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peant by Training and Development?

ining and Development helps in updating employees’ skills and
erforming a Job which at the end results in increasing their work

d increase the productivity of an organization. Tt ensures that

addness or eccentricity 1S reduced and leamning or behavioral change
ace in a very structured format. Training development or learning

nent are official ongoing educational activities designed for goal

2t and enhance the performance of employees.

ties linked with employee Training & Development is created to

employee to perform better n assigned job which also motivate

to give hisfher best so that at the time of performance appraisal

can show the eligibility for promotion and salary increment. It refers

and knowledge enhancing bustle which is a source of additional
as well as instruction required to improve the quality of

_HR Training and Development are two different activities which

in-hand for the overall betterment of the employee. The short term
nal purpose while the

on

e process is training which is used for operatio
rocess of development is for executive purpose. The aim of training

to improvement of required skills in the employee whereas aim of
t is to improve overall personality of the employee. Management
itiative of training to fill up the skill gap in the organization; the
ent initiative is generally taken with the objective of future succession




management.

sosc of HRM practices is to manage the people within a workplace to
the organization's mission and reinforce the corporate culture. ‘When
tively, HR managers can help recruit new

fhe importance of human resource

management is done effec

rther the company's goals. HR professionals

loyees who have the skills to fu
;onal development of employees to meet the

) ‘d in the training and profess

nization's objectives.
any is only as good as its employees, making HRM a crucial part of
usiness. Additionally, HR managers
e organization stay competitive.
fits are competitive, events
es are adapted based

ntaining or improving the health of the b
nitor the state of the job market to help th

s could include ensuring compensation and bene:

) jlanned to keep employees from burning out and job rol

the market.
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uman resource management (HRM)?

urce management (HRM) is the practice of recruiting, hiring,
' managing an organization's employees. HRM is often referred to
human resources (HR). A company or organization's HR department
sponsible for creating, putting into effect and overseeing policies
orkers and the relationship of the organization with its employees.
uman resources was first used in the early 1900s, and then more

e 1960s, to describe the people who work for the organization, in

‘employee management with an emphasis on employees as assets of the
S. In this context, employees are sometimes referred to as hiuman capital.
b other business assets, the goal is to make effective use of employees,
o risk and maximizing return on investment.

dern term human capital management is often used by large and midsize

es when discussing HR technology.




What are Benefits of Training and Development in HRM?
ff training and development boosts work satisfaction and morale.

esting in sta
: _g- turnover is reduced.

, employees to work harder.

es process efficiency, resulting in financial benefit.
1 the adoption of new technology and processes.
ases strategy and product innovation

i

s morale of employees-

ng helps the employee to get job

d the employee is and the gre
te to organizational success and the le
over.

pervision-

_trained employee will be wel

srvision. Thus, there will be less wastage 0
cidents-

are likely to occur if the employ

ing a particular job. The more tr

of committing accidents in job

security and job satisfaction. The more
ater is his morale, the more he will
sser will be employee absenteeism

| acquainted with the job and will need less
f time and efforts.

ces lack knowledge and skills required
ained an employee is, the less are the
and the more proficient the employee

es of promotion-
oyees acquire skills and efficiency during training. They become more

for promotion. They become an asset for the organization.
productivity-
g improves efficiency and productivity of employees. Well trained
es show both quantity and quality performance. There is less wastage
money and resources if employees are properly trained

il
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ctive of Training & Development.

. most effective methods to show your employees that you value them
ovide them with training. It demonstrates that you care as much about
_being and development as they do about your company's. Employees
> well taken care of will never desire to work somewhere else.

an be used as a preventative measure to prepare people for expected
reseen changes and challenges. It only makes sense to keep our staff
in times like ours, when trends are always changing due to online

 better way to produce future leaders than to train the most talented
s available. Employees will have a clear career path, resulting in lower
nd discontent.

are a significant and most important component of a company's assets,
ing for them entails caring for the firm as a whole. Therefore, any
 organization that invests their time and money in its employees'
n or Training & development can only succeed in achieving their
oals and advance further.




>

1.4 Meaning and definition of training and development in HRM.

Definition:

Employee Training and Development in HRM is defined as a system used by

an organization to improve the skills and performance of the employees. It is an
educational tool which consists of information and instructions to make existing
skills sharp, introduce new concepts and knowledge to improve the employee
performance. An effective training & development initiative based on training
needs analysis helps the company to enhance the skills of working manpower
and improve productivity.

