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Unit 1:Functions, Performance Appraisal, Training and Executive Development

Introduction to the HRM Functions:
Human Resources management has an important role to play in equipping organizations to meet the challenges of an expanding and increasingly competitive sector. Increase in staff numbers, contractual diversification and changes in demographic profile which compel the HR managers to reconfigure the role and significance of human resources management. The functions are responsive to current staffing needs, but can be proactive in reshaping organizational objectives. All the functions of HRM are correlated with the core objectives of HRM

HR management can be thought of as seven interlinked functions taking place within organizations, external forces—legal, economic, technological, global, environmental, cultural/geographic, political, and social—significantly affect how HR functions are designed, managed, and changed. The functions can be grouped as follows:  

Strategic HR Management: As a part of maintaining organizational competitiveness, strategic planning for HR effectiveness can be increased through the use of HR metrics and HR technology. Human resource planning (HRP) function determine the number and type of employees needed to accomplish organizational goals. HRP includes creating venture teams with a balanced skill-mix, recruiting the right people, and voluntary team assignment. This function analyzes and determines personnel needs in order to create effective innovation teams. The basic HRP strategy is staffing and employee development.  

Equal Employment Opportunity: Compliance with equal employment opportunity (EEO) laws and regulations affects all other HR activities.  

Staffing: The aim of staffing is to provide a sufficient supply of qualified individuals to fill jobs in an organization. Job analysis, recruitment and selection are the main functions under staffing. Workers job design and job analysis laid the foundation for staffing by identifying what diverse people do in their jobs and how they are affected by them. Job analysis is the process of describing the nature of a job and specifying the human requirements such as knowledge, skills, and experience needed to perform the job. The end result of job analysis is job description. Job description spells out work duties and activities of employees. Through HR planning, managers anticipate the future supply of and demand for employees and the nature of workforce issues, including the retention of employees. So HRP precedes the actual selection of people for organization. These factors are used when recruiting applicants for job openings. The selection process is concerned with choosing qualified individuals to fill those jobs. In the selection function, the most qualified applicants are selected for hiring from among the applicants based on the extent to which their abilities and skills are matching with the job.  

Talent Management and Development: Beginning with the orientation of new employees, talent management and development includes different types of training. Orientation is the first step towards helping a new employee to adjust himself to the new job and the employer. It is a method to acquaint new employees with particular aspects of their new job, including pay and benefit programmes, working hours and company rules and expectations. Training and Development programs provide useful means of assuring that the employees are capable of performing their jobs at acceptable levels and also more than that. All the organizations provide training for new and in experienced employee. In addition, organization often provide both on the job and off the job training programmes for those employees whose jobs are undergoing change. Likewise, HR development and succession planning of employees and managers is necessary to prepare for future challenges. Career planning has developed as result of the desire of many employees to grow in their jobs and to advance in their career. Career planning activities include assessing an individual employee’s potential for growth and advancement in the organization. Performance appraisal includes encouraging risk taking, demanding innovation, generating or adopting new tasks, peer evaluation, frequent evaluations, and auditing innovation processes
This function monitors employee performance to ensure that it is at acceptable levels. This strategy appraises individual and team performance so that there is a link between individual innovativeness and company profitability. Which tasks should be appraised and who should assess employees’ performance are also taken into account.  

Total Rewards: Compensation in the form of pay, incentives and benefits are the rewards given to the employees for performing organizational work. Compensation management is the method for determining how much employees should be paid for performing certain jobs. Compensation affects staffing in that people are generally attracted to organizations offering a higher level of pay in exchange for the work performed. To be competitive, employers develop and refine their basic compensation systems and may use variable pay programs such as incentive rewards, promotion from within the team, recognition rewards, balancing team and individual rewards etc. This function uses rewards to motivate personnel to achieve an organization’s goals of productivity, innovation and profitability. Compensation is also related to employee development in that it provides an important incentive in motivating employees to higher levels of job performance to higher paying jobs in the organization. Benefits are another form of compensation to employees other than direct pay for the work performed. Benefits include both legally required items and those offered at employer’s discretion. Benefits are primarily related to the area of employee maintenance as they provide for many basic employee needs.  

Risk Management and Worker Protection: HRM addresses various workplace risks to ensure protection of workers by meeting legal requirements and being more responsive to concerns for workplace health and safety along with disaster and recovery planning.  
Employee and Labor Relations: The relationship between managers and their employees must be handled legally and effectively. Employer and employee rights must be addressed. It is important to develop, communicate, and update HR policies and procedures so that managers and employees alike know what is expected. In some organizations, union/management relations must be addressed as well. The term labour relation refers to the interaction with employees who are represented by a trade union. Unions are organization of employees who join together to obtain more voice in decisions affecting wages, benefits, working conditions and other aspects of employment. With regard to labour relations the major function of HR personnel includes negotiating with the unions regarding wages, service conditions and resolving disputes and grievances.

Performance Appraisal: Meaning, Definition
[bookmark: _fnp7a6nxavc1]What Is a Performance Appraisal?
A performance appraisal is a regular review of an employee's job performance and overall contribution to a company. Also known as an annual review, performance review or evaluation, or employee appraisal, a performance appraisal evaluates an employee’s skills, achievements, and growth--or lack thereof. Companies use performance appraisals to give employees big-picture feedback on their work and to justify pay increases and bonuses, as well as termination decisions. They can be conducted at any given time but tend to be annual, semi-annual, or quarterly.
[bookmark: _lfgbincrdaki]How Performance Appraisals Work
Because companies have a limited pool of funds from which to award raises and bonuses, performance appraisals help determine how to allocate those funds. They provide a way for companies to determine which employees have contributed the most to the company’s growth so companies can reward their top-performing employees accordingly.
Performance appraisals also help employees and their managers create a plan for employee development through additional training and increased responsibilities, as well as to identify shortcomings the employee could work to resolve.
Ideally, the performance appraisal is not the only time during the year that managers and employees communicate about the employee’s contributions. More frequent conversations help keep everyone on the same page, develop stronger relationships between employees and managers, and make annual reviews less stressful.  
Definition: Performance Appraisal is defined as a systematic process, in which the personality and performance of an employee is assessed by the supervisor or manager, against predefined standards, such as knowledge of the job, quality and quantity of output, leadership abilities, attitude towards work, attendance, cooperation, judgment, versatility, health, initiative and so forth.

[bookmark: _kecd7jccpsy]Purpose of Performance Appraisal
· To promote the employees, on the basis of performance and competence.
· To identify the requirement for training and development of employees.
· To provide confirmation to those employees who are hired as probationary employees, upon completion of the term.
· To take a decision regarding the hike in employees pay, incentives etc.
· To facilitate communication between superior and subordinate.
· To help employees in understanding where they stand in terms of performance.

Approaches to Performance Appraisal:
Employee performance appraisal has two types of methods namely traditional methods and modern methods used by various organizations. The traditional methods are quite simple and quick to execute while the modern methods are more focused on covering overall well being of the organization.

Traditional Methods of Employee Performance Appraisal

Here is a list of different traditional methods which can be used for employee performance appraisal:

Rating Scales: In this scale the factors such as attitude, initiative, dependability etc is quantified. A range of excellent to poor is provided to the rater and based on the rating the performance of the employee is calculated.

Checklist: A checklist form of performance appraisal consist of column of ‘Yes’ and ‘No’ for different employee traits. The rater has to put a tick mark based on if the traits exist of does not exist in the employee.

Forced Choice Method: In this method different statements about the performance of the employee is provided to the rater and he/she is forced to answer the ready-made statements as true or false. Further evaluation of performance is carried on by HR department based on the answers of the rater.

Forced Distribution Method: In this method it is assumed that performance of a employee conforms a bell shaped curve. Thus, rater has to put employees on provided point on the scale.

Critical Incidents Method: Here the critical behavior of the employee is considered by the supervisor while evaluation of the performance.

Behaviorally Anchored Rating Scale: Different statements which are descriptive in nature are prepared about behavior of the employee. These behaviors are put on the scale points and rater has to indicate the points which explain the employee behavior in more exact way.

Field Review Method: In this method the reviewer of the performance is generally someone outside the department. The people from HR department or corporate office do the performance evaluation of the employee based on the records and interviews.

Performance Tests and Observations: This is kind of a oral test which is conducted to test the skills and knowledge of the employees in their respective field. The employees sometimes receive a situation and asked to demonstrate their skills and then their performance is evaluated based on that presentation.

Confidential Reports: Often the government departments follow this method of performance evaluation. The employees are evaluated based on the parameters such as leadership quality, team work, integrity, technical ability, attendance etc. The reviewer sends the confidential review to the concern authority about the performance of the employee.

Essay Method: Under this method, the detailed description of the employee performance is written by the rater. The performance of an employee, his relations with other Co-workers, requirements of training and development programs, strengths and weaknesses of the employee, etc. are some of the points that are included in the essay. The efficiency of this traditional method of performance appraisal depends on the writing skills of the rater.
Modern Methods of Employee Performance Appraisal
Here is a list of different modern methods which can be used for employee performance appraisal:
Management by Objectives: In this method the performance of the employee is assessed based on the targets achieved by him/her. The management at the beginning of the financial year conveys the set goals to the employees, at the end of the year the performance of the employee is compared with the set goals and evaluated for the appraisal. 
Psychological Appraisals: Psychologists are invited to the companies for the performance appraisal of the employees. Here the performance is in the context of the potential future performance. Psychological tests, in-depth interviews, reviews and discussions with the managers are the methods used for the evaluation of the performance.
Assessment Centers: A series of exercises are conducted at the assessment center of the company to actually evaluate the performance of the employee. The exercises include discussions, role playing, computer simulations and many more. The employees are evaluated in terms of communication skills, mental alertness, emotional intelligence, confidence and administrative abilities. The rater observes the event and evaluates the performance of the employee at the end.
360-Degree Feedback: It is particularly a 360 degree feedback method in which the information about the performance of the employee is collected from supervisors, peers, group members and self assessment. All the remarks are considered to evaluate the overall work performance of the employee.
720-Degree Feedback: In line with the 360-Degree feedback system, here the feedback is collected from the stakeholders within the company as well as the people linked from outside the organization. The customers, suppliers, investors and other financial groups provide feedback about the performance of the employee.

