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Abstract

Development of human resources is essential for any
organization that would like to be dynamic and growth-

oriented. Unlike other resources, human resources have rather

unlimited potential capabilities. The potential can be used only
Keywords:

by creating a climate that can continuously identify, bring to
Human Resource .
surface, nurture and use the capabilities of people. Human

Development; . . .
Resource Development system aims at creating such a climate.

Potential Capabilities; In the ever changing liberalized market scenario and a highly

Organizational Culture; competitive market economy, human resource development
Competitive Market; practices and organizational culture will provide an edge to
Organizational Change; organizations. Human Resources Managers are increasingly

being expected to take the lead in organisational change
activities. This paper provides an understanding of the concept
of HRD and highlights the need of human resource
development, the changing boundaries of HRD and the impact
of human resource development practices on the increasing

organizational effectiveness.
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1. INTRODUCTION

Human Resource Development (HRD) is the framework for helping employees develops their
personal and organizational skills, knowledge, and abilities. HRD is one of the most significant
opportunities that employees seek when they consider you as an employer. The ability, and
encouragement, to continue to develop their skills help you to retain and motivate employees.
Human Resource Development includes such opportunities as employee training, employee
career development, performance management and development, coaching,
mentoring, succession planning, key employee identification, tuition assistance, and organization
development. The focus of all aspects of Human Resource Development is on developing the
most superior workforce so that the organization and individual employees can accomplish their
work goals in service to customers. Organizations have many opportunities for human resources
or employee development, both within and outside of the workplace. Human Resource
Development can be formal such as in classroom training, a college course, or an organizational
planned change effort. These are the options that you have for developing your employees.

Formal training can add value in your workplace.

In 1970, Leonard Nadler published his book “Developing Human Resources” in which he coined
the term ‘human resource development’” (HRD). Human resource refers to the talents and
energies of people that are available to an organization as potential contributors to the creation

and realization of the organization’s mission, vision, values, and goals.

Development refers to a process of active learning from experience-leading to systematic and
purposeful development of the whole person, body, mind, and spirit. Thus, HRD is the integrated
use of training, organizational and career development efforts to improve individual, group, and
organizational effectiveness.

1. According to South Pacific Commission ‘human resource development is equipping people
with relevant skills to have a healthy and satisfying life’.

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

3. The American Society for Training and Development defines HRD as follows: ‘human

resource development is the process of increasing the capacity of the human resource through
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development. It is thus the process of adding value to individuals, teams or an organization as a
human system’.

Human Resource Development can be informal as in employee coaching by a manager or
internal training and development classes taught by internal staff or a consultant. Mentoring by
more experienced employees is also recommended for employee development. It is especially
useful as employees become more senior within your organization. Traditionally, executive
leaders and senior managers are resistant to training classes and conference educational sessions.
Healthy organizations believe in Human Resource Development and cover all of these bases.
One option that is recommended, in preference to many other ways in which organizations
develop employees, is to provide internal training either with internal staff or a paid facilitator or

consultant.

The field of HRD or Human Resource Development encompasses several aspects of enabling
and empowering human resources in organization. Whereas earlier HRD was denoted as
managing people in organizations with emphasis on payroll, training and other functions that
were designed to keep employees happy, the current line of management thought focuses on
empowering and enabling them to become employees capable of fulfilling their aspirations and
actualizing their potential. This shift in the way human resources are treated has come about due
to the prevailing notion that human resources are sources of competitive advantage and not
merely employees fulfilling their job responsibilities. The point here is that the current paradigm
in HRD treats employees as value creators and assets based on the RBV or the Resource Based
View of the firm that has emerged in the SHRM (Strategic Human Resource Management) field.
The field of HRD spans several functions across the organization starting with employee
recruitment and training, appraisals and payroll and extending to the recreational and

motivational aspects of employee development.

Literature Review

T.V. Rao, in his book on “The HRD Machinery” explained HRD instruments, processes and out-
comes, HRD Departments and their tasks, structuring the HRD function, qualities, and
competence requirement of HRD managers, developing HRD managers, traps and temptations of

HRD mangers and HRD instruments”.

