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CHAPTER II 

DESIGNING & IMPLEMENTATION OF  

TRAINING & DEVELOPMENT PROGRAMME  

 

Designing training programmes is one of the most 

pervasive, yet the most misunderstood activity to be 

found in the field of human resource development. As 

human resource development is concerned with learning 

particularly in work settings, the task of design is crucial. 

There are a few significant parameters, which are to be 

taken into account while designing any training 

programme. We will briefly look into these parameters, 

which enrich and facilitate a training designing in terms 

of its efficacy in operation. 

Designing of training & development programme is not 

one time affair like constructing a house. Based on the 

feedback from the participants and the feedback from 

their superiors in terms of their performance in the 

organization and the course directors and the faculty 

discover lapses or shortcomings in the programme they 

have designed and operated. One may have to think of 

improving the selection of modules, the structure of the 
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course or the sequence of topics and the exercise and 

methods that may be employed in order to improve the 

delivery to that programme. Therefore, there is to be a 

constant concerted effort in designing a training 

programme. It is not to be casual; the attempt is to 

bettering as you move on from making the training 

programme as an effective tool to increase knowledge, 

skills & desirable attitudes on the part of the employee 

towards making things better. 

In preparing the training design, you need to keep those 

factors in view that have the potential of influencing the 

implementation of the programme. This makes the 

programme functional and practical, perhaps the 

difference between a successful or a disappointing 

experience. All the factors described in the following 

paragraphs may not be applicable to a particular 

programme. The relevance and relative importance of 

these factors for a particular programme depends on its 

genesis, nature, objectives, and duration. 

It is important that at the time of preparing the plan for 

the programme, you need to envisage the scenario even 

beyond the implementation stage. You should 

contemplate the transfer of training to the organization 

work. The objective of the planning exercise is to ensure 

optimum results from your efforts and those of the 
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participants. Planning a programme is about considering 

various options and coming up with the best course of 

action under the given circumstances. It is anticipating 

likely impediments or problems in the delivery of the 

programme, developing appropriate responses and 

preparing to confront them. If this is taken care of, you 

can be reasonably sure of delivering a good programme.  

 

DESIGN, IMPLEMENTATION AND EVALUATION OF 
TRAINING & DEVELOPMENT PROGRAMMES 

A training design is a blueprint for a training event or 

experience. It is detailed plan for trainers that what they 

will do. Why it is to be done, and the best way to reach 

training’s objectives. Training is the most important 

component of Human Resources Development (HRD) 

philosophy of modern organizations, which rely on 

training design and implementation. It helps them to find 

solutions to their day today problems by identifying their 

problems and guiding them in the right direction. It 

functions as a process from identification of the needs to 

evaluation and feedback. Training as a constructive 

design mobilizes all available resources in organizations 

and moves them towards attainment of human goals. A 

good training programme has seven steps, which in a 
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sequence form a constructive training design and 

implementation process. 

 The seven steps are: 

1. Identification of training need and analysis. 

2. Setting up of training and development objectives. 

3. Selection and designing of programmes. 

4. Selection and developing training methods and 

techniques. 

5.  Implementation of training and development 

programmes. 

6. Evaluation of training and development 

programmes. 

7. Feed back leading to further identification of 

training needs. 

These steps provide a holistic approach to training. They 

are interlined with one another, providing a wider scope 

for the improvement of the training process. Each step is 

analyzed to evaluate how it can be improved for the total 

effectiveness of the programme. 
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STEP 1. IDENTIFICATION OF TRAINING NEED AND 
ANALYSIS. 

Identification of training needs of individuals and groups 

is the first and most important step in the training 

process for achieving the goals of individuals, groups and 

organizations. It helps to bring to the surface the 

prevalent attitude of individuals and the climate of 

organizations.  

 

What is Training and Training Needs? 

For any assessment of training needs, it is mandatory to 

know what we actually mean by training and training 

needs. Training is any structured activity that is the 

result of a consciously assessed learning need designed 

to improve an individual or organization’s performance. 

“Training can be defined as the process of bringing the 

manpower of an organization to the desired level of 

performance, behaviour and attitude from the existing 

level of performance, behaviour and attitude.”  

