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Objectives:
e Gain knowledge about the Concepts, Principles and strategies of HRD
e Understand the strategic role and efficient use of human resources
e Acquire the skills of implementing Strategic HR aiming at higher practices; Acquiring
counseling skills.

Unit 1
HRD: Concept, Objectives, Approaches & Principles — Systems & strategies in HRD —
HRD Interventions: Organizational Goal setting process - Key Result Areas (KRA) and
Key Performance Indicators (KPI) - Performance Measurement Systems — Feedback
sessions - Coaching, Mentoring, Career planning, Career development, Reward system.

Unit 2
Approaches to Measuring Human Resources: Competitive Benchmarking, HR
Accounting, HR Auditing, HR Effectiveness Index, HR Key Indicators, HR Management
by Objectives.

Unit 3
Talent Development: Concept and importance - Training Need Analysis at Individual and
Organizational level: Designing and conducting Training programs - Types of Training:
On the Job and Off the Job Training- Coaching Apprentices, Job Rotation.

Unit 4
Training & Development: Methods - programmed instruction, role play, structured and
unstructured role plays, in-basket exercise, simulation, case study and sensitivity training.
Evaluation of Training Program. The Cost/Benefit Analysis of training- using the results
to improve training and development function. Improving training utility by following up
Training Action Plans. Balance Score Card.

Unit 5
Employee Empowerment: Concept, Definition & Objectives of employee empowerment
— Prerequisites — Types & benefits — Strategies - Ways to employee empowerment —
Employee Counselling; Counseling skills;Practice of Social Work Methods; Role of
Employee Counsellor in Organizations. Developing Positive Employee Relationship
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Unit 1

Concept of Human Resource Development (HRD)
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Human resources development refers to an organization’s focus on improving the knowledge,
ability, skills, and other talents of their employees. It is the integrated use of training,
organization, and career development efforts to improve individual, group, and organizational
effectiveness.

Human Resources Development (HRD) as a theory is a framework for the expansion of human
capital within an organization through the development of both the organization and the
individual to achieve performance improvement” or “HRD is a new systematic approach to
proactively deal with issues, related to individual employees and teams, and organizations and a
movement to develop organizational capability to manage change and challenge”

The active resource of an organization is the human resource. Other resources remain inactive
unless there are competent people to utilize the available resources for the production of goods
and services. A human brain has a limitless energy to think and act in a productive way. Hence,
competent and qualified human resource is a key factor of organizational success. In this regard,
the emergence of human resource development (HRD) plays a vital role in enhancing the
entrepreneurial skill of people.

Human Resource Development (HRD) is a process of developing skills, competencies,
knowledge, and attitudes of people in an organization. The people become human resource only
when they are competent to perform organizational activities. Therefore, HRD ensures that the
organization has such competent human resource to achieve its desired goals and objectives.
HRD imparts the required knowledge and skill in them through an effective arrangement of
training and development programs. HRD is an integral part of Human Resource Management
(HRM) which is more concerned with training and development, career planning and
development and the organization development. The organization has to understand the
dynamics of HR and attempt to cope with changing the situation in order to deploy its HR
effectively and efficiently. And HRD helps to reach this target.

Hence, HRD is a conscious and proactive approach applied by employers which seek to
capacitate employees through training and development to give their maximum to the
organization and to fully use their potential to develop themselves.

Human Resource Development Unit 1

2. HRD Concept * Human Resource Development is the part of human resource management
that specifically deals with training and development of the employees in the organization. °
Development of human resources is essential for any organization that would like to be dynamic
and growth-oriented. * HRD concept was first introduced by Leonard Nadler in 1969 in a
conference in US. “He defined HRD as those learning experience which are organized, for a
specific time, and designed to bring about the possibility of behavioral change”. ¢ The focus of
all aspects of Human Resource Development is on developing the most superior workforce so
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that the organization and individual employees can accomplish their work goals in service to
customers

HRD Definitions

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

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

The Concept of HRD

» Acquire or sharpen capabilities required to perform various functions associated with their
present or expected future roles; * Develop their general capabilities as individuals and discover
and exploit their own inner potentials for their own and/or organizational development purposes;
and * Develop an organizational culture in which supervisor-subordinate relationships, teamwork
and collaboration among sub-units are strong and contribute to the professional wellbeing,
motivation and pride of employees.

