views have been offered, both for 
the  move and against the move.

Demonetisation announced on November 2nd, 
2016 was aimed at addressing corruption, black 
money, counterfeit currency and terror funding . 
Although demonetisation holds huge potential 
benefits in the medium to long term, given the 
scale of operation it was expected to cause 
transient disruption in economic activity.

Going further demonetisation will give birth to a 
more modern, digital and honest economy. The 
very successful BHIM payments app, launched 
recently by Prime Minister Narendra Modi, 
reflects the digital push of this government 
through the trinity of Jan-Dhan-Aadhar-Mobile 
JAM, which will help in reducing dependence of 
cash in the long run. Thus, an important 
consequence of demonetisation has been the 
sharp increase in the use of digital transaction.

Key Words : Digital literacy, Demonetisation, 
face less, paper less, cash less mode.

Introduction : 

On November 8th, 2016 it was decided to 
demonetize high value currency notes of 
denomination of Rs. 1000 and Rs. 500 {called 
specified bank notes}. Such notes valued at Rs. 
15.4 trillion constituted 86.9 percent of the value 
of total currency in circulation. The decision was 
in continuation of series of measures taken by the 
Government of India during last two years aimed 
at elimination corruption, black money, 
counterfeit currency and terror funding. The 
decision was guided by the aim of reaping its 
enormous potential medium term benefits in the 
form of reduced corruption, greater digitization 
of the economy, increased flow of financial 
savings and greater formalization of the 
economy. All of these would lead to higher GDP 
growth and tax revenues that could be used by the 
government for inclusive and stronger economic 
growth within the norms of fiscal prudence, 

besides contributing to overall improvement in 
business environment.

Digital Literacy : 

After demonetisation government policies have 
given a boast to digital economy in India. Digital 
economy and its various facets are technology 
driven and supremely progressive with ever 
increasing digital tools in the market, a 
commoner is bound to be baffled. So to solve this 
issue by presenting a simple collection of all the 
developments in the field of digital economy that 
Indian economy has seen in recent past.

This is an endeavour towards spreading digital 
and financial literacy in a very small day that we 
can.

Digital Payment Methods : 

1) The R.B.I classifies every mode of cashless 
fund transfer or transaction using cards or 
mobile phones as prepaid payment 
instrument

2) These can be issued as smart cards, magnetic 
stripe cards, net accounts, net wallets, 
mobile accounts, mobile wallets or paper 
vouchers. These are classified into three 
types.

a) Closed : Issued by an entity for 
purchasing goods and services only from it, 
these does not allow cash withdrawal or 
redemption. Ola money is one such closed 
wallet.

b) Semi Closed : These are used to buy 
goods and services including financial 
services, from merchants that have specific 
contract with the issuer. These too do not 
allow cash withdrawal or redemption and 
include wallets offered by service providers 
like Paytm and State Bank Buddy.

c) Open : These can be used to buy 
goods and services including fund transfers 
at merchant locations and also permit cash 
with drawals at ATMs. All Visa and Master 
card cards fall into this category.

Demonetisation and Digital Literacy in India

Dr. (C.A.) Khushboo Jain,
Hyderabad



Cashless modes :

a) Mobile wallets
b) Plastic money
c) Net Banking

Mobile Wallet : 

1) This is basically vertical wallet available on 
your mobile every smart phone. You can 
store cash in digital format on the mobile to 
make online or offline payments.

2) Various service providers offer these wallets 
via mobile apps which you need to download 
on the phone.

3) You can transfer the money into these wallets 
online using credit / debit cards or net 
banking. This means that every time you pay 
a bill or buy online via the wallet, you would 
not have to furnish your card details.

4) You, can use these to pay fees, bills and make 
online purchases.

5) Instead of using your physical plastic card to 
make purchases, you can pay with your 
smart phone, tablet or smart watch.

6) An individual account is required to be 
linked to the digital wallet to load money in 
it.

7) Most banks have their E-Wallet and some 
private companies ex: Paytm, Free charge, 
Mobiwik, Oxigen, Axis Bank time, ICICI 
pockets, speed pay etc.

Plastic Money : 

1) This include credit, debit and pre paid cards. 
The latter can be issued by banks or non 
banks and can be physical or virtual.

2) These can be brought and recharged online 
via net banking can be used to make online or 
point of sale purchases, even given as gift 
cards.                

Net Banking :

1) This does not involve any wallet and is 
simply a method of online transfer of funds 
from one bank account to another bank 
account, credit card or a third party.

2) You can do it a computer or mobile phone. 
Money transfer can be done via National 
Electronic Funds Transfer (NEFT) Real 

Time Gross Settlement (RTGS) or 
Immediate Payment Service (IMIS) all of 
which come at a nominal cost ranging from 
Rs. 5-55.

Faceless, Paperless, Cashless :

1) The digital India programme is a flagship 
programme of the government of India with 
a vision to transform India into a digitally 
empowered society and knowledge 
economy “faceless, paperless, cashless” is 
one of professed role of Digital India.

2) As part of promoting cashless transactions 
and converting India into less cash society, 
various modes of digital payments are  
available

Modes of Digital Payments :

1) Banking Cards

2) USSD

3) AEPS

4) UPI

5) Mobile Wallets

6) Banks Prepaid cards

7) Point of Sale 

8) Internet Banking

9) Mobile Banking

10) Micro ATMS

Banking cards, debit cards, cash, travel and 
others -

1) Banking cards offer consumers more 
security, convenience and control than any 
other payment method.

2) The wide variety of cards available including 
credit debit and prepaid offers enormous 
flexibility as well.

3) These  cards  provide  a  fac tor  of  
authentication for secure payments eg: 
secure PIN and OTP.

4) RUPAY, VISA, Master Card are some of the 
example of card payment systems.

5) Payment cards give people the power of 
purchase items in stores on the internet, 
through mail order catalogues and over the 
telephone.



6) They save both customers and merchants 
time and money and thus enable them for 
ease of transaction.

Unstructured Supplementary Service data 
(USSD) :

1) The innovative payment service *99# works 
on unstructured supplementary service data 
(USSD) channel.

2) This service allows mobile banking 
transactions using basic feature mobile 
phone there is no need to have mobile 
internet data facility for using USSD based 
mobile banking.

3) It is envisioned to provide financial 
deepening and inclusion of under banked 
society in the main stream banking services.

4) *99# service has been launched to take the 
banking services to every common man 
across the country. Banking customers can 
avail this service by dialing *99# a “common 
number across all Telecom Service 
Providers (TSPS)” on their mobile phone 
and transact through an inter active menu 
displayed on the mobile screen.

5) Key services offered under *99# service 
include

a) Inter Bank Account to account fund 
transfer.

b) Balance enquiry

c) Mini statement besides host of other 
services

6) *99# service is currently offered by 51 
leading banks and all GSM service providers 
and can be accessed in 12 different languages 
including Hindi and English as on 30-11-
2016 (source NPCI).

7) *99# service is unique inter operable direct 
to consumer service that brings together the 
diverse ecosystem partners such as Bank and 
TSPs (Telecom Service Providers).