Process:
1.Establishing performance standards

The first step in the process of performance appraisal is the setting up of the standards which will be used to as the base to compare the actual performance of the employees. This step requires setting the criteria to judge the performance of the employees as successful or unsuccessful and the degrees of their contribution to the organizational goals and objectives. The standards set should be clear, easily understandable and in measurable terms. In case the performance of the employee cannot be measured, great care should be taken to describe the standards.
2.Communicating the standards

Once set, it is the responsibility of the management to communicate the standards to all the employees of the organization. The employees should be info
rmed and the standards should be clearly explained to the employees. This will help them to understand their roles and to know what exactly is expected from them. The standards should also be communicated to the appraisers or the evaluators and if required, the standards can also be modified at this stage itself according to the relevant feedback from the employees or the evaluators. 

3.Measuring the actual performance

The most difficult part of the Performance appraisal process is measuring the actual performance of the employees that is the work done by the employees during the specified period of time. It is a continuous process which involves monitoring the performance throughout the year. This stage requires the careful selection of the appropriate techniques of measurement, taking care that personal bias does not affect the outcome of the process and providing assistance rather than interfering in an employees work.

4.Comparing actual performance with desired performance

The actual performance is compared with the desired or the standard performance. The comparison tells the deviations in the performance of the employees from the standards set. The result
can show the actual performance being more than the desired performance or, the actual performance being less than the desired performance depicting a negative deviation in the organizational performance. It includes recalling, evaluating and analysis of data related to the employees’ performance.
5.Discussing  results [Feedback]
The result ofthe appraisal is communicated and discussed with the employees on one-to-one basis. The focus of this discussion is on communication and listening. The results, the problems and the possible solutions are discussed with the aim of problem solving and reaching consensus. The feedback should be given with a positive attitude as this can have an effect on the employees’ future performance. Performance appraisal feedback by managers should be in such way helpful to correct mistakes done by the employees and help them to motivate for better performance but not to demotivate. Performance feedback task should be handled very carefully as it may leads to emotional outburst if it is not handing properly. Sometimes employees should be prepared before giving them feedback as it may be received positively or negatively depending upon the nature and at
titude of employees.

Errors in Performance Appraisal:
[bookmark: _mgwxdgg16o44]1. Partiality
 
According to the Cambridge English Dictionary, in a statistical context, bias is “the fact that information is not correct because of the method used in collecting or presenting it.” This can also happen in performance appraisals when, either consciously or subconsciously, an appraiser positions themself either for or against the person being assessed.

Research performed by Daniel Kahneman, psychologist and Nobel Prize winner, revealed that the majority of human decisions are based on prejudice, beliefs of intuition. But not on facts or logic.

So, all humans have prejudices: even so, we shouldn’t let them influence our feedback when supervising or evaluating another person. Bias or partiality in the review process mean it lacks objectivity, which in turn could undermine the employee and their position in the company.
 
[bookmark: _k20swb33ozdf]2. Stereotyping
 
Stereotyping is a concept, idea or model attributed to people or groups, and that are created over period of time. We normally use these clichés to pigeonhole a person and we automatically assume that they share the same traits and characteristics as the other people in this group. While there are positive stereotypes, they more often than not correspond to prejudices or labels created in a generalised and negative way. They can be related to race, gender, political beliefs, etc.

Stereotypes become a problem when reviewing an employee’s performance because it will be subject to a pre-conceived idea we have about the group in which we have labelled them. The choice of rating scale can be a good solution to this error. 

Within a group, and particularly in an appraisal, we must abandon stereotypes and get to know each employee individually and objectively. We have to look beyond the labels and assess the worker through established performance standards and their real achievements.
[bookmark: _u1hm31vdrpqc]3. Halo effect
 
The halo effect is one of the most common errors in a performance appraisal. This happens when an appraiser generalises one of the employee’s traits and extends it to all the other aspects under review.

For example: one person in the team always hits their sales targets and exceeds expectations year after year. During the evaluation, their manager’s judgement may be clouded by this and they rate the employee as excellent in all aspects, without carefully examining their results in other areas.

The best way to mitigate this is by using an evaluation method that is as accurate as possible and that enables you to rate observable and measurable actions, without leaving room for interpretation.
 
[bookmark: _yhze8bqxyt48]4. Distribution errors
 
Performance reviews in many organisation suffer from distribution errors. This study mentions an experiment that involved 5,970 employees, where two assessors had to supervise the work of the same group, during the same period of time. Contradictions between the two assessors were observed in 62% of all cases. It was generally perceived that one of the evaluators was more generous than the other.

There are three types of distribution:
 
· Severity: the appraiser evaluates all, or almost all staff, with below average ratings.
· Central: this is when the appraiser evaluates everyone with generally average ratings. No-one is actually good or bad.
· Leniency: the appraiser evaluates everyone with above average ratings.
[bookmark: _4kxz9trhswiq]5. Similarity errors
 
There are employees who seem similar to their managers in different ways in many organisations. Some managers may even favour these employees in comparison to those that behave or think differently.

Feeling more at ease with people who are we believe to be similar to ourselves is normal; if we aren’t careful, however, this feeling can interfere with the appraisal process. This is know as the similarity error.

Objectivity and a range of opinions in the performance appraisal are essential to remove this factor.
 
[bookmark: _oetb29d8d809]6. Proximity errors
 
The proximity error happens when aspects that are close together in the performance review sheet and are given similar ratings, irrespective of the real score.

As shown in this study by the International Journal of Organizational Leadership, this error illustrates how much influence the surrounding elements may have on someone’s rating in a particular area.

If the employee gets a positive rating, for example, then this result could influence the appraiser to give another positive rating for the next item on list. We may also see the opposite reaction, where a lower rating is given to “compensate” for the previous one.
 
[bookmark: _cdmqowjsh0tl]7. Recency error
 
The recency error is another of the most common errors in performance appraisal. This occurs when the appraiser only bases their feedback on the last few weeks of work.

One example would be where an employee had performed superbly for most of the review period but made a mistake before the annual appraisal. This could mean they receive a negative review if the whole year is not taken in consideration. In other words, the appraiser commits the recency error.
[bookmark: _nor8s9xhvbhj]8. Compare/contrast error
 
The compare/contrast error arises when an appraiser compares the performance of two employees instead of using absolute performance measurements for each one. One employee who rates as “excellent” could make another with a “good” rating seem mediocre.

Each employee is unique and therefore has different strengths and weaknesses that distinguish them as a professional. An appraisal will never be fair if we try to compare one person’s abilities with another.

It’s vital to assess each employee on their performance in relation to the individually set standards and criteria.
 
[bookmark: _bar1mrp0frkx]9. Attribution error
 
Attribution is a process where the individual makes assumptions about the reasons or motives for someone else’s specific actions or behaviour. Attribution errors are therefore based on subjective conclusions.

In a performance review, for example, an attribution error could happen when an employee gives a negative answer to a question and the appraiser assumes that they have a negative attitude towards their work.

It’s never a good idea to make assumptions about an employee’s reaction or specific behaviour and letting it influence the rest of the review process.

If you’d like to learn how to resolve the most common problems that arise performance reviews, then read this article: How can you avoid problems with performance appraisal?


[bookmark: _z2wapbx90q8]Difference # Job Evaluation:
1. It is the assessments of various jobs do find out their relative worth.
2. Its purpose is to identify the basis for fixing wages, salary for various jobs.
3. It rates the job not the jobholder.
4. It is done before an employee joins.
[bookmark: _lmjtd4h6y4em]Difference # Performance Appraisal:
1. It is assessment of performance of difference employees performing the same job.
2. Its purpose is to identify the basis for decisions regarding promotion, transfer, salary raise etc.
3. It rates the job jobholder not the job.
4. It is done after the employee joins and performs the job.

Promotion:
Promotion is an upward movement of employee in the organization to another job, higher in organisation’s hierarchy. In the new job, the employee finds a change in salary, status, responsibility and grade of job or designation. As a whole, the organization perceives the staffing of vacancy worth more than the employee’s present position. In contrast to promotion when the salary of an employee is increased without a corresponding change in the job-grade, it is known as ‘upgrading’. But when promotion does not result in change in pay, it is called ‘dry promotion’. Promotion is a method of internal mobility.
Principles of Promotion Promotion is a double edged weapon. If handled carefully, it contributes to employee satisfaction and motivation. If mishandled, it leads to discontentment and frustration among the employees. It is the responsibility of the HR manager to lay down a sound promotional policy and ensure its implementation.

Policy of promotion The HRM must make it clear whether to fill up higher positions by internal promotions or recruit people from outside. Generally speaking top positions in an organisation are filled through external recruitment. The lower positions are filled by promotions from within. When it has been decided to fill up higher positions with promotions, a further decision on determining the basis of promotion should be made by HRM. The basis of promotion may be seniority or merit or both. One most important point regarding the policy of promotion is whether to promote employees against vacancies or non-vacancies. In many organizations promotions are done on a non-vacancy basis after they complete a minimum period of service. Such promotions are time bound and not based on vacancies or merit. The other practice is to link promotions to vacancies. Sometimes these vacancies are created to avoid frustration among the aspirants for promotion. A promotion should be preceded by a job analysis and performance appraisal. A job analysis is important to know what the job demands from the employee and performance appraisal will enable the management to know whether the employee in question can match the requirements of the job. The promotion policy should be discussed with the labour unions and their acceptance must be obtained in the form of an agreement. 

