Dr. Babasaheb Ambedkar
Open University (A

(Established by Government of Gujarat) N

/ AR
CNAXC
REDITED \\

BAOU
‘-Ei Education
3 for All
@

EE

MBA

SEMESTER -3
MBAO3EH309

Human Resource Development (HRD)

|

08%

12% O\ . (o
" w:w aum)

29850 — L 20% el




Message for the Students

Dr. Babasaheb Ambedkar Open (University is the only state Open University,
established by the Government of Gujarat by the Act No. 14 of 1994 passed
by the Gujarat State Legislature; in the memory of the creator of Indian
Constitution and Bharat Ratna Dr. Babasaheb Ambedkar. We Stand at the
seventh position in terms of establishment of the Open Universities in the
country. The University provides as many as 54 courses including various
Certificate, Diploma, UG, PG as well as Doctoral to strengthen Higher
Education across the state.

On the occasion of the birth anniversary of Babasaheb Ambedkar, the Gujarat government secured a
quiet place with the latest convenience for University, and created a building with all the modern
amenities named ‘Jyotirmay’ Parisar. The Board of Management of the University has greatly contributed
to the making of the University and will continue to this by all the means.

Education is the perceived capital investment. Education can contribute more to improving the quality of
the people. Here I remember the educational philosophy laid down by Shri Swami Vivekananda:

“We want the education by which the character is formed, strength of mind is
Increased, the intellect is expand and by which one can stand on one’s own feet”.

In order to provide students with qualitative, skill and life oriented education at their threshold. Dr.
Babaasaheb Ambedkar Open University is dedicated to this very manifestation of education. The
university is incessantly working to provide higher education to the wider mass across the state of Gujarat
and prepare them to face day to day challenges and lead their lives with all the capacity for the upliftment
of the society in general and the nation in particular.

The university following the core motto ‘WY Y=Td: UIHH ¢ dU:’ does believe in offering
enriched curriculum to the student. The university has come up with lucid material for the better
understanding of the students in their concerned subject. With this, the university has widened scope for
those students who

are not able to continue with their education in regular/conventional mode. In every subject a dedicated
term for Self Learning Material comprising of Programme advisory committee members, content writers
and content and language reviewers has been formed to cater the needs of the students.

Matching with the pace of the digital world, the university has its own digital platform Omkar-e to
provide education through ICT. Very soon, the University going to offer new online Certificate and
Diploma programme on various subjects like Yoga, Naturopathy, and Indian Classical Dance etc. would
be available as elective also.

With all these efforts, Dr. Babasaheb Ambedkar Open University is in the process of being core centre of
Knowledge and Education and we invite you to join hands to this pious Yajna and bring the dreams of Dr.
Babasaheb Ambedkar of Harmonious Society come true.

v
Prof. Ami Upadhyay

Vice Chancellor,

Dr. Babasaheb Ambedkar Open University,
Ahmedabad.
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1.1 Introduction to HRD

Development of human resources is important for every organization that would like to
be vigorous and growth-oriented. Unlike other resources, the human resources of an
organization have rather unlimited potential capabilities. The potential of personnel can
only be fully utilized by creating a climate that continuously identifies, exposes, nurtures,
and then utilizes the capabilities of people. The human Resource Development (HRD)
system aims at creating that type of climate for the organization.

Successful leaders always make a point of developing their assets, and it is evident that
the employees of the company are their strongest assets. Herein lies the importance of
human resource development (HRD). HRD is a framework designed to assist employees
in enhancing their personal and organizational knowledge, skills, and abilities. It
encompasses opportunities such as employee training, performance management and
development, employee career development, coaching, mentoring, succession planning,
key employee identification, tuition assistance, and organization development. The
primary focus of Human Resource Development is to cultivate a more skilled workforce
so that both the individual and the organization can achieve their goals in serving
customers.

Human resource development ensures the effectiveness and advancement of employees,
collective departments, and the organization.

HR professionals focus on three primary aspects of human resource development in the
HR life cycle:

Training and development — by improving the knowledge and necessary skills for future
roles or responsibilities.

Organization development — by improving organizational effectiveness and well-being
through micro and macro changes

Career development - by enhancing individual career planning and management through
mentorship.



In the past, the entire focus of any human resource department was to select and maintain
the right person for the job, and the development programs and policies were one-size-
fits-all approaches to keep the workforce’s hard skills up to speed. However, this has
changed. Now, the objective is to match the individual needs with those of the
organization and provide them with internal support so both can accomplish their
objectives. This helps in creating a culture with programs and policies that promote up-
skilling and development.

HR should also help in building a more agile and resilient workforce to adapt to dynamic
work environments. This new approach represents the company’s efforts to contribute to
the development of both the individual and the organization.

Elements of human resource development
1. Manpower planning, recruitment, & retention

Strategic staffing is the foundation for building a qualified workforce, and therefore,
Manpower planning, recruitment, and retention are paramount in human resource
management for long-term business success. While the HR department can concentrate
on recruiting and retaining the best candidates, it’s essential to keep in mind that the most
experienced candidate may not always be the best fit.

Employee development will help fill skills gaps. Therefore, when forecasting and
planning human resource needs, the company should not solely rely on finding the right
person or tapping into the right talent supply. It is essential to plan for development that
can help attract and retain employees, especially in this competitive labor market.

2. Succession planning and talent management

Development programs can also help ensure the organization’s future productivity
through succession planning. This talent management strategy involves identifying
critical roles in an organization and training employees to assume these positions in the
future. Organizations will always experience employee turnover; therefore, formal
succession training and informal career coaching are effective contingency planning
strategies to ensure that there is always someone on hand with the necessary knowledge
and skills to perform critical tasks.

These talent management strategies also have the added benefit of engaging employees in
their own growth and can help foster relationships among employees.

3. Policy and procedures

HRD is essential for identifying business needs and developing appropriate policies and
procedures to meet them. This is achieved through a cycle of creating, implementing,
monitoring, and enhancing development initiatives.

The HR department must engage in collecting feedback and reporting on the policies and
procedures to ensure that their initiatives meet the needs of employees, the organization,
and their own departmental goals.

As part of the information gathering and planning stages, it is essential to clearly define
these goals and measurements to ensure the successful launch of the initiatives.



4. Performance management system

Performance management systems aim primarily to ensure your workforce's alignment
with your company’s strategic objectives. These systems combine methodologies and
technologies that measure and develop employees' performance.

These are effective tools for continuously monitoring and improving development plans,
as well as other aspects of performance management. HR professionals need to
understand the capabilities of their system and then define procedures for utilizing them
for development.

5. Compensation and benefits program

Compensation and benefits refer to two distinct concepts. Compensation refers to the cash
return employees receive in the form of salaries or wages, while benefits, or fringe
benefits, are the forms of non-cash rewards.

HR teams can use both compensation and benefits to provide professional development
opportunities, such as funding for classes, procurement of learning platforms, or the
creation of internal training programs.

On top of their wages, employees will seek peer recognition, autonomy, and other perks.
Development opportunities are among the top perks that applicants are seeking.

Therefore, following a human resource development plan can attract great talents who are
seeking ongoing learning opportunities. This approach helps in attracting, retaining,
motivating, and supporting employees within the company.

6. Employer brand communication and employee engagement

Employer branding is the process of creating a company profile or brand that attracts
future employees. Human resource development enables you to have your employees do
the branding for you.

Interestingly, a powerful employer brand cannot be created without investing in current
employees. Therefore, the company should cultivate a culture of inclusion, trust,
engagement, and diversity. In doing so, employees can effectively represent the brand.

1.2 Definitions of HRD

HRD (Human Resources Development) has been defined by various scholars in different
ways. Some of these definitions include:

According to Leonard Nadler, "Human resource development is a series of organized
activities, conducted within a specialized time and designed to produce behavioral
changes."

As per Prof. T.V. Rao, "HRD is a process by which the employees of an organization are
helped in a continuous and planned way to

e acquire or sharpen capabilities required to perform various functions associated with
their present or expected future roles;

e develop their general capabilities as individuals and discover and exploit their own
inner potential for their own and/or organizational development purposes;



e Develop an organizational culture in which superior-subordinate relationships,
teamwork, and collaboration among sub-units are robust and contribute to the
professional well-being, motivation, and pride of employees.

According to M.M. Khan, "Human resource development is the process of increasing
knowledge, capabilities, and positive work attitudes of all people working at all levels in a
business undertaking."

According to Watkins, ‘human resource development is fostering long-term work related
learning capacity at individual, group, and organizational levels.

Human resource development is organized learning experiences provided to employees to
facilitate performance or personal growth within a specific timeframe. — Giley and
Eggland, 1989

Human resource development is a process of developing and unleashing human expertise
through personal training and organizational development for the purpose of improving
performance. — Swanson and Holton, 2001

1.3 Concept of HRD

HRD is mainly concerned with developing the skills, knowledge, and competencies of
people, making it a people-oriented concept. When we refer to it as a people-oriented
concept, the question arises about whether people will be developed in the larger/national
context or in the smaller organizational context. Is there a difference at the macro and
micro levels? HRD can be applied both at the national level and within an organizational
context.

The concept of HRD is not yet well-conceived by various authors, although they have
defined the term from their approach. It is of recent origin and still in the conceptualizing
stage. The understanding of the term is relatively new. HRD is not just Training and
Development.

The concept of HRD was introduced by Leonard Nadler in 1969 in a conference
organized by the American Society for Training and Development. Leonard Nadler
defines HRD as “those learning experiences which are organized for a specific time and
designed to bring the possibility of behavioral change.”

Among the Indian authors, T. Ventateswara Rao worked extensively on HRD. He defines
HRD in the organizational context as the process by which the employees of an
organization are helped in a continuous, planned manner to-

(i) Acquire or sharpen capabilities required to perform various functions for their present
or expected future roles;

(i1) Develop their general capabilities and discover and exploit their own inner potentials
for their own and/or organizational development purposes;

(iii) Develop the organizational culture in which superior-subordinate relationships,
teamwork, and collaboration among sub-units are strong and contribute to the overall
professional well-being, motivation, and pride of employees.



According to Pulapa Subba Rao, HRD from the organizational point of view is the
process in which employees are assisted in acquiring and developing technical,
managerial, and behavioral knowledge, skills, and abilities, as well as shaping values,
beliefs, and attitudes necessary for current and future roles. This is done with the aim of
realizing the highest human potential to positively contribute to organizational, group,
and individual goals.

Technical skills and knowledge are acquired through training, managerial skills and
knowledge are developed through management development, and behavioral skills and
knowledge are cultivated through organization development.

A comparative analysis of these definitions shows that the definition appears to be
comprehensive and elaborate as it addresses the developmental aspects of all the
components of human resources. Furthermore, it encompasses all types of skills required
for current and future organizational needs, as well as contributions not only to
organizational goals but also to other objectives.

The analysis of this definition further shows that there are three aspects, viz. —

(i) Employees of an organization are motivated;

(i) The organization always acquires, develops, and molds various aspects of human
resources.

(iii) Contribute to the organizational, group, individual, and social goals.

Human resource development is a process by which employees of an organization are
continuously and systematically guided to

a) Acquire the capabilities required to perform various tasks that are related to present or
expected future roles;

b) Develop their capabilities as individuals and discover their own potentials for their
own growth and organizational purposes; and

c) Develop an organizational culture where the supervisor-subordinate relationships are
strong and contribute to the professional well-being, motivation, and satisfaction of
employees.

1.4 Importance of HRD

1. Enhancing Employee Performance

Human Resource Development aims to improve individual and team performance
through various training and development programs. Organizations can enhance
employees’ skills, knowledge, and competencies, leading to improved performance and
productivity. HRD programs may include training workshops, coaching, mentoring, job
rotation, and ongoing learning opportunities tailored to individual needs. When
employees feel supported and equipped with the necessary tools, they are more motivated
to perform at their best, ultimately contributing to increased overall organizational
performance.

Building a Skilled Workforce
The business world is constantly evolving, driven by technological advancements and
changing demands of shareholders and stakeholders. HRD plays a crucial role in building



a skilled workforce that can adapt to these changes. By identifying all the skills and
competencies required for current and future roles, organizations can design targeted
training programs to bridge skill gaps. Continuous learning and development ensure that
employees stay relevant and updated with the latest industry trends, technological
advancements, and best practices. This benefits both the organization and enhances the
employability and job satisfaction of employees, ultimately fostering a culture of lifelong
learning.

Improving Employee Engagement and Retention

Investing in HRD helps in employee growth and development. When employees perceive
that their organization values their personal and professional growth, they feel more
engaged and committed to their roles. HRD initiatives like mentorship programs, career
development plans, and leadership training can significantly improve employee
satisfaction and morale. Engaged employees are more likely to stay with the organization,
resulting in reduced turnover rates and associated costs.

Nurturing Leadership and Succession Planning

An effective HRD program includes leadership development initiatives that identify and
nurture future leaders within the organization. By providing aspiring leaders with the
necessary knowledge, skills, and competencies, organizations should build a pipeline of
talented individuals capable of taking on key roles in the future. This succession planning
ensures continuity and minimizes disruptions during leadership transitions. Investing in
the development of leaders will create a culture of mentorship and knowledge sharing,
allowing experienced leaders to pass on their expertise to the next generation.

5. Fostering a Learning Culture

HRD plays a pivotal role in fostering a learning culture in organizations. When
continuous learning becomes ingrained in the organization, it encourages innovation,
adaptability, and flexibility. Hence, employees become more proactive in seeking out
opportunities for growth, collaborating across teams, and sharing knowledge. The
learning culture promotes creativity, problem-solving, and enables organizations to
navigate challenges and seize new opportunities in the rapidly changing business
environment.

1.5 HRD Functions

The core of the HRD concept revolves around employee development. In addition to
focusing on individual growth, it is crucial to pay attention to nurturing stronger dyads,
which are two-person groups consisting of an employee and their supervisor. These dyads
serve as fundamental units within the organization, alongside other groups such as
committees, task groups, and functional teams. The development of such groups should
aim to enhance collaboration among employees, leading to more effective decision-
making processes. It is essential for employee development efforts to encompass all
departments and the entire organization. This includes creating a conducive environment
for employee effectiveness and implementing self-learning mechanisms within the
organization to enable employees to adapt and proactively develop processes that enhance
their effectiveness. Therefore, the objectives of HRD systems are to foster a culture of
continuous learning and development.

The capabilities of employees as individuals.



Vi.

Vii.

b)

d)

The capabilities of employees in relation to their present role.

The capabilities of employees in relation to their expected future roles.

The dyadic relationship between an employee and their supervisor.

The team spirit and functioning in every organizational unit, department, group, etc.
Collaborating among different units of the organization.

The organization’s overall health and self-learning capabilities can enhance the
capabilities of individuals, dyads, teams, and the entire organization.

1.6 Understanding Strategic Human Resource Development:

Strategic Human Resource Development involves structuring HR strategies and
initiatives with the strategic objectives of an organization. It goes beyond traditional HR
practices, focusing on long-term planning and development to build a talented and
motivated workforce. SHRD emphasizes proactive approaches, such as continuous
learning, skill development, and ensuring that employees possess all the competencies
needed to meet future organizational demands.

Talent Acquisition: Attracting and selecting the right talent is the foundation of SHRD.
Organizations must identify the skills, knowledge, and competencies required for vacant
positions and implement effective recruitment strategies, such as networking, leveraging
online platforms, and effectively utilizing pre-employment assessments.

Training and Development: SHRD emphasizes continuous learning and skill
enhancement to keep pace with dynamic industrial trends. Organizations should provide
relevant training, workshops, mentorship, counseling, and coaching to develop
employees' capabilities and foster a learning culture.

Performance Management: an effective performance management system is essential to
align individual and team goals with organizational goals. Regular feedback, performance
appraisal systems, and performance-based incentives help motivate employees, facilitate
their growth, and contribute to overall organizational success.

Succession Planning: Anticipating future leadership and talent needs is a crucial aspect
of SHRD. Organizations should identify high-potential employees and establish a
structured succession plan to ensure a seamless transition of key positions and maintain
organizational continuity.

Employee Engagement and Retention: Engaged employees are more likely to
contribute their best to the organization. SHRD emphasizes creating a positive work
environment, providing growth opportunities, promoting work-life balance, and
recognizing employees’ efforts and contributions. All of the above can help foster
employee engagement and retention.

1.7 Best Practices in Strategic Human Resource Development:




a) Alignment with Organizational Strategy: HR strategies and initiatives must be
closely aligned with the organizational strategies to ensure the integration of HR
practices into the business's strategic direction.

b) Continuous Learning and Development: Implementing a robust learning and
development framework is crucial for SHRD. This includes offering both formal and
informal learning opportunities, such as trainings, workshops, and conferences, to
motivate and encourage employees to acquire new skills and knowledge relevant to
their roles and the organization's future requirements.

c) Collaboration and Knowledge Sharing: Promote a culture of collaboration and
knowledge sharing within the organization. Encourage cross-functional teamwork,
establish mentorship programs, and utilize the internal communication system to
facilitate the exchange of ideas, best practices, and lessons learned.

d) Data-Driven Decision Making: Leverage HR analytics and data to make informed
decisions. Analyze engagement levels, employee performance, and talent
development metrics to identify trends, measure the impact of HR initiatives, and
make necessary changes to improve outcomes.

e) Employee Feedback and Engagement: Regularly collect feedback from employees
through surveys, one-on-one discussions, and focus groups. Actively listen to their
suggestions, concerns, and ideas, and use this feedback to enhance HR practices.
Foster a culture of inclusivity, open communication, and transparency.

f) Leadership Development: Develop leadership programs that identify and nurture
future leaders within the organization. Offer executive coaching, leadership training,
and mentorship opportunities to empower individuals with the necessary skills and
capabilities to spearhead strategic initiatives and effectively lead teams.

g) Embrace Technology: incorporate HR technologies and digital platforms to
streamline HR processes, automate administrative tasks, and boost efficiency. Utilize
tools for talent acquisition, learning management, performance management, and
employee engagement to optimize HR operations and deliver a seamless employee
experience.

1.8 Benefits of Human Resource Development

Human resource development is considered essential for increasing productivity,
improving relationships, and enhancing profitability in organizations. Proper HRD
initiatives offer significant benefits to the organization. Here are some key advantages:

e HRD (Human Resource Development) enhances the competence of individuals by
fostering the development of new skills, knowledge, and attitudes within
organizations.

e With the appropriate HRD programs, individuals are more likely to become
committed to their jobs, as they are evaluated based on their performance through a
reliable performance appraisal system.



An environment of trust and respect for each other can be fostered through human
resource development.

Acceptance of changes in the organizational environment can be facilitated through
HRD, as employees will develop improved problem-solving capabilities.

It enhances the overall growth and development of employees. HRD also contributes
to boosting team spirit within the organization, fostering more openness in employee
behavior and facilitating the creation of new values.

It also helps to create a culture that is embraced by all in the organization, leading to
greater organizational effectiveness and efficiency. This ensures that resources are
properly utilized and objectives are achieved more effectively.

It helps to increase the participation of the workers in the organization, fostering a
sense of pride and achievement while performing their tasks.

It also helps to collect useful and objective data on employees’ programs and policies,
which further facilitates better human resource planning.

Hence, it can be concluded that HRD provides numerous benefits to the organization.
Therefore, the significance of the concept of HRD should be acknowledged and given
a prominent place to address the current and future challenges within the organization.

Key words

Development: the process in which someone or something grows or changes and
becomes more advanced.

Capabilities: the extent of someone's or something's ability.

Motivation: a reason or reasons for acting or behaving in a particular way.
Satisfaction: fulfillment of one's wishes, expectations, or needs, or the pleasure
derived from their work.

Enhancing: intensify, increase, or further improve the quality, value, or extent of.
Collaborating: work jointly on an activity or project.

Succession Planning: succession planning is a process by which individuals are
identified and developed to pass on the leadership role within a company.

Learning: the acquisition of knowledge or skills through study, experience, or being
taught.

Alignment: arrangement in a straight line or in correct relative positions.

Training: the process of acquiring the necessary skills to perform a specific job or task

Job Engagement: the level of enthusiasm and dedication a worker feels towards their
job.

Feedback: information about reactions to a product, a person's performance of a task,

etc. which is used as a basis for improvement.
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e Initiatives: the ability to assess and initiate things independently.

«» Exercise

Fill in the Blanks.

1) is a framework to assist employees to develop their personal and
organizational knowledge, skills, and abilities
ANS: HRD

2) aims primarily at ensuring your workforce's alignment with your
company’s strategic objectives.
ANS: Performance management system

3. Human Resource Development aims in improving individual and team
performance through various initiatives and programs.
ANS: training and development programs.

4) means cash return employees receive in the form of salaries or wages,
while benefits are the forms of non-cash rewards.
ANS: Compensation, Benefits/fringe benefits

5) When employees perceive that their organization values their personal and
professional growth, they feel more committed to their roles.
ANS: engaged and committed

6) HRD is mainly concerned with developing the skills, knowledge, and
competencies of people
ANS: skills, knowledge and competencies

7) means fulfillment of one's wishes, expectations, or needs, or the pleasure
derived from their work.
ANS: Employee Satisfaction

8) HRD creates a culture that is embraced by all in the organization, leading to
greater organizational effectiveness and efficiency. This ensures that resources
are properly utilized and objectives are achieved more effectively.

ANS: organization culture

9) Attracting and retaining the right talent is the foundation of SHRD.
ANS: selecting

10) the acquisition of knowledge or skills through study, experience, or
being taught.
ANS: Learning



Questions of discussion

1. Define HRD,; also explain the concept of HRD.

2. Explain in detail the importance of implementing HRD programs in the
organization.

3. What are the various functions of HRD that are accountable for the growth and
development of both employees and the organization as a whole?

4. What are the best practices of HRD that will ensure the growth of the organization?

5. Human resource development is considered as the essential way to enhance
productivity, improve relations, and increase profitability for any organization. It is

crucial to elaborate on the significant benefits of HRD.

kkhkhkhkhhhkhkhkhkhkhkhkhiiiiiiixx
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2.1 Introduction

The Human Resource Development (HRD) process is a systematic and planned
approach to enhancing the performance and potential of individuals within an
organization. It encompasses a range of activities and initiatives designed to develop
employees' skills, knowledge, abilities, and overall competencies. The ultimate goal of
HRD is to contribute to the organization's success by improving the capabilities of its
human capital.

2.2 Meaning, Concept, Importance of HRD Process

A. Meaning of HRD

Human Resource Development (HRD) is a comprehensive framework that focuses on
enhancing the skills, knowledge, abilities, and overall competencies of an
organization's workforce. It encompasses activities and processes aimed at improving
individual and collective performance, fostering career development, and contributing
to the achievement of organizational goals.

B. Concept of HRD

The concept of HRD is predicated on the notion that an organization's most valuable
asset is its human capital. It extends past conventional human resource management
duties (like recruitment and payroll) and highlights the strategic advancement of
employees. HRD acknowledges that allocating resources to people's development
results in heightened productivity, employee contentment, and organizational triumph.
The fundamental elements of the HRD concept encompass training and development,
performance management, career growth, and organizational learning.

C. Meaning of HRD Process

1. The Human Resource Development (HRD) process refers to a systematic and
strategic approach aimed at enhancing the skills, knowledge, capabilities, and overall
performance of an organization's workforce. It involves a series of planned activities
and initiatives designed to develop human capital, align individual goals with
organizational objectives, and contribute to the overall success of the organization.



The HRD process encompasses various components, including training and
development, performance management, career development, and organizational
learning.

D. Importance of HRD Process:

1. Employee Skill Enhancement: HRD processes focus on identifying and
addressing skill gaps within the workforce. By providing training and
development opportunities, employees can acquire new skills, stay updated
with industry trends, and contribute more effectively to the organization.

2. Increased Productivity: A well-implemented HRD process leads to increased
productivity and efficiency. Employees who are well-trained and motivated
tend to perform their tasks more effectively, resulting in improved overall
organizational performance.

3. Employee Satisfaction and Morale: HRD activities contribute to the overall
satisfaction and morale of employees. When individuals feel that their
development is supported and their contributions are recognized, it fosters a
positive work environment.

4. Adaptation to Change: In a dynamic business environment, organizations need
to adapt to change quickly. HRD processes help employees develop a mindset
of continuous learning, making them more adaptable to changes in technology,
market conditions, and organizational structures.

5. Talent Retention: Employees are more likely to stay with an organization that
invests in their development. HRD initiatives, such as career development
opportunities, contribute to talent retention and reduce turnover.

6. Succession Planning: HRD processes play a crucial role in identifying and
developing future leaders within the organization. Succession planning ensures
a smooth transition of leadership and helps in building a pipeline of skilled
individuals for key positions.

7. Innovation and Creativity: By fostering a culture of continuous learning and
offering avenues for creativity and innovation, HRD plays a vital role in
driving organizational advancement and competitiveness.

8. Enhanced Organizational Reputation: Organizations that prioritize employee
development are often perceived as desirable employers. This positive
reputation can attract top talent and enhance the organization's brand image.

9. Legal and Ethical Compliance: HRD processes ensure that employees receive
training on legal and ethical standards, promoting a workplace culture that
adheres to regulations and ethical principles.