Thus, the definition itself says that the gap between the 

actual and desired performance, behaviour and attitude 

leads to birth of training needs for employees at 

workplace. And training is imparted to fulfill only this 
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gap, the urgency depending upon the nature, size and 

seriousness of the gap. 

 

 

 

 

 

 

Exhibit-2.1 The KAS Gap 

Hence, arousal of training needs is a “condition of 

requirement” of moving to desired level of performance, 

behaviour and attitude from existing level of 

performance, behaviour and attitude. This condition of 

requirement is specific to all organizations, whether 

social or economic, government or non-government, 

profit or non-profit organizations. 
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Why Training Needs Arise? 

As already discussed, the gap between actual and 

expected performance, behaviour and attitude leads to 

emergence of training needs. But the main purpose of 

training is to attain that level of performance, behaviour 

and attitude in employees, which leads to fulfillment of 

the objectives of any organization. Thus, training needs 

arise when there is a condition of requirement to move to 

a particular level of performance, behaviour and attitude. 

 

 

 

 

 

 

 

 

Exhibit–2.2 Moving Up from Actual to Expected 
Performance 
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When do Training Needs Arise? 

ó When existing level of performance, behaviour and 

attitude of employees is not contributing to the 

success of the organization. 

ó When the level of motivation and morale is low 

among the employees in the organization. 

ó When there is a special need due to some 

technological innovation in the organization like 

introduction of ISO Quality systems. 

ó When Employees themselves convey to the 

organization through management about the key 

areas in which they are not much competent. 

ó When there is a need for updating the knowledge of 

employees as per the industry scenario. This is 

especially the case in relation to market scenario 

and legislations. 

ó When the organization takes special interest in 

some employee, thereby intending his development, 

for promotion or succession purposes. 

ó When business plan or business strategy demands 

new orientation in knowledge, skills, attitude or 

behavioral orientation. 
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ó When there is a change in policies, systems, 

priorities, procedures, management expectations 

and focus in the organization. 

ó When external changes have impact in the 

organization. 

 

When to Train? 

Exhibit- 2.3 Ascertaining Training Needs and Imparting 
Training 
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Whom to train? 

Training is imparted to employees for whom the training 

needs have been recognized. Training needs can arise for 

employees at all levels. 

 

 

 

 

 

 

Exhibit-2.4 The Pyramid of Training Needs 

 

Determination of Training Needs 

The determination of training needs and organization of 

training programmes would vary from organization to 

organization. On one hand we may have a progressive 

company with highly organized central personnel and 

training departments, and a plan for integrated 

manpower development. At the other extreme we may 

have a company where the personnel and training 

responsibilities are not very clear. 
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In the first type of company, the determination of training 

needs is something, which is constantly being carried 

out. On the other hand, in the second type of company, 

training is less likely to be planned for the company as a 

whole. As there are still many directors who do not 

accept the need for training. You are really lucky if you 

find yourself working with a company where the training 

function is firmly established. 

Even if the approach of each company differs, there are 

number of common basic steps: 

ó Take an inventory of existing manpower both 

qualitatively and quantitatively. 

ó Make forecasts of future requirements by 

considering normal wastage through resignations, 

retirements, transfers etc. 

ó Look for sources of talent both within and outside 

the organization. 

ó Prepare strategy for development for existing as well 

as future manpower. 
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STEP 2. SETTING UP OF TRAINING AND 
DEVELOPMENT OBJECTIVES. 

A training and development programme must clearly lay 

down its objectives. Objectives spell out the real mission 

of an organization.   These also help individuals to be 

aware of their own objectives in relation to the 

organizational objectives. 

O. Jeff Harris, Jr. observes: “Training of any kind should 

have as its objective the redirection or improvement of 

behaviour so that the performance of the trainee becomes 

more useful and productive for himself and for the 

organization of which he is a part. Training normally 

concentrates on the improvement of either operative 

skills (the basic skills related to the successful 

completion of a task), interpersonal skill (how to relate 

satisfactorily to others), decision making skills (how to 

arrive at the most satisfactory causes of action), or a 

combination of these.” 

