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1.1 INTRODUCTION

Historically HRD has referred to developing human resources in order to increase economic
productivity for the growth of the organization as well as the economy. Out of all factors of
production, human beings are the most significant and active factors of productions. Other
factors of production like capital, materials, building, plant and machinery etc remain inactive
and are dependent on human being for their effective utilization.

Human Resource Development is concerned with expansion of human capital within the
organization through the development of both the organization and the individual to achieve
performance improvement. Human Resource development is the integrated use of training.
Organization and career development efforts to improve individual, group and organizational
effectiveness.HRD emphasizes on developing key competencies through planned learning
activities in individuals to perform current and future jobs in better way and HRD also
ensures a match between individual and organization needs.

1.2 OBJECTIVES

On completion of this unit, you will be able to ;

e Know about Human Resource Development.

e Understand Significance of HRD.

e Identify the Relationship between HRD Mechanism and Process.
e Know about Approaches to HRD

1.3 DEFINITION OF HUMAN RESOURCE DEVELOPMENT

HRD is a process concerned with an organized series of learning activities designed to
produce behavioural changes in the human resources in such a way that they acquire
sufficient competency for performing the current as well as the future role. In other words we
can say that HRD brings about,” all round development” of the human capital of the
organization for contributing their best to the organization, society and the nation.

A few definition of HRD are given below:

According to T.V.RAO,” HRD is process in which the employees of an organization are
continually helped in planned way to:

I.  Acquire or sharpen capabilities required to perform various functions associated with
their present or expected future role

ii.  Develop their general capabilities as individuals and discover and exploit their own
potentials for their organizational purposes

Unit 1 An Introduction to Human Resource Development Page 2 of 319



MS 302 Human Resource Development Uttarakhand Open University

Develop an organizational culture in which superior-subordinate relationship, team
work and collaboration among sub units are strong and contribute to professional
wellbeing motivation of the employees.
According to Ishwar Dayal,” HRD is an approach founded on the belief that people are
capable of growth given an environment that facilitates individual growth. Growth is,
therefore, important for organization growth. It is to make a person, a total person in
terms of skill, maturity, competence, self awareness, adjustment to the environment, and
confidence. HRD can be seen as a philosophy rather than as a programme. HRD is both
for which prevents growth and which leads to growth.
In opinion of Khan,” HRD is the process of increasing knowledge, skills, capabilities and
positive work attitude and value of all people working at all levels in a business
undertaking.
Nadler,” HRD means an organized learning experience, with in time frame, with an
objective of producing the possibility of performance change.”
The analysis of various definitions, we can say that HRD is the process of developing
human capital to acquire the competencies. In an organizational context, HRD is a
process by which the employees of the organization are developed in continuous and
systematic way to:
Acquire or develop capabilities required to perform various functions relating to their
present and future roles
Improve their general capabilities as individuals, discover and exploit their available
potential for their own and organizational development purpose.
Improve supervisor-subordinate relationship, teamwork and collaboration among
different department in an organization culture and to contribute to the welfare,
motivation and pride of employees. Human resource development therefore is defined as
the total knowledge, skills, creative abilities, talents and aptitude of an organization’s
workforce as well as the values, attitudes and beliefs of the individuals involved.

1.4 NATURE AND FEATURES OF HRD

1. Planned and Systematic approach: HRD is planned and systematic approach to
develop the people.HRD is only subsystem of the organization which is integrated
with all the subsystem such as production, finance, marketing etc. HRD is viewed as
system consisting of several interdependent and interrelated subsystem e.g.
performance appraisal, training, job enrichment, communication etc. In designing a
human resource development sufficient consideration should be given to these
linkages.

2. Continuous process:-HRD is a continuous and dynamic process which is concerned
with development of personnel to face various challenges faced in functioning of the
organization. However HRD mechanisms, processes, policies etc differ from
organization to organization to suit the needs of the situation.
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3.

Behavioural Science knowledge:-HRD is an inter-disciplinary approach. As it uses
knowledge drawn from the psychology, sociology and anthropology for planning and
implementing various programmes for the development of individuals, groups and
organizations.

Both Macro and Micro level:-HRD is concerned with improving quality of life at
micro as well as macro level. HRD is described as the core of all developmental
activities in the sense of improvement of quality of life of people of nation. At micro
level HRD involves the improvement in the quality of managers and workers so as to
achieve greater quality and higher levels of productivity.

1.5 OBJECTIVES OF HRD

It has the following objectives:-

1.

No o ko

8.

To provide a detailed framework for providing opportunity and overall development
of human resources in the organization.

To develop the capabilities and talents for handling present job and expected future
role

Develop the constructive mind and overall personality of each employee

Develop and maintain high motivation level of employees

To develop strong relation between superior and subordinate

Develop the sense of team spirit, team work and inter team collaborations

Develop the organization health, culture and climate

General systematic information about human resources

Need of HRD:

1.

No organization can grow and survive in the present day environment without the
growth and development of its people. In view of the fast development changes HRD
is concerned with sharpening the skills and capabilities of the employees to cope with
the environment.

The need of HRD IS felt to create climate which will improve the work life by
overcoming monotony, ensuring better communication and creation of familiar sort of
work conditions where creativity of the all the members are fully used.

HRD facilitates the integrated growth of employees. It helps employees to know their
strength and weaknesses and enable them to improve their performance and that of
the organization

HRD in any organization can be realistic when the organization believes that the
development of the employees is in their own interest. Employees should also be
willing to avail of given opportunities for their growth and development and
improving performance.
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1.6 HRD AT MACRO AND MICRO LEVEL

1)

2)

HRD is people oriented concept. Its objective is to help people acquire competencies
required to perform all their functions effectively and make their organizations do
well. HRD applies to both micro (institutional) as well as national (macro) issues. It is
beneficial both at micro and macro levels in developing the new skills and capabilities
in human capital for tackling both present and future challenges while realizing
organizational goals

The application of HRD at both micro and macro level is given below:-

Macro level: HRD’s contribution at the national level has not gained much popularity
as yet. At macro level, HRD is concerned with the development of people for a
nation’s well being. While calculating the national income and economic growth the
prospective HRD concept examines the individual’s potentialities, their attitudes,
aspirations, skills, knowledge etc and establishes a concrete bas for economic
planning.

Micro Level:-At micro level, HRD is concerned with organization’s manpower
planning, selection, training, performance appraisal, development, potential appraisal,
compensation, organization development etc. HRD is well received by the companies’
management as they have realized its significance and also its contribution in future
for the individual and organization development

1.7 SIGNIFICANCE OF HRD

Organization can become dynamic, successful and grow when employee capabilities are
continuously acquired, sharpened and used. HRD plays a vital role in the success and growth
of the organization in the following ways:-

1) It helps in the integrated growth of the employees

2) It improves the capabilities of the people by making them know their strength
and weaknesses and enabling to improve their performance and that of the
organization

3) It facilitates the creation of an environment where opportunities are available
for fuller utilization of the known potentials of the employees. The climate of
such an organization is one of the mutuality, trust, collaboration, openness etc

4) HRD helps in promoting the team work

5) HRD promotes organizational effectiveness by adopting people centered
policies

6) It insists on the provision of feedback and guidance by the superior to the
employees for their improvement of their performance

7) HRD generates a lot of useful data which facilitates human resource planning
and control
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HRD ultimately leads to higher productivity, lower costs and successful growth in the
organization.