Aadhar Enabled Payment System (AEPS) :

i) AEPs is a bank led model which allows 
online interoperable financial transaction at 
(Point of Sales (POS) micro ATM) through 
the business correspondent (BC) / Bank 
mitra of any bank using the aadhar the aadhar 

authentication.

ii) AEPS has now been formally announced and 
will allow people to send and receive money 
using only their aadhar number and 
biometric information.

iii) IDFC Bank announced the nationwide 
launch of an Aadhar linked cashless solution, 
that uses the retailers phone to enable digital 
payments. Dubbed Aadhar pay, and 
launched in association between the NPCI 
UIDAI and IDFC Bank, it has been rolled out 
to 100 merchants and leverages the aadhar 
and UPI to make payments.

iv) At the same time, SBI also announced that it 
as adopted Shirki village in Pen Taluka in 
Maharastra to test Aadhar based payments. 
The merchants in the village have been 
provided with android smart phones and 
finger print scanners, to help them move 
away from cash.

v) AEPS is a bank led model which allows 
online interoperable financial inclusion 
transaction at POS through the business 
correspondent of any bank using the Aadhar 
authentication.

Unified Payment Interface (UPI) : 

1) UPI was launched by Government of India in 
Feb’ 2016. It is system that powers multiple 
bank accounts into a single mobile 
application (of any participating bank) 
merging several banking features, seamless 
fund routing and merchant payments into 
one hood.

2) It also caters to the “Peer to Peer” collect 
request which can be scheduled and paid as 
per requirement and convenience.

How is it unique ?

1)  Immediate money transfer through mobile 
device round the clock 24*7 and 365 days.

2) Single mobile application for accessing 
different bank accounts.

3) Single click and factor authentication 
aligned with the regularity guidelines, yet 
provides for a very strong feature of 
seamless single click payment.

4) Virtual address of the customer for pull and 
push provides for incremental security with 



the customer not required to enter the details 
such as card no, account no, IFSC etc.

5) Bill sharing with friends.

6) Best answer to cash on delivery hassle, 
running to an ATM or rendering exact 
amount.

7) Merchant payment with single application or 
in- app payments.

8) Scheduling push and pull payments for 
various purposes.

9) Utility bill payments over the counter 
payments, barcode (Scan and Pay) based 
payments.

10) Donations, collections, disbursements 
scalable.

11) Raising complaint from mobile app directly.

RUPAY :

1) Rupay a new card payment scheme launched 
by the National Payments Corporation of 
India (NPCI), has been conceived to fulfill 
RBI’s vision to offer a domestic open-loop 
multilateral system which will allow all 
Indian banks and financial institutions in 
India to participate in electronic payments.

2) Rupay the word itself has a sense of 
nationality in it. “Rupay” is the coinage of 
two terms Rupee and Payment.

3) The Indian market offers huge potential for 
cards penetration despite the challenge. 
Rupay cards will address the needs of Indian 
Consumers, merchants and banks.

4) The benefits of Rupay debit card are the 
flexibility of the product platform high level 
of acceptance and the strength of the Rupay 
brand all of which will contribute to an 
increased product experience.

Bharat Interface for Money (BHIM) :

1) The Bharat Interface for money (BHIM) was 
rolled at by Prime Minister Narendra Modi 
on Dec’ 30 2016 in an initiative to enable fast 
secure and reliable cashless payments 
through mobile phones.

2) BHIM is enter-operable with other unified 
payment interface (UPI) applications and 
bank accounts and has been developed by 

The National Payment Corporation of India 
(NPCI).

3) This seats the governments push towards 
digital  payments after  the Nov’8 
demonetisation that resulted in the scrapping 
of high value Rs 1000 and Rs. 500 currency 
notes.

4) As it is Aadhar enabled the app puts an end to 
the fuss around other wallets.

Banks Prepaid Cards :

The prepaid cards work on the theme of pay now 
and use to your convenience, very similar to 
prepaid mobile phone cards. All you have to do is 
to buy a card, load it with the desired amount and 
the card is ready to be used. You don’t require any 
account to use these cards prepaid cards are 
convenient alternates to cash and cheques and 
benefit card holders in a number of ways.

Point of Sale (POS) :

i) A point of sale (POS) is the place where sales 
are made.

ii) On a macro level a POS may be a small, a 
market or a city.

iii) On a micro level, retailers consider a POS to 
be the area where a customer completes a 
transaction, such as a checkout counter.

iv)  It is also known as a point of purchase.

v) It can be physical IOS, mobile POS and 
virtual IOS.

Internet Banking :

1) Internet banking, also known as online 
banking, e-banking or virtual banking is an 
electronic payment system that enables 
customers of a bank or other financial 
institution to conduct a range of financial 
transactions through the financial 
institutions website.

Types of online financial transactions

National Electronics Fund Transfer (NEFT) :

1. National Electronic Funds Transfer (NEFT) 
is a nation wide payment system facilitating 
one to one funds transfer.

2. Under this scheme individual firms and 
corporates can electronically transfer funds 
from any bank branch to any individual firm 



or corporate baring and account with any 
other bank branch in the country 
participating in the scheme.

3. Individuals, firms or corporate having an 
account with a bank branch can transfer 
funds using NEFT.

4. Even such individuals who do not have a 
bank account (walk-in customer) can also 
deposit cash at the NEFT enabled branches 
with instructions to transfer funds using 
NEFT.

5. However, such cash remittances will be 
restricted to a maximum of Rs 50,000/- per 
transaction. NEFT thus facili tates 
originators or remitters to initiate funds 
transfer transactions even without having a 
bank account.

Real Time Gross Settlement (RTGS) :

1. RTGS is defined as the continuous (real 
time) settlement of funds transfers 
individually on an order by order basis 
(without netting)

2. Real time means the processing of 
instructions at the time they are received 
rather than at some later time. “Gross 
settlement means the settlement of funds 
transfer instructions occurs individually (on 
an instruction by instruction basis).

3. Considering that the funds settlement takes 
place in the books of the Reserve Bank of 
India, the payments are final and irrevocable.

4. The RTGS system is primarily meant for 
large value transactions. The minimum 
amount to be remitted through RTGS is Rs 2 
lakhs. There is no upper ceiling for RTGS 
transactions.

Electronic Clearing System (ECS) :

ECS is an alternative method for effecting 
payments transactions in respect of the utility bill 
payments such as telephone bills, electricity bills 
insurance premia card payments  and loan 
repayments etc which would obviate the need for 
issuing and handling paper instruments and 
thereby facilitate improved customer service by 
banks / companies / corporates / government 
departments etc collecting receiving the 
payments.

Immediate Payment Service (IMPS) :

1) IMPs offers an instant 24x7 inter bank 
electronic fund transfer service through 
mobile phones.

2) IMPS is an emphatic tool to transfer money 
instantly within banks across India through 
mobile internet and ATM which is not only 
safe but also economical both in financial 
and non financial perspectives.

Mobile Banking :

1) Mobile banking is a service provided by a 
bank or other financial institution that allows 
its customers to conduct different types of 
financial transactions remotely using a 
mobile device such as a mobile phone or 
tablet.