Training normally intended to fulfill the following 

objectives. 

ó Helps trainees in acquiring knowledge of the subject 

matter. 

ó Helps to bring about a change in the attitude and 

behavior of trainees. 
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ó Helps in developing knowledge about self to an 

extant that enables trainees to develop their 

potential. 

ó Helps in interaction among trainees themselves, 

who learn from each other experience. 

ó Aims at enhancing the capacity of trainees so as the 

enable them to increase their problem solving 

capability. 

ó Aims at helping the process of learning and 

developing. 

ó Aims at bridging the gap between expected level of 

performance and the actual level of performance. 

ó Aim at providing a scientific base for acquisition of 

knowledge and skills. 

Objective spell out the real mission of an organization. 

These also help individuals to be aware of their own 

objectives in relation to the organizational objectives. 

Objectives have to be expressed in behavioral terms. They 

have to be expressed in terms of measurable quality, 

which can be seen in action. A behavioral objective 

defines the standards of acceptable performance. 
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Trainer have to give specific objectives, stated in terms of 

what employee will be able to do when they leave the 

training program and return to their job. Behavioral 

objective, when they are properly written, are powerful 

tool for the trainer to use in bringing about 

management’s commitments to training programmes. 

Properly designed and accepted objective form a road 

map for designing training programmes. 

It is relatively easy to write a good training objectives if 

the trainers follow a few simple steps. The trainer keeps 

in mind that description relate to what participants will 

be able to do at end of a training programmes, conditions 

under which they have to perform and criteria for 

success. 

 

STEP 3. SELECTION AND DESIGNING OF TRAINING & 
DEVELOPMENT PROGRAMME 

Preparative efforts for analyzing the needs and deriving 

objectives from the need analysis have to be integrated 

with the resources and rich experiences available in an 

organization while designing a training and development 

programme. Training will be more effective and 

successful if the following basic factors are considered 

while designing the programme. 
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Basic Factors in Designing a Training and 
Development Programme: 

Each programme has its own special demands of needs 

to be fulfilled often we become the victims of 

generalization and retard the effective process of learning. 

The feasibility of transforming objectives into outcomes 

depends mainly on the following basic factors: 

i) Level of participants: 

The level of participants assessed through some pretests. 

An area of consideration affecting the choice of a training 

programme is trainee characteristics, specifying the 

number of employees who need training, their ability 

levels, and individual differences in training needs. If an 

organization’s objective is to implement major changes, 

everyone in it should be involved. 

ii) Training period: 

The duration of training varies with the skill to be 

acquired, the complexity of the subject, a trainee’s 

aptitude and ability to understand, and the training 

media used. Generally, a training period should not be 

unduly long; if it is, trainees may feel bored, 

uninterested. 

 



 73 

iii) Content of the programme: 

There are four basic areas of the training programme 

content. Each represents a type of behaviour of material 

to be learned. The four content areas are, information, 

acquisition of skills, attitudinal change, decision-making 

and problem solving skills. In practice, training 

programmes often incorporate more than one type of 

training content. 

iv) Effective training methodology: 

The appropriate training methodology is decided on 

various factors like the nature of the topic, time, 

receptivity level of participants and availability of faculty 

resources. We are all living in the days of specialization. 

An integrated programme has to be prepared with the co-

operation of all the specialists. 

v) Responsibility for training: 

Training is the responsibility of four main groups: 

a) The top management, which frames the training 

policy; 

b) The personnel department, which plans, establishes 

and evaluates instructional programmes. 
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c) Supervisors, who implement and apply 

developmental procedure;  

d) Trained employees, who provide feedback, revision 

and suggestion for corporate educational endeavors. 

vi Principles of training: 

There are three basic principles, which should be kept in 

mind for effective training: 

1. Training is most effective when the learning 

experience occurs under conditions identical with 

those the trainee will encounter on the job. 

2. Training is most effective when some individual in 

the organization is held responsible for the progress 

of the learner. 

