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Preface

A well groomed, updated and awarded employee is an asset to organisation and society as well.
The popularity of Human Resource Development is increasing day by day and has become widely
practiced character in industrial and business world. Employee skills and motivation are critical for
organisational success. This has always been true, yet the pace and volume of modern change is
drawing increased attention to the ways that Human Resource Development (HRD) activities can be
used to ensure that organisation members have what it takes to successfully meet their challenges.

Human Resource Development (HRD) is a very large field of practice and a relatively young
academic discipline. Furthermore, HRD is deeply concerned with developing and unleashing expertise
and with the dynamic issues of individual and organisational change. Such a profession requires a
complete and thoughtful foundational text.

This book is intended to serve the needs of both practitioners and academicians by adding clarity
to their professional journey. While the authors and contributors have personal preferences as to the
purpose and primary means of doing HRD work, the attempt has been to provide a fair review of the
range of major views that exist in the profession.

This book is directed to several audiences. First, it is designed for university courses in HRD. It
has been particularly focused for the Business Management students studying BBA, MBA, PGDBM
and M.Com. Second, HRD researchers will find the book a thought-provoking and useful guide to
core research issues. Third, it is written for reflective practitioners who actively seek to lead the field
as it grows and matures. Finally, almost every practitioner will find parts of the book that will add
depth to their practice. We firmly believe that if they do so, they will increase their effectiveness,
along with that of individual with whom they work and the organisations of which they are a part.

The twelve chapters of this book are organised into four parts. The First Part, Introduction to
Human Resource Development has two chapters, in which the first chapter explains the importance of
HRD, and the second chapter, Performance Management System and Development elucidates why
and how Performance Management System is base for HRD. The Second Part of this book Training
and Development comprises five chapters which give details about introduction of Training and
Development, Training Needs Assessment, Designing the Training Programmes, Conducting the
Training Programmes, and Evaluating Training Programmes which is an elaborate study of successful
Training and Development process, you can say the backbone of HRD. The Third Part of this book,
Individual and Organisation Development consists of three chapters, Career Planning and
Development, Individual Development, and Organisation Development concentrate on employee
career development, how to enhance Individual Development and how to get overall Organisation
Development. The Final Part, Emerging Trends in HRD is of two chapters, first, Human Resource
Accounting and Audit and second, Reengineering of Human Resources which explains the importance
of these current trends which are strengthening HRD in organisations.

The authors hope that the reader will not only gain a perspective of a key management discipline,
the HRD issues, but also be able to adopt and implement the various new practices to improve the
vital function in their organisations.
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PART I: INTRODUCTION TO HUMAN RESOURCE DEVELOPMENT

INTRODUCTION –
HUMAN RESOURCE DEVELOPMENT

Learning Objectives
● Define the concept of HRD
● Understand the scope and need of HRD
● Study the process of HRD
● Analyzing the frame work and functions of HRD
● Discuss the functions of HRD manager

Chapter Contents
1. Human Resource Development Definition
2. Difference between HRM and HRD
3. Objectives of Human Resource Development
4. HRD Functions
5. Human Resource Development – Concept
6. The Process of HRD Programme
7. HRD Systems
8. The HRD Structure
9. Role of HRD Manager

Human Resources is the comprehensive term representing all individuals who comprise
workforce in the organisation. Development of these Human resources is the main concern and
objective for organisations as well as government for achieving respective goals by overall
development of human resources.

The term Human Resources can be explained as “the total knowledge, skills, creative abilities,
talents and aptitudes of an organisation’s workforce, as well as the value, attitudes and beliefs of the
individuals involved.

Human resources is the scarcest and most crucial productive resource that creates the largest and
longest lasting advantage for an organisation. It resides in the knowledge, skills, and motivation of
people, is the least mobile of the four factors of production (Management, Machinery, Materials &

Chapter 1
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Money), and (under right conditions) learns and grows better with age and experience which no other
resource can.

1. HUMAN RESOURCE DEVELOPMENT DEFINITION
In simple words Human Resource Development is ensuring all the organisation members have

the skills or competencies to meet current and future job demands to achieve organisation goals.
Many people think that Human Resource Development is nothing but improving human

resources through training. But in reality HRD functions include – Performance appraisal, potential
appraisals, training and development, career development and organisational development, workers
participation in management and finally employee empowerment.

Human Resource Development is the medium that drives the process between training and
learning. Human Resource Development is not a defined object, but a series of organized processes,
“with a specific learning objective” (Nadler, 1984). Human Resources Development is the structure
that allows for individual development, potentially satisfying the organisation’s goals. The
development of the individual will benefit both the individual and the organisation.