2) It uses software usually called an app 
provided by the bank or financial institution 
for the purpose.

Micro ATMS

1) Micro ATM is meant to be a device that is 
used by a million business correspondents 
(BC) to deliver basic banking services.

2) The plat form enables  business  –  
correspondents (who could be a local kirana 
shop owner and will act as ‘Micro ATM’) to 
conduct instant transactions.

3) The micro platform enables function through 
low cost devices (Micro ATMs) that are 
connected to banks across the country.

4) This enables a person to instantly deposit or 
withdraw funds regardless of the bank 
associated with a particular BC.

5) The device is based on a mobile phone 
connection and would be made available at 
every BC customers would just have to get 
their identity authenticated and withdraw or 
put money into their bank accounts.

6) The money will come from the cash drawer 
of the BC essentially BCs will act as bank for 
the customers and all they need to do is verify 
the authenticity of customer using customers 
UID.

7) The basic transaction types to be supported 
by micro ATM are deposit, withdrawal fund 
transfer and balance enquiry.



Conclusion :  

It is crystal clear that technology is ever 
expanding and evolving who knows that some of 
the above mentioned digital platform might 
become absolute and give way to even better and 
efficient platforms in near future. So, we need to 
have both financial and digital literacy to be able 
to harness the maximum out of the progress that 
our generation makes.
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Abstract :

Advances in computers and Multimedia 
technology have changed traditional methods of 
learning and skills training. On-line learning 
continues to play a major role in the success of 
any academic program. Such learning can 
personalize learning needs both for students and 
teachers. It can provide environment where 
virtual reality techniques are used to create 
interactive interfaces and real time software can 
monitor every response made by the user. E-
learning is a combination of learning services and 
technology that is delivered or enabled by 
electronic means. In recent years the techniques 
and tools of dissemination of knowledge have 
changed from, “technology-supported learning, 
distance learning and distance education” to 
“online learning and web-based training” to “e-
learning”. The delivery of learning or content can 
now be through the intranets, extranets or over 
the Internet, via Interactive Television or satellite 
broadcast. Teachers and learners must realize that 
new opportunities are being offered by modern 
on-line communication system. Now with e-
learning taking over the place of traditional 
classrooms, the entire higher education is being 
delivered on-line and the person with the basic 
knowledge and skills of Web technology is open 
to whole new world of knowledge, from free Web 
surfing and self-organized education—through 
on-line resources and familiarization with 
Internet culture, its places, sites, search engines 
etc---up to a more structured approach. The 
present paper explores e-learning content 
preparation, presentation tools, application of e-
learning in various types of methodologies used 
in higher education, benefits and limitations of e-
learning and implications of e-learning 
integration in Indian higher education 
institutions. 

Key Words : e-learning, Internet, Web-based 
training, Computer-based training, distance 
education

Introduction :

Recent advances in Internet and computer 
technology has revolutionised the landscape of 
higher education. This in turn has greatly 
influenced the methods and approaches in 
education. With the advent of modern and latest 
Information and Communication Technologies 
(ICTs), students in distance and online learning 
programs can receive learning materials online, 
join televised lectures, and attend video 
conference classes that link students and 
instructors from numerous geographic locations 
and participate in chat room discussions. A web 
2.0 technology has provided students with an 
opportunity to learn and get desired information 
wherein education becomes socially and 
collaboratively constructed activity. Students get 
all the information regarding the academic 
programs and courses through online system. The 
web can be used both as a digital library and as a 
virtual classroom. Web-based learning makes 
judicious use of media such as computer 
conferencing, e-mail, CD-ROMs, DVDs and the 
Internet. These interactive technologies support 
many different types of capabilities such as: 
Internet access to digital versions of learning 
materials, Internet access to search and 
transaction services, interactive diagnostic or 
adaptive tutorials, interactive educational games, 
access to local physical devices, personalized 
information and guidance for learning, support 
simulations or models of scientific systems, 
communication tools for collaboration with other 
students and teachers, tools for creativity and 
design virtual reality environments for 
development, data manipulation and its analysis, 
modelling or tools organization and applications, 
electronic devices to assist disabled learners etc.

E-learning is a term that encompasses all forms of 
Technology-Enhanced learning (TEL). It is 
essentially the computer and network-enabled 
transfer of skills and knowledge. E-learning 
applications and processes include Web-based 
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learning, computer-based learning, virtual 
education opportunities and digital collaboration. 
The objective of this paper is to explore, what we 
have achieved so far, and what else we need to do 
to make e-learning a major success so as to 
transform India into completely digitalized 
economy. In general, e-learning is the expression 
broadly used to describe ‘instructional content or 
learning experience delivered or enabled by 
electronic technologies’ (Ong, Lai & Wang 
2004)7. Broadly we can define it as, “the use of 
Internet, intranets/extranets, audio and 
videotape, satellite broadcast, interactive TV and 
CD-ROM, not only for content delivery, but also 
for interaction among participants”. Laurillard 
(2006)4 has defined e-learning as “the use of any 
of the new technologies or applications in the 
service of learning or learner support”. 
Rosenberg (2001)8 has defined e-learning in the 
following words: “e-learning refers to the use of 
the Internet technologies to deliver a broad array 
of solutions that enhance knowledge and 
performance”.  

Types of E-learning :

There are basically two types of e-learning:

• Synchronous learning

It means, “at the same time”, and involves 
interaction of participants with an instructor 
via the Web in real time. Synchronous 
technologies are telephone, video-
conferencing, web-conferencing etc.

• Asynchronous learning

It means “not at the same time”, allows the 
participant to complete the Web-based 
training at his own pace, without live 
i n t e r a c t i o n  w i t h  t h e  i n s t r u c t o r.  
Asynchronous technologies are audio 
cassette, e-mail, message board forums, 
print materials, voice mail/fax, video-
cassette, CD-ROMs.

Asynchronous Methods :

1. Embedded Learning : Embedded Learning 
is information that is accessible on a self-
help basis, 24/7. It can be delivered to the 
place of work, or to mobile learners. 
Electronic Performance Support System 
(EPSS) is a type of embedded learning. The 
advantage is that embedded learning offers 

learners the information they need and 
whenever they need it.

2. Self-Paced Courses: The advantage of self-
paced course is  the convenience.  
Participants can get the training they need at 
any time. 

Synchronous Methods :

1. Virtual Classrooms : Virtual classrooms 
duplicate the features of a real classroom online. 
Participants interact with each other and 
instructors online. Instant messaging, chat, audio 
and video conferencing etc, are included under 
such methods.

2. Blended Method : Most of the educational 
institutions prefer to use a mix of both 
synchronous and asynchronous learning methods 
according to their requirement.