3. Training is most effective if the learner is given 

helpful, friendly and personal instruction.  

vii) Evaluation system: 

Designing an evaluation system well in advance perhaps 

helps trainers to consolidate their efforts in the right 

direction for its effectiveness. 
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viii) Budget provisions: 

Budget provisions play a very important role in designing 

training programmes. The programmes, faculty 

resources, methodology etc. are all decided according to 

funds available in the budget. Budget size is likely to 

increase as a function of the number of trainees, 

organizational level of trainees and extensiveness of 

training needs. 

 

STEP 4. SELECTION AND DEVELOPING TRAINING 
METHODS AND TECHNIQUES  

The forms and types of employee training methods are 

inter-related. It is difficult, if not impossible; to say which 

of the methods or combination of methods is more useful 

method than the other. Training methods and techniques 

are supportive to learning and should be carefully 

selected and used in appropriate context so that they are 

helpful in the learning process. It is trainer’s job to make 

all possible efforts to make learning more effective and 

interesting. It is necessary to use training aids and 

equipment to enhance the intensity and pace of learning. 

Broadly speaking, training methods can be divided into 

two parts: 
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 i) On-The-Job Training (OJT) 

 ii)  Off-The-Job Training/Class Room Training 

i. On the Job Training (OJT): Virtually every 

employee, from clerk to company president, gets some 

“on-the-job-training”, when he joins a firm. That’s why 

William Trachy calls it, “ the most common, the most 

widely used and accepted, and most necessary method of 

training employees in the skills essentials for acceptable 

job performance.” 

Trainees earn as they learn under the watchful eyes of a 

master mechanic or craftsmen, receive immediate 

feedback, Practice in the actual work environment, and 

associate with the same people they will work with after 

training. 

Employees are coached and instructed by skilled co-

workers, by supervisors, by the special training 

instructors. They learn the job by personal observation 

and practice as well as occasionally handling it. It is 

learning by doing. 

 There are a variety of OJT methods, such as: 

 1. Experience 

 2. Coaching 
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 3. Under-study 

 4. Position rotation 

 5. Special Projects and task force 

 6. Committee assignments 

 7. Selective reading 

 8. “Assistant to” assignments 

 9. Junior boards 

 

ii. Class-room or Off-the-Job Method: “Off-the-job 

training” simply means that training is not a part of 

everyday job activity. The actual location may be in the 

company classrooms or in places, which are owned by 

the company, or in universities, or associations, which 

have no connection with the company. 

 These methods consist of: 

 i. Lectures; 

 ii. Conferences; 

 iii. Group Discussions; 

 iv. Case Studies; 

 v. Role-playing; 
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 vi. programme Instruction; 

 vii. T-Group Training 

 viii. Management games 

 ix. Brainstorming  

 x. In-basket-Exercise 

 xi. Sensitive training 

 xii. Transactional analysis 

Training aid are supportive to learning and should be 

carefully selected and used in appropriate context so that 

they are helpful in the learning process. It is a trainer’s 

job to make all possible efforts to make learning more 

effective and interesting. It is necessary to use training 

aids and equipment to enhance the intensity and pace of 

learning. 

According to recent research, retention of learning takes 

place 81% stemming from sight, 11% from hearing and 

8% from other senses. 

Audio visual aids, when properly used in teaching 

situation, can accomplish the following. 

ó Prepare a concrete basis of conceptual thing. 

ó Create a high degree of interest for trainees. 

ó Make learning more permanent. 
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ó Offer real experience, which stimulates self-activity 

on the part of trainees. 

ó Develop a continuity of thought 

ó Provide rich experience not easily obtained through 

other materials. 

ó Contribute to efficiency, depth and variety of 

learning. 

 

Following Exhibit No.-2.5 classifies the methods and 

techniques mostly used for training of employees. 

Exhibit-2.5 
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STEP 5:  IMPLEMENTATION OF TRAINING AND 
DEVELOPMENT PROGRAMMES 

Once the training programme has been designed, it needs 

to be implemented. Implementation is beset with certain 

problems. Firstly, most managers are action-oriented and 

frequently say no to training efforts. Secondly, there is 

problem of locating suitable trainers within an 

organization. Any training programme implementation 

involves action on the following lines: 

1. Deciding the location and organizing training and  

 other facilities. 