134 International journal of Management, IT and Engineering
http://www.ijmra.us, Email: editorijmie@gmail.com




ISSN: 2249-0558 [l Impact Factor: 7.119

Rao T. V. (1986) in his paper entitled, Integrated HRD system declares that HRD is a process
and not merely set of mechanisms and techniques. The mechanisms and techniques such as
performance appraisal, counseling, training, organizational development, interventions are used
to initiate, facilitate and promote this process in a continuous way. Rao opines that to get full
benefit of HRD, it must be introduced as a total system within the organization. The various
HRD mechanism and subsystems given in the study will provide a basis for the proposed study
in knowing as to how these systems have been adhered to by the rural banking. There is no
detailed mention of the personnel policies in this study. Therefore, for making the study more
comprehensive personnel policies should be given the priority as these help in career planning
and development, potential appraisal, training and other mechanisms. Again all these
mechanisms are of no use unless the employee is communicated about his weaknesses and

strengths through proper counseling.

Agarwal Ashok and Udai Pareek (1997) in their study entitled "The Role of HRD in Service
Sector" opined that service sector is a large sector with great variations. This study deals with
service sector in general and road transport and health sector in particular. In an economy like
ours where human resource is available in plenty, HRD in service sector is extremely important.
Some unique features of service sector are: services are intangible, they are produced and
consumed simultaneously, and they are holistic and integrated. An innovative approach is needed
especially in strategic thinking and HRD in service industry. In the two service sectors under
study authors have expressed that the productivity in both sectors is low, although employees in
transport company are empowered to take decisions and action within some set criteria. The
company also provides for better hygienic factors, medical care and education etc. for its
employees. They are of the opinion that for effective HRD in service sector performance
appraisal and review, reward system, competence building and culture building are very

important. Also employees require to be empowered for quick decision making.

Uthayasurian K. (2002) in his study entitled — Developing a performance Oriented Climate has
analyzed the employees perception of organizational climate. After studying the said climate in

his case study on Bharat Heavy Electrical Ltd., he found considerable scope for improving the
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organizational climate as man is more than a biological animal. Besides physiological needs he
has other social and psychological needs for which the other factor like performance review and
reward, personnel policies and participative management need to be appreciated adequately.
Hence by paying special attention to these needs, overall performance of organization would

improve.

According to Adekass (2008), there are many types of training and manpower development
programmes available. The particular method chosen by a company can be influenced by
considering cost and time available, number of persons to be trained, depth of knowledge
required, background of the trainee, etc. Manpower development is a systematic process of
training and growth by which individuals gain and apply knowledge, skill, insights and attitude
to manage work and personnel effectively. It involves the estimation of the demand for the
supply of management staff for the organization in future. It is the involvement of efforts aimed
at improving the quality as well as the number of management staff. Studies showed that many
workers fail in organizational expectations because the training needs were not identified and
provided for. Development may help to build confidence in the workers and make them work

more efficiently and effectively.

Studies (Gberevbie, 2012; Nzuve and Bundi, 2012; Yusuf, 2010; Gildado, et al., 2014) have
focused on human resource development as a correlate of performance in banking industry.
Specifically, Yusuf (2010) revealed that investment on human capital has a significant positive
impact on the book value per share on Nigerian banks. This means that, as more money is
invested on the human capital of banks in Nigeria, the book value per share increases
significantly. However, Nzuve and Bundi (2012) found a low positive correlation of 0.102
between turnover growth and recruitment excellence as a human capital management practice.
Moreover, the contribution of human resource development to the performance of banking
industry is a dynamic issue which should be assessed frequently due to ever changing in the
requirements of the corporate world from their employee as the world is now a global village

Jyothsna& Kumar (2015) provided empirical evidence regarding the factors of performance
appraisal that influence organizational commitment and job satisfaction among private sector

bank employees in India. In this research, job satisfaction was considered as dependent variable
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while elements of rater, elements of rate, environmental aspects, organizational commitment and
organizational citizenship behavior were included as independent variables. Results of regression
analysis highlighted that performance appraisal factors, organizational commitment and
organizational citizenship behavior have a significant impact and positive impact on job

satisfaction of employees in private banks in India.

Maha Ahmed Zaki dajani (2015) conducted a study to understand the impact of employee
engagement on job performance and organizational commitment in the banking sector. The key
drivers influencing employee engagement are leadership, organizational justice, compensation,
work policies and procedures, Training and development. The select all key drivers’ factors are
positively correlated to employee engagement, in turn these employee engagements create active

job performance and organizational commitment of banking employees.