An Innovation in E-Learning Technology : E-
learning 2.0

The term e-learning 2.0 is used to refer to new 
ways of thinking about e-learning inspired by the 
emergence of Web 2.0. The term E-learning 2.0 is 
a neologism for Computer Supported 
Collaborative Learning systems (CSCL) that 
came about during the emergence of Web 2.0. 
From an E-learning 2.0 perspective, conventional 
e-learning systems were based on instructional 
packets, which were delivered to students using 
Internet technologies. The new E-learning places 
more emphasis on social learning and use of 
social software such as blogs, wikis, podcasts and 
virtual worlds such as Second Life. This 
phenomenon has also been referred to as long tail 
Learning. E-learning 2.0 assumes that knowledge 
is socially constructed. Learning take place 
through conversations about content and 
grounded interaction about problems and actions. 
Advocates of social learning claim that one of the 
best ways to learn something is to teach it to 
others. There is also increased use of virtual 
classrooms as an online learning platform.

Thus, e-learning 2.0 tools are a practical, 
inexpensive and uncomplicated method for 
learning on-line learning. They are available to 
one and all and are great for propagating e-
learning. 

Present Scenario of E-learning in India :

India has a strong educational infrastructure, 



particularly in the higher education sector with 
more than 33,504 colleges and 749 universities. 
To cope up with this ever increasing number of 
educational systems we require a strong Web-
based e-learning system Many higher education 
institutions now offer on-line classes. The Sloan 
report based on a poll of academic leaders says 
that students generally appear to be at quite 
satisfied with their on-line classes as they are with 
traditional ones. 

Some of the initiatives taken in India in 
establishment of Web-based Learning are as 
given :

1. Real impetus for e-learning came from the 
National Task Force on Information 
Technology and Software development 
constituted by the Prime Minister of India in 
1998. The Task Force Report presents the 
master plan that India has in place as a long 
term policy for capacity building of 
institutions, human resource development in 
IT related areas, and use of ICTs in    
education. The Indira Gandhi National Open 
U n i v e r s i t y  r e s p o n d e d  t o  t h e  
recommendations of the Task Force with its 
Virtual Campus Initiatives (VCI) in 1999 
(Mishra & Sharma, 2005) 5.

2. NCTE has launched a project for integrating 
technology in teacher education: the 
XPDITE (X- elerated professional 
Development in the Integration of 
Technology in teacher Education) project in 
collaboration with Intel®Teach Program. 
The Intel Teach program aims to help 
classroom teachers to learn how best to use 
technology to improve teaching and 
learning. 

3. Another project to provide web based 
training is the National Programme on 
Technology Enhanced learning (NPTEL), 
which is being funded by the Ministry of 
Human Resource Development (MHRD) 
and was first conceived in 1999 to pave the 
way for introducing multimedia and web 
technology to enhance learning of basic 
science and engineering concepts.    

4. In 1999, the Tamil Nadu State Government 
established a Tamil Virtual University 
designed to promote Tamil language, 
literature and culture internationally through 

the medium of Internet linked computers. 

5. EDUSAT, which was launched in September 
2004 by the Indian Space Research 
organization is primarily meant for 
providing connectivity to school, college 
and higher levels of education.

6. Recently, Ministry of HRD has launched a 
new centrally sponsored Scheme, “National 
Mission on Education through Information 
a n d  C o m m u n i c a t i o n  Te c h n o l o g y  
(NMEICT)”. 

Bhattacharya & Sharma (2007)2, attempted to 
explore the possibilities of on-line learning/e-
learning towards building up of quality human 
resources in higher education for developing 
India. According to them, four phases are 
required to be conducted so as to implement ICTs 
or e-learning content in the classroom. The 
phases are (i) ICTs literacy; (ii) The effective and 
efficient use of ICTs hardware and software for 
teaching-learning activities; (iii) Pedagogy based 
ICTs use (iv) Adopt best innovative practices in 
the use of ICTs (Singh & Dahiya,2007)9.  There 
should be a developed e-learning culture in the 
institutions of higher learning. 

Challenges in Implementing E-learning in 
Higher Education System :

Some of the challenges in implementation of e-
learning are:

• For these institutions offering a pure on-line 
e-learning course, awarding a recognised 
degree for students might become 
imperative. Most students and their 
prospective employers are happy only when 
a certifying endorsement is given. 

• A fall out of the above could be 
mushrooming of a large number of on-line 
institutions offering courses with spurious 
certificates, which may not have any value.

• Since, the e-learning method is self-paced 
and self-learnt, the attention span of the 
students may not be enough for him/her to 
learn a concept.  

• Generally, the duration of the course also 
matters in this mode of lesson delivery. The 
longer the course, the more number of 
dropouts the on-line institution might have. 
It could be therefore, be realised that 



Education Without Walls (EWW) model of 
education couild become one of the prime 
tenets of e-learning, as bringing the dropouts 
back into the course is a tedious task.

• There are also some legal implications of e-
learning. Making the course content, lecture 
sessions and the lecture notes available for 
free, will it give rise to plagiarism? What are 
the guidelines within the legal framework 
available for dealing with such aspects of e-
learning? It could not be forgotten that e-
learning over Internet is across geographical 
borders. This makes it all the tougher for the 
enforcing authorities to have a global legal 
framework to nail the offender.             

Suggestions :

The following are some of the suggestions for the 
effective use of e-learning in Indian Higher 
education:

1. There is a need to revise Teacher Education 
Curriculum as well as curriculum in different 
disciplines of higher education in the light of 
technological advancement.

2. Teachers must be trained for e-content 
development and delivery.

3. Accreditate on-line learning courses and 
provide them social recognition.

4. There is wide disparity in the use of e-
learning in rural and urban areas in India. 
Further, where the facilities are available, the 
same are not being fully utilized.

5. Establishing of e-learning consortium, with 
member educational institutions offering e-
learning programmes and sharing e-
resources.

6. Availability of e-learning materials in 
various regional languages.

7. Urgent need is felt to promote researches on 
the various aspects of e-learning.

Potential Benefits of E-learning :

E-learning has few benefits which are as 
following :

1. Most of the learners have no time and 
resources for getting access to the traditional 
class-bound learning experiences may get it 
now easily at their convenience in the form 

of e-learning. 

2. E-learning has enough potential to make the 
education, instruction and learning 
opportunities provided to the learners 
adaptable and suitable according to their 
needs.

3. Unlike traditional classroom education, e-
learning can cater to different learning styles 
and promote collaboration among students 
from different localities, cultures, regions, 
statues and countries.

4. E-learning can prove to be an effective media 
and tool to deal with the problem of lack of 
the trained and competent teachers.

5. The flexibility of e-learning in terms of 
delivery media (CD, DVD, Laptops and 
mobile phones), types of courses (modules 
or smaller learning objects) and access (real 
time or self-paced) may prove to be a fruitful 
venture.

6. The opportunities of having an on-line, off-
line and live interaction between the students 
and teachers and among the students 
themselves make e-learning as a suitable 
alternative to the lively face-to-face 
interaction.

7. It may also provide opportunities for testing 
and evaluating the learning outcomes of the 
learners through teachers, peers and auto-
instructional devices and software available. 

Limitations of E-learning :

E-learning has few limitations which are as 
following :

1. E-learning requires a sufficient level of 
knowledge and skills for the use of 
multimedia, Internet and Web technology on 
the part of its users. Lack of knowledge and 
skills on this account may prove futile in 
taking advantages from the valuable services 
of e-learning.