2. Scheduling the training programme. 

3. Conducting the programme 

4. Monitoring the progress of trainees. 

The disappointments which arise from training 

programmes usually originate from (i) the members being 

wrongly selected; (ii) the members being badly prepared 

and motivated; (iii) the course being bad in content or 

method; (iv) the course objectives being inappropriate; 

and (v) the course not being related to organizational 

realities. 

Training is done according to the programme designed 

within a stipulated period. In the process of training, 
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participants have to be motivated to develop a keen 

interest for learning. The trainer’s responsibility lies in 

leading participants towards a goal designed at different 

stages with the full cooperation of the participants. 

Training has to be oriented to the level of participants 

age, qualification, knowledge and experience. 

Charles E. Watson suggests four levels of learning to 

cause a voluntary and rational behavioural change. They 

are: 

 ó Reaching the knowing-about level.    

  ó Reaching the understanding level. 

 ó Reaching the acceptance level. 

 ó Reaching the ability-to-apply level. 

These four levels of learning should not necessarily be 

constructed as four successive levels. As a practical 

matter, however, learning typically dose proceed in 

successive stage, beginning with knowing about and 

ending with ability to apply. In the general, people 

usually need to  know about something before they can 

begin to accept it, and to accept something before they 

are willing to apply it. 
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Reaching the knowing-about level 

In a  training situation, awareness creates a thirst for 

knowing certain concepts and prompts the learner to 

acquire as much knowledge that is needed for performing 

a task. Effective training brings people to the knowing 

about level with an attitude of knowing more about the 

concept so that they can apply it successfully and 

achieve the results they desire. 

Training methods such as case studies, role-playing, 

management games, in-basket exercise and simulations 

can cause the knowing-about level to occur. These 

methods can both introduce trainees to new concept 

sand demonstration their usefulness to new concepts 

and the degree to which trainees understand, accept and 

possess the ability to apply them. 

 

Reaching the understanding level 

The understanding level is reached when the following 

two conditions exist. Firstly, trainees know why there is a 

cause-effect relationship between correct or appropriate 

application of a concept or principle given in a situation 

and the probable outcome, and they also know how this 

‘cause and effect’ relationship operates 
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Secondly, trainees know the theory underlying a concept 

or principal  sufficiently well to be able to modify or 

adapt it, thus making it appropriate for most given 

situations. 

ó People understand new ideas only from their own 

frame of reference. 

ó People understand things more fully and deeply  

when they discover them for themselves then they 

just here about them. 

ó People remember things they discover for 

themselves for a longer period, compared to those 

things, which they  have merely been told about. 

To reach a level of deep understanding, learning should 

be trainee-centered, not instructor-centered. The 

instructor establishes learning conditions and trainees 

are responsible for teaching themselves through a 

process of self- discovery. 

 

Reaching the Acceptance Level 

Knowing about and understanding a concept does not 

guarantee that it will be accepted. Acceptance is reached 

when people’s values, attitudes and beliefs are not so 

strongly contrary to a concept or principle. 
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Reaching the ability-to-apply level 

Ability-to-apply level requires that trainees have 

knowledge, self-confidence and willingness to try. 

Participants returning to jobs from training programmes 

face several formidable challenges. They need 

encouragement from their superiors and subordinates to 

try out the new concepts and principles they learnt in the 

training programme. 

 

STEP6: EVALUATION OF TRAINING & DEVELOPMENT 
PROGRAMMES 

Evaluation of training and development programmes 

should be a continuous process for improving what we 

teach and how we teach. Evaluation helps to design and 

organize successful training programmes, based on the 

feedback received from participants. 

Gail Trapnell has suggested five dimensions to the 

evaluation of training. They are: 

 Context evaluation 

 Input evaluation 

 Process evaluation 

 Product evaluation 

 Impact evaluation 
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Context Evaluation : Context evaluation attempts to 

assess the environment prevalent among managers, 

supervisors and workers. It aims to know their attitudes 

towards training programmes, which have been 

organized. It also focuses on the appropriateness of 

training objectives when new programmes are organized 

and when new group of participants are exposed to 

training. 