Difference between HRD and HRM

* The human resource management is mainly maintenance oriented whereas human resource
development is development oriented. ¢« Organization structure in case of human resources
management is independent whereas human resource development creates a structure, which is
inter-dependent and inter-related. * Human resource management mainly aims to improve the
efficiency of the employees whereas aims at the development of the employees as well as
organization as a whole. * Responsibility of human resource development is given to the
personnel/human resource management department and specifically to personnel manager
whereas responsibility of HRD is given to all managers at various levels of the organization. ¢
HRM motivates the employees by giving them monetary incentives or rewards whereas human
resource development stresses on motivating people by satisfying higher-order needs.

The need for HRD

* Growth oriented *« Employee capabilities must be used ¢ Use their initiative, take risks,
experiment, innovate ¢ Needs to adapt to the changing environment

HRD Functions

* 1. Employee training and development, * 2. Career planning and development, ¢ 3. Succession
planning, * 4. Performance appraisal, * 5. Employee’s participation in management, * 6. Quality
circles, * 7. Organization change and organization development.

Features of HRD
1. Systematic approach: 2. Continuous process: 3. Multi-disciplinary subject 4. All-pervasive 5.
Techniques:



Scope of HRD

* 1. Recruitment and selection of employees for meeting the present and future requirements of
an organization. * 2. Performance appraisal of the employees in order to understand their
capabilities and improving them through additional training. ¢ 3. Offering the employees’
performance counselling and performance interviews from the superiors. ¢ 4. Career planning
and development programme for the employees. ¢ 5. Development of employees through
succession planning.e 6. Workers’ participation and formation of quality circles. ¢« 7. Employee
learning through group dynamics and empowerment. ¢ 8. Learning through job rotation and job
enrichment. « 9. Learning through social and religious interactions and programmes. ¢ 10.
Development of employees through managerial and behavioral skills.

Objectives of HRD

* Develop human resource of the companycontinuously for better performance to
meetobjectives.e Provide opportunity for development ofdifferent level of employees.* suitable
need based training programse Prepare newly inducted staff to perform theirwork with high level
of competency andexcellence.e Meet social obligations of industry to contributetowards the
excellence of technical andmanagement education.e Assist the existing and potential customers
inthe better use of our equipments by trainingthe employees. Promote a culture of creativity,
innovation,human development, respect and dignity.* Achieve excellence in every aspect of
workinglife.» Create environment for the trainees conduciveto their character building.

HRD Goals ¢ Strategy ¢ Assessment ¢ Return on investment ¢ Technology

Challenges of HRD

» Rapid changes in Technology * Transnational suppliers and customers * Fierce competition °
Innovation for survival « World-class Quality-demand of customer « Mergers, Takeovers and
Acquisitions ¢ High product differentiation achieved by very low manufacturing costs e
extremely short lifecycles of products/services ¢ Quicker response to market

HRD Practices in Indian Industries « 1. HRD Departments * 2. Performance Appraisal ¢ 3.
Potential Appraisal ¢ 4. Feedback and Counseling ¢ 5. Training * 6. Career Planning And
Development « 7. Rewards ¢ 8. Organization Development ¢ 9. Human Resources Information
System

Sub systems of HRD

1. Performance Appraisal2. Potential Appraisal3. Career Planning and Development4.
Counseling5. Feedback6. Training and Development7. Organizational Development8. Rewards9.
Employees Welfare10.Quality of Work Life



Principle of Human Resource development

Principle of Development of Organizational Capability:

An ideal HRD system should be based on the principle of overall development of employees and
the organization as a whole. The capabilities include overall development of the work force in all
aspects, may it be technical, physical, psychological or moral development in an organized
manner.

