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Abstract: Training and development is the field which is concerned with organizational activity aimed at bettering the
performance of Individuals and groups in organizational setting. It is a combined role often called human resources
development (HRD) meaning the development of “Human” resources to remain competitive in the marketplace. Training
focuses on doing activities today to develop employees for their current jobs and development is preparing employees for
future roles and responsibilities. It carry out an analysis that the objective of training and development is to creative learning
organizations which ensure that employees through value addition can effectively perform their jobs, gains competitive
advantage and seek self-growth: this measurable performance resulting from good training and development, shall enhance
organization development. It is a process transferring information and knowledge to employers. It is equipping employers to
translate that information and knowledge into practice with a view to enhancing organization effectiveness and productivity,
and the quality of a management of people. It should be considered along with education policies and systems which are
crucial to the development of human resources.
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Introduction
Conventional ‘training’ is required to cover essential work-related skills, techniques and knowledge, and much
of this taking a positive progressive approach to this sort of traditional training. Training and development guide
is oriented chiefly around what’sgood for people, rather than chiefly what’s profitable for organizations. The
reason for this is that in terms of training, and development, what’s good for people is good for the organizations
in which they work—what’s good for people’s development is good for organizational performance, quality,
customer satisfaction, effective management and control, and therefore profits too. Organizations which
approach training and development from this stand point inevitably foster people who perform well and progress,
and importantly, stay around for long enough to become great at what they do, and to help others become so.
Training is a very commonly used word, it traditionally ‘belongs’ to the trainer or the organization, it should be
about whole person development—not just transferring skills, the traditional interpretation of training at work.
Being realistic, corporate attitudes and expectations about what ‘training, and does cannot be changed overnight,
and most organizations skill see ‘training’ as being limited to work skills, classrooms and power point
presentations-However, when your start to imagine and think and talk about progressive attitudes to developing
people beyond and traditional skills training. The objectivity of training and development and its continued
learning process has always been leverage with an organization and now it has become rather an overarching
trend of social needs, emphasizing that organizations must inculcate learning culture as a social responsibility. It
has been also proved by many studies in the past that there are sound connections between various training and
development practices and different measures of organizational performance.
TRAINING AND DEVELOPMENT
As defined by Richard Beckhard, “Organization development” (OD) is a planned, top down, organization-wide
effort to increase the organisation is effectiveness and health. OD is achieved through interventions in the
organization’s ‘“Processes” using behavioural science knowledge (i) According to warren Bennies, OD is a
Complex strategy intended to change the beliefs, attitudes, values, and structure of organizations so that they can
better adapt to new technologies, markets, and challenges. Warner Burke emphasizes that OD is not just
“anything done to better an organization,” It is a particular kind of change process designed to bring about a
particular king of end result OD involves organizational reflection, system improvements, Planning and self-
analysis.
(i) Identification of Training and Development Needs
Managers are expected to discuss training and development needs with each of their staff at least annually as part
of the Performance Review and Planning process. The training and development needs of staff newly appointed
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to their positions should be discussed within four weeks of their taking up the position, whether or not they are
new to the organization.

(ii) Internal Training and development Sessions

The Training and Development Unit organises training for staff on all campuses sites and can set up specific
sessions to meet identified needs for a department or section group of departments, or occupational group.
Computing Services also administers an ongoing programme of courses for staff and other organization sections
and departments offer training sessions for staff as needs arise.

(iii) External Training and Development

Organization sponsored staff attending external courses from time to time the organization may decide to send
staff to specific external courses. Depending upon the nature of the course and the time frames, nominations may
be sought by the Director Training and Development from appropriate managers. Representation will be decided
by the Nominations subcommittee of the Training and development Advisory Committee in accordance with the
criteria outlined below. Fees (and approved travel and accommodation where applicable) will generally be met
from the centralised training budget. Any other incidental costs are the responsibility of the nominating
department or section. Staff members supported from this budget are generally expected to submit a brief report
to the Director, TDU, and where appropriate, may be expected to pass on the knowledge and skills gained to a
wider group, for example through seminars or workshops.