2.3 HRD Process

HRD involves observation during the assessment of HRD needs at work at various
levels and in various ways. It involves planning, through setting objectives for HRD
interventions to achieve specific kinds of outcomes. It involves action, in
professionally delivering HRD using a range of techniques. And it involves review,
through evaluating HRD experiences and outcomes, from testing what learners have
learned to assessing costs and benefits. It is this basic cycle of activities that forms the
HRD process.

13
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1. Needs Assessment:

Identify and analyze the current and future skills, knowledge, and competencies
required by the organization. Assess individual and team performance to identify areas
for improvement.

Consider the organization's strategic goals and objectives.
2. Training and Development:

Design and implement training programs to address identified needs. Provide
employees with opportunities to acquire new skills and knowledge.

Use various methods such as workshops, seminars, e-learning, and on-the-job training.
Provide employees with opportunities to acquire new skills and knowledge, such as
workshops, seminars, e-learning, and on-the-job training.

Utilize a variety of approaches including workshops, seminars, e-learning, and on-the-
job training.

3. Performance Management:

Set clear performance expectations and goals for employees. Monitor and evaluate
employee performance regularly. Provide constructive feedback and recognition for
achievements.

4. Career Development:

Support employees in setting and achieving career goals. Provide opportunities for
advancement and career growth. Implement succession planning to identify and
groom future leaders.

5. Organizational Learning:

Foster a culture of continuous learning within the organization. Encourage knowledge
sharing and collaboration among employees. Capture and disseminate lessons learned
from various initiatives.

6. Employee Engagement:

Promote a positive and inclusive work environment. Recognize and reward employee
contributions.

Encourage open communication and employee involvement in decision-making
processes.

7. Talent Management:

Identify and develop high-potential employees. Implement talent retention strategies
to keep key employees within the organization. Align talent management efforts with
organizational goals.

8. Technology Integration:

Utilize technology to enhance training and development initiatives. Implement
learning management systems (LMS) for efficient tracking and management of
employee development.



9. Evaluation and Measurement:

Assess the effectiveness of HRD programs and initiatives. Gather feedback from
participants and stakeholders. Use key performance indicators (KPIs) to measure the
impact on organizational performance.

10. Legal and Ethical Compliance:

Ensure that HRD activities comply with legal and ethical standards. Promote
diversity, equity, and inclusion in training and development initiatives. Adaptation to
Change: Equip employees with the skills needed to adapt to changes in the business
environment. Continuously assess and update HRD programs to align with evolving
organizational needs.

The HRD process is dynamic and requires ongoing attention to align with the
changing needs of the organization. When effectively implemented, it contributes to
building a skilled, motivated, and adaptable workforce, ultimately enhancing the
organization's competitiveness and success.

2.4 Stages of HRD Framework

The Human Resource Development or HRD provides a framework for the
organization of the organization to assist in the enhancement of their professional and
personal development capacities. Close to this, it focuses on the career development of
the employee and the various level progressions for the most part. In the meantime,
HRD is perhaps one of the most essential factors a firm practices to enhance
efficiency of the workforce. According to Tressa Shepard in her scholarly article
Ultimate guide to HRD (2020), HRD has to work to improve the workforce by
addressing all domains of learning, i.e. Cognitive (Informational/ Intellectual),
psychomotor (action/skill), and affective (emotional/values/ attitudinal).

The HRD Process as quoted by Faeq Hamad Abed Mahidy in his scholarly article on
Research Gate. The HRD process includes four steps: Assessment, Design,
Implementation, and Evaluation (ADIE).

1. Assessment :

The Assessment in the HRD Framework involves focusing on the necessity,
comprehension, and evaluation of the performance of the employees, job tasks, and
organizational environment. Specifically, it is crucial to identify the gap between
current skills and skills required for a specific task. This is the initial stage of the
four stages of the HRD framework.

» Need Assessment: The organization's objectives and strategies for achieving
those objectives are determined through the Need Assessment. It highlights the
gap between current capabilities within the organization and the skills required
for improved performance. A need is defined as either a lack of existing skills or
one that requires changes in the organization. Essential evidence of the need
includes assessing individuals, job tasks, environment, and preferences. There
are numerous quantitative and qualitative methods by which need assessments
can be carried out within the organization.

» Gap Analysis: The Gap Analysis involves differentiating between the actual
performance and the ideal performance. The primary objective is to evaluate the
organizational performance and that of the workforce of the organization. It
consists of two components, namely; current state and desired future state. The
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gap between these two is the actual gap assessment that will identify the needs,
rationale, and objectives. Gap HRD: Processes and Methods

Analysis is conducted to assess the current and future needs of capability matrices:

o Organization Analysis
0 Task Analysis
o0 Person Analysis

2. Design

The preparation of a convincing HRD program involves aligning the strategies and
objectives of the organization with the HRD process. This includes designing the
HRD program with interventions such as learning and development, OD
interventions, and various course/curriculum designs that can be tailored based on
the needs identified in the first step. These interventions are meticulously planned
and strategically implemented to yield the best results and enhancements. An
example of how different phases of objectives can guide the design of a learning
and development initiative is as follows:

1.

Portray objectives clearly - Clear goals and ultimate expectations need to be
identified as early as possible. Articulating the objectives in a way that is
understood uniformly by everyone is important.

Cultivate Lesson plan - this step involves structuring a detailed blueprint
outlining the course content, coverage, timing, activities, and other relevant
details of the intervention.

Make/Acquire Material — Course material is a fundamental component for all
participants, encompassing worksheets, pre-readings, and supplementary
resources that can be customized internally or obtained from external
experts/consultants.

Select Trainer/Leader - ensuring the selection of the right guide or mentor is
crucial for enhancing employee skills. This individual could be sourced
internally or an expert external consultant who can effectively deliver the
intended learning outcomes.

Selecting Methods and Techniques — Depending on the learner, level, course
content, and other deliverables, it is important to scientifically select the right
methodology for the intervention. These methods can be a blend of on-the-job,
off-the-job, online, or virtual methods.

Plan the Program/Intervention — All resources, materials, schedules,
participants, nominations, logistics, etc., are finalized and organized into a
cohesive structure.

3. Implementation

The

implementation phase involves the efficient delivery of the analysis and

arrangement stage as robust HRD initiatives or interventions.

Plans or responses should be implemented using the most appropriate and reliable
methods. The execution of HRD programs is carried out by selecting the most suitable
educational courses based on the firm's requirements, thereby creating a conducive
learning environment for continuous enhancement in the participants. Consequently, it
empowers the workforce to perform gainfully towards association goals and targets.
Despite the importance of this, it also plays a critical role in the four phases of HRD
framework.



* Procedures for conveying the planning- once the arrangement needs and goals are
chosen, the execution of the readiness program will begin. The motivation behind
providing training leads to determining the procedures for delivering robust HRD
interventions. The content of the training program is of prime importance. It should
enable employee engagement and consequently enhance efficiency by helping them
acquire new skills or refining their knowledge.

Following are the techniques for the arrangement program:

1. Hands-on Training (OJT) - this procedure involves the employee learning the job
by actually performing it. Types of OJT include Job Instruction Training (JIT),
Job Rotation, Coaching, and Mentoring.

2. Off-the-job Training - This procedure involves the employee being trained away
from their workplace. Types of Off-the-job Training include Case Study Method,
Management Games, Distance learning, Sponsored advanced training courses.

3. Apprenticeship Training - This is a combination of classroom training and OJT. It
is a structured process to enhance the skills of an employee with specific
guidelines.

4. Distance/Internet-Based Training - This is an essential training method that does
not require the mentor or student to meet at one physical location. Training is
conducted through video-conferencing, telephone sessions, and online platforms.

5. Duplicated/Vestibule Training - This method involves utilizing simulation
equipment where the trainee can experience the real environment and work
accordingly.

6. Flexi-learning modules - This strategy allows for customizing the training
schedule based on the learner's availability. It is highly flexible, catering to the
learner's time, interests, and convenience in a platform-based learning
environment.

7. Bite-sized learning - In the era of fast-tracking, bite-sized learning or capsule
learning modules, accompanied by supportive videos, interactive groups, and
multi-expert support, provide learners with the best options to choose their
convenience and schedule learning in a micro manner.

4. Evaluation:

Evaluation of the program is the final stage in the HRD cycle and informative courses.
The effectiveness of the HRD intervention is assessed during this phase. It is a
significant and crucial activity, so it should be conducted carefully. The thorough
evaluation of the participants' reaction to the training program helps gather
information about the effectiveness of the program. Emphasizing the assessment of
Human Resource Development's impact, this is a critical and primary stage to be
conducted. This is arguably the most important stage out of the four phases of the
HRD framework.

A. Evaluation Purpose

The justification for the evaluation rests on the clear evidence that the program meets
expected goals and assigns responsibility throughout the team. Moreover, it helps to
reinforce the stronger points in the subject matter expert and overcome the weaker
perspectives within them. Another aim is to inspire employees to work with increased
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enthusiasm. This will gather data related to future participants and enhance the
program further.

B. Assessment of the Effectiveness of the HRD Program

The effectiveness assessment of the HRD program ensures the viability of the
program against the costs incurred. It should motivate employees to work with greater
responsibility and intensity while utilizing the newly acquired skills. This assessment
is also crucial as it helps determine whether the desired objectives post-training have
been met.

C. Directions to Evaluate Effectiveness

The effectiveness of the HRD program can be evaluated by assessing the skills of the
employees before, during, and after training courses. In addition to this, there are a
few key areas to consider for the proper evaluation of the HRD program, which
include:

* Select Evaluation Criteria - The evaluation criteria include the reaction of
individuals, noticeable changes in individuals’ behavior, abilities, and knowledge, the
difference in performance standards of the role, and overall organizational
performance.

e Choose Evaluation Design - Designing the evaluation study is the second and
crucial step in ensuring an accurate assessment of the program. The primary
approach is the Time Series Design method that involves a series of assessments
conducted before, during, and after the HRD program. Additionally, the
subsequent method is the Controlled Experimentation approach, which is the most
widely used and formal method for evaluation. Essentially, in this approach, a
controlled group is established, and data is collected from both the training and
controlled groups both during training and post-training for evaluation purposes.

e Direct Evaluation of Program or Intervention - The evaluation of the HRD
program involves assessing three key aspects. These include the Reaction of the
individuals by gauging their liking or disliking about the training. Secondly, the
learning of the individuals related to skill development and knowledge after the
training. Behavior change is also a significant factor. The evaluator should
determine how the employee’s overall behavior has changed after participating in
the program.

e Unravel Result - This is perhaps the most critical aspect of evaluating the program.
The ultimate result assessment considers the goals and objectives established by
the organization. The evaluator determines whether the outcome aligns with the
desired impact. It hinges on how the participants behave post-training, including
their feedback on the training, the reaction of both subordinates and managers, and
their motivation towards work.
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% Exercise
A Long Question

1. Define Human Resource Development.

2. Define Human Resource Process.

3. Discuss the Human Resource Process in detail.
4. Discuss Assessment in Detail.

5. Discuss HRD Design in Detail.

6. Discuss various aspects of Evolution.

B. MCQ

1. What does HRD stand for?
a. Human Resource Deployment
b. Human Resource Development
¢. Human Resource Discipline
d. Human Resource Dynamics

2. Which of the following is a key component of the HRD process?
a. Marketing Strategy
b. Financial Management
c. Training and Development
d. Product Innovation

3. What is the primary purpose of needs assessment in HRD?
a. Evaluating organizational culture
b. Identifying employee strengths
c. Assessing current and future skill gaps
d. Conducting financial audits

4. Which method is commonly used for delivering training in HRD?
a. Financial Audits
b. On-the-Job Training
c. Inventory Management
d. Customer Surveys

5. What does organizational learning focus on in HRD?
a. Individual competition
b. Continuous learning culture
c. Strict rule enforcement
d. Employee discipline

6. What is the role of HRD in succession planning?
a. Reducing employee turnover
b. Identifying and grooming future leaders
c¢. Enhancing employee motivation
d. Conducting job analysis
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7. Evaluation of the program is the final phase of the HRD cycle and involves
assessing the effectiveness of the training courses.
a. Evaluation b. Training c. HRM d. None

8. The effectiveness assessment of the HRD program ensures the viability of the
program against the costs incurred.
a. Assessment Db. Training HRM  d. None

9. The Analysis incorporates differentiating the certifiable execution and the best
display.

a. Map b.Gap c.Dap d. Pag
10. The full form of JIT is .

a. Job Instruction Training b. Job Institute Training c. Job Inspection

Training d. None

11. The full form of LMS is .
a. learning manage systems b. learn management systems
c. learning management systems d. learning management steps

12. Identify and develop high-potential employees. Implementing talent retention
strategies to keep key employees within the organization is known as
a. Talent Management b. Total Management c¢. Team Management d. None



UNIT -3 IDENTIFICATION OF TRAINING NEEDS

3.1 Introduction

3.2 Meaning

3.3 Definition

3.4 Example

3.5 Importance, Purposes and Objectives
3.6 Techniques

3.7 Limitations

3.8 Terminologies:

3.9 Model

3.10 Obstacles / Assumptions
3.11 Case Study

3.1 Introduction

Training involves the transfer of skills, playing a crucial role in HRM. With the ever-
changing business landscape, there is a constant demand for new skills. Consequently,
existing employees within a firm may require periodic training. Given that HRM operates
as a cost center, any expenditure on training should be viewed as an ’investment® that
aligns with the firm”s strategic objectives. To ensure this alignment, the firm must
accurately identify the reasons for training needs and have a clear understanding of the
specific areas requiring development. The process of training needs identification is
essential for the effective and strategic delivery of training to the appropriate audience.

3.2 Meaning

Training Needs Analysis is a process to identify the gap between the desired and actual
skills and knowledge in a given job. It is a future-oriented strategic process. For example,
in the past, when the nationalized banks in India went for the computerization of their
records and processes, the staff had to be trained extensively. Another reason is to
identify the development needs of the employees as well, which can lead to their
promotion.

3.3 Definition

3.1.1 “Strategic training needs analysis identifies the training employees will need to fill
these future jobs. - Garry Dessler

3.1.2 “Training Needs Analysis (TNA) is the process in which the company identifies
training and development needs of its employees so that they can perform their job
effectively. It involves a comprehensive analysis of the training needs required at various
levels of the organization.” - The Economic Times
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3.4 Example

When Signicast Corp., located in Wisconsin, decided to develop a new high-end plant,
they understood that their staff would need training to acquire new skills to operate the
machines. The new machines were computerized, unlike the old machines that were
manually operated. Therefore, the top management and HR collaborated to ensure that the
recruitment and training processes were properly implemented to bridge this skill gap.

3.5 Importance, Purposes and Objectives

3.5.1 It can address the gaps between desired and actual levels of knowledge, skills, and
abilities (KSAS).

3.5.2 It allows for creating an annual training calendar to address the strategic training
needs of various departments’ personnel.

3.5.3 Helps to determine who should be receiving the training.
3.5.4 Helps to identify the unknown training needs.

3.5.5 It allows one to measure the success of the training programs.

3.6 Techniques

3.6.1 Analysis of Job Description and Job Specification:

Analysis of the job description would reveal the roles, responsibilities, and duties
associated with Training Needs Analysis. It would help identify the skills required to
perform a given job effectively. Job description and specification are the most important
sources for conducting job analysis.

3.6.2 Questionnaire:

A questionnaire can be filled out by the employee (the doer of the job) as well as their
supervisor. It may include questions related to the skills that the employee needs to
perform the job effectively.

3.6.3 Existing Performance Data:

Existing performance data can always be a great source of learning if the employees are
able to meet the performance standards. The larger the gap, the greater the need for
specific skills-related training. Naturally, the data must be objective in nature.

3.6.4

Job Task Analysis:Job Task Analysis involves breaking down jobs into smaller tasks and
evaluating each task to determine the necessary skills for its execution. This ensures that
specific skills are identified for each task.

3.6.5 Interviews:

Interviews are used to gather information about the skills needed to perform the job from
both employees and their supervisors.



3.7 Limitations

3.7.1 No clarity of objectives to be achieved: When there is no clarity regarding the
objectives that the Training Needs Analysis seeks to achieve, the whole process will
become irrelevant and might end up as a mere GIGO (Garbage In, Garbage Out) exercise.
To avoid this, it is generally preferable to align the objectives of training needs analysis
with the strategic objectives of the organization. SMART (Specific, Measurable,
Achievable, Relevant and Timely) goals can be set accordingly.

Poor data in performance appraisals can hinder the proper completion of this process, as
the GAP between the required skills and the existing skills would be challenging to assess
without quality data.

3.7.2 No synchronization with the current strategy: No synchronization with the current
strategy can lead to incorrect assessment of training needs, potentially compromising
long-term strategic human resource planning and management.

3.8 Terminologies

3.8.1 Training: the process of learning the skills you need to do a particular job or
activity.

3.8.2 Skills: the ability to do something well, especially because of training, practice, etc.

3.8.3 Job Description: A job description is a written explanation that outlines the
essential responsibilities and requirements for a vacant position.

3.8.4 Job Specification: A job specification is the list of recommended qualities for a
person to qualify for and succeed in a position.

3.9 Model

How to Determine If You Need a
Training Needs Analysis

..If gap is caused by lack of
knowledge, skills, or abilities...
5 Y

Gap analysis
o
Identify the Training

desired (work) @ needs analysis
situation -
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3.10 Obstacles / Assumptions

3.10.1 No proper support from the management:

If the management fails to provide proper support, this process may yield inaccurate
results. Therefore, the full support of top management is crucial, and it is assumed that
they will wholeheartedly support the training needs analysis process.

3.10.2 No proper performance data:

In the case of conducting training needs analysis for existing employees, the lack of
proper existing data will pose a significant obstacle. Therefore, it is imperative to ensure
that appropriate performance data is readily available.

3.10.3 No proper job description or specification:

Absence of proper job description data or job specification data will hinder the training
managers from accurately identifying the training needs of a new employee. It is essential
to ensure that a thorough job analysis has been conducted to provide the necessary job
description and job specification.

3.10.4 Unavailability of time:

This type of task cannot be performed hurriedly. It has to be executed with ample time
allocated. Therefore, the availability of time is considered to be necessary.

Conclusion:

The conclusion drawn is that the identification of training needs is a strategic process that
plays a crucial role in designing an effective training program. Key factors essential for
its success encompass the support of top management, ample time allocation, access to
accurate performance data of employees, and comprehensive job descriptions and job
specifications.

Exercise:
Theoretical Questions:

1. The importance of training needs identification cannot be overstated. It is a strategic
process that is crucial in designing an effective training program. Without accurately
identifying the training needs of employees, organizations may invest in training that
does not address the actual gaps in knowledge or skills. This can result in wasted
resources and missed opportunities for employee development. Additionally, by
pinpointing specific areas where training is needed, organizations can tailor their
programs to meet the unique requirements of their workforce. This not only enhances
employee performance but also contributes to overall organizational success.

2. The strategic importance of the identification of training needs process lies in its
pivotal role in designing an effective training program. It serves as the foundation
upon which training initiatives are built, ensuring that the training provided aligns
with the specific needs and goals of the organization. Without a thorough analysis of



training needs, organizations risk investing time and resources in training programs
that may not address the actual gaps in knowledge or skills. By identifying training
needs accurately, organizations can tailor their training programs to target areas that
will have the most significant impact on employee performance and organizational
success. Therefore, the identification of training needs is not just a routine task but a
strategic process that can drive organizational growth and development.

3. Write a detailed note on the objectives of identification of training needs

4. Why would it be a futile exercise to design the training program without conducting a
thorough training needs analysis?

5. Draw and explain the model of training needs identification
Short Note:

1. Write a short note the techniques of Identification of Training Needs and the
application of each in various situations

MCQs:

1. Identification of training needs is a crucial step in developing an effective training
program.

[A] Process
[B] System
[C] Both of the Above
[D] None of the Above

2. ldentification of training needs is based on the output of

[A] Performance Management / Appraisal System
[B] Job Analysis

[C] Both of the Above

[D] Strategic HR

3. KSA stands for

[A] Knowledge, Strategies and Abilities
[B] Knowledge, Skills and Abilities
[C] Knowledge, Stress and Abilities

[D] Knowledge, Systems and Abilities

4. Experience, required to perform a job, is primarily covered in

[A] Job Description
[B] Job Analysis

[C] Competencies

[D] Job Specification
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5. 3.13.5 job analysis is about breaking down jobs into smaller tasks.

[A] Job Task Analysis
[B] Job Analysis

[C] Job Description
[D] Job Process

6. For collecting the data related to the identification of training needs, the data should be

collected from

[A] Clients

[B] The employee
[C] The supervisor
[D] Both, Band C

7. ldentification of Training needs help create a training calendar

[A] The statement is true

[B] The statement is false

[C] The statement is irrelevant
[D] None of the above

8. ldentification of Training Needs helps in creating a training calendar.

[A] The statement is true

[B] The statement is false

[C] The statement is irrelevant
[D] None of the above

9. Identification of training needs entails qualitative information from the employed

[A] Questionnaire
[B] Observation

[C] Interview

[D] Controlled Group

10. In SMART goal setting, SMART stands for

[A] Specific, Measurable, Achievable, Relevant and Timely
[A] Specific, Measurable, achievable, Relevant and Timely
[C] Specific, Major, Achievable, Relevant and Timely

[A] Specific, Measurable, Achievable, Relevant and Timely



3.11 Case Study

BCG Matrix and Training Needs Analysis

CAN DO CAN'T DO
WILL DO
QUESTION MARK,
STARS, NO ACTION TRAINING REQUIRED
REQUIRED
WON’T DO
1.?? >
A
x
QUESTION MARK-I,
NEED TO BE TACKLED
THROUGH DOGS,
KICK OUT!

COMPENSATION OR
NON-TRAINING MEANS

[A] Introduction:

Training is about transfer of skills. It has its own strategic importance too. Training costs
a lot too. Every penny spent (invested?) on training must be accounted for. It must
generate enough ROI and must contribute substantially to the achievement of strategic
objectives of the firm. | have come up with a conceptual framework (above) that tries to
compare some elements of the BCG matrix to the training needed for identification.
Please note that not all productivity-related problems are solvable through training.
Employee performance has two dimensions, as shown in the above matrix.

[B] Discussion:

One dimension of employee performance is "Will Do / Won't Do" (Attitude), while the
other dimension is "Can Do / Can't Do" (Skills).
Let us explore each dimension:

1. Can Do, Will Do: No actions are required for this type of employee. Such
employees are like STARS of the BCG matrix! They CAN WORK and WANT
TO WORK. As a manager, you are the happiest person to have these types of
employees. All you need to do is to make sure that you leave such employees
alone, give them full autonomy, remove their obstacles and see the magic! Such
employees are a great asset.
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Some of these employees are also like CASH COWS of the BCG matrix. While
they want to work and can work, they are not very trainable. They are at a
saturation point when it comes to learning. So, such employees need to be given
the work that they can do the best. It is better to keep a watch on their
productivity. If their performance declines, there is not much you can do. Training
IS not going to help them either.

2. Will Do, Can't Do: these employees have the right attitude but lack aptitude.
They want to work and are positive about contributing positively to the
organization. However, they lack the required skills to perform the task. They are
akin to QUESTION MARKS of the BCG matrix. Training is the key to unlocking
their full potential. They are trainable and generally open to learning new things.

3. Won't Do, Can Do: These types of employees are also similar to the question
marks of the BCG matrix. They possess the potential to perform like the previous
category, but their performance is uncertain. While they have the necessary skills
to complete tasks, they lack the required will or attitude. Training cannot resolve
performance issues with these employees as they already have the necessary
skills. The challenge lies in their willingness to contribute. Typically, addressing
such employees' behavior may involve implementing pay or compensation
policies and actions.

4. Can't Do, Won't Do: these employees are similar to the DOGS of the BCG
matrix. They are unwilling to work and lack the necessary skills to do so. Their
selection may have been a type 1 error (false positive) resulting in the hiring of
unqualified candidates. In such cases, it is often advisable to part ways with these
employees.

Conclusion: therefore, we can conclude that the BCG matrix can serve as a valuable tool
for determining the future trajectory of an employee by evaluating their performance data.



UNIT -4 DESIGNING TRAINING PROGRAMMES

4.1 Introduction
4.2 Discovering Training Needs
4.2.1 Issues in Need Assessment
4.2.2 Advantages of Need assessment
4.2.3 Implications of absence of training needs assessment
4.3 Creating Ready for the Job
4.4 Preparation of the Learners
4.5 Performances Try Out Evaluation
4.6 Follow Up
4.7 Evaluation of the Programme
4.7.1 Need for Evaluation
4.7.2 Principles of Evaluation
4.7.3 Techniques of Evaluation
4.7.4 Levels of Evaluation

4.8 Conclusion

*

Exercise

4.1 Introduction

Training programmes are essential components of organizational development aimed
at enhancing employee knowledge, skills, and abilities to drive performance and
achieve strategic goals. In today’s dynamic business environment, where technology
and market trends evolve rapidly, organizations must invest in comprehensive training
initiatives to remain competitive. Understanding and addressing training needs within
an organization is paramount for ensuring employee competency, productivity, and
overall organizational success. By systematically identifying gaps in knowledge,
skills, and abilities, businesses can tailor programs that effectively address these areas
and empower employees to excel in their roles.