Meaning:

A program of upgrading of employee’s skills, knowledge and competencies is
known as training. The job-related training is often provided to the employee to
ensure they can well perform on the assigned tasks and contribute to the success
of the organization. The development program on the other hand is often
preparation to perform the future job. Human Resource Training Development
provides a learning opportunity to the employee to increase their work capacities
and get ready for the future challenges.
Traming and development in HRM are two different activities which goes hand-
in-hand for the overall betterment of the employee. The short term and reactive
process is training which is used for operational purpose while the long-term
process of development is for exccutive purpose. The aim of training &
development is improvement of required skills in the employee whereas aim of
development is to improve overall personality of the employee. Management
takes the initiative to choose t training methods to fill up the skill gap in the

nitiative is gencrally taken with the objective of
% -

subsystem mtended t




is demonstrated by the trainer. Then a worker

equired for the job
rtise, and then

orm the job as per his acquired skills or expe
s are asked to give their feedback and ask for any query arising

given to the people in crafts, trade and
fore they actually gain the
a blend of classroom

ining is generally
{ require a long-term learning be
eir respective disciplines. This training 18
aining and is conducted under the close supervision. This can
0 3 to 4 years as apprentices need to go through the learning

ecome an expert in their fields.

Training is the training method wherein the workers/employees

roles away from the actual work floor.

tures:

lled as classroom training W
the job requirements and the necessary skills required for

‘ b. There is generally a classroom of & workshop wherein the
wledge is given to the workers by the experts or specialists

al institutes. The main purpose of this training is to make the
d about their job roles and discussing their queries

herein the employees are given

| informe
e lectures.

arn the operations of machines

aining, the trainee is required to le
' ook similar to those installed at

reasonably designed to 1
is is one of the most common method of training

) operate 100l and machinery that look alike to
he actual work enyironment.

cs

P ecifically given to the technical staff, ofﬁ’é’” :
e operations of tools and equipment asse
floor. This type of training is conds g
ey would be experiencing at the a tual plant




ng -
thods are those which are given to the employees within
£ a concern. It is a simple and cost-effective training
emi-proficient employees can be well trained by using
¢ employees are trained in actual working scenario.
ling is “learning by doing.” Instances of such on-job
ob-rotation, coaching, temporary promotions, €te.

g-
thods are those in which training 1s provided away from
ondition. It is generally used in case of new employees.
ining methods are workshops, seminars, conferences,
ly and is effective if and only if large number of

be trained within a short time period.

ng is a technique wherein the workers, i.e_, operative staff,
structions to perform their jobs on the actual work floor.

{ the superior or an experienced staff gives instructions to the
a job. It is one-to-one training designed for the workers
answers to their queries through the instructions and

sen to the managerial level people, wherein the senior or the
uctions to the immediate subordinate to carry out the day-to-
one-to-one training method, where the manager is
subordinate and guides him in the situations of




f Training:

a new employee to the organization’s environment comprising of
functioning, products, services, rules and regulations are termed as
orientation training. The purpose of such training is to reduce the
of a new joinee, by making him accustom to the working
It is also called as an orientation training, which means giving a
the new employee about, what he is supposed to do in the

job specific and is given to the employee who has to perform
er this training, the information about the machine, the process of
methods to be used, the safety measures to be undertaken, etc. are
ough this training, the employee develops the confidence and the
|Is, that enables him to perform his job effectively and efficiently.
ning:

ning is given to the employees S0 as Lo minimize the number of
sed due to the handling of machines or other equipment. Under this
“employees are given the safety instructions on the usage of
d the other dangerous devices.

eship Training:

ning, the worker earns while learning. This training is generally
echnical staff, craftsmen, plumber, etc. who are required to work
for a relatively longer period, until he gains the expertise in

ing:

educational or vocational institutes have an arrangement
| institutes to provide practical knowledge to its students.
I offer the pre-placement offers to the trainees on

ining:

training or refresher training is given to the old
improving their efficiencies. They are introduced
ologies that would result in the increased
1y i ily work.




ous employee development methods and their benefits,

rtance of helping employees polish their skills through
skills development typically involves senior staffers
Jess experienced individuals,

nior leaders/management taking junior staff under their
portant skills that the mentored individual might lack.

ntoring programs arc typically used for senior
les, while less formal structures might be implemented

nt as well.

attended some basic training on a technical skill (whether
machine, or learning new financial analysis methods)

b training a great method to hone those skills.

g by doing, which is typically done right after the

ry popular due to both how engaging and effective they

‘a simulation could be role-playing a customer service
ple, learning how to diffuse an irate and confrontational
responding to an emergency situation such as mock first aid

loyee Development
Employee development is on formal education, job

ment centers, and mentoring and coaching programs. All of

rograms are focused on developing competencies directly
atribution to an organization as they are future oriented, The
itiative shall be on the employee’s current position plus on

ams or "Corporate Universities" form the Formal
It involves lectures by business experts/senior

and task management. Job Experiences aid in
‘ is is done through
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orola and IBM for example, conduct surveys every year
t term and long-term goals of the organisation.