Principle of Potential Maximization:

HRD system must enable their employees to identify their hidden potential and make them
competent enough to exploit their talent in an optimum manner so that they could contribute
their efforts in attaining organizational goals.

Principle of Autonomy Maximization:

Autonomy is the degree of independence given to employees at work so that they could be able
to tackle responsibility to some extent of what they are capable of handling. A proper HRD
system must provide certain level of autonomy to its employees enabling them of handling duties
on their own.

Principle of Maximum delegation:

Delegation of responsibilities means sharing responsibilities of authorities with subordinates so
that a cohesive and a congenial environment could be developed in an organization.

Principle of Participative Decision-making:

Participation of subordinates must be encouraged by top level managers in an ideal HRD system
to create a comfortable working atmosphere where workers are free to discuss their ideas and
always welcomed for suggestions.

Principle of Change Management:

Change is the only permanent thing in this universe but usually people resists change. To beat
the competition an organization and its human resource should be as much flexible in getting
itself adapt to the changing scenario of 21st century. A good HRD system must attempt to strike
a balance between the organizational culture and the changing culture.

Principle of Periodic Review:

Review and renewal of HRD functions like training and development, career planning and
development, performance and potential appraisal, counseling, etc. of employees should take
place regularly in an organization at certain periodic intervals.



APPROACHES TO HRD

1 Strategic HR framework approach [I Integrative framework [ Human capital appraisal
approach [1 PCMM approach [ integrated system approach [1 HRD score card approach

Strategic HR framework approach

1 Propounded by Ulrich and Lake (1990) [ Business strategy, organizational capabilities and
HRD practices are the main elements in this approach 1 Aims to leverage HRD practices to build
critical organizational capabilities that enable organization to achieve its goals [ Framework
offers specific tools and path to identify how an organization leverage its HR practices
Integrative framework approach

Propounded by Yeung and Berman (1997) wldentified 3 paths through which HRD practices can
contribute to business performance, they are [1Building organizational capabilities, [Jlmproving
employee satisfaction, [1Shaping customer and

1 This approach emphasis on focusing the entire human resource development system taking
into account the synergies existing among all human resource development practices

Human capital appraisal approach

1 Propounded by Friedman (1998) [ According to him, there are 5 stages in management of
human capital. They are: Clarification stage Assessment stage Design stage Implementation
stage Monitoring stagel] There are 5 areas of human capital management; Recruitment Retention
& Retirement Rewards & performance management career development, succession planning
and training Organizational structure and human capital enablers] Stages in managing human
capital is examined along with the areas of human capital management in order to ensure that
each of the area are fit to respective strategies

People Capability Maturity Model (PCMM)

1 Curtis and team (1995) developed this approach for software organizations [1 Aims to provide
guidance on how to improve the ability of software organizations to attract develop motivate
organize and retain the talent needed to steadily improve their software development capability [
PCMM states that organization improves people management practice through initial, repeatable,
defined, managed and optimizing levels of maturity (1 Each of maturity level comprises of
several Key Process Areas (KPA) that identify clusters of related work practices [1 When
performed collectively these Key Process Areas (KPAs) achieve a set of goals considered
important for enhancing work force capability

Integrated Systems approach

1 It envisaged separate HRD department for effective designing and implementation of Human
Resource Development Systems [ It views strategy as the starting point and focused on all
systems to achieve business goals and employee satisfaction [ It aimed at synergy, phased
evolution of HRD function and includes most of the elements of the Human Capital approach.
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HRD Score card Approach

"1 Propounded by Dr T V Rao (1999) [1 An HR scorecard attempts to provide a link between HR
operations and a company's business targets. [ The approach says that human resource
development interventions in order to make right business impact should be mature in terms of
human resource development systems, competencies, culture and business linkages 1 Managers
use an HR Scorecard to measure the HR function’s effectives and efficiency in producing
employee behavior which helps in achieving the company’s strategic goals.

HRD Strategies

“ HRD Strategies are a plan that defines how the human resources would be utilized through the
use of an integrated array of training, organizational development and career development efforts
to achieve individual, organizational objectives.”