4.2 Discovering Training Needs

As organizations allocate a significant amount of money and resources for training
and development, they must assess the training needs of their employees. This process
involves identifying current issues and future challenges that can be addressed through
training and development initiatives. Various methods, such as surveys, interviews,
focus groups, and assessments, can be utilized to discover these training needs.

Surveys enable organizations to collect feedback from employees regarding their
perceived training needs and preferences. Interviews and focus groups offer
opportunities for more in-depth discussions to uncover specific challenges and areas
for improvement. Additionally, assessments such as skill tests or performance
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evaluations can objectively identify areas where employees may require additional
training.

Also, one can analyze job roles, organizational goals, performance metrics, and future
trends to pinpoint specific areas for training intervention.

Need assessment occurs at two levels:

At the individual level, a need arises when a gap between an employee’s actual
performance and desired performance is identified. If this deficiency is due to a lack
of skills and abilities, training is required. Alongside training, other initiatives such as
job rotation, practice, job aids, transfers, or termination can also be considered. Given
the evolving business landscape, need assessment should also take into account the
demand for new skills in the future. As technology advances, employees will need to
acquire a new set of skills. Training is essential to prepare employees to tackle the
challenges of new tasks and support their career growth.

Another reason for training could be possible job transfers, as they may require new
skills. However, in most cases, only an orientation to new facilities and jobs is
required instead of elaborate training.

These days, the face of the industry is changing due to foreign competition,
technology, and the forces of demand and supply. This necessitates retraining to
ensure continued employment for many individuals.

Some methods used for individual analysis include interviews, questionnaires,
performance appraisals, training progress evaluations, work sampling, attitude
surveys, and rating scales.

Secondly, need assessment is required at the group level as well. Changes in
organizational strategy necessitate training for groups of employees. For instance, the
introduction of a new product necessitates training for production workers, sales
personnel, and service staff. Additionally, low morale, lack of motivation, high
accident rates, or increased waste production may result from an inadequately trained
workforce. When these issues are recognized, training can be implemented as part of
the solution.

Commonly used methods for need assessment at group or organizational level are
organizational goals and objectives, MBO, quality circles, efficiency indices,
personnel/skill inventory, exit interviews, customer satisfaction data and consideration
of current and estimated changes.

4.2.1 Issues in Needs Assessment:

Several issues need to be addressed in both types of needs assessment, namely
individual and group.

1. Organizational Support

2. Organizational Analysis

3. Task and KSA Analysis (Knowledge, skill, abilities)
4. Individual Analysis

1. Organizational Support: Need assessment can lead to substantial changes in
the organization's dynamics by influencing employee behavior. Greater levels of



cooperation are observed when need assessment is developed and implemented
with organizational support. The analyst must collaborate effectively with all
stakeholders and earn the trust and support of all parties involved.

2. Organizational Analysis:

Examination of organisational goals and objectives and the trends that are likely to
affect these goals is the next step in the need assessment process. Both short term as
well as long term goals are to be taken into consideration. Several questions are to be
answered at this stage: Is the supply of people sufficient? What is the strategy of the
firm to compete for the individuals with right knowledge, skills and attitudes? How
does the organization attract, employ, retain and motivate diverse workforce? What
are the ways in which employees make the firm competitive? Which are the jobs that
need training? With the help of these issues, an analyst can identify gaps in skills
which training seeks to fill.

3. Task and KSA Analysis: Once the organizational support is gained and
organizational analysis

Is performed, the next step is to identify the tasks needed on each job and the required
knowledge, skills and abilities (KSAS) required to perform these tasks. This
assessment is needed to prepare a blueprint describing KSAS that are to be achieved at
the end of the training program.

4. Individual Analysis

This analysis aims to identify the KSAs that prospective trainees have already
acquired, preventing the duplication of training on known skills and saving valuable
time. During this stage, the employees requiring training are pinpointed.

4.2.2 Advantages of Need Assessment:

Training programs aim to achieve specific objectives that are crucial in addressing
identified needs. Conducting needs assessments is essential to ensure that training
programs are relevant and effective. The specific benefits of needs assessment can be
outlined as follows:

1. Trainers can be provided with the necessary information about the needs of the
trainees.

2. Trainers can prepare the training material while considering the needs of the
trainees.

3. The accountability of the training department becomes clear and can be directly
linked to other HR activities. This streamlined process facilitates the selling of
training programs to line managers.

4.2.3 Implications of Absence of Training Need Assessment:

The consequences of the absence of needs assessment clearly highlight the importance
of conducting needs assessments. Inadequate or the absence of a needs assessment can
result in:

1. Increase in employee turnover
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Limits on business development

Increase in overtime working

Higher rates of pay and overtime premiums

Increase in recruitment cost

Additional retention costs may include part-time working, job-sharing, shift
working, etc.

Requirement for job redesign and revision of job specification

8. Increase in training costs
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4.3 Creating Readiness for the Job

Once the training needs have been identified, the next step is to design a curriculum
that effectively addresses those needs. This involves developing learning objectives, a
structured curriculum, selecting appropriate training methods and materials, and
creating engaging learning experiences. Learning objectives should be specific,
measurable, achievable, relevant, and time-bound (SMART), ensuring that training
outcomes are clearly defined and measurable. Training methods may include
classroom lectures, hands-on workshops, e—learning modules, or a combination of
approaches, depending on the nature of the content and the preferences of the learner.

1. Determining the objective of training: the outcome of the training should be
determined first to decide which training need is going to be fulfilled, whether
individual, group, or organizational. It also helps a trainee decide whether or not to
join a training program based on its objectives and whether those objectives are
relevant to his/her job or not.

2. ldentification of Participants/Trainees: The selection of trainees is based on
various factors such as self-nomination, supervisor recommendations, or HR
department referrals. It is beneficial to have two or more target audiences to cater
to diverse needs. Bringing together different internally connected target audiences
can facilitate group processes like decision-making, problem-solving, and
collaboration.

3. ldentification of Trainers: various individuals can serve as trainers for a training
program, including immediate supervisors, co-workers, HR staff members,
specialists from different departments within the organization, external
consultants, industry associations, and university faculty. The selection of trainers
depends significantly on the specific skills to be taught. For instance, HR
department members or specialists from within the organization are chosen as
trainers for teaching basic skills, whereas faculty members from universities are
required for instructing managers on interpersonal and conceptual skills. Larger
organizations typically maintain a dedicated training department with staff
responsible for conducting training programs.

4. Deciding the training budget: Cost is a critical factor in determining whether to

conduct a training program. It also influences the decision of whether to develop
or purchase a training program. The training budget is typically determined based
on the previous year’s budget and its adequacy. However, when there is a new
training objective, the potential revenue generation or improvement post-training
becomes the criterion for budget allocation.



10.

Deciding the training content and lesson plan: Once the training objective, budget,
and trainer are decided, the contents of the training program are determined,
including the details of topics to be covered in each session or over a period of
time.

Training schedule: The training content and lesson plan are essential in
determining the duration of the training program. This information guides
decisions on the timing of the program, whether it should be scheduled on
weekdays or weekends. Additionally, the timing of the sessions, such as before or
after lunch, and whether the program should be conducted before or after the busy
season, are taken into account.

Determining the Method of training: Various methods are used to train employees,
which can be categorized into two categories: on-the-job training methods and off-
the-job training methods. On-the-job training methods are implemented in the
workplace while the employee is actively working, whereas off-the-job methods
are utilized away from the workplace. The selection of the method primarily
depends on the specific training needs to be addressed and the objectives to be
achieved.

Developing the training or instructional material: If any training material is to be
provided, such as handouts, reading material, or other resources, it needs to be
well planned and designed to fulfill the training objective and complement the
training content.

Deciding the Level of training: there are three levels at which training inputs are
taught. The first level focuses on acquiring basic and fundamental knowledge by
the employee or potential employee. The goal is to develop a foundational
understanding of a field and become familiar with the concepts and relationships
involved. The second level aims to develop the ability to perform in a specific skill
area. The objective at the highest level is to enhance operational efficiency by
improving already developed skills.

Determining Learning Principles: the incorporation of certain learning principles
is crucial for making training and development programs effective. These
principles include:

The basic requisite to make the training program effective is employee motivation.
It stems from the understanding that training will lead to an increase in status and

pay.

Individual differences in terms of learning ability must be recognized while
organizing training programs.

Trainees should be given the opportunity to practice what is being taught, whether
it is a new skill or knowledge of a specific topic.

Reinforcement is another important principle of learning. It is anything that
increases the strength of a response and reduces the repetition of the behavior that
preceded the reinforcement.

Feedback is a crucial element for learning. When employees receive information
about their performance results, they can pinpoint any discrepancies between their
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current and desired status. This allows individuals to take corrective measures as
needed.

Goal setting is another important principle. Learning is generally accelerated when
specific and reasonably difficult goals are set. Employee participation in goal
setting enhances motivation.

The schedule of learning, including the duration of practice sessions, rest sessions,
and the positioning of rest pauses, has an impact on learning effectiveness. A well-
established principle is spaced learning instead of continuous learning.

Meaningfulness of learning material is crucial for effective learning. Learning is
enhanced when the material is meaningful.

Another crucial principle of learning emphasizes that the knowledge acquired
during training must be effectively transferred to the job.

11. Determining the Place for Conducting Training: the final consideration in designing a

training program is determining the location for conducting the training. There are
three possible choices: on the job itself, on-site but not the job, and off-site. The
selection depends on the nature of the skills to be imparted. For example, basic skills
are typically taught on the job, while training for interpersonal skills is often provided
off-site.

4.4 Preparation of Learners

Once the training needs are identified, prepare the learners for the training
program:

e Provide clear objectives and expectations for the training program to the
participants.

e Communicate expectations: Clearly outline and communicate what learners can
expect from the training, including objectives, goals, and outcomes.

e Assess Entry Skills: Evaluate the existing skills and knowledge of learners to tailor
the training program accordingly and ensure that it meets their needs.

e Provide Resources: Equip learners with the necessary tools, materials, and
resources to support their learning journey effectively.

e Create a Positive Learning environment: Foster an environment that promotes
engagement, collaboration, and motivation among learners, enhancing their
overall experience.

e Communicate the importance of the training: clarify how the training can assist
individuals in aligning their personal goals with the organization's objectives.

4.5 Performance Try out Evaluation

Incorporate opportunities for learners to apply newly acquired knowledge and skills in
a real or simulated work environment. Develop formative assessments that focus on
ongoing feedback and evaluation throughout the learning process to make
instructional decisions and adjust content as necessary. Conduct performance
assessments during training exercises or role-plays. Provide constructive feedback and
coaching to learners to address areas for improvement. Create a supportive learning
environment where participants feel comfortable experimenting, making mistakes, and
learning from their experiences. Use performance try—outs to assess learners’
proficiency and identify areas for further development or reinforcement.



4.6 Follow-up

Reinforce learning through ongoing support and reinforcement activities post-training.
Offer opportunities for learners to apply newly acquired skills in real-world situations
such as on-the—job projects or assignments. Provide access to additional resources,
mentorship, or coaching to support continued skill development. Encourage learners
to reflect on their learning journey and set goals for continuous improvement.

4.7 Evaluating of the Program

Evaluation of the training program is crucial to justify the substantial funds allocated.
It is conducted to assess the effectiveness and impact of the training program.
Feedback should be gathered from participants, trainers, and stakeholders using
surveys, interviews, or focus groups. Evaluate learning outcomes such as skill
acquisition, knowledge retention, and behavioral changes. Analyze the Return on
Investment through cost-benefit analysis. Utilize evaluations to pinpoint areas for
improvement and enhance future training endeavors. Summative assessments at the
conclusion of training programs aid in evaluating the program’s outcomes and the
learners' overall performance and content mastery. These assessments may include
tests, quizzes, or other formal evaluations to gauge the fulfillment of learning
objectives.

4.7.1 Need For Evaluation:
The need for evaluation can be understood on the basis of following points:

1. The primary objective of the training program is to correct performance
deficiencies. Evaluation is necessary to determine whether the training
program has achieved its objectives or not.

2. It is necessary to verify that the improvement in trainees’ skills is a direct

result of the training program and not influenced by other factors.

It is carried out to determine the cost-effectiveness of the training program.

4. If the evaluation proves that the firm has tangibly benefited from the training
program, the credibility of the training program is enhanced.

5. The success or failure of the training program can be determined based on the
evaluation process.

w

4.7.2 Principles of Evaluation
Following principles are to be kept in view while conducting evaluation

1. The goals and objectives of the evaluation should be clearly defined for the
evaluation specialist.

2. It should be specific and continuous.

3. It should provide the means by which trainees can evaluate themselves.

4. The methods used for evaluation should be standardized.

5. It should be time-bound, meaning that a realistic target schedule should be pre-

determined for each phase of evaluation and strictly adhered to.

4.7.3 TECHNIQUES OF EVALUATION:

Commonly used methods for evaluation are described as follows:
1. Experimental and Control Groups
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2. Longitudinal or Time Series Analysis
3. Direct Inputs from the Trainees

1. Experimental and Control Groups: Two groups of employees are randomly
selected: one group that is to receive training is called the experimental group, and the
one that is not to receive training is the control group. The formation of both groups
would be similar as they are randomly selected. Several success indicators are
measured before and after the training for both groups. If the gains obtained by the
experimental group are better than those obtained by the control group, then it is
concluded that the training is successful.

2. Longitudinal or Time Series Analysis: In this method, success indicators are
measured before the program begins, continued during the program, and even after the
program is completed. These measurements are plotted on a graph to examine the
results of the training program, clearly indicating the changes that have taken place in
the success indicators due to training. A control group can be included to validate that
the change has occurred as a result of training and not due to any other factors.

3. Direct Inputs from the Trainees: questionnaires are commonly used tools to
directly collect information on the trainees' opinions about the program's value.
Interviews are another method for gathering such feedback. A variation of this
approach involves assessing the knowledge and skills of trainees at the program's start
and completion. The success of training is determined by the satisfactory post-training
results. An accurate evaluation of the training program involves conducting a cost-
benefit analysis. While challenging, this analysis is crucial to persuading senior
management of the program's value.

4.7.4 LEVELS OF EVALUATION

Reaction: It measures whether the training program is well-received by the trainees.
The questions asked at this level include:

Did the trainees like the program, content, trainer, and facilities?
Did they find the course helpful?
Do they have any suggestions for improvement?

Generally, reactions are typically assessed through the use of surveys, commonly
known as post-training surveys.

2. Learning: It measures how much employees know after the training compared to before
undergoing training. The relevant questions at this stage are:

Do trainees have greater knowledge or skills after undergoing training?
If yes, to what extent?
Here, a series of tests such as performance tests, graded simulations, etc., are used.

3. Behaviour: It measures the behavior of the employees on the job after the training.
The questions asked are:

i. Is there any difference in the behavior of trainees after the training?



ii. Are the knowledge and skills acquired in the training being utilized by the
employees?

This behavioral impact is measured through performance appraisals conducted by

peers, supervisors, subordinates, or clients.

4. Result: this phase focuses on evaluating the overall outcome and impact of the training

X/

program on the organization. Key questions to consider include:

Has the organization improved as a result of the training program?
What is the impact of training in terms of productivity, quality, efficiency, and
morale, or customer service?

Here, the measurement is done in terms of sales figures, production volume, customer
surveys, or any other relevant means.

4.8 Conclusion

Designing training programs is a multifaceted process that involves identifying
training needs, crafting relevant content, preparing learners for success, providing
opportunities for performance trials, and conducting thorough follow-up and
evaluation. By understanding the specific needs of the learners and organizations,
trainers can create programs that not only address the immediate skill gaps but also
foster long-term growth and development. Through ongoing assessment and
refinement, training programs can continuously evolve to meet the changing needs of
the organizations and learners.

Keywords

Training needs, curriculum development, learner preparation, performance
assessment, follow-up, evaluation, continuous improvement

Exercise

Theoretical Questions

How would you conduct a training needs analysis for an organization?

What are the key components of a well-designed training program?

Discuss the importance of aligning training objectives with organisational goals

How can trainers ensure that training content is relevant and engaging for the

learners?

5 What are the benefits of incorporating performance trials or simulations in a
training program?

6 How can trainers ensure that feedback from evaluations is utilized to enhance
training programs?

7 Discuss different methods for evaluating training programs

A WO DN -

Short Notes Questions

1 Training objectives
2 Training outcomes
3 Evaluating training programs
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Performance try-outs
Training Feedback
Levels of Evaluating training programs

MCQs
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Which of the following is a challenge often faced during the training program
design process?

Lack of participant engagement

Unclear organisational goals

Limited training budget

All of the above

What is the primary goal of follow-up activities in a training program?
To ensure compliance with training requirements
To reinforce learning and behavior change
To assess the effectiveness of the trainer
To document training outcomes

What is the purpose of performance trials or simulations in a training program?
To assess learner’s progress
To simulate real-world scenarios
To provide feedback to trainers
All of the above

Which of the following is not a step in conducting a training needs analysis?
Identifying performance gaps
Developing training content
Assessing organisational goals
Analysing employee skills and competencies

Which evaluation method involves collecting feedback from participants
immediately after a training session?

Formative evaluation

Summative evaluation

Performance appraisal

Post-training survey

How can trainers ensure that training content remains relevant to the
organizational goals?

Conducting periodic training needs analysis

Ignoring feedback from participants

Using Outdated materials

Avoiding evaluation of training programs

What is the purpose of evaluating training programs?
To identify performance gaps
To allocate budget for future programs
To determine the effectiveness of training programs
To assess trainer’s performance
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What factor should not be considered when preparing learners for a training
program?

Learning Preferences

Language Proficiency

Previous job experience

Duration of the program

Which of the following is an example of a formative evaluation method?
Pre-training assessment
Post-training assessment
Performance appraisal
Training completion certificate
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UNIT -5 DELIVERY OF TRAINING

5.1 Introduction

5.2 Meaning

5.3 Definition

5.4 Example

5.5 Importance, Purposes and Objectives
5.6 Techniques / Methods

5.7 Limitations

5.8 Terminologies

5.9 Model

5.10 Obstacles

5.11 Conclusion

< Exercises

5.1 Introduction

Delivery of training is primarily focused on “how” the training is actually transferred to
the trainees - i.e. - the methods or techniques that will be utilized to deliver the training.
Though traditionally these methods are divided into on-the-job (OJT) and off-the-job
training methods, there have been many new methods that have come into existence due
to improvements in technologies like Virtual Reality, Social Media, Video Conferencing
software, and Internet connectivity.

5.2 Meaning

In the context of Human Resource Management (HRM), training refers to the process of
equipping employees with the knowledge, skills, and competencies necessary to perform
their job responsibilities effectively. Training programs are designed to enhance
employee performance, productivity, job satisfaction, and overall organizational
effectiveness. Here are some key aspects of training in HRM:

Skill Development: Training programs aim to develop specific job-related skills and
competencies required for employees to carry out their duties proficiently. This could
include technical skills, such as operating machinery or using software, as well as soft
skills like communication, teamwork, and problem-solving.

Onboarding: Training typically commences during the onboarding process, where new
employees are acquainted with the organization's culture, policies, procedures, and job
requirements. This aids new hires in swiftly adapting to their roles and contributing
effectively to the team.



Career Development: Training initiatives can also support employees' career
development by providing opportunities for them to acquire new skills, pursue
professional certifications, or prepare for advancement within the organization. This can
boost employee engagement and retention.

Performance Improvement: Training may be used to address performance gaps
identified through performance evaluations or feedback mechanisms. By providing
targeted training interventions, HRM aims to improve employee performance and address
deficiencies.

Organizational Change: during periods of organizational change, such as the
introduction of new technologies, processes, or strategic initiatives, training is vital to
assist employees in adapting to the changes successfully and reducing disruptions to
operations.

Compliance and Legal Requirements: Training programs may also be designed to
ensure compliance with laws, regulations, and industry standards. This includes training
on topics such as workplace safety, diversity and inclusion, harassment prevention, and
data privacy.

Overall, training is a critical function within HRM that contributes to the development
and success of employees and organizations alike. It requires meticulous planning,
effective implementation, and thorough evaluation to ensure that training initiatives align
with organizational goals and yield positive outcomes.

5.3 Definition

5.3.1 Definition: In the words of Dale S. Beach, “Training is the organized procedure by
which people learn knowledge and improve skills for a definite purpose.”

5.3.2 In the words of Michael J. Julius, “Training is a process by which the aptitudes,
skills, and abilities of employees to perform specific jobs are increased.”

5.4 Example

The Taj Group has a long history of training and mentoring, which helps to sustain its
customer centricity. The practice began in the 1960s when CEO Ajit Kerkar personally
interviewed every recruit, including cooks, bellhops, and wait staff, before employing
them and mentored generations of employees. The effort has become more process-driven
over time.

Most hotel chains typically train frontline employees for 12 months, on average, however,
the Taj Group stands out by requiring an 18-month program. Similarly, managers also
undergo an extensive 18-month training program that includes classroom instruction and
on-the-job experience. For example, trainee managers receive two weeks of dedicated
service training at the Taj Group’s training restaurant, followed by 15 days of practical
experience in a hotel restaurant.

The Taj Group’s experience and research have shown that employees make 70% to 80%
of their contacts with guests in an unsupervised environment. Training protocols,
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therefore, assume, first, that employees will usually have to deal with guests without
supervision—that is, employees must know what to do and how to do it, whatever the
circumstances, without needing to turn to a supervisor.

5.5 Importance, Purposes and Objectives

5.5.1 It improves skills and knowledge.

Employee training programs help improve the knowledge and skills of employees to align
with the evolving industry landscape. These enhancements can have a positive impact on
workers' productivity, leading to increased profits and operational efficiency within the
organization. Training also equips employees with valuable lessons on work ethics,
human relations, and safety.

5.5.2 It satisfies the recommendations of performance appraisals.

When an organization's employee performance appraisals suggest the need for
improvement on a particular subject or skill, training programs can be organized for staff
members to help satisfy this requirement. Training can, therefore, address an identified
problem area and work toward a solution.

5.5.3 It prepares employees for higher responsibilities.

Training programs can also help prepare employees who are transitioning into higher
roles and assuming more responsibilities within an organization. These programs assist
them in acquiring the necessary skills to operate effectively in their new positions. For
instance, they might receive training in leadership skills or in a particular software
essential for their new role.

5.5.4 It tests the efficiency of a new performance management system.

Employee training programs assist an organization in testing the efficiency and
effectiveness of a new performance management system, aiding HR in establishing
clearer performance expectations. Utilizing these systems to train employees will
reinforce the importance of goal attainment and enhance employees’ comprehension of
their job requirements.

5.5.5 Increased Productivity

For any company, maintaining peak productivity is as crucial as acquiring new customers
for business, as even the slightest disturbance can lead to significant losses. Furthermore,
to address the increasingly competitive landscape in the target market, it is essential to
enhance workers’ productivity while reducing production costs. Training plays a pivotal
role in rescuing the company from potential dangers by improving employee performance
and efficiency.

5.5.6 Quality Improvement

Improving the quality of the product is a primary objective, especially in a market where
customers are increasingly quality-conscious. Today’s consumers are well-informed



about their preferences and expectations. Simply put, relying solely on traditional
methods like persuasive communication and business tactics is no longer sustainable.
Once customers experience the actual quality of services and products, they are quick to
discern any shortcomings and may choose to disengage without hesitation.

5.5.7 Learning time Reduction

Keeping an eye on employees' learning capabilities and providing them with the
necessary support can be highly beneficial in the long run. Their ability to quickly grasp
newly discovered information influences the future products based on these discoveries.
Employees with weaker learning capabilities may find it more challenging to learn, but
this can be mitigated by utilizing appropriate learning materials and experienced
instructors who prioritize real-life experiences over rote memorization. Therefore,
reducing learning time is a key objective of training and development.

5.5.8 Learning time Reduction Safety First

Safety of anyone, whether they are workers, officers, or customers, cannot be taken
lightly, especially in situations where even a minor mistake could pose life-threatening
risks. Therefore, imparting knowledge on the proper use of equipment and creating
products that prioritize safety are key objectives of training and development. The more
proficient employees are in handling equipment, the more beneficial it is for both the
company and the workers.

5.6 Techniques / Methods

On the job
training
Training
Methods

Off the job
ifellallgle]

While on-the-job training is provided at the workplace itself, the trainees produce things
while learning. In off-the-job training, the trainees are away from the work environment,
which eliminates stress, frustration, and the bustle of day-to-day job.

Some OJT methods are:

5.6.1 Job Rotation:Under job rotation, employees are frequently rotated between
different but related positions, with the aim of familiarizing them with
multiple job roles.

This fosters an out-of-the-box environment within the organization and maintains an
energetic and distinctive atmosphere among the workforce. Instead of performing the
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same tasks repetitively, it aids in building relationships with various employees in the
organization.

