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Chapter 1 : What does Training and Development mean?
Definition of training and development: The official and ongoing educational activities within an organization designed to
enhance the fulfillment and performance of employees. Training and development programs offered by a business
might.

Conceptual and general knowledge Definition of Training Training is a process in which the trainees get an
opportunity to learn the key skills which are required to do the job. It helps the employees to understand the
complete job requirements. It helps to groom them for their prospective jobs. Training Process Induction
training, vestibule training, apprenticeship training, job training, promotional training, internship training are
some of the major types of training. The merits of the training are given as under: It results in higher
productivity both quantitatively and qualitatively. It develops a number of skills in the employees. The
cooperative environment of the organisation. It builds confidence in the employees for doing a job. Lesser
chances of accidents. Definition of Development The training for the top level employees is considered as
development, also known as management or executive development. It is an on-going systematic procedure in
which managerial staff learns to enhance their conceptual, theoretical knowledge. It helps the individual to
bring efficiency and effectiveness in their work performances. It changes the mindset of the employees and
makes them more challenging or competing. As the technology needs updating, the manpower of the
organisation also needs to be updated, so the development is a must. It involves training a person for higher
assignments. It digs out the talents of the managerial staff and helps in applying the new knowledge, which is
a requirement of the organisation. Coaching, mentoring, counselling, job-rotation, role playing, case study,
conference training, special projects are some of the methods of development. The performance of an
organisation is based on the quality of its employees, and so the greater the quality of employees, the greater
will be their performance. The primary purpose of development is that the second list of managers or
executives is prepared for future replacement. Key Differences Between Training and Development The major
differences between training and development are as under: Training is a learning process for new employees
in which they get to know about the key skills required for the job. Development is the training process for the
existing employees for their all round development. Training is a short-term process i. Training focuses on
developing skill and knowledge for the current job. Unlike, the development which focuses on the building
knowledge, understanding and competencies for overcoming with future challenges. Training has a limited
scope; it is specific job oriented. In training, the trainees get a trainer who instructs them at the time of
training. Many individuals collectively attend the training program.
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Chapter 2 : Training of Employees: Meaning, Objectives, Need and Importance | Employee Management
Training and development is vital part of the human resource development. It is assuming ever important role in wake of
the advancement of technology which has resulted in ever increasing competition, rise in customer's expectation of
quality and service and a subsequent need to lower costs. It is.

Training and Development Training and Development Training and development describes the formal,
ongoing efforts that are made within organizations to improve the performance and self-fulfillment of their
employees through a variety of educational methods and programs. In the modern workplace, these efforts
have taken on a broad range of applicationsâ€”from instruction in highly specific job skills to long-term
professional development. In recent years, training and development has emerged as a formal business
function, an integral element of strategy, and a recognized profession with distinct theories and
methodologies. More and more companies of all sizes have embraced "continual learning" and other aspects
of training and development as a means of promoting employee growth and acquiring a highly skilled work
force. In fact, the quality of employees and the continual improvement of their skills and productivity through
training, are now widely recognized as vital factors in ensuring the long-term success and profitability of small
businesses. If your workers stand still, your firm will lose the competency race. However, while closely
related, there are important differences between the terms that center around the scope of the application. In
general, training programs have very specific and quantifiable goals, like operating a particular piece of
machinery, understanding a specific process, or performing certain procedures with great precision.
Developmental programs, on the other hand, concentrate on broader skills that are applicable to a wider
variety of situations, such as decision making, leadership skills, and goal setting. For example, training helps
companies create pools of qualified replacements for employees who may leave or be promoted to positions of
greater responsibility. It also helps ensure that companies will have the human resources needed to support
business growth and expansion. Furthermore, training can enable a small business to make use of advanced
technology and to adapt to a rapidly changing competitive environment. According to the U. Small Business
Administration SBA , small businesses stand to receive a variety of benefits from effective training and
development of employees, including reduced turnover, a decreased need for supervision, increased
efficiency, and improved employee morale. The entire training process should be planned in advance with
specific company goals in mind. The next step is to use this information to identify where training is needed
by the organization as a whole or by individual employees. It may also be helpful to conduct an internal audit
to find general areas that might benefit from training, or to complete a skills inventory to determine the types
of skills employees possess and the types they may need in the future. Each different job within the company
should be broken down on a task-by-task basis in order to help determine the content of the training program.
