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Human resources development is the program that has been develop in an organization to prepare their 

employees for the better work in the future. Human resource development also is the program that was designed 

for the purpose to improve the skills and knowledge of the employees in the organization. This may help them 

to explore the new opportunities of the work environment. 

Human resources development important in an organization to measure the development of the company.  It is 

good to design the program in the organization as the purpose to prepare the organization for the future 

development. There are several things that must be considered before the training and development program is 

design. The things include the factor influencing training and development, the process of training and 

development and the organization must also consider about the method for the training and development 

program. The detail information will be discussing more on the topic. 

 

I. TRAINING AND DEVELOPMENT (T&D) 

 

Human resource development (HRD) is a major human resource management (HRM) function that not only 

consists of training and development but also individual career planning and development activities, 

organization development and performance appraisal that was the activities that emphasize T&D needs. 

“Training and development is the heart of a continuous effort of the organization that was design for the 

purpose to improve the employee competency and the organization performance”. 

                                     R. Wayne Mondy, Robert M. Noe 

 

“Training and development are processes that attempt to provide the employee with information, skills and 

understanding of the organization and its goals. In additional, training and development are designed to help 

person continue to make positive contributions in the form of good performance”. 

          John M. Ivencevich 

In additional, the terms training and development come from the basic meaning of the words training and 

development. 

 

“Training is the activities that provide learners with skills and knowledge that are needed for their present job”. 

“Development involves learning that goes beyond today’s job and has more on long term focus”. 

                        R. Wayne Mondy, Robert M. Noe 

 

“Training helps employee to do their work better”. 

“Development prepares individuals for the future. It focuses on learning and personal development” 

                           John M. Ivencevich 
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“Training comprises learning activities which improve an individual’ performance in a particular job or 

occupation” 

“Development is the process of helping individuals to develop and fulfill their potential. It includes education 

and training but also involves counseling, performance planning and review and career discussion” 

              Richard Rudman   

II. FACTORS INFLUENCING TRAINING AND DEVELOPMENT 

 

In the process to implement training and development in the organization, there are several factors that influence 

the process.  

 

Top Management Support: For T&D programs to be successful, support from the top management are 

required. When the top management also take part and give their support to the program, it will give the 

employees more spirit to improve themselves besides to achieve the organization objectives. 

Commitment from Generalist and Specialist: All the managers, whether they are specialist or the generalist, 

they have to be committed and involved in the T&D process. The commitment starts from the line manager to 

the top management. They must be committed and can give their commitment to make the program more 

effective. 

Technology Advancement: To make the process of T&D become more effective, advancement in the 

technology is very important. Technology advancement plays an important role in the process of training and 

development as the effort to make the program more effective. 

Learning Style: The general function of T&D involves knowledge and skill acquisition. Employees at all levels 

must continually upgrade their expertise in a dramatically changing and increasingly competitive environment. 

Other Human Resource Function: Successful accomplishment of other human resource functions can also 

have a crucial impact on T&D. for instance, if recruitment and selection efforts attract only marginally qualified 

workers, firm will need extensively T&D programs. Firm’s compensation also influences T&D efforts. 

Organization with competitive pay system or progressive health and safety program will find it easier to attract 

workers who are capable of hitting the ground running and to retain employees who require less training. 

 

2.1 Determining Training and Development Needs 

The first step in the process is to determine T&D needs. Training and development needs may be determined by 

conducting analyses on several levels. 

 Organizational analysis 

Focus on the research on the firm’s strategic mission, goals and corporate plans are studied along with the 

results of human resources planning. 

 Task analysis 

The next level of analysis focuses on the tasks required to achieve the firm’s purposes. Job descriptions are 

important data sources for this analysis level. 

Person analysis 

 Determining individual training needs is the final level. The organization may determine which employee 

will receive the training and will prepare the training and development program that are necessary for their 

employees.  



 

423 | P a g e  

 

2.2 Establishing Training and Development Objectives 

The organization must be able to develop the objectives of the program that have been created. The organization 

must determine the purpose of each program in the effort to achieve the organizational goals. 