5.6.2 Mentoring

Mentoring is the process in which a senior or more experienced individual, known as the
mentor, is designated to serve as a guide, advisor, counselor, etc., to the individual in
need of training, known as the mentee.

A senior or manager provides guidance and instructions to their immediate subordinate
for the successful execution of required tasks.

A one-on-one training method, where the senior guiding an individual is seen as a mentor
to the subordinate and provides guidance in all necessary situations.

5.6.3 Job Instruction

The trainer creates a structured training program in this process. The employee is given
instructions on how to perform the functions.

During the initial steps, an overview of the job alongside the expected outcomes is
defined for the trainee. Throughout the process, the employees’ capabilities needed for
the tasks are tested by the trainer.

Along the way, employees perform their job based on their acquired skills, and if
necessary, they can seek feedback and reviews.

5.6.4 Apprenticeship

In apprenticeship training, individuals seeking extensive learning are typically engaged,
ranging from trainees in technical sectors to trade and craft fields, who necessitate high-
quality training to advance professionally.

The fields in apprenticeship training require a substantial amount of skills and knowledge.
Therefore, a comprehensive and long-term training process is essential to refine every
aspect.

Apprenticeship is a blend of on-the-job and classroom training, conducted under
professional supervision. The duration can vary from 1 to 4 years, ensuring that the
learning process continues until apprentices attain expertise in their respective fields.

Off-the-job training methods in Human Resource Management (HRM) refer to training
programs conducted outside the immediate work environment. These methods are
designed to enhance employees' skills, knowledge, and abilities through various
structured activities. Here's a brief overview of some common off-the-job training
methods:

5.6.5 Classroom Training

This method involves conducting training sessions in a traditional classroom setting.
Trainers deliver lectures, presentations, and demonstrations to impart knowledge and



skills to employees. Classroom training allows for interactive learning, group discussions,
and hands-on activities.

5.6.6 Seminars and Workshops

Seminars and workshops are short-term training events focused on specific topics or
skills. These sessions are typically led by subject matter experts or industry professionals,
offering participants the chance to acquire new concepts, techniques, or best practices
through presentations, case studies, and practical exercises.

5.6.7 Conferences and Conventions

Attending industry conferences and conventions enables employees to stay abreast of the
latest trends, developments, and innovations in their field. These events showcase keynote
speeches, panel discussions, and networking opportunities, providing participants with
valuable insights and the chance to establish professional connections.

5.6.8 Simulations and Role-Playing

Simulations and role-playing exercises recreate real-world scenarios to help employees
practice and refine their skills in a risk-free environment. Participants assume various
roles and engage in simulated interactions, enabling them to enhance communication,
decision-making, and problem-solving abilities.

5.6.9 E-Learning and Online Training

E-learning platforms and online training modules provide flexible and convenient
methods for employees to access training materials and resources. Employees can engage
with web-based courses, videos, quizzes, and interactive multimedia content, enabling
them to learn at their own pace and convenience, irrespective of their location or time
constraints.

5.6.10 Case Studies and Problem-Solving Exercises:

Case studies and problem-solving exercises expose employees to real-life challenges and
dilemmas encountered in the workplace. Through analyzing case studies and
collaborating to devise solutions, participants enhance their critical thinking, analytical,
and decision-making skills.

Off-the-job training methods complement on-the-job training initiatives and provide
employees with opportunities for continuous learning and skill development. By investing
in off-the-job training programs, organizations can enhance employee performance,
productivity, and job satisfaction, ultimately contributing to long-term success and
competitiveness.

5.7 Limitations

5.7.1 Cost

Training programs can be expensive to develop and implement, especially when
considering factors such as materials, trainers' fees, venue rental, and employee time
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away from regular duties. Small businesses or organizations with limited budgets may
find it challenging to allocate resources for comprehensive training initiatives.

5.7.2 Time Constraints

Conducting training sessions requires time and effort, which can disrupt regular business
operations. Balancing the need for training with daily work responsibilities can be
challenging, leading to scheduling conflicts and productivity losses, especially in fast-
paced work environments.

5.7.3 Retention and Application

Employees may struggle to retain all the information provided in training sessions,
especially when they are overwhelmed with information or if the training is not directly
applicable to their current job responsibilities. Moreover, translating the newly gained
knowledge and skills from the training setting to the actual workplace can pose
challenges without consistent reinforcement and assistance.

5.7.4 Resistance to Change

Some employees may resist participating in training programs, especially if they perceive
them as unnecessary or if they are resistant to change. Overcoming resistance to training
requires effective communication, management support, and demonstrating the relevance
and benefits of the training to employees' roles and career development.

5.8 Terminologies

5.8.1 Training : The process of learning the skills you need to do a particular job or
activity.

5.8.2 Skills: The ability to do something well, especially due to training and practice.
5.7.3 Knowledge, skills, and abilities (KSAS)

5.8.4 Training Evaluation: The systematic evaluation of training effectiveness and its
impact on employee performance, knowledge acquisition, and organizational goals.
Evaluation methods may include pre- and post-assessments, surveys, feedback
sessions, and performance metrics.

5.8.5 Training ROI (Return on Investment): A measure of the financial benefits gained
from training relative to the costs incurred, Training ROI analysis helps
organizations assess the value and effectiveness of training initiatives in achieving
business objectives.

5.8.6 Training Calendar: A schedule or timetable that outlines upcoming training events,
sessions, and activities. A training calendar helps employees and managers plan
and prioritize their participation in training programs.

5.8.7 Training Feedback: Input is gathered from participants, trainers, or stakeholders
regarding the effectiveness, relevance, and satisfaction with training programs.
Feedback is crucial as it helps identify areas for improvement and informs future
training initiatives.


https://dictionary.cambridge.org/dictionary/english/process
https://dictionary.cambridge.org/dictionary/english/learning
https://dictionary.cambridge.org/dictionary/english/skill
https://dictionary.cambridge.org/dictionary/english/particular
https://dictionary.cambridge.org/dictionary/english/job
https://dictionary.cambridge.org/dictionary/english/activity

5.8.8 Training Needs Analysis: A systematic process of assessing organizational,
departmental, and individual training needs to identify gaps and prioritize training
interventions. Needs analysis involves gathering data through surveys, interviews,
performance reviews, and observation.

5.9 Model

5.9.1 Training: Needs Assessment: This is the initial stage where the organization
identifies the knowledge, skills, and abilities (KSAs) that employees need to perform their
jobs effectively. This assessment may involve surveys, interviews, performance
evaluations, and analysis of organizational goals.

5.9.2 Training Design: Based on the identified training needs, the organization designs a
training program that outlines the objectives, content, methods, and resources required for
implementation. This stage involves selecting appropriate training methods, developing
training materials, and designing activities to meet the learning objectives.

5.9.3 Training Delivery: Once the training program is designed, it is delivered to
employees through various channels and methods. This may include classroom training,
online modules, workshops, seminars, on-the-job training, simulations, or blended
learning approaches.

5.9.4 Training Implementation: During this stage, the training program is executed
according to the planned schedule and timeline. Trainers facilitate sessions, deliver
content, and engage participants in learning activities. This stage may involve
coordinating with trainers, scheduling training sessions, and making logistical
arrangements.

5.9.5 Training Evaluation: After the training program is delivered, its effectiveness is
assessed through evaluation methods such as pre-and-post assessments, surveys, feedback
sessions, and performance metrics. This stage helps determine the impact of training on
employee knowledge, skills, job performance, and organizational goals.

5.9.6 Feedback and Improvement: Based on the evaluation results, feedback from
participants, and stakeholders' input, the training program is reviewed and revised as
necessary. This process may include updating content, adjusting delivery methods,
addressing any gaps in learning outcomes, or incorporating suggestions for improvement.

5.9.7 Continuous Learning and Development: Training and development are ongoing
processes aimed at continuously enhancing employee skills, performance, and career
development. Organizations may provide additional training opportunities, coaching,
mentoring, and professional development initiatives to bolster employees' growth and
advancement.

5.10 Obstacles

5.10.1 Budget Constraints: Limited financial resources can hinder organizations from
investing adequately in training programs. Training can be expensive, especially when
considering costs such as trainers' fees, materials, facilities, and technology.
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Organizations with tight budgets may struggle to allocate sufficient funds for
comprehensive training initiatives.

5.10.2 Time Constraints: Balancing training with regular work responsibilities can be
challenging. Employees may have limited time available for training due to their
workload, deadlines, or operational demands. Finding suitable time slots for training
sessions without disrupting productivity can be a significant obstacle.

5.10.3 Resistance to Change: Employees may resist participating in training programs,
especially if they perceive them as unnecessary, irrelevant, or disruptive. Resistance to
change can stem from fear of the unknown, skepticism about the benefits of training, or
reluctance to step out of comfort zones.

5.10.4 Lack of Management Support: Without support and endorsement from upper
management, training initiatives may struggle to gain traction within the organization.
Lack of management buy-in can lead to insufficient resources, inadequate prioritization of
training needs, and low participation rates among employees.

5.11 Conclusion

The conclusion is that there are numerous methods of delivering training. Ultimately, it
falls upon the manager to determine the most suitable methods based on situational
factors such as budget, trainee learning ability, time availability, and availability of
skilled trainers. A well-planned training program can undoubtedly yield strategically
desirable outcomes.

Exercise:
Theoretical Questions:

1. Write a note on the importance of training

2. Write about the different methods of training, such as On-the-Job and Off-the-Job
Training Methods

3. Write a detailed note on the model of training

4. What are the potential obstacles to the delivery of training?

5. Write a detailed note on one company’s training system. Select any company of
your choice.

Short Note:

1. Write a short note on the techniques of Identification of Training Needs and
their application in various situations

MCQs:
1 Is a category of training methods
[A] On the Job
[B] Off the Job
[C] Both of the Above
[D] None of the Above




2 Real-life situations are created in a laboratory for training purposes. This is called
simulation type of training.
[A] Job Rotation
[B] Lecture
[C] Coaching
[D] Simulation

3 ROI stands for
[A] Return of Investment
[B] Return on Interest
[C] Refund of Investment
[D] Refund of Interest

4 A real life situation is documented and then discussed in the classroom. This
method of training is called
[A] Problem Solving
[B] Apprenticeship
[C] Simulation
[D] Case Study

5 Resistance to change is an obstacle to the implementation of a training program.
[A] Training Methods
[B] Resistance to Change
[C] Poor Documentation
[D] None of the Above

6 Off-the-job training is the method, in which, an employee can learn at his/her own
speed.

[A] E-learning

[B] Coaching

[C] Lecture

[D] On the job

7 The systematic assessment of training effectiveness and impact on employee
performance, knowledge acquisition, and organizational goals is called training
evaluation.

[A] Training Feedback
[B] Training Rol

[C] Training Evaluation
[D] None of the above

8 In general, the most focused aspect in training is training evaluation.
[A] Transfer of Information
[B] Transfer of Knowledge
[C] Transfer of Behaviour
[D] Transfer of Skills
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9 Counseling falls under the transfer of behaviour method of training
[A] Mentoring
[B] On the Job
[C] Off the job
[D] Psychological

10 All the problems related to performance can be addressed by training. This
statement is true.
[A] True
[B] May be false, but true in some conditions
[C] May be true, but false in some conditions
[D] False

Case Study:
Title: Enhancing Employee Performance through Training: A Case Study
Introduction:

In the dynamic landscape of modern business, continuous training and development have
become essential for organizations to remain competitive and adapt to changing market
demands. This case study focuses on how Company XYZ, a mid-sized retail chain,
leveraged training initiatives to enhance employee performance and achieve strategic
objectives.

Background:

Company XYZ operates a chain of retail stores across several regions. With a diverse
workforce spanning various roles from sales associates to managerial positions, the
company recognized the need for comprehensive training programs to ensure consistency
in service delivery, promote employee growth, and drive organizational success.

Challenges:

High turnover: Company XYZ encountered challenges associated with a high rate of
employee turnover, which had a direct impact on productivity and customer satisfaction.

Skills Gap: There was a noticeable gap between the skills possessed by employees and
those required to meet evolving customer expectations and business goals.

Inconsistent Performance: Variability in employee performance across different store
locations raised concerns about service quality and brand reputation.

Objectives:

Reduce turnover rates by improving employee engagement and job satisfaction. Enhance
employee skills and knowledge to deliver exceptional customer service. Standardize
performance across all store locations to maintain brand consistency.



Implementation:

Training Needs Assessment: Company XYZ conducted a comprehensive analysis to
identify specific skill gaps and training requirements among employees. This process
involved collecting feedback from managers, conducting performance evaluations, and
assessing customer feedback.

Program Development: building on the identified needs, tailored training programs were
created, encompassing aspects like product knowledge, customer service skills, sales
techniques, and leadership development.

Delivery Methods: Training sessions were delivered through a blend of classroom
training, e-learning modules, on-the-job coaching, and workshops to accommodate
diverse learning styles and preferences.

Managerial Support: Frontline managers were actively involved in the training process,
offering coaching, feedback, and assistance to employees during their development
journey.

Evaluation and Feedback: Regular assessments, surveys, and performance reviews were
conducted to measure the effectiveness of training programs and gather feedback for
continuous improvement.

QOutcomes:

Reduced Turnover: By investing in employee development and creating a supportive
learning environment, Company XYZ experienced a substantial decrease in turnover
rates, resulting in enhanced employee retention and morale.

Enhanced Customer Experience: Employees who underwent training showed enhanced
product knowledge, communication skills, and problem-solving abilities, leading to
increased levels of customer satisfaction and loyalty.

Improved Performance Consistency: Standardized training initiatives helped align
employee performance across all store locations, ensuring consistency in service quality
and brand representation.

Business Growth: With a skilled and motivated workforce, Company XYZ experienced
increased sales revenue, improved market competitiveness, and strengthened brand
reputation in the retail industry.

Conclusion:

Through strategic training initiatives, Company XYZ successfully tackled significant
challenges, empowered its workforce, and attained sustainable growth. By placing
emphasis on employee development and nurturing a culture of continuous learning, the
company established itself as a preferred employer and a frontrunner in the retail industry.
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UNIT -6 EVALUATION OF TRAINING EFFECTIVNESS

6.1 Introduction

6.2 Meaning of Development Programme

6.3 Characteristic of Management Development Programme
6.4 Benefits of Management Development

6.5 Principales of Training Evaluation

6.6 Types of Training Evaluation

6.7 Process of Training Evaluation

6.6 Key Words

o,

<+ EXxercise

6.1 Introduction

Training is essential because technology is developing at a fast rate. The objective of
the organizational policies process and programmes for the delivery of training is to
achieve its HRD strategies by ensuring the availability of skilled and competent
employees to meet its present and future requirements. Training & Development is
essential to remove performance deficiencies. There are two ways in which T&D
influences performance. First, they improve the skills of the people for specific job
requirements, and secondly, they add to job satisfaction. According to Burke J M and
Day R R, training positively influences the performance of the managers. As per
bartel, the investment in training increases productivity. Mclvor says that it influences
organizational commitment, participant knowledge, and organizational-based self-
esteem. From the standpoint of employees, training serves as an important means for
the development of effective and productive work habits, methods of work, and
consequently improves job performance. It prepares individuals for modified jobs,
avoids unnecessary absenteeism, reduces turnover arising out of faulty selection and
placements, reduces chances of accidents, increases employees® loyalty to the
organization, and enables them to develop and rise within the organization with full
confidence.

6.2 Meaning of Development Programme

1. An employee development program, or EPD for short, is a training program that
helps your employees improve their skills and abilities, which can then help them
achieve greater success. However, it's different than an employee development
plan (EDP). An employee development program is offered to all employees, while
an employee development plan is only for certain employees who need
development in a specific area.

2. Management development is a process used to create effective managers. A
manager is anyone who works between the executive and entry-level personnel
within an organization and helps those people perform labor to ensure the
company reaches its goals. Management development programs usually enable
managers to enhance their existing skills, such as resolving conflicts and
communicating with others.



https://matterapp.com/blog/employee-development-plan
https://matterapp.com/blog/employee-development-plan

6.3 Characteristic of Management Development Programme

Continuous Process: Management development is a continuous process and is
required to oversee the entire professional career of managers and executives. In India,
management development is often considered a sporadic activity, resulting in a failure
to meet organizational requirements.

Knowledge updating activity: The need for management development is imperative
and appreciated in filling up the gap between actual and potential performance.
Management development provides a scope for continuous improvement in all
functional areas. It bridges the gap by enriching the functional capacity of executives
and managers through continuously updating their knowledge and skills.

A vehicle for attitudinal activity: Human behavior is dynamic and complex.
Management development programmes attempt to understand the behavioral and
attitudinal aspects of human behavior through simulating sessions to ensure better
interpersonal skills as an important prerequisite for managerial success.

Stimulant to higher competence: Managers and executives are stimulated to handle
the complexities of managerial stress and pressure through various management
development programs to unleash their potential for the benefit of the organization.
The design of management development programs should take into account factors
such as employee motivation, habits, age diversity, and patterns of conflict and chaos.
This approach can enhance the managerial capabilities of executives following the
training phase.

Deficiency improver: Management development programs are tailored to address the
specific needs of individual managers, focusing on improving both functional and
personal deficiencies. This approach enables organizations to promptly reap the
benefits of such programs.

A self-development process: Management development facilitates self-development
of managers as they learn through action learning methods, sharing their experiences
in a simulated classroom atmosphere.

6.4 Benefits of Management Development

There are different benefits the MDP seek for different stakeholders like individual
employee, managers and organisation itself.

Benefits for individual employees include

An increased ability to develop individual performance

A reduction in stress regarding unaddressed gaps in personal performance
requirements

An increased likelihood of retaining a desired current position

An increased likelihood of developing potential for other job

A clearer process for establishing personal aspirations

A clearer process for establishing commitment of my manager and the organisation to
my development

Benefits for the manager of the individual include
A reduction in performance problems

An increased use of additional opportunities for effective work within the unit
A reduction in the belief that my manager does not support development
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More individuals are capable of dealing with new or challenging tasks or completing
jobs

Benefits for the organisational unit include

Benefits for the organizational unit include increased ability to meet current and
organizational needs

Increased effectiveness for the unit, through improved performance

Increased likelihood that development for the individual is based on organizational
needs

Improved motivation in individuals can lead to a greater commitment to the
organization.

Increased provision of continuous learning rather than one-off training

6.5 Principles of Training Evaluation

To achieve the desired results, evaluation has to be based on sound principles that
include the following:

i)  Clarity in Training Evaluation: The trainer or evaluator must be clear about the
purpose of evaluation in order to set the standards and criteria of evaluation.
Moreover, he or she must be clear about the various objectives of the training
program, both general and specific objectives.

i)  Objectivity: All objectives should be evaluated objectively, ensuring fairness
and freedom from bias or subjectivity. Objectivity is a key characteristic of a
good trainer.

» measurable standards of assessment

« designing valid and reliable research instruments

« detailed analysis and interpretation of data to validate the necessity of
evaluation

iii) Reliability: Subjective analysis of evaluation data cannot produce reliable
results. The instruments used in evaluation must be reliable and should ensure
certainty, adhering to the following key points.

* Irrespective of the method used to gather the data « When repeated by the
same trainer again

* When interpreted by any other person, a good trainer typically utilizes
multiple methods of data gathering and interpretation to ensure reliable
results. Consequently, the evaluation instrument must prioritize reliability.

iv) Feasible: The evaluation must be feasible. The following factors should be
checked for feasibility.

» Is it cost effective? Is it spending more on evaluation than the returns on
training?

 Is your methodology practical? Do you have the human/other resources and
time for executing the suggested methodology?

« Is the data useful? It is possible that a significant amount of time and money
IS spent on generating evaluation data without knowing or being able to
utilize the data effectively. Therefore, it is crucial to collect data that are
specifically useful for evaluation purposes.

v)  Evaluation design must be custom-made. The design and approach to evaluation
have to be tailored to suit specific training levels and standards. General
inferences drawn from one evaluation design may not identify the strengths and
weaknesses of training meant for a different set of objectives.


https://www.mbaknol.com/human-resource-management/importance-of-performance-appraisal-systems/

vi) Evaluation must emphasize the process and not just the end product. Evaluation
should be seen as an ongoing process rather than a one-time outcome of training.
It is crucial to consider the trainees’ reactions throughout the course evaluation,
not just at the end.

When providing conclusive and quantitative ratings such as “M” for Excellent, “N”
for good, “O” for average, and “P” for not good, it may not adequately guide trainers
for subsequent improvements in a program. Therefore, evaluation should begin before
the actual training activity and continue throughout the training process.

6.6 Types of Training Evaluation

In general, training evaluation is categorized into two types: formative and summative
evaluation. The evaluation is objective-oriented. Additionally, evaluators often refer to
four different types of evaluations: formative, process, outcome, and impact.
However, the formative and process categories can be combined into a formative
category, primarily focusing on monitoring activities. Similarly, the outcome and
impact categories can be grouped together in the summative category, which serves as
the final assessment. Let us examine each type individually.

1. Formative Evaluation:

A formative evaluation is typically carried out in the initial part or phase of a program
and focuses on questions related to implementation and ongoing planning. This
process involves providing and receiving verbal feedback, which is valuable for
multiple purposes.

It answers questions such as, “Are the goals and objectives suitable for the targeted
Training Evaluation audience?” “Are the methods and materials appropriate for the
event?” “Can the event be easily replicated?” Formative evaluation provides
information for program developers and implementers. It aids in program planning
and implementation activities regarding: (1) target population, (2) program
organization, and (3) program location and timing.

For example:

a) This process may help in identifying problems at the initial stage so that the
program can be improved or corrected.

b) During the process of formative evaluation, the trainer can understand the
usefulness of various emerging outcomes, based on which program
management can be enhanced.

c) Formative evaluation provides an opportunity to collect baseline data or
benchmarks for future summative (or, “impact”) evaluations.

The primary goal of formative evaluation is to highlight existing strengths and work
on transforming weaknesses into strengths. Some of the steps involved in conducting
formative evaluation include:

)] review the training material with the help of a few trainees;

i) hold group discussions with trainees to get feedback;
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iii) use the material in a situation similar to that of an actual training program
and observe how it functions;

iv) observe the behavior of the trainees;

V) Conduct a pre-test on trainees.

2. Summative Evaluation

Summative evaluations assess program outcomes or impacts to determine the
relationship of different factors to outcomes. Similar to formative evaluations, some
information used in summative evaluation is collected during the early phase of a
program (e.g., baseline data, test scores). Through outcome evaluation, data is
collected to measure the ability of the trained participants to perform a job at the end
of training and their subsequent actions on the job or in their community as a result of
behavior changes from the training. Summative evaluation addresses the key question,
“What happened to the knowledge, attitudes, and behaviors of the intended
population?” Summative evaluation occurs at the conclusion of the training program.

Some of the methods of conducting summative evaluation are:

)] Ask the opinions of trainees about the training program;

i) Conduct a post-test on trainees;

iii)  Ask the trainees how they will put to use all that they have learned in their
workplace.

iv) Measure the changes that have occurred because of training.

6.7 Process of Training Evaluation

An evaluation basically asks the questions: was the training worthwhile? And how can
it be made meaningful in the future? In this section, we will examine the following
processes/ methods of evaluation.

) Evaluation at the beginning of the training.

i) Evaluation during the training.

iii) Evaluation at the end of the training.

iv) Use of evaluation findings. The indicators included in the evaluation by
participants, staff, or outside evaluators are the performance of the trainers,
the effectiveness of the training program content, the perceptions of
participants on benefits, and the attainment of the performance objectives.

1. Evaluation at Beginning
The learners’ skills and knowledge are assessed at the beginning of the training

program through an entry test. Initially, candidates may view this assessment as a
resource-intensive task, as they are often unaware of the program’s objectives and



learning outcomes. Once informed, candidates are invited to share their opinions on
the methods employed and whether these methods align with their preferences and
learning style. The primary aim of this evaluation is to gauge the trainees' existing
level of knowledge and skills before the training commences. This assessment aids in
raising awareness among trainees regarding their knowledge gaps, assists trainers in
designing and assessing the training program, sensitizes participants to crucial
concepts, helps trainers align their focus with the objectives, and establishes a baseline
for the final test. It is crucial to reassure trainees that this test is not a reflection of
their capabilities or a means of categorizing them based on competence levels.
Consideration may be given to administering objective-type tests, providing feedback
on test scripts without assigning grades, and incorporating oral tests for tasks like
instrument identification and use.

2. Evaluation during the Training

This evaluation occurs at the beginning of the training. It typically involves brief
assessments periodically. Evaluation during the training benefits both the trainer and
the participant by providing insights into their progress. It aids in enhancing the
learning process and principles, such as adult learning. The following are some
essential principles of this form of evaluation.

o The evaluation should be specific rather than abstract.

o Evaluation feedback is the trainer’s best control over the learning process.

o Adult professionals are interested in understanding their progress and
performance.

o Adult professionals appreciate being evaluated when they actively participate
and understand the significance of the evaluation process.

o Adult professionals appreciate being evaluated when they actively participate
and understand the significance of the evaluation process.

o Adults benefit from such evaluations if they can relate them to the specific
objectives of the course

3. Evaluation at the End of Training

The evaluation at the end of the training can help identify: i) the trainees’ reactions to
the course and the learning experience. ii) The learning or changes in attitudes,
knowledge, and skills of the participants. iii) The participants’ evaluation of the staff
performance.