Bases of promotion Organisations adopt different bases of promotion depending on their nature, size, managerial policy etc. The well established bases of promotion are seniority and merit.
Seniority based promotion If seniority is the bases for promotion, an employee with the longest period of service will get promoted, irrespective of whether he is competent or not.  Advantages  It is easy to administer.  It is easy to measure the length of service and judge the seniority.  With the base of seniority there is no scope for favoritism, discrimination and subjective judgement.  By seniority everyone is sure of getting promotion one day.  Subordinates are more willing to work under an older boss who has given many years of service to the company.  Disadvantages  The learning capabilities of senior (older) employees may diminish.  It de-motivates the younger and more competent employees and it results in more employee turnover.  The organisation is deprived of external talent which is very necessary due to technological advancements and multi-culture organisation.  Judging the seniority is highly difficult as the problems like job seniority, company seniority, regional seniority, service in different organizations, trainee experience, research experience etc

Demotion Demotion is the reverse of promotion. It is the downward movement of an employee in hierarchy with lower status, salary and decreased responsibilities. It is generally used as a punitive measure for incompetence or a preliminary step to dismissal. It is a downgrading process where the employees suffer considerable emotional and financial loss. Causes for demotion  The employee may be unable to meet the challenges posed by a new job.  He may have low administrative skills.  Due to poor business conditions and continuous losses, a firm may decide to layoff some and to downgrade others.  It is sometimes used as a disciplinary tool against offending employees

Transfer A transfer implies a lateral movement of an employee in the hierarchy of positions with the same pay and status. Transfers may be either company initiated or employee initiated. In fact, a transfer is a change in job assignment. It may involve a promotion, demotion or no change at all in status and responsibility. Transfers from one job to another may be either temporary or permanent. Temporary transfers may be due to  temporary absenteeism  shifts in the workload  vacations Permanent transfers may be due to shifts in the workload  vacancies requiring the special skill of the transferred employee  ill-health of the employee Transfer requests might come from the worker himself, from his superior, from the head of another department or may be made necessary by changes in the volume of trading activities. When the transfer request comes from the employee himself, it is because he does not like the work or the place of work or the co-workers. Requests for transfers should be favourably considered especially when it comes from an employee. An unsatisfied employee is more of a liability than an asset. It is true that no company can comply with all requests for transfers. 

Employee separation Employee separation occurs when employees cease to be a member of an organization. Agreement between employer & employee comes to an end. Employees decide to leave the organization or organization ask employee to leave. Reasons for employee separations are voluntary or involuntary. In the former initiation for separation is taken by employee himself or herself. Where the employer initiates to separate an employee it becomes involuntary separation.

Voluntary Separations
Quits An employee decides to quit when his or her level of dissatisfaction with the present job is high or a more alternative job is awaiting the individual. Organisations often encourage quits through cash incentives. Popularly known as voluntary retirement scheme (VRS) these schemes are offered by the organizations when they are experiencing losses. They resort to cost saving and believe that the best way of cost saving is to cut the wages of the employees. As VRS are induced by the management it comes under involuntary separations
Retirements
Retirements occur when employees reach the end of their careers. The age for an employee’s superannuation differs. Retirement differs from quits. When the employee superannuates and leaves the organization, he or she carries several benefits with himself or herself. Such a privilege is denied to the employee who quits. Second, retirement occurs at the end of an employee’s career but the quit can take place at any time. Third, superannuation shall not leave any bad relationship behind the retiree but a quit is likely to result in hurt feelings with the employer
Involuntary Separations Employers resort to terminate employment contract with employees for at least three reasons:  Organization is passing through lean period and is unable to maintain the existing labour  Initial faulty hiring resulting in mismatch between job and employee.  Employee exhibits unusual behavior making the environment ineffective. Discharges, layoffs, retrenchment and VRS are the common methods of employer sponsored separations.
Discharge or Dismissal
A discharge takes place when the employer discovers that it is no more desirable to keep an employee
any longer. Discharge, also called termination, should be avoided as far as possible. Termination is
expensive as the firm must seek replacement, hire and train the new hiree. A discharged individual is
likely to badmouth about the company. Dismissal is the last step and may be resorted to when all the
efforts in salvaging the employee have failed. The following reasons lead to the dismissal of an
employee:
 Excessive absenteeism

Serious misconduct  False statement of qualification at the time of employment  Theft of company property

Layoff A layoff is a temporary separation of the employee at the instance of the employer. Section 2(kkk) of The Industrial Disputes Act, 1947, defines layoff as “the failure, refusal or inability of an employer to give employment to a worker whose name is present on the rolls but who has not been retrenched”. A layoff may be for a definite period on the expiry of which the employee will be recalled by the employer for the duty. As the employees are laid off by the employer they have to be paid compensation for the period they are laid off. Section 25 of The Industrial Disputes Act, 1947 makes it compulsory for the employer to pay compensation for all the days of layoff. The compensation must be equal to half of the normal wages the employee would have earned if he or she would not have been laid off. 

Training:
Training and Development:
Training and Development is a subsystem of an organization which emphasize on the improvement of the performance of individuals and groups. Training is an educational process which involves the sharpening of skills, concepts, changing of attitude and gaining more knowledge to enhance the performance of the employees. Good & efficient training of employees helps in their skills & knowledge development, which eventually helps a company improve.
Training is about knowing where you are in the present and after some time where will you reach with your abilities. By training, people can learn new information, new methodology and refresh their existing knowledge and skills. Due to this there is much improvement and adds up the effectiveness at work. The motive behind giving the training is to create an impact that lasts beyond the end time of the training itself and employee gets updated with the new phenomenon. Training can be offered as skill development for individuals and groups.

Organizational Development is a process that “strives to build the capacity to achieve and sustain a new desired state that benefits the organization or community and the world around them.”
[bookmark: _9wcj4gm5e8q]Relation between Training and Development
There is a relation between training and development, and there is clear difference between the two based on goals to be achieved. Development is made to answer the training problems:
	TRAINING
	DEVELOPMENT

	Training is meant for operatives
	Development is meant for executives

	It is reactive process
	It is pro- active process

	AIM: To develop additional skills
	AIM: To develop the total personality

	It is short term process
	It is continuous process



	OBJECTIVE: To meet the present need of an employee
	OBJECTIVE: To meet the future need of an employee

	Initiative is taken by the management
	Initiative is taken by an individual.


[bookmark: _kw2f7x8mmx5g]Importance of Training and Development
For companies to keep improving, it is important for organizations to have continuous training and development programs for their employees. Competition and the business environment keeps changing, and hence it is critical to keep learning and pick up new skills. The importance of training and development is as follows:
• Optimum utilization of Human resources
• Development of skills like time management, leadership, team management etc
• To increase the productivity and enhance employee motivation
• To provide the zeal of team spirit
• For improvement of organization culture
• To improve quality, safety
• To increase profitability
• Improve the morale and corporate image

Methods of Training and Development:
1. Classroom lecture method:This is the most commonly used, simple, cost effective and conventional method. It is timesaving because it covers maximum number of people in a short period of time. It involves a speech by the instructor with very limited discussions. Clear and direct methods of presentation. Weaknesses of the method are that, lecture time is more than the normal human attention span of fifteen minutes and the contents of the lecture could be easily forgotten. Since the method does not provide for active participation on the part of the trainees, the extent of take-home learning is not to be known clearly. Moreover, lecture might be useful only if the presentation is made skillfully. While lecture is a useful method in so far as information dissemination is the objective, it has not been highly successful in modifying human behavior or in building commitments in the audience’s minds. An improvisation of this method is the lecture-cum-demonstration method in which the lecturer reemphasizes a skill or information by displaying the same in action.
2. [bookmark: _gthabep2udnf]Group Discussion Method:
[bookmark: _ccbxbtpobrep]In this method sets of people examine several empirical studies to find out commonalities to derive the underlying general principles. They then combine their ideas and focus their attention on a given problem at a time, speaking from multiple points of view within a group. An instructor is optional, while a leader is necessary in this method. The various advantages of the method are that more ideas can be generated from each session. Moreover each member gets an opportunity to present one’s own ideas and get feedback from members of the same group. Peer pressure and commitments made to groups serve to ensure adherence to decisions jointly taken in the group. As a precaution, care must be taken to secure the participation of all members and make sure that a few members do not pre-determine the course of discussions or dominate the whole proceedings.
[bookmark: _qw5vbmlmp10l]3. Simulation Exercises Method:
Simulators are a group of training devices of varying degrees of complexity that model the real world. They range from simple paper mock-ups of mechanical devices to computerized creations of total environments. In fact, some argue that case-study, roleplay and a host of other methods can be brought under the category of simulation. The advantage of simulation methods is that they improve the possibility of learning without damaging the equipments or human life or facing the numerous risks involved in actual performance. For example, most of traffic rules, signals and procedures of driving could be taught in a park that resembles main road or through a video game featuring car or twowheeler driving. Piloting planes are taught using more complex simulations. The methods are indirect but could also be expensive. The method calls for a certain level of grasp and information processing capability and transfer of learning on the part of the trainees.
 
