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HRD PRACTICES IN INDIAN INDUSTRY

T V RAD

The need for focussing attenticn on the develcpment of human
resources is increasingly being felt in Indian Industry. This need
arises out of the recognition by the corporate management in most
organisations that they have the responsibility to create a positive
and healthy psychological climete in organizations that enables its
emplayees to enhance and utilize their capabilities to the best possi-
ble extent. This responsibility takes the direction of their making
efforts to create a healthy psychological climate that increases the
work-motivation, initiative and commitment. These are accomplished
through creation of a climate where the employees fesl a sense of
pride in doing whatever they aredoing for the organisation, feel
wanted, and experience a semse of achievem;ht through accomplishing
tasks associated with their roles. Thus instead of attempting to
regulate and control employee Eehauiour through traditional control-
oriented personnel practices 1like confidential report systems of
appraisal, disciplinary action etc., the emphasis is shifting towards
more humanised, positive and development—ori;;¥5d personnel practices

sometimes called as HRD systems or Human Resources Development mecha=

nisms.

R few organisations have taken 2 lead role in establishing such
mechanisns or systems that treat employses more humanly. Such a lead

role is reflected in their philosophy (both stated and practiced)

see?



2
about its human rescurces, ite appraisal systems, its promotion and
revard systems, career development policies, trzining mechanisms and
apove ali its investment on its own human rescurces, Wwhile 2 fow
orgenisations heve taken a lead role, kbe situation in wmost of the
industries on the HRD dimensiors remains unknown. This survey was
initiated with @ view to ®xplore the trends of such HRD practices in

different industrics,

FETHODOLGG Y

When 2 aroup of senior executives from both public and private
organizations ware attending 2 senior executives programme, the Dppor-
tunity was taken to survey their practices, The ideal methodology‘
for such a survey would have been to visit those orgsnisetions, study
documents related ta this area, and intervicw neads of personnel
departments, top level menagers anc other execetives in the organi-

zetion toc understand the practices followad,

During the procgramme whick these executives were attending a
select group af the participants themeselves heppened to preseni to
athers about the Human Resources Managcﬁent practices followed in
their organizations. Impressed by the utEEEfy of information they
not from these companies on HRD related issues in the subsecuent
discussions the cxecutives themselves expressed 2 need to pool from
others the practices followed in their companies. As a result of
this need felt by the executives, a guostionnaire wes develeped by
the author. The responses of the executives from 45 orgenizatiens
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3
(34 private sector @nd 11 public sector) are included for this survey.
The PGSpDnSES.Gf one eéxsclutive from sach wurs taken for this survey.
Wherever there were more tham once executive from 2 company their res-
ponses wero examined to see tho variations. The responses indicated
that therec is very little variaticn in the responses of executives

rrom the same company to the guestionnaire.

For example there were eight exscutives from the same organisa-
tion who reeponded to this guesticnnaire, Their responses on 28 struce
tured items were compared for the extent of their agrecment. A co-
efficicnt of ~grecment wos computed as the proportion qf agreements
of seven candidates with the eighth candidate to the total number of
agreements and differences. 7The coefficient obtained was (84 indi-

cating a fairly high level of agreement among the executives,

Pareck and Rao (1981) identified thé-follnwing subsystems as
offering opportunities for the development of human resources: per-—
formance sppraisal, potential appraisal, fecdbeck and counselling,
training, career planning and development, organization development,
and data storage for monitoring employec growth ang contributions
and for rsuward administration. CDmponenEE‘sf gach of these subsystems
that have direct relevance to develepment are included in the gues-

tionnaire., Tho survey results are presented below.