2. RESEARCH METHODOLOY

Objectives of the Study

The rationale of the study is to make an assessment of organizational development through
human resource development practices. Precisely, the objectives are:

1. To know the importance of Human Resource Development in the organizations.

2. To identify the impact of Human resource development on the performance of the
organizations.

3. To analyze the human resource development practices and its impact of organizational
performance.

4. To study the organizational effectiveness through human resource development.
Methodology Used

The study is based on secondary data, which is collected from library, text books, journals, and
articles from relevant websites available on internet. The research article has been developed
from information searched from published research journals in the form of research articles,

research reports of various organizations and books of Human Resource Development.
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3. THE NEED FOR HRD

HRD is about adult human beings functioning in productive systems. The purpose of HRD is to
focus on the resource that humans bring to the success equation— both personal success and
organizational system success. The two core threads of HRD are (1) individual and
organizational learning, and (2) individual and organizational performance (Ruona, 2000;
Swanson, 1996; Watkins and Marsick, 1996). Although some view learning and performance as
alternatives or rivals, most see them as partners in a formula for success. Thus, assessment of
HRD successes or results can be categorized into the broad domains of learning and
performance. In all cases, the intent is improvement.

HRD is needed by any organization that wants to be dynamic and growth-oriented or to succeed
in a fast-changing environment. Organisations can become dynamic and grow only through the
efforts and competencies of their human resources. Personnel policies can keep the morale and
motivation of employees high, but these efforts are not enough to make the organization dynamic
and take it in new directions. Employee capabilities must continuously be acquired, sharpened,
and used. For this purpose, an “enabling” organisational culture is essential. When employees
use their initiative, take risks, experiment, innovate, and make things happen, the organization
may be said to have an “enabling” culture.
Even an organization that has reached its limit of growth needs to adapt to the changing
environment. No organization is immune to the need for processes that help to acquire and

increase its capabilities for stability and renewal.

Organization and HRD

HRD is a sub-system that operated in the main system; the organization. In order for the
organization to be successful the objectives and goals of the subsystems must be aligned towards
achieving the set goals of the main system. For example, the primary objective of the
organization would be to maximize return on shareholder investment. We may find that the
objectives of training and development would be a level removed down, that is to maximize the
capabilities of the employees, induce innovation, and produce high quality products and service.
They may be different but a closer look at each of these objectives reveals that they serve a

singular purpose; maximize the return.
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HRD and Motivation

Motivation is certainly the key for the people to keep returning to the job. However it must not
be viewed through a single window which shows you that rewards and bonuses makes people
motivated. In fact rewards and bonuses and all other financial and intrinsic benefits are classified
as hygiene factors. These factors acts as motivators up to a certain level, beyond that they
become satisfiers. Extrinsic factors such as the pure feeling of achievement, recognition, job
enrichment, job enlargement and training and development are motivating factors. Achievement,
job enrichment, job enlargement and training and development are essential elements of HRD

and as we can see these elements dominate the motivating factors.

Training and development

Training is a process whereby people acquire capabilities to aid in the achievement of
organisational goals. Simply put training facilitates individuals with the knowledge and skills
that are required to perform the present job. It differs from development where, development has

a broader impact in providing new skills that is required to perform both present and future jobs

Organizational Learning

CIPD defines learning as an environment where individuals 'learn to learn' and possess the
capabilities that enable them to do so to help their employers to build and retain competitive
advantage. According to CIPD a firm can achieve competitive advantage when individuals
actively seek to acquire the knowledge and skills that promote the organization’s objectives. In
other words organizations must transform into learning environments, where continuous learning
is experienced, thus transforming into a Learning Organisation. Learning organization thrives for
continuous improvement of its capacities in order to make the organisation ready to face the
future.

Other Employee Development Approaches

Development is the growth or realization of a person's ability and potential through the provision
of learning and training experiences. Different Organisations adopts different activities in order
to enhance their learning capabilities. According to Armstrong, a balanced approach is required,
making use of the various forms of learning and development to produce a coherent strategy that

contains the plans for creating and maintaining a learning climate and developing and
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implementing complementary and mutually supportive learning activities both formal and

informal.

Coaching and Mentoring

Coaching and mentoring are informal development activities that organizations practice to
facilitate learning. Coaching is an approach based on a close relationship between the individual
and one other person, usually their immediate manager, who is much experienced. Mentoring
benefits from two aspects; the career aspects that primarily enhance career advancement and the
psychosocial aspects which enhance a sense of competence. The continuously analysis and
constructive criticism and guidance received from the coaches and mentors directly contributed
to positive performance. Organisation also benefits, saving a great deal of cost using their own
senior experienced staff to develop the junior staff.