TRAINING AND DEVELOPMENT AND ITS PROCESS

In order to ensure that our employees are equipped with the right kind of skills, knowledge and abilities to
perform their assigned tasks, training and development plays its crucial role towards the growth and success of
our business. By choosing the right type of training, we ensure that our employees possess the right skills for our
business, and the same need to be continuously updated in the follow up of the best and new HR practices. To
meet current and future business demands, training and development process has assumed its strategic role and
in this regard few studies byStavrou et al.’s (2004) and Apospori, Nikandrou, Brewster and Papalexandris’s
(2008), have attained much importance as these highlight the T&D practices in cross-national contexts. Apospori
et al. (2008) had deduced that there is a considerable impact of training on organizational performance.
Differently from these studies, Cunha, Morgado and Brewster (2003) were the only ones who could not
determine the impact of training on organizational performance, and suggested that another study on analysis of
this relationship was needed.

INNOVATION AND INNOVATIVE WORK BEHAVIOR (IWB):

By considering the above attributes that are elicited through T&D, this study illustrates the importance of
innovative work behaviors among employees. IWB is defined as the behaviors which are connected with
generation and implementation of novel and creative ideas. Innovation is the buzz word in today’s business; the
organization has to either “Explore or Expire”. Training and Development helps employees and organization to
have innovative work behavior (IWB). But companies neglects to provide proper T&D where it focuses only on
tools and processes, which is insufficient to create innovativeness. Innovative oriented culture can be created
through T&D. As suggested by AA Ramli et.al, (2018) T&D has to create innovative work behaviors in the
employees. When the organizational (team) structure is organic and employees are goal oriented has a positive
impact on IWB. T&D is one of the best practices to develop IWB in the employees. The innovative behavior of
employees in an organization is affected by the shortage of technologically skilled employees, Leadership styles
(mainly transformational leadership) and knowledge sharing. The determinants of innovative behavior are
workplace happiness and coworker support, Motivation, Proactive personality, leadership support and conducive
environment for innovation, managerial role expectations, problem solving style, work group relations.
Innovative work behavior can be influenced by innovation training, effective learning opportunities and
redesigned job roles. Innovation is the one criterion which helps the organization to be different in the market
and to have a competitive advantage, meet the consumers’ expectations, bear the competitive pressures.
Creativity in engineering training helps organizations to create innovativeness in the employees ultimately leads
to innovative organizations. Training plays an imperative role in creativity and innovation. The organization has
to make efforts to design and develop right training interventions. M Sheehan et.al, (2014) suggests that
developing human resources, through T&D, influence an organization’s innovation by having a positive impact
on employee engagement, leadership, motivation to learn, promoting learning culture and developing social
capital. The training intervention related mainly to soft skills (behavioral and professional skill) and technical
skills have a positive impact on Innovation.

In order to elicit IWB among employees, effective training programs should focus on a wide range of activities
which unleashes the dormant creative and innovative adroitness. By doing so it allows organization to have a
competitive advantage and to perform expeditiously. As mentioned above training requirement research is done
at three levels; at the task or operational level, the need analysis determines what kind of KSAs is required for
the employees to do ones job effectively and efficiently. While doing the job effectively, employees can be
trained to do their job innovatively. The tasks can be divided into Routine (manual and cognitive) and Non-
routine (manual and cognitive) tasks. This conceptual study tries to explore the importance of innovative
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behavior in accomplishing the Nonroutine cognitive jobs. Non-routine cognitive jobs can be further divided into
Analytical and Interactive (or interpersonal); Analytical jobs include data or information analysis, creative
thinking, interpretation of information for others, Interactive jobs includes Relationship management
(establishing and maintaining relations), Leadership (guiding, directing and motivating subordinates, coaching
and developing others). The skills required for carrying out the non-routine cognitive jobs are Abstract
reasoning, Systems thinking, Collaboration, and Ability to experiment.

IMPORTANCE OF TRAINING AND DEVELOPMENT IN AN ORGANIZATIONAL DEVELOPMENT
Training and career development are very vital in any company or organization that aims at progressing. This
includes decision making, thinking creatively and managing people. Training and development is so important
because-

o Help in addressing employee weaknesses

o Improvement in worker performance

o Consistency in duty performance

e Ensuring worker satisfaction

e Increased productivity

o Improved quality of service and products

eReduced cost.

eReduction in supervision.