PERFORMANCE APPRAISAL

As tho dissatisfrction with traditional forms of performance

seed
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appraisal is increasing, many organizotions are getting invelved in
changing their apprrisal systems. In some casce these changes are

marginal and in a few thesc ore substantial,

The nature of the performance appraisal and its effectiveness
depend 2 great deal on how Human Rescurcus are viewed and treatod in
the organization. If the organization belisves that people do not
work unless they are closely supervised and controlled, it may tend
to.haua a confidential roport form of appraisal, If the organization
belicvs that every individuzl has potentiol and strengths and that
humary copabilitics can be sharpened, devcloped and utilized better
by providing a healthy climzte, then the organization would have an
appraisal system thrt 2ttempte/identify, sharpen, develop and utilize /fto
the potential and capabilities of its employees. Such an appriisal

- e
system should be based on an understanding of human nature in/organi-

zational context, The following are some propositions about human

naturet

e Employees would work hard when they feel that they arc
"wanted® in the organization.

2. Employees would work petter when they are "eclear® about
whot they are expected to do and when they have some say
periudically-in modifying these expectations.

3. Employees would work better when they start Mexperiencing”

success in the tasks they arc performing.

4, Employees would work better whon they feel that the orga-

...5



nisation providegs opportuniticvs for their performance to

be recognised and rcwarded.

S« Employees would work hoetter when they see that their orga-
nisation is providing them =n opportunity to develop and

utilize  their capabilitics to o large extent.

6. Employees will have = high level of committment when
they see that their organization is willing to invest
time and other resources for the development of its
puople,

7. Employecs would work better when they are heing trusted

and treatcd with dignity.
A good performance appraiscl should serve the following purposess?

1. Holp the individunl to be clear about the cxpectations
the organizaticn hes frem hin with regpect to his role,

i.ce provide role clarity and clarity of functions.

2e Help the individuzl to asecss his own copabilitics (know-
ledge, skills, attitudes, stc.) in relation to the tasks

or functions he is cxpected ta\ngform.

3+ Help the crganization to identify ths problems facud by
. the employee in perfurming these tasks and enable higher
level officers toc take action to remove the cbstacles
and facilitetec effective functioning of the employce.,

4, ldentify the capnbility gaps in performing varicus func-

es6
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tions relating to his role and arrapge for develcpment of
these capabilitics through trsiping, cn-the- job-coaching wtc,

mechanisms,

Generate data about the wmployee for rowards, job rotation,

placcement etc. purposcs,

Above all this the system should serve as an instrument to
help in making the individual experience his contributions
te the organization, feel wented, fcel that he is important
and others ip the organization vclue him and his contribu-

tionsa

To achisve these objectives the following components should he

incorporated intoc the oppraisal systemss

1.

4,

A mechanism to help every employee tu beceme aware of the

importent functions he is expected to performg

A& mechanism to help employee to experience his accomplish-
ments (a person experienmces and fecls happy about his accom-
plishments when he plans his goals and scts to achieve these

goals);

A mechanism to help tho smployee become aware of the copa-
bilitiss required to perform different functiuns eassociated
with his role and help him examine thc extent to which he
possesses these capabilitiess

A mechanism by which the employee can identify and use the

opportunities for growth in the organization. eos?



S5« A mechanism by which he can communicate to his boss tho

difficulties he is experiencing in performing his job.

Ob jectives of Performance Appraisal

As statod above thers can be soveral chjectives for which perfor-
mance appraiscl mdy be used. Mainly it cen be used either for deve-
lopment of cmployees or for regulation and control of their behaviour
through rewards, punishments etc. Sometimes there are differences
betwesn how the organizotion intends to use the performance appraisal
and how it is dctually used., The rcsponsss of the executives from

thase 45 companies indicate the following trends
[

1« A large number of organisaticns oppear to use it both for
regulatory os well as development purposes both by their intenticns

and practices.

2, Somo of thosc organizations that intend to use performance
appraiscl only for developmental purposes orc not oble to limit its
use exclusively for development ns cortoindeoeree of control oricn-
tation crups into the use of tho systsmti Other detoils are presented

in Table 1,

..UB



Toble 1

rimary purposes for which performance appraiscl systems are being

used in different cempanios

Nature of objective Percentage of executives
mentioning this

A, Stated Objective

1 Development of Employees 27
2, Control and Regulation of Employee Behaviour 18
3a Bo£h Control and Development 49
4, Rituyal 4
5, No response 2