Talent management & Career Development

Talent management is often described as a future-focused activity, encompassing the
identification, development, engagement and deployment of ‘talent’, with organisations using it
to develop their workforce to meet the strategic needs of the organisation. Career development
theories that describe adult career development are important contributors to HRD practice
because they describe adult progression through work roles. Employees today must look out for
themselves to build their own career and education will becomes an investment and varied
experience will becomes an asset that will eventually give advantage to employee in the form of

employability.

Knowledge management

Perhaps the most important aspect of HRD is to retain the knowledge invested over the time on
individuals. Employment has become more mobile, where individuals change their jobs in
pursue of building their career. In other words, as an individual leaves an organization the
knowledge also leaves with him. Finding ways to retain this knowledge in a database or in
retrievable form that is accessible by others in the organization turns information into useful

knowledge crucial to improve process and increase profits
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The Role of Productivity is Important!

The successful economic performance of an enterprise is a prerequisite for the growth and
security of its employees. The role of productivity, therefore, assumes great importance.
Improving productivity has always been a live issue for management. As the profitability of an
organization mostly depends on improvement in productivity. Therefore, managers are always
striving to find ways for achieving the target of improved productivity. Productivity is usually
defined mechanically, as the ratio between input and the output. But, it is, in fact, an
organizational challenge encompassing the human, cultural, technological and moral aspects. It
is an all-out effort in every sphere of activity of the organization. An effort towards achieving

the target of most efficient management of all the available resources.

4. HRD MECHANISMS

HRD is a total system with various sub systems. Various HRD thinkers and professionals have
designed the mechanism of HRD in different ways. Prof. T. V. Rao opines that the sub systems
should comprise the performance appraisal, potential appraisal and development, feedback and
performance coaching, career planning, training, organization development, rewards, employee’s
welfare and the quality of work life and human resource information system. There are many
instruments that can be used to facilitate HRD. These instruments may be called sub systems,
methods or mechanisms. Each of these sub systems focuses on some particular aspect of HRD.
To have a comprehensive HRD, many of these instruments may be needed to be used
simultaneously. Any systematic or formal way of facilitating competency, motivation and

climate development could be considered an HRD instrument.

Fig 11: STATUS OF HAD IN AN ORGANIZATION

_—
- - L . —
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The most frequently used HRD mechanisms are:
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Manpower Planning

Manpower planning is the process which assesses and determines that the organization will have
an adequate number of qualified persons available at specific times, performing jobs which
would fulfil the needs of the organization and which would provide satisfaction for the

individuals involved. It is an endeavour to catch demand and supply.

Recruitment, Selection and Placement

Generation of applications for specific positions for actual or anticipated vacancies is known as
Recruitment. Through ideal recruitment procedure suitable applicants could be identified.
Selection is the process of ascertaining the qualifications, experience, skill, knowledge etc of an
applicant with a view to appraising his/her suitability to a job. The selected candidate is assigned

the most suitable job is

Training and Development

The two terms are quite identical to each other, but they are not the same in meaning. Training is
a learning process that aims to permanently improve the ability and behavior of the employees
by enabling them to acquire new skill, knowledge and attitude for more efficient performance.

This includes:

o Identification of training needs

e Developing suitable training programmes

e Providing requisite job skills and knowledge to employees

e Evaluating the effectiveness of training programmes

Development is the growth or realization of a person’s ability, through conscious or unconscious
learning. Development programs usually include phases of planned study and experience, and
are usually supported by a coaching or counseling facility. Development occurs when a gain in
experience is effectively combined with the conceptual understanding that can illustrate it, giving

increased confidence both to act and to perceive how such action relates to its context.

Performance and potential appraisal
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If the performance of people is to be enhanced, their performance needs to be periodically
evaluated. For this purpose, performance appraisal interviews between the manager and the
subordinate are to be conducted at regular intervals. During these interviews, the performance
over the review period is evaluated; strengths and weaknesses identified, and reasons for any
shortfall in performance are examined. The goal, objectives, and action plan with target dates for
future are also worked out. Different methods like ranking method, paired comparison method,
graphic rating scales method, forced choice list method, forced distribution method, field review
technique, rating by self and the peer group, 360° performance appraised, etc. can be used as per
need and requirement. Potential appraisal means the possibility of career advancement. A
dynamic and growing organization needs to continuously review its structure and systems,
creating new roles, and assigning new responsibilities. Capability to perform new roles and
responsibilities must continuously be developed among employees. Potential appraisal focuses

on identifying the employee's likely future roles within the organization, and can be assessed by

Feedback and performance coaching

Feedback of performance is an important control measure. Knowledge of one's strengths help
one to become more effective to choose situations in which one's strength is required, and to
avoid situations in which ones weaknesses could create problems. This also increases the

individual satisfaction. Often,

people do not recognize their strengths. Managers in HRD system have the responsibility for
observation and feedback to subordinates about their strengths and weaknesses on a continuous
basis. These are also responsible for providing the employees proper guidance to improve their
performance capabilities.