The training program should relate not only to the specific needs identified through the company and
individual assessments, but also to the overall goals of the company. The objectives of the training should be
clearly outlined, specifying what behaviors or skills will be affected and how they relate to the strategic
mission of the company. In addition, the objectives should include several intermediate steps or milestones in
order to motivate the trainees and allow the company to evaluate their progress. Since training employees is
expensive, a small business needs to give careful consideration to the question of which employees to train.
This decision should be based on the ability of the employee to learn the material and the likelihood that they
will be motivated by the training experience. If the chosen employees fail to benefit from the training program
or leave the company soon after receiving training, the small business has wasted its limited training funds.
The design of training programs is the core activity of the training and development function. In recent years,
the development of training programs has evolved into a profession that utilizes systematic models, methods,
and processes of instructional systems design ISD. ISD describes the systematic design and development of
instructional methods and materials to facilitate the process of training and development and ensure that
training programs are necessary, valid, and effective. Small businesses tend to use two general types of
training methods, on-the-job techniques and off-the-job techniques. On-the-job training describes a variety of
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methods that are applied while employees are actually performing their jobs. These methods might include
orientations, coaching, apprenticeships, internships, job instruction training, and job rotation. The main
advantages of on-the-job techniques is that they are highly practical, and employees do not lose working time
while they are learning. Off-the-job training, on the other hand, describes a number of training methods that
are delivered to employees outside of the regular work environment, though often during working hours.
These techniques might include lectures, conferences, case studies, role playing, simulations, film or television
presentations, programmed instruction, or special study. On-the-job training tends to be the responsibility of
supervisors, human resources professionals, or more experienced co-workers. Consequently, it is important for
small businesses to educate their seasoned employees in training techniques. In contrast, off-the-job tends to
be handled by outside instructors or sources, such as consultants, chambers of commerce, technical and
vocational schools, or continuing education programs. Another drawback to off-the-job training programs is
their cost. These programs can run into the multi thousand dollar per participant level, a cost that may make
them prohibitive for many small businesses. Actual administration of the training program involves choosing
an appropriate location, providing necessary equipment, and arranging a convenient time. Such operational
details, while seemingly minor components of an overall training effort, can have a significant effect on the
success of a program. In addition, the training program should be evaluated at regular intervals while it is
going on. This ongoing evaluation process will help ensure that the training program successfully meets its
expectations. Good continuous learning and development initiatives often feature a combination of several
different methods that, blended together, produce one effective training program. Orientations Orientation
training is vital in ensuring the success of new employees. Lectures A verbal method of presenting
information, lectures are particularly useful in situations when the goal is to impart the same information to a
large number of people at one time. Since they eliminate the need for individual training, lectures are among
the most cost-effective training methods. But the lecture method does have some drawbacks. Since lectures
primarily involve one-way communication, they may not provide the most interesting or effective training. In
addition, it may be difficult for the trainer to gauge the level of understanding of the material within a large
group. Case Study The case method is a non-directed method of study whereby students are provided with
practical case reports to analyze. The case report includes a thorough description of a simulated or real-life
situation. By analyzing the problems presented in the case report and developing possible solutions, students
can be encouraged to think independently as opposed to relying upon the direction of an instructor.
Independent case analysis can be supplemented with open discussion with a group. The main benefit of the
case method is its use of real-life situations. The multiplicity of problems and possible solutions provide the
student with a practical learning experience rather than a collection of abstract knowledge and theories that
may be difficult to apply to practical situations. Role Playing In role playing, students assume a role outside of
themselves and play out that role within a group. A facilitator creates a scenario that is to be acted out by the
participants under the guidance of the facilitator. While the situation might be contrived, the interpersonal
relations are genuine. Furthermore, participants receive immediate feedback from the facilitator and the
scenario itself, allowing better understanding of their own behavior. This training method is cost effective and
is often applied to marketing and management training. Simulations Games and simulations are structured
competitions and operational models that emulate real-life scenarios. Computer-Based Training
Computer-based training CBT involves the use of computers and computer-based instructional materials as
the primary medium of instruction. Computer-based training programs are designed to structure and present
instructional materials and to facilitate the learning process for the student. A main benefit of CBT is that it
allows employees to learn at their own pace, during convenient times. Primary uses of CBT include instruction
in computer hardware, software, and operational equipment. The last is of particular importance because CBT
can provide the student with a simulated experience of operating a particular piece of equipment or machinery
while eliminating the risk of damage to costly equipment by a trainee or even a novice user. The use of
computer-based training enables a small business to reduce training costs while improving the effectiveness of
the training. Costs are reduced through a reduction in travel, training time, downtime for operational hardware,
equipment damage, and instructors. Effectiveness is improved through standardization and individualization.