1.8 INSTRUMENT OR MECHANISM OF HRD (HRD
SUBSYSTEM)

As far as the dimensions/components/subsystem of HRD are concerned, various thinkers and
professional have given divergent views and designed the mechanism in different ways. Yet
there is unanimity of opinion among HRD practioners regarding some of the instruments. A
well designed programme should have the following sub-system:-

i.  Performance Appraisal: Performance appraisal is the process of determination of
the performance of the employee or a group of employees on given job and also
potential for future development. It is formal mechanism for the identification of
qualities and weaknesses in an employee in relation to his job performance. The
aim of appraisal is to identify the training requirement on the basis of his
performance on the job. The process of performance appraisals consists of

a. Setting standards for performance

b. Communicating the standards to the employee
c. Measuring the performance

d. Comparing the actual with the standard set

ii.  Potential appraisal:-Potential appraisal is used for providing necessary data which
helps in preparing career plans for individuals. It aims at development of hidden
abilities of the individuals. The objective is to develop employees, generating
more skills and capabilities to perform new roles and responsibilities when the
organization expands or diversify. Through potential appraisal aa good match is
ensured between the employees and the job.

iili.  Council and Monitoring: Counseling serves several purposes in any organization.
It helps in strengthening the superior and subordinate relationship. Performance
counseling means the help given by a superior to his subordinate in improving
latter’s performance and also help the employees in designing action plans for
their overall development and acquiring greater competencies

Iv.  Training: The success of HRD programmme depends on the quality of training
programme. Training is an investment in the HRD process which is beneficial in
the short run as well as in the long run. Training is aimed at sharpening the skills,
concepts and attitudes for bringing effectiveness in employees. The ultimate
objective of the training is to improve efficiency, productivity and administrative
effectiveness.

v.  Career Planning:- Organization need to devise, develop and implement several
initiatives in order to develop their employee’s career. It is the planning of one’s
career and implementation of career plans by means of education, training, job
search and acquisition of work experiences. Career planning is continuous process
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Vi.

Vii.

viil.

of developing human resources for achieving optimum result. The major focus of
career planning should be on assisting the employees in achieving g better match
between personal goals and the opportunities that are realistically available in the
organization.

Role Analysis:-Jobs have to be analyzed for proper planning of work which is
necessary for improving the efficiency. Such an analysis is known as job analysis.
Job Analysis is process by which jobs, duties, responsibilities are defined and
information of various factors related to jobs are collected and compiled to
determine the working conditions, nature of the work, qualities of the person to be
employed on the job, position of the job, opportunities available and authorities
and privileges to be given on the job etc. A comprehensive job analysis is an
essential ingredient in designing sound human resource programme

Job rotation: Job rotation means the shifting of an employee from one job to
another with- in working group so that there is some variety and relief from the
boredom of routine. The aim of job rotation is broaden the knowledge, skills and
work experience of the employee and turn specialists into generalist. By job
rotation ,the employees are becomes more flexible and also beneficial for the
management gets employee who can perform a variety of tasks to meet the
contingencies

Quality Circle: A quality circle is small group of employees doing similar or
related work who meet regularly to identify, analyze and solve product-quality
problem and to improve general operations. The objective of the quality circle is
to improve supervisory skills of the employee like leadership, interpersonal and
conflict resolution .The quality circles are relatively autonomous units( ideally
about 10 workers) , usually led by a supervisor or a senior worker and the
organized as work units. The workers who have shared area of responsibility,
meet periodically to discuss, analyze and propose solutions to the ongoing
problems

Quality of Working Life:-The quality of the worker’s conditions both working and
living, influences the worker’s satisfaction and job satisfaction to large extent. The
HRD system takes care of employee health and well-being of their families by
providing them with better working and living conditions which generally
promote a healthy atmosphere of development and motivation among employees.
Reward System:-The significant task of HRD is to reward employee performance
over and above their normal wages and salaries. To develop a loyal and motivated
workforce, companies of all sizes must create competitive compensation and
benefit package. A Competitive Compensation and benefit package is the key to a
company’s ability to attract and retain top talent. The organizations also reward
the efficient employee for their work which may be termed as incentives. It will
lead to better utilization of human resources at all levels which is the cheapest,
quickest and surest means of increasing productivity.
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Xi.

Xii.

Organization Development:-OD is a planned change strategy which aimed at
introducing suitable interventions to enable them to respond to their internal and
external environment in a proactive manner. OD exercises include team building
programme, interpersonal sensitivity, role clarity, management by objective and
stress management.

Human Resource Planning:-It is the process aimed at ensuring that the
organization will adequate number of qualified persons available at proper time,
performing jobs which would meet the needs of the organization and also provide
satisfaction to the employees.

1.9 PROCESS OF HRD

For the development of human resource, management has to put sincere efforts. These efforts
are to be put step by step. Like other activities, in HRD also a set of activities are required to
be performed in sequence. Therefore, HRD can be called process. The set of activities; need
assessment, designing HRD programme and evaluation are to be performed in a
chronological sequence. The objectives of HRD process are to find out needs for HRD, create
good organizational climate for learning, creating interest in workers to learn and to improve
skills, knowledge , attitude, aptitude and competencies of workers to fill the competency gap.

Steps involved in HRD process:-

1) HRD needs identification or assessment

2) Designing of HRD programme

3) Delivery or implementation of HRD programme
4) Evaluation of HRD programme

1. HRD need Identification or Assessment:-Need assessment is a process by which

needs of an organization are identified. Examination of organization, its working
environment, jobs, employees and organization performance and market share is
done for the purpose of identification of need assessment. These information can
be used to identify the gap in knowledge, type of training required to fill up the
gap. There might exist a gap between required and existing level of knowledge
and skill. This gap may be due to changes in technology. Intense competition,
changed legal system and diversified nature of the business. The objective of the
need assessment is to identify the areas and knowledge and skill actually required
for task performance effectively and efficiently to provide competitive edge to
organization competitive situation prevailing in the market. Need assessment can
be carried at the individual level, task level and organizational level. Different
types of needs are identified. All needs can not be fulfilled. The priority must be
decided on the basis of return on investment and effect on individual and
organizational performance. The important needs will be fulfilled first. It will
ensure optimum utilization of available limited resources.
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2.

Designing of HRD programme: The main objective of organization is to design

a suitable HRD programme for people to improve their skill and knowledge so

that they can perform better and provide competitive edge over competitors to the

company. The designed programme should fulfill the objective of HRD process. It

is very tough task to design HRD programme. While designing HRD, a lot of

discussion with the experts and top management and employees is required. A

proper designed programme can contribute in effectiveness of HRD efforts

otherwise it will be useless. Special care is to be taken for designing it. Need

assessment will provide inputs for designing the HRD programme. The HRD

programme will include the following activities:-
a. Setting objective of programme

Selection of source of trainer

Development of lesson plan

Selection of training method

Material preparation

Preparation of schedule for programme
g. Registration and enrollment for programme

Delivery or implementation HRD programme:- The next step in HRD process

is implementation of HRD programme. In this step whatever is designed and

planned is put in action. It is very significant function of HRD manager and has to

be executed effectively for effective performance of whole process. The

responsibilities will lie on trainer or HRD manager. It will include the following

activities.
Arrangement of facilities:-Training facilities are to be planned. If it is on job
training method then study, writing materials, notice-board, communication
facilities, computer facilities etc. are required as per the needs of the training
method. If the training method is a classroom method then arrangement space,
furniture, training and equipment like power point projector, overheard
projector, slide projector, notice and keyboards etc. are to be arranged.
Arrangement of working conditions:-The physical environment for conducting
training should be conducive because it affects the comfort and output of the
trainer and trainee. Under poor working conditions better comforts, interests in
learning and results can not be expected. Good working condition facilitates
the learning process comfortable.
Coordination of training activities:- In implementation of training programme,
the last step is very important. It will include the activities regarding collection
of copies of designed programme, study materials, syllabus announcement of
programme, scheduling, informing trainers and trainees regarding date, time
and place of training, distribution of required materials to the trainees and
supervising when programme is conducted. If there is any change that has to
be informed to all the concerned parties. It should be ensured that there should
not be any communication gap relating to training activities.