2. E-learning requires that students must have a 
proper, easy and timely access to the much 
needed resources, tools and equipment like 
computers, laptops, multimedia facilities, 
Internet and Web services, mobile learning 
tools, etc. 

3. Our schools are not at all ready, willing and 



equipped, for making use of e-learning in the 
interest of teachers and students. 

4. There is no proper provision of training of 
pre-service and in-service teachers, so that 
they are not able to acquaint themselves with 
the modern knowledge and skills required on 
their part for the use of e-learning techniques 
at their workplaces. 

5. Feeling of isolation is quite visible among 
the users of e-learning. Therefore, the type of 
individual attention, diagnostic testing and 
remedial instruction, warmth of feelings 
towards each other, timely guidance, 
supervision and feedback are completely 
absent in the e-learning programmes. 

Conclusion :

In-spite of some shortcoming of e-learning, it has 
still found its place among the innovative 
technologies being integrated in higher education 
system of India. E-learning has streamlined the 
communication process across the world. E-
learning in future, would have potentially 
beneficial effects on the way higher education is 
being delivered, designed and implemented. 
Until now, Indian Universities have been static in 
their structure and mode of delivery of higher 
education courses. However, with increase in 
demand for learning, in conjunction with the need 
to geographically broaden learning may prompt 
Universities to introduce e-learning initiatives. 
For students, e-learning can provide an 
educationally-superior alternative to traditional 
lectures. E-learning can also provide a model for 
students on how to become self-directed 
independent learners, which may assist them to 
become ‘life long learners’. 

There should be a benchmark in quality and 
standards at the institutional level and at an 
industry level which would play a key role in the 
future of e-learning. Higher education, e-learning 
support services would be challenged to support 
standards creation and ultimately to reinvent 
themselves so as to meet the new requirements of 
standards. A judicial blend of both traditional and 
e-learning environment with special attention to 
students’ needs and satisfaction can create 
constructive and creative learners, teaching 
community and learned society in India 
(Mohanty & Samanta) 6. Thus, to conclude we 
can say that, with a changed scenario reflected in 

the rapid evolution in technology, competitive 
global economy, need for the universalization of 
school education and knowledge society, and 
lack of trained teachers, to name a few, the 
citizens of the developing countries urgently 
require the support, or alternative services for our 
existing system of education and instruction 
through a properly organized and guided system 
of e-learning and courses.
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'kks/k lkj %

vke uxfjdksa dh lqj{kk djuk ljdkj dk çFke 
nkf;Ro gksrk gSA lafo/kku }kjk cká rFkk vkUrfjd 
lqj{kk ds fy, fofHkUu çdkj ds foHkkxksa dk xBu fd;k 
x;k gSA iqfyl foHkkx Hkh vkUrfjd lqj{kk ds gsrq ,d 
egRoiw.kZ laxBu gSA vke ukxfjdksa dh lqj{kk ds fy, 
;g foHkkx fnu&jkr dk;Z djrk gSA ijUrq 'kklu }kjk 
bl foHkkx dh mis{kk dh tk jgh gSA iqfyldehZ vkt 
Hkh viuh ekSfyd vko';drkvksa ds fy, ijs'kku gksrs 
gSaA bl vk/kqfud nkSj esa vf/kdk'kr% ç'kklfud foHkkx 
vk/kqfud lq[k lqfo/kkvksa ls ifjiw.kZ gS rks ogha iqfyl 
foHkkx fofHkUUk egRoiw.kZ rF;ksa dks ysdj vkt Hkh 
fiNM+siu dh ekj >sy jgk gSA le;&le; ij 'kklu 
}kjk iqfyl foHkkx ds fy, egRoiw.kZ dk;Z fd;s x;sA 
ijUrq og vkt Hkh vk/kqfud vijk/k 'kSyh dks ns[krs gq, 
iw.kZ ugha gSA ftlls muesa dk;Z ds çfr vlUrks"k dh 
Hkkouk iuirh gSA rFkk og drZO;ksa dk ikyu 
bZekunkjh rFkk fu"Bk ds lkFk ugha dj ikrs gSaA çLrqr 
'kks/k i= esa iqfyldfeZ;ksa dh dk;Zç.kkyh rFkk lsok 
lUrqf"V dk lS)kfUrd foospu fd;k x;k gSA  

'kCn ldsar & iqfyldehZ] dk;Z lUrqf"V] dk;Ziz.kkyh] 
'kklu&iz'kklu A

çLrkouk %

çkphu dky ls orZeku rd lekt dks lqO;ofLFkr ,oa 
lqpk: :i ls fØ;kfUor djus ds fy, iqfyldfeZ;ksa 
dk ewy mn~ns'; vke ukxfjdksa dh lqj{kk djuk gS rFkk 
lekt eas dkuwu O;oLFkk dks cuk;s j[kuk gS] ftlds 
fy, iqfyldehZ lky ds rhu lkS iSlB fnu rFkk lsok 
ds fy, pkSchl ?k.Vs rRij jgrs gaSA

fCkzfV'k dky esa iqfyldfeZ;ksa dk ,d mn~ns';] ljdkj 
dk i{k ysuk rFkk turk dh Hkkoukvksa dks rFkk muds 
e/; Hk; dk okrkoj.k dk;e djuk FkkA ijUrq 
LorUr=rk çkfIr ds mijkUr Hkkjrh; iqfyl us 
lalnh; 'kklu ç.kkyh ds vk/kkj ij yksdra= dks 
lqnz<+rk çnkUk djus gsrq bl 'kklu ç.kkyh ds vk/kkj 
ij dk;Z djuk çkjEHk fd;kA ftlls mRrjnkf;ROk 
rFkk ikjnf'kZrk dh Hkkouk iw.kZ :i ls fo/keku FkhA 
Hkkjrh; jkT;kas esa fo/keku iqfyl laxBuksa dks funsZ'ku] 
iqfyl çkFkfed :i ls  1861 esa cuk, x, ml iqfyl 
,DV ls gksrk gS ftldk l`tudkj 1860 dk iqfyl 
deh'ku FkkA

iqfyl 'kCn dk 'kfCnd vFkZ gS dkuwu vkSj O;oLFkk dks 
cuk, j[kuk ,ao fu;f=ar djus okyk laxBu gSA ogh 
ySfVu Hkk"kk esa iqfyl 'kCn dk vFkZ gS& iqfyfV;k 
(politia) ftldk vFkZ gksrk gS iksfyl ;k jkT; (polis 

and state) ls gS oLrqr% iqfyl 'kCn dk vFkZ ç'kklu dh 
O;oLFkk fu;=a.k rFkk uxj O;oLFkkid vkfn 'kCnks ls 
fd;k tkrk gSA ¼bulkbDyksihMh;k vkWQ fczVsfudk½

;fn ge iqfyl 'kCn dk vuqokn vxzsath ds 'kCnks eas djs 
rks bldk HkkokFkZ bl çdkj gksxk & Police - P - Polite 
fouez] O - obedient - lkglh] L - loyal - 
fo'koklik=] I - intelligent - cqf)eku]  C - courageous 