2. DIFFERENCE BETWEEN HRM AND HRD
Human Resource Management is employing people, developing their resources, utilizing,

maintaining and compensating their services in tune with the job requirements and organisational
goals. It is continuous and never ending process.

Human Resource Development is the process of defining procedures that are used for monitoring
and improving the skills of an organisation’s employees. It is concerned with the development of
human resources, i.e., knowledge, capability, skill, potentialities and attaining and achieving employee
goals, including job satisfaction.

The vitality of human resources to a nation and to the industry depends upon the level of its
development. Organisations to be dynamic, growth-oriented and fast-changing should develop their
human resources. It is needless to say that the organisation possessing competent human resources
grow faster and can be dynamic, though the positive personnel policies and programmes motivate the
employees by their commitment and loyalty, these efforts cannot keep the organisation dynamic and
fast-changing. This typically includes annual reviews, development plans, and promotion and
incentive procedures.

The objective of Human Resource Development is to provide programmes which orient, train,
and develop the employees by improving the skills, knowledge, abilities, and competencies necessary
for individual and organisational efficiency and productivity as well as personal career growth.

While career development and job skills acquisition after employment are the joint responsibility
of the employee and the employing unit, the organisation is obligated to provide a programme of
training and development which improves organisational effectiveness and productivity by enhancing
the skills, knowledge, abilities, and competencies brought to the position by the employee and
necessary for work-related success, individual growth, and career development.

3. OBJECTIVES OF HUMAN RESOURCE DEVELOPMENT
Pareek and Rao elucidate the objectives of HRD as
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● To provide a comprehensive framework and methods for the development of human
resources in an organisation.

● To generate systematic information about human resources for purposes of manpower
planning, placement, succession planning and the like.

● To increase the capabilities of an organisation to recruit, retain and motivate talented
employees.

● To create a climate that enables every employee to discover, develop and use his or her
capabilities to the fullest extent in order to further both individual and organisational goals.

These HRD objectives explained by P. Subba Rao as
1. To prepare the employees to meet the present and changing future job requirements
2. To prevent employee obsolescence
3. To develop creative abilities and talents
4. To prepare employees for higher level jobs
5. To impart new entrants with basic HRD skills and knowledge
6. To aid total quality management
7. To promote individual and collective morale, a sense of responsibility, co-operative attitudes

and good relationships
8. To ensure smooth and efficient working of the organisation
9. To provide comprehensive framework for HRD

10. To enhance organisational capabilities
11. To create a climate that enables every employee to discover, develop and use his/her

capabilities to fuller extent in order to further both individual and organisational goals.

4. HRD FUNCTIONS
In common thinking HRD is equivalent to training and development. In reality HRD is building

competencies. Though training and development is an essential part of HRD, there are other functions
complete HRD which mentioned below to the objectives discussed above

The main function of HRD include
● Performance appraisal
● Employee training
● Executive Development
● Career Planning and Development
● Succession Planning and Development
● Organisation Development
● Involvement in workers’ Participation in Management

Here in coming chapters we are going to discuss elaborately about all these HRD functions.

5. HUMAN RESOURCE DEVELOPMENT – CONCEPT
In P. Subba Rao’s words “HRD mainly concerned with developing the skills, knowledge and

competencies and it is people-oriented concept”. He also focuses HRD from the organisational point
of view is a process in which the employees of an organisation are helped/motivated to acquire and
develop technical, managerial and behavioural knowledge, skills and abilities and mould the values,
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beliefs and attitudes necessary to perform present and future roles by realizing the highest human
potential with a view to contribute positively to the organisational, group, individual and social goals.

Human Resource Development Framework
In this dynamic market environment, to meet the demands, HRD in the organisation should be

effective and efficient. It will be possible when the employees should possess all the potentials to
perform present and future roles in organisations with dynamic environment. An effective and
efficient HRD should essentially have a strong base of human resources planning, recruitment and
selection based on HRD requirements.

1. Human resources planning should focus not only present and future jobs but also needs and
roles.

2. Recruitment and selection should fit for further development.
3. Human resources acquired should develop in terms of skills, knowledge, abilities values,

beliefs, and commitment to job and organisation.
4. Development should depend upon performance appraisal, potential appraisal, training,

management development, career planning and development, organisational development
and worker’s participation in management.

Human Resources Development is the framework that focuses on the organisations competencies
at the first stage, training, and then developing the employee, through education, to satisfy the
organisations long-term needs and the individuals’ career goals and employee value to their present
and future employers. Human Resources Development can be defined simply as developing the most
important section of any business its human resource by, “attaining or upgrading the skills and
attitudes of employees at all levels in order to maximise the effectiveness of the enterprise” (Kelly
2001). The people within an organisation are its human resource. Human Resources Development
from a business perspective is not entirely focused on the individual’s growth and development,
“development occurs to enhance the organisation’s value, not solely for individual improvement.
Individual education and development is a tool and a means to an end, not the end goal itself”.
(Elwood F. Holton II, James W. Trott Jr).

