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Welcome back to the module on strategic Training and Development. In today’s lecture 

we are going to see Training as a Function of Human Resource Management. In the 

previous lectures we have seen how training is a like how it can be organized or like 

blended with the goals of the organization whenever we are talking of strategic training 

and development. 

We have seen the process of blending it with the goals vision mission of the organization 

in the discussion when we have dealt with this like processes of strategic training and 

development. We have seen the different models of strategic training and development 

also, like how the organization can like imbibe the training in it is process of 

development. 

We have also seen how the change can be brought in the organization with the help of 

training or rather the how to how and why training is a very intricate part of the change 

model that the organization is going to follow for it is change management. The in that is 

why we are now discussing on the training as an important function of the human 

resource management and development. 

We have seen training as a decision-making process how it helps in the decision-making 

process the training it is self as a decision whether training needs to be given to 

employees for making them more functional, more effective for the goals of the 

organization. And now, today we are going to see how it is a very inter linked function 

with all the other functions of human resource management. 
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So, in this part of the lecture session we will see training as a function of human resource 

management. 
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As we know training may be described as an endeavor aim to improve or develop 

additional competency or skills in an employee on the job one currently holds in order to 

increase the performance or productivity. So, technically training is done in a learning 

environment which involves like the change in attitude, skills and knowledge of a person 

with the resultant improvement in the behaviour. 
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Now, how training and human resources are like linked with each other, why it is taken 

to be one of the important functions of human resource management we are now going to 

discuss on that or before we go for that we will discuss on what are human resources. So, 

most of the organizations consider training and development as an integral part of human 

resource development activity. Many organizations have mandated training hours per 

year for their employees.  

So, because it has to be kept in consideration with the fact that the fast improvement in 

technology is distilling the employees at a very fast rate. While designing the training 

program both the individual goals and the organizational goals are kept in mind that we 

have already seen in our previous discussion when we have seen like training as the part 

when we have discussed training as strategic training process and you have seen how the 

organizational goals can be achieved by linking training with the how to achieve the 

organizational goals by developing the competencies and skills of the people. 

Human resources is the set of people who make up the work force of the organization, 

business sector, industry or economy. 
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Human resource management is a comprehensive umbrella term, which is used to 

describe the management and development of an employees in an organization. So, apart 

from like the training and development there are other functions of human resource 

management and there are major functional areas which include like recruitment and 

selection, compensation and benefits, employer employee relations, labour law 

compliance, organizational development and culture. 
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Employee training and development in HRM are though we utter these two things 

together these there is a subtle difference whenever we are talking of training and 

development between these two terms so, but they are very close to each other and we 

will see what the differences are, but they go hand in hand for the overall betterment of 

the employees. 

Now, what is the difference is the short term and reactive processes training which is 

used for operational purposes? While the long-term purpose of developments for 

executive purpose or making the employee ready for taking up major challenging roles in 

the organization roles that will come up in the future. so, to groom the employee for the 

future. 

So, those are taken to be the development of the employee. The training is very specific 

skill based which is for the present job to prepare the employee for the future job is the 

development, but these two goes hand in hand together. So, training and development is 

taken to be a maintenance sub system, intended to improve the organizational efficiency 

by increasing the like routinization and predictability of the behavior. 

So, if we can train the employee like how to do a thing, how to face a situation and what 

happens like they get prepared to deal with the uncertainties and we can understand like 

even the situation, how the employee is going to behave or the employee can understand 

also like how I am supposed to like do what in a given situation. So, training and 

development like helps more in the predictability of the behavior. 
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Training and development has always been one of the major functions, vital functions of 

human resource management. They are often used to motivate employees and improve 

their organizational commitment. So, how to motivate employees is it is not only focused 

towards the organizational growth, but it has to be mapped with the personal growth 

needs of the employees also. 

When the training can be mapped with the personal like developmental or growth piece 

of the employees; they also have a sense of like growing like becoming more efficient, 

becoming more competent and that motivates the employees. So, if that can be done. So, 

it will act really as a good motivator and because the organization is given the scope for 

this personal enrichment it increases the organizational commitment of the employees. 

The aging management of any organization is usually in charge of planning and 

execution of training and development activities in the organization this includes this 

activity includes for search of skill gaps in the organization and adapting measures for 

the employees who can learn new skills and improve their performance. So, as it leads to 

the contribution to the productivity of the organization. 



(Refer Slide Time: 09:09) 

 

Now, we are going to discuss on the importance of training and development in HRM. 

There are many important functions which are contributed by training and development 

in HRM, but we are going to list here few of them. So, it is first is of course it helps in 

the optimum utilization importance of training and development in HRM. The 

importance of training and development in HRM are as follows. The in HRM training 

and development it helps for optimum utilization of the man power in the organization. 

Because, if you are trained to face a particular situation, if you are trained to do a work 

properly, then there will be less wastages of resources, like less time taken to understand 

the problem and give the solution to it and like, it gives you can optimize the utilization 

of the man power in the organization. 