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The greatly expanding number of organizations with Internet access through high-speed connections has made
this form of CBT possible. By providing the training material on a Web page that is accessible through any
Internet browser, CBT is within reach of any company with access to the Web. The terms "online courses" and
"web-based instruction" are sometimes used interchangeably with WBT. Self-Instruction Self-instruction
describes a training method in which the students assume primary responsibility for their own learning. Unlike
instructor- or facilitator-led instruction, students retain a greater degree of control regarding topics, the
sequence of learning, and the pace of learning. Depending on the structure of the instructional materials,
students can achieve a higher degree of customized learning. Forms of self-instruction include programmed
learning, individualized instruction, personalized systems of instruction, learner-controlled instruction, and
correspondence study. Benefits include a strong support system, immediate feedback, and systematization.
Audiovisual Training Audiovisual training methods include television, films, and videotapes. Like case
studies, role playing, and simulations, they can be used to expose employees to "real world" situations in a
time-and cost-effective manner. The main drawback of audiovisual training methods is that they cannot be
customized for a particular audience, and they do not allow participants to ask questions or interact during the
presentation of material. Team-Building Exercises Team building is the active creation and maintenance of
effective work groups with similar goals and objectives. Not to be confused with the informal, ad-hoc
formation and use of teams in the workplace, team building is a formal process of building work teams and
formulating their objectives and goals, usually facilitated by a third-party consultant. Team building is
commonly initiated to combat poor group dynamics, labor-management relations, quality, or productivity. By
recognizing the problems and difficulties associated with the creation and development of work teams, team
building provides a structured, guided process whose benefits include a greater ability to manage complex
projects and processes, flexibility to respond to changing situations, and greater motivation among team
members. Team building may include a broad range of different training methods, from outdoor immersion
exercises to brainstorming sessions. The main drawback to formal team building is the cost of using outside
experts and taking a group of people away from their work during the training program. Apprenticeships and
Internships Apprenticeships are a form of on-the-job training in which the trainee works with a more
experienced employee for a period of time, learning a group of related skills that will eventually qualify the
trainee to perform a new job or function. Apprenticeships are often used in production-oriented positions.
Internships are a form of apprenticeship that combines on-the-job training under a more experienced employee
with classroom learning. Job Rotation Another type of experience-based training is job rotation, in which
employees move through a series of jobs in order to gain a broad understanding of the requirements of each.
Job rotation may be particularly useful in small businesses, which may feature less role specialization than is
typically seen in larger organizations. Technical training describes a broad range of training programs varying
greatly in application and difficulty. Technical training utilizes common training methods for instruction of
technical concepts, factual information, and procedures, as well as technical processes and principles. Sales
training concentrates on the education and training of individuals to communicate with customers in a
persuasive manner. Clerical training concentrates on the training of clerical and administrative support staffs,
which have taken on an expanded role in recent years. With the increasing reliance on computers and
computer applications, clerical training must be careful to distinguish basic skills from the ever-changing
computer applications used to support these skills. Clerical training increasingly must instill improved
decision-making skills in these employees as they take on expanded roles and responsibilities. Computer
training teaches the effective use of the computer and its software applications, and often must address the
basic fear of technology that most employees face and identify and minimize any resistance to change that
might emerge. Furthermore, computer training must anticipate and overcome the long and steep learning
curves that many employees will experience.
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Chapter 3 : What is Employee Training & Development? - AllenComm
Training and Development is a subsystem of an organization which emphasize on the improvement of the performance
of individuals and groups. Training is an educational process which involves the sharpening of skills, concepts, changing
of attitude and gaining more knowledge to enhance the performance of the employees.