ceds assessment survey aims at understanding the
elopment stage. The kind of intervention needed is
in the job analysis. It 1s an objective assessment of the job
r-oriented approach as well as the task-oriented
o consideration. The worker approach identifies key
ertain job and the task-oriented approach identifies
formed 1n a certain job. The former is useful in deciding
e latter in content development and program evaluation.

nalysis 18 concerned with who

eds the training and in which particular area. Here
om the performance appraisal data and the same 18
pected level or standard of performance. The individual
ted through questionnaires, 360 feedback, personal
many organization use competency ratings to rate their
ay come from their subordinates, customers, peers,
above mentioned organisations also make use of
neidents and Assessment surveys to understand
‘be discussed in detail in other articles.

tself, the individual a

;pent Methods

eveloping employee <kills through a combination of
cises, videos, podcasts, simulations, and
signments. It includes both formal (classroom-based,
o courses) and informal (watching YouTube videos,

9
posts on peer-group forums like LinkedIn or

ches to skills development.

rotation as a method for employees, who

 practical experience, to develop some
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1 case of customer services. Under this, the

tial ir
50 called as

act as per the given situations. It 1s al
ima, wherein the employees act as if, they are facing
it spontancously without any guidance.

e pees are divided into groups and then they are
alated marketplace or the situations, wherein they are
and solve the problems accordingly.

ning Program:
ployee should be identificd. Programmes should
ed to their needs.

home-work well. He should know both what to teach
anagement 15 required by the trainer. Training should
r that the trainee should not loose the interest in the

ctive during training. He should know that why 1s
1ld put across the trainer questions and doubts. The
e during the training programme.

te the operations-
n the logical sequence of the job. The trainee should
natically and explain the complete job he is performing.
- rectified and the complex step should be done for him
‘demonstrates that he can do the job in right manner, he
yetitive practices, the trainee acquires more skill.

feedback on how well he performed the job. He
b,_a'ck on the effectiveness of training programme.

ysis
stematic process of understanding training




opment plans have a much higher chance of

tent. It makes sense because every employee is

] ge_as and needs.
ction of generic online courses, the
th the material very well. Any training program

haviors and impart new skills. It's

odds are your

to change be

M anagement System (LMS)
e in person. This meant finding

oyee training had to b

use a powerful , you can say goodbye to all those

 newer ones.
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opment areas

nyironment is so dynamie, employees must develop
ver-changing work-related situations.

world, employees that are highly flexible in their
ns are a prized asset.

without clear and concise communication. In its
vorking and reworking problems. i a buddle,
ghts, or diversity.

ctfulness, Work ethic

heeds to be diplomatic and tactful, to not “ruffle
doing what’s morally right. and taking on cthical
It takes skill to navigate these

there a few key skills that
kills are highly valued by
d within an

but to lead effectively

| leaders. Lcader-ship s
can motivate and help others succee




ent involves collecting information and providing

e, skills, and behaviors on the job. This needs to be
y support 1S also provided on how to develop the
ectify the current anomalies. Methods that are used
struments/Questionnaires, other forms include
hological tests, and leaderless group discussions.
ing Programs
ees an cifective tool is Mentoring, either one-on-one
a potent way to develop employees. In mentoring

mployee who works one-on-one with a less experienced

at for the mentoring process Lo be effective it has to

values, or similar personalities. On the other hand
r or peer Who works with an employee to develop
. Coaching works ina way where coach works one-
rovision of information and resources, that aids n

e Development Strategy?
includes a variety of initiatives, such as traimng
entoring, and job rotations, to help employees grow
the organization’s needs.

ee development strategy has several benefits for

erformance:
nployee development, organizations can
employees and the overall organization.
oyee engagement and satisfaction:
; rs are growing and that the organization

their carec
5‘“._ y to be engaged and satisfied with their jobs.

improve the

ggipstrategy can help retain valuable employees

etter opportunities.

o succeed,
r business

with the skills and knowledge
their workforce is aligned with t

elopment helps to build a highly skilled
- o iontinn o competitive advantage in the

and motivated




stive stance on climate change and award-winning work with
ross the world have earned it a place in leading sustainability
the MSCI Global Sustainability Index and the FTSEA Good

top for the customer satisfaction index in the United kingdom.