Input Evaluation: Input evaluation assesses the 

appropriateness and adequacy of all resources that go 

into a training programme. It focuses on the elements of 

design, performance, objectives, instructional method 

and other physical resources. The physical and human 

resources identified must be capable of reaching the 

standard already visualized and set. 

Process Evaluation: Process evaluation deals with 

implementation of a programme design. It calls for how 

trainers utilize the physical and human resouces for 

realizing behavioural objectives. It indicates the level at 

which the programme is being conducted during normal 

and existing situations. The success and failure of a 

programme is decided by the efforts taken during process 

evaluation. 

Product Evaluation: Product evaluation assesses the 

competence of participants. It also evaluates now they 
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are performing in there on-the- job situation. Results to 

pre-tests and post-tests can be compared to determine 

trainees’ gain in knowledge, skills and attitudes in their 

job situation. Superiors are also involved to assess 

participants. 

Impact Evaluation: It assesses the cumulative difference 

that training efforts have made in an organization’s 

productivity, efficiency and profitability. It can be 

measured from the resulting changes brought about in 

downtime, accidents, absenteeism, customer complaints 

etc. Positive improvements made in these factors enhance 

the role of training and development. 

Implication of Evaluation: if a satisfactory method of 

evaluating training performance can be found, everyone 

can reap the benefits. 

ó Firstly, the organization is better equipped to meet 

its obligations and the management’s decision to 

invest money in this activity is vindicated, 

encouraging it to continue to provide resources. 

ó Secondly, the employee is more fulfilled and is 

stimulated to put more effort into work. 

ó Third, the boss of the employee has everything to 

gain from having an effective work unit and is likely 
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to be willing to release employees for training in 

future. 

ó Finally, the training staff enjoys job satisfaction of a 

high order when they see that their efforts are 

producing the desired result. They can grow from 

strength to strength in applying the experience and 

knowledge they have obtained from successful 

activities. There is not doubt that evaluation of 

training is a profitable investment from everyone’s 

point of view. 

(For further details refer chapter IV) 

 

STEP7: FEEDBACK LEADING TO FURTHER 
IDENTIFICATION OF TRAINING NEEDS 

From the evaluation of training programmes a feedback 

report is prepared and communicated to participants, 

faculty members, trainers/coordinators and sponsors, so 

that they may benefit from the results of the evaluation. 

Each one is looking for different kind of information and 

interpretation from the evaluation. While some will be 

looking for the content, some others for process analysis. 

With the help of feedback participants come to know 

their level of achievements through the training 
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programme. Immediate feedback given to participants 

based on the evaluation of training programmes which 

help them to know the performance they will be able to 

achieve and the kinds of efforts needed to improve their 

effectiveness. Trainers are very anxious to know whether 

their efforts have yielded the desired results. A detailed 

analysis of the feedback would help them to modify their 

approaches. It would enable them to design future 

training programmes taking into consideration all the 

successes and failures of the programme. Sponsors or 

managers, who have nominated the participants, are very 

curious to know how well they have performed during the 

training programme. The feedback report received from 

trainers will help them to look for specific changes in the 

behavior of the participants. To be precise, it helps them 

to sharpen their point of view to look for anticipated 

changes in their day-to-day situations. 

Training plays a very vital role in Human Resources 

Development (HRD). Based on the feedback, training 

systems are revitalized and HRD efforts are improved. It 

is very clear that training, in the process of developing 

people, improves related sub-systems for overall 

effectiveness of an organization. Training helps to 

improve performance appraisal system, potential 

appraisal system, career planning system etc.     
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It is challenge to modern managers to conversant with 

the training design and process of operating them for 

getting results. Training can create credibility in an 

organization by its continued commitment and devotion 

to the organization. 

Thus Designing and implementation of training & 

development programme involves identifying relevant 

competencies, clustering and sequencing them, defining 

specific learning objective, determining resources, 

choosing learning methods and providers, deciding how 

to monitor and evaluate, and setting up an 

administration. 