- D o0 o
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4. Evaluation of HRD programme:-In evaluation of HRD programme information
can be collected from the concerned parties involved regarding its programme,
syllabus ,study materials, facilities made available, trainer skills and behavior,
interests of trainers, schedule of conducting training, interests of trainees, benefits
to the trainees and other relevant information. During evaluation, If the HRD
programme is not working properly, then it is modified as per requirement. The
benefits of the evaluation can be judged from the following advantages:-

i.  Information are collected what is happening and it discloses the facts

ii.  Identifies the problem faced during training programme

iili.  Assess the cost involved in conducting training programme

iv.  Find out who is benefited or at least from the programme

v.  Find out the participant’s contribution in the programme

vi.  Assess the benefits to the organization as a whole and its effectiveness
vii.  Tries to find out the discrepancies in the programme and suggest remedial

actions to make the programme more effective for future

1.10 HRD OUTCOME VARIABLES

The following are HRD Outcome Variables;

i.  More competent people
ii.  Better developed roles
iii.  Higher work commitment and job involvement
iv.  More problem solving
v.  Better utilization of human resources
vi.  Higher job satisfaction and work motivation
vii.  Better generation of internal resources
viii.  Organizational health
ix.  More team work, synergy and respect in each other

Organizational Effective dimensions:-

e Higher productivity

e Growth and diversification
e Cost reduction

e More profits

e Better image

1.11 THE RELATIONSHIP BETWEEN HRD MECHANISM
AND HRD PROCESSES

The relationship between HRD mechanism and HRD process is explained below:-
i.  HRD mechanism are significant instruments for bringing and strengthen the
development process and culture and achieving HRD outcome
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HRD mechanism and subsystem should be designed keeping in view The HRD
process and culture

It should be ensured that top management should give full support to HRD

The periodic review of The HRD mechanism should be conducted for updating

Some times HRD processes and culture remain in a slow moving process and may
take years to establish despite sincere efforts.

1.12 APPROACHES TO HRD

The main approaches followed by the Indian companies are as :-

People oriented approach

Reciprocal approach

Selective approach

People Oriented Approach:-The focus of the management is on the development of
ability, skills, competency, knowledge and capability of the employees. For this
purpose, many Indian companies created a favorable working environment of
openness, mutual understanding, trust, cooperation and team spirit was created. The
personnel Policies like recruitment, selection, training, promotion, welfare, discipline,
retirement etc were prepared in keeping in view the interests of the employees and
their family members. Management took initiatives to maintain good personal and
industrial relationship with in the company. This approach was adopted by public and
private sector units. This approach developed good faith of the employee in the
organization. The main features of such organization are :-

a. Top level executive develop a team of loyalists and issues are
discussed with them privately. They are treated like family
members

b. Leaders are active in building relationship with the employees
at the formal as well informal

c. Top executive are given freedom to take decisions
independently. They are given high degree of autonomy in the
management of the business of the organization

d. The welfare facilities beyond legal requirements are also
provided for the wellbeing of the employees and family
members

e. HRD philosophy and practices and matching properly to meet
the requirements of present business environment

Reciprocal Approach:-This approach is a mix of business and individual interest.
Under present business environment management realized that it is difficult to stay in
the competitive situation in the business and sustain organizational performance
without development of the employees. The growth of the organization is possible
through growth of individuals and HRD is assumed significant for the growth of the
organization. The main aim of the HRD programme is the growth of individual as a
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total human being. It is aimed at development of the total capability of the person and
not only skill required for particular job. The HRD programmes links individual and
the organization development together.

Selective Approach:- The main objectives of the programmes can be selective
depending upon the situation. It is mainly to meet the requirement of the situation.
This approach has been followed by a very few organizations in the past.

1.13 CHALLENGES OF HRD

External environment is dynamic and social, economic, technological, competitive,
government legislation are changing. These changes have a greater impact on the survival of
the organization. These changes pose a major challenge to the human resource management.
The human resource function has to make a proactive and creative response to the challenges.
Some of these challenges are explained under three broad groups are:-

Organization level
Work place
Human Resource Department Level

Challenges At the Organization Level:
a. Integration of individual objectives with corporate objectives
How to attain global competitiveness
Task of keeping the organization dynamic and productive
Integration of change and development techniques
Handling of diversified workforce
Creation of learning environment in the organization
Motivation to executives in case of reduced promotional opportunities
Elimination of skill gap created to changes in technology
. Development of an organization culture
Challenges at Workplace:-
As the workers are working in the organization with different machines, equipment,
facilities etc. The following challenges are faced due to rapid changes in the methods,
system and technology:-
a. Adapting technological changes
b. Challenge related to conflict among workers
c. Challenges related to grievance
d. Challenges of satisfying their social-psychological needs
e. Improvement in effective management
Challenges at Human Resource Department Level:-
i.  Challenge to develop human resource strategies in line with organizational
goals. The development of the strategies should be based on the information
generated by environment scanning

S@ o oo o
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There must be a focus on process orientation involving development of less
formal processes that the line executives can use in managing people
effectively.

Challenge of development of personnel policies. The objective of the
formulation of such policies which will the involvement of the human
resource system to fulfill the growth and development needs of the employees
in the organization. These policies should also meet the requirements of the
short term goals of organizational and of long term perspective.

1.14 ESSENTIAL CONDITIONS FOR HRD

Human resource development is a systematic and planned activity that is managed by HRD
executive. This contributes in development of skills, knowledge, capability, attitude,
competency of human resource of the organization. HRD function focus is to bridge the gap
between the existing and presently required competencies. It can not work in isolation but
many factors are responsible for the effective working of HRD activities. Following are the
essential conditions to plan and make HRD efforts successful:-

Positive Attitude:-The most important condition is that the persons who are
involved in HRD efforts should have positive attitude. Because without
positive attitude, the concerned person will make the efforts halfhearted and he
will also not take the interest in learning. It will be just wastage of time,
resources.

Willingness to learn:- The person should be interested in learning more skills
and getting knowledge. If the employees are willing to learn new things, learns
and then they will use it in their working. It will enhance the productivity of
the individual as well of the organization.

Favorable Working conditions and culture:-positive attitude and
willingness to learn make the situation easier for the individuals and motivate
them to go for learning. The employees are motivated and induced through
better facilities, counseling, career development and other favorable policies.
As favorable environment provide all the required facilities, it will create
desire in the employees to learn new skills and competencies.

Support of Top Management:-The support of the top management is
required for making the HRD process successful. If top management is
interested then only resources will be allocated and facilities will be provided.
Hence the involvement of top management is very essential for HRD efforts.
Support of Trade Unions:- Trade unions are group of workers and their
objective is to protect the interests of the workers. Trade union leaders must be
aware of the benefits to the employees of HRD efforts. The leaders of the
union must convince employees to get involved in HRD activities. | f union
support the decisions of top management then only the resistance of the
employees will be avoided
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Skills of Trainer:-The organization must provide a well-trained trainer with
positive attitude, proper communication skills and knowledge of the job to
make the HRD efforts successful.

Evaluation:-Evaluation of the HRD efforts must be done periodically. Then
only the effectiveness of HRD can be measured. Suitable remedial action can
be taken for removing the deficiencies. Without evaluation, it is not possible to
know the shortcoming of the HRD efforts.

Check Your Progress-A

Q1. Choose the correct alternative.

iv.