! hield award for excellence in financial reporting from the
d Accountants of India (ICAT) in 2012.

nner of the 'Recruiting and Staffing Industry Leader of the

t ployer Brand" awards at the World HRD Congress' annual

number one 1T service provider for the Manufacturing in
d Africa (EMEA) by International Data Corporation in

EO, TCS PVT Ltd. received the "SUPER BRANDS

N 2008-09"

s Tcon Award in 2008.
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mpany knowledgg al\z}l tenure n-house, reducing turnover,
sts, and thus, maximizing your prafits.

bout Company (Tata Consultancy Services).
v\l_» ?ndia's largest multinational business group, TCS has
e world's besttrained consultants in 55 countries. The
solidated revenues of US $27.9 billion in the fiscal year
d is listed on the BSE and the NSE in India.
ces Ltd. was founded in 1968 by a division of Tata Sons
ancy Services Limited (TCS) is the famous Indian
(IT) services, consulting and business Solutions
Mumbai. TCS operates in 46 countries throughout
gest Indian company by market capital and is the biggest
company . TCS is now placed among the "Big 4" most
ands worldwide, In 2013, TCS is ranked 40th overall in
{ Innovative Companies ranking, making it both the
es company and the top Indian company. TCS works
tive Change Management is...a practice where art,

ices Ltd (TCS), a subsidiary of Tata Sons Pvt Lid, is a
on technology (IT) services. The company offers IT
ces, engineering, and industrial services, business
s process outsourcing, and consulting services, cloud
eering, block chain, enterprise solutions, and ToT. Tt also
ns to various industries, including banking, financial
on, media, technology, Insurance, life sciences and
ufacturing, information services, Hi-Tech, education,
and hospitality. It's software products comprise TCS
S iON, TCS TwinX, TCS Optumera, TCS OmniStore,
Quartz, Jile, and TCS MasterCraft. The company has
merica, North America, Europe, Asia-Pacific, the
is headquartered in Mumbai, Maharashtra, India.
T services, consulting and business solutions
ering with many of the world’s largest
n journeys for over 55 years. ]
rered, portfolio of business, technology and
ations is delivered through its unique Location
y model, recognized as a benchmark of excellence n

argest multinational business group, TCS has
st trained consultants in 55 countries. The
ated revenues of US $27.9 billion in the fiscal year
sted on the BSE and the NSE in India.




PLOYEE PERFORMANCE

t sa_ying that you hired the people that work for you because they

oing their job well, but that does not mean that there is no room
Employee development programs can offer insight 1nto

’gths and weaknesses and help bridge the gaps to maximize

irthermore, if your employees are up to speed on the latest skills

makes them better at their jobs, thus giving the company a

OB SATISFACTION & MORALE

_be”happicr if they feel equipped to
ent programs give employees the to
r jobs, but some programs can also help them preparc for a
any. Furthermore, by offering employee development
investing in the betterment of your employees. This makes
alued member of the team, which in turn increases job
morale,

'ENTION
lated to the previous one for obvious reasons; satisfied

esign. One of the employers' biggest concerns over the past
fact that millennials and Gen Z employees seem to be

referring to as "the great resignation.” According to a
andstad Work monitor report, Gen Z and millennial
ing fulfilling careers. A big part of that is having
improvement and professional development. 60% of the
dy expressed interest in workshops and further education
them to earn more money, and 40% wanted to leam how to
_This same study also found that these two generations of
lip service to work/life balance or personal fulfillment.
"‘would rather be unemployed than unsatisfied at work

perform well at work.
ols that they need to not

high on the list of priorities
hiring for specialized roles
eyelopment programs
likely to work with a
~and that is precisely

essional development is
eans that when you are
licants, good employee di
“edge. Employees are more
* in them and their growth,

yrograms do.

mpanies are often hesitant to implemént employee
hat they feel that it may be too expensive, but the
ctually save the company money in the long run.

 cost businesses tons of money every year.

pment programs can protect the company from
stakes and inefficient workflows, which are vast
rmmoccful companies. Furthermore, employee
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l‘dolog,y 15 a way of explaining how a researcher intends to carry
t's a logical, systematic plan to resolve a research problem.
ils a researcher's approach to the research to ensure rehable,
ddress their aims and objectives. It encompasses what data

y gives research legitimacy and provides scientifically
rovides a detailed plan that helps to keep researchers on
ss smooth, effective and manageable. A researcher's

h methodology in place provides the following benefits:
vant to replicate the research have enough information

esign process helps researchers select the correct methods

‘document what they intend to achieve with the research

 the application of the scientific method, a

earch provides scientific information and
ture and the properties of the world around
possil Historical research is embodied in
search can be subdivided into different

ademi_cs‘and._gpp},f ation discipline.







m (Fpr fr.es.hers): In TCS there is an Initial training
main training centers that is induction

It enables employees to enhance their skills
a personalized development design.

rogram-It is built around 6 factors vital (o the
uence, communication, thinking and acting
ess, resiliency and learning agility.