This evaluation cannot ascertain the impact on job behavior. It can only evaluate what
was learned. The evaluation forms need not be excessively long. Short forms with
specific questions often provide more usable information. This evaluation will broadly
cover the following aspects:

a) Participants’ Reactions

Participants’ reactions to the training program are captured in an evaluation form
specifically designed for this purpose. The sample form provided in Annexure-I can
be utilized by participants to assess the program'’s objectives and subject matter. To
ensure unbiased results, it is advised that the evaluation be administered by an
individual not directly involved in the course.
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b) Exit Test

Where an entry test was conducted, an exit test can be utilized to determine the extent
of learning that occurred. Certain training institutions have successfully implemented
exit tests tailored to the training program's objectives. For instance, sample test
questions can be formulated to assess the participants’ comprehension of the material
covered.

facts participants need to know

key concepts and principles

techniques, i.e., skills, methods, and procedures
processes and where, when, and how to use them
Professional attitudes or values needed by participants.

O O O O O

The exit test should not be excessively lengthy. Its goal is to evaluate both behavior
and knowledge. Practical exercises, showcasing real-world skills, can also be
incorporated into this test. Typically, a practical exercise is conducted before the final
written test.

c) Sample Interview

In addition to the final test, some trainers opt to interview a 10% random sample of
participants in a face-to-face personal interview. While time-consuming, this method
can provide valuable insights. The interview should cover

the reactions of the participants to the entire training program
the learning that took place

* The relevance of the learning to the participant’s job

» The performance of the trainers

d) Evaluation of the Trainers by the Participants

Trainers also need to know how well they have performed. Various evaluation forms
can be developed. Without this evaluation, a trainer may not know the areas in which
improvement is required. An alternative method is to have one’s peers evaluate their
training approach.

e) Staff evaluation of the training programme

The evaluation of a training programme by the staff of a training organization is a
common practice among training organizations. One institute, for example, conducts a
one to two-day staff evaluation at the conclusion of each training programme. This
evaluation helps to pinpoint weaknesses and propose solutions, drawing on insights
gained from other evaluations. Key areas of focus include the planning, objectives,
content, training methods, and outcomes of the training programme.



s Exercise

Long Question

1. Define Development programmed.

2. Discuss characteristics of a management development programme.

3. Discuss benefits of a management development program.

4. Discuss principles of training evaluation.

5. Discuss the process of training evaluation.

MCQ

2.

Keeping up with the latest technology trends is essential because technology is

developing at a fast rate.
A. Planning B. Controlling C. Training D. None

Training for short, is a training program that helps your employees improve their

skills and abilities, which can then help them achieve greater success.
A. EDP B. PDE C. DPE D.PPF

IS a process used to create effective managers
A. Management development B. Organization development

C. Individual development D. None

Individual development is a continuous process and is required to look after the
entire professional career of managers and executives.

A. Management development B. Organization development

C. Individual development D. None

Training is most effective in resolving
A. skill gaps

B. Attitudinal problems

C. poor motivation,
D.

attendance issues.

The evolution of training activities has shifted towards:

A. Specific on the job requirements using technology as the learning coach
B. Time and motion studies

C. Needs driven by productivity and efficiency concerns

D. Identifying opportunities to build intellectual capital
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The motivational component of self-efficacy:
A. s when a person believes they can manipulate their environment and control their fate

B. Iswhen a person believes they can learn the knowledge and skills and do the job
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10.

11.

12.

13.

14.

15.

16.

C. Relates to the ability to use fine motor skills D.None

The diagnostic process of needs assessment often starts with:
A. A job analysis B.A gap analysis C. A concern
D. An organizational audit

An example of a technical barrier to effective performance is:
An example of a technical barrier to effective performance is:
Group norms B. Poor job design C. Ineffective feedback D. None

Training works best under which of the following conditions:
A. The task is easy and perfection is not required

B. Correct performance is critical

C. The task is infrequently performed

D. None

The following is (are) the benefit(s) of training:
(A) Increased productivity (B) Reduced accidents
(C) Reduced supervision (D) Al of the above

Which of the following is least relevant for learning in any training exercise?
A. Costly Equipment B. Design & Implementation of Training

C. Motivation of trainees D. Climate of Organization

Training needs assessment is typically associated with:
A. Organizational performance  B. Individual

C. Both organizational and individual performance D. None of the above

What is the benefit of needs assessment?

A. Assessment makes the training department more accountable.
B. Higher training costs

C. Loss of business
D

. Increased overtime working

When the time is less, which techniques are recommended for TNA:

A. Interview B. Work samples C. Focus group discussion D. Test



UNIT -7 CAREER PLANNING AND TEAM DEVELOPMENT

(A) Career Planning and Development
7.1 Introduction to Career Planning
7.2 Meaning and need of Career Planning
7.3 Purposes of Career Planning
7.4 Characteristics of Career Planning
7.5 Career Planning Process
7.6 Advantages and Disadvantages of Career Planning
7.7 Introduction of Career Development
7.8 Meaning and Need for Career Development
7.9 Significance of Career Development
7.10 Steps in Career Development
7.11 Challenges for Career Development
(B) Team Development
7.12 Introduction
7.13 Team Development Process
7.14 Advantages and Disadvantages of team Development
(C) Succession Planning
7.15 Introduction & Meaning
7.16 Importance
7.17 Succession Planning Process
7.18 Benefits and drawbacks of Succession Planning

(A) Career Planning and Development

7.1 Introduction to Career Planning

A career is defined as a series of jobs that a person holds throughout their life. Career
refers to sequential, though connected work activities, that facilitate continuity, order,
and meaning to an individual’s work life. Career Planning can be described as a
management technique to plan out the details of the entire career of employees and
provide them opportunities to grow and develop themselves progressively from the
stage at which employment begins to the stage of retirement. Career planning is
defined as the process of thoroughly planning your career goals, abilities, and
opportunities. Career planning and development are critical components of
professional and systematic growth. In other words, career planning is the process of
determining which professional path best suits your personality, interests, and goals.
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7.2 Meaning and need of Career Planning

Meaning: Career planning refers to the strategy a person uses to determine career
goals and the path to achieve those goals. The process integrates various activities,
including steps for self-improvement and the process of meeting these goals.

Need: Career planning helps to develop internal supplies of promotable talent. The
increased attention and concern for individual careers generate more organizational
loyalty. Career planning encourages employees to tap into more of their potential
abilities because they have specific career goals. Career plans and goals motivate
employees to grow and develop. While it is absolutely essential to provide career
development opportunities for everyone in the organization, there must be an effective
system for tracking down high-performing and high-potential managers.

Essential requirements include the efficient use of a mutually agreed-upon work plan,
the timing of the right combinations of in-class and on-the-job inputs, challenging
individual and group tasks, a well-thought-out performance appraisal and potential
appraisal system, and a reward system that promotes excellence in work. Some
organizations have creatively and successfully leveraged their internal issues as well as
the monitoring system to help individuals and the organization achieve their goals. The
fundamental concern is the same whether a company is run by a family or by
professionals: managers need to be prepared to take on more responsibility.

7.3 Purposes of Career Planning

The term ‘career’ refers to all the jobs that an individual has held during their working
life. In an organization, career planning for employees helps in reducing the likelihood
of attrition. Career planning is a process that establishes career goals and outlines the
path to achieve those goals.

The purpose of career planning is to provide continuity, order, and meaning to a
person’s work life. It is not an event or an end in itself. It informs employees and
prospects about ways of advancing in the company. Career planning aims to integrate
an individual’s and an organization’s goals.

Traditionally, doctors, engineers, lawyers, ministers, salesmen, musicians, and the like,
were considered to have their respective careers. However, presently, the concept of a
career has expanded to include various work-related roles. There are several
commonly held views regarding careers. A career does not always entail upward
mobility. For instance, doctors and lawyers do not necessarily progress up a hierarchy.
The careers of many doctors and lawyers are affiliated with an organization. Some
individuals dedicate their entire working life to one organization, while others are
highly mobile, pursuing their careers in multiple organizations. While one person may
aim to earn money in their career for a luxurious lifestyle, another may view their
earnings as sufficient for a fulfilling life. Individuals approach career events
differently.

The career planning system manifests its importance in attracting competent people,
providing suitable promotional and advancement opportunities, offering challenging
work, enabling development, boosting morale, increasing motivation, utilizing
managerial reserves, and retaining talents. Career progression refers to advancing in
one’s career through a series of strategic moves.
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Career counseling is the process of advising employees on setting career goals and
assisting them in finding suitable career paths. Career counseling helps employees
understand their careers more clearly, identify strengths and weaknesses, develop
outlooks, achieve and enjoy greater satisfaction, and realize the forces and dynamics in
the career operating system. A career develops in various stages and follows multiple
paths.

7.4 Characteristics of Career Planning

1. Process: Career planning is not an event; rather, it is a process of developing
human resources.

2. Dynamic: Due to the changes in the business environment, career planning
becomes dynamic in nature. Individuals change or update their career plans
according to the changes in the business environment.

3. Upward Movement: Career planning is concerned with the upward movement of
individuals in their careers and within the organizational hierarchy. It focuses on
the development of an individual's career, whether that progression occurs inside
or outside the organization.

4. Mutuality of Interest: Career planning fulfills the interests of both individuals and

the organization. Through career planning, individuals can fulfill their career needs

and aspirations. Additionally, career planning aids in developing human resources
within the organization, enabling them to contribute more effectively towards
achieving the overall organizational goals.

It is not an end in itself but a means of managing people to obtain results.

6. It is the responsibility of an organization to provide guidance and counseling to its
employees in planning their careers and in developing and utilizing their
knowledge and skills.

o

7.5 Career Planning Process

The career planning process involves the following four steps:
1. Identifying Career Aspirations

Most individuals are often unsure about their career aspirations, objectives, and goals.
It is essential for individuals to actively explore work experiences to gain clarity on
their career aspirations. While organizations may sometimes provide guidance through
workshops, if no such initiative is taken, employees should take the initiative to seek
assistance. This can involve downloading free resources from the internet, networking
with professionals in the field for advice, staying updated on the latest career-related
information through magazines, and taking psychometric tests to assess their aptitude
and skills.

2. Analysing Career Opportunities

Once employees open up to the organization by discussing their personal and
professional aspirations, the HR department typically needs to develop a realistic
career plan for all employees. The HR department must communicate with employees
about potential upward mobility opportunities based on superior job performance. For
example, a management trainee could progress to an assistant manager, then a general
manager, and eventually become the director of the division. The timeline for this
progression could vary from ten to twelve years depending on the individual's talent
and the organization's requirements.
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3. Aligning Employee Needs to Available Career Opportunities

Once employees are aware of their career aspirations and are comfortable sharing them
with the organization, and the organization has established career opportunities within
the system, the key challenge lies in aligning the two. This alignment process occurs in
two stages. The first stage involves understanding the employee's talent, which can be
identified by assessing competencies demonstrated in current performance and those
required for future roles, utilizing potential appraisals and assessment centers. The
second stage involves implementing interventions to enhance employees'
competencies and prepare them for future roles. These interventions are often grouped
under the umbrella term 'Career development interventions'.

4. Review and Evaluation

Any managerial process is incomplete without review and evaluation. The success or
failure of such people-heavy processes lies in close monitoring and handholding. The
process owner of such a system needs to be diligent, meticulous, alert, dedicated, and
passionate about driving this. Career planning cannot be a one-size-fits-all policy, nor
can it be extensively customized on an individual basis to the point of being perceived
and interpreted as unfair. Striking this delicate balance is crucial during the review
stage of career planning.

7.6 Advantages and Disadvantages of Career Planning

The advantages of career planning are described below:

e Advantages to Organisation:

1. Ensures Availability of Resources for the Future -Career planning should be
aligned with HR planning within the organization. HR planning identifies the
changing HR requirements of the organization, and career planning assists in
meeting these requirements by aligning individual assignments with
organizational needs.

2. Enhances Organisational Ability to Attract and Retain Talents - In a
competitive market, every organization needs talented employees, as they are
assets. These employees always strive to make the most of their career
opportunities. If the organization prioritizes the growth of its employees by
offering better career options, it can attract and retain talented individuals.

3. Ensures Growth Opportunities for All - A comprehensive planning exercise by
the organisation ensures growth opportunities for all the employees, including the
special categories of employees covered under government rules and regulations.

4. Controls Employee Frustration -Today’s workers are more knowledgeable and
have greater expectations. They desire more responsibilities and challenges along
with faster growth, career-wise. If the organization is not careful about this aspect,
and employees’ needs are not taken into consideration, the employees may
develop frustration. A good career plan, with opportunities for growth, helps
reduce such frustration.

e Advantage for Individuals:

It helps employees understand their strengths, weaknesses, and career
objectives.
1. It helps the employee to understand the career opportunities available to
them.



2. It enables individuals to choose a career path that is suitable for them,
planning it with a long-term perspective.

3. It gives individuals a sense of satisfaction and achievement, leading to
increased motivation.

e Disadvantages of Career Planning

1. Not Suitable for Small organizations - Career planning can only be effective
when opportunities for vertical mobility exist. Therefore, it may not be practical
for very small organizations with limited career growth opportunities.

I.

2. Environmental Factors Affect Career Development - In a developing
country like India, environmental factors such as government policy, public
sector development, growth of backward areas, etc., can significantly impact
business and industry. As a result, long-term career plans spanning over a
decade may not be as effective due to the dynamic nature of these external
factors.

3. Career Planning is not an Effective Technique - Career planning may not be
as effective for a significant portion of employees, particularly those working on
the shop floor. In family-owned businesses in India, family members often
anticipate quicker career progression compared to their non-family professional
counterparts, which can disrupt the career planning process.

4. Difficult to have Systematic Career Planning - Systematic career planning
becomes challenging due to favoritism and nepotism in promotions, political
interventions in appointments, and the reservation of seats for scheduled castes
and backward classes.

5. Technological Changes - Due to the emerging changes in technology and
economic factors, career opportunities for certain categories are reaching a
declining stage.

6. Limited Scope - in certain professions, there may be limited opportunities for
advancement, resulting in employees being unable to secure promotions despite
their career growth within those roles.

7.7 Introduction of Career Development

Career development is the proactive, lifelong process of finding your footing and
advancing your career path. It’s an intentional approach to creating a meaningful
career that includes setting long-term goals, exploring professional development
opportunities, and gaining new work experience. In today’s job market, career
development is increasingly important. With changes in technology and the global
economy, professionals must adapt to stay competitive. A strategic career development
plan helps make this possible.

7.8 Meaning and Need for Career Development

Meaning:

Career development is essential for the implementation of a career plan. While a career
plan sets the career path for an employee, career development ensures that the
employee is well-developed before moving up to the next higher rung in the hierarchy.
Career development refers to a set of programs designed to align an individual’s needs,
abilities, and career goals with current and future opportunities within the organization.
Given its focus on future possibilities, career development inherently adopts a long-
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term perspective. It distinguishes itself from employee development programs, which
primarily center on training and development, by the time horizon it considers. Career
development encompasses a long-term outlook that spans an individual's entire work-
life, contrasting with the immediate and intermediate-term focus of employee
development.

Therefore, some of the programs may be common for all employees, but their
orientation may differ in terms of time perspective. For successful and effective career
development, employee training and development should align with the individual’s
career development within the organization.

Need of Career Development

When students complete their college education, they advance further into their
maturity and explore all possibilities to put themselves in a good position. They need
to prepare a strong resume, plan for and attend job interviews, and demonstrate their
worthiness to be hired. Once they secure a job, they find fulfillment in their
responsibilities, position at work, and in life, and start making plans for the future.
Throughout this journey, they experience both intrinsic and extrinsic rewards.
Eventually, the time for retirement arrives, and they must also plan for that transition.
While this process may seem straightforward and achievable in theory, the reality is
often more complex and challenging. It is essential to self-reflect, identify obstacles in
this life cycle, and strategize ways to overcome them. Therefore, one must always be
prepared for the unexpected.

Generally, organizations assess their employees’ annual performance for various
reasons, such as rewarding good performance or addressing failures to meet set
standards. Alongside these evaluations, employees undergo processes involving
promotions, demotions, reassignments, and replacements. Some innovative
organizations go beyond these practices by developing career plans, strategies, and
development plans for employees showing potential, aiming to sustain their
motivation. When deciding whether to retain or release employees, organizations must
conduct a cost-benefit analysis. Some human resource specialists may argue that it is
not worth retaining underperforming employees, suggesting it may be better for them
to seek opportunities elsewhere in order to find more suitable candidates in the job
market.

On the other hand, some human resource executives strongly believe that it is
worthwhile to invest time, money, and effort in establishing plans for developing their
current employees who are already integrated into their organizations. The choice of
approach may depend on the labor market situation and the availability of necessary
human resources. When considering the cost and benefit of these options, companies
are generally more inclined to retain and develop their existing employees, as they are
familiar with their background and already assimilated into the organization. However,
the challenge lies in how companies can help these employees reach their full potential
or address their weaknesses. This is where career plans and development become
valuable tools. Companies may need to dedicate time and resources to create and
implement such plans, as these efforts are crucial components of human resource
activities. The success of these initiatives has demonstrated that such an approach
leads to optimal outcomes. Organizations like Hewlett-Packard, Microsoft, IBM, Tata,
Siemens, and General Electric prioritize the career development of their personnel,
fostering a unique culture that supports the growth and advancement of employees.



7.9 Significance of Career Development

Many companies prefer hiring candidates who are productive and have the ability to
adapt to changing work responsibilities. They may find it easier to train their existing
employees and handle new job opportunities. Career advancement can help individuals
improve their abilities and prepare them for upper-level positions within the
organization. Learning new skills and enhancing productivity can also contribute to the
growth of the organization. The following points highlight the significance of Career
Development.

1. It can help you choose a career.
The process of career planning involves identifying your strengths and researching
fields in which you can excel. Once you are aware of your strengths, you can
explore opportunities in your desired field. For example, in today's digital era, a
career in digital services like software development, Al, data science, education,
data analytics, or digital marketing can be a promising option if you have a knack
for technology.

2. Career Planning Can Ensure Job Safety

In the early 20th century, many aspired to become barristers due to the respect and
potential high earnings associated with the profession. However, in current times,
numerous graduates often start their careers in entry-level positions or roles that
may not offer competitive salaries. Typically, only graduates from prestigious
institutions in these fields have the immediate opportunity to achieve substantial
success.

In this situation, one shouldn’t choose to pursue an engineering or MBA degree
simply because they see others going for them. If you do this without planning your
career properly, you may find yourself in trouble.

One of the benefits of career planning is that it enables individuals to make
informed decisions and enter a field with significant employment opportunities.

3. It Can Ensure Financial Stability

When you plan your career well, you also take into account future uncertainties,
potential job losses, or any other unforeseen scenarios that could impact your
earning potential. Career planning can also help you mitigate the financial risks and
uncertainties to the extent possible.

4. It can help you attain peace of mind

One of the lesser-known benefits of career planning is that it provides peace of
mind, especially in stressful situations. Unemployment invariably leads to stress,
uncertainty, and feelings of low self-worth.

7.10 Steps in Career Development

Steps in the Career development process are as follows:

Self-assessment
Goal setting

Action planning
Implementation

el AN =
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5. Refinement

1. Self-assessment- A self-assessment evaluates your strengths, weaknesses, skills,
personality type, interests, and values to help you understand your fit with various
career paths. Self-assessment can be understood by following examples which
includes:

Skills assessment - This type of self-assessment helps identify your strengths
and determine skills gaps where you need development. Consider taking

a leadership self-assessment for a specific evaluation of your management
skills.

Interest inventory - This assessment helps you understand your passions to
explore potential career paths.

Values assessment - This identifies your values and priorities, which can
affect your career satisfaction.

By completing a self-assessment, you can better understand your personal career

needs and successfully guide your career development.

2. Goal setting- Using your self-assessment to set career goals is a critical step in
career development.

Skills development- If you identify a gap in your skills, you can set a goal to
pursue professional training or enroll in college courses.

Career advancement- You may set a goal to move up the career ladder based
on your interests and values.

Career change- If your current career doesn’t align with your interests and
values, you may set a goal to transition to a different field.

Setting achievable goals helps in focusing and progressing towards your objectives.

3. Action planning-Action planning involves breaking down your career
aspirations into manageable, achievable tasks, and developing a timeline for
completing them.

Skills development- If you aim to acquire a new skill, your action plan could
entail researching training programs within the next week, enrolling in classes
by the end of the month, and integrating the new expertise into your job over
the next quarter.

Career advancement- Your strategy could involve networking at the next
business event, volunteering for an upcoming leadership position, hiring a
business coach next month, or obtaining feedback from leadership once a week
for the next three months.

Career change- Your plan could include taking a month to research careers
that align with your values, enrolling in certification courses or classes to gain
skills in the new field over the next several months, networking with
businesses, applying for positions in the new field over the next six to nine
months, and transitioning to the new career field by next year.
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By breaking down your aspirations into small tasks, you can stay focused, track
milestones, and increase your chances of success.

4. Implementation-Implementing your action plan is next. Discover three ways
you can do this:

i.  Schedule time- Set aside time to focus on your goals. You might use this time
to develop new skills, network, or research career paths.

ii.  Track progress- Record your progress in a journal, spreadsheet, or to-do list.
If you need to catch up on the timeline of your initial action plan, strategize
ways to invest more time and effort into your development to get back on track.

iii.  Celebrate wins- Celebrate your accomplishments, such as landing a new job,
completing a certification, or making connections.

Taking action and consistently monitoring your progress can assist you in making
significant strides towards your career goals.

5. Refinement-Refining the career development process to proceed more smoothly
over time entails regularly reassessing your goals, plans, and progress. The
following are a few ways to achieve this.

i.  Regularly reflect - Set aside time each month, quarter, or year to reflect on
your career development process. Review your career goals, assess your
progress, and identify areas for improvement.

ii. Seek feedback - Seek feedback from individuals with experience in your
desired career. This feedback can offer valuable insights and assist in refining
your action plan.

iii. Stay adaptable - Be open to changing your goals and strategies. This may
involve adjusting your timeline, pivoting to a new career path, or acquiring
additional skills.

7.11 Challenges for Career Development

The Challenges for Career Development are as follows:

1. Lack of qualifications -Lacking the required qualifications for a role, such as
educational requirements or skills, is a common challenge that many professionals
may face in their careers. If you lack the necessary qualifications for the job you
want, there are ways you can work to meet the requirements. Research the criteria
for the position to understand the education and skills required for the role. Search
for classes you can take or certifications you can earn related to the position.
Highlight this training on your resume to show employers your commitment to
expanding your skill set.

2. Not enough experience -Many positions necessitate candidates to possess
pertinent experience. Demonstrating the right qualifications to potential employers
can be difficult if you have limited or no experience. When seeking roles that
require more experience than you currently possess, customize your resume to
emphasize your transferable skills, like communication. Illustrate to employers how
the expertise you've acquired in a different job or industry is relevant to the new
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role. If you aim to acquire experience before applying, consider undertaking
independent side projects.

3. Self-doubt -If you lack faith in your abilities, it can hinder your career
progression. For instance, some professionals may fixate on the skills they are
missing to attain their goals instead of recognizing the skills they already possess. If
you find yourself grappling with self-doubt regarding your career, allocate time to
pinpoint your strengths and contemplate how you can leverage them to reach your
objectives. Create a mantra that you can affirm when confidence wanes, like, "I
possess numerous Vvaluable skills." directing your attention to your distinct skills
can empower you to persist in pursuing your goals.

4. Changes in industry -When there are changes in your industry or position, they
may impact your professional goals. For instance, if your industry becomes more
technology-driven, you may face challenges in advancing your career without
adequate technical skills. It is beneficial to maintain flexibility and a willingness to
learn throughout your career to adjust to evolving circumstances. Stay current with
industry trends by reading books and articles related to your field. Embrace new
challenges in your workplace to enhance or acquire new skills. View changes as
chances for continued professional growth.

5. Questions after promotion-Getting a promotion can be rewarding, but some
professionals may also feel unsure about how to be successful in their new roles.
After a promotion, you may have questions about how to lead a team, or you may
feel uncertain about the next step in your career path. If you have questions after a
promotion, it is helpful to find a mentor who can offer advice. Reach out to
someone who has held your new position before and ask them how they handled the
transition. They can also provide guidance about your career path to help you plan
your next goal.

6. Time-Time may seem like a constraining factor when striving towards your
career objectives, especially when aiming to switch to a new career path. Allocating
time for your goals while juggling another job can be challenging. Dedicate
yourself to your goals by setting aside daily or weekly slots to actively pursue them.
Record these slots in a planner or digital calendar as a visual cue. Utilize this time
to concentrate on tasks that contribute to advancing your goals. Prioritizing your
goals increases the likelihood of achieving them.