Major HRD Strategies

Communications Strategy: In today’s changing scenario, it is essential to educate and train
employees about the change®

Accountability And Ownership Strategy: Employee’s accountability and ownership leads to
higher productivity and customer acceleration.

Quality Strategy: Quality needs to be fostered in the employees’through training and
development.

Cost Reduction Strategy: Every employee’s contribution in savings is crucial as small
contributions from each employee can be pooled by organizations to save substantial savings at
the end of a given period and enhance its competitive strategy.

EntrepreneurshipStrategy: Every employee needs to be an independent entrepreneur, who can
generate ideas and bring them to reality by using the existing resources and support of the org to
create innovative and creative products and services.

Culture Building strategy:Org’s valuing its employees have a sustainable competitive edge
overcompetitors because employees are highly charged, motivated andcommitment to the org.
Systematic Training Strategy:The planning and organization of formal on-job training andoff-
job training leads to improving vital employeecharacteristics, build and sustain appropriate work
cultureand brings in more professionalism in action

Learning Strategy:Continuous development and learning environments promoteself-
development of employees, of self and by self.

The following are the interventions for any organization which should be applied for Long
run.

Competency Mapping Exercise: Map the competencies for the entire organization. Use
participative process. Use facilitators to initiate the exercise. This intervention needs specialists
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in behavioral science. Ascertain the qualifications of the facilitator. The facilitator should have
skills in identifying knowledge attitudes, skills, and knowledge of competency mapping
techniques. The competency mapping by itself is a participative process. When mapped and the
competencies are used for organization wide interventions it becomes an OD intervention.
Competency mapping and designing competency based HR systems is one of the most ROI
giving interventions if taken to logical end. By virtue of its linkages with other HR systems it is a
whole system involving exercise.

Start from the top.

Top management should know the purpose and importance of CM. They should be involved in
setting the vision and strategic plan.

Use Behavioral science specialists and knowledge. Unless educationists trained in CM are used it
may be hijacked into other directions.

Use sequential approach. CM should start with diagnosis. What is lacking because of lack of role
directory, role clarity, team work, capability shortage, succession planning? What a right
diagnosis can help? Use participative approach. Develop internal resource. Explain the
importance of CM to all levels. Disengage after competency based HR systems one in place.

Use multiple interventions, workshops, seminars; interviews, task forces etc. conduct it for all
levels.

Demonstrate how it leads to organizational effectiveness and change. Link it with all other
systems — recruitment, induction, PMS Etc.

Leadership Development Programs (Using 360 Degree Feedback and climate Surveys) : A
number of organization use leadership development in-house based on the 360 Degree feedback.
The usual design is to start with a competency framework and develop a leadership and
managerial effectiveness tool. This tool is then used to get individual assessments made for the
top level, senior level and middle level executives. 360 Degree feedback profiles are prepared
based on the assessments of juniors, seniors, internal and external customers of the candidate
along with self assessment. The assessments are summarized and graphically presented to help
the candidate get an insight into his/her own behavior and leadership competencies. The profiles
are then given to the candidates individually and perhaps in a workshop form. The candidates are
then assisted to prepare action palms and make commitments to change. The level-wise (HOD,
General Manager, Vice-presidents etc.) or the group-wise trends of the feedback are shared and
development activities undertaken by the HR department. For example if most participants need
to be vision driven or systems driven then a series of programs to develop their vision or systems
orientation are made and a training intervention undertaken. Individual coaching also becomes
part of the intervention.
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Assessment and Development Centers : ADCs have begun as potential assessment tools. Over
a period of time they have acquired the potential as competency building tools. They are being
used for identifying high fliers, succession planning and promotion tools. Though they are tools
with limited purpose they can be used for larger purposes including culture change. However,
when they are used for larger purposes they should be used as culture building tools. Creating a
competency culture, high performance culture, leadership culture are some of the higher goals.
However they should be supplemented with other interventions like climate surveys, succession
planning etc. The limitations of ADCs as predictive tools should be explained. Organizations like
Aditya Birla Group in private sector in NTPC, HPCL etc. in public sector have used these
interventions to bring systematic changes. Most organizations however make the mistake of
frequently changing consultants. Maostly they bring Consultants for specific interventions and as
a result synergistic effect is lost. Some consultants are also shy of getting into long term
contracts to bring change. Short term interventions have better remuneration possibilities for
consultants but may have a limited impact.