Learning programs in 2009, every
‘managers and jeaders go through the training
erent programmes for Tata employees; it includes
broadcast and self-paced e-learning program.
1t and training costs rose 19% to Rs 360.9 crore
ort showed. That number excludes the cost of the
train employees and the cost of the time spent in

on average its employees spent 10.3 days on training
st is expected to rise m future as TCS continues

000 employees.

s started 1ts e-




servations:-

ybservation involves collecting data by di
: S y directl g :

nomcl:on c_)rhbehawour In its natural setting. %hlrﬁ‘gt‘l‘]‘;% and ana|‘yzm‘g a

fexmual insighis Obscryations canbe s partipant (nhere B e

the obse group) or a non-participant (where th TYELIS DS

arate). e observer remains

mple: A retail company observe :
e s customer b i
ptimize store layout and product placements shaviours and movements to

cperiments m.volve ma.nipulating one or more variables to observe the effe
an‘olhcl' varlable.‘Thls method is commonly used in scientific resee : he:t

tablish causal r_elatlonships between variables. Experiments can be co:c;C t 3

controlled environments (laboratories) or natural settings (field experim\el::u:)

xample: A pharmaceutical company conducti T >
fficacy of a new drug. DAYy, ing clinical trials to test the

Rocus Groups:- w

ocus groups involve gathering diverse people to discuss a specific topic or
ssue. This method all_ows for relatively quickly collecting a wide range of
pInions anq perspectives. It is often used in market research to explore
onsumer opinions and perceptions.

xample: A t_ech company organizing a focus group to discuss user experiences
nd potential improvements for a mobile application.

Yase Studies:-

‘ase studies involve an in-depth investigation of a single entity (individual,
roup, or organization) over a specified time period. This method allows for a
omprehensive exploration of complex phenomena, integrating various data
Jllection methods such as interviews, observations, and document analysis.
conducting a case study on a successful startup to




ethod of Data collection :-

- Primary data

Secondary data

data refers to original data collected directly from its source for a
escarch or analysis purpose. This information has not been previously
processcd, or interpreted by anyone else. It is the data that researchers

collect firsthand. Primary data collection methods include surveys,

, experiments, observations, or direct measurements. Primary data is
ted with secondary data, which others have already collected and

or a different purpose. Primary data is valuable because it can be
address specific research questions or objectives and is typically more
relevant for the study. For example, if a company conducts a
tisfaction survey to gather customer feedback, the responses it
from the survey would be considered primary data. The company
data directly for its own use and analysis.

primary data :-

1d Questionnaires :-

1d questionnaires are structured tools for gathering information from
_group. These can include various question types, such as open-
d-ended, or multiple-choice questions. The data collected is often
and can be analyzed statistically. Surveys can be administered
‘mediums, including online platforms, telephone, or face-to-face

cet research company conducting an online survey to
er preferences regarding a new product line.

one interaction between the researcher and the
ows in-depth exploration of the respondent’s
' iews can be structured, semi-
rees of flexibility regarding the

face interviews with industry




ers to the overall strategy utilised to carry out the research
learly defined as well as logical plan to tackle established
ﬂ.n'ough the collection, interpretation, analysis as well as

are techniques and procedures used to gather
! urposes. These methods can range from simple self-

more complex experiments and can involve either
“approaches to data gathering.Some common data
e surveys, interviews, observations, focus groups,
dary data analysis. The data collected through these
yzed and used to support or refute research hypotheses
nt the study’s subject matter.

DATA
COLLECTION

Financial Reports

Irﬁ Sales Reports

primary [l Secondary Mission
Data Data
Collection Collection Vision Statement
ods Methods

Government Reports

Internet




The fol-lowmg are the scope of the training a“‘idevel
he nec must W : 3 Qcvelo! o

he trai vanyto learn. His motivation to improv pmfnt ;i
or to leam new skills must be high ves his job performance
rhere should be som

er e reward at the conclusion of training V

) g. Viz ; promotion
or

er job-
iner should ask trainee as t
o whether he i SRR
oW as feedback. ¢ is learning his job correctly. This is
he material to be learned should be developed in sta;
When traince gives correct reponse he has Jearned theg?si)
( ; 10D,

'y
-

imitations:-

Lo time is spent more on gathering data whe

> inaccurate or inadequate. 4
blems of biased information.
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commercial Information Sources

newspapers. journals, magazi 1 Stati

ain data fO( seconda;y r:iae::‘rr;ﬁ‘;iilgaa::m?é;?“r i e el S
first-hand information on economic developml: t;nfornjétlon 2
t re;earch, demographic segmentation and similar :ub,' pto ‘“Ellcal' B
! zations can request to obtain data that is most relei:r:\ts't uzlnesses 5
esses not only have the opportunity to identify their prospect(i,vtl: ;lire:tt: g)(u

so know about the avenues to pro 1
mote their produ i
sources as they have a wider reach. PG i