-  lkglh] E - efficient - n{k ¼ckosy] 1998½ bl çdkj 
miZ;qDr ifjppkZ ds vk/kkj ij iqfyl 'kCn dk vxzsath 
vuqokn Hkh mudh ohjrk] cqf)eRrk rFkk n{krk dks 
çnf'kZr djrk gSA

orZeku esa iqfyldehZ lekt dks ,d yksddY;k.kdkjh 
O;oLFkk nsus esa rRij gS ftlds fy, iqfyldehZ xHkZ ls 
dcz rd dk dk;Z dj jgs gSaA ijUrq iqfyldfeZ;ksa dh 

iqfyldfeZ;ksa dh dk;Zç.kkyh rFkk lsok lUrqf"V % lS)kfUrd foospu

fodkl nhf{kr] 'kks/kkFkhZ
e- ç- lkekftd foKku 'kks/k laLFkku] mTTkSu ¼e- ç-½



ewyHkwr leL;k dks ysdj ljdkj fdruk fpUru'khy 
gS \tks fd dHkh&dHkh iqfyldfeZ;ksa dh ewyHkwr 
lEkL;k,a Hkh iw.kZ djus es ljdkj vleFkZZ eqnzk esa 
fn[krh gSA tcfd iqfyl foHkkx ljdkj dh 'kjhj :ih 
<+kps dk es:n.M gSA

Hkkjr ds çFke jk"Vªifr MkWå jktsUnz çlkn us dgkW Fkk 
fd ^^iqfyl ljdkj ds us= gS ljdkj dks lwpuk,a 
iqfyl ds ek/;e feyrh gS vr% iqfyl dk drZO; gS fd 
os vius us=ksa dks lnk LoLF; j[ksA**  ¼ckosy] 1998½ 

dk;Z lUrqf"V dh lS)kfUrd çfLFkfr %

lekt dk dksbZ Hkh oxZ gks dk;Z ds lkis{k esa dk;Z 
lUrqf"V dh vis{kk vo'; djrk gSA dk;Z lUrqf"V dk;Z 
ds ml igyw ls lEc) gS ftlls vfHkdehZ esa dk;Z ds 
çfr yxko mRiUu gksrk gSA ysfdu dk;Z lUrqf"V dks 
;FkkFkZ :i esa ifjHkkf"kr djuk mruk ljy ugha gS 
ftruk cká :i ls yxrk gSA bldk ç/kku dkj.k ;g 
gS fd lkekU;r% blls vU; feyrs&tqyrs 'kCnkssa tSls 
eukso`fRr] eukscy] dk;Z layXrk vkfn ds lkFk ç;ksx 
fd;k tkrk gS] tks lgh ugha gSA leku çrhr gksrs gq, 
Hkh 'kCn ,d&nwljs ls fHkUUk gSaA mnkgj.kkFkZ fdlh 
eukso`fRr fo'ks"k dks dk;Z lUrqf"V dh laKk ugha nh tk 
ldrh gS] Hkys gh mDr eukso`fRr ls dk;Z lUrqf"V dk 
fdruk Hkh vuqHko D;ksa u gksA blh rjg bls ̂ ^eukscy^^ 
dh laKk nsuk Hkh lgh ugha gSA ;|fi ge ns[k pqds gSa 
fd dk;Z lUrqf"V vkSj eukscy esa xgjk lEcU/k gSA 

v/;;udrkZvksa us deZpkjh dh fofo/k vufqØ;kvksa dks 
Ekkik gS vkSj bUgs Hkh dk;Z lUrqf"V dh laKk nh gS rks 
eukscy dh rFkk nwljs LFky ij bUgs eukso`fRr Hkh dgk 
tkrk gSA euksfoKku esa gesa bl çdkj dh ço`fRr dk 
mnkgj.k vk;s fnu feyrk gSA eukscy vkSj lUrks"k 
'kCnksa ls deZpkfj;ksa }kjk vuqHkwr gksus okyh /kukRed 
lkaosfxd n'kkvksa dk cks/k gksrk gSA ij nksuksa esa vUrj 
Hkh gS] çFke eukscy Hkfo";ksUeq[k Lo:i dk gksrk gS] 
tcfd lUrks"k dk lEcU/k orZeku vkSj vrhr Hkko ls 
gksrk gSA dk;Z lUrqf"V dk lS)kfUrd voyksdu djus 
ds fy, fofHkUu fopkjdksa us fHkUu&fHkUu çdkj ds 
fl)kUr fn, gSa &

çFke fl}kUr eSLykas uss 1954 esa fn;k gS ftldks mUgksus 
ik¡p Hkkxksa esa foHkDr fd;k gS A

igyk fl)kUr & 'kkjhfjd vko';drk,¡ ftlds 
vk/kkj ij vfHkdehZ dk;Z lUrqf"V dk vkadyu djrk gS 
og vius dk;Z LFky ij viuh ewyHkwr vko'drkvkssa ds 
lUnHkZ esa lUrqf"V çkIr djuk pkgrk gSA nwljk fl)kUr 
& lqj{kkRed vko'drk,a] bl fl)kUr ds vk/kkj ij 

Hkh dk;Z lUrqf"V pkgrk gSA rhljk&LusgkRed 
vko'drk,¡ blds vk/kkj ij lEcU/kksa dk fuekZ.k djrk 
gSA pkSFkk fl)kUr & lEeku dh vko'drk,¡] bl 
fl)kUr ds vuqlkj vfHkdehZ vke ukxfjdksa rFkk 
v/khuLFk vfHkdfeZ;ksas ls lEeku dh ykylk j[krk gSA 
vfUre rFkk ik¡pok fl)kUr& ;FkkFkhZdj.k dh 
vko'drk,a ftlds vk/kkj ij Hkh vfHkdehZ vius 
foHkkx rFkk dk;Z LFky esa Loa; dk vfLrRo fu/kkZfjr 
djuk pkgrk gSA¼ik.Ms] 1997½

blh Ja[kyk esa Ckzwe egksn; us Hkh 1976 esa dk;Z lUrqf"V 
dk fl)kUr çLrqr fd;k gS &

czwe ds vuqlkj dk;Z lUrqf"V rFkk Je fu"iknu ds e/; 
udkjkRed lg&lECkU/k gksrk gS vFkkZr tks vfHkdehZ 
vius dk;Z ls ftruk vf/kd lUrq"V jgrk gS mlesa 
dk;Z dks R;kxus dh deh ikbZ tkrh gSA bl izdkj 
Li"V gksrk gS fd dk;Z ds lkis{k esa dk;Z lUrqf"V 
vR;f/kd vko';d gSA ¼ik.Ms] 1997½

iqfyldfeZ;kas dh dk;Zç.kkyh eas vlUrqf"V dss 
çeq[k dkj.k %

iqfyldfeZ;ksa dh dk;Zç.kkyh lekt esa ik;s tkus okys 
vU; vfHkdfeZ;ksa ls fcYdqy fHkUUk gSA iqfyl foHkkx 
lekt dk og foHkkx gS ftldh lsok ls vke ukxfjd 
[kqys okrkoj.k esa LorU=rk dh ifjHkk"kk dks pfjrkFkZ 
djrk gSA vkSj iqfyldehZ vius thou dh ckth 
yxkdj lekt esa dkuwu O;oLFkk dks dk;e j[krk gSA