Employee’s career planning and development

Career planning essentially means helping employees to plan their career in terms of their
capabilities within the context of organizational needs. The HRD philosophy is that people
perform better when they feel trusted and see meaning in what they are doing. People want to
know the possibilities for their own growth and career opportunities. As managers have
information about the growth plans of the organization, it is their responsibility to transmit

information to their subordinates and to assist them in planning their careers within the
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organization. In the HRD system, long term corporate growth plans are not kept secret but are

made known to the employees.

Development and training programmes

Training and development programmes can be designed to improve performance and to bring
about measurable changes in knowledge, skills, attitudes and social behaviour of work force for
doing a particular job. Training is linked with performance appraisal and career development.
Employees generally are trained on the job or through special in house training programmes.
Some employees may be deputed for outside training to enhance, update, or develop specific
skills. This is especially valuable if the outside training can provide expertise, equipment, or
sharing of experiences that are not available within the organization. Periodic assessments are
made of the training needs within the organization. Training programmes are developed and
conducted by in house trainers or consultants / institutions hired for the task. The effect of all
training programmes are monitored, analyzed and used for fine tuning. Managers and employees
who attend in house or outside training events are also expected to submit suggestions
concerning any changes they would like to be implemented on the basis of their new Assessment

and development centre

A centre can be an end in itself for assessment of need, potential and appoint ability or it can be
a means to an end. These means can be diagnostic tools by which appropriate action can be taken
to help an individual and or group of individuals to upgrade their managerial performance
against an agreed set of criteria. If the criteria have been drawn from the job through job analysis
and the current level of performance assessed against them in job relevant but unfamiliar
situations, good quality information can be gathered from which one can draw up developmental
plans. Developmental applications of assessment centers represent an emerging exciting area for
practitioners interested in maximizing the benefits of assessment centers. Development centers
can also serve as a development tool for employees. These are workshops which measure the

abilities of participants against the agreed success criteria for a job or a role.

Organization Development
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This function includes research to ascertain the psychological health of the organization. This is
generally accomplished by means of periodic employee surveys. Efforts are made to improve
organizational health through various means in order to maintain a psychological climate that is
conducive to productivity. The OD specialists also help any department in the organization that
has problems such as absenteeism, low production, interpersonal conflict, or resistance to
change. These experts also revamp and develop various systems within the organization to

improve their functioning.

Employee’s welfare and quality of work life

Employees at lower levels in the organization usually perform relatively monotonous tasks and
have fewer opportunities for promotion or change. In order to maintain their work commitment
and motivation, the organization must provide some welfare measures, such as medical
insurance, disability insurance, holidays, vacations, etc. Quality of work life programmes
generally focus on employee needs and meeting them to the extent feasible. Job enrichment
programmes, educational subsidies, recreational activities, health and medical benefits, etc.,
generate a sense of belonging that benefits the organization in the long run.

Quality circles (Participative Management)

Co-operation and participation between management and labour at the undertaking level serves
to ensure increased production, secure full recognition of the importance of the human element
in the industry, greater interest in the general operation and improve industrial relations. There
are various forms and styles of participative management. One of them which is widely applied
and practiced is 'Quality Circles'. Every human being is a veritable storehouse of ideas. In normal
working, he is generally not called upon to contribute ideas. He is, at best, asked to perform a
given set of duties. Given the right kind of environment, he will be inspired to also lend his
intellect and creativity to the organization. Quality circles lead to a good participative
environment and greater acceptability of decisions. Since the employees are not very good at
analyzing and decision-making, the part of quality circle includes teaching employees group

communication skills, quality strategies and measurement and problem analysis techniques.
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Human Resource Information Systems

A systematic way of gathering and storing information about each individual employee for the
benefit of planning, decision-making and supply of returns to external agencies at the
organizational level is known as human resource information system. A variety of records are
maintained to meet the needs of manpower planning, recruitment, development of people,
compensation, integration and maintenance and separations not only for internal control,

feedback and corrective action, but also to meet the various constitutional obligations.