B. 0Objective in prectice

1« Development of Employees 11
2, Contrcl and rogulation of Employee Behaviour 29
3., Both Countrol and Devclopment ' 51
4, To identify potentizl 4
5. No purpesc/No Tespunse 4

Compaonents of Perfcrmance Appraisal

A number of componies seom to have different components described
above as a part of their appraisal systeme The details are presented

below in Table 2.
.'.9



Jable 2

Components of Performance Appraisal used by different grganizationsg

S«No, Component Percentage of executives
reporting the presence of
this component

1s Some form of agreesment between & 62
boss and his subordinate on tasks '
or targets or functions forming a
basis of appraisal

2. Rbpraisal discussions aiming at 49
helping the appraisee to recognise
his strenyths.

3. Appraisal discussions aiming at 53
helping the appraisce to Tecognise
his weaknesses

4« Appraisal feedback (written or 69
verbal) to tell the employee
the areas he needs to improve

5. Self-appraisal to communicate to the boss
the accomplishments of an employee 44

6« Appraisal on managerial qualities required 73
to perform any managcrial job (eg. leader—
ship, coordination etc,)

e Identification of training and developmental 87

needs, -
B. Appraisal potential for oromoticons 78
9. Identificetion of factors affzcting per- 4t

formence and comaunicating them to the
boss for his assistanpce and future action

10, Signature by subordinates an the form after 33
assessment by the boss., :
of
11 Rppraisal/potential for promotions. 4
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12, Confidential ratings by an officer onc level 71
above or reporting officer.

13. Confidential rating by an officer atleast two 40
levels above the appraisce,

This table indicates a very encouraging trend in the performsnce
8ppraisal systems being used by different organizations Particularly
perfqrmance review feedback to help the employee recognise his streng-
ths and weaknesses, use of appraiszl for identification of training
needs, basing the appraisal on mutually egreed tasks, targets or fup-
ctions and self-appraisal seem to characterize about half of the orga-
nizations. All these components if monitored well are likely to faci~
iitate employee development. Inspits of this trend it appears, theat
in a large number of organisations (71%).the final assessment appears
to be that of confidential nature. Probably the culture in our orga-
nizations may rcquire some morc time before org switches on te such an
extent of openness when every employcc knows his ratings. This has

already started in somc of the organizotiens,
R

Some other characteristice of Appraisal Systems

. The following appear to be some of the characteristics of apprai-
sél sysfems that are differuent from the usual cnes. In 11 of tﬁe
Gmwmnigs surveysd the executives mentioned thesc as unigue components
of their appraisal systems, Each item below belongs to a different

orgonisation,
sece 11
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1« Mppraisal of a person falling under the category "outstanding”
should be accompanied by a brief citation of the individual'sg perfor-

mance with specific details which earped him the grade,

2+ The finzl ratings are given by an officer three levels above
the appraisee. He gives his confidential ratings on the basis of the
independent ratings‘by the reporting and reviewing officers of the

employee,

3¢ To avoid biased assessment by the immediate supervisor, the
appraisal form is sent to employees from other department one level

above the appraises and with whom the appraisee is interacting.

4. Appraisal forms are simple {one page) for workers and staff.

For officers and managers they are lengthy and go into depth.

Se The appraisal reports by reporting officer are shown to the
appraisee and his comments are obtained. The Teviewing officer gives
his final ratinge confidentially. From this year pnwards sven these

are going to be shown to the appraisee,

6. A "merit award" system is operatigg\i?r those whose performance

is praisewarthy.

74 The ratings are given for various gualities in a printed
forme There is a coefficient factor for each of the ratings. The
ratings are multiplied by this coefficient factor and final number
is arrived at the personnel department.,

...11
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Be First assessment is finalised by the reporting officer aftar
discussions with the appraisee, These are then sent ta the head of
the division who may make changes based on his kmowledge about the
performance of this employee and others of his level in the division
working at other locations. These are then sent to the divisional

director for his own analysis and transmission to personnel department.

2, The rsporting officer of the appraisee and the reviewing
officer discuss the performance of the appraises before the reporting
officer diSCUSsﬁs with the appraisee, Then the assessment is sent
to the head of the department who sends them to the manpower planning

and development managers for review.