[bookmark: _no0t8a3mhddk]4. Role Playing Method:
Role is a set of expectations around a given position and is determined by the role partners. Roles are always reciprocal and described in pairs such as trainer-trainee, buyerseller, interviewer-interviewee and so on. Playing roles would entail practical problems like inter-role conflicts, intra-role dilemmas, role overloads and role under loads. As a result of these hurdles, role confusion ensues. In order to be trained to perform roles, trainees must attain role clarity. This may involve negotiation among the role senders and role receivers with regard to their expectations with counter expectations upon one another. Participants in role-play method are required to respond to specific problems and expectations of people that they might actually encounter in their jobs. Role-playing is often used to teach such skills as interviewing, negotiating, grievance handling, performance appraisal, and buying and selling and effective communication. It promotes healthy human relations skills among people.
[bookmark: _qdgdfoevdcex]5. Case Study Method:
It is a written down, narrative description of a real situation or incident relating to an organization and its business, depicting any problem that participants could face in their employment. Participant trainees are required to propose any number of viable solutions or decisions that match the variables represented in the case. Case study can be interest creating and thought stimulating for the participants. It helps to develop analytical, reasoning and problem-solving skills of the participants. As it shows and reduces gaps in understanding, a holistic understanding of reality is made possible through case study method. It also helps to reemphasize messages provided during lectures, group discussions and other methods. The disadvantage of the method might be the difficulty in drawing adequate number of stimulating cases that actually represent the real life situations of the trainees.
[bookmark: _p2mafubx9nsc]6. Sensitivity Training or T Group Training or Laboratory training Method:
It is a set of experiences in unstructured agenda-less groups designed to make people aware of themselves (self-insight), their immediate situation and their own impact on others. Unlike many other programs, T-groups are concerned with the real problems existing within the group itself. People are helped to become more responsive to others’ sensitivities and work more harmoniously and responsibly together by encouraging them to interact freely and actively. The members are enabled to recognize group dynamics and diagnose human relationship problems. The participants are encouraged to communicate thoughts and feelings with each other in an open, unstructured, warm and honest manner than is typically done in the usual work or social situation. A beneficial outcome of the method is that participants find better means of behavior for effective interpersonal relationships without the aid of power or authority over others. The method has to be used carefully as people may resent negative feedback and show anger in response. People have to be first prepared well to accept criticism in a constructive manner so that conflicts could be managed properly.
 
[bookmark: _26zvfoycotfo]7. Management Games Method:
Games are used as a training tool, than as mere pastimes or amusement. Trainees are divided into teams and are given common tasks on which they would be competing to arrive at decisions, and then jointly implementing and evaluating the decisions taken with regard to the games. For example, blocks of wood would be supplied to every team and one of the members would be blind-folded with a piece of cloth. The person would have to arrange the blocks one above the other, as per the instructions and guidance of the other members. As they set on to reach greater target heights, the rewards would also grow exponentially. This game is used to bring out the nuances of teamwork, leadership styles and communication patterns exhibited by the members while playing the game. The demerits of the method are that, at times, games might result in lack of seriousness in some trainees and that the learning is indirect and slow. But it helps to convey messages in a non-threatening and fun-filled manner.
 
[bookmark: _kv4l7oiio7yn]8. Outward Bound Training (OBT) Method:
As part of OBT, managers and other staff members meet and cohabitate as teams at unfamiliar wilderness out of the workplace and away from the hustles and bustles of daily life, where they would live in cabins or tents for a certain number of days. They test their survival skills and learn about their own personality and hidden potentials for creativity, cooperation and leadership. Participants get opportunities to learn their limits and capabilities. Participants irrespective of their official position and seniority would have to learn to be natural in their behavior and get rid of masks worn in an office situation. It is an expensive method and the learning might not be transferable to others or to other situations.
 
[bookmark: _fhoewm72zh4w]9. In -basket Training (IBT) Method:
IBT is a method where the trainee is required to examine a basket full of papers and files relating to his area of work and make recommendations on problems contained in them. This method is meant for trainees in a managerial level to improve their decision-making and problem-solving abilities. This is a form of simulation training designed around day to- day business situations and hence is transferable to the job experiences. The participant is usually asked to establish priorities for and then handle a number of office papers, such as memoranda, reports, telephone messages and emails that would typically cross a manager’s desk. The method has at least two main stages. At the outset, the participant starts by working through the case within a specified time limit all by himself without discussing the details with anyone. Subsequently, other participants analyze and discuss the questions of who’s, which’s, how’s, what’s, where’s, why’s and when’s of each decision or step. The merits of this method include the best of traditional case study at the same time combining the refinements to allow greater flexibility, realism and involvement.
The emphasis here is to understand things thoroughly, which is an opportunity too rarely presented during busy working days. It is done in a permissive atmosphere of experimenting and learning, rather than within the confines of a boss subordinate relationship.
 
[bookmark: _7u7p7ywq6quz]10. Vestibule Training Method:
This kind of training takes place away from the production area on equipment that closely resembles the actual ones used on the job. It is a type of off-the-job training in which employees get training in a realistic job setting but in a location different from the one in which they would be working. For example, a group of lathes may be located in a training center where the trainees will be instructed in their use. The method is used frequently for training typists and bank tellers, among others. The word ‘vestibule’ means entrance. Thus vestibule training serves to facilitate full-fledged entry into job. A primary advantage of vestibule training is that it removes the employee from the pressure of having to produce while learning. Disturbance of production or supervisor during training is minimized. The disadvantages include the extra investment on equipment and additional persons to be employed as trainers.

E- Training:
The concept of E-training The concept of e-training is still evolving, unsettled and in constant modification as it is related to modern technologies which grow and develop day by day, adding that it is connected to a virtual changing world. Some argue that the origins of this term dating back to the 1980s, within the same time framework of the emergence of other types of online training. There are several terms used to indicate e-training including: distance training; virtual training; online collaborative training; web-based training; training by technological media1 . E-training is defined as “a process of distance training through the use of the Internet or Intranet, providing the individual the necessary knowledge on various selected subjects or chosen specialty, in order to raise the scientific level or to achieve rehabilitation, using the computer, sound, video, multimedia, e-books, email, chat and discussion groups” 2 . Others believe that it is “the Internet-based training that facilitates cooperation among trainers and trainees to improve education” 3 . Others consider the term e-training refers to “the use of multimedia technologies and the Internet to improve the quality of education by facilitating media and services access as well as distance exchanges and cooperation” 4 . It is also defined as “a trend in the cluster network; that network which has changed individuals’ lives in all fields; education was based on power technology which can be divided into time scales and spatial scales, education happens all the time, and the learner can store and reference to it at any time”5. It is “a training process aims to provide training contents through any medium of modern communication mechanisms as computers and the Internet to overcome geographical distances between the trainer and trainee; it is a training system between distant trainees and trainers in space and time to enable individuals to train and overcome time and space conditions”6 . 
The importance of e-training: 
The importance of e-training is highlighted as follows:  Rapid development in innovations, their applications and integration with education, learning, information and communication, technologies as well as the digital technology;  
Allowing for the greatest amount of trainees to attend different levels of training in accordance with the principle of equal opportunities and training for all7 ; 
Reducing material cost and saving time and effort for obtaining specific training;  
E-training creates interactive relationship between trainees and trainers;  
E-training develops the trainee’s ability to use computer and take advantage of the Internet, which assists him in his career8 ;  
The necessity to accompany knowledge explosion and prepare an individual able to deal with globalization through lifelong learning. 

Recent Trends in Training:
No. 1: We'll see an increase in personalized learning. 
Personalized learning will boom in 2020, thanks to the ability of artificial intelligence and machine learning to assess a learner's needs and offer customized learning content, predicted Celeste Martinell, vice president of customer success at BenchPrep. A Chicago-based company, BenchPrep works with large training and credentialing organizations to improve the employee learning experience.

"This could mean delivering remediation courses or content if a learner struggles in a course or with a specific topic. We will also see increased gamification of content. Professional training designers will take a page out of consumer Web and mobile playbooks to get this done. 2020 will also bring more user experience [UX] applied approaches that many haven't seen before. Professional training companies need to invest in content and the overall UX if they want to be successful in the years to come."
No. 2: The tech industry will take the lead in training.  
"The technology sector is doing a great job in training recent college graduates and placing them into professional roles, and we'll see this become more popular in 2020," Martinell said.

"There are a number of companies that are employing recent graduates, paying them salaries and providing benefits to train them in the latest technologies, development or data science skill sets, and then staffing them at their client sites. They also provide ongoing professional coaching for them so that their clients are confident they are receiving a high-quality employee, albeit a contract employee. It's an innovative model that removes a lot of the friction in the education and training space."
No. 3: Tech upskilling will reduce displacement. 
Hamilton thinks teaching employees "no-code" technological platforms will reduce the likelihood of knowledge workers being replaced by automation, because the platforms will give these employees time to work on more meaningful and efficient problem-solving.

"There is a sense that employees will get displaced [by technology], which we don't believe to be true. Humans create technology, and we can all benefit from that, and it adds to the sense of meaningful work," she said.

"Any knowledge worker has the capability at their fingertips to create their own automation and workflow without IT or in partnership with IT," she said. "For the actual workflow you're creating … you're in an interface where you can apply your knowledge very directly."
No. 4: Continuous professional learning will outpace one-off training. 
"In today's fast-paced society, it's important for professionals to keep their skills up-to-date," said Joe Miller, vice president of learning design and strategy at BenchPrep. Miller foresees organizations implementing learning components into a curriculum to make the training stick with employees.

"For example, after passing a certification exam, an employee would still engage in occasional learning activities over an indefinite period of time within that certified subject matter to maintain mastery. The previous one-off training programs," such as a one-day workshop or a few hours of a training session, "lose their effectiveness if that content is not reinforced and constant in nature."  
Employers will put time and resources into developing different training programs or implementing upskilling initiatives in 2020 to retain employees and grow internal talent for jobs of the future, according to Jodi Chavez, group president, Randstad professional staffing group. 
No. 5: Power skills will reign supreme. 
An increased emphasis on behavioral skills—also known as power skills or soft skills—will become a top priority for companies to address in 2020, said Will Foussier, CEO and co-founder of AceUp, a Boston-based talent management platform offering personalized executive coaching. He pointed to an IBM report that showed behavioral skills dominate the list of core competencies that global executives seek in employees, supplanting technical skills for the first time.