Organisation Performance

Organization can establish a sustainable competitive advantage through the implementation of a
value or a competitive advantage creating strategy, which is not being carried out by any current
or potential competitors. Under the resource-based view of the firm, successful firms can achieve
sustainable competitive advantage by acquiring and maintaining valuable idiosyncratic
resources, which are rare, imperfectly imitable and non sustainable, and a firm’s HR can be a

source of this sustainable competitive advantage.

5.HRD & OD

Human Resources Development is the improvement of skills, knowledge, and indirectly, the
value of the employee in the organization. It is the responsibility of managers, and Human
Resources Department. Organisation Development is a description of change needed in the
organization if it is to reach its future goals. Sometimes, organizations then try to accelerate this
change by creating OD plans which involves managers from all departments. Sometimes, they
create a new department called OD. This helps to accelerate the change by moving resources and
management to a special task. Of course, this type of change affects people, so HR development
specialists are often involved in OD. However, it is a mistake to describe HRD and OD as the
same thing.

Organization Development (OD) is broadly defined as the way organizations change and
evolve. The process of planned change is best achieved through organizational strategy. The
elements involved in a OD functional processes need to be carefully analyzed to create a plan for
change. How the plan is to be implemented, evaluated and measured must be well established

within the OD strategy. The following example of a major OD function that may be affected
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through strategic planning is Innovation. The concept of innovation as it relates to creative
thinking to improve processes, research and development, and marketing all serve as possible
competitive advantages that are of particular importance in OD. Being the first to market with a
new product or service and being able to deliver in a timely manner for instance directly involve
innovative planning. OD strategy should involve a systemic plan to monitor the entire
organization as a whole. The plan should also include ways to make changes and corrections as
needed to achieve the intended result. Changes to a single process usually will affect other
process. These secondary process should also be analyzed avoid to unintended results.

Organizations strive to plan ways to reduce costs and maximize production and profits. This
ideal concept involves many different concepts and process that are implemented by
personnel. The Human Resources Development (HRD) department should be an interracial part
of the overall OD strategy by directing personnel toward the desired outcomes. Since HRD is a
part of OD the strategic planning will involve similar and or the same concepts. HRM, HRD and
OD disciplines are all founded on the belief of self-renewal, and seek to build flexible and
adaptable capability in both individuals and the organisation. In the 2011 Learning and Talent
Development Survey the CIPD stated;

“Practitioners are beginning to deliver differently and to link Learning and Talent Development
to change and organisational development. They are looking to build capability and lift

performance through interventions such as coaching and leadership development.”
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HR’s agenda has expanded to include all aspects of people processes which can
deliver organisational effectiveness; the right people, the right culture, the right leadership, the
right organization design, the right change management and the right people processes.

Through all these activities there are OD threads including;

1. Change management

2. Strategic Organisation system alignment

3. Capability Development

4. High Performance Culture Development

5

Long Term Perspective

HR and OD therefore, have a number of things in common. Through utilizing systems thinking,
HR and OD practitioners can work together to support the organization in its pursuit of
sustainable long term performance. As HR takes on an increasingly transformational role, OD
will enable HR professionals to:

e support transformation

« work on organization design

o design and deliver learning and development interventions

e support clients in major change and organization design projects

« analyze and improve the overall health of the organization

o keep the organization healthy and fit for future challenges.

And HR can best deliver effective OD through line managers; these are the primary practitioners
of organisational development. Leaders hold the custodian role, safeguarding and improving
organisational health and performance. HR needs to work closely with senior leaders, turning
them into commissioners of OD who are able to diagnose and understand their impact and role in
improving organisational health, who appreciate that an organization is a human system, not just
a technical system. HR needs to ensure that leadership capabilities are transformational, not just
transactional. Leaders need to add to their ability to interpret the data on the horizon to manage
the environment, form effective strategies and delineate organization performance outcomes.
They need to make sure their organizations stay relevant to their key stakeholders, with further
ability to focus inward so that the vision, mission and culture of the organization are aligned.

And they need to be able to understand sufficient human dynamics to make sure that sufficient
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and robust processes exist within the organization culture and practice to inspire people to come
along with them. In other words, leaders need to ensure that the organization’s internal capability

matches the strategic ambition.