In brief, a common training & development program has 

seven steps, which, in a sequence form a blueprint for a 

good training design and implementation process in 

public and private sector organizations.  

See the exhibit -2.6 on page no. 90 to know how a 

research scholar considers a comprehensive and common 

training design and implementation process in public 

and private sector enterprises. 
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Exhibit No. 2.6 
 

The seven steps in the Training & Development Design and Implementation Process 
for public & private sector enterprises. 

1. Need Analysis: 
 ó Identify specific job performance skills needed to improve   

 performance and productivity. 
ó Analyze the audience to ensure that the program will be suited to their 

specific levels of education, experience and skills, as well as their attitude 
and personal motivations. 

ó Use research to develop specific measurable knowledge and performance 
objectives. 

2. Objectives of Training & Development Program  
 Determine Aims and Objectives: 
 ó Decide learning to be achieved 
 ó State in terms of expected outcome of learner behavior    

 (knowledge, skill and attitude)  
3. Selection & Designing 
 Course curriculum based on objectives 
 ó Determine syllabus and scope under stable to learner 
 ó Decide subject sequence 
 ó Determine training activities 
 ó Decide Aids in presentation. 
4. Training Methods & Techniques: 
 ó Varied to suit input of knowledge, skill & Attitude 
 ó Maintain learner’s Interest and involvement. 
 ó Suitable time, cost and training facilities. 
 ó Meets job environment. 
 ó Strengthen learner’s learning.  
5. Implementation 
 Any training & development program implementation involves action on the 

following lines: 
 ó Deciding suitable location 
 ó Scheduling the training programme 
 ó Selection of knowledgeable & skilled trainers 
 ó Monitoring the progress of trainees. 
6. Evaluation of T & D programme 
 Assess program success according to: 
 Reaction - How well did learners like the course? 
 Learning - To what extent did participants appreciate the relevant   

    knowledge provided, skill demonstrated and desired   
    attitude emphasized. 

 Behavior - To what extent the change expected is perceivable. 
 Results - What final results were achieved? The significance in  

  Quality of work. 
7. Feedback and Follow-up 
 ó Organize on-the-job further help, guidance, counseling 
 ó Arrange diagnostic meetings 
 ó Extend help of superiors and colleagues.   
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 DESIGNING & IMPLEMENTATION OF TRAINING & 
DEVELOPMENT- Its Pattern and Behavior in public 
and private Undertakings in Uttarakhand : 

Training & development of employees have been accorded 

a high priority by public sector undertakings (PSUs) as 

well as private sector unit’s right form the beginning. 

Development of employees through organized training is 

necessary for improving their effectiveness. Naturally, the 

training function in public and private sector have kept 

pace with the changing demands of the organizations 

since the birth of the newly state Uttarakhand. With a 

view to facilitate the process of training & development in 

a streamlined manner, which requires considerable 

resources like time, money, trained faculty etc., the 

procedure formulated in public and private undertakings 

is as follows: 

Assessment of Training Needs: The training needs of 

the employees are assessed on the basis of questionnaire, 

surveys, performance appraisals and the feedback 

received from various forms like departmental meetings, 

quality circles, productivity groups, departmental 

communication meetings, simultaneously the use of 

some other techniques such as role analysis techniques 

for determination of training needs is also done in public 
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and private undertakings. HRD center or training 

coordinator initiates the process of identifying the 

training needs of various areas every year. The survey 

includes: 

ó Questionnaire for assessing training inputs 

ó Training needs of the employees for the year as 

given at Annexure I-II of private sector and VIII & IX 

of public sector undertakings. 

While preparing detailed training needs as an input the 

following assessment pattern is followed in public and 

private undertakings: 

Training need for   To be identified by 

ó Up to manager         - Concerned Training Co-ordinate 

    (In case of public or private units) 

óSr. Manager & above  -Training Co ordinater 

        (In case of private enterprises) 

- Not below DGM 

(In case of PSEs) 
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Objectives of Training & Development in Public and 
Private Sectors’ Undertakings:  

The main objectives of T&D identified by public and 

private undertakings in Uttaranchal are as follows: 

v To impart technical, functional, managerial and 

behavioral knowledge and skills to the employees. 

v To contribute to the development of an organization 

culture that emphasizes teamwork, cooperation, and 

positive superior-subordinate relationship and 

promotes organizational vitality and renewal. 

v To enable the employees for their changing roles and 

responsibilities and to change their attitudes and 

behavior for an objective oriented healthy work 

culture. 