This factsheet looks at the influences on learning and development strategy: It also examines the different
stakeholders involved in organisational learning and development. Finally, the factsheet considers the practical
elements of implementing a learning and development strategy including the role of line managers. Log in to
view more Log in to view more of this content. Please note that some of our resources are for members only.
Learning professionals therefore need to be prepared to think creatively about learning and development
interventions, through design, delivery and assessment, to develop a flexible strategy that meets business
needs. What is learning and development strategy? Our recent research has emphasised the importance of
strategic human resource management aligning to the overall business strategy. In our report Driving the new
learning organisation: This typically includes techniques such as mentoring programmes with senior leaders,
in-house development courses and project-based learning. Find out more on managing talent in our factsheet.
An effective organisational learning strategy can provide a vision which supports the management of change,
enhances employee engagement and helps drive high performance levels and business success for the
long-term. The rate and pace of change in the external environment is unprecedented. All work is a process of
continual learning and improvement â€” this can be the starting point for creating a learning organisation.
Learning is targeted on key performance needs. Learning is a cost to the business which, though it delivers
benefits in terms of productivity, has to be delivered efficiently and effectively. Talent development is an
investment for the future, so an organisation may continue to build future skills even during an economic
downturn. Personal career development is critical for retention and engagement and ideally linked to business
objectives. Learning need to be part of a wider business strategy of ongoing investment in people, ultimately
with a view of benefits to customers and the customer experience. This is based on quantitative and qualitative
data on a range of measures to help identify which type of learning or other HR interventions will drive
business performance. Keeping strategy updated Both the learning strategy and associated policies and
programmes must be kept up to date as the business environment changes and as information is gathered on
the effectiveness of learning interventions. Find out more on this approach in our factsheet on evaluating
learning and development. In larger organisations there may be varying strategies or processes in different
divisions or functions, so it may be appropriate to involve stakeholders across a range of divisions. Allocating
responsibility for learning Only individuals can learn, and only they can choose to apply their new skills to the
work they perform. However, the organisation has a responsibility to set out the aims and purposes of
learning, and to give support via investment in time and resources to allow learning to happen. However, not
all of the investment in learning will be managed by HR professionals especially in smaller organisations , and
there will also be responsibilities for other parties such as line managers or knowledge management
specialists. The role of line managers Line managers are critical as the gatekeepers to individual learning and
development and they also need support for their own development. Line manager involvement is most
effective when responsibility for learning and development is integrated into leadership expectations. Some of
the key factors are set out below: Setting learning and development priorities Organisations need to decide
how often organisational, team and individual learning needs are analysed, and who will set the priorities that
form the learning plan for the next period. Go to our factsheet on identifying learning and development needs.
Performance management and appraisal Using performance management techniques can help HR and line
managers achieve business targets by, amongst other things, making sure their teams have the right level of
capability. Find out more about the performance management process in our factsheet. Individual development
needs may be included in appraisal or development reviews based on the setting of learning goals and personal
development plans. See more in our factsheet on performance appraisal. Resources for learning and
development Budgets and resource planning are clearly critical to the effective implementation of learning
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strategy. Being open minded to what can be achieved with little or no budget is useful. Learning strategies can
benefit from harnessing the knowledge within an organisation. Read our costing and benchmarking learning
and development factsheet. What kind of learning methods? Questions that may help determine the nature of
learning and development provision include the following: Will internal staff or outside consultants deliver
learning interventions? What forms of learning â€” technical skills or leadership development, for instance â€”
will be encouraged? What methods and modes of delivery will be used, for exaample, face to face, digital or a
blend? What relationship is there between learning and formal qualifications, for example, is learning be
accredited by educational institutions? Are any government-backed programmes such as apprenticeships
appropriate to help meet learning needs within the organisation? Is there a good range of formal and informal
learning opportunities available? What can learners do to enable them to continue applying the learning? Read
our learning methods factsheet. Read our factsheet on evaluating learning and development. Innovation In
mature economies, the innovation imperative is critical. Organisations are constantly seeking to innovate and
find novel solutions to the challenges they face. Some organisations may go further than preventing unlawful
discrimination in selection for learning opportunities by making provision to offer extra resources to develop
the skills of under-represented groups. See more on equality issues in our factsheet on diversity and inclusion
in the workplace.