"Employees at all levels across the organization will need to reskill and upskill their power skills to successfully manage and operate in teams that are confronting the rapidly changing workplace landscape."


Unit 2: Employee Compensation And Other Functions of HRM
Employee Compensation:
Everything you need to know about the employee compensation. Compensation or Remuneration is a systematic approach to provide monetary value to employees in exchange for work performed by them is called as compensation or remuneration.
Compensation may achieve several purposes assisting in recruitment, job performance and job satisfaction.
Meaning:
Compensation is one of the most important parts of an employment contract that brings in people from outside and makes them members of an organization. The pull effect of an organization’s com­pensation system, however, varies from industry to industry and from position to position within the industry.
Industries that are in a state of flux experiencing rapid change in technology of operation and fast change in business practices may find their employees very sensitive to compensation prac­tices of other organizations. In contrast industries that are relatively stable both in terms of the way business processes are conducted and in terms of the way organizations compete with each other, have employees who may not show much sensitivity to difference in compensation with employees working in other organizations.

Definition:
Compensation or Remuneration is a systematic approach to provide monetary value to employees in exchange for work performed by them is called as compensation or remuneration. Compensation may achieve several purposes assisting in recruitment, job performance and job satisfaction.
In the case of Human Resource Management, compensation is referred to as money and other benefits that are received by an employee for providing services to his employer.
Money and benefits received may be in different forms — based compensation in money or monetary form and various benefits, these may be associated with employee’s service to the employer like provident fund, gratuity and insurance scheme and any other payment which the employee receives or benefits he enjoys in lieu of such payment.
Objective:
1. To attract well-qualified and competent personnel.
2. To motivate them for higher levels of performance by making arrangement of incentive payments.
3. To retain the present workforce by keeping their pay levels at the competitive levels.
4. To raise the morale of workforce.
5. To establish internal as well as external equity. Internal equity refers to payment of similar wages for similar work. External equity means payment of similar wages to similar jobs in comparable firms
6. To maintain the labour and administrative costs in line with the ability of the organization to pay.
7. To comply with wage legislation.
8. To project a good image of company.
9. To satisfy employees and to reduce the incidents of grievances, absenteeism and quitting.
10. To reward the desired behaviour such as good performance, loyalty, dedication, etc.

Employee Compensation Administration:
Compensation administration is a segment of human resource management focusing on planning, organizing, and controlling the direct and indirect payments employees receive for the work they perform.
Compensation includes direct forms such as base, merit, and incentive pay and indirect forms such as vacation pay, deferred payment, and health insurance. Compensation does not refer, however, to other kinds of employee rewards such as recognition ceremonies and achievement parties.
1. Wage policies should be carefully developed, having in mind the interests of – (a) management as the representative of the owners, (b) the employees, (c) the consumers, and (d) the community.
2. Wage policies should be clearly expressed in writing to ensure uniformity and stability.
3. Wage policies should duly incorporate the differences in the jobs. There must exist a definite plan in which differences in pay for jobs are based upon variations in job requirements.
4. Wage policies should carefully distinguish between jobs and employees. Jobs should be filled up by persons possessing qualities as demanded by the jobs.
5. Wage policies should always aim at establishing equal pay for equal work. In other words, wage rate should not be biased for employees filling up the job.
6. Wage policies should make a proper arrangement for receiving, analysing, and adjusting complaints of workers regarding wage inequities.
7. Management should see to it that the employees know and understand the wage policies.
8. All wage decisions should be checked against the carefully formulated policies.
9. Wage policies should be evaluated from time to time to make certain that they are adequate for current needs.
10. Departmental performance should be checked periodically against the standards set in advance.
11. Performance ratings of employees should be done periodically to determine performance linked pay.
Determinants of Employee Compensation:
Determinants of compensation
Compensation means the basic returns that an employee obtains from his/her work. Every organization offers a good compensation to attract and retain the ablest employees on the actual work floor. It is because if the company does not offer an attractive package of compensation, compared to other competitive firms, the efficient employees may leave the firm. Hence, the employees should be compensated adequately. A well-designed job evaluation program helps to determine an appropriate compensation system.
There are a number of internal and external factors that affect compensation  which are:
Internal factors
· Objectives of compensation
Objectives of compensation may be controlling cost, establishing fair and equitable pay structure, attracting and retaining competent human resources, improving motivation and morale, improving labor relation, improving the image of an organization and comply with the legal framework and policies of the organization.
· Policies of an organization
Policies of an organization influence compensation. Compensation policy is the policy made by the organization.They serve as guidelines for formulating compensation. An organization can be leader or follower regarding pay.
· Job evaluation
Job evaluation states job description and job satisfaction. These two factors determine the compensation to be required for payment. By evaluating a particular job, worth of job was determined. It determines the relative worth of a job in an organization. Job evaluation sets up a predictable and precise relationship among base pay rates for all employment.
· Employee productivity
The new trend is to link pay with performance. Productivity determines compensation. Employees abilities and motivation affect productivity.
 
External factors
· Legal consideration
Government law and regulation affect compensation management and policies. Government influences pay directly through laws, regulation. Tax implication also influences employees. Legal considerations can be taken as an important determinant of compensation. The government makes various rules and regulations to protect the interests of workers.
· Market rates
Nature of demand and supply of various types of personnel determine compensation (wages and salaries). Market wage rates are to be followed. Wage rates will be different in a stable economy than in a depressed economy. Matching for the market rate is a major consideration. It should account for inflationary pressures. Skills in short supply carry the high rate of compensation. Compensation rates should be competitive.
· Equity consideration
Equity means fairness in the relationship between what a person does (input) and what the person receives (output). Determination of compensation is reasonably viewed in terms of equity. It should be fair within the same organization of similar jobs. Employees should view it as equitable and valuable. There should be equality between the employees otherwise, they will be demotivated. The rate of compensation should not be determined differently on the basis of religion, gender, caste, race etc.
· The cost of living
Aggregate pay can influence purchasing power. Compensation should be adjusted according to the rise of market price rate. The cost of living at the average level may change. It is to be considered to maintain living cost through compensation. The organization should compensate the employee at least to meet the cost of living.
· Union pressure
A union is a power and it affects compensation. Union pressure depends on the high rate of compensation through collective bargaining, negotiated pay settlements serve as the basis for compensation. Employees have the legal right to have collective bargaining. They work for all the members of the interest of their class.Generally, compensation is determined to balance the pressure of union and organization abilities.
 
Methods of Employee Compensation:
Employee compensation refers to the benefits (cash, vacation, etc.) that an employee receives in exchange for the service they provide to their employer. Employee compensation is generally one of the largest costs or expenses for any organization.
Each job is to be valued in the organization. Compensation management determines the price of the job. There are various methods that can be adapted to establish employee’s compensation. Employees compensation can be established by various methods:
· Job analysis
Job analysis is a process of knowing dimensions of the job. Job analysis is the process of collecting and recording information related to the job to be done by personnel in order to design job and make human resource plan. Job analysis requires various information about the job. It comprises all the activities involved in the jobs like responsibility, accountability, job title, duty, authority and job relationship. It includes job description, job specification, and job performance standard. The job description is the job requirement, job specification is person’s requirement who needs different qualities to do a job and job performance standard is the target of the job to be done. It is a profile of a job that’s why it is an overall summary of job requirements. They provide the basis for establishing compensation.
· Job evaluation system
Job evaluation provides the value of job performance and accordingly, compensation is made. It ranks job in a hierarchy. It determines the relative worth of one job in relation to another job within the organization. It rates job. Job evaluation methods are the job ranking method, job grading method, factor comparison method and point system method. Job ranking method ranks job in order of their difficulty from simplest to the most complex. It appraises and worth the job highest to the lowest. Each job is to be compared with others to determine the overall rank. Job grading method is the group of different jobs requiring similar skills, efforts and responsibilities. Each job is assigned a grade. Factor comparison is a job content different factors like responsibilities, skill, mental effort, working condition etc. Each factor is valued in monetary terms.
· Compensation survey
This method of establishing compensation focuses on collecting information about compensation from the market. This provides external equity. Compensation survey provides the market rate of compensation. This can be done by published survey, consultants and agencies, advertisements and applications and informal communication. It is a market rate of compensation which can be determined by market rate. So, Compensation is determined on the basis of the information received from market or research by different experts and specialists.
· Pricing jobs
This step prices job. Pricing job plays an important role in achieving the business goal. Pricing jobs involve grouping of different pay levels into grades. It shows pay ranges within each grade. It can be determined by ranking through the job evaluation process, legal factors, union pressures and the creation of pay grades etc.

Other Functions of HRM:
Personnel Search:
[bookmark: _hi96h8a6h174]Meaning:
Human resources are considered as important assets and are different from the physical assets. Physi­cal assets do not have feelings and emotions, whereas human assets are subjected to various types of feelings and emotions. In the same way, unlike physical assets human assets never gets depreciated.
Therefore, the valuations of human resources along with other assets are also required in order to find out the total cost of an organization. In 1960s, Rensis Likert along with other social researchers made an attempt to define the concept of human resource accounting (HRA).
[bookmark: _ek8194x0ti9h]Definition:
1. The American Association of Accountants (AAA) defines HRA as follows: ‘HRA is a process of identifying and measuring data about human resources and communicating this information to interested parties’.
2. Flamhoitz defines HRA as ‘accounting for people as an organizational resource. It involves mea­suring the costs incurred by organizations to recruit, select, hire, train, and develop human assets. It also involves measuring the economic value of people to the organization’.
3. According to Stephen Knauf, ‘ HRA is the measurement and quantification of human organiza­tional inputs such as recruiting, training, experience and commitment’.