The need for HRD is felt by every organization that is interested in the following
objectives to be achieved :

a)
b)
c)
d)
e)

To sharpen the competencies of the employees
For growth

Improving the system and process

Proper utilization of the human capital

All of the above

Need Assessment can be carried out at the following level:-

a)
b)
c)
d)
e)

Task level analysis

An individual level analysis
An organization level analysis
None of these

All of the above

The mechanism or instruments mainly used for HRD for development of employee
competencies, motivation and level of commitments towards accomplishment of the
organizational objectives:-

a)
b)
c)
d)

€)

Manpower planning, recruitment and selection

Training and development, promotion and transfer

Performance appraisal, promotion and transfer

Welfare, reward, counselling, participation, quality circle and quality of work
life

All of the above

A variety of HRD practices were adopted across the world and even in India also. The
main approaches followed by Indian companies are identified as :

a) Reciprocal approach
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b) Selective approach
c) People oriented approach
d) All of the above

1.15 ROLE OF HRD MANAGER/IMPORTANCE OF HRM

The importance of Human resource Management /HRD manager has also increased due to
the following reasons:-

» Globalization

» Enactment of new or amendment of existing Labour legislations

> Development of knowledge of employees and research activities relating to
human resources

Shortage of trained HRD managers at senior level to provide on the job training
Rapidly Changing technology creating skill gap among employees

Changing role of trade unions in present time

Increasing expectation of employees from organization

Competitive demands of the employees

Education at the national and regional level are not in a position to meet the
requirements of industries

YVVVYVVY

1.16 HUMAN RESOURCE DEVELOPMENT CLIMATE

Climate is the atmosphere in which person work, support, decide, reward, restrict and find out
about others. The “Climate” represents internal environment that conditions the quality of
organization, team spirit, commitment and dedication of the persons who are working in the
organization. It affects the efficiency and productivity of the employees. Climate also
influences the morale and attitude of the people work towards work and the organization as
whole.HRD climate plays an important role in development of skill, abilities, and
competencies of employees.

Features of HRD climate:-

Treating the people as the most valuable resource at all levels in an organization
Developing the competencies of employees

Employees are willing to change and ready to acquire new skills and competencies
Open communication and mutual discussion

Motivating employees to take initiatives and risks

Climate of trust

Cooperation and team spirit

No favor and no fear tendency

Favorable personnel polices
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e Healthy Human resource development practices

Factors Contributing to HRD climate
Following factors are considered as contributing to HRD climate:-

i.  Philosophy and style of top management:-The belief of top management in giving
environment of open communication, open mind, encouraging employees in giving
suggestions, having faith in the ability of their employees and supporting their
participation in management process are contributing to develop positive HRD
climate.

ii.  Personnel policies:- Personnel policies are such which favor the employees and meet
their expectation. It will not face any resistance from the employees. The problems
like strikes, slow work practices, gheraoes, dharna etc. are avoided. It will create HRD
climate

iii.  HRD mechanism:- In large organization many mechanism like counseling, feedback,
welfare, appraisal, training ,reward and career development etc. are used for
developing HRD climate.

iv.  Attitude of personnel staff:-The positive and favorable attitude of the employee help
in setting HRD climate. The employees will be in position to manage the development
activities and get benefit from it. But if the attitude of the employees is negative, HRD
climate will be disturbing.

v. Commitment of line managers:-It is very important to have commitment of line
manager for the development of the employees. If the line manager devotes his free
time for the subordinate, it will have positive impact in creation and development of
HRD climate.

1.17 SUMMARY

Human Resource Development is concerned with expansion of human capital within the
organization through the development of both the organization and the individual to achieve
performance improvement. Human Resource development is the integrated use of training.
Organization and career development efforts to improve individual, group and organizational
effectiveness.HRD emphasizes on developing key competencies through planned learning
activities in individuals to perform current and future jobs in better way and HRD also
ensures a match between individual and organization needs

The objective of HRD is to provide a detailed framework for providing opportunities for
learning, developing the capabilities and focusing on over all development. HRD is very
much needed for the survival and growth of organization in the cut throat competition. HRD
plays a significant role in making the organization dynamic, successful and facilitates the
growth by sharpening the capabilities of the employees.

The relationship between HRD mechanism and HRD process is explained below:-
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i.  HRD mechanism are significant instruments for bringing and strengthen the
development process and culture and achieving HRD outcome
ii.  HRD mechanism and subsystem should be designed keeping in view The HRD
process and culture
iii. It should be ensured that top management should give full support to HRD
Iv.  The periodic review of The HRD mechanism should be conducted for updating

The main approaches followed by the Indian companies are: People oriented, Reciprocal and
selective.

External environment is dynamic and social, economic, technological, competitive,
government legislation are changing. These changes have a greater impact on the survival of
the organization. These changes pose a major challenge to the human resource management.
The human resource function has to make a proactive and creative response to the challenges.
Some of these challenges are explained under three broad groups are:-

I.  Organization level
ii.  Work place
iii.  Human Resource Department Level
HRD climate plays an important role in development of skill, abilities, and competencies of
employees.

|
<>
S
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55‘ 1.18 GLOSSARY

Approach: A way of dealing with something.

Attitude: The way that you think or behave.
Capabilities: The power or ability to do something.
Challenges: Something new and difficult that forces one to make e a lot of efforts.

Competencies: Competencies are the knowledge, skill and other requirement that
are needed for someone to perform a job successfully.

Conductive Climate: Providing the right conditions for something to happen or
exist

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

Process: A process is a set of activities that interact to produce a result.

Proactive: Proactive behaviour involves acting in advance of a future situation,
rather than just reacting.
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Training: The process of learning the skill for doing a particular activity or job.

Y |1.19 ANSWERS TO CHECK YOUR PROGRESS

Check Your Progress —A

Answers
. (e
i. (e)
ii.  (e)
iv. (d)

p

e 1.20 REFERENCES

e Ram Kumar Balyan, Suman Balyan, Human Resource Development ( Text
and Cases), Himalaya Publishing House, First edition, 2012

e Geeta Bansal, Human Resource Development in Theory and Practice, Kalyani
Publishers,Edition,2014

e Shashi K. Gupta, Rozy Joshi, Human Resource Management Text and
Cases,Kalyani Publishers Seventh Edition 2016

e T.V Rao, HRD Audit, Response Books ( A Division of Sage Publication).
Edition ,1999

e T.N. Chhabra, Human Resource Management Concepts and Issues, Fifth
edition, Reprint (2011)

e —
Unit 1 An Introduction to Human Resource Development Page 18 of 319



MS 302 Human Resource Development Uttarakhand Open University

1.21 SUGGESTED READINGS

1. Ram Kumar Balyan, Suman Balyan, Human Resource Development (
Text and Cases), Himalaya Publishing House, First edition, 2012

2.  Geeta Bansal, Human Resource Development in Theory and Practice,
Kalyani Publishers,Edition,2014

3. Shashi K. Gupta, Rozy Joshi, Human Resource Management Text and
Cases,Kalyani Publishers Seventh Edition 2016

4.  T.V Rao, HRD Audit, Response Books ( A Division of Sage Publication).
Edition ,1999

5. T.N. Chhabra, Human Resource Management Concepts and Issues, Fifth
edition, Reprint (2011)

6. Pattanayak — Human Resource Management — PHI

7. Manpower Planning and Development —Excel Publisher.

8.  Kandula — Strategic Human Resource Development — PHI.

9.  Arthur, M Career Theory Handbook Englewood cliff, Prentice Hall Inc
1991

10. Belkaoui, A R and Belkaoui, J M Human Resource Valuation; A Guide to
Strategies and Techniques Greenwood, Quorum Books, 1995

11. Dale, B Total Quality and Human Resources ; An Executive Guide,
Oxford, Blackwell 1992

12.  Greenhaus, J H Carrer Management, New York, Dryden, 1987

13. Thomson, R and Mabey, C, Developing Human Resources, Oxford,
Buffterworth — Heinemann 1994

Websites

14.  https://www.managementstudy.com

15.  https://www.thebalancecarreers.com

16. https://www.gargshashi.com

17. Kalyan city blog, Manoj Patil & Gaurav Akrani

?? 1.22 TERMINAL QUESTIONS

QL. Define HRD. Explain its nature and significance.