1 of the study :-

study the process of training and development in tata consultancy.

now how the training is given to employee”iﬂ' ihe organization.

know how the employee is developing them ﬁer getting proper training.

pctives -

tudy the importance of the training.
study different methods of training.
udy the factors affecting the training.
tudy the training and develo p’m'Ae'h'tfaﬁd development process in global aspect
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ost and ga(hered using surveys, telephone inlerﬁews observation, face-
interviews, and more When using '

nte : SIng secondary research, rescarchers
erify, analyse and incorporate it to help them confirm research goals

esearch period.As well as the above, it can be used to review previous

ts and establish whether i’
Spective arca.

s worth continuing research into a

thod of secondary data :-

ta Available on The Internet

e most popular ways to collect secondary data is the internet. Data is
available on the internet and can be downloaded at the click of a button.
ilable helps to various data and information at one click.
nment and Non-Government Agencie ]
condary research can also be collected from some government and
mment agencies. For example, US Government Printing Office, US
all
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o  The term row has several common synony
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o the term column has several

property; attribute, stanchion). : )
a column is usually identified by a name;
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Category 2

Category 1
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ss where the evaluation would starg in the pre-train;

e : C-train
raining stage and would end with POst-training ng sta
frman (1990) in his research pointed out (hi '

£€ continued in

kett et al., (1993) states that the text book treatment of trainin, i
focuses on Afon.nal design as a mechanism for conUolling-gtlel:-[ =
nes the training intervention would produce the changes obsex;véd-ems ¢
avagalla (1993) says that the HR department has to allocaté ro"
d budget to ensur Y the proper training, This study also st:éésg:l: ‘t,lat;s
tiveness of llhe htraming can be measured by a;{,{(':omparative Study on AZrou;
dividuals who has not received any trainine. Thi sl
r;rimcnml and control group. Yy o tbeuse pf
Webster and Martocchio (1993) in his study tried to link the tas labellin
and age of the employees. He in fact divided the entire training programme ags
y and work. In his paper he states that the young employees took the play
gramme much better than he old once.-f:aﬁd:;jg‘ §igﬁiﬁéant différénce was
erved for the training programme label work. This has led light to the
attitudinal difference of people and thc._ghangp of attitude with age. :
Ahrens and Sankar (1993) this rescarch defines about the two tutors who
justrialized a technique to impart these skills to end users. ‘Empirical
somparison of the tutors verified the _tea_chm_q lue of the facilitators. "I"he' study
uld point out certain gaps between skills required and skills learﬁe_d.-,‘by end
users to be eligible to take up the training programme.
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dback on past performance factors outside train
tributes performance to factors outside traine

ults or otherwise a corrective measure. As only C from an
employee can mold a better organization, it i y to receive feedback
1 s o improve it in the

Thornhill (1994) in his study reveals t mg us dlfﬁcult;esof evaluating
ining and suggests what is required to make it more effective. He also
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. pvaluation practice is one of the major"d:il' m fa
Or dilemmas faced in th
nmas f e field of

Leaining - . et

ing pecause it receives much criticism, In ma

¢ : i
o is cither ignored or approached in

The article concludes that the go

; ‘rgann‘irsations, evaluation

nvincing or unprofessional

nt. client and economic
ositive direction.

ansfer will only occur if

ner- i :
ations have influenced the evaluation pract
«t al., (2001) 15 of the opinion that effi
nees

Jy the (raining content to their jobs.
attacharyd

(2001) identified thfe reason for large scale investment in
(inuous training progl‘amrf\es‘ It is due to the development of "competem
power ha?c for companies’ operational and strategic performances. A
ly pro-active and comprehensive approach is called for analysing the £ask
petences that are demanded by job certification procedure. Creation and
agement of voluminous performance-based training databasé Il ehiive
{nistrative work need IT tools for an effective and networked information
em providing workflow automation. Effective learning depends upon
tion of suitable training strategies. The strategy must be selected as per the
ibject matter, simplicity or complexity of the messages, resources. aQailable
et group, competency of the trainer, etc. g :
al.,(2002) state that organisations ﬁn‘d;ii_ increasingly difﬁcﬁlg;;isgsmy
ympetitive in today’s global economy. Leaders in the workplace-;a:’-'f j"s’ing
hmarking. competency models and competency studies to help HR
ions. such as hiring, training and pro} _ e A

kh and Jeyavelu (2002) express that'vsgns‘niVity training is considi red as a
s to achieve strategic and operatid_r'izﬁ%}_ébjectivcs. The emphasis is on
imental learning and conceptual understanding and gaining skills and
setences, balancing the individual and organization goals and accepting and
taining the interface between economy and changing role of the individual,
tivity (family and organisation) and the society. “This training aims at

ividual growth and development, improved emotional and social skills, better
imate/culture, reduced