Scope of HRD
The scope of HRD is wider and deals with development of human resources for efficient

utilisation of these resources in order to achieve the individual, and organisational goals.
For individual employees, HRD is important as they can develop and build their capabilities,

which contributes to their professional and personal growth. For organisatin, HR encompasses all
development functions of HR, like performance management, potential appraisals, mentoring,
counseling, job rotation, career development and overall organisation develoment. HRD also enables
orgnaization to develop the appropriate culture of team work, collaboration, inter-personal
relationships, which helps employees to work with increased level of motivation and self pride.

Need for HRD
Nowadays businesses are existing under dynamic environment. Businesses are changing

continuously in terms of technology, products/services, customer needs, etc., Meeting these ever-
changing conditions demand human resources development.
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Changes in economic policies: Liberalisation, privitasion and globalisation posed threat to the
weak firms and created opportunites to the large firms in post 1991 era. To exploit these opportunities
organisations should ready with potential human resources.

Changing job requirement: Orgainzation dynamism brings changes in organisation design and
job design. The changes in job design bring changes in job description and job specicifications. These
changes demand HRD.

Need for multi-skilled human resource: The changing job design requires employees with
multi-skills so that they can do the better in all conditions.

Organisational viability and transformation process: If organisation does not adapt itself to
changing environmental factors, it will lose its market share. To adapt changes, organisation has to
develop human resources.

Technological advances: To catch the ongoing technological advances and survive in business,
human resources will be ecquipped with development programmes.

Organisational complexity: With the emergence of increased mechanisation and automation,
manufacturing of multiple products and rendering of services, organisations become complex.
Management of organisational complexity is possible through HRD.

Human relations: Most of the organisations today tend to adopt the human relations apporoach.
This in turn needs HRD.

6. THE PROCESS OF HRD PROGRAMME
The major steps in designing the HRD programmes are
1. Needs assessment: Stakeholders’ needs will be studied to find out the gap exist between

current condition and stakeholders needs and expectations. The sub-steps in this needs
assessment are

(a) Overall goals of organisation and HRD.
(b) Specification of current situation in terms organisation’s needs and gap that exists

responding those needs.
(c) Formulating HRD objectives.
(d) Devise the steps to be taken to achieve those objectives.

2. Feasibility: Assessing the validity of HRD strategy in terms of the best solution to the issues
identified through the needs assessment, the relevance of HRD programmes in terms of
long-term benefits(including economic and social) and sustainability.

3. Design: Designing the HRD strategy that will meet the needs of individual organisational
goals.

(a) Strategic intent: Derived from analysis of long term and strategic context and linked to
current and prospective HR needs, capacities and capabilities.

(b) Structure: Ensures an integrated approach to the formulation and development of
strategic HR policies and strategies and guarantees a coherent approach to their
implementation.

(c) Systems: Assures a consistant and integrated approach to planning, managing and
monitoring the HR resource.
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4. Implementation: Successfully implementing the HRD design to get best results.

The Process of HRD Programme

Needs Assessment
Identifying goals

Gap analysis

Formulating objectives

Steps to be taken to
achieve the goals

Feasibility

Design
Strategic intent

Structure

Implementation

Prerequisites for a Successful HRD Programme
For an HRD programme triumphant, all the levels of organisation should support it and

committed to its success.

Top Level Commitment
Top executives need to devote considerable time for HRD. The subordinates always observe their

superiors and follow the top management’s commitment.

Proper Utilization of Manpower Skills
Through HRD programmes employees acquire new skills and knowledge, and when these

employees get chances to utilize these skills for organisations’ growth, they will really encouraged.

Conditions for Growth and Development
The management must ensure creating and maintain proper conditions for the growth and

development of the employees.
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HRD Policy
To ensure that HRD programmes can be implemented effectively and efficiently, many

organisations develop their HRD policies, which they review periodically, keeping pace with their
business goals and objectives.

Here the HRD policy statement of Visakhapatnam Steel Plant

HRD POLICY
We, at Visakhapatnam Steel Plant, are committed to create an organisational culture

which nurtures employees’ potential for the prosperity of the organisation. To accomplish this,
we will:

● Identify development needs of the employees on a regular basis, provide the
necessary training and continually evaluate and monitor the effectiveness of the
training so that the quality of the training also gets upgraded.

● Provide inputs to the employees for developing their attitude towards work and for
matching their competencies with the organisational requirements.

● Create an environment of learning and knowledge sharing by providing the means
and facilities and also access to the relevant information and literature.