7. Fear-Fear can often hinder professionals from pursuing their career objectives.
For instance, they might hesitate to switch careers or be reluctant to seek a
promotion. When encountering fear related to career goals, it is beneficial to dissect
these fears to comprehend their origins. Understanding the basis of your fear
enables you to develop a strategy to address and overcome this emotion. For
instance, if apprehensive about requesting a promotion, compile a list of key
projects you have successfully completed and instances where you have taken on
additional responsibilities. This preparation will assist you in crafting a compelling
case for your promotion request.

8. Financial obligations-There are certain financial obligations, such as mortgage
payments, rent, or bills, that can impede professionals from reaching their career
objectives. For instance, they might be hesitant to pursue a job that matches their
interests if it offers a lower salary than their current position. When financial
concerns pose a challenge to one's career, it is beneficial to establish a financial
plan to strike a balance between aspirations and monetary responsibilities. Setting



financial objectives, like clearing student loans before seeking a new job, can
provide a sense of readiness to pursue career goals.

9. Uncertainty about goals-Some professionals may encounter career challenges
due to uncertainty about the goals they want to set for themselves. They might be
unsure about the types of jobs that align with their passions or the career options
available based on their skills and experience. If you find yourself uncertain about
your career goals, conducting research can be beneficial to explore various jobs and
industries that interest you. For instance, if you possess bookkeeping skills and
aspire to work from home, you could research companies that offer remote
accounting positions.

10. Burnout-Burnout happens when professionals experience stress related to their
work, leading to feelings of frustration about their career path or a lack of
motivation to achieve their professional goals. If you are facing burnout, it is
important to assess the underlying factors causing it. For instance, if a new work
shift is the reason for burnout, acknowledge that adapting to a new routine may
require time. If you suspect more profound issues are at play, like discontent with
your industry, start considering the skills and expertise you possess that could be
valuable in a different job.

(B) Team Development

7.12 Introduction to Team Development

A team is a group of individuals who work together toward a common goal. Each
member of a team is valuable to the common goal in their own way, using a unique
set of skills to fulfill a team role. Everyone on the team shares the same orientation
and attitude. Though this may looks easy but balancing individual and common
goals within a team is quite difficult, especially during periods of stress, failure, or
discord.

Almost all teams lack one or more of these criteria at some point in their tenure.
Team development strives to meet these criteria with ongoing reflection and
growth. Like any form of development, it takes time and dedication to be effective.
In other words, a team doesn’t develop from start to finish overnight. Regardless of
the tools used for team development, the process must be maintained through long-
term awareness.

Maintaining an effective team is much like maintaining a garden; if left unattended,
it loses its ability to thrive. Team development ensures that the team can thrive in
the long term. Engaging team development benefits the team in a number of ways.
Individual members of a team learn more about their personal potential, duties, and
work dynamically within the team. Conversely, team development acquaints each
member with the talents and roles of other members. This combination of internal
and external reflection strengthens communication, productivity, and well-being
within the team

7.13 Team Development Process

The Five Stages of Team Development were developed by psychologist Bruce
Tuckman in 1965. These five stages advance as a team works together, but
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especially when a team brings awareness to their dynamic. Tuckman’s Five Stages
of Team Development are as follows:

1. Forming

During the “forming” stage of team development, team members acquaint
themselves with the basic aspects of their task. Topics often include the project
goal, team member roles, ground rules, and authority designation. The forming
stage is akin to a honeymoon phase in teamwork where productivity is low, but
conflicts are rare due to the newness of the team members' acquaintance.

2. Storming

Individual work habits, leadership decisions, or lapses in communication can cause
tension within a team. Annoyance, frustration, and anxiety commonly arise in
response. This stage of team development is known as storming. Storming is the
most challenging and least productive of the five stages of development, but it is
still crucial to the team development process. When team members are upset with
themselves, the task, or each other, they learn what causes the most dysfunction.
This insight allows the team to strive towards a more effective team dynamic.

3. Norming

The norming stage of team development is the calm after the storm. In this stage,
team members settle into a cohesive rhythm as a unified taskforce. Each member's
skills are acknowledged and leveraged to fulfill the required tasks. Although
conflicts may still surface, they are managed effectively and do not lead to
dysfunction. The team demonstrates the ability to address conflicts and advance the
project towards success.

4. Performing

Some teams reach a stage of development in which they thrive at their individual
and collective tasks. The skills of each member are fully optimized, supervision is
almost never needed, and members feel a strong sense of trust in one another. This
stage of team development is called performing.

Reaching the performing stage is a major success and often precipitates some form
of team learning. Team learningis a behavioral process of seeking, gathering,
discussing, and implementing methods of team success. Whether through training,
group initiative, or innovative leadership, team learning is an action step that
ensures healthy team development.

5. Adjourning

The fifth stage of team development is adjourning. Adjourning varies widely from
team to team. Some teams adjourn with silence, some with celebration, and others
with sadness. Regardless of the length or success of a project, each team deserves a
hearty affirmation of its concerted efforts. The adjourning phase is a fantastic
opportunity for leaders to encourage long-term connections and reflect on the
growth of the team.
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7.14 Advantages and Disadvantages of team Development

Advantages:
1) Better Communication

The primary advantage of a team-based organization is that due to the absence of
multiple managers or only one manager overseeing multiple teams, communication
among employees is significantly more open and efficient. Team-based
organizations eliminate the various levels that employees would typically need to
navigate before proposing an idea or obtaining approval to implement a new
concept.

2) Quick solution

This improved communication also means that companies can resolve work issues
more quickly because employees can share information at a faster rate, which
speeds up responsiveness.

3) Flexible and Empowered Workforce

Another advantage is that team-based organizations are more flexible than
traditionally structured ones. As a business owner, we can shift employees from one
team to another to maximize their skills and talent, keeping them motivated with
new challenges. Employees working in teams are also more likely to understand
their specific roles in the organization and feel validated and empowered.

Disadvantages:
1) Potential for Conflict

A major disadvantage of a team-based organization is that personality conflicts
within the team can negatively impact efficiency and group harmony. Although
managers have the option of moving one employee out of the team to preserve
unity, the disruptive employee would have to fit well with another team, which can
be a challenge.

2) Some people are not team players.

Another disadvantage is that not all employees are suited to teamwork. Some
employees work more efficiently on their own, and being part of a group may not
maximize their skill set. Additionally, some individuals may not perform well in a
team setting.

3) Under-performing employees hide behind the team

Underperforming employees may sometimes hide behind the team, using the group
dynamic as a shield for their lack of performance. This behavior can be detrimental
to the overall success of the team and may require intervention to address individual
performance issues.

Another drawback is that some employees in a team setting may rely on their
teammates to compensate for their lack of effort. In essence, some employees may
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coast on the efforts of others, prompting managers to establish individual
performance milestones to guarantee that each team member is contributing
equally.

(C) Succession Planning

7.15 Introduction, Meaning and Importance

Succession planning is a strategy for identifying and developing future leaders within
your company, not limited to the top positions but encompassing key roles at all levels.
It involves selecting and nurturing key talent to guarantee the seamless transition of
critical positions. Succession planning entails recognizing top performers and
prospective leaders, providing them with mentorship and development opportunities to
facilitate their progression within the organization and eventual transition into senior-
level roles.

Succession planning is the process of identifying critical positions within the
organization and establishing a talent pipeline by preparing employees to fill vacancies
as others retire or transition out. A successor is an employee possessing the necessary
knowledge, skills, and abilities to temporarily fill a vacant position until a permanent
replacement is found. Succession planning plays a vital role in ensuring business
continuity and performance, especially during periods of leadership transitions and
organizational changes. Even in cases where there is no apparent internal successor,
succession planning can aid in identifying the required knowledge, skills, and training
for potential future external candidates.

7.16 Importance of Succession planning

1. Helps identify future leaders

Succession planning can help identify employees with unique abilities and skills that
can help them move up to higher executive roles. The process of succession planning
can also help identify an employee’s weak areas and where talent training could help
to improve performance outcomes. Replacements that come from within the
organization understand its operations inside out and are better placed to undertake
specific executive roles, especially in firms where knowledge is specific. The need for
available replacements when making changes to the organizational structure allows
senior management to make changes without being affected by a lack of qualified
personnel.

2. Minimizes recruitment costs

Since succession planning involves selecting replacements from within the
organization, it allows the organization to save on costs that would otherwise be spent
on external recruitment. Companies typically invest millions of dollars annually in
hiring reputable HR firms to identify suitable external candidates. The expense of
recruiting a senior officer externally can be considerably higher than sourcing potential
candidates internally. Additionally, it is more beneficial and cost-effective for the
organization to have an employee shadow a retiring senior executive, ensuring that
valuable knowledge is retained within the organization.

3. Helps identify and address competency gaps

An organization can identify competency gaps among its employees through strategic
succession planning. A competency gap is the discrepancy between the current
competency level of employees and the required competency level. These gaps may



stem from a shortage of employees with the necessary skills, immediate requirements
for crucial executive roles, or essential competencies anticipated in the future.
Recognizing these gaps informs the organization in designing training or talent
management initiatives to ensure that employees possess the necessary skills to fulfill
more challenging roles.

4. Keeps the company developing and progressing

Any change can make or break an organization, depending on how the management
handles it. With the departure of a key member of the top management, a company
should find a replacement who can fulfill duties more effectively than the previous
officer. If there is no ideal candidate for the position, the company may face challenges
that, if not addressed promptly, could potentially result in its decline. When executed
correctly, succession planning can motivate employees to participate in crucial
decision-making processes and foster loyalty to their employer, as it prepares them for
career advancement.

7.17 Succession Planning Process

The systematic approach and process used for training and grooming employees for
the future are:

1. Identify key positions

There are certain critical positions within the organization that require strategic
planning and may not be filled through external hiring. These roles necessitate
candidates who possess a deep understanding of the company, its processes, and have
a proven track record. It is crucial to identify these key positions at the outset of the
succession planning process.

2. Assess the skills and abilities required.

Next, it is essential to comprehend the skills and qualifications necessary for excelling
in those pivotal roles within the organization. The plan devised for the new employee
should focus on identifying and rectifying any skill gaps.

3. ldentify employees

The next crucial step is to identify employees who are not only suitable for the roles
but also willing to assume the next key position and become future leaders in the
organization.

4. Develop & Train employees

Once the positions and the employees are identified, appropriate training programs and
grooming plans need to be developed for these key employees. They must acquire a
range of skills over time to prepare them for the next step in their careers.

5. Continue evaluating the process for the future

Once the employees have begun assuming their new roles, it is essential to conduct
thorough evaluations of their performance, motivation, and the outcomes of the job
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role transition. Feedback should be actively sought from the promoted employees to
identify areas for improvement in preparation for the next group.

This process needs to be clearly defined to prepare successors for key company roles
in the future.

7.18 Benefits and drawbacks of Succession Planning

As part of Human Resource Management (HRM), Succession Planning in
organizations involves identifying and developing high-potential internal (and
sometimes external) successors to fill leadership and managerial positions. The goal is
to ensure a smooth transition when roles need to change.

Mitigating organizational changes is the goal of developing a succession planning
strategy or framework. By having a clear plan in place, the potential for a “vacuum” of
information is eliminated, reducing friction between departments, teams, and
employees when a change at the top occurs.

In that way, Succession Planning serves a multifaceted role. It’s not only about
containing the damage or rapidly replacing a key leader, but also about replacing a
leader with someone who is qualified for the position, has the ability to succeed, and
can step into the role swiftly and effectively.

Succession Planning is a guaranteed win-win solution for both employers and
employees. Some of the advantages of succession planning to the organization and the
employee are listed below:

To the Employer
1. Protects the business from uncertainty

One of the most vital benefits of Succession Planning is that it protects the business
from uncertainty. In the case of an expected retirement, there is usually a period during
which successors can be considered. However, the transition might be abrupt and
disruptive if the position is left vacant due to resignation, dismissal, or poor health.
Companies should not begin succession planning after the announcement has been
made. Instead, years ahead of time are the ideal time to plan for leadership transitions.
Developing a pool of internal and external talent helps us to prepare for any
uncertainties.

2. Helps identify employees for key positions

Employees with exceptional qualities and skills that can help them advance to higher
executive posts might be identified through succession planning. The succession
planning process may also aid in identifying an employee’s weaknesses and areas
where talent training could help improve performance.

3. Minimizes recruitment costs

A lesser-recognized advantage of succession planning is that it optimizes the use of
funds for recruitment. Since succession planning involves internal replacements, the
company can save money on expenses that would otherwise be spent on external
recruiting. Companies pay substantial amounts to staffing agencies every year to
identify suitable external candidates.



Maintains loyalty to the organization

One of the most noticeable benefits of Succession Planning for the organization is that
it fosters a sense of respect and loyalty. Change can either make or break a company,
depending on how management embraces it. It is crucial for a company to identify a
successor for a key member of top management who can perform the job even better
than the previous manager. In the absence of a perfect match for the role, the
organization may encounter challenges that, if not promptly addressed, could result in
its downfall. When executed properly, Succession Planning can inspire employees to
engage in important decision-making processes. Additionally, employees are more
likely to remain loyal to their organization as succession planning equips them for
career advancement.

To the Employee
1. Boosts morale

Employees have a more optimistic view of their future in the organization when they
establish a succession plan that highlights growth possibilities and encourages them to
achieve more. Consequently, they are more inclined to stay for the long haul.

2. Engagement & Recognition

Succession planning fosters engagement with employees, providing them with a
platform and opportunity to voice their needs and opinions, ultimately leading to a
sense of recognition within the organization. Regular engagement between senior
management and employees contributes to a positive workplace environment.

3. Helps in improving performance

Succession planning benefits employees in the short term by addressing talent gaps
through training and development programs. These opportunities help employees
achieve their immediate organizational goals.

Drawbacks of Succession Planning
1. Data management

The data are scattered across several spreadsheets and platforms, necessitating a
substantial amount of time and effort to collect and compile for the succession
planning process. As a result of the effort required, succession planning is more
difficult to scale across more people and critical positions and can be considered a
disadvantage of Succession Planning by many.

2. Success is qualitative

Success at a specific stage does not necessarily ensure success in future leadership
roles. Promotion is often viewed as a recognition of past contributions or loyalty to the
organization. An essential factor in promoting an employee should not only be based
on merit but also on their potential for future leadership positions within the company.
The absence of a structured performance evaluation system for employees is a key
factor contributing to the limitations of Succession Planning.
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3. Crowned Prince Syndrome

The crowned prince syndrome, which occurs when top management exclusively
focuses on the development of individuals who are already in their line of sight, poses
a potential issue in succession planning. In essence, instead of evaluating a wider pool
of employees and their capabilities, senior management fixates solely on one
individual - the “crowned prince.” typically, this individual is involved in prominent
projects, has a prominent and influential mentor, or possesses a robust network of
organizational leaders. This approach may result in the departure of highly skilled
employees who were overlooked for advancement.

% Exercise:
Answer the following questions:

Write the Meaning and need of Career Planning.

Discuss in detail: Career Planning Process

List down Characteristics of Career Planning in Details.

Write five points about Advantages and Disadvantages of Career Planning.
Write Meaning and Need for Career Development and how it is important in
an individual’s life?

Which Steps plays significant role in Career Development?

Explain the Challenges for Career Development.

Give meaning of Team Development and explain Team Development Process.
What are the Advantages and Disadvantages of team Development?

10 Write Meaning and Importance of Succession Planning.

11. Discuss in detail: Succession Planning Process

12. What are the Types of Succession Plans? Explain.

13. Elaborate Benefits and drawbacks of Succession Planning.
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UNIT -8 KNOWLEDGE AND TALENT MANAGEMENT

8.1 Introduction

8.2 Definitions of Knowledge Management
8.3 The Nature of Knowledge Management
8.4 Definition of Talent Management

8.5 Talent Management System

s Keywords

+» Exercise

8.1 Introduction

Knowledge management refers to the systematic process of creating, sharing, using,
and managing the knowledge and information of an organization. It involves the
development of strategies, practices, and technologies to acquire, create, store, share,
and utilize knowledge effectively. The primary goal of knowledge management is to
enhance an organization's efficiency, innovation, and competitive advantage by
making the best use of its intellectual and knowledge-based assets. It is a
multidisciplinary approach that combines elements of information technology,
business strategy, organizational culture, and human resource management. Talent
management is a comprehensive organizational strategy that aims to attract, identify,
develop, engage, and retain skilled and high-potential employees. It involves a series
of integrated human resource processes and initiatives designed to maximize the
potential of an organization's workforce and ensure it has the right people in the right
positions at the right time. Talent management is crucial for building a sustainable and
competitive advantage in the market.

8.2 Definitions of Knowledge Management

Let us explore several key definitions of knowledge management provided by experts:
According to John P. Girard, according to John P. Girard, Knowledge Management
can be defined as “the process of creating, sharing, using, and managing the
knowledge and information of an organization.”

According to Peter Drucker, it is "the coordination and exploitation of organizational
knowledge resources, in order to create benefit and competitive advantage"

According to Meridith Levinson, “according to Meridith Levinson, “Knowledge
Management is the process through which organizations generate value from their
intellectual and knowledge-based assets.'

According to Sunny Liu, “according to Sunny Liu,”Knowledge Management refers to
a multi-disciplined approach to achieving organizational objectives by making the best
use of knowledge.”

According to David Skyrme, “according to David Skyrme, Knowledge management
is the explicit and systematic management of vital knowledge and its associated
processes of creating, gathering, organizing, diffusion, use, and exploitation.”
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8.3 The Nature of Knowledge Management

The incorporation of knowledge management in Human Resource Development
fosters an environment where organizations cultivate a culture of continuous learning.
This cultivates a workforce empowered to consistently enhance their skill sets and
knowledge, consequently contributing to the organization's overall competitiveness
and success. The nature of knowledge management in Human Resource Development
can be characterized by the following fundamental elements:

Learning and Development Initiatives: Knowledge management in HRD emphasizes
the development of learning programs and initiatives that focus on building and
sharing knowledge within the organization. This includes designing training sessions,
workshops, mentorship programs, and other learning activities that facilitate the
acquisition and transfer of knowledge among employees.

Talent Development and Retention: Effective knowledge management in HRD
contributes to the identification and development of key talent within the organization.
This involves recognizing employees with specialized skills and knowledge and
providing them with opportunities for career development and progression, thereby
fostering employee retention and loyalty.

Knowledge Transfer and Sharing: Facilitating the transfer of knowledge and best
practices between employees is a fundamental aspect of knowledge management in
HRD. This can be achieved through the establishment of knowledge-sharing
platforms, mentorship programs, collaborative work environments, and communities
of practice that encourage the exchange of ideas and expertise.

Performance Management and Evaluation: Knowledge management in HRD
integrates performance management systems that align individual performance goals
with the strategic objectives of the organization. It involves assessing employees'
knowledge, skills, and competencies to identify areas for improvement and
development, thus supporting the overall growth and effectiveness of the workforce.

Succession Planning and Leadership Development: Knowledge management in HRD
plays a critical role in identifying and developing future leaders within the
organization. It involves succession planning initiatives that ensure the continuity of
knowledge and expertise within key roles, as well as leadership development
programs that prepare employees for leadership positions by acquiring essential
knowledge, skills, and competencies.

Organizational Learning Culture: Encouraging a culture of continuous learning and
knowledge sharing is a vital aspect of knowledge management in HRD. This involves
creating an environment where employees are motivated to acquire new knowledge,
exchange their experiences, and contribute to the overall learning of the organization,
thus fostering innovation and adaptability.

Knowledge Repository and Information Systems: Implementing effective knowledge
repositories and information systems is crucial for storing, organizing, and retrieving
knowledge within the organization. This may involve the use of digital platforms,
databases, and intranet systems that facilitate the storage and accessibility of critical
knowledge resources, training materials, and best practices for employees.



8.4 Definition of Talent Management

In simple terms, Talent management refers to the process of identifying, attracting,
developing, and retaining top-performing employees within an organization. It
encompasses the utilization of various HR strategies and practices throughout an
employee's tenure with the company. Now, let's delve into some key definitions of
talent management provided by experts:

According to Armstrong, “Talent management is the process of ensuring that talented
individuals are attracted, retained, motivated, and developed in alignment with the
organizations requirements.

According to Jamka, Talent management is the process of attracting, developing, and
retaining talented individuals, the organizations most valuable staff members, by
creating conducive conditions for their potential growth and utilization in the
company’’s operations for an extended period.

According to Moczydlowska, “according to Moczydtowska,”Talent management is a
set of activities taken vis-a-vis personnel with outstanding talents, to ensure their
development and increase their operational efficiency, while simultaneously achieving
corporate goals.”

According to Maliszewska, “according to Maliszewska, Talent Management consists
of searching for talents inside or outside the organization, undertaking special
activities to enable their development, training and career path planning, and ensuring
that their remuneration is competitive with that of other organizations.”

According to Borkowska, “according to Borkowska, “Talent management involves
implementing a set of key activities as part of human resources management, while
simultaneously applying more advanced methods and techniques.”

8.5 Talent Management System

A talent management system entails the strategic identification, development, and
retention of key individuals within an organization. A Talent Management System is a
set of integrated organizational human resource processes designed to attract, develop,
motivate, and retain productive, engaged employees. Let us discuss some key
considerations for implementing a Talent Management System in the organization:

+»» Identification of Talent:

Competency Framework: Develop a competency framework that aligns with the
organization's strategic goals. Identify key competencies required for success in
various roles within the organization.

Performance Management: Tie talent identification to performance evaluations.
Regularly assess and evaluate employee performance against established
competencies and goals.

% Recruitment and Onboarding:

Strategic Recruitment: Ensure that recruitment strategies are aligned with the
organization's talent requirements. Utilize specific recruitment channels to attract
individuals possessing the necessary skills and competencies.
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Effective Onboarding: Develop a robust onboarding process to seamlessly integrate
new employees into the organization, emphasizing its culture, values, and
expectations.

% Learning and Development:

Training Programs: Provide continuous learning opportunities to enhance employees'
skills and competencies. This could include technical training, leadership
development, and other relevant programs.

Succession Planning: Identify high-potential employees and create succession plans to
ensure a smooth transition in key roles.

% Performance Management:

Regular Feedback: Implement regular performance reviews and feedback sessions to
provide employees with constructive input on their performance and development
areas.

Goal Alignment: Ensure that individual goals align with the overall organizational
objectives. This helps in creating a sense of purpose and alignment among employees.

“ Employee Engagement:

Recognition and Rewards: Recognize and reward high-performing employees through
a well-defined rewards system. This could include monetary incentives, promotions,
or other forms of recognition.

Employee Wellness Programs: Consider implementing wellness programs to enhance
the overall well-being of employees, contributing to increased engagement and
productivity.

“ Retention Strategies:

Career Development Opportunities: Provide clear career paths and development
opportunities to motivate employees and reduce turnover.

Work-Life Balance: Address work-life balance concerns to ensure a positive work
environment that encourages employee retention.

% Technology Integration:

Human Resource Information System: Implement an HRIS to streamline talent
management processes, track employee performance, and support data-driven
decision-making.

% Compliance and Diversity:

Legal Compliance: Stay compliant with Indian labor laws and regulations to avoid
legal issues and ensure fair treatment of employees.

Diversity and Inclusion: Promote diversity and inclusion initiatives to create a more
inclusive workplace culture.

«» Communication and Feedback:

Open Communication Channels: Foster open communication between employees and
management. Encourage feedback to understand employee concerns and needs.



% Adaptation to Cultural Factors:

Cultural Sensitivity: Consider cultural factors that may influence talent management
practices and tailor strategies to align with the cultural nuances of the Indian
workforce.

Implementing a Talent Management System requires a holistic approach that aligns
with the organization's strategic goals and takes into account the specific cultural and
regulatory aspects of the Indian context. Regular assessment and refinement of talent
management strategies are crucial to ensuring their effectiveness and relevance over
time.