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Chapter 4 : Definition of Training | Human Resource Management
Training: Meaning, Definition and Types of Training! Training constitutes a basic concept in human resource
development. It is concerned with developing a particular skill to a desired standard by instruction and practice. Training
is a highly useful tool that can bring an employee into a position.

Training and Development Training and Development is a subsystem of an organization which emphasize on
the improvement of the performance of individuals and groups. Training is an educational process which
involves the sharpening of skills, concepts, changing of attitude and gaining more knowledge to enhance the
performance of the employees. Read Next Training Levy Training is about knowing where you are in the
present and after some time where will you reach with your abilities. By training, people can learn new
information, new methodology and refresh their existing knowledge and skills. Due to this there is much
improvement and adds up the effectiveness at work. The motive behind giving the training is to create an
impact that lasts beyond the end time of the training itself and employee gets updated with the new
phenomenon. Training can be offered as skill development for individuals and groups. Relation between
Training and Development There is a relation between training and development, and there is clear difference
between the two based on goals to be achieved. Development is made to answer the training problems: To
develop additional skills AIM: To meet the future need of an employee Initiative is taken by the management
Initiative is taken by an individual. Importance of Training and Development For companies to keep
improving, it is important for organizations to have continuous training and development programs for their
employees. Competition and the business environment keeps changing, and hence it is critical to keep learning
and pick up new skills. The importance of training and development is as follows: But it is essential that the
company revises its goals and efficiencies with the changing environment. Here are a few critical reasons why
the company endorses training and development sessions. However, since it is beneficial for companies in the
long run, they ensure employees are trained regularly. Helps employees develop new skills and increases their
knowledge. Improves efficiency and productivity of the individuals as well as the teams. Proper training and
development can remove bottle-necks in operations. Keeps employees motivated and refreshes their goals,
ambitions and contribution levels. Disadvantages of training and development Even though there are several
advantages, some drawbacks of training and development are mentioned below: It is an expensive process
which includes arranging the correct trainers and engaging employees for non-revenue activities. There is a
risk that after the training and development session, the employee can quit the job. Training and Development
Process Training and development is a continuous process as the skills, knowledge and quality of work needs
constant improvement. Steps for training and development processes are: Determine the need of training and
development for individuals or teams 2. Select the methods of training 4. Conduct and implement the
programs for employees 5. Evaluate the output and performance post the training and development sessions.
Keep monitoring and evaluating the performances and again see if more training is required. Hence, this
concludes the definition of Training and Development along with its overview. Advertisements Browse the
definition and meaning of more terms similar to Training and Development. The Management Dictionary
covers over business concepts from 6 categories.
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Chapter 5 : Definitions of Training and Development
Freebase ( / 1 vote) Rate this definition. Training and development. Human Resource Management, training and
development is the field which is concerned with organizational activity aimed at bettering the performance of individuals
and groups in organizational settings.

Training and Development - Meaning, its Need and Importance Training and Development - Meaning, its
Need and Importance Training and development is vital part of the human resource development. It is also
become more important globally in order to prepare workers for new jobs. In the current write up, we will
focus more on the emerging need of training and development, its implications upon individuals and the
employers. Noted management author Peter Drucker said that the fastest growing industry would be training
and development as a result of replacement of industrial workers with knowledge workers. This is true for the
developing nations and for those who are on the threshold of development. In Japan for example, with
increasing number of women joining traditionally male jobs, training is required not only to impart necessary
job skills but also for preparing them for the physically demanding jobs. They are trained in everything from
sexual harassment policies to the necessary job skills. The need for Training and Development Before we say
that technology is responsible for increased need of training inputs to employees, it is important to understand
that there are other factors too that contribute to the latter. Training is also necessary for the individual
development and progress of the employee, which motivates him to work for a certain organisation apart from
just money. We also require training update employees of the market trends, the change in the employment
policies and other things. The following are the two biggest factors that contribute to the increased need to
training and development in organisations: The word change encapsulates almost everything. It is one of the
biggest factors that contribute to the need of training and development. There is in fact a direct relationship
between the two. Change leads to the need for training and development and training and development leads
to individual and organisational change, and the cycle goes on and on. More specifically it is the technology
that is driving the need; changing the way how businesses function, compete and deliver. It is again one the
strong reasons for training and development becoming all the more important. Money is not the sole motivator
at work and this is especially very true for the 21st century. People who work with organisations seek more
than just employment out of their work; they look at holistic development of self. Spirituality and self
awareness for example are gaining momentum world over. People seek happiness at jobs which may not be
possible unless an individual is aware of the self. The critical question however remains the implications and
the contribution of training and development to the bottom line of organisations performance. To assume a
leadership position in the market space, an organisation will need to emphasise on the kind of programs they
use to improvise performance and productivity and not just how much they simply spend on learning!