Q2. Discuss the essential conditions for effective HRD activities.
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Q3. Explain the HRD mechanism in detail.
Q4. Discuss the steps of the process of HRD.

1.23 CASE STUDY

Mr. A graduated from a reputed management institute in 2018. He joined his father’s
business which has 2 supervisors, 20 skilled workers and 30 semi skilled workers. He
suggested his father for conducting training programs for their developments. But his father
said A, | had a chance to observe your working with the staff for the past few days. Although
| hate to say but | must say something. You are just too nice to people. | know that your
institute has taught you human relation stuff and the importance of training. But these are just
theoretical things practically they do not have utility. Training is just wastage of resources
and they will learn new things and leave our organization. So better you deal with them as |
suggest.

Questions :

1. Make a brief summary of the problem.

If you were A, what would your reaction be to your father’s comment?

3. If you were at A’s place, how you will change the outlook for
employee of your father.

N
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UNIT 2 HUMAN RESOURCE DEVELOPMENT
SYSTEMS AND STRUCTURE
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2.7 HRD Mechanisms
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2.9 Summary
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2.12 Suggested Reading

2.13 Terminal and Model Questions

2.1 INTRODUCTION

In this unit you learnt about Human Resource Development is concerned with expansion of
human capital within the organization through the development of both the organization and
the individual to achieve performance improvement. Human Resource Development is
associated with expanding human capital within the organization to accomplish performance
improvement through the development of both the organization and the person.

2.2 OBJECTIVES

After reading this unit you will be able to understand about;

e System Approach to Human Resource Development
e Organization as a System.
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e Human Resource Development System.

2.3 MEANING OF HUMAN RESOURCE DEVELOPMENT

Historically, HRD has been referring to the development of human resources to boost
economic productivity for both the organization and the economy to grow. Human beings are
the most important and active variables of manufacturing out of all production factors. Other
production factors, such as capital, equipment, construction, plant and equipment, etc., stay
inactive and depend on human beings. Developing human resources is the integrated use of
training efforts in organization and career development to enhance the efficiency of
individuals, groups and organizations. HRD emphasizes the development of important
competencies to better perform present and future employment through scheduled learning
operations in people and HRD also guarantees that person and organizational needs are
matched. It has become hard for organizations to begin, survive, develop, stabilize and excel
their company performance with growing worldwide competition. They are under constant
pressure to quantitatively and qualitatively enhance their efficiency with cost-effectiveness.
To tackle this scenario, the various specialists proposed distinct operations, and leadership
acknowledged the growth of people's skills, coordination between people at distinct levels,
minimal cost of manufacturing, and productivity improvement. The human resource
management priorities have shifted from framing the laws, laws and standing order to
encouraging the factors producing motivation and minimizing the variables for maximum
capacity utilization. Human Resource Development can be described as a collection of
systematic and scheduled operations intended by an organization that offers its members the
possibilities and equipment to learn the required abilities and create abilities to carry out the
present employment and prepare them for the future role. According to Nadler and Wiggs, in
the real world of cost, quality, quantity, accuracy and timeliness, the ultimate goal of HRD
activities is "to make a difference.” As such, HRD operations do not decrease expenses,
enhance quality or quantity, or in any manner benefit the company. It is the on the job
applications of learning that ultimately can reduce the costs, improve the quality and so forth.

2.4 SYSTEM APPROACH

System meaning:

According to Cleland and King, "A structure can be described as an assembly or mixture of a
complicated or unitary whole. The subsystem is known as the components, components or
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complicated of techniques, plans and procedures. The system view of the organization gives a
complete picture of the organization as it considers the organization in its totality.

An organization as a scheme has the following characteristics:-

1. The system is aimed at goals accomplishing.

2. The whole of a scheme is more than the sun of all components.

3. A system is engaged in processing or transforming of inputs into outputs.

4. Different system parts are interrelated and interdependent.

5. A system acts upon the environment and is also acted upon by its environment.

1. A system acts upon the environment and is also acted upon by its environment.

(Output ]

4 )
*Goods and
Services

4 N\ ’
Inputs Environment
( o )
*The organiztion,

, \ employees and
*Human managerial
resources processes

«Raw material
\—] -Capit
BB T Feed back
«Infoormation
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Fig2.1 Organization as a system

2.5 ORGANIZATIONS AS A SYSTEM

A business organization is an open adaptive system as it influences and is influenced by the
external environment continuously. It receives inputs from the environment in the form of
raw materials, capital information, etc. and transforms them into output (i.e. goods and
services) which is supplied to the environment. In order to carry operations effectively it
creates different subsystems. The important sub system of a business firm is:-

1.

ok wnN

Human resource system---dealing with the human resources

Production System----consisting of production function

Finance System-------
Marketing System----

dealing with finance function
looking after marketing function

Research and Development System-----monitoring the discovery of new ideas,

technology, methods, etc.
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Each sub-system has several additional sub-systems. For instance, human resources or staff
system (a company's subsystem) has the following sub-system:-

1. Employment

2. Training and development

3. Compensation

4. Maintenance or employee welfare and services
5. Personnel record and research

All of the subsystem must be properly integrated and closely coordinated to ensure that the
entire system functions as an integrated whole in achieving the goals the company has set for.

2.6 HUMAN RESOURCE DEVELOPMENT SYSTEM

Management of human resources can be seen as transforming staff (inputs) into productive
human resources (output). This method activates multiple sub-systems in studies such as jobs,
training and growth, compensation, maintenance, staff research, etc. These sub-systems work
within the framework of the setting supplied by other company sub-system (production,
finance, marketing, research and development, etc.) and the human resource system must
adapt to modifications in the organization's sub-systems. There are technological, economic
and political forces in the external setting. Therefore, to attain the goals of the human
resource system organization, it must be open and vibrant, including job quality, productivity,
willingness to alter.

INTERACTION BETWEEN EVIRONMENT, OTHER SUB-SYSTEMS AND HRM:

PRODUCTION

SYSTEM

HRM
SYSTEM

R&D EMPLYMENT
SYSTEM TRAINING
COMPENSATI

ON
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Fig2.2 Organization as a system

2.6.1 MODEL OF HUMAN RESOURCE MANAGEMENT:
The American Training and Development Study has created a HRM model that classifies
human resource development fields or sub-systems.

(a) Training

(b) Organization development
(c) Job design

(d) Human resource planning
(e) Selection and staffing

() Compensation

(g) Employee assistance.

(h) Labor relations.

These areas contribute to the human resource outputs which include:

1. Quality of work life.
2. Productivity.
3. Readiness for change.

These are the significant variables that every manager should take into account when
managing human resources.

2.7 HUMAN RESOURCE DEVELOPMENT MECHANISIM

Initiatives were taken in the government and private sector businesses to embrace HRD
schemes. They regard HRD as one of the most significant mechanisms for growth within the
organization, such as coaching, role assessment, performance assessment, prospective
assessment, etc. HRD for workers was in limited way took place in past years. The reasons
for slow HRD progress are:

a. Any effort for development of workers brings trade unions into focus.

b. Lack of cooperation between HRD and industrial relation in many organizations.
c. Unfavorable working climate in organizations.

d. Keeping HRD as issue out of reach of workers.