Keywords
Talent Performance Career Talent Identification
Management | Management Development

Knowledge | Learning  and

Management | Development Work-Life Balance | HR Information System

Iraining Organizational Legal Compliance | Intellectual Assets

Programs Culture

Competency | Employee Succession .\

Framework | Engagement Planning Competitive Advantage
Exercise

Self-Assessment Questions:

1) What is the primary goal of knowledge management in an organization?
a) Enhance organizational efficiency, innovation, and competitive
advantage
b) Increase employee engagement
c) Implement information technology practices
d) Focus on regulatory compliance

2) Who defined knowledge management as "the coordination and exploitation of
organizational knowledge resources, in order to create benefit and competitive
advantage"?

a) John P. Girard

b) Peter Drucker

c) Meridith Levinson
d) Sunny Liu

3) What is a fundamental element of knowledge management in Human Resource
Development according to the provided content?
a) Financial management initiatives
b) Customer relationship management
c) Learning and development initiatives
d) Marketing strategies

4) According to Armstrong, how is talent management defined?
a) Managing financial resources effectively
b) Ensuring talented people are attracted, retained, motivated, and
developed
c) Implementing marketing strategies
d) Focusing on regulatory compliance
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5)

6)

7)

8)

9)

10)

What does a Talent Management System involve, according to the provided
content?
a) Strategic identification, development, and retention of key individuals
b) A series of initiatives to manage customer relationships
C) A series of integrated organizational financial processes
d) Implementing marketing campaigns

Which of the following is a key consideration for implementing a Talent
Management System in an organization?

a) Ignoring cultural factors

b) Avoiding technology integration

€) Neglecting legal compliance

d) Addressing work-life balance concerns

What is a crucial aspect of knowledge management in Human Resource
Development related to leadership?

a) Financial forecasting

b) Talent development and retention

C) Marketing strategies

d) Legal compliance

What is emphasized in knowledge management in HRD regarding employee
assessment?

a) Assessment of financial skills

b) Assessment of marketing strategies

c) Assessment of employee knowledge, skills, and competencies
d) Ignoring performance management

Which element is crucial for fostering a culture of continuous learning in
knowledge management in HRD?

a) Ignoring employee feedback

b) Promoting work-life imbalance

¢) Encouraging a culture of continuous learning

d) Avoiding technology integration

What does talent management focus on for building a sustainable and
competitive advantage?
a) Ignoring employee engagement
b) Implementing regulatory compliance
c) Neglecting technology integration
d) Attracting, identifying, developing, engaging, and retaining skilled
employees

Solutions:

(DA 2)B (3)C B (5)A (6)D (I)B (8)C (9)C (10)D

Practical Questions:

1)

How does knowledge management contribute to an organization's efficiency,

innovation, and competitive advantage?



2)

3)

4)

5)

What are the key elements of knowledge management in Human Resource
Development, and how do they enhance the overall competitiveness and
success of an organization?

How does talent management contribute to attracting, identifying, developing,
engaging, and retaining skilled employees?

What are the key elements that define the nature of knowledge management in
Human Resource Development, especially regarding learning and
development initiatives, talent development, and knowledge transfer?

What are the key considerations for implementing a Talent Management
System in an organization, and how do they align with the strategic goals and

cultural aspects of the Indian context?
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UNIT -9 HR PERFORMANCE AND BENCHMARKING

9.1 Introduction

9.2 HR Performance

9.3 Benchmarking

9.4 Significance of HR Performance and Benchmarking
9.5 Performance Review

9.6 Rewards

9.7 Competencies

9.8 Training & Development

9.9 Staff development

9.10 Career Development

9.11 Human Resource Development (HRD) and organizational change
9.12 Benchmarking Meaning

9.13 Internal Benchmarking
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9.15 Process of HR Benchmarking

9.16 Benefits of HR benchmarking

9.17 Drawbacks to HR benchmarking

9.18 Conclusion

s Keywords

<  Exercise

9.1 Introduction

Human Resources (HR) performance and benchmarking are vital components in the
strategic management of an organization's workforce. HR performance focuses on
assessing and optimizing the efficiency and effectiveness of HR functions, while
benchmarking involves comparing HR practices against industry standards or best
practices. Together, they form a dynamic approach to enhancing HR capabilities and
contributing to overall organizational success.

9.2 HR Performance

HR performance is the systematic evaluation and improvement of human resources
functions within an organization. It encompasses a wide range of activities, including
talent acquisition, training and development, performance management, employee




relations, and overall HR strategy. Evaluating HR performance involves measuring key
metrics, such as time-to-fill for vacant positions, employee turnover rates, training
effectiveness, and the alignment of HR practices with organizational goals.

9.3 Benchmarking

Benchmarking in HR involves comparing an organization's HR practices and
performance metrics to those of industry leaders or best-in-class organizations. This
process allows HR professionals to identify areas for improvement, adopt innovative
practices, and set realistic performance targets. Benchmarks may include metrics related
to employee engagement, productivity, diversity and inclusion, and cost per hire.

9.4 Significance of HR Performance and Benchmarking:

1. Strategic Alignment:
HR performance and benchmarking assist in aligning HR activities with the overall
strategic goals of the organization, ensuring that HR functions directly contribute to
the achievement of business objectives.

2. Continuous Improvement:
Regular evaluation of HR performance, coupled with benchmarking against industry
standards, promotes a culture of continuous improvement. Identifying areas for
enhancement enables HR to adapt to evolving business needs.

3. Enhanced Decision-Making:
Data-driven insights from HR performance metrics and benchmarking empower
organizational leaders to make informed decisions about resource allocation, talent
management, and workforce planning.

4. Talent Management Optimization:
Through HR performance evaluation, organizations can assess the effectiveness of
talent acquisition, development, and retention strategies. Benchmarking helps
identify innovative talent management practices.

5. Competitive Advantage:
Benchmarking against industry leaders provides a competitive edge by adopting best
practices and staying ahead of industry trends. This can enhance the organization's
employer brand and attractiveness to top talent.

6. Cost Efficiency:
Evaluating HR performance can uncover areas for cost savings and efficiency
improvements. Benchmarking against industry standards helps determine whether
HR costs are in line with industry norms.

7. Employee Engagement and Satisfaction:
HR performance measurement, coupled with benchmarking against organizations
with high levels of employee engagement, facilitates the development of strategies to
enhance employee satisfaction, retention, and overall well-being.
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9.5 Performance Review

A performance review, also referred to as a performance appraisal or performance
analysis, is a formal assessment in which managers evaluate an employee’s work
performance, identify strengths and weaknesses, provide feedback, and set goals for
future performance. In the past, many organizations held performance reviews annually
for the entire workforce; however, more and more companies are transitioning to a
frequent feedback performance management system in which managers conduct reviews
quarterly, monthly, or even weekly. In fact, some organizations are eliminating formal
performance reviews altogether in favor of more casual manager check-ins and one-on-
one meetings.

When done right, performance reviews will help employees understand what they are
doing well, how their work aligns with larger company goals, and what is expected of
them in their given role. On the other end, managers who use performance reviews
effectively can more easily recognize high-performing staff, address issues before they
escalate, communicate expectations, promote growth and development, and enhance
employee engagement.

9.6 Rewards:

Purpose: Rewards serve as motivators to encourage desired behaviors and outcomes
within an organization. They can be financial (bonuses, salary increments), non-financial
(recognition, extra time off), or developmental (special projects, training opportunities).

Alignment: It's crucial that rewards are aligned with organizational goals and individual
performance. They should be tied to specific, measurable achievements or competencies
to reinforce positive behavior and outcomes.

9.7 Competencies:

Identification: Identifying competencies involves defining the knowledge, skills,
behaviors, and abilities needed to perform effectively in specific roles or within the
organization as a whole.

Application: Once identified, competencies are used as benchmarks during performance
evaluations to assess an individual's proficiency and alignment with role requirements.

Development: Employees can work on improving or acquiring competencies through
targeted training and development programs.

9.8 Training & Development:

Purpose: Training programs aim to enhance employees' skills, knowledge, and abilities in
areas relevant to their roles or identified competencies.

Tailoring: Training initiatives should be customized to address specific skill gaps or to
enhance competencies necessary for both current and future roles within the organization.



Career Growth: Apart from addressing immediate skill needs, training and development
efforts can also support career advancement by preparing employees for higher-level
roles.

9.9 Staff development:

Staff development encompasses various strategies and initiatives aimed at enhancing the
skills, knowledge, abilities, and overall growth of employees within an organization.
Here's a detailed breakdown:

1.

Training Programs:

Skills Enhancement: providing workshops, courses, and seminars that concentrate on
enhancing specific skills necessary for roles or career progression.

Onboarding Programs: Comprehensive training for new hires to familiarize them
with company policies, procedures, and job responsibilities.

. Professional Development:

Continual Learning: Encouraging ongoing education through certifications, further
education, or access to online resources.

Mentorship and Coaching: Pairing employees with experienced mentors or coaches
to provide guidance and support in skill development and career growth.

. Leadership Development:

Identifying Potential Leaders: Programs designed to cultivate leadership skills
among high-potential employees.

Succession Planning: Preparing employees for higher roles to ensure a pipeline of
qualified candidates for future leadership positions.

Cross-Training and Job Rotations:

Broadening Skills: Exposing employees to different departments or roles helps
expand their skill set and understanding of the organization.

Flexibility: Enhancing adaptability and promoting a better understanding of the
company's overall operations.

. Performance Management Integration:

Feedback and Development Plans: Incorporating feedback from performance
evaluations to create tailored development plans for individual employees.

Goal Alignment: connecting development initiatives with both individual and
organizational goals.
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6. Team Building and Collaboration:

Team Workshops: Conducting workshops or activities to foster collaboration,
communication, and teamwork among employees.

Conflict Resolution Skills: Training sessions to equip employees with the skills to
handle conflicts effectively.

7. Technology and Innovation:

Tech Training: providing employees with training sessions focused on the utilization
of new tools, software, or technologies that are essential for their roles.

Encouraging Innovation: Creating a culture that encourages employees to explore
new ideas and innovative approaches.

8. Employee Well-being:

Work-Life Balance: Supporting programs that promote mental health, stress
management, and a healthy work-life balance.

Health and Wellness Initiatives: providing resources or programs that promote
physical well-being.

Effective staff development not only supports individual growth but also contributes to
increased employee satisfaction, retention, and overall organizational success by ensuring
that employees have the skills and knowledge necessary to perform their jobs effectively
and adapt to evolving business needs.

9.10 Career Development:

In Human Resource Management (HRM), career development plays a pivotal role in
nurturing and managing talent within an organization. Here's a detailed perspective on
career development within HRM:

1. Skills and Competencies Framework:

Identification: Establishing a clear framework of skills, competencies, and
qualifications necessary for various HR roles.

Alignment: Ensuring alignment between individual career aspirations and
organizational needs by mapping career paths based on identified competencies.

2. Training and Development Programs:

HR-Specific Training: Offering specialized training programs covering areas
such as recruitment, employee relations, performance management, HRIS (Human
Resources Information Systems), and legal compliance.



Certifications and Education: Encouraging HR professionals to pursue
certifications (e.g., SHRM, HRCI) or advanced degrees in HRM or related fields
to enhance their expertise.

Mentorship and Coaching:

Guidance and Support: Pairing junior HR staff with experienced HR leaders to
provide guidance, share insights, and support career growth.

Leadership Development: providing coaching or mentorship programs for HR
professionals who aim to advance into leadership positions within the HR
function.

Career Pathing and Succession Planning:

Defined Career Paths: Outlining clear career trajectories within the HR
department, including roles at different levels (e.g., HR Coordinator, HR
Manager, HR Director).

Succession Plans: Identifying and grooming potential HR leaders for future key
roles through structured development programs.

Cross-Functional Exposure:

Job Rotations: offering HR professionals the chance to explore various
departments or functions within the organization, expanding their skill set and
knowledge of the business.

Interdepartmental Projects: Involvement in projects that require collaboration
with different departments to foster a holistic approach to HR solutions.

Continuous Feedback and Performance Reviews:

Regular Assessments: Conducting regular performance evaluations with a focus
on skills development and career aspirations within the HR domain.

Feedback for Growth: utilizing feedback sessions to pinpoint areas for
improvement and aligning them with customized development plans.

. Talent Acquisition and Development:

Identifying Talent: Recognizing potential candidates for HR roles during
recruitment processes and nurturing their development through targeted programs.

Talent Pool Development: establishing a talent pipeline by identifying high-
potential HR professionals and providing them with growth opportunities.

In HRM, effective career development practices not only contribute to the
professional growth of individuals within the HR function but also ensure the
availability of skilled HR professionals capable of driving the organization's
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strategic objectives related to talent management, employee engagement, and
organizational development.

9.11 Human Resource Development (HRD) and organizational change:

Human Resource Development (HRD) and organizational change are interconnected, as
HRD plays a crucial role in facilitating and managing change within an organization.
Here's how they are related:

1.

Training and Skill Development:

During organizational change, HRD identifies skill gaps and provides training
programs to equip employees with the skills necessary to adapt to new processes,
technologies, or strategies.

Change Management Strategies:

HRD professionals frequently take the lead or provide support in change
management initiatives by creating strategies to communicate changes effectively,
address resistance, and promote employee engagement throughout transitions.

Culture and Leadership Development:

HRD focuses on cultivating a culture that embraces change and innovation,
supporting leadership development to ensure that leaders can effectively guide
their teams through change processes.

Talent Management and Restructuring:

During organizational restructuring or realignment, HRD assists in talent
redeployment, identifying key roles, and managing workforce transitions to ensure
minimal disruption and optimal utilization of skills.

Learning and Adaptability:

HRD promotes a learning culture that encourages adaptability and resilience
among employees by fostering continuous learning to help individuals navigate
and thrive in evolving environments.

Communication and Engagement:

HRD plays a critical role in developing communication strategies that keep
employees informed, engaged, and motivated during times of change, fostering
transparency and trust.



7. Performance Management and Alignment:

HRD revisits performance metrics and aligns them with new organizational goals,
ensuring that employees understand how their roles contribute to the transformed
organizational objectives.

8. Feedback Mechanisms:

HRD establishes feedback mechanisms to gather input from employees regarding
the change process, enabling adjustments to strategies based on employee insights
and concerns.

In essence, HRD serves as a strategic partner in managing and driving
organizational change. By focusing on employee development, fostering
adaptability, and aligning HR strategies with organizational change initiatives,
HRD helps navigate transitions more smoothly, ensures employee readiness, and
supports the achievement of desired organizational outcomes.

9.12 Benchmarking Meaning:

In business, benchmarking is a process used to measure the quality and performance of a
company’s products, services, and processes. These measurements do not have much
value on their own; the data needs to be compared against some sort of standard, a
benchmark.

For instance, let's consider a scenario where it takes 30 minutes to produce your product.
Is the 30-minute duration efficient or inefficient? The only method to determine this is by
comparing it to other data, like the time taken by another organization to manufacture a
comparable product. If another organization can produce a similar product in less than 30
minutes, you can utilize their timeframe as a benchmark to evaluate your internal
processes and procedures.

The objective of benchmarking is to utilize the data gathered in your benchmarking
process to identify areas where improvements can be made by:

e Determining how and where other companies are achieving higher performance
levels than your company has been able to achieve.

e Comparing the competition’s processes and strategies against our own.

e Using the information gathered from analyses and comparisons to implement
changes that will enhance our company’s performance, products, and services.

Common areas that you may want to target for benchmarking analysis include cost per
unit, time to produce each unit, quality of each unit, and customer satisfaction. The
performance metrics you obtain from these targets can be compared against those of
others to assist you in identifying best practices for enhancing your operations.

When considering benchmarking, there are two fundamental types: internal and external
benchmarking. Internal benchmarking involves comparisons within an organization,
while external benchmarking entails comparing the subject company or property to
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external organizations. These external groups could be within the same industry, or
companies could broaden their perspective and examine best practices from other
industries.

9.13 Internal Benchmarking:

Organizations with multiple locations often begin with internal benchmarking due to the
easily accessible benchmarking data. For instance, a hotel management company
operating multiple hotels of the same brand can readily access operational and financial
data for all properties. This allows them to compare metrics like rooms revenue and labor
costs across these hotels without needing to seek external sources. Other significant
expenses to consider are linen, complimentary food & beverage, and information
technology, all of which can have a substantial impact on overall profitability if not
managed effectively.

Once the benchmarks are computed, and comparisons made across locations, the top
performers can be identified. Then, it is time to delve deeper. For example, Hotel A may
have a significantly higher labor cost than Hotel B. Is this due to being located in an area
with higher minimum wages? Is Hotel A a union hotel? It is crucial to consider these
factors when benchmarking, as union hotels often have higher labor costs than non-union
hotels. By analyzing hotel characteristics and filtering out operational discrepancies, we
can identify best practices that can be shared with the other properties.

There can be limitations to internal benchmarking. The primary drawback is that a
company needs to be aware of their competition and not just be inwardly focused.
Organizations should compare how they are operating against competitors in their
industry, or even branch out to other industries, in order to remain on par; or, take it a step
further, and gain a lead.

9.14 External Benchmarking:

External benchmarking does require additional planning and effort as it involves
collecting benchmarking data from other companies. To gather external benchmarks,
organizations have multiple options, such as forming formal or informal alliances with
other companies to collect data and compare operational best practices, purchasing
industry reports, or examining public financial filings.

In the lodging industry, there are multiple third-party companies that offer formal
benchmarking services. It is up to the organization undergoing the benchmarking process
to determine which third-party provider best fits their needs. The following are a few
questions that should be considered when searching for a benchmarking partner.

What data are they collecting and providing?

How are they collecting data? Would it be a cumbersome process to implement?
How are they ensuring data comparability between organizations?

What are their data security practices?

Who has access to company data?

How are competitive sets created?



How quickly can we change or create a competitive set?

9.15 Process of HR Benchmarking:

1.

Identify what is to be benchmarked:

Executives should be involved in deciding which processes are crucial to the
success of the business. These processes should then be prioritized based on the
most important metrics.

Identify comparable companies:

Determine if you will benchmark processes within your organization, a
competitor’s, or an organization outside your industry. It may be challenging to
gather all the data desired if benchmarking against a direct competitor.

Determine data collection methods and collect data:

This process is important but can be challenging when attempting to gather data
from a direct competitor due to the sensitivity of confidential information.
Information can be collected through research, interviews, and informal
conversations with contacts from other companies.

Determine current performance levels:

Analyze the data you have collected along with other metrics. Overlay your
performance metrics onto your process diagrams or map out your competitor’s
processes to identify areas where you may be lagging behind.

Project future performance levels:

Try to identify the causes of any gaps within your organization. For example,
assess whether you have an adequate number of staff who are adequately trained
to fulfill their responsibilities. Seek out strategies to fill these gaps in a manner
that is both effective and efficient.

Communicate benchmark results:

Closely analyze the changes in employee performance. If new methods are not
performing as expected, identify areas that need adjustment. It is crucial to ensure
that all employees comprehend their roles and receive adequate training.

Develop action plans:

Develop a plan to implement the changes that have been identified as the most
effective in addressing performance gaps. Ensure that your plan includes clearly
defined objectives and is tailored to align with the company’s culture.
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8.

Implement action plans and monitor progress:

Company should implement an action plan that aligns with the desired goals. The
detailed plan should be tailored to fit the company culture to ensure that
employees will easily embrace the new changes.

Recalibrate benchmarks:

After a specific period, it is essential to follow up to ensure that the implemented
changes are yielding positive outcomes. Share a comprehensive report with
stakeholders to keep them informed of the progress.

9.16 Benefits of HR benchmarking:

1.

Increasing business impact —

Benchmarking ensures HR leaders are connecting people’s practices to business
outcomes. For instance, if your employee engagement score is below the industry
average, you need to examine how much this impacts overall business
performance. It ensures that data-backed decisions are being made rather than
relying solely on gut feelings or instincts.

Identifying trends —

Understanding your benchmarks enables you to stay abreast of industry trends,
equipping you with the necessary information to make strategic decisions to
maintain competitiveness as an employer and design impactful HR programs. For
instance, if benchmarks reveal that organizations implementing wellness programs
experience higher productivity levels, it would be prudent to consider developing
a wellness program within your organization.

Improve existing practices —

Companies can honestly assess their recruitment, retention, compensation, talent,
and leadership development processes to identify areas for improvement. This
process also holds leaders and HR professionals accountable for their actions.

Assessing and enhancing employee experience and employee engagement —

It also has an overall effect on your employer brand, as employees spread word of
mouth about their employee experience. Improving HR processes and being a
best-in-class employer can elevate employee experience and engagement.

All of these HR metrics are not just for the sake of having the best HR program in
the industry or country; rather, they are aimed at steering the business in the right
direction and enhancing the impact of people on the business bottom line.



9.17 Drawbacks to HR benchmarking:

1. Comparing apples with apples —

One issue that may arise is the challenge of directly comparing your organization's
data with others, internally or externally. Therefore, it is essential to view HR
benchmarking as a valuable data point for process improvement rather than the
sole indicator of success. For instance, an organization prioritizing the recruitment
of top-tier talent may invest significantly more time and resources in sourcing than
an external benchmark. If you achieve the same recruitment outcomes with lower
costs, does it necessarily signify superior performance? Or could it indicate
potential compromises in the quality of hires? Similarly, in the context of internal
benchmarking, certain departments may exhibit higher turnover rates than others,
influenced by the department's focus or the nature of positions within it.

2. Lack of agreed taxonomy —

Not every organization uses the same terminology for all HR metrics or measures
them consistently. Employee engagement and employee satisfaction, for instance,
are frequently used interchangeably. Some organizations calculate cost per hire
starting from the vacancy date of a position, while others start from the employee's
resignation date.

9.18 Conclusion:

HR performance and benchmarking are integral components of strategic human resource
management. By systematically evaluating HR functions and comparing them to industry
best practices, organizations can drive continuous improvement, enhance decision-
making, and create a high-performing and competitive workforce. This dynamic approach
contributes significantly to achieving organizational objectives and remaining responsive
to the evolving business landscape.

Keywords:
1. Key Performance Indicators (KPIs):
Metrics are utilized to gauge the effectiveness of HR processes and initiatives.
2. Performance Appraisal:

Performance appraisal: evaluating employees' performance against set objectives
and competencies.

3. Talent Management:

Talent management: strategies for attracting, developing, and retaining top talent
within an organization.
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10.

11.

12.

13.

Employee Engagement:

Employee engagement. measuring the level of commitment and motivation
employees have towards their work and the organization.

Succession Planning:

Succession planning: identifying and preparing high-potential employees for key
roles within the organization.

Training and Development:

Training and development programs are designed to enhance employee skills and
knowledge to improve their performance.

Workforce Planning:

Workforce planning: aligning the workforce with organizational goals and future
needs.

Best Practices:

Adopting practices that have proven successful in other organizations as
benchmarks for improvement.

External Benchmarking:

External benchmarking involves comparing HR practices and performance
metrics against industry competitors or similar organizations.

Internal Benchmarking:

Analyzing HR performance across different departments or units within the same
organization.

Performance Metrics:

Performance metrics: quantifiable measures are utilized to compare HR
performance against established benchmarks.

Continuous Improvement:

Continuous improvement: using benchmarking data to identify areas for
enhancement and implementing strategies for ongoing improvement.

Industry Standards:

Aligning HR practices with recognized industry standards to ensure
competitiveness and efficiency.



14. Cost-Benefit Analysis:

Evaluating the costs and benefits of HR initiatives in comparison to industry
benchmarks or internal standards.
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< Exercise

Long Question:

=

What is HR Performance?
Explain Benchmarking?
Discuss Significance of HR Performance and Benchmarking.
Write a note on Performance Review.
Explain Rewards.
Discuss Competencies.
Explain Training & Development.
Explain Staff development.
Discuss Career Development.
. Write a note on Human Resource Development (HRD) and organizational change
. What is Benchmarking?
. Explain Internal Benchmarking.
. Discuss External Benchmarking.
. Explain Process of HR Benchmarking.
. Discuss Benefits of HR benchmarking.
. Explain Drawbacks of HR benchmarking.
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MCQ:
1. What is the primary goal of HR performance management?

A) Monitoring employee attendance

B) Evaluating and enhancing employee contributions and productivity
C) Administering payroll processes

D) Assessing employee potential for promotions

Answer: B) Evaluating and enhancing employee contributions and productivity

2. Which of the following metrics measures the effectiveness of HR in recruitment and
selection?
A) Turnover rate
B) Absenteeism rate
C) Cost-per-hire
D) Employee engagement score

Answer: C) Cost-per-hire
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3. What is the primary purpose of a performance appraisal in HR?
A) Determining employee salary increments
B) ldentifying training needs
C) Evaluating employee potential for promotions
D) Assessing and providing feedback on employee performance

Answer: D) Assessing and providing feedback on employee performance

4. Which HR metric measures the percentage of employees leaving an organization
within a specific period?

A)
B)
C)
D)

Turnover rate

Attrition rate

Retention rate

Employee satisfaction score

Answer: A) Turnover rate

5. What does the term "360-degree feedback™ refer to in HR performance evaluation?

A)
B)
C)
D)

Feedback provided by the HR department only

Feedback given by peers, supervisors, subordinates, and self-assessment
Feedback obtained from external consultants

Feedback collected from customers and clients

Answer: B) Feedback given by peers, supervisors, subordinates, and self-
assessment

6. What is the primary purpose of benchmarking in business?

A)
B)
C)
D)

To set rigid performance standards

To eliminate competition within the industry

To identify areas for improvement by comparing against industry best practices
To enforce uniformity in organizational practices

Answer: C) To identify areas for improvement by comparing against industry best
practices

7. Which type of benchmarking involves comparing an organization's performance
against industry competitors or similar entities?