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Chapter 6 : Learning & Development Strategy | Factsheets | CIPD
A formal definition of training & development is it is any attempt to improve current or future employee performance by
increasing an employee's ability to perform through learning, usually by changing the employee's attitude or increasing
his or her skills and knowledge.

Human Resource Management Topic: Article In simple terms, training and development refers to the
imparting of specific skills, abilities and knowledge to an employee. We can make a distinction among
training, education and development. Such distinction enables us to acquire a better perspective about the
meaning of the terms. Training, as was stated earlier, refers to the process of imparting specific skills.
Education, on the other hand, is confined to theoretical learning in classrooms. Though training and education
differ in nature and orientation, they are complementary. An employee, for example, who undergoes training
is presumed to have had some formal education. Furthermore, no training programme is complete without an
element of education. In fact, the distinction between training and education is getting increasingly blurred
nowadays. As more and more employees are called upon to exercise judgments and to choose alternative
solutions to the job problems, training programmes seek to broaden and develop the individual through
education. Hence, organization must consider elements of both education and training while planning there
training programmed. Development refers to those learning opportunities designed to help employees grow.
Development is not primarily skill-oriented. Instead, it provides general knowledge and attitudes which will be
helpful to employees in higher positions. Efforts towards development often depend on personal drive and
ambition. Development activities, such as those supplied by management developmental programmers, are
generally voluntary. Human intellect and an overall personality of the employees. Productivity â€” Training
and Development helps in increasing the productivity of the employees that helps the organization further to
achieve its long-term goal. Team spirit â€” Training and Development helps in inculcating the sense of team
work, team spirit, and inter-team collaborations. It helps in inculcating the zeal to learn within the employees.
Organization Culture â€” Training and Development helps to develop and improve the organizational health
culture and effectiveness. It helps in creating the learning culture within the organization. Organization
Climate â€” Training and Development helps building the positive perception and feeling about the
organization. The employees get these feelings from leaders, subordinates, and peers. Quality â€” Training
and Development helps in improving upon the quality of work and work-life. Healthy work environment â€”
Training and Development helps in creating the healthy working environment. It helps to build good
employee, relationship so that individual goals aligns with organizational goal. Health and Safety â€” Training
and Development helps in improving the health and safety of the organization thus preventing obsolescence
Morale â€” Training and Development helps in improving the morale of the work force. Image â€” Training
and Development helps in creating a better corporate image. Profitability â€” Training and Development leads
to improved profitability and more positive attitudes towards profit orientation. Training and Development
aids in organizational development i. Organization gets more effective decision making and problem solving.
It helps in understanding and carrying out organizational policies. Training and Development helps in
developing leadership skills, motivation, loyalty, better attitudes, and other aspects that successful workers and
managers usually display.
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Chapter 7 : What is training and development? definition and meaning - calendrierdelascience.com
Training and development describes the formal, ongoing efforts that are made within organizations to improve the
performance and self-fulfillment of their employees through a variety of.

Definitions in Instructional Design Training is everything. The peach was once a bitter almond; cauliflower is
nothing but cabbage with a college education. For other definitions, see the glossary. Learning Defined While
there are many definitions of learning, most of them have these two common elements Hergenhahn, ;
DeSimone, Werner, Harris, ; Good, Brophy, If we only remember the information for a short time, such as
finding a location on a map and then going to that location, but forgetting about it a short time later, then that
was simply the use of information, not learning. The other important part is that we can learn through almost
all of our experiences, not just through school lessons or training. Training Defined Training is defined as
learning that is provided in order to improve performance on the present job Nadler, Performance is improved
by helping the learners to master a new or established technology. The technology may be a piece of heavy
machinery, a computer, a procedure for creating a product, or a method of providing a service. Notice that the
last part of the definition states that training is provided for the present job. This includes training new
personnel to perform their job, introducing a new technology, or helping an employee to achieve standards.