;fn ge lekt esa ik;s tkus okys vU; foHkkxkas ds 
vfHkdfeZ;ksa dh rqyuk iqfyl foHkkx ds vfHkdfeZ;ksa ls 
djrs gS rks fLFkfr esa vkdk'k&ikrky dh rjg vUrj 
Li"V gksrk gSA çR;sd foHkkx ds vfHkdehZ viuh lsok 
lUrqf"V dks ysdj  dqN eki n.Mksa ls ca/ks gq;s gksrs gSA 
;k ;s Hkh dg ldrs gS fd lsok 'krsZ foHkkx }kjk 
fu/kkZfjr dh tkrh gSA tSls & vodk'k] dk;Z ds ?k.Vs] 
LFkkukUrj.k vkfn eqn~nks ij vU; foHkkxksa esa fuf'aprrk 
ik;h tkrh gSA ysfdu iqfyl foHkkx }kjk dksbZ Hkh Bksl 
fu.kZ; ugh fy;k x;k gSA iqfyldfeZ;ksa dks vius 
lsokdky ds nkSjku fofHkUu lkekU; leL;kvksa ij 
fgeky; ioZr tSlh dfBukb;ksa dks Lohdkj djuk 
iM+rk gS ftlls mudks dk;Z ds çfr vlarqf"V rFkk 
dq.Bk mRiUUk gksrh gSA 

;fn ge iqfyldfeZ;ksa dh lkekU; dfBukb;ksa ls Hkjh 
fnup;kZ dk mYys[k djs rks geas vLkarqf"V dk fp=.k 
Li"V fn[kykbZ iM+rk gSA iqfyldfeZ;ksa dh leL;kvkas 
ij xgjkbZ ls çdk'k Mkyus ij fofHkUu leL;k,a Li"V 
gksrh gSA ftlesa eq[; :i ls dk;Z ds ?kUVks dk 



fu/kkZfjr u gksuk] dk;Z dh rqyuk esa iqfyl cy dh 
deh] dk;Z dh rqyuk esa lalk/kuksa dk vHkko tSls & 
okguksa dh deh] iqjkus vL=&'kL=] osru] isa'ku] lqj{kk 
fuf/k vkfnA iqfyl cy ds fy, vko';drk ds vuq:i 
vkoklks dh deh] iqfyl ds drZO; fuoZgu esa c<+rk 
vuko';d jktuSfrd gLr{ksi rFkk nokc] cnyrs 
ifjos'k eas iqfyl tSls vuq'kkflr cy esa tkrh; Hkkouk] 
cnyrs jktuSfrd lehdj.kkas esa iqfyl cy dk 
jktuSfrdj.k ,oa vijk/khdj.k] vuq'kklu ds uke ij 
mPp vf?kdkjhx.k }kjk vuko';d 'kks"k.k ,oa 
ekufld mRihM+u dk;Z Hkkj ds nokc ds dkj.k le; 
ij vodk'k u feyuk] vle; vdkj.k LFkkukUrj.k 
vkfnA

mijksDr ifjppkZ ds mijUr Hkh iqfyldehZ viuh 
foHkkxh; isphnk leL;kvkas ls] iw.kZ :i ls xzflr jgrs 
gSa ftlds QyLo:i os dHkh&dHkh viuh ukSdjh rFkk 
thou dks Hkh xok cSBrs gSaA iqfyldfeZ;ksa dh bu 
leL;kvksa esa eq[;rk vijkf/k;ksa ds ikl vR;k/kqfud 
gfFk;kj gksuk( orZeku ifjfLFkfr esa dfBukbZ] 
iqfyldfeZ;ksa dks vke ukxfjdksa dk misf{kr 
tulg;ksx] xEHkhj vijkf/k;ksa ds çfr lk{; ,df=r 
djus eas dfBukbZ] lk{; ds vHkko esa nqnkZUr vijkf/k;ksa 
dk nks"k eqDr gksuk rFkk vijkf/k;ksa ,oa ekfQ;kvksa dks 
jktusrkvksa dk laj{k.k çkIr gksuk vkfnA

bu fofHkUUk leL;kvksa ds vk/kkj ij dgk tk ldrk fd 
iqfyldfeZ;kas dh leL;k,a u dsoy muds cfYd muds 
ifjokj ij Hkh çR;{k&vçR;{k :i ls xgjk çHkko 
Mkyrh gS ftlds dkj.k mudh ikfjokfjd fLFkfr Hkh 
iw.kZrk çHkkfor gksrh gSA

Hkkjr ds çFke xzgea=h ,oa ykSgiq#"k ljnkj oYyHk 
HkkbZ iVsy ds vuqlkj ^^iqfyldfeZ;ksa dks iqokZxzg ,oa 
dqizo`fÙk;ksa ls Hkjs okrkoj.k ls Åij mBuk pkfg, vkSj 
vius drZO;ksa dk ikyu nz<+ ladYi rFkk fUk"Bk ls 
djuk pkfg,A** ¼ckosy] 1998½

iqfyldfeZ;ksa dh dk;Z lUrqf"V dh okLrfod 
çfLFkfr %

iqfyldfeZ;ksa dh dk;Z lUrqf"V ds fo"k; ij 'kks/k i= 
dh çkjfEHkd ifDra;kas esa fHkUUk&fHkUUk fopkjdksa ds 
fl)kUr dk mYYks[k fd;k x;k gS] ysfdu dk;Z lUrqf"V 
dh xgjkbZ esaaa tkus ls Kkr gksrk gS fd iqfyldehZ dk;Z 
lUrqf"V dks ysdj eq[;r% nks vFkksZ ij fopkj djrs gSaA 
izFke fof'k"V vFkZ esa iqfyldehZ vius dk;Z dks ysdj 
fdlh ,d igyw ls lUrq"V gks ldrs gSa] nwljs ds çfr 
mnklhu gks ldrs gSa] rFkk rhljs ds çfr mnklhu gks 

ldrs gaSA lkekU; vFkZ esas dk;Z ds fofHkUUk igyqvksa dh 
lexzrk ds çfr ikbZ tkus okyh lUrks"k dh Hkkouk dks 
dk;Z lUrqf"V dh laKk çnku gSA la{ksi esa os vuqo`fRr;kW 
dk;Z ls lEcf/kar dqN fo'ks"k dkjdksa ls tqM+h gSA tSls 
osru] dk;Z dh n'kk,a] inksUufr rFkk LFkkukUrj.k vkfn 
dk;Z dks çHkkfor djrs gSaA vr% mlds vlUrq"V gksus 
ds fofHkUUk igyw gksrs gaSA 

blh lUnHkZ eas Kkr gS fd Hkkjr dh çFke efgyk 
ç/kkuea=h Jh erh bfUnjk xk¡/kh th us dgk Fkk fd & 
^^iqfyl ljdkj dk ,d egRoiw.kZ rU= gS oLrqr% 
iqfyl ljdkj dk nkfguk gkFk gS ;fn iqfyl dk dk;Z 
lUrks"ktud ugha gS rks ;g ljdkj dh detksjh gSA** 
¼ckosy] 1998½ 