But it must be remembered that Human Resource Development entails many concepts that centre
on the economic value of personnel to an organization. In recent years, one particular concept of
increased interest is the “measuring” of the processes and affects of HRD. These HRD
measurements are seen as a leading indicators rather than lagging indicators such as financial
reports. The HRD measurements are documented to track how well each process is contributing
to the overall OD strategy. HRD must define and identify the performance drivers and enablers
of the organization that fit into the OD strategy. A performance driver that is identified to
increase customer satisfaction may stem from training sales associates to ask customers certain
questions that will better describe the customer's needs and desires. These measurements also
allow for the verification of how HRD contributes to the strategy and bottom line of the

organization.

A quality HRD department is a strategic partner and asset to the organization. A major concept
in HRD is the process of defining and training personnel in specific competencies. One of the
functions of training is developing behavioral changes in personnel to the betterment of both the
person and the organization. These are valued changes such as increasing competencies that
improve process skills that further lead to the creation of opportunities for recognition,
promotions for the employee and increased productivity for the organization. The process of
matching proper personnel to the position or tasks is also an important concept in
HRD. Spending the right amount of time and money in recruiting quality personnel is a trade off
that, done properly, will result in lower turnover rates, higher aptitude toward learning the
required competencies of the positions and innovations of improving the positions and

processes.
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Linking People’s Processes to Organizational Strategy

Organizational Purpose

Organizational Strategic Plan

Organizational Structure & Design

Best Framework required of people to delivery purpose

Design & Operates assessment procedures Design & Operate Learning and
to determine capability in current role and Development Systems

talent potential and aspiration for future |

roles

Career Road Map & Succession Planning

6. Organizational Effectiveness through HRD

In the ever changing liberalized market scenario and a highly competitive market economy,
human resource development (HRD) practices and organizational culture will provide an edge to
organizations. This article attempts to understand the effect of HRD practices on organizational
effectiveness. The current economic situation today not only at the global level but also in the
country demands changing workplace now to focus more on HRD practices to scale up their
level of performance. HRD is an ongoing process whereby employees are constantly learning,
unlearning, changing, adapting and reinventing themselves for organizational objectives and set
out goals. HRD deals with creating the enabling environment that allows people to get the best
out of themselves and perform optimally. People must build value-added HR practices and
competencies that align with and help accomplish strategic organizational goals. HRD is
believed to promote autonomy and organizational independence. The integration and
globalization, not just of the economy, but also of technology, culture and governance brings
different nations and people closer and the utilization of effective HRD will lead to high

performance and productivity among them. The world has a huge population in the working age
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group and potential working population. Efficient use of HRD will facilitate a rise in the standard

of living and organizational achievements.

HRD functionaries analyses the situation to determine realistic ways in which the management
practices can be developed or modified to achieve the intended organizational goals. A market
place has an unprecedented degree of flexibility. There will be cultural differences within any
global organization. In order to reach common goals and values; HRD function can help the
organization to function as a unified and successful entity. However, some people believe that
organizations do not possess values, but key players in organizations does; that means
individuals possesses values and at times the most powerful of them can influence the goals and
policies of their organizations and mend in the direction that are consistent with their personal
values. To achieve success they have to initiate, promote, device, and follow up HRD practices
in the organization. HRD is now widely seen "as a system of frameworks, methods and processes
aimed at systematically discovering, developing and using a person's capabilities to the fullest

extent both for individual and organizational growth.

Organizational effectiveness through HRD can be achieved through the following:

HR Competency Flexibility

HRD utilizes HR competency flexibility which refers to the possibility of varying the quality and
quantity of employee attributes such as knowledge, skills and behaviors to changing
environmental conditions. HR flexibility consists of three distinct dimensions, namely:
flexibilities of skills, behaviours, and HR practices which indicate that internal flexibility HR

practices are positively related to innovativeness.

HRD has explored the construct of HR flexibility and its relationship with firm performance to
improve organizational effectiveness. In a dynamic competitive environment, components of HR
flexibility should be seen as strategic assets that provide long-term competitive advantage to
organizations by developing the ability to flexibly achieve fit with constantly changing strategic

needs for human resources. HRD also reveals that flexibilities of skills, behaviors and HR
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practices have both direct and indirect effects on firm-level HR outcomes as a structural

mechanism in achieving superior organizational performance and achievements.