A)
B)
C)
D)

Internal benchmarking
External benchmarking
Competitive benchmarking
Process benchmarking

Answer: B) External benchmarking

8. What is the main benefit of benchmarking against competitors in the industry?

A)
B)
C)
D)

Setting unattainable performance goals

Identifying areas of weakness by learning from competitors' strengths
Decreasing the quality of products or services

Reducing employee engagement



Answer: B) ldentifying areas of weakness by learning from competitors' strengths

9. What does internal benchmarking involve?
A) Comparing against industry competitors
B) Evaluating performance across different departments within the same organization
C) Assessing against global standards
D) Analyzing market trends

Answer: B) Evaluating performance across different departments within the same
organization

10. Which type of benchmarking involves comparing an organization's processes with
those of the best-in-class companies, regardless of the industry?
A) Competitive benchmarking
B) Strategic benchmarking
C) Functional benchmarking
D) Process benchmarking

Answer: B) Strategic benchmarking

11. What does internal benchmarking primarily involve?
A) Comparing against industry competitors
B) Analyzing market trends
C) Evaluating performance across different departments within the same organization
D) Assessing against global standards

Answer: C) Evaluating performance across different departments within the same
organization

12. What is the primary goal of internal benchmarking?
A) ldentifying areas of strength within the organization
B) Gaining insights into competitors' strategies
C) Analyzing market share
D) Improving performance by learning from best practices within the organization

Answer: D) Improving performance by learning from best practices within the
organization

13. How does internal benchmarking contribute to organizational improvement?
A) By enforcing uniformity across departments
B) By identifying areas for enhancement and sharing best practices internally
C) By setting unrealistic performance standards
D) By reducing collaboration among departments

Answer: B) By identifying areas for enhancement and sharing best practices
internally

14. Which departments or units are typically compared during internal benchmarking?
A) Only the top-performing departments
B) Only the bottom-performing departments
C) Various departments or units across the organization
D) Only the HR department

Answer: C) Various departments or units across the organization
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15. What does internal benchmarking aim to achieve?
A) Create competition among departments
B) Reduce collaboration and knowledge sharing
C) Drive improvement by learning and implementing best practices internally
D) Enforce hierarchical structures within departments

Answer: C) Drive improvement by learning and implementing best practices
internally

16. What is the primary focus of external benchmarking?
A) Comparing against global standards
B) Evaluating performance across different departments within the organization
C) Analyzing market trends
D) Comparing against industry competitors or similar entities

Answer: D) Comparing against industry competitors or similar entities

17. What does external benchmarking help organizations identify?
A) Internal strengths and weaknesses
B) Areas for improvement by learning from industry leaders
C) Market volatility
D) Competitor's profit margins

Answer: B) Areas for improvement by learning from industry leaders

18. Which of the following is a key benefit of external benchmarking?
A) Limiting exposure to industry trends
B) Reducing adaptability to changes in the market
C) Identifying best practices and performance gaps compared to industry leaders
D) Creating isolation from industry competitors

Answer: C) Identifying best practices and performance gaps compared to industry
leaders

19. How does external benchmarking contribute to organizational growth?
A) By creating rigid performance standards
B) By limiting exposure to market trends
C) By fostering a culture of continuous improvement based on industry best
practices
D) By isolating the organization from competitors

Answer: C) By fostering a culture of continuous improvement based on industry
best practices

20. What is the primary source of comparison in external benchmarking?
A) Internal departments
B) Global market trends
C) Industry competitors or leading entities
D) Government policies and regulations

Answer: C) Industry competitors or leading entities



Answer the following statements: true or false

1.

10.

11.

Internal benchmarking involves comparing HR practices within an organization,
including identifying areas for enhancement and sharing best practices internally.
true

The primary goal of internal benchmarking is to identify areas for enhancement
and share best practices within the organization. true

In internal benchmarking, both top-performing and bottom-performing
departments are typically compared for best practices. false

Internal benchmarking encourages siloed approaches, limiting collaboration
between departments. False

Internal benchmarking sets industry-wide standards for performance within an
organization. false

Certainly! Here are statements related to external benchmarking. You can identify
if they are true or false:

External benchmarking involves comparing an organization's performance against
industry competitors or similar entities.

The main objective of external benchmarking is to identify areas of improvement
by learning from industry leaders.

External benchmarking helps organizations stay abreast of market trends and
changes.

In external benchmarking, the primary comparison source is industry competitors
or similar entities, not other departments within the same organization.

The goal of external benchmarking is to identify areas of improvement by learning
from industry leaders, not to set rigid performance standards for the organization.
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UNIT - 10 THE FUTURE OF HRD

10.1 Introduction

10.2 Where do we want

10.3 The internal and external challenge
10.4 The key issues

s Keywords

<  Exercise

10.1 Introduction

Whenever the company envisions the future, the need for efficient, diverse, and
skillful employees is a mandate. There is a need to understand diversity, which is no
longer restricted to gender, generational cohort, religion, and geographical
background. It now encompasses new criteria such as technical knowledge, different
working conditions like remote work, diverse gender identities, and many others. In
the upcoming era, where having a diverse and inclusive workforce will be a mandate,
the framework and structure of the organization should be adaptable accordingly.
Many changes are expected in organizational behavior in the future, along with the
integration of human resources and technology. Human Resource Development
(HRD) in India stands at the cusp of a transformative journey driven by technological
advancements, shifting demographics, and evolving workplace paradigms. As the
nation accelerates its pace towards becoming a global economic powerhouse, the role
of HRD becomes increasingly crucial in nurturing a skilled, adaptable, and diverse
workforce.

With the blurred geographical boundaries of work, the work dynamics of the next
generation have changed. The amalgamation of new skills and technology is creating
an interesting and challenging working pool among the young workforce. The main
objective is to understand that the future of human resource development (HRD) lies
in creating a holistic mix of various generational cohorts that showcase different skill
sets. The future of HRD in India is characterized by technological innovation, lifelong
learning, diversity and inclusion, agility, employee well-being, and data-driven
decision-making. As organizations navigate the complexities of a rapidly evolving
business landscape, HRD plays a pivotal role in driving organizational success and
sustainable growth. By embracing emerging trends and adopting innovative
approaches, India can position itself as a global leader in human resource
development, unlocking the full potential of its workforce and driving socio-economic
progress.

10.2 Where do we want the future

The future of Human Resource Development (HRD) is likely to be shaped by several
trends and advancements. Here are some key aspects that may influence the future of
HRD:




10.2.1 Technology Integration

With the integration of technology, the working methods in the majority of
management functions have changed. Technologies like artificial intelligence (Al),
machine learning, and automation are playing a significant role. Machines and
technology are now able to perform cognitive functions that were traditionally done
by humans, such as learning, computing, and decision-making, which will become
essential in the future organizational dynamics. HR processes such as recruitment,
onboarding, training, and performance management are likely to become more
technology-driven, allowing HR professionals to prioritize strategic tasks. This shift is
expected to lead to increased automation and augmentation in handling complex tasks
like communication and decision-making.

> The traditional method was time-consuming, labor-intensive, and prone to
human error and biases. Human resource managers relied on manual
screening, subjective scrutiny, and time-consuming processes. With the aid of
technology, the future of HR can anticipate a paradigm shift. Through the
utilization of Al-driven tools and natural language processing, decisions
related to HR processes become more data-driven and adopt an objective
approach towards talent management.

» During orientation or on boarding of any new employee, the process involves
a huge amount of documentation, manual orientation and gradual
metamorphosis in organization culture. Virtual reality (VR) and augmented
reality (AR) are being employed to create immersive onboarding experiences.
Chatbots assist new hires with FAQs, and personalized employee portals
provide a seamless introduction to company policies and culture. This
integration fosters quicker assimilation and higher engagement from the
outset.

> In the case of employee wellbeing, there were limited tools available to gauge
human emotions and enhance overall wellness. However, with the assistance
of wearable devices, wellness apps, and Al-driven tools, organizations can
now monitor stress levels, encourage breaks, and provide resources for mental
health support. HR professionals are increasingly integrating these tools into
comprehensive well-being programs to create a holistic approach to employee
health.

10.2.2. Data Analytics:

HR analytics and big data will become integral to decision-making processes. The
foundation of any decision will rely on data-driven insights. Quantifying all aspects in
management functions leads to strategic and transactional decisions. Data-driven
insights can assist organizations in comprehending employee behavior, recognizing
trends, and making informed decisions to improve productivity and employee
satisfaction. The incorporation of data analytics results in structured and solution-
driven decision-making, which is fundamental to HR functions.

» Data analytics in recruitment entails leveraging algorithms to analyze
historical data, identify successful hiring patterns, and predict candidate
success. This ensures a more objective and data-driven approach to talent
acquisition, reducing biases and enhancing the overall quality of hires.
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> In the learning and development department, data analytics can empower Al-
driven systems that can adapt content based on individual learning styles and
performance. It can also help in understanding the patterns of retention and
exit dynamics of any department by analyzing the exit interviews.

» ldentifying work conflicts and monitoring employees' work hours and stress
levels can create data-driven interventions for employee well-being.

10.2.3. Remote Work and Flexible Work Arrangements:

After the “new normal” of the pandemic, working patterns and arrangements have
undergone drastic changes. The surge in remote work and flexible work arrangements
will significantly influence how HR functions. HR professionals will need to devise
strategies to effectively manage virtual teams, prioritize employee well-being in a
remote work setting, and establish inclusive policies that cater to diverse work
preferences. Given the presence of multiple generational cohorts in the workforce, the
adaptability of technology is paramount for efficient work delegation. Many job
descriptions now entail a technical component, enabling employees to work from
home, an option that was previously unavailable.

» HR will need to continue investing in and optimizing digital collaboration
tools to facilitate effective communication, project management, and team
collaboration among remote and dispersed teams. As remote work increases,
HR will play a crucial role in implementing and ensuring robust cybersecurity
measures to protect both company and employee data.

» With flexible schedules that can accommodate different time zones and
personal preferences, along with various support programs to monitor mental
health challenges directly impacting and promoting the well-being of
employees.

> HR can adapt recruitment processes to accommodate remote hiring, including
virtual interviews, online assessments, and remote onboarding procedures.
Developing comprehensive virtual onboarding programs can also help new
hires integrate into the company culture and understand their roles and
responsibilities.

10.2.4. Focus Experience on Employee:

There will be an increased emphasis on enhancing the overall employee experience.
HRD will play a crucial role in designing employee-centric policies, fostering a
positive workplace culture, and ensuring that employees feel engaged and supported
throughout their tenure. With the culture of frequent job hopping among Gen Y and
Gen Z, employees gain a plethora of different experiences in a short span of time. The
shift from tenure-based orientation to performance and experience-based orientation is
evident. For example, a person with 15 years of experience in a technical department
and another person with 15 years of focused experience in operations, manufacturing,
and technical fields will offer different perspectives. Decision-making will benefit
from a holistic view provided by individuals with diverse experiences. Therefore, the
future perspective of evaluating an employee will likely shift from tenure to
experience.

The future lies in mapping the competency of individuals based on their learning and
development trajectories, flexible work environments, and attitudes and knowledge.
Companies are expected to prioritize employee well-being, including mental health



support. Proactive initiatives such as stress management programs, mental health
days, and access to counseling services may become more prevalent.

10.2.5. Continuous Learning and Development:

When change is inevitable, the key to survival is adapting to change. The necessity for
continuous learning and upskilling will persist regardless of hierarchy and age
seniority. HRD must facilitate ongoing training programs to address the evolving skill
requirements of the workforce and cultivate a culture of lifelong learning. As physical
and cognitive resources undergo updates worldwide, having a growth mindset is
imperative. Providing access to learning resources and developing personalized
learning plans will be a focus of knowledge management in HRD. Establishing a
culture of learning and unlearning, encouraging knowledge sharing and collaboration,
and acknowledging advancements in knowledge will be the future responsibilities of
HRD managers.

» Upskilling and reskilling initiatives are essential to adapt to new business
technologies and processes for survival. Various adaptive learning platforms
are available that customize content and pace according to individual learning
capacities. Despite busy schedules, continuous learning can be achieved
through short, targeted bursts of information modules. Additionally, there is a
move towards providing continuous real-time feedback, which further
enhances learning and improvement.

» Learning and development will be ingrained in the organizational DNA, and
the incorporation of virtual and augmented reality will enhance the immersive
learning experience. HR will continue to leverage gamification elements to
enhance engagement and interactivity in learning. Features like badges, points,
and leaderboards will serve to incentivize employees to actively engage in
training programs.

10.2.6. Diversity, Equity, and Inclusion (DEI):

Organizations are placing greater importance on diversity, equity, and inclusion.
Society is evolving and becoming more liberalized due to globalization, increased
access to information through media platforms, and education. As the definition of
diversity expands and changes, HRD must devise strategies to attract, retain, and
advance a diverse workforce while fostering inclusive and equitable workplaces. It is
crucial to recognize that diversity cannot exist without inclusion. Providing
comprehensive diversity training for all levels of management, establishing an
inclusive work environment, and implementing effective employee feedback and
evaluation systems will be essential moving forward.

» HR will develop more comprehensive and holistic DEI strategies that go
beyond mere compliance. Organizations will strive to embed diversity, equity,
and inclusion principles into all aspects of their operations, from recruitment
to talent development and leadership. They will focus on developing inclusive
leadership competencies, training leaders to foster a culture of belonging,
promote diversity, and address unconscious biases.

» HR will implement strategies to mitigate bias in recruitment processes,
performance evaluations, and promotions. This may involve using technology
tools to identify and eliminate biased language in job descriptions, adopting
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blind recruitment practices, and providing training on fair and unbiased
decision-making.

10.2.7. Agile HR Practices:

HRD will need to adopt agile practices to respond quickly to evolving business needs.
This entails embracing agile performance management, flexible organizational
structures, and the ability to pivot HR strategies in response to external factors.

» With the increase in methodologies like Scrum and Kanban, businesses can
have a seamless and synchronized approach. The future may see an increased
emphasis on employee experience and well-being. Agile HR practices could be
designed to prioritize employee feedback, engagement, and continuous
improvement of HR processes to enhance the overall employee experience.

» The adoption of advanced technologies, such as artificial intelligence (Al) and
machine learning (ML), could play a significant role in automating routine HR
tasks, allowing HR professionals to focus more on strategic initiatives and
employee development.

10.2.8. Well-being and Mental Health:

The focus on employee well-being, including mental health, will become a central
concern for HR. Implementing programs that prioritize mental health, work-life
balance, and overall well-being will be essential for attracting and retaining talent.
According to various research studies, mental and emotional health are often
overlooked aspects of individual well-being. Nurturing the well-being of employees is
crucial for developing workforce resilience. Emerging trends and strategies in
organizational culture emphasize employee welfare as a vital component of
organizational success.

» Trends like emphasizing emotional intelligence, open discussion about mental
health matters, customizing employee assistant programs, and implementing
mental health aid training etc. As per the report of WHO , “Safe and healthy
working environments are not only a fundamental right but are also more
likely to minimize tension and conflicts at work and improve staff retention,
work performance and productivity. Conversely, a lack of effective structures
and support at work, especially for those living with mental health conditions,
can affect a person’s ability to enjoy their work and do their job well; it can
undermine people’s attendance at work and even stop people getting a job in
the first place.”

10.2.9. Globalization and Cross-Cultural Competence:

As businesses become more global, HRD will need to address challenges related to
managing diverse and multicultural teams. Developing cross-cultural competence and
fostering a global mindset will be critical. Due to rapid technological advancements
and networking across all countries, globalization is prominent in today’s era. The
concept of globalization is customized at the local level to convert it into
“glocalization,” creating local services and products at the global level and vice versa.

When the aspect of globalization increases the diversity of the workforce, the
convergence of innovations, technical advancements, and cross-cultural
amalgamations leads to creative breakthroughs. Along with interconnectedness, the
complexity of complying with various countries' regulations will be a challenging task



in the future. Adhering to different countries' labor laws, tax regulations, and
employment standards demands comprehensive expertise. Furthermore, managing
employee benefit packages and compensation structures across various jurisdictions
will be crucial in future international human resource management.

10.3 Internal and external challenges

10.3.1 Internal Challenges:

Skill Shortages and Talent Gaps: One of the primary internal challenges confronting
HRD is the need to address skill shortages and talent gaps within the organization. As
job roles evolve and new technologies emerge, there may be a misalignment between
the skills employees currently have and those demanded by the organization. HRD
needs to establish efficient training and development programs to close these gaps and
guarantee that employees are equipped with the essential skills to excel in their roles.

Resistance to Change : Resistance to change from employees, managers, and other
stakeholders can pose a significant internal challenge for HRD initiatives. Whether it's
implementing new technologies, restructuring processes, or adopting new policies,
resistance to change can hinder the successful implementation of HRD programs.
HRD professionals must effectively communicate the rationale behind changes,
involve employees in the decision-making process, and provide adequate support and
training to facilitate a smooth transition.

Limited Resources: HRD initiatives often require significant financial and human
resources, which may be limited within the organization. Budget constraints, staffing
limitations, and competing priorities can pose challenges for HRD professionals
seeking to implement comprehensive training and development programs. HRD must
find creative solutions to maximize the impact of limited resources, such as leveraging
technology for cost-effective training delivery or partnering with external stakeholders
for resource sharing.

Cultural Barriers : Organizational culture plays a crucial role in shaping the success
of HRD initiatives. Cultural barriers, such as resistance to feedback, lack of trust, or
hierarchical structures, can impede the effectiveness of training and development
efforts. HRD professionals must work to cultivate a culture that values continuous
learning, open communication, and collaboration, fostering an environment where
employees feel empowered to develop their skills and contribute to organizational
success.

10.3.2 External Challenges:

Technological Disruption : Rapid technological advancements and digital disruption
present significant external challenges for HRD. Emerging technologies such as
artificial intelligence, automation, and big data are reshaping the future of work and
transforming job roles across industries. HRD must adapt by equipping employees
with the digital skills and competencies needed to thrive in a technology-driven
workplace.

Globalization : In an increasingly interconnected world, globalization presents both
opportunities and challenges for HRD. Globalization brings diversity in talent pools,
access to new markets, and opportunities for collaboration and innovation. However,
it also introduces complexities such as managing culturally diverse teams, navigating
international labor laws, and addressing language barriers. HRD must develop cross-
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cultural competencies and implement strategies to effectively manage a global
workforce.

Economic Uncertainty:Economic uncertainty, market volatility, and geopolitical
instability can impact HRD initiatives by influencing budget allocations, workforce
planning decisions, and organizational priorities. In times of economic downturns or
recessions, HRD may face pressure to reduce costs, streamline operations, or
reallocate resources, which can impact training and development budgets and staffing
levels. HRD must be agile and adaptable, capable of responding to changing economic
conditions while still prioritizing employee development and organizational growth.

Demographic Shifts : Demographic shifts, such as an aging workforce, generational
diversity, and changing workforce expectations, pose external challenges for HRD.
HRD must address the distinct needs and preferences of various demographic groups,
from Baby Boomers approaching retirement to Generation Z joining the workforce.
This may entail introducing flexible work arrangements, personalized learning
pathways, and customized development programs to meet the diverse workforce
demographics.

10.4 The key issues

There are seven philosophical foundations in Human resource development. They
include the historical, cultural, sociological, global, political, economic, and financial
components of HRD. By analyzing these foundations, we can project future issues that
may arise in management.

10.4.1 Historical aspect of HRD

The Human Relations Movement emerged in the 1920s and 1930s as a response to the
dehumanizing effects of Taylorism and mechanistic approaches to work. Led by
researchers such as Elton Mayo and Kurt Lewin, this movement emphasized the
importance of social and psychological factors in the workplace, including employee
motivation, group dynamics, and organizational culture. The post-World War Il era
saw the expansion of training and development programs as organizations recognized
the importance of investing in employee skills and knowledge. The GI Bill in the
United States provided educational benefits to veterans, leading to increased access to
higher education and vocational training. In the latter half of the 20th century, the
quality movement gained prominence as organizations sought to improve product and
service quality to remain competitive in global markets. Total Quality Management
(TQM) principles emphasized continuous improvement, customer focus, and employee
involvement in quality initiatives. HRD initiatives in the future need to focus on
workforce development, apprenticeship programs, and career advancement
opportunities to support economic growth and industrial expansion.

10.4.2 Cultural Aspects of HRD

In today's globalized world, organizations are increasingly employing individuals
from diverse cultural backgrounds. It is essential for organizations to acknowledge
and appreciate this diversity, ensuring that all employees feel valued, respected, and
included. Cultural diversity can bring a wealth of perspectives to organizations,
fostering creativity and driving innovation. However, it also presents challenges such
as communication barriers, misunderstandings, and conflicts. Organizational culture
encompasses shared beliefs, values, norms, and behaviors that shape an organization's
identity. HRD plays a pivotal role in shaping organizational culture by advocating



values like respect, integrity, and inclusivity. Nevertheless, cultural clashes may arise
when employees' cultural values clash with those of the organization. HRD needs to
cultivate a culture of openness, flexibility, and mutual respect that embraces diverse
viewpoints and encourages constructive dialogue to address cultural tensions and
foster cultural integration.

10.4.3 Sociological Aspect of HRD

Societal inequalities based on factors such as race, gender, socioeconomic status, and
education can manifest in the workplace, impacting access to opportunities,
advancement, and resources. The emergence of the gig economy and contingent
workforce presents challenges for HRD in managing non-traditional employment
arrangements and ensuring equitable treatment and opportunities for contingent
workers. Demographic shifts, including aging populations and generational diversity,
present complexities for HRD in navigating diverse workforce dynamics and
addressing the unique needs of employees at different life stages. HRD needs to
formulate strategies to effectively engage and retain employees spanning various
generations, from Baby Boomers approaching retirement to Generation Z entering the
workforce. This may entail customizing training and development initiatives, offering
flexible work options, and designing benefits packages that cater to the diverse
preferences and priorities of different generations.

10.4.4 Global aspect of HRD

Balancing the need for consistency and standardization with the necessity of adapting
HRD practices to local contexts is a key issue in global HRD. While some
management practices may benefit from standardization across regions, others may
require localization to accommodate cultural differences, legal requirements, and
market conditions. Operating in multiple countries requires HRD professionals to
navigate complex regulatory environments and legal frameworks governing
employment practices, labor relations, and talent management. HRD must ensure
compliance with local laws and regulations while upholding organizational values and
global standards of ethical conduct. Language barriers can impede effective
communication and collaboration in global organizations, especially in multicultural
teams and virtual work environments. HRD professionals must strike a balance
between standardization and localization in areas such as training and development
programs, performance management systems, and compensation practices to ensure
effectiveness and relevance across diverse contexts.

10.4.5 Political aspect of HRD

Collaboration among government agencies, educational institutions, and private sector
organizations is crucial for tackling workforce development challenges and advancing
HRD initiatives. Public-private partnerships (PPPs) harness the resources and
expertise of diverse stakeholders to create and execute effective HRD programs, such
as apprenticeship schemes, skills training initiatives, and career development
pathways. Government funding and grants play a vital role in supporting numerous
HRD endeavors, encompassing workforce training programs, education subsidies, and
research grants. Political determinations regarding budget allocations, funding
priorities, and grant eligibility criteria can impact the availability and accessibility of
resources for HRD endeavors. Changes in government leadership or shifts in political
power can influence labor laws, unionization rates, and bargaining power, thereby
shaping HRD's involvement in negotiating and enacting collective agreements. HRD
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professionals should actively pursue government funding opportunities, advocate for
investment in HRD initiatives, and showcase the value of HRD in attaining social,
economic, and political goals.

10.4.6 Economic aspect of HRD

Economic changes, technological advancements, and shifting industry demands often
result in skills mismatches and talent shortages in the labor market. Labor market
flexibility, characterized by factors such as temporary employment, freelance work,
and gig economy arrangements, has implications for HRD practices related to
workforce planning, talent acquisition, and employee development. Human capital—
the knowledge, skills, and abilities possessed by individuals—plays a central role in
driving economic growth and competitiveness. Investment in human capital through
HRD activities such as education, training, and lifelong learning is essential for
enhancing workforce productivity, innovation, and adaptability. HRD plays a crucial
role in addressing these challenges by identifying emerging skill requirements,
providing relevant training and development opportunities, and facilitating transitions
between education and employment. They must advocate for increased investment in
human capital development by governments, businesses, and educational institutions
to ensure sustainable economic development and prosperity.

10.4.7 Financial components of HRD

Employee turnover imposes direct and indirect costs on organizations, including
recruitment expenses, lost productivity, and knowledge loss. HRD plays a critical role
in mitigating turnover costs by investing in employee engagement, career
development, and retention initiatives. Budget constraints may result from competing
priorities, economic downturns, or organizational cost-cutting measures.
Compliance training, including legal, regulatory, and safety requirements, is a
necessary expense for organizations to mitigate risks and ensure legal compliance.
Leveraging technology platforms for online compliance training delivery and
automating compliance reporting processes can help streamline administration and
reduce costs associated with regulatory compliance. Talent development initiatives,
including leadership development programs, succession planning, and high-
potential employee development, require dedicated financial resources to nurture
and retain top talent within the organization. HRD professionals must advocate for
investment in talent development initiatives, justify the business case for talent
investment, and allocate resources strategically to support the growth and retention of
key talent. Balancing short-term budget constraints with long-term talent
development goals is essential for sustaining organizational competitiveness and
succession planning.
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% Exercise
Theoretical questions

1. Explain the influence of technological integration in the future of HRD.

2. How is data analytics important in the future of HRD?

3. Explain any three trends in the future of HRD

4. What are the primary external and internal challenges that HRD may face in

the future?

o

Describe the seven foundational philosophies of HRD in detail.
6. Elaborate any three issues with respect to philosophies of HRD
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