[bookmark: _e44xa7mwk9do]Need for HRA:
The need for human asset valuation arose as a result of growing concern for human relations manage­ment in the industry.
Behavioural scientists concerned with management of organizations pointed out the following reasons for HRA:
1. Under conventional accounting, no information is made available about the human resources employed in an organization, and without people the financial and physical resources cannot be operationally effective.
2. The expenses related to the human organization are charged to current revenue instead of being treated as investments, to be amortized over a period of time, with the result that magnitude of net income is significantly distorted. This makes the assessment of firm and inter-firm comparison difficult
3. The productivity and profitability of a firm largely depends on the contribution of human assets. Two firms having identical physical assets and operating in the same market may have different returns due to differences in human assets. If the value of human assets is ignored, the total value of the firm becomes difficult.
4. If the value of human resources is not duly reported in profit and loss account and balance sheet, the important act of management on human assets cannot be perceived.
5. Expenses on recruitment, training, etc. are treated as expenses and written off against revenue under conventional accounting. All expenses on human resources are to be treated as investments, since the benefits are accrued over a period of time
[bookmark: _72u0tafvjm7p]Objectives of HRA:
Rensis Likert described the following objectives of HRA:
1. Providing cost value information about acquiring, developing, allocating and maintaining human resources.
2. Enabling management to monitor the use of human resources.
3. Finding depreciation or appreciation among human resources.
4. Assisting in developing effective management practices.
5. Increasing managerial awareness of the value of human resources

Strategic Human Resource Management:
[bookmark: _q4ixsdy5b97v]Meaning of strategic HRM:
Before we try to explain the meaning of strategic HRM, let us first define the terms ‘strategy’ and ‘strategic management’. The term ‘strategy’ is widely used in and presupposes importance. In the words of the Oxford Concise Dictionary, strategy means ‘generalship’. Thus, strategy is associated with the long-term decisions taken at the top of the enterprise. The original literary meaning of strategy is ‘the art and science of directing military forces’.
The term strategy is frequently being used in the present-day corporate world. It envisages thinking ahead to survive and grow in a highly competitive environ­ment’. Strategy is concerned with determining which option will provide maximum benefits. Accord­ing to Jauch and Glueck.
“Strategy is a unified, comprehensive and integrated plan that relates the strategic advantages of the firm to the challenges of the environment. It is designed to ensure that the basic objectives of the enterprise are achieved through proper execution by the organisation.”
Basically any strategic process can be broken down into two phases:
1. Strategy formulation
2. Strategy implementation
Strategic formulation is concerned with making decisions with regard to defining the organisation’s vision and mission, establishing long- and short-term objectives to achieve the organisation’s vision and selecting the strategy to be used in achieving the organisation’s objectives.
Strategic implementation is concerned with aligning the organisation structure, systems and processes with the chosen strategy. It involves making decisions with regard to matching strategy and organisational structure and providing organisational leadership pertinent to the strategy and monitoring the effectiveness of the strategy in achieving the organisation’s objectives.
According to Bourgeois “Strategic management is a means by which management in an organisation establishes purpose and pursues that purpose through the co-alignment of organisational resources with environmental opportunities and constraints”. Now that the terms strategy and strategic management are already defined, we are ready to define the term ‘Strategic Human Resource Management’.

Strategic HRM, therefore, is concerned with the following:
1. Analyse the opportunities and threats existing in the external environment.
2. Formulate strategies that will match the organisation’s (internal) strengths and weaknesses with environmental (external) threats and opportunities. In other words, make a SWOT analysis of organisation.
3. Implement the strategies so formulated.
4. Evaluate and control activities to ensure that organisation’s objectives are duly achieved
[bookmark: _xkv9nx9h79lv]Benefits of strategic management:
As opined by Ulrick and Lake, the strategic HR framework aims to leverage and / or align HR practices to build critical capabilities that enable an organisation to achieve its goals. Strategic management offers both financial and non-financial benefits to an organisation which practices it.
Fred R. David’ has listed the following benefits that strategic management brings for an organisation:
1. Allows identification, prioritisation and exploitation of opportunities.
2. Provides an objective view of management problems.
3. Represents a framework for improved co-ordination and control of activities.
4. Minimises the effects of adverse conditions and changes.
5. Allows major decisions to better support established objectives.
6. Allows more effective allocation of time and resources to identified opportunities






Unit 3:Introduction to HRM Practices, Workers Participation in Management
Introduction to HRM Practices:
Human resource management over the years has served many purposes within an organization. From its earliest inception as a primarily compliance-type function, it has further expanded and evolved into its current state as a key driver of human capital development. In the book HR From the Outside In (Ulrich, Younger, Brockbank, Younger, 2012), the authors describe the evolution of HR work in “waves”.
ave 1 focused on the administrative work of HR personnel, such as the terms and conditions of work, delivery of HR services, and regulatory compliance. This administrative side still exists in HR today, but it is often accomplished differently via technology and outsourcing solutions. The quality of HR services and HR’s credibility came from the ability to run administrative processes and solve administrative issues effectively. Wave 2 focused on the design of innovative HR practice areas such as compensation, learning, communication, and sourcing. The HR professionals in these practice areas began to interact and share with each other to build a consistent approach to human resource management. The HR credibility in Wave 2 came from the delivery of best-practice HR solutions.
Human resource management includes the leadership and facilitation of the following key life cycle process areas:
· Human resources compliance
· Employee selection, hiring, and onboarding
· Performance management
· Compensation rewards and benefits
· Talent development and succession planning
Human resources is responsible for driving the strategy and policies in these areas to be in accordance with and in support of the overall business strategy. Each of these areas provides a key benefit to the organization and impacts the organization’s value proposition to its employees.
1. How has the function of human resource management evolved over the years?
2. In what way do you usually interact with human resources?
1. What has been the evolution of human resource management over the years, and what is the current value it provides to an organization?
Workers Participation in Management:
Everything you need to know about workers’ participation in management (wpm). Workers’ Participation in Management (WPM) is a complex concept.
Traditionally, it refers to the participation of non-managerial employees in the decision-making process of the organization. Workers get involved mentally and emotionally in the management process.
The concept of Workers’ participation in management (EPM) crystallises the concept of Industrial Democracy, and indicates an attempt on the part of an employer to build his employees into a team which work towards the realisation of a common objective.
Workers’ Participation in Management (WPM) is a complex concept. Traditionally, it refers to the participation of non-managerial employees in the decision-making process of the organization. Workers get involved mentally and emotionally in the management process.
According to F.S. Walpole, participation in management gives the worker a sense of importance, pride and accomplishment; it gives him the freedom of opportunity for self-expression; a feeling of belongingness with the place of work and a sense of workmanship and creativity.
The main implications of workers’ participation in management as summarized by ILO:
1. Workers have ideas which can be useful.
2. Workers may work more intelligently if they are informed about the reasons for and the intention of decisions that are taken in a participative atmosphere.
Within the orbit of this definition, a continuum, of men management relationship can be conceived:
Workers’ Control → Joint Management → Joint Consultation
Work Place Consultation → Management Supremacy
Summary of the Definitions:
(a) The participation results from practices which increase the scope for employee’s share of influence in decision-making at different tiers of the organisational hierarchy with concomitant assumption of responsibility.
(b) The participation has to be at different levels of management- (i) at the shop level, (ii) at the department level, and (iii) at the top level. The decision-making at these different levels would assume different patterns in regard to policy formulation and execution.
(c) The participation incorporates the willing acceptance of responsibilities by body of workers. As they become party to the decision-making, the workers have to commit themselves to ensuring their implementation.
[bookmark: _kdqduer8u8ho]Workers’ Participation in Management (WPM) – Importance
[bookmark: _yxm7xmpxh7zv]1. Better Industrial Relations:
Industrial unrest results because of conflict of interests between the management and the workers. But if decision-making takes the form of a collective effort where the interests of both the management and employees are accounted for, then industrial tension can be minimised. If the parties cooperate to arrive at the optimum decision, then decisions based on common interests can be taken.
[bookmark: _8w3x1ipo1mk6]2. Reduced Misunderstandings:
When there is open two-way communication between the workers and management, both the parties can clarify their doubts and clear any misunderstandings among them.
[bookmark: _czi7yf5f1rtv]3. Higher Productivity:
Mutual understanding between the employer and the employees coupled with better industrial relations creates a work environment conducive for growth. Employees tend to work harder and more sincerely when their views are respected by the superiors. Thus, their productivity rises.
[bookmark: _17fvqtcrrgqo]4. Decentralization of Authority:
When the decision­-making process becomes a group effort instead of being concentrated at the top level, it encourages decentralization of authority. In WPM, the workers are informed about organizational problems and are asked to suggest solutions. Their views and opinions are given due importance while taking the final decision.
[bookmark: _meut4iz10lxg]5. Industrial Democracy:
Industrial democracy refers to the involvement of employees in decision-making and sharing of authority and responsibility related to important industrial matters. WPM brings about equality in the organization and provides a degree of industrial balance.
[bookmark: _ro7mot2x3sxi]6. Commitment towards Goals:
When the individual worker is involved in decision-making and gets an opportunity to express his thoughts and opinions, he feels a deeper sense of belongingness with the organization. He realizes that he has a role to play in the management of the business, and therefore is more committed towards the organizational goals.
[bookmark: _1b27doimyt1m]7. Individual Growth and Development:
Individuals get a chance to develop their skills and capabilities while participating in the management processes. They are required to be creative, innovative and responsive in their interaction with the management and this helps them to develop more as a human being in the process.
[bookmark: _2467ifny7b63]8. Responsiveness to Change:
Normally, workers in any organization are resistant to change. They are reluctant to adopt the changes that the management forces upon them. But when they get a chance to participate in the decision-making process, they can clear their doubts and insecurities regarding the proposed changes. If the workers are made aware of the consequences of the change, then they will be more responsive towards it.