- working and role taking, improved work cl
ce to change and enhancing enabling mindsets.
uin and Holton (2003) in their rescarch paper, express that motivation in
) has traditionally been conceptualized as motivation to Jearn or motivation
in. A higher order construct called motivation to improve work through
ing can be proposed. The theoretical rationale for this higher order
uct is presented along with proposed measure o

nd Santhanam (2004) emphasize that existing aining strategies must
‘employ collaborative

2 i’iilés:should sensitize users
ks and make them aware of

ge et




. 12000) lists out the problems f: the so

D s eyl et o
1 picion about Uher Working Spouses prcblem in Secuing a work
b palance and carrying employe.rs’ displeasure Sr i ;‘lng a work-
L cnatd! probl ‘cms. Therefore, the industry has | ;jﬂhke'specifl effeavc e
f en's sta in work places secure, convenién; and in a non-ld(’ms'to.make
By, In this way, as most of the HR practicesfqéﬁé?on their orgaﬁi;scf ' pnarcd
b her than the employee’s personal imbalance, e
~‘ pidam bm"r""‘ P. (2900) reveals that talented and well-respected%lead hip i
ssential in software ‘lndusﬂ’y, as always in other industries wi(l;»wéslrj T ’
Systems: \-1cl|1()<.iologles a_nd processes are required to continuouslydél"ive: o
B ompetitive environment in which quality has to be achieved in mmlmum ﬁ: :
iRecruit. Retain and Retrain’ would be the ‘mantra® for an effective H;
paradigm in this software industry, wher | i
ompelitive advantage. A manageable acquvis\l_ti trategy is requirs
the penefits of adequate vigilance in the industry fénd to evolve re
domin g and |carning new technology and busi’nésé ‘models. )
Gastry (2000) describes two alternate models .»-for"funué. growth of top Indian
firms: MBG (Manpower-Based Growth) and KBG (KnOwlédge-Based
Growth). In the first model, revenue growth is fuelled largely bygrowth in
manpower. [n the second model, the firm penetrates value-added market
segments and growth is fuelled by increasing the revenue per perso sa
that the Indian software service providers are in an enviable position due to
unprecedented market growth, overseas s ﬁvgé:,‘-gf. Manpower, access to
quality and low-cost manpower within the country. Tt is due to s fact that a
proper work climate and various kinds of training facilities are provided to the

gmployees. OV _

Gocl O.P. (2000) states that “Training and Development’ efforts of
organisations have positive impact on their performances. While each industry
gompriscs of skilled, semi-skilled and unskilled employees, there seems to exist
4 possibility of bridging these gaps through informal 0‘1‘1“-,the-j'6b training by
skilled employees. Such training efforts, prima face, look to be economical both
red. Future research could endeavor to find out
\g these skill gaps, thereby

hrough a case study. Training evaluation IS a ic process of collecting

and analyzing information for and about a trai

-4 e SAE

sed for planning and guiding decision-making

well as assessing the

{raining components.
yurpose of maintaining
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fpactean ot al(1993) checked whether traincestgeneral beliefs influenced
;J qining on pre-training motivation. 967 managers and supervisors completed a
b octionnaire that assessed 14 constructs. L] REL VII (Linear Structural

Gquation) indicated that the “overall reputation' of training, intrinsic and
mpliance incel.mves, organ'xsatlonal commitment and three social support
jables (subordinate, supervisor and top management support) were predictive
of pcrmlmng motivation, ; ;

ants to 1dentify the evaluation in the context of the nature and meaning of
;sational culture from a practical point of view.

webster and Martocchio (1995) conducted ~a field experiment of 143
) aployees and cxplorec_i the effef:ts' of refsiljs’ti?::versus optimisgip'coﬁiputer

ining previews on trainee leaming, satisfaction and post-training reactions.
They argued that optimistic previews wouldf"résqlt‘_{ih enhanced outcomes during
. o (raining programime, while realistic preﬁeyvg would result in enhanced post-
\raining reactions. The effects of relevant 'indiv‘jdqtla] differences (i.e.
ﬂ),mlnuss and software efficacy beliefs) and mediating factors
to one’s performance evaluation and flow) were also examined. The results
howed some support for trainee. IR,

evitable everywhere i.e. in our persona

the society, in the universe, ete. We cannot adjust and
ning & Development. The

¢ necessity of training for better

managements of these organisations;;;.ajﬁs
serformance from the employees® point




bm:adcr puman reso
nployces and also‘fq
oS diﬂ'erenuato,'.
d \—clopmcm have to
eV

me from the (o]