HRD MECHANISMS:

For managerial employees, HRD's primary mechanism is such as training, role assessment,
performance assessment, prospective assessment. This mechanism may be appropriate for
employee development. Workforce planning, recruitment, selection, training and growth,
promotion and transfer, performance assessment, future assessment, welfare and reward,
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counseling, participation, quality, quality of work life, assessment of roles, handling
grievances, redesign of jobs, change management.
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Fig2.3 HRD MECHANISMS:

These processes are not exhaustive, and staff can be developed in many distinct respects. All
these tools are related to the organization's staff policy. The processes used to develop
individuals with distinct capabilities operating at distinct rates are as follows:

2.7.1 HUMAN RESOURCE PLANNING

Human resources are an organization's most significant asset. Careful human resource
planning is essential because, unlike other company resources, they are tangible and live.
Engagement for long-term connection is always needed from both staff and employers. For
different individuals, HR scheduling implies different things. The general agreement,
however, exists as it has gained considerable significance owing to technological
modifications and qualified workforce scarcity. Replacement of manpower is not like
removing and replacing the damaged spare part. The organization nowadays needs
individuals with specific abilities, and HR should be aware of the need for the nature of
manpower in advance. HR planning is therefore a method whereby the demand for
organizational resources is maintained through intentional and systematic intervention in
order to mobilize sensible equilibrium with requirements.

Definition: To carry out the organization's integrated plan, it is the method of
determining the demands for resources and the means to meet those demands.

Need of Human Resource Planning:
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1. Determine the amount of people to be employed at a new location-if the
organization exceeds the size of its workforce it will carry excess or unused
personnel. Alternatively, if contrary misjudgment is made, employees may be
overestimated, making it difficult to attain the manufacturing or service targets at
the anticipated quality level. The questions normally asked are:

a. How can output be improved?

b. What techniques can be used to establish workforce requirements?

c. Have more flexible work arrangements been considered?

d. How the needed staff is to be acquired?

2. Retaining extremely qualified employees must be well trained in order to
comprehend and realize the turnover pattern that is required.

* Monitor the turnover of employees.

* Find out the reasons for this.

* Establish the organization's cost.

» Comparison of loss rates with other organizations comparable.

Management may be unaware of how many good-quality employees are being lost
without this knowledge. This will cost the organization directly through the
separation, induction bill, but also through long-term capacity loss.

3. Managing an efficient downsizing program is how to cut staff while
protecting the organization's long-term interests. In these matters, HR planning
enables by considering:

The kind of workforce at the end envisaged.

The advantages and disadvantages of paths.

How, during the rundown, the nature and extent of waste will alter.

Retraining and transfer utility.

e What recruitment rates may be suitable?

4. Where will executives come from next generation? This problem is disturbed by
many senior executives. Traditional career paths have been seen to vanish. From
elsewhere, they had to take senior employees. Comparing the present supply to this
amended demand will reveal surpluses and shortages that will allow the organization
to take such corrective action;

e Recruiting to meet a shortage of those with senior management potential.
e Allowing faster promotion to fill immediate gaps.

e Developing cross functional transfers for high fliers.

¢ Reducing staff numbers to remove blockages.

PROCESS OF HUMAN RESOURCE PLANNING:
1. Analysis of business goals and strategic plans.
2. Preparation of inventory of manpower.

3. Projection of manpower.
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4. Plans for manpower.
5. Programs of training and growth.

6. Employment planning assessment.

TYPES OF HUMAN RESOURCE PLANNING:
1. Short-term planning of human resources:
» Weak induction.
* The powerful holder.
* A vacancy unexpected.
2. Long-term planning of human resources:
* Projecting demands for manpower.
« Stocking current workforce.
* Selection and recruitment.

* Development of manpower.

SUGGESTIONS FOR MAKING HUMAN RESOURCE PLANNING EFFECTIVE:
1. Integration with plans for the organization.
2. Manpower planning period.
3. Sustaining top management.
4. Effective and reliable system of data.
5. Equilibrated strategy.
6. Operating executive’s involvement.

2.7.2 RECRUITMENT AND SELECTION

The purpose of personnel planning is to determine the number and type of persons. It is not
possible to recruit in isolation. It requires severe attention from leadership, because without
the talent to implement it, any business strategy will fail. Therefore, the recruitment approach
requires to be integrated with an organization's general business strategy.

DEFINITION OF RECRUITMENT-It is the method of looking for and promoting
potential staff to apply for employment in the organization.

RECRUITMENT NEEDS:

» Planned- the need resulting from organizational and pension modifications.
» Anticipated- are those staff movements that an organization can predict through
the study of inner and external trends.
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» Unforeseen- resignation, fatalities and accidents offer rise to unforeseen
requirements.

PROCESS OF RECRUITMENT-

>

This method starts when the staff department gets a recruitment request from any
business department.

Location and development of the necessary amount of sources and type of staff.
Identification of potential staff with the features needed.

Develop the methods to attract the applicants desired.

Use of candidate attraction methods.

The next step in the process is to attract as many as possible applicants and ask them
to apply for employment.

Evaluation of the recruitment process efficiency.

CONDITIONS OF GOOD RECRUITMENT POLICY:

® o0 T

1. It should be in accordance with the policies of general staff.

2. It should be sufficiently flexible to satisfy the organization's evolving
requirements.

3. It should provide work safety for staff.

4. It should incorporate the requirements of the organization and the employees.
5. It should match employee characteristics.

6. It should emphasize the need for job analysis to be established.

CONSTRAINTS AND CHALLENGES OF RECRUITMENT: In practice, the
best applicant can never be freely selected by any manager because different variables
affect such selection. Finding and selecting appropriate applicants for work openings
is not always simple, as due to several limitations, the appropriate applicants may not
have been encouraged to apply.

Image of the organization.
Unattractive job.

Internal policies of the organization.
Budgetary support.

Government interference.

SELECTION: It is vital to appoint appropriate individuals for different employment.
Selecting the incorrect applicant will result in the loss of time and money earned
during this phase. It also results in absenteeism and withdrawal.

DEFINITION OF SELECTION: It is the method in which job applicants are split
into two groups, those to be given a job and those not.

PROCEDURE SELECTION: It comprises of a sequence of techniques by which
extra data about the applicant is secured.
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Selection procedure essential: the selection procedure should be ready to suit the
requirements of the organization. If the following criteria are met, the operation will
be effective:

o There should be enough number of applicants from whom it is possible to
select the necessary amount of candidates.

o Some individual should be allocated the selection power.

o There should be some staffing standards that can be compared with potential
employees

SIGNIFICANCE OF PROCEDURE SELECTION:

= Acquisition of qualified employees.
= Reduction of training costs.
= Solution to staff issues.

SELECTION PROCESS:

1. Internal and external environment.
Reception.

Preliminary interview.
Blank application form.
Selection tests.

Selection interview.
Checking references.
Final selection.

. Physical examination.
10. Job offer.

11. Contract of employment.
12. Evaluation.

©oNe RN

2.7.3 TRAINING
Each organization requires the services of qualified individuals to systematically carry out
the operations. The rapidly evolving technological growth is making employee
knowledge obsolete. To deal with the requirements of employment, they involve
continuous training. They need to be given training after selecting staff. Recruiting
qualified individuals may not always be feasible. Separate departments are created for
employee development within the organization.

Definition: Training is an organized, systematic development of understanding,
abilities, attitudes that and person requires to perform a task or job properly.

Objectives of training:

e It enables to create fresh and old employees ' capacities and capacities by enhancing
their abilities and expertise for better professional, technical, sales or manufacturing
roles within the organization.

e It enables current staff in their current work tasks to improve their performance levels.
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The goal of coaching is not only to provide fresh expertise and work abilities, but also
to create an awareness of their responsibilities and obligations within them.
It seeks to make the organization more efficient and effective.