;fn ge dk;Z lUrqf"V dk lS)kfUrd foospu djsa rks 
dk;Z lUrqf"V euksoSKkfud ,oa 'kkjhfjd ifjos'ktU; 
ifjfLFkfr;ksa dk lkekxe gS] ftlds QyLo:i O;fDr 
Loa; lPpkbZ ls dgs fd eS vius dk;Z ls lUrq"V gw¡A ;g 
,d vfHko`fRr gS] tks O;fDr }kjk vius dk;Z ds lEcU/k 
eas vuqHko fd;s x;s fç; ,oa vfç; rRoksa ds lUrqyu 
,oa ;ksx ds ifj.kke gSA vfHkdehZ dk fu.kZ; gS dk;Z ds 
}kjk mldh fofHkUUk vko';drkvksa dh dk;ZZ lUrqf"V 
fdruh vPNh rjg ls gks ldrh gS] ;g ,d lkekU; 
eukso`fRr gS tks fd fo'ks"k eukso`fRRk;ksa dk ifj.kke gSA 
ftlessa dk;Z dkjd O;fDrxr fo'ks"krk,a rFkk lewg 
lEcU/k vkrs gaS] dk;Z lUrqf"V ,d Hkkouk ds :i eas 
gksrh gS] tks lEiw.kZ dk;Z ifjfLFkfr ds çfr çfrmRrj ds 
:i esa mRiUUk gksrh gSA dk;Z mu fofo/k eukso`fRr;ksa dk 
ifj.kke gS ftlds deZpkjh vius O;olk; ls lEc) 
dkjdkas rFkk thou ds çfr cuk, j[krk gSA

Lkjdkj dks iqfyldfeZ;ksa dh lEkL;kvksa ij fo'ks"k :i 
ls /;ku nsuk pkfg,A D;ksfd ;s vU; foHkkxksa ds 
vfHkdfeZ;ksa ls fcYdqy fHkUUk gksrs gSa vkSj viuh dk;Z 
lsok dks çR;sd {k.k viuh tku dh ijokg fd;s fcuk 
lekt dh lqj>k ds çfr rRij jgrs gSaA gky gh esa 
fofHkUUk v/;;ukas ls Kkr gqvk gS fd dk;Z ls lUrq"V 
iqfyldehZ] dk;Z ls vlUrq"V iqfyldehZ dh rqyuk esa 
vf/kd LoLFk; ,ao laketL; iw.kZ O;ogkj dk çn'kZu 
djrs gaSA mudh dk;Zdq'kyrk vf/kd gksrh gS os dk;Z 
ds ekin.Mksa rFkk lsok;kstdkas }kjk bfPNr dk;Z ds 
lkFk laketL; LFkkfir djus esa lQy gksrs gaSA ftlds 
QyLo:i mudh dk;Z fu"ifr vPNh gksrh gSA blds 
vfrfjDr dk;Z ls vlUrq"V iqfyldehZ vuqmifLFkfr] 
dk;Z ls vyxkokfnrk rFkk vuq'kklughurk vkfn 
leL;kvksa ls xzflr gksrs gSaA

lkjk'kr% dk;Z ls lUrq"V iqfyldehZ lalk/kuksa dks de 



{kfr igqpkrs gq;s buds vf/kd mi;ksx esa fo'kokl 
j[krs gSaA ljdkj dks muds LokLF; ds vuqj{k.k] muds 
dY;k.k ,ao mudh lqj{kk ij O;; djuk iM+rk gS vkSj 
os ,d lUrq"V ukxfjd ds :i esa thou ;kiu djrs 
gq;s lkekftd nq’çHkkokas ls cps jgrs gSa rFkk viuh lsok 
:fp ds lkFk çnku djrs jgrs gSaA

lq>kokRed fo'ys"k.k %

fdlh Hkh O;oLFkk dks lqpk: :i ls pykus ds fy, 
mlds lk/kuksa dh O;oLFkk mPp Lrj dh djuh iM+rh gS 
vkSj ;fn eqn~nk lekt dh lqj>k O;oLFkk dk gks rks 
vf/kd losanu'khyrk cjruh iM+rh gSA bl 21oha lnh 
ds nkSj esa 'kklu&ç'kklu dks iqfyldfeZ;ksa dh 
leL;kvkas dks /;ku esa j[krs gq;s mudks vk/kqfudrk ls 
ifjiw.kZ fd;k tkuk pkfg,A ljdkj dks iqfyldfeZ;ksa 
dks vkilh tkrh; çHkko ls nwj j[kuk pkfg,A ftlls 
os lekt esa fu"i{k gksdj dk;Z djsa rFkk vodk'k ,oa 
osru tSls egRoiw.kZ fo"k;ksa ij xgjkbZ ls /;ku nsuk 
pkfg,A ftlds fy, mUgas i;kZIr osru rFkk vodk'k 
dh mfpr O;oLFkk djuh pkfg,A blls iqfyldfeZ;ksa 
ds çfr bZekunkjh rFkk Hkz"Vkpkj tSls uklwj ls Hkh 
futkr fey ldrh gSA fofHkUUk jkT;ksa es iqfyldfeZ;kas 
dh dk;Zç.kkyh rFkk lsok lUrqf"V ds v/;uksijkUr 
Kkr gksrk gS fd vHkh Hkh iqfyl foHkkx eas bZ&iqfyflax 
dh O;oLFkk u ds leku gSA ftlls vijk/kh mPPk Lrj 
ds vijk/k tSls lkbZcj Økbe djus esa iw.kZ :i ls 
lQy gks tkrk gSA vkSj iwjk ns'k iqfyl dh 
dk;Zç.kkyh ij vkØksf’kr gksrk gSA vkt ds ;qx esa 
bZ&iqfyflax vfr vko';d O;oLFkk gS rFkk 
iqfyldfeZ;ksa dks bl O;oLFkk ds fy,] mPPkLrjh; 
çf'k{k.k Hkh fn;k tkuk pkfg,A

vUr esa iqfyldfeZ;ksa ds vdkj.k LFkkukUrj.k ij Hkh 
ljdkj dks fopkj djuk pkfg,A ftlls muds ifjokj 
RkFkk fo'ks"kdj muds cPpksa dk Hkfo"; çHkkfor gksrk gS 
vkSj og muds okLrfod laj{kd ds :i esa dk;Z dj 
ik;sA bl çdkj iqfyldfeZ;ksa dks dk;ksZa ds vk/kkj ij 
çkFkfedrk nsrs gq;s mudh lqfo/kkvkas dks miyC/k 
djkuk pkfg, ftlls mudks lgh ek;us essa dk;Z 
lUrqf"V çkIr gks ldsA    
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