 

Pattern and Behavior of T&D in Public and Private 
undertakings:  

On receipt of the lists from various departments, HRD 

center in PSEs and training co-ordinater in private sector 

enterprises compile need-wise training requirement 

depending upon responses/demand, accordingly plan for 

the training and development programme, duration, nos 

of sessions, faculty etc. Considering these factors training 
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programmes in public and private sectors of Uttaranchal 

are classified into two main categories-  

Types of Training Programs: Training & Development 

programmes can be classified into two main categories: 

- Internal Training Programmes 

- External Training Programmes 

It is observed from the exhibit 3.5 that public sector 

undertakings (PSUs) in Uttaranchal have done an 

extensive exercise in identifying and designing the thrust 

areas for training & development programmes whereas 

the private sector organizations in Uttaranchal neither 

have identified the thrust areas nor designed the training 

programmes accordingly.  

Procedure: HRD center/ training coordinators intimate 

the concerned HODs and respective sections 15days in 

advance of the program for nominations. Respective 

HODs/Sections nominate the employee(s) for the 

program and concerned controlling officer ensures to 

release the employee(s) for duration of the programme 

(Refer Annex. XI) 

Trainers: For faculty, co-ordinate maintains a panel of 

Trainers’ for each Topic. In its efforts to develop new as 
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well as existing trainers, coordinator identifies and 

arranges to provide suitable inputs. 

Training Methods/ Techniques: training agencies and 

organization uses a variety of training & development 

methods. Some of the most prevalent methods of training 

adopted by public and private sector undertakings are- 

lectures, on the job training method, experiential method, 

case study method, simulation method, incident method 

etc. 

Equipments: PSUs are fully equipped with modern 

facilities like OHPs, cordless mikes, episcope or opaque 

projectors, film projectors, color mike, computer labs etc. 

Whereas private sector organizations prefer that the 

training be imparted with high-tech equipments to make 

an impression on the employees that they are concern 

about high tech training but most of training 

programmes are implemented through outside agencies 

in Uttarakhand. 

Evaluation and Feedback: For conducting and evaluating 

training programmes well established and tested systems 

are practiced in public and private sector. Systems also 

exist for evaluating programmes through structural 

feedback format and experimental assessment by 

training coordinators regarding the in-house –

programmes designed and transfer of knowledge to 
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participants. For an in-depth study refer annexure IV to 

VI . For the private sector organization and annexure XII 

and XIII for the PSEs appended at the end of the thesis. 
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SUMMING UP- THE TASK AHEAD 

Our society and our world are undergoing rapid changes in 

every area e.g. changes in culture, government, industry, 

organization, technology, management and employees attitudes. 

Faced with these and host of other changes and problems e.g. 

problems of environment in all its dimensions, unemployment, 

rising costs, poor law & order situation, quality, education, 

inadequate housing and transportation, increasing unionization 

and collective bargaining, government regulations and taxes, 

organizations are looking towards training and development  

institutes to find better means of utilizing human resources. 

This is necessary for the existence of enterprise itself for no 

enterprise can last long in this highly competitive society unless 

it keeps its business competitive. If an enterprise is to compete 

successfully and endure, its products and services must excel. 

In addition to aggressive and imaginative research and 

engineering efforts, this requires a sustained and forward 

looking effort. However, there are some very practical reasons 

for public and private enterprises to operate training & 

development programmes as stated are below: 

1. To obtain the specialized skills needed to operate   
 the enterprise; 

2. Keep the turnover and manpower costs down; 

3. To have high productivity and profits. 

Thus, there is an urgent need for the change in designing and 

implementation of development programme. We have to 

reexamine what suits most of our culture and utilize all the 

available resources for achieving the goals. 