10 0CS
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Jtire busINSSSERESSEESE Apart from the regular HR functions, every 1
er has to rethink on the human resource sy ery HR

trategies involved i
7 nid
# ]P\,“mngl to motivate, retain, develop an entifying

an ¢

levate the employees, Th
kl: (hat though entry-level recruitment has not Problempfoz oo ;
# nager With the fresh graduate in the labour pool readily available with
e uage skills, the industry has been facing a fa abour turnover in this
' "]U : \ .

ory. Attrition signifies not only the loss of lent but
- ing of the new recruits. The cost for tr

entry lev ¢l but also at every interval is Si§
the ;..n;i R and Mahanti P.K (2005) observe th
i world. India is a hub to more than |
> i ; \L industry 1s a major employment p
ho”\ intellectual artifact, software develo
demé anding, intricate and error-prone technolog
Jlating vital role in systems of pervasiv
wllu cducation of software engineers. This
:)L;"()““m engineering education in India an
a5 to best suit the software industry's needs.
employment providing industry, it is ess‘, ti
the mdustry and meet the demands. Thus tra
in the industry. In line with these findings o
to build a knowledge base on the various kin
of the training programmes.
Beecham et al., (2007) present a? sy;stg atic litera
Software Engineering. The objective is epo
demotivates developers and how existing models ddres f
majority of studies f1 find Software Engineers form 1snp i
group. Results indicate that Software Engineers
according to their 'charactenstics' '(e.g., their need for va t e)
(e.g. their personality) and external 'moderators’ (€.g. »-thean gareer sag

Models of motivation in Software Engmcermg,_

also mcludes the cost

ﬂf {ré am

gt $ among the most labour
in human htstory !

taken in the present study to help and moliy
conduct of effective training programmes basec




{ive consequences of their individual actions. Users h i
oncd'"" l,,oblcm-SOIV'ﬂg efforts and 'coﬂﬁﬂ_\l&hs@ leam ni;Ve to engage.m
wledge during the process of appropriation of the :c't)'l]aborau?v e R
04) n .hcr research work argues thal)ﬁﬁliké 'tﬁe ‘u'-ad"t,'e appl‘lcauon.
3»" jor training successful training pro esare go,lnlonal Ty
A programmes. These aim at the grow d"t:%."m‘e ,organi:::'ence_bas?d
s for Cxcc]lcn.ce. The success in hﬁrneﬁsiné, competénc!ez(')s? I:r;d lfS
pment gucce§510n and promotion plans.u;depétence.mode e i
) hicrarch:c;.al mode and pel’formancefpaj:system by potsn:'s a? ;le -
oed on demonstration of skills. Thus it reinforces a company"'s‘ s e
. culture and vision-accelerating growth Tt reduces (hé%c:ﬁzm:i‘
ria to improve accuracy and
aSSESSES theirl,s'trcfzngthé ‘and
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fore have over expectations. This necessitated a simpler model with use of
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impaﬂ-crcexlmg la
Ghen (2004) has outlined the theoretical pers
and how it has been implemented by the
ability to handle responsibility, ability to
and demonstrate are to be develo,
(raining and management development. A tu
and rigor are important aspects for overse:
{raining programmes should be according t
duration, purpose of transfer and the tim
programme should have a major impact upon the em
Dongre (2004) opines that training is basical
peed to acquire certain skills or knowledge and when th
‘adapt to any structural or functional change
identification of training needs can make or ma
effort, as the identification exercise alone pro
imparting training at various levels in the organis
various reasons may not attend the training pro
maintained by the departments to identify the
the training is a process of putting value on
training process in practical, social and / or
the employees as well as. the organisation. S
of the training programme, it1 sential t

‘before- hand and the layout ¢
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Individual dwolo p

INTERPRETAT;QN'
from the above table,
have responded for
40% out of which

OPTIONS
‘ Individual
development

e B g - it i bt AR T I A

| Organizational
development




‘ lmprOVC
| skills

| Improve
| knowledge

| Change
| affitude

| All of the
| above




The
responded YES for be
1 responses have respond
20% out of which 12

raining for A€W emplo

[ OPTIONS

| Yes
[No
Maybe







IVTERPRETATION: |
F;om the above table, it is |
wgonded ON THE JOB METH:

qut of which 19 respon.

BOTH for training mef

\OPTIONS
|| (On the job
| methods
|Offthe job
| methods
| Both
\TOTAL




NTERPRETATION:
from the above tableig
rponded for S

esponses have resp: d

of which 31 respo

{raining.

|OPTIONS
More than 10
| More than 5
More than 3
TOTAL
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