Training and Development Its Role in Achieving Organization

Is investment in the area of training and development linked to the bottom line within the business. Increasingly,
high performing organizations today are recognizing the need to use best training and development practices to
enhance their competitive advantage. Training and development is an essential element of every business if the
value and potential of its people is to be harnessed and grown. Many studies have highlighted the clear links
between well designed and strategic training and development initiatives and the bottom line within the business.
The image of an industry and of individual employers is also influenced by the extent and quality of staff
training and development. Potential employees in such an open labour market will assess the track record of
prospective employers in this vital area. Career Progression and development is an increasingly attractive or even
basic requirement for many such employees. In today’s business climate where all industries are experiencing
staff and skills shortages, companies are faced with stiff internal and external competition for quality employees.
Each employer who invests seriously in the area of training and development will reap the benefits of an
enriched working environment with higher levels of staff retention as well as increased productivity and
performance.

Training and Development Goals in an organizational development

The types of training and development goals identified will depend on the personal and organizational objectives
identified through the strategic planning process and the agreed appraisal procedure. In any event the goals shall,
as a minimum standard, take account of the following.

e The mission

¢ The Values

e The strategic objectives of the college

o Equal Opportunities Policy

¢ Requirements for core competencies

o Continuing personal and professional development

¢ Requirements for professional and vocational qualification in further education

¢ Requirements for professional, vocational and workplace updating

¢ Requirements for organizational change

CONCLUSION

In India, many companies other than multi-nationals are not meeting the employee demands with reference to
training and development and ultimately the gaps found in the required skills vis-a-vis attained skills have
become so wide that inter-relationships of training and performance are badly disturbed. There is still a big gap
between the knowledge and skills imparted and acquired in the institutions and its applications as seen in the
industrial environments. Due to this gap, companies now feel that there should be a close liaison between such
institutions and the industry so that employee development programs are made more purpose oriented. There are
training institutions which offer customized as well as off-the-shelf programs based on their client’s business
operations but yet, there is much to be improved. Therefore, training and development cannot be disconnected
from the business activities of the organizations; on the contrary, this is the area that clearly illustrates positive
relationships between training activities and the organizational performance. In particular it is recognised that an
effective training and development policy can be a crucial factor in addressing inequalities in employment in
relation to race, gender and disabilities. It is recommended that organization produce a training and development
plan, the aim of which shall be to empower all employees to carry out their roles to the highest standards, and
deliver high quality services to customer. In these guidelines, training and development are broadly defined as
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those activities aimed at raising the standards of employee practice and thus lifting the quality of the employees,
and customers learning and organisation experiences.

REFERENCES

1.

W

10.
11.
12.

Anwar, G., &Shukur, 1. (2015). The Impact of Training and Development on Job Satisfaction: A Case
Study of Private Banks in Erbil. International Journal of Social Sciences & Educational Studies, 2(1), 65-
72.

Bani-Melhem, S., Zeffane, R., &Albaity, M. (2018) Determinants of employees’ innovative behavior
International Journal of Contemporary Hospitality Management

Bos-Nehles, A., Renkema, M., & Janssen, M. (2017) HRM and innovative work behaviour: A systematic
literature review Personnel review.

Brown, J. (2002). Training needs assessment: A must for developing an effective training program. Public
personnel management, 31(4), 569-578.

Choi, S.B., Kim, K., Ullah, S.E., & Kang, S.W. (2016) How transformational leadership facilitates
innovative behavior of Korean workers. Personnel Review.

Clark, R.C. (2019). Evidence-based training methods: A guide for training professionals. American
Society for Training and Development

Dobbs, R.L. (2006). Development phase of systematic training: New technology lends assistance.
Advances in Developing Human Resources, 8(4), 500-513

Feng, C., Huang, X., & Zhang, L. (2016). A multilevel study of transformational leadership, dual
organizational change and innovative behavior in groups Journal of Organizational Change Management
Ferreira, R.R., &Abbad, G. (2013) Training needs assessment: where we are and where we should go.
BARBrazilian Administration Review, 10(1), 77-99.

Goyal, D.V. (2016) An Analytical Study of Training Intervention and Their Importance For Indian IT
Personnel. International Journal of Management, 7(5)

Hall, M.L., &Nania, S. (1997). Training design and evaluation: An example from a satellite based distance
learning program. Public Administration Quarterly, 370- 385.

Hansen, JW. (2006). Training design: Scenarios of the future. Advances in Developing Human
Resources, 8(4), 492-499 Jaaffar, A.H., Ganesan, Y., & lIsa, A. (2018). Employees' Motivation to
Undertake Entrepreneurship and Innovative Behavior: UNITEN KSHAS. Global Business & Management
Research, 10(3)

671