Continuous Performance Improvement

HRD brings about Continuous performance improvement (CI) which is a planned, organized and
systematic process of ongoing, incremental and company-wide change of existing practices
aimed at improving organizational performance. Studies have shown continuous improvement as
a distinctive capability and a dynamic process which is a key element of competitiveness for
organizational systems. Continuous Improvement (CI) helps to generate organization-wide
process of focused and sustained incremental innovation such as improvement of products,
processes, or services, reducing waste to improve workplace functionality, customer service and
product performance. Therefore it is believed that there is a link between CI and continuous

innovation.

Innovation Establishment

HRD helps to improve organizational effectiveness through Innovation establishment which is
the establishment of new product, process, marketing method or organizational method which
significantly improves business practices and workplace organization. This aspect utilizes multi-
skill training which encourages the human flexibility bringing positive impact to the degree of
openness and acquisition of new knowledge as well as new idea, which in turn, increases

business performance.

Learning-oriented Culture

HRD effectiveness in an organization also brings about learning-oriented culture which is known
as common beliefs, values and assumptions of organizational members on creating, acquiring,
and transferring knowledge, and modifying its behavior to reflect new knowledge and insights.
Studies showed that various skill training and development programs are known to be
significantly associated with quality service and organizational growth. HRD reveals that
training and development are perceived as necessary for organizational survival in a rapidly
changing liberalized market which results into a strong positive impact on the performance of

individuals, teams and the organizations as a whole. Organizational learning culture enhances the
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level of career/job, participative decision making and empowerment, leadership behaviors
inspiring teamwork. Effective HRD has shown that learning-oriented culture has a positive direct
impact on both aspects of non-financial performance but has an indirect effect on financial

performance.

7. Role of HRD in Facilitating Learning in the Organizations

Learning encompasses a wide variety of terms and concepts. This article looks at the meaning of
learning in an organizational context. The key point to note about learning in an organizational
context is that unless employees continually learn and pick up skills, they would be left behind as
well as eroding organizational competitiveness. Especially in the technology and financial sector,
learning is a continuous process that ought to take precedence over other aspects since
technology keeps changing every now and then. The point here is that unless employees learn
and their learning is facilitated by the HRD function, the organizations would fall behind in the
race for competitiveness. Hence, the HRD function has a pivotal role in facilitating learning in
the organizational context. Learning can be on the job or through training. On the job learning is
mostly from peers and colleagues and is accomplished by the employees doing shared work that
would make them pick up new skills and traits in the workplace.

Often, many companies encourage teamwork and collaboration so as to foster a culture of
learning and cooperation along with collaboration. In the contemporary context, companies like
3M are said to be examples of true learning organizations where the organizational culture is
geared towards making employees learn new skills and attributes on the job. The point here is
that organizations and the HRD function must enable learning to take place and ensure that

employees learn on the job.

The next aspect to learning is that the HRD function must conduct periodic trainings in technical
skills as well as soft skills so as to familiarize their employees with the latest technologies and
concepts in the management sciences. Further, soft skills trainings need to be imparted as a
means of ensuring that employees are at the forefront of leadership challenges and achieve
success through fulfilment and actualization. In many multinationals like Fidelity and IBM, each
employee is given a certain number of hours as training so as to enable them to do better and be

at the cutting edge of technology and soft skills. Further, learning is a process that continues at
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all levels and hence the HRD function must make use of the knowledge that is available at all

levels and impart it to the employees.

This can be done through interactions between the middle management and the senior
management where the senior management shares their knowledge and experiences with the
managers and helps them grow as individuals and empowers them in an organizational sense.
Learning is a process that is a combination of drive within the individual and catalyzed by
external agents. Hence, employees must have the

urge to learn and this must be encouraged by the managers and the HRD function. The point here
is that there should not be any holding back of knowledge and expertise either from the learner
or the imparter.

Finally, the best learning happens when employees discover the insights for themselves. Hence,
all efforts of the HRD function must be geared towards ensuring that employees ignite the spark
of creativity and stimulate their thirst for learning. In conclusion, learning organizations thrive
amidst turbulence and uncertainty and hence, all efforts must be made to ensure that employees

and the organizations grow together.

CONCLUSION

Due to globalization there is increase in competition as a result development of human resource
has become essential in virtually every organization. However, organized HR practices are being
adopted mostly by many small companies. Organizational effectiveness through HRD in the
changing liberalized markets cannot be over emphasized because the HRD department is
responsible for developing the feeling of motivation in the employees; this motivation in other
words is the commitment of the employees towards the job and the organization. When the work
of HRD is done effectively it would result into co-operation among team members, demolition of
centralized system of decision making, creates homely environment, feeling of ownership and

positive working atmosphere for the employer and employees.
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