10, Appraisee is assessed by two officers two levels above the
appraises. The approisee is informed of his strengths apnd weaknesses
and is allowed to defend himself, His comments and suggestions are

recorded,

11« The senior managers of the compzny are expected to give a
minimum of four cbjectives per year and plans as to hou they will be
achieveds The MD along with the divisiomgl head will review at the
end of* six months and at the end of the year the progress achieved,

Improvements needsd are verbally communicated to the employec,



MANAGEMENT OF REWARDS GND PRCMOTIONS

Rewardgplay an important role in managing human resources One's
own growth and development through acguisition of new capabilities is
a great reward any employee can have in any organizations If oppogtu-—
nities for career growth are not there in any organizetion employecs
may not feel metivoted to learn new things or acquire\new capabilities
and even maintain 2 high lwzvel of performence, However, organizations
have serious limitations in préviding such career growth opportunities
for a large number of employees due to limitations of their own growth
and scope for expansion. In such cases use of a variety of raward
modes help a great de2l in maintaining the motivation and high perfor-
‘mance. If those who work hard and are high performers are not rewarded,
after sometime they may start comparing themselves with lou performers
and méy want to be like them bringing tﬁé-parformance level of the organi-
zation down, As o result 'low work' or 'nc work' atmospherc sets in.
Thus it becomes necessery to use rewards ﬁo meéintain the motivation of

_-_paople highe

It is trye that roward mnnagoment is not an easy thing., There
arae difficulties inuvolved in 2ssessing £h0§5'mho deserve to be rewnrded.
Rs most employees who arc rensonably herd working think that they dessrve
to be reworded, when rewards are announced there are bound to be some e
_gmplnyee mholfeel upset after such announcements. In 2 few cases thaey
ﬁéy sven react by not pontinuing to perform well (a mechanism of attrac-

ting attention or protestj. While such employees can be helped through
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counselling, sometimes the top management takes an easy option of not
rewarding anyone to avoid any problems of diseppointment and frustra-
tion. This leads gonerally to the decline of organizational effsctive-

nesss It is like throwing the baby with bath-water.

Given this neced for rewrrding cmployees we may now look at the
practices followed in different companies for rewarding high performers,

Table 3 presents the verious mechanisms used in the organizations -sup-

veyod,
Table 3
Mechanisms of rewarding good performance

SeNo. FReward mechanism Percentage mentioning this
1, Salary increments 73

2. Promotions o 40

J. Cash awards 27

4, Foreign trovel 24

5 Mppreciation letturs and certificotes 16

6s Advanced troining ot repu-ted institutions 14
7. Study tours e 9

8. Giving higher responsibilities 7
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Table 3 (Contd.;

9, Transfers to better places 2
10, Puolications ond apnounciment of names 2
M. No reward systom at a1l 7

12, No response 4

It is interesting to note that only in seven percent of the
companies surveyed the men~gers soy thot there is me reward mechanism
tseds Another four percent did not respend,  The rest of the orgoni~
safions secm to USG one or more mechanisms, Most of the orgonisations
seem 10 uso salary administration, promeotions, cash awards, and spone

soring for foreign travel,

POTENTIAL APPRAISAL AND PROMOTION QECISIONS

When a poerson is promoted it is expectsod thot he handles higher
level responsibilities. Promotion generally brings inm new tasks and
new functions to some extents Hence use of differcnt capabilitics are
Tequired for the new jub. If the new pesaition does not involve any
different functicns or now responsibilitics then it is not promotion,

but it is a mere upgrading of the job or redesignation of zn omployee,

Promotion decisions made on the basis of performance appraisal
are likely to create problems of mismatch between the person and
the role.. This is because 'past performence! may not be an indicator
[ 0f future effoctiveness in different functions. That is uhy whon

.Illﬁ
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ever employees are considered for promotion to a higher level job it
is necessary to appraisé the potentinl of the employse in relation to
the new job. Past performaznce can be an indicator of this potential

only for the functions that the cmployee has performed in the past.