Performance Appraisal Interventions: PMS is a great change tool. However most organization
treat it merely as a system to manage people or as a human resource management system than as
a change management system. The potential of this tool has been grossly underestimated and
attention paid to this and investments made on this are extremely small. The most important
investment it requires is a managerial time. The even this time is a mere 1% to 5% of each
manager’s time in a year to plan, review, and develop the performance, competencies and culture
of individuals, dyads, teams and the organization as a whole.

Understand the potential of PMS.

Examine the multiple objectives of PMS and choose the objectives that are manageable in a short
span and in the long run.

Use a participative approach. Get top management commitment. Help them to experience how it
helps them focus their work, plan time and maximize their impact.

PMS facilitator should be knowledgeable in behavioral sciences. The person should be process
sensitive, know goal setting, identify Key Performance Areas KPAs, difference between KPAs
& KRAs (Key result Areas), force field analysis, coaching, biases in ratings etc.

The interventions may include education program, training internal resource persons etc.

A good PMS can create new culture of transparency, integrity, and promote OCTAPACE values
mentioned earlier. The intervention should be system driven and should involve the whole
system.
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Organizational Goal Setting
Organizations cannot survive and flourish for a very long time without some basic goals. Goals
give an organization a purpose and direction to move towards the entire year.

Three Levels of Organizational Priorities

Purpose—a broad, general statement that tells why your organization exists; it usually doesn't
change from year to year and is often the first statement in your constitution.

Goals—statements describing what your organization wishes to accomplish, stemming from
your purpose. Goals are the ends toward which your efforts will be directed and often change
from term to term or year to year, depending on the nature of the group.
Objectives—descriptions of exactly what is to be done, derived from the goals. They are clear,
specific statements of measurable tasks that will be accomplished as steps toward reaching your
goals. They are short term and have deadlines.

Steps for Setting Goals
e Brainstorm goals as a group. (People support what they create, and will accept
responsibility more easily.)
e Choose from the brainstormed list those you want to attend to.
e Prioritize as a group.
e Determine objectives and plans of action for each goal. Be specific and include deadlines.
e Move into action. Follow through.
e Continually evaluate your progress.
e Be flexible; allow your objectives to change to meet your new circumstances.
Here's a tip that might help: Make your goals VISIBLE!!
e Post them.
e Give a copy to every member.
e Discuss them at meetings—put them on the agenda.
e Put them in newsletters and materials you send out.

Goal setting

It involves establishing specific, measurable, achievable, realistic and time-targeted (S.M.A.R.T
) goals. Work on the theory of goal-setting suggests that an effective tool for making progress is
to ensure that participants in a group with a common goal are clearly aware of what is expected
from them. S.M.A.R.T Goals specificmeasurableachievablerelevanttime-bound
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Goal Setting in the Big Picture
Organizational Mission Statement

Strategic Plan for Overall
Organizational Direction

Departmental Mission Statement

£ | Rz

Objective 1 Objective 2 Objective 3
o ~ e o ) e
Goal 1 Goal 2 Goal 1 Goal 2 Goal 1 Goal 2
Action Action Action Action Action Action
Plan 1 Plan 2 Plan 1 Plan 2 Plan 1 Plan 2

e KRAs is the set of activities on which performances are rated.*KRAS are key result areas
which are the main objectives of the employee in an organization.s key result areas or
KRAS refer to general areas of outcomes or outputs for which a role is responsible.e
KRAS are also known as key work outputs (KWOS).