Training and Development Methods 

The employee must consider the methods for the training. The must choose the appropriate methods in the 

training program. 

 On the Job Training 

The training method in conducted at the work site and in the context of the actual job. The key to this 

training is to transfer knowledge from highly skilled and experienced worker to a new employees while 

maintain the productivity of both workers. 

 Off the Job Training 

This training method is conducted in a location specifically designed for training. It may be away from 

work or near the work place, at any training centre and resort. Training away from workplace will allow the 

trainers to get their full attention to the materials that been taught. Off the job training not provide as much 

transfer of training to the actual job as do on the job training. 

 Apprenticeship training 

This type of training combines on and off job training. 

 Computer Based Training 

This type of training provides the employee with the knowledge about the computer advancement. This will 

help them to develop their skills and expertise in the development.  

 Case Study 

This type of training will train the employees to make a decision as they are in the real situation in the 

organization. They will make a study on the firm’s financial condition and its environment. 

 Role Playing 

In this type of training, the participants are required to give their respond to the specific problems that they 

will face on the organization. Role playing is often used to teach skills as interviewing, conducting 

performance appraisal, and team problem solving and leadership style analysis. 

 Vestibule Training 

Vestibule training takes away from the production area on the equipment that closely resembles equipment 

actually used on job. The primary advantage of this training method is that it removes the employees from 

the pressure of having to produce while training. The emphasis is focused on learning the skills required by 

the job. 

 

III. ORIENTATION 

 

Orientation is the initial T&D effort for new employees that strive to inform them about the company, the job 

and the workgroup. 

R. Wayne Mondy, Robert M. Noe. 
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3.1 Purpose of Orientation 

 The employment situation 

The employees may learn and required to know how their job fits into the firm’ organizational structure and 

goals. 

 Company Policies and Rules 

Every job in the organization is designed based on their guidelines and their rules and policies. The 

employees are required to understand these to ensure smooth transition on the workplace. 

 Team Membership 

New employees’ ability and willingness to work in teams are likely determined before they are hired. In 

orientation, the program may again emphasize the importance of becoming a valued member of the 

company team. 

 Employee Development 

An individual’s employment security is increasingly becoming dependent upon their ability to acquire 

needed knowledge and skills that are constantly changing. Firms should keep employees aware not only of 

company sponsored developmental programs but also those available externally. 

 Dealing with Changes  

Employees at all levels must learn to deal effectively with change to survive in their job. The best way that 

can prepare for change is to continually expand their skills. 

 

IV. EVALUATING TRAINING AND DEVELOMENT 

 

There are several approaches that are use by the organization to make the evaluation of the programs. The 

Kirkpatrick model for training evaluation is widely used in learning environment.  

 

4.1 Participation Opinion 

These approaches used by the organization by asking the participant’s opinion that provide response and 

suggestion for the purpose of improvement. The organization may ask for the participants’ opinion and also 

their suggestion of the program for the purpose to improve the programs to make them more effective. 

 

4.2 Extent of Learning 

Some of the organization may use test to evaluate the program. The organization sometimes makes a test to their 

participants to determine what the participants are got from the T&D program. This method also will determine 

whether the training goals are achieve or not. 

 

4.3 Behavioral Changes 

This method will determine whether the T&D program give effect or not to the participants. These changes can 

be see in their behavioral after the program compare before they are followed the program whether the 

participants can apply what have they go from the program to adapt in the organization. 

 

4.4 Accomplishment of T&D Objectives 

The evaluation approach also may consider whether the objectives of the programs are really effective and meet 

the objectives. 
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V. CONCLUSION 

 

Training and Development (T&D) program is the program that are useful and very important for the 

organization to make an improvement and to develop the skills and knowledge of their employees. This is very 

important because the program will determine the development of an organization.  

Training and development is important to help the employees to improve their knowledge and their skills to 

become more effective workers in the organization. Besides that, they may also develop their career planning 

for the future as the organization become more complex. 

Every organization must be able to have their program in training and development for the staffs and workers to 

ensure that they are up to date and can ever survive for the future development of the organization. 
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