Potential appraisal therefers roquires the following:

2. An understanding of the functicns required for the job
and detéils of capabilitics (mapagerial, technical, boha-
vioural and concoptual knowledge, skills, attitudes, ctca.)

b ﬁ‘listing of the indicators of these copabilities.

Cs Identificaticn of mechanisms or instruments to assess
these capabilities (tests; simulation exerciscs, perfor—
mance appraisal reports etc.).

de Use of these instruments to asscss the extent to which

»

the employee possosses the potential.

For such a potential approisal therc should also be a company
policy on promotions dealing with issucs like conditions of merit
versus seniority, opportunitics for developing potuntiel of senior
and high performing employecs etc. A system of pd%gﬁfjal appraisal
is required for promoticn decisicns. The oxisting practices followed

in making promotion decisions are presented in Table 4.

*-e & 17
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TABLE 4

Practices followed in different organization for promotion decisions

——....——————_--.———_u——.._...-.—..'-——_——.—-u—-—_

--..—--—_—...—_.-.——__-w—._—_-»_——.-_————-———

1. Promotion decisions are made purely on
the basis of performance appraisal reports |
and recommendations by the boss/head of the
department. 45

2. Mainly seniority is the basie but appraisal
reports are used to ensure that poor performers
are not promoted. 3

3, Performance appraisal reports and intervieus
by a board with outside specialists. 5

4, Mainly performance appraisal is used to 2ssess
merit, and seniprity is considered. 2

5, Potential appraisal is made by a team of speciaw
lists (internal or external) using systematic
tests, management games, exerciscs etc. and these

data are used. . 0
6., A& combination of 1 and 4 above 8
7. A combination of 1 and 2 above 10

8. Other mechaniems {some of which are described
in the text) 25

From Table & it appears that pefformance appraisal reports
form 2 significent and important input in a ma jority of companies
for promotion decisions. In fact it appecrs to be the only input
in most companies. Very little attention is being paid toc the

assessment of potenticl and there seems to be 2n urgent npecd to

010118
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pcy attention tc this espect.

Some cf the compenies seem to follow scmewhat different mecha=

nisms for promotion decisions. These include the followings

Oreonization 1:

Qrganizaticn 2:

Organization 3:

Crganization 43

Qrganization 53

A Committee evaluates the performance cf supefvisory

staff and considsrs them for promotions. Appraising

the potenticl is dene as 2 continuous process by the

MBe. He has an informzl outlook in this aspect and in
his daily cr weekly meetings with respsctive managers
he expressecs his views about how a job was dones Tho
managers are frec to clarify, This leads to a process
of understanding of the execwutives and this undarstand-

ing is used in promotion docisions.

Promotions are decided exclusively based on the impres-

sions of the chief executives

fin Interview Board or promoticn committce is consti--
tuted who interview and make final decisions. They
use appraisal reporte for their decisicns ( about 10%

of the orgenisaticns scem to have similar practice).

Purely an the basis of the recommendations by tho Head
of thc Department subject to seniority norms.
Potential exvcutives are identified by the Managors
of respective factories/units and their recommenda-—

ticns arc scpnt to GL.M, —= Production at He0., through

Ill19
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appraisal forms, He forwards the recports with his
comnonts to senior GuaM. = Mapsgoment Development &
Training. He in turn posscs his views to the chair-=

Mane

Simultapeously, the G.M. - Production tries to assess personally
the executive in different factoriecs when he meets them formally or
informally during this visits to factories every 3/4 months. He also
meets their fomilies informally at least once a year im a2 formal get-

together during one of his visits,

The Deputy Chairm2n, to whom the G.fM. roports, alsc meets these

potentizl exscutives when he visits the factorics at lenst once a year,

Theresfter a list of potential executives are made out and the same

is updated every year.

Fincl selcction is made taking the following into censideration

whenover vacancy arisest

e MAppraisal reporta ond rccommendotion of the Unit Mancgers.
2. Pcrsonal cbservotion/impression of the GeMa

" 3. Perscnal impression of Deputy Chairmame—
4, Consultation and agrecement between GuMe, Deputy Chairman

and Chairman.