NEED AND IMPORTANCE OF TRAINING:

>

>

Increased productivity—helps to improve employee performance. Increased skills
and effectiveness lead to improved manufacturing amount and quality.

Higher morale employee-a qualified worker stems from his work happiness and job
satisfaction. When the performance is up to the mark, he feels pleased. This provides
him satisfaction with ego and safety at work.

Less oversight-less oversight will be needed for the qualified employee. For minute
information, he will not be dependent on the supervisor and may perform his job
accordingly.

Less waste-untrained employees may waste more materials, harm machines and
equipment and cause accidents, while qualified employees may understand the art of
machine operation.

Easy adaptability- fresh strategy to job will involve technological advances. The
techniques are undergoing a constant change. A qualified employee may alter more
than the untrained.

Reduced turnover and absenteeism — employment turnover and absenteeism are
primarily caused by work discontent. He will take a keen interest in the work when
the employee is correctly educated and can drive fulfillment. Training helps to reduce
the absence of work by enhancing job satisfaction.

BENEFITS OF TRAINING TO ORGANIZATION:

FEFEEFEEE

Improves the working-class morale.

Helps build a better picture of the company.
Fosters confidence and authenticity.
Improves relationships with labor leadership.
Aids to develop indoor promotion.

Helps staff to adapt to change.

Aids in conflict management.

STEPS IN SYSTEMATIC TRAINING PLAN:

Y

YV YV VYV
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Determining requirements for training.

Establishing policies on training.

Setting training goals and objectives.

Preparing the budge of training.

Decide on the place of training.

Decide on the methods and techniques to be used in training.
Determination of training assessment techniques.

TRAINING METHODS AND TECHNIQUES:
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A. ON THE JOB TRAINING.
B. OFF THE JOB TRAINING.

ON THE JOB TRAINING: It's the core and soul of all business and industry
training. It is sometimes referred to as store training and the most universal form of
growth of staff. This is a traditional technique intended to maximize learning while
enabling the employee to conduct his work under qualified worker oversight and
guidance. On the work training techniques there are several kinds of techniques that
are as follows:

1. Training for job instructions-this method was created during the Second World
War. It is designed to educate employees how to do their present employment. A
coach, supervisor or colleague can function as a coach. The steps are as follows:

» The trainee gets an overview of the job, its purposes and required results
with a clear focus on training significance.

» The trainer shows the task to offer a model to the worker to copy.

» The trainee shall then be told to copy the demonstration of trainers.

> Finally, without oversight, the worker does the work separately.

2. Coaching- On work coaching is an efficient strategy that is essential and
potential. It's kind of daily training and feedback from their direct supervisors to
staff. It includes going through the learning process. Coaching efficiency relies on
the coach's patience and communication skills. He must take into account:

» Explain suitable methods to do stuff.
» Make it clear why certain actions are being taken.
» Everyone correctly state the findings.
» Offer alternative possibilities.
» Provide recommendations whenever necessary.
> Follow up.
3. Mentoring- this is a distinct type of technique of practice. Here, the senior

individual assumes the obligation to train and groom the junior individual. A

mentor functions as a guide, professor, supporter, etc. A good mentor is required

Listen to him and comprehend him.

Challenge your intellect and boost the process of learning. ??

Coach. -

Build confidence in yourself. -

Provide wise advice.

Use examples to teach.

Act as a template. -

Experience shares. -

Promotion of offers.

4. Position rotation- involves an expansion of the organization's trainee
background. If the trainee rotates from one job to another periodically, he will
acquire a particular background. He gets a better feeling of the goals and interests

VVVVYVYYYVYYJZ
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of his own profession. Rotation enables trainees create relationships within the
organization with a big amount of people and promotes future departmental
collaboration. In order to obtain the highest outcomes from this technique, it
should be tailored to individual trainee requirements, capacities and not the
normal sequence all trainees undergo.

5. Apprenticeship-it can be traced back to medieval times when those who wished
to know trade abilities used to bind themselves under his guidance to master
craftsman learning by doing the job. In today's organization, apprenticeship
training is a structural method whereby by combining classroom directions and on
- the-job training, individuals become qualified employees.

6. Committee tasks-here, trainees are asked to carry out unique assignments and
solve real organizational issues. Sometimes a task force is developed that consists
of a number of trainees representing various organizational tasks. They also
comprehend the organization's personalities, problems, and procedures. Managers
should, however, know very well that commission tasks could become a notorious
waste of time.

B.OFF-JOB TRAINING METHODS: here, trainees have to leave their workplace
and devote full time to training. Methods as follows:
1. Vestibule training-a training center is set up here called the vestibule and the
actual working conditions are duplicated. Expert trainers are hired with the assistance
of equipment and machines that are identical to those used in the workplace to
provide instruction. This technique is used when big numbers of staff are required to
be trained rapidly as required as a consequence of companies or sectors expanding
their company operations, although it is useful as a preliminary to on - the-job
training.
2. Training in apprenticeship-this technique is the oldest and most frequently used
technique of training in industrial crafts, trades and technical fields. Trainees in the
training sectors are supplied with practical expertise and learning in this technique. In
India, this aim has been set up by government industrial training institutes. The
objective of this training is to create a comprehensive craftsman.
3. Classroom-training- which places the trainee in the classroom is the traditional
way of education. It occurs either within the organization or it may be universities,
schools or professional associations that are chosen externally. The primary objective
is to blend the guy away from his working setting, with males in comparable situation
to his own, and as a consequence bring about change in his attitude, able to look at
issues differently. This technique can be used to teach ideas and solve problems. It is
also helpful for training programs for orientation and security.

4. Practice training-a joint training program for internship training, academic

organizations and company companies. For the period outlined, selected applicants

conduct periodic trials. They also operate to gain practical understanding and abilities
in some plant or office. This technique helps to ensure healthy theory-practice
equilibrium.

Unit 2 An HRD Systems and Structure Page 33 of 319



MS 302 Human Resource Development Uttarakhand Open University

2.74.

5. Conferences-this is the preferred technique of practice. In their training programs,
many organizations have embraced guided debate form of meetings in order to escape
the restriction of the technique of reading. The respondents here pool their thoughts
and experiences to arrive at enhanced techniques of problem-solving. Conferences
may include buzz sessions that divide conferences into small group for intensive
discussion.

6. Playing the role- it is human interaction technique that includes realistic conduct in
imaginary circumstances. Playing a role includes doing, doing and practicing
activities. The trainee performs some characters ' part. A trainee can expand his
knowledge by playing roles by attempting distinct methods.

7. Programmed learning- programmed learning is a step-by-step learning method
consisting of:

a. presenting the trainees with issues, facts.

b. Allowing reacting to the trainee.

c. Feedback on the precision of the responses.

C. The training method was revolutionized by ELECTRONIC TRAINING-
computerized and internet-based instruments. It involves:

1. Audio-visuals

2. Training based on computers.

3. Support system for electronic efficiency

4. Learning based on the Internet and distance.

PERFORMANCE AND POTENTIAL APPRAISAL

once an employee has been chosen and trained to operate, management would like to
see how he is doing his job. It enables in evaluating employee efficiency and
evaluating the organization's recruitment and training techniques.

DEFINTION: Performance Appraisal is the systematic, regular and impartial rating
of the excellence of an employee in issues related to his current job and his potential
for a better job.

FEATURES OF PERFORMANCE APPRAISAL:

1. IT is a systematic process that involves assessing the strengths and weaknesses
of the employee.

2. It is a systematic description of the strengths of the employee in terms of
work.

3. The assessment is ongoing and ongoing.

4. It seeks to secure the data needed to achieve goals.

5. It can be either formal or casual.
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PROCESS OF PERFORMANCE APPRAISAL.:

_ Communicating Measuring actual
Establishing standards to employees. peformance.
standards.
Comparing Discussing Taking
actual with reports with corrective
standards. employees. action.

