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EHj.PTI:::Ft — 1 INTRUDUCTION
I. Introduction ¢ Training and Development 3

In all tr%biég there 1is some edu%%ion and in a1l
education th%re is some training, The two process cannot
be separated, from development. Preg€ise definaXtions are
not possibl and can be wmisleading but different

persons have jused these terms in different vays.

Training 2 Process of learning application of knowledge

improving peyvformance.

Pevelopment:Improving ' job ﬁerfurmanue growth of

persanality not good but better men and women.

i
Education : Education is understanding of knowledge , It
imparts q%éities af waind and character Distinsction

between tralning and &evelupmenk.

i} Teraining — fa short fterm process,

ii) Levelopment — A long term edué%ional process.
» )

Meed of Training -

i} To increase productiv}ty

ii}) To iamporve quality
1ii} To hetp Tulfillinyg future Needs.
iii) Improve organisational Elimate.
iv) To improve health and safety.

v) Freyention of mbsnlescence.

vi) Fur&reraonal Srowth.

Responcibility of Training =

Training refers to any organized ettort at behaviuur

change,not siill training. An important qguestion that

has ¢to be answered is who s responéibe-@ur Lringing:
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about this change. Sometimes in a spirit of newly found
awareness a |[féw woklid say "Managers are responsible far
tr%ning of coursa" Managers are resPonsibe for assuring
that emplioyees arve bktrained %in their Jobs.Trainers
should function as a resuurce to assist the managers in
training their employees but should not assume that
total responsibility for the training. Find manager who
reconizes e'need for training and apply the kraining

process to the managers’'s problem.

in arder to focus the krainers effort during,the needs
]
analysis, in overall model is necessary. The wsork done

by Robert midnger in California and Geary Rummler in New

Yorke,prnvide such a model.

fl Behavior Diserepancy fndentification

D Cogat valve Analysis

3>Sk£11/Knquedge ) Bifficiency

H H

v v

Yes No

Can’'& Do Don 'k Do
H

4) Job aid ' (%) Reward/Punishment
5) Tréhing Incongruence
&) Pr;Lti:e (1¢8) Lack of Inadegquate Feed
73} Change the job back

8 Transfer %r Terminate (11} Dbstacles in system.

!

II. Human Resource Development =

Human resource development is the process of increasing
knOwledge skill and capacities of all the peoplie in a
given suciet*. .

Man power is essential in every country-. for successful

use of phygiral capital..Man power planning is the first

!
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ste in any effective personnel programme.
P P

The importance of development of human resources was
keenly felt at the national level leading to formation
of a separate Human resource Devélupment,' ministory by
the present Prime minister.
!
The long Eterm development of human resources as
distinet from Lraining for a specific job is of grmwiné
concern tq personnal departments. Through the
devé}opment of present emplayees the Personnel
department reduces the companv’s depeqdence an hiring
new wnrkers.l# emp loyees are deveinped Prnperly the 3QE
openings found through human resovruces p*ﬂnning are
more likely | to be filled internally. Promotions and
transfers aldo show ths emplayées that they have a
career,not ust a Job, The employer benefits from
increased caétinuity in operations and from ampf&ees
who feel a greater commitment to the firm. A
i

Human resoufce development is also an effective way to
meet several challenges faced by most large

ovrganisations.

Theae chailenges inqluée emPloyee obselescence,

Bociotechnical changes, affirmative action and empf&Qee
. A

turnover. BI meeting these challeniges the Personnel

department can help maintain an effective work force.

Challenges to Human resource Development =
1

i) EmFloxpe bbsulesgence 2
2

fibsolescence rusults when an emp%&ea no lnngfr
possesses Ehe knowledge or abilities to perform
asuccessTully.In lLhe }ast changing and highily tectmical
fields such as engineering and medicine, obsolescence

can occur 1uick1y. Among managers, the change may take
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place more slowly and he more difficult to deteramine.
Other peopie in Lthe organization way Rot notice
ubaulescencr until it has advanced considerably.

Al thouwugh uhsdlescence may develap oun account of change
in the individual it wmore likely results from that
person’‘s failure to adap¥ to new technology, new
procedures,or other changes. The more rapidly, the
enviran—ment changes, the wmure likely emplioyees will
become obsalete.To avoid obsolescence before it accur;
is :therefole a major challenge for the personnel

deparbment.i

ii} Social ind Thghnn1n§;ca£ changgg x
]

Social and technological changes also challenges the

-

'Persnnnei epartement.e.g. éulbural attitudes toward

woman in the work force caused many companies such  as
the Americah Telephone and Teiugraph, Lo redesign their
develupment‘ prugrammés in order to meet society’s
pressure 4or egqual ampf}ment oppartunilies.The social
changes Liropght about hyqequal eaployment opportunity
and the-co@ any ‘s affirmative action Pvugramme even led

to 8 redesijn of the egquipment used by outside craft

people in  order 0 better accommudate more female
workers while Pvuvxding and Eraining for foareign
nationals the content and delivery must cCunsider local
cus boms. . apd enparctations even down to seating
arrangement duﬁ&iuﬂ and ending tlmes mexls and

accommodatipns.

Likew:ise rapid changes in {technniogy vequire technaiogy

based firms %o sngage 1N nearly continuous develupmenﬁ.