None of these practicus are any way near the desierable, Porti-
cularly for senicr exscutive level and top management positicns a

thorough potentizl appraisal is necessary to assist in promotion

.lizﬂ
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decisions. Wrongly chosen top level Manager or a senior executive wheo
is a misfit to the role can do a lot of damage te the orgapization and
to himegelf. The more he discovers that he is a misfit the more he may
become insecurc, the more he becomes insecure, the more hc may attempt
to exercisc his authecrity and dictate decisions tc subordinates and as
a result the crganizational climate gets spoiled and a number of poor
decisions get made. The manager is not happy, and thé organisation
has a new problem of how to manage him, - Our potential appraisal are not
well developed and they will continue to be undeveloped until organi-

sations start ﬁsing them,
TRAINING

Training is tho most importent instrument aveilable for any orgo-
nisation to develop its executives. It ¢~n be used for the following
purposes, cll of which directly or indirectly contribute to exscutive

development:

1s  Ocveloping capebilities ( attitudes, knowledge, skills ete, )
rsquired to perform the existing jobs better,

2. 5evelcp capabilities raquired to perfqgﬁﬂfuture Jobs identi-
fied for the employee. | |

3. Develop capabilities in higher level managers to create system
and mechanisms thst make uge of human rescurces ond that create
2 healthy and productive atmosphere,

4. To generate prﬁper perspectives in the employee about his

rocles, about his organisation etc. so that his commitmoent

A
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to and involvement in the work he is doing increases.

‘For achieving any of these objectives, the training progremmes

would help only when the training is planned, Unplanned way of uti-

is .

lising training/reflected when organisations start identifying exe-

cutives after they see a programme announcement from some institutions.

When an organisation starts looking for executives in response to a

programme advertisement, it is probably indicative that the company

merely wants to utilize an opportunity for its own sake rather than

on the basis of genuine needs. Executives so speonsored for training

do learn from such training, but they learn better under the follow-

ing conditionss

Te

2,

3

b4a

5.

The training programme meets the training needs of the
emplocyee identified by the organisation,
The executive is aware of the reasons why he has been sent

for training and what he is expectéd to look for or learn.

The executives sees the use of the training in a sinilar
way as tha organization does and feels interested in it.
The executive is sponsored at a time that does not create
any serious inconvenience to him - particularly if he is

to be away for a leng time from home s~ .
The organisation provides the facilities and atmosphere
for implementing or using the capabilities scquired in

training.

Ensuring these would require a training pelicy, systematic

identificotion of training needs, willingness to invest time and

..22
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other resources on employee development and a training division to
monitor the training programmes. With this orientation we may no@
look at the existing state of trzining in the companies surveyed,

The survey indicates the following trendss

1. In about 45% of the organizaticns thore secems to be a defi-
nite policy aveilable on “-velopment of human resources that indicates
the commitment of top management to cater to the duvelopmental needs
of its managerial staff, Howaever, in 22% of these orgapizations the
executives steted that there is no such policy. In the rest of the
33% of the organizations the executives werc not aware if there is
any such pniicy oT any indicotors of the top management's commitment

to the development of Human Rescurcos.

2. However, in 49% of thc orgamizotions the executives report
a2 formal training policy dsscribing when and how amn executive shoudid
be spcnsored for training and how the training should bo utilized ete,
In 22% of the companies therc is mo such formal traziningpolicy. And
27% of the respondents did not know if there are such policies in

S~
their organizations,

The following have buen stated as importent components of the

training policies followed in different organizations:
1e Treining neecds are assessed along with performance approisal
(a few orgonizations ~ppear to do this).

'I23
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2. In onc company training is given only tc of ficers below
the age of 40. Those above 40 are sent only for confercnces and
seminars. A top mapagement committees ealled as “Trzining Steering
Committee® decides the programmes for which exscutives can be gpONSOr Gde
A training bulletin is brought cut gvery year giving the names of
officers, courses for which éhwy arc sponsored ctCe (a few other

companies also seem to fellow this pettern).