Fig 2.4 PROCESS OF PERFORMANCE APPRAISAL

METHODS OF PERFORMANCE APPRAISAL.:
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Traditional methods.
Confidential report.

Graphic scales.

Straight ranking.

Paired comparisons.

Grading system.

Group appraisal.

Free essay method.

Field review.

Work sample tests.

Modern methods.

Assessment Centre

Human resource accounting
Behaviorally anchored rating scales
Management by objectives

360 degree performance appraisal

ESSENTIALS OF AN EFFECTIVE APPRAISAL SYSTEM:

+ Mutual trust and trust-For an efficient scheme, an atmosphere of mutual trust
and trust is required. The issues must be discussed honestly by both the manager
and subordinate.
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+ Reliability-The top management needs to generate a climate of credible
assessment across the organization.

+ Validity assessments must meet the validity requirements by evaluating what they
are meant to measure.

+ Specific goals-the assessment should be intended for particular goals. The goals
should be timely, meaningful and open.

+ Standardization-forms of assessment, processes, technique administration,
ratings, etc. should be standardized as assessment choices impact all group staff.

+ Feedback-the findings of the evaluation should be communicated to the staff
instantly, especially when they are negative, so that they can attempt to enhance
their output.

+ Individual variations-Individual differences in the organization should be
correctly acknowledged when developing an assessment scheme.

+ Review and appeal-appeals against appraisals should be made to guarantee that
staff and their unions are trusted.

POTENTIAL APPRAISAL-a person's prospective relates to his unused skills. It is the
latent ability in future positions to fulfill greater commitments and duties. Employee
potential assessment is a very significant task for HR executives. It helps to determine an
employee's potential by:

» Present evaluation of performance —

> Analysis of personality characteristics. -

» Reanalysis of past performances. -

» Taking into account age and skills. -

» Consideration of previous experience and unused abilities and expertise.

2.7.5 CAREER PLANNING

A individual occupies a series of roles in an organization at distinct levels during his lifetime
is called a career. These aspirations are the guiding force for individuals. An individual with
certain expectations and ambitions joins an organization. In turn, organization offers staff
with assistance for their development through a conducive setting. HRD's main thrust in the
favorable setting is to bring about the change in organizational culture. Honesty, openness
and personal development, career and growth for all staff will be the primary areas.
Subsystems would guarantee individual growth and the growth of sense of engagement
through the conducive culture.

Planning for a career is a slow and participatory method. The career planning involves both
people and the organization. This career planning will assist staff plan their career within the
organizational demands according to their capacities. The entire process is further broken
down into two components:

a. Career planning- includes:
* Preparation of workforce stock at distinct rates in the organization.
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* Finding future manpower requirements through human resource planning at distinct
levels.

* Develop a career route for various kinds of staff.

* Preparing training and staff growth plans at distinct rates for staff of distinct
categories. * Employee advancement plan.

* Review planning and evaluate the plan's efficiency.

Career development includes:

* Supporting staff in the organization to evaluate their career requirements.

* Publishing career paths

» Matching organizational career possibilities.

2.7.6 PROMOTION AND TRANSFERS

Promotion and Transfers are the activities by which it is possible to make adjustments to the
size of a company's workforce to cope with changing situations. DEFINITION: a promotion
is an employee's transfer to a job that pays more cash or has a preferred position.

PURPOSES OF PROMOTION:

>
>
>

>

>
>

To place the worker in a situation where the business will have a larger valve.

To create an employee's competitive spirit and zeal for acquiring skills and expertise.
Develop inner employee sources that are prepared to take up employment at greater
organizational levels.

Develop self-development of employees and make them await their promotional
conditions.

Building employee allegiance and boosting their morale.

To reward staff who are dedicated, faithful and worthy.

PROMOTION BASES:

* Promotion based on seniority.

* Merit as a promotional grounds.

* Based on seniority cum merit

TRANSFER-the work allocation is changing. It includes transferring employees from
one job to another without any significant changes in their duties, responsibilities, etc.

Definition: Transfer is job change where fresh employment is significantly equivalent to
old in terms of pay, status and duties.

PURPOSES OF TRANSFER:

* To fulfill the demands of the organization.

* Comply with demands from staff.

* Ensuring better employee utilization.

» Making staff more versatile.
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» Workforce adjustment.
* Providing assistance to staff.
* Conflict reduction.

* Criminalizing staff.

2.7.7 WELFARE AND REWARDS

Employee welfare is the employer's attempt to create employees ' current working, living and
cultural circumstances beyond what is needed by law, sector customs and market conditions.
The wages paid to staff in the extremely inflationary economy are not sufficient to satisfy
day-to-day demands.

It is necessary to assist staff at this important juncture by offering them with multiple
services such as health, medical and education. Organization would benefit in the long
run in this manner. It is further split into:

» According to the Factories Act, 1948, statutory welfare measures such as water, shelter,
canteen, medical and storage.

* Voluntary measures such as transportation, housing, medical services, credit, recreation
and uniform equipment.

Management also uses reward as a instrument for the growth of human resources. Any
HRD effort aimed at improving employee performance must consider the appropriate
scheme of reward. Employees must be compensated and acknowledged for better results.
It is also important to pay attention to person and team benefits. In addition, the reward
system generates interest in gaining fresh skills. For the reward scheme, the following
should be regarded:

* Letter of appreciation.

» Additional wage increases.

* Rewards for an excellent job.
* Oral praise for staff in duties.
* Rewards for cash.

* Promotions.

2.7.8 COUNSELLING

It implies listening to employee issues and proposing measures to be taken to solve issues.
Guidance and solving their issues is a significant mechanism. Consulting sessions must be
performed at periodic intervals for advice and problem solving. It will be better if the
organization has trained counselors. Counselor must propose the alternative to the issue at the
earliest, as it would assist staff to be tension-free and to be happy with the work. It is
suggested that advice sessions should be performed at the organization's greater and lower
levels. The counseling session can even be expanded to employees ' private and family lives.

Unit 2 An HRD Systems and Structure Page 38 of 319



MS 302 Human Resource Development Uttarakhand Open University

2.7.9 PARTICIPATION

Participation of employees is an essential step towards industrial democracy. It is a vehicle
that we can use to achieve the industrial democracy's target. Management involvement of
workers improves productivity, efficiency, improved relationships. Participate in decision-
making in this worker and take the decision together. It can only be defined as
communication and consultation that keeps staff informed about the organization's affairs,
either formal or informal. There are distinct forms of involvement. These are job committees,
joint management board and wide-ranging presentation. In this respect, steps taken by the
government were regarded to be public coercion

2.7.10 QUALITY OF WORK LIFE AND QUALITY CIRCLE

It seeks to change the entire organizational environment by humanizing job, individualizing
organizations and altering the structure of structure and governance. It takes into account the
workers ' socio-psychological requirements. It aims to build such a culture of engagement to
work that will guarantee greater productivity and job satisfaction.

DEFINITION: QWL IS THE DEGREE to which organizational work adds to its
members ' material and psychological well-being.
QWL SCOPE:
Compensation. -
Health, safety and security.
Security for the job.
Designing a job — Social inclusion.
Social work significance.
Scope for improved career possibilities.

IMPROVING QWL TECHNIQUES:

VVVVVYY

> Flexible job schedules.
> Redesign of the job.
» Development opportunities.
» Autonomous working groups.
» Participation of the employee in leadership.
» Security for Job
> Fair justice.
QUALITY CIRCLE: in the workplace, it is a tiny group of individuals who
willingly carry out quality improvement operations. The individua