Earlier it was stated that there are four inputs to a system: Training is mainly concerned with the meeting of
two of these inputs: While we often think of technology as computers, electronics, etc. The Merriam-Webster
dictionary defines technology as the practical application of knowledge, especially in a particular area. It
includes the usage and knowledge of tools, techniques, and crafts, or a system, process, or method for
organization. Do not confuse HRD with the term human resource department. A human resource department is
concerned with all aspects of their employees, such as pay, benefits, equal opportunity, and training. HRD is
mostly concerned with training, development, and education. HRD is defined as an organized learning
experience, conducted in a definite time period, to increase the possibility of improving job performance and
growth Nadler, Organized means that it is conducted in a systematic way. Although learning can be incidental
or serendipitous, training is concerned with the worker learning clear and concise standards of performance or
objectives. Objectives are the tools for guiding managers, learners, and trainers. Managers need objectives so
that they know what kind of return they are receiving from their training investment. Learners need them so
that they know what is expected of them. And trainers need them to plan and conduct the learning
environment so that they may help the learners achieve the desired results. This is commonly known as
Formal Learning. In addition, it is also concerned with informal learning Nadler, It differs from Incidental
Learning that the learner sets out and plans his or her learning, where as Incidental Learning occurs by chance.
The second part of the definition, conducted in a definite time period, means that the amount of time the
learner will be away from work must be determined and specified at the onset of the training program. The last
part of the statement reads, to increase the possibility of improving job performance and growth. By
possibility, it means that although an organization can provide the tools to help the learner succeed, such as
training specialists, coaches, and state-of-the-art training materials and technology, the ultimate responsibility
for success belongs to the learner. Training, Development, and Education. As discussed earlier, training is the
acquisition of technology that permits employees to perform their present job to standards. It improves human
performance on the job the employee is presently doing or is being hired to do. In addition, it is given when
new technology in introduced into the workplace. Education is helping people to do a different job. It is often
given to ensure there are skilled replacements in case the regular job holder is absent, people who have been
identified as being promotable, being considered for a new job either lateral or upwards, or to increase their
potential. Unlike training, which can be fully evaluated immediately upon the learners returning to work,
education can only be fully evaluated when the learners move on to their future jobs or tasks. We can test them
on what they learned, but we cannot be fully satisfied with the evaluation until we see how well they perform
in their new jobs. Development is helping people to acquire new horizons, technologies, or viewpoints. It
enables leaders to guide their organizations onto new expectations by being proactive rather than reactive. It
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enables workers to create better products, faster services, and more competitive organizations. It is learning for
growth of the individual, but not related to a specific present or future job. Unlike training and education,
which can be fully evaluated, development cannot always be evaluated. This does not mean that we should
abandon development programs, as helping people to grow and develop is what keeps an organization on the
cutting edge in competitive environments. Development can be considered the forefront of what is now known
as the Learning Organization. Training includes such objectives as picking up a pallet with a forklift or
performing CPR. These are activities that can be mastered by a learner in a specific time frame then be
immediately transferred to the job. Development is more long term and often needs other driving forces. For
example, Starbucks offered diversity classes in its early days. In addition, it needs other driving forces, mostly
leaders who talk-the-walk AND walk-the-talk. While diversity classes give the learners the big picture and
concepts, the role models give them living examples. Also, do not confuse development with change. This
change may be quantitative or qualitative and it implies no directionality, encompassing both regression and
progression. Development is always progressive. Army Field Artillery School, Using ISD to design training,
education, and development processes ensure that an organization gets the most from its resources. Although
this guide mainly discusses the creation of training programs, development and education programs can also
be built by using an ISD approach with little or no modifications. Analysis, Design, Development, Implement,
and Evaluate.
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Development is the training process for the existing employees for their all round development. Training is a short-term
process i.e. 3 to 6 months, but development is a continuous process, and so it is for the long term.