[bookmark: _obbz3zpvt06o]Forms
Forms of Workers’ Employees’ Participation in Management are:
(I) Works, Committee;
(II) Joint Management Councils;
(III) Joint Councils;
(IV) Shop Councils; and
(V) Unit Councils.
[bookmark: _81l92jatxp8i](I) Works’ Committees:
The Industrial Disputes Act, 1949 provides for the setting up of works, committees as a scheme of workers participation in management which consist of representatives of employers and employees. The Act provides for these bodies in every undertaking employing 100 or more workmen.
The aim of setting up of these bodies is to promote measures for maintaining harmonious relations in the work place and to sort out differences of opinion in respect of matters of common interest to employers and employees. The Bombay Industrial Relations Act, 1946 also provides for these bodies, but under the provisions of this Act they can be set up only in units which have a recognised union and they are called joint committees. The workers directly elect their representatives where there is no union.
[bookmark: _dkh4mcuxcsgo](II) Joint Management Councils (JMCs):
The Second Five Year Plan recommended the setting up of joint councils of management consisting of representatives of workers and management. The Government of India deputed a study group (1957) to study the schemes of workers’ participation in management in countries like U.K., France, Belgium and Yugoslavia.
The report of the study group was considered by the Indian Labour Conference (ILC) in its 15th session in 1957 and it made certain recommendations:
(1) That workers’ participation in management schemes should be set up in selected undertakings on a voluntary basis.
(2) A sub-committee consisting of representatives of employers, workers and government should be set up for considering the details of workers’ participation in management schemes. This Committee should select the undertakings where workers’ participation in management schemes would be introduced in the first stage on an experimental basis.
[bookmark: _959p8rvqegmb](III) Joint Councils:
The joint councils are for the whole unit and its membership remains confined to those who are actually engaged in the organisation. The tenure of the joint councils is .for two years. The Chief Executive of the unit becomes its Chairman. Workers’ members of the council nominate the Vice Chairman. The joint council appoints the Secretary. The Secretary is responsible for discharging the functions of the council.
The joint councils will meet once in four months, but the periodicity of the meeting varies from unit to unit, it may be once in a month, quarter etc. The decisions taken at the joint council meetings are by the process of consensus and the management shall implement the decisions within one month. The scheme was implemented by the major units of the central and State governments. The government enlarged the functions of the councils in 1976.
[bookmark: _pedhke2ee18](IV) Shop Councils:
The shop council represents each department or a shop in a unit. Each shop council will consist of an equal number of representatives of employers and workers. The employers’ representatives will be nominated by the management and must consist of persons from within the unit concerned.
The workers representative will be from among the workers of the department or shop concerned. The number of members of each council may be determined by the employers in consultation with the recognised union. The total number of members, however, may not generally exceed twelve.
[bookmark: _es8sulbmncmv](V) Unit Councils:
Encouraged by the success of the scheme in manufacturing and mining units, a new scheme of workers’ participation in management in commercial and service organisation in the public sector, having large-scale public dealings, was announced on 5th January, 1977. The Scheme envisaged setting of Unit Councils in units employing at least 100 persons.
The organisations include hotels, restaurants, hospitals, air, sea, railway and road transport services, ports and docks, ration shops, schools research institutions, provident fund and pension organisations, municipal and milk distribution services, trust organisations, all financial institutions, banks, insurance companies, post and telegraph offices, Food Corporation, State Electricity Boards, Central Warehousing, State Warehousing Corporations, State Trading Corporation, Mines and Minerals Trading Corporation, irrigation systems, tourist organisations, establishment for public amusement and training organisations of the Central and State Governments.

Workers participation in Management practices in India:
[bookmark: _hr7g51gve9qw]Workers Participation in Management in Indian Industries
Workers’ participation in Management in India was given importance only after Independence. Industrial Disputes Act,1947 was the first step in this direction, which recommended for the setting up of works committees. The joint management councils were established in 1950 which increased the labour participation in management. Since July 1975 the two-tier participation called shop councils at shop level and Joint councils were introduced. Workers’participation in Management Bill, 1990 was introduced in Parliament which provided scope for up liftment of workers.
Reasons for failure of Workers participation Movement in India:
1. Employers resist the participation of workers in decision-making. This is because they feel that workers are not competent enough to take decisions.
2. Workers’ representatives who participate in management have to perform the dual roles of workers’ spokesman and a co-manager. Very few representatives are competent enough to assume the two incompatible roles.
3. Generally Trade Unions’ leaders who represent workers are also active members of various political parties. While participating in management they tend to give priority to political interests rather than the workers’ cause.
4. Schemes of workers’ participation have been initiated and sponsored by the Government.However, there has been a lack of interest and initiative on the part of both the trade unions and employers.
5. In India, labour laws regulate virtually all terms and conditions of employment at the workplace. Workers do not feel the urge to participate in management, having an innate feeling that they are born to serve and not to rule.
6. The focus has always been on participation at the higher levels, lower levels have never been allowed to participate much in the decision-making in the organizations.
7. The unwillingness of the employer to share powers with the workers’ representatives, the disinterest of the workers and the perfunctory attitude of the government towards participation in management act as stumbling blocks in the way of promotion of participative management.
Measures for making Participation effective:
1. Employer should adopt a progressive outlook. They should consider the industry as a joint endeavor in which workers have an equal say. Workers should be provided and enlightened about the benefits of their participation in the management.
2. Employers and workers should agree on the objectives of the industry. They should recognize and respect the rights of each other.
3. Workers and their representatives should be provided education and training in the philosophy and process of participative management. Workers should be made aware of the benefits of participative management.
4. There should be effective communication between workers and management and effective consultation of workers by the management in decisions that have an impact on them.
5. Participation should be a continuous process. To begin with, participation should start at the operating level of management.
6. A mutual co-operation and commitment to participation must be developed by both management and labour.
[bookmark: _20brldwqutob]Forms of Workers Participation in Management in India
Forms of workers’ participation in management
The various forms of workers’ participation in management currently prevalent in the country are:
1. Suggestion schemes: Participation of workers can take place through suggestion scheme. Under this method workers are invited and encouraged to offer suggestions for improving the working of the enterprise. A suggestion box is installed and any worker can write his suggestions and drop them in the box. Periodically all the suggestions are scrutinized by the suggestion committee or suggestion screening committee. The committee is constituted by equal representation from the management and the workers. The committee screens various suggestions received from the workers. Good suggestions are accepted for implementation and suitable awards are given to the concerned workers. Suggestion schemes encourage workers’ interest in the functioning of an enterprise.
2. Works committee: Under the Industrial Disputes Act, 1947, every establishment employing 100 or more workers is required to constitute a works committee. Such a committee consists of equal number of representatives from the employer and the employees. The main purpose of this committee is to provide measures for securing and preserving amity and good relations between the employer and the employees.
Functions: Works committee deals with matters of day-to-day functioning at the shop floor level. Works committees are concerned with:
· Conditions of work such as ventilation, lighting and sanitation.
· Amenities such as drinking water,canteens, dining rooms, medical and health services.
· Educational and recreational activities.
· Safety measures, accident prevention mechanisms etc.
· Works committees function actively in some organizations like Tata Steel, HLL, etc but the progress of Works Committees in many organizations has not been very satisfactory due to the following reasons:
· Lack of competence and interest on the part of workers’ representatives.
· Employees consider it below their dignity and status to sit alongside blue-collar workers.
· Lack of feedback on performance of Works Committee.
· Undue delay and problems in implementation due to advisory nature of recommendations.
3. Joint Management Councils: Under this system Joint Management Councils are constituted at the plant level. These councils were setup as early as 1958. These councils consist of equal number of representatives of the employers and employees, not exceeding 12 at the plant level. The plant should employ at least500 workers. The council discusses various matters relating to the working of the industry. This council is entrusted with the responsibility of administering welfare measures, supervision of safety and health schemes, scheduling of working hours, rewards for suggestions etc.

Wages, bonus, personal problems of the workers are outside the scope of Joint management councils. The council is to take up issues related to accident prevention, management of canteens,water, meals, revision of work rules, absenteeism, indiscipline etc. the performance of Joint Management Councils have not been satisfactory due to the following reasons:
· Workers’ representatives feel dissatisfied as the council’s functions are concerned with only the welfare activities.
· Trade unions fear that these councils will weaken their strength as workers come under the direct influence of these councils.
4. Work directors: Under this method, one or two representatives of workers are nominated or elected to the Board of Directors. This is the full-fledged and highest form of workers’ participation in management. The basic idea behind this method is that the representation of workers at the top-level would usher Industrial Democracy, congenial employee-employer relations and safeguard the workers’ interests. The Government of India introduced this scheme in several public sector enterprises such as Hindustan Antibiotics, Hindustan Organic Chemicals Ltd etc. However the scheme of appointment of such a director from among the employees failed miserably and the scheme was subsequently dropped.
5. Co-partnership: Co-partnership involves employees’ participation in the share capital of a company in which they are employed. By virtue of their being shareholders, they have the right to participate in the management of the company. Shares of the company can be acquired by workers making cash payment or by way of stock options scheme. The basic objective of stock options is not to pass on control in the hands of employees but providing better financial incentives for industrial productivity. But in developed countries, WPM through co-partnership is limited.





