11ii) Developmenk anygd Afiitrmabive Scl s o

Many large and small cnrvaratznns alike have developed

aftfirmative actioan r]ans as vemediai o Preventive
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moves to |deal wikh the {swsue of discriminat%onr
However ,th Ccivil R{gh&g act Pvah%bikﬁ Aisqrimination‘
with rcespect o teran,conditions,or Privileges : at%.
emvluyemenb - AS d resul b Lra1n;ng and dpvelupmant..
ackivities must be comducted in such a way that Shey do,

not discriminate againsk Frnheuhed classes

i .
iv) Emglnzee Turnover =

Turnovery khe willing'ness o i empfgeeﬁ to leave one
organization tor angther creates a sFecial :hallangc
for human resource devalpmenh Becausie theue deParturaa
are largely unPredictaﬁle devequmenL activities must
prepare Presenb 2mp loyvees Lo succeed those who leave.
Al though research shows that leaders of very large
industrial cumpanies aPend neariy all their careers
.with the firm,bthe same research found that mobility is
widespredd amonig v hkher munagers: Therefare develupment
Pragrammes must PPePave ckheﬁ emPioyeea 0 Peplaca
there wmubile managersk. Sometilmes an emPlnyev wibth
arcellsnk development pruogrammes Finds  that these

prugrammeg'gctually contribute ka emplnyee furnover.

Training arid develorina emp%yees atay ol be enough .«
Truliy eifacéive organisations requxre team wark to deal
wikh changeg they facw.Sometimes a change in the
arganisatiaus strategy Can create = need for tranin{ng

for example, new produ:ts or services.
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Chart of P+.1im£nury Steps in

Programme ¢t
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Bkills
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Evaluation & —~—  dWorkers.

|
Training & pevelupmeqt vb jectives

§

These abjeqhiveq should state tﬁu.desiwed bnﬁhvxur and

cunditions [wnder which it is to geeur.

serve as the standard

preformance and programme Can be wmeasured.

Training. &| Development Approaches ¢

3 .
Betore veviewing the various training

against  which

Ob jectivew aisa

individuel

ané development

approaches| it is imFortant ta remember that any metbhod:

may be applied to both training

and develupmant.ln

selecting |a Parkicular tec&nique to use in training or

develu?menﬁ,theve are Several Lrade ofts
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i) Cost effectiveness

1i) Desired ?rngramme COnkenkt
iii)ApprnpriF&eness of the facilities _ . __
iv) Trainee Prqferencaa and capabilikfes

v) Trainer{PrefePences rurd Capabilitier

iv) Learning Principles.

The imPortaéce of these trade off deppndes upon  the
=ituation, for euample cost—effectiveneas may be a minor
factor when Eraining an aivrline pilut in emevgency

manosuverss|, Bui wthevﬂv method s selected it has

Certain leatning Frincirle assoCiated with it.

Training and Development Approaches &

i) Jor fnugtruction Trainling

ii) Job Rotation

i1i) Apprenticesnips and Coaching

iv) Lecture and Video Preaeutations

v} Vestibule Training

vi}) Role Playxng and behavior modeling
v1i1) Cause study

viii Simulation

1x) Self —Sludy and Frngrammed l.earning
) Ltaboraltory Training

Human Resource Develanent prepares indivduals for

future Job responsibilities Ths personnel éeFartment is

actively invaived wilh change pecause it affects

PeoPla.

The bhiective is to manage change in ways thut increase
the Profitﬁ an4 vreduCe the cCcodis. The Persannel
dep%&ment is esPetlally concerned with barriers to
change and Fhe Faycﬁig-ccsbﬁ,ﬂajur ?eraunnel Practiaes
that tend Ibb suPrurL change inciude careful ?lanning
partlcipatihn communicatlon and squlemantary rewards.
Organisation develanank is widely used ko impurve a



firm's skills for wirking with change.
iii) Objectives of the study :

The objectives of the study under considervation arve as

*

follows -—
i} To study the braining activities and procedures

followed in B8.P.I. Ltd. UCHABADN KOLHAPUR.

1i}? To understand types of train{ng courses adﬂpbed to
train the wquers supegrvisors,and the executivesa.

h
iii? To conclude on ihe basis of the data colleckted,

which type of training wiil be suitable for workers and
as well as the executives of G.F.I. UCHAGAON KOLHAPUR.

iv) To study the safety measures undertaken by the

managemeanb.. 1
Me thodology L

i} To knnw: the {mpanb dF training activities in
G.P.1.Ltd UCHASAON KDLRAPUR, a Guestronnaires wers
Frepared' IW consuitatiem with .hhe anecutbives and
administratqd amongest Lthhe workers and.BuParviswrs to

know thelr Aeafanses towards the Lraining.
i

ii) The sxz2uvutives who have attended various training
and deveicpment courses were intervieweé through

structured 1d unstrucktured interviewed technigques.

iii) To undevstand training Practices and procedures
relsvant data was collected from the filéﬁ and related
documnment from the Pesznnel éepartment.

I
iv) To acquaingt safety measures underiaken by the

managemenkt. |
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v} The Library Facilivty was valled for survey of

literaturs on various asrects of trainihg.

Limitations of the Study ‘-%J

i} The auestinnnaire me thod was usad to ¢oulleckt the
responaes of| the workevs buwarda the hralning Pvugrammo?”
ad_a?bed by | the mangement of G.P.T.Ltd. UCHAB{M?N::E:_
KOLHAPUR . ‘

1i)Xk was felt Lhat faw wovKers were . Casuval in

answering the Guestions. 8o it was difficult to get

-~

]
their correct vrespounses.