What is Employee Training and Development? Employee training and development is a broad term covering
multiple kinds of employee learning. Training is a program that helps employees learn specific knowledge or
skills to improve performance in their current roles. Development is more expansive and focuses on employee
growth and future performance, rather than an immediate job role. Why you need high-impact employee
training and development. Good training and development programs help you retain the right people and grow
profits. As the battle for top talent becomes more competitive, employee training and development programs
are more important than ever. Hiring top talent takes time and money, and how you engage and develop that
talent from the time they are first onboarded impacts retention and business growth. As companies grow and
the war for talent intensifies, it is increasingly important that training and development programs are not only
competitive but are supporting the organization on its defined strategic path. Employee training and
development programs directly impact your bottom line. According to SHRM , the link between learning and
business success is compelling. Download our ebook Here is how you create high-impact employee training.
The following steps can help you translate business objectives into a tailored training plan. Keeping business
goals in focus ensures training and development makes a measurable impact. Categorize these learning
objectives into these three groups, and have activities in your training plan that target all three. How can you
help learners understand why they need to change their behaviors? What do your learners need to be able to do
the job? These behaviors will have the most impact on performance. What must your learners know to
perform their jobs well? Distinguish critical knowledge from nice-to-know information to identify what
content should be in the course, and what should be in optional resources. The most effective training
programs use layered, sustainable learning activities to create performance improvement over time. A layered
approach makes sure your program targets the essential employee, customer, and business needs while
training the right people at the right time in the right way. A layered approach is the best of all worlds because
it blends learning experiences and training methods that maximize the benefits of your time. Evaluate
Effectiveness and Sustain Gains: In fact, continued support is required to ensure that initial training sticks.
Advantages and benefits of high-impact employee training. Top companies invest in training programs
because they know the investment pays off in individual and organizational benefits. Here are a few examples.
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Training is concerned with increasing the knowledge and skills of employees for doing specific jobs, and development
involves the growth of employees in all aspects. "Training is the act of increasing the knowledge and skills of an
employee for doing a particular job." â€” Edwin B. Flippo.

Meaning, Definition and Types of Training Article shared by: Meaning, Definition and Types of Training!
Training constitutes a basic concept in human resource development. It is concerned with developing a
particular skill to a desired standard by instruction and practice. Training is a highly useful tool that can bring
an employee into a position where they can do their job correctly, effectively, and conscientiously. Training is
the act of increasing the knowledge and skill of an employee for doing a particular job. Training refers to the
teaching and learning activities carried on for the primary purpose of helping members of an organization
acquire and apply the knowledge, skills, abilities, and attitudes needed by a particular job and organization.
Every organization should provide training to all the employees irrespective of their qualifications and skills.
Specifically the need for training arises because of following reasons: Mechanization, computerization, and
automation have resulted in many changes that require trained staff possessing enough skills. The organization
should train the employees to enrich them with the latest technology and knowledge. This has aggravated the
problems of coordination. So, in order to cope up with the complexities, training has become mandatory.
Every management has to maintain very good human relations, and this has made training as one of the basic
conditions to deal with human problems. To match employee specifications with the job requirements and
organizational needs: For filling this gap training is required. Change in the job assignment: Training is also
required to equip the old employees with new techniques and technologies. Training of employees and
mangers are absolutely essential in this changing environment. It is an important activity of HRD which helps
in improving the competency of employees. Training gives a lot of benefits to the employees such as
improvement in efficiency and effectiveness, development of self confidence and assists every one in self
management. The stability and progress of the organization always depends on the training imparted to the
employees. Training becomes mandatory under each and every step of expansion and diversification. Only
training can improve the quality and reduce the wastages to the minimum. Training and development is also
very essential to adapt according to changing environment. Various types of training can be given to the
employees such as induction training, refresher training, on the job training, vestibule training, and training for
promotions. Some of the commonly used training programs are listed below: Also known as orientation
training given for the new recruits in order to make them familiarize with the internal environment of an
organization. It helps the employees to understand the procedures, code of conduct, policies existing in that
organization. This training provides an overview about the job and experienced trainers demonstrates the
entire job. Addition training is offered to employees after evaluating their performance if necessary. It is the
training on actual work to be done by an employee but conducted away from the work place. This type of
training is offered in order to incorporate the latest development in a particular field. This training is imparted
to upgrade the skills of employees. This training can also be used for promoting an employee. Apprentice is a
worker who spends a prescribed period of time under a supervisor.
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