3, Solf-appraisel in performonce appraistl plays an important
part in identifying condidates for training. Managers interested in
receiving training mention this in self-appraisal, This is processed
by the top mencgement and managers arc sponsored gherever there is

an agreement about the nsed. (only in one srgonisation this is 0s0)a

4o Training is used mainly for petential development (in more
than une organisation this is so).

5. Atleast opce in o year officcrs in the 8:les, Systems Engi-
neering and Field Engineering are sponscred for training to uporade

their skills (one croanisation).

6, There is a department of Training.and Development which
scrutinizes the appraisal reports, 3ss5UsSSES training needs and

organises training progrommes {more than oneorganisaticn).

More details of the patterns of managing the troining functions

are reflected in Table 5.

. s 24
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Table 5

Percenteae of companieg having different nractices with respect to

manogement training function.

SeNoe Dimension of Training Percentage Tepor—
: ting this

1. There is o separatc department in the company
to look after the executive training 70

2, There are troining fecilitics (training centre,
audio—visual aids etc.) existing in the comp2ny
for incompany troining of executives. 58

%, There is a practice of putting every ncu amployee
in supervisory/managerial cadre to put through an

jinduction programme after joining. 79

4. In=plant manngement deovelopnent programmes aTe
regularly conducted, 59

5., Attending outside programmes is encouraged for
executives - B5

6. There is a separats budget provided for training B1

7. After cxccutives rcturn from training efforts ore
made to provide an opportunity for them to utilizo

what hc has learnt in tho progremme. 72
8., Employecs are traimed for tha new role before 53
promotione

9., There arc an-the- job=coaching prugrammgé uhere
exocutives arc helped to develop their mapsgerial
capabilities by formal coaching by thelr bosses. 20

From the table it appears that the training function is
fairly woll attended to in these organizaticn. A large pereen-

tage of organizations have separate treining department and &

training budgcte 25
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The following were stated by some executives as characteristics of

training function in their srganizetionss:

1. In one company the senlers are made to train the juniors.
On an cverage it is stated that about 20% of the time of each manager
is spent in such traininge. This is done even by the Managing Dircc=-

tors.

2. 1In another company even though no formal training policy is
aveilable, thc top menagement tokes keen interest ond looks for train-
ing programmes in functional as well as general management a2reas.
Every mapager keops 2 record of his observaticns about exccutives,
and supervisors and identifice areas of their training needs. fany
times there are mutual discussions te get suggestiors of employees

and upderstand their aspirations.

3, Apother crganisation has a system wheTe all the cotegories
of new employees irrespeetive of their baéic gualifications or posi-
tion are given shop treining for about 6 months on activitics like
design, production, planning and marketings This halps people in

developing approciation for differcnt functions and dopartmonts.

4. Bnother orgnnization cncourﬂgeeﬁgﬁplgyuas tc enrich their

qualifications by attending pert-time COUTSGS.

5., A few organizoticns arc using professional bodies and
institutions to conduct incompony programmes tailor—made for them—
gelvese Several batches af exscutives are being exposed to these

progT2mme Se

ces20
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6. Ceonior cxecutivcs are used ag faculty which inm turn heolps

them to improve tholr own skills,

7. Rnother large public sector orgonization hos estoblished a
Management Academy for training its entirs managerial force in various

subjects in a plonned way,

By Another organizaticn has a speciolised training programme
in which exscutives from all functional daﬁartments are calied and
exposed to varicus oporations of tho campany, its philosophy a@nd poli-
cies. It is intended to get o better understanding of the company and

£lso to facilitate imteraction omong oxecutivos,

This survey indicates that many organizations are moving in the
direction of re-orienting their personmel functiom to focus on Human
Resources Development. Howsver, it is difficult to say if anpy plan—-
ned and gystemztic efforts are peing made tc achiave this focus, Up-
less integrated HRD systems taking =imultansolsly intoc coreideration
a variety of mechanisms like ;urformance and pooential appra.sals,
training, feedback and counselling, career plenning ett. are introdu-
ced the HRD focus may be difficult to achieve and personnel function
may rema2in a control-oriented regulotery function. It may be useful

to think in terms of establishiro separate HRD departments,
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