Unit 4: Organisational Development
Organisational Development:
[bookmark: _6f0bhrp0n00f]Meaning of Organisational Development (O.D):
Organisational (or organization) Development or simply O.D. is a technique of planned change. It seeks to change beliefs, attitudes, values and structures-in fact the entire culture of the organization—so that the organization may better adapt to technology and live with the pace of change.
O.D. is a comprehensive strategy for organization improvement. O.D. is a long range effort to improve an organization’s problem solving and renewal processes, particularly through a more effective and collaborative management culture.
R. Beckhard defines O.D. as a change strategy which is:
(i) Planned.
(ii) Organization-wide.
(iii) Managed from the top to increase organization effectiveness and health through planned interventions in the organization’s processes, using behavioural science knowledge.
[bookmark: _lqucchxpr6kb]Objectives of Organisational Development:
(a) Improvement in the performance of the organisation.
(b) Improvement in the ability of the organisation to adapt to its environment, and
(c) Improvement in inter-personal and inter-group behaviour to secure team work.
[bookmark: _od76ikekq0bc]Characteristics of Organisational Development:
1. Organisational development is an educational strategy for bringing a planned change.
2. It is related to real problems of the organisation.
3. Laboratory training methods based on experienced behaviour are primarily used to bring change.
4. O.D. uses change agent (or consultant) to guide and affect the change. The role of change agent is to guide groups towards more effective group processes rather than telling them what to do. Change agents simply assist the group in problem solving processes and the groups solve the problems themselves.
5. There is a close working relationship between change agents and the people who are being changed.
6. O.D. seeks to build problem-solving capacity by improving group dynamics and problem confrontation.
7. O.D. reaches into all aspects of the organization culture in order to make it more humanly responsive.

Organisational Development Process:
1. Problem identification—Diagnosis:
O.D. program starts with the identification of the problem in the organisation. Correct diagnosis of the problem will provide its causes and determine the future action needed.
2. Planning Strategy for Change:
O.D. consultant attempts to transform diagnosis of the problem into a proper action plan involving the overall goals for change, determination of basic approach for attaining these goals and the sequence of detailed scheme for implementing the approach.
3. Implementing the Change:
O.D. consultants play an important role in implementing change.
4. Evaluation:
0. D. is a long-term process. So there is a great need for careful monitoring to get process feedback whether the O.D. programme is going on well after its implementation or not. This will help in making suitable modifications, if necessary. For evaluation of O.D. programme, the use of critic sessions, appraisal of change efforts and comparison of pre- and post-training behavioural patterns are quite effective.



Power and Politics in Organizational Development:
[bookmark: _csc4vpfudiuz]Power and Politics in Organizations
Power and politics in organizations are a reality that no organization can ignore. Though the evolution of the modern corporation and the concomitant rise of the managerial class with a professional way of running the firms is touted to be one of the contributory factors for the decline on power politics in organizations, one cannot just simply say that there are no power centers or people with vested interests even in the most professionally run and managed firms. The reason for this is that power and politics are as old as human nature and recorded history and hence, one cannot simply wish away the primal urge to resist those in power and in turn, try an impose the will by those in power. This is the interplay of forces within organizations wherein the top management and the senior leadership often tries to have it their way whereas those in the middle and those who have been passed over for promotion as CEOs and other C level positions try to resist such power moves.
[bookmark: _op5t15iai95s]Power Struggles in Family Owned Businesses
Of particular interest to our discussion is the way in which family owned businesses often have a greater component of power politics in them. The reason for this is that family owned businesses often have rival power centers allied to the different family members. For instance, in organizations such as Fidelity which is a family concern, it is often the case that there are multiple power centers with different factions being propped up by the different family members. Indeed, the reason for choosing this example is the fact that in recent years, the succession struggle is gaining traction and is responsible for most of the intra firm politics in that company.
Talking about succession struggles, there can be no better example than the case of the Reliance conglomerate which witnessed an internecine power struggle between the various family members after the demise of the family patriarch. Indeed, this case has become so famous that many western universities have come up with case studies on why it happened, who gained and who lost and whether it was in the benefit of the shareholders and the employees.
[bookmark: _8396vgxsx0w9]Impact of Power Struggles on the Stakeholders
Talking about the impact of power and politics on shareholders and other stakeholders, it is often the case that the rank and file employees are the major losers in the power games. This is because they find that those at the top are bickering and always fighting and hence, are demoralized to work resulting in attrition and lackadaisical performance. In addition, it is the case that the rank and file employees find that they are caught between rival factions and feel that they are being sacrificed by the factions whose only interest is furthering their own agendas. Indeed, as the saying goes, when elephants fight, it is the grass that suffers, whenever there is a power struggle in the organizations, it is those at the bottom and the middle to some extent who suffer the most. Of course, the smarter ones among them ally themselves to one faction or the other and hence, find that it is safe to take sides rather than being caught in the crossfire. In addition, they also find that it is better to hitch their fortunes to a particular faction so that they play the power game. Needless to say, all this has an impact on the productivity and performance of the organization. This is the reason why many shareholders and particularly the institutional ones among them who step in whenever the power games become too intense and impact the financial and operational performance of the firms.
[bookmark: _uzrx6khddrfn]Power and Politics are Integral to Human Nature
Having said that, it must be noted that not all power struggles lead to negative outcomes as it is often the case that the winning faction might be a result of the losing faction becoming too autocratic or despotic. This is the case in firms such as Hewlett Packard and Apple where the power struggles resulted in the induction and return of the old guard to the benefit of the firms. Moreover, it is always good to have a system of checks and balances within firms so that any excessive centralization of power and control are minimized. It is also good to have specific attempts at dissent because the more divergent the views and the more diverse the opinions, the healthier it is for the firm to decide on the best course of action.
Indeed, it is better for the decision makers to listen to multiple perspectives rather than surrounding themselves with yes men and sycophants who have their own interest in glorifying their masters. Further, decision making which takes into account all the viewpoints is any day better than unilateral styles. In conclusion, while power and politics are as old as humanity, it is also the case that the balancing mechanism whenever there is a tendency to cross the limits means that such power and politics should be assessed from this perspective rather than taking a negative view.
Ethics in Organisational Development:
As an O. D. Professional, I commit myself to supporting and acting in accordance with the following ethical guidelines :
 
I.                    Responsibility to Self
 
A.      Act with integrity; be authentic and true to myself.
B.      Strive continually for self-knowledge and personal growth.
C.      Recognize my personal needs and desires and, when they conflict with other responsibilities, seek all-win resolutions of those conflicts.
D.      Assert my own economic and financial interests in ways that are fair and equitable to me as well as to my Clients and their stakeholders.
 
 
II.                  Responsibility for Professional Development and Competence
 
A.      Accept responsibility for the consequences of my acts and make reasonable efforts to ensure that my services are properly used; terminate my services if they are not properly used and do what I can to see that any abuses are corrected.
B.      Strive to achieve and maintain a professional level of competence for both myself and my profession by developing the full range of my own competence and by establishing collegial and cooperative relations with other O. D. professionals.
C.      Recognize my own personal needs and desires and deal with them responsibly in the performance of my professional roles.
D.      Practice within the limits of my competence, culture, and experience in providing services and using techniques.
E.      Practice in cultures different from my own only with consultation from people native to or knowledgeable about those specific cultures.
 
 
III.                Responsibility to Clients and Significant Others
 
A.      Serve the long-term well-being, interests, and development of the Client system and all its stakeholders, even when the work being done has a short-term focus.
B.      Conduct any professional activity, program or relationship in ways that are honest, responsible, and appropriately open.
C.      Establish mutual agreement on a contract covering services and remuneration.
D.      Deal with conflicts constructively and avoid conflicts of interest as much as possible.
E.      Define and protect the confidentiality of my Client-professional relationships.
F.      Make public statements of all kinds accurately, including promotion and advertising, and give service as advertised.
Organizational Learnings:
[bookmark: _ya0m5cxf4oob]What Is Organizational Learning?
Organizational learning is a buzzword used to describe the process of transferring knowledge within an organization. As your business gains experience, it should improve over time. You, your team, and your organization should be creating a broad base of knowledge during this time, covering any and all topics that could improve the way you do business. For example, you should learn more about your ideal customer, or create more efficient processes for running your business.
In general, the experts talk about four different types of knowledge that exist and grow within an organization. They divide them up into “communities” of learning.
[bookmark: _2fdjwjw0ms1j]Individual Learning
Obviously, this is the smallest learning community– a community of just one. When an individual worker learns new skills or ideas, productivity and performance generally improve. In order to maximize the benefit of this individual learning to the organization, the worker who learns the new skill must share it with coworkers. Otherwise, that skill leaves with the worker. If the employee moves on to another job, the knowledge moves on with them, and the organization is stuck in place.
[bookmark: _d0754d2eov8m]Group Learning
Groups, or teams of employees, can also learn new skills together. When people spend the majority of their time working on a team with specific coworkers, those teams tend to coordinate in such a way that they learn as a group. The group members develop something that psychologists call “social psychological awareness.” This means that each person perceives themselves as a part of the group, and one group member’s actions affect the group as a whole.
A good example is a team of surgeons. You’ve probably seen hospital dramas where a team of doctors work on a patient together. Everyone contributes ideas and solutions, they work on the surgery together, and they either save or lose the patient as a team. If one of the doctors has experience with a particular medical problem, then they bring it into the surgery so the team now has that experience, not just that one doctor.

[bookmark: _gwoshejef3cl]Organizational Learning
Wait, isn’t this entire article about organizational learning? Well, yes. Technically, all four of these communities of learning contribute to the organization as a whole. But this one type gets its own special designation.
So what are we talking about here? Well, organizational learning is the organization’s process of gaining knowledge related to its function and using that knowledge to adapt to a changing environment and increase efficiency.
[bookmark: _fgxvl53f5vej]Inter-organizational Learning
This is the broadest type of organizational learning, and it’s most common in franchises or large businesses with multiple locations. For example, a franchise might learn how to operate their store by studying the franchise business model.
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