● Facilitate the employees for continuous development of their knowledge base, skills,
efficiency, innovativeness, self-expression and behaviour so that they contribute
positively with commitment for the growth and prosperity of the organisation while
maintaining a high level of motivation and satisfaction.

● Prepare employees through appropriate development programs for taking up higher
responsibilities in the organisation.

● Fulfill social obligations by providing training to the students of educational
institutions and to the trainees of other organisations.

Source: www.vizagsteel.com/insiderinl/HRDPolicy.asp

Activity
Study different organisations and their HRD policies.

_________________________________________________________________________________
_________________________________________________________________________________
_________________________________________________________________________________
_________________________________________________________________________________

7. HRD SYSTEMS
A “system” is defined as “an organized, unitary whole composed of two or more interdependent

parts (subsystems) where the whole contains identifiable boundaries from its environment
(suprasystem).” Systems must be viewed as a whole; changes in one part of the system affect the other
parts. A system can be said to consist of four things. The first is objects – the parts, elements, or
variables within the system.

These may be physical or abstract or both, depending on the nature of the system. Second, a
system consists of attributes – the qualities or properties of the system and its objects. Third, a system
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has internal relationships among its objects. Fourth, systems exist in an environment. A system, then,
is a set of things that affect one another within an environment and form a larger pattern that is
different from any of the parts. The fundamental systems-interactive paradigm of organisational
analysis features the continual stages of input, throughput (processing) and output, which demonstrate
the openness/closed-ness of a system. A closed system does not interact with its environment. It does
not take in information and therefore is like to atrophy, that is degenerate. An open system receives
information, which it uses to interact dynamically with its environment. Openness increases its
likelihood to survive and prosper.

Much of systems theory resembles the scientific method: hypothesize, design a controlled
experiment, collect data and analyze data. The purpose is to maintain the use of science in
management to obtain “real time” results that can be used instantaneously to affect control in the
organisation (some have even accused systems theory of being “science in management” rather than a
“science of management”). The goal is to maintain your attention on the whole at all costs. For
managers, this means:

● Define the company as a system
● Establish system objectives
● Identify wider systems
● Create formal subsystems
● Integrate the subsystems within the whole system

The Systems Approach
The leading pioneers in the development of the systems approach were Richard Johnson,

Fremont Kast and James Rosenzweig. They define a system as an “organised or complex whole: an
assemblage or combination of things, or parts forming a complete or unitary whole”. Project
management lends itself to analysis using the systems approach. It is concerned with managing a
complex system with many inputs, outputs and a host of management and other processes, required to
move its participants through the full project life cycle.

The main functions of HRD are Training, Personal development, Organisational development,
Career planning and development, Change Management. HRD systems are not the same for all
organisations. Although the basic principles may remain the same, the specific components, their
relationships, the processes involved in each, the phasing, and so on, so, they are different for different
organisations.

Designing an integrated HRD system requires a thorough understanding of the principles and
models of human resource development and a diagnosis of the organisation culture, existing HRD
practices in the organisation, employee perceptions of these practices, and the developmental climate
within the organisation.

HRD functions are conceded through five major systems working through many subsystems.
1. Career System: As an HRD system, career system ensures attraction and retention of

human resources through the following sub-systems.
● Manpower planning
● Recruitment
● Career planning
● Succession planning
● Retention
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2. Work System: Work-planning system ensures that the attracted and retained human
resources are utilized in the best possible way to obtain organisational objectives. Following
are the sub systems of the work planning system.
● Role analysis
● Role efficacy
● Performance plan
● Performance feedback and guidance
● Performance appraisal
● Promotion
● Job rotation
● Reward

3. Development System: The environmental situation and the business scenario are fast
changing. To meet the emerging demands and needs, and here are some developmental sub-
systems
● Induction
● Training
● Job enrichment
● Self-learning mechanisms
● Potential appraisal
● Succession Development
● Counselling
● Mentor system

4. Self-renewal System: Organisation should renew and rejuvenate itself time to time by
following some sub-systems mentioned below such as
● Survey
● Action research
● Organisational Development interventions
● Organisational Retreats

5. Culture System: It is the culture that will give a sense of direction, purpose, togetherness,
and teamwork. Building a desired culture is of paramount importance in today’s changed
business scenario. Many successful organisations like Infosys, Wipro, Tatas have their own
culture and inspiring follow many others. Some of the culture building subsystems are given
below:
● Vision, Mission and Goal
● Values
● Communication
● Get-togethers and celebrations
● Task forces
● Small Groups

The first three systems viz., Career system, Work system and Development system are individual
and team oriented while the fourth and the fifth systems viz., Self renewal system and Culture
Systems are organisation based.