e Process individual determine the KRAS of their roles: wthey list their main day to day
responsibilities/ activities.wthey review the answers to their “why” questions, looking for
common themes or areas.wfor each activity, they ask “why do i do this?”wthey identify
their KRA’S from these themes.wthey share their KRA’s, preferably with those they
report to, those they work along with, and those who report to them.

e KRA'’S prepared should be specific — KRA’s should be specific and should make sense.
Measurable — KRA’S should be measurable. Achievable — KRA’S framed should be
achievable. Related to job — KRA’S should be related to job. Time bound — KRA’S
framed should be defined for a specific period. s

e Remember to focus on why the jobexists and not on what the person does what we do?
(“1 fix machinery”) but why our job exists, which is the vital one (“i keep the plant
operating”’) what our job title is (“i’m an engineer”) focus : why our job exists

e KRA’S distribution .... 20% are shared 80% responsibiliticsKRA’S are 20% like |
helping team members. 80%of work role | image of the organization. | Activities good
for the organization. Most roles include 3 to 5 key result areas. Ifindividuals are
accountable for more than this, they may be overloaded

e VALUE- identifying kras helps individuals ¢ clarify their roles. * set goals and objectives.
» focus on results rather than activities. * align their roles to the organization’s business or
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strategic plan. e« prioritize their activities, and therefore improve their time/work
management * communicate their role’s purposes to others * make value-added decisions

e Implementation individuals :*develop specific goals and objectives, and plans to reach
them.s take control of their time/work management strategiess work with those they
report to, those they work along with, and those who report to them to identify their
KRA’S so all on a team have clarity regarding outputs.

e Scopee deliverables.e measurement matrix.» performance revisal.e acceptance.c KRA
really help to get hr thinking strategically.

KEY PERFORMANCE INDICATOR

1. What is KPITJ Definition of Key Performance Indicators - KPI‘ A set of quantifiable measures
that a company or industry uses to gauge or compare performance in terms of meeting their
strategic and operational goals. KPIs vary between companies and industries, depending on their
priorities or performance criteria. Also referred to as "key success indicators (KSI)".

2. Objectives of KPI» Improve personnel’s understanding of KPIs. + =+ Improve personnel’s
awareness of maintenance performance.

3. « KPIs are directly linked to the overall goals of the company.* KPIs are measurements that
define and track specific business goals and objectives. Key Success Key Performance Business
Indicators (KPIs) Factors (KSFs) Objectives Determine. Tracked by.

4.1] The larger or smaller organizational strategies require monitoring, improvement, and
evaluation.[] Once an organization has analyzed its mission, identified all its stakeholders, and
defined its goals, it needs a way to measure progress toward those goals.[] KPIs are utilized to
track or measure actual performance against key success factors.

5.+ Key Success Factors (KSFs) only change if there is a fundamental shift in business
objectives.e Key Performance Indicators (KPIs) change as objectives are met, or management
focus shifts.

6. Why Use KPI’s[] Performance effectiveness.[] For the accuracy, actual reflection of the
process, efficacy in delivering the outcome.[] The effects of a change can be monitored reliably,
repeatedly and accurately by KPI.

7.1 A KPI can be used to closely monitor the results of actions.[] Detect potential problems and
it can drive improvement.L] It is reasonable to use the KPI as a tool to improve ongoing process
performance.

8. Uses of KPILJ A key performance indicator (KPI) or performance indicator is used to measure
the performance.[] To make the decision making process easier.[] Key Performance Indicators
(KPIs) help organizations to understand how well they are performing in relation to their
strategic goals and objectives.

9.0 They are used by an organization to evaluate its success or the success of a particular
activity in the organization.[] To analyze the operational details of the organization.[J It helps to
focus on the facts clearly.[] Key performance indicators are used periodically assess the
performances of organizations, business units, and their division, departments and employees.

10. How to design KPI’s[] KPIs should be clearly linked to the strategy, i.e. the things that
matter the most..] KPIs have to provide the answers to our most important questions.[] KPIs
should be primarily designed to empower employees and provide them with the relevant
information to learn.
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