If you are trained for multi skills, then maybe you can like think of like job redesigning 

and clubbing the roles together if there is a deficiency of human resources in the 

organization thus also leading to optimum utilization of the man power in the 

organization. So, second is there training and development are the key to the succession 

planning of the organization.  

Specifically, development as it helps in the improvement of the skills like, team 

management and leadership. So, like training and development as we have already told it 

is very much linked with the carrier path of the employee in the organization. So, that the 

skill sets that you develop the competencies that you develop will help you to take up the 



future role responsibilities and may be gradually groom you for moving towards the 

leadership position. So, it is a very important part of succession planning. 

The training and development activities are vital to motivate the employee and to 

increase their productivity. They have also significant role to develop a team spirit 

among the employees in the organization. So, how to perform in a group, how to be a 

good team member, these are important training programs that we generally design for 

people, who are going to work in a group, who are as a part of induction processes.  

So, that they get the important skill sets, the competencies, the behavioral like qualities 

that are required to perform in a team. 
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Training and development are also important from the safety point of view as it 

encourages employee to perform job properly without any life risk. Because, it training 

and development not only give you an exposure to the how it needs to be done the or the 

dos of what needs to be done.  

It also makes you aware of the don’ts. So, when you come to know about the dos and 

don’ts of a particular work it makes you more like prepared to face the challenges with 

less of risk. Because you know like how to be more how to like imbibe within the 

processes that you are taking for like answering to the problem or deliverables like how 

to minimize the risk factor, how to like incorporating safety in the process.  



From the organizational point of view the HR training and development are important for 

performance management to increase the profitability and enhance corporate goodwill. 

So, the it is also an integral part of performance management. Because, whenever we are 

talking of performance management it is not only evaluating how you have performed, 

but it is helping you to perform so, that you can reach the organizational objectives. 

Now, how can we help you to perform is through this training and development process? 

A whole set of discussion on like how training and development is linked with the 

performance management process of the organization and there in like NPTEL lectures 

or the performance management course that we have and you can refer to it to 

understand the link of training and development with the performance management. 
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Training need in different strategies. So, we were discussing about the training as an 

important part of strategic decision making. Training it is self as a strategic component 

where we have talk discussed on strategic training now, in this part of the discussion we 

are going to now focus on like how training, what is the need for training, in the different 

strategies that are taken by the business. A for it is survival and growth. 

So, as discussed earlier there are four business strategies which include the following 

concentration, internal growth, external growth and disinvestment. All these have 

implication for training practices. Each of these strategies differs based on the goals of 

the business and of course, the training practices in these four strategies are going to 



differ. So, now we are going to understand like what is the need for training in each of 

these different strategies. 
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Before we discuss on that we have to understand what these strategies mean, now 

concentration strategy. A concentration strategy is when a business focuses on a specific 

group of clients, a specific product or a specific geographic market. This strategy focuses 

on an increased market share, reducing cost or creating and maintaining a market niche 

for products and services. 

So, you have to understand the objectives of the strategy or the focus. So, it focuses on 

increasing market share, reducing cost or creating and maintaining a market niche for 

products and services. Now, if that is what the strategy wants to reach. Now, how 

training is going to help to achieve the strategy. 
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So, we will discuss further on some categories of this strategy which like includes market 

penetration. This concerns acquiring a larger percentage of the existing market for the 

firms existing products. Market development, this is where it concerns selling existing 

products in new markets. A popular method of entering new markets with existing 

product is to pursue new sales channels. Product development. These concerns the 

creation of a new product to sell or deliver within the existing market. 
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The internal growth strategy, it refers to the growth within the organization by using 

internal resources. Internal growth strategy focuses on the developing of new products, 

increasing efficiency, hiring the right people and better marketing. It has two main 

components like, expansion and diversification. We will see what these two components 

are. 
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Now, what is expansion? Expansion leads to the better utilization of the resources and to 

face the competition efficiently. It can happen through three stage you know like strategy 

which is market penetration strategy, market development strategy, and product 

development strategy. 
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Diversification, the diversification is another form of internal growth strategy which is 

meant to allow the company enter into new lines of business that are different from 

current operations that is why this word diversification. There are four types of 

diversification, which is vertical diversification, horizontal diversification, concentric 

diversification and conglomerate diversification. 
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External growth strategy, in external growth or in inorganic growth strategies are about 

increasing the output or business reach with the aid of resources and capabilities that are 



not internally developed by the company it is self. These can therefore be divided into 

two types like mergers and acquisition strategy and strategy alliances strategy. So, either 

you merge or acquire another organization or you form a strategic alliance which are 

joint ventures. 
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Now, what are mergers and acquisitions, and how like it helps in the growth strategy. So, 

mergers and acquisition has a number of advantages as growth strategy that improves the 

competitive strength of the acquirer, such as business extension, business consolidation, 

building capabilities, speed of action, financial efficiency, tax efficiency and asset 

striping. So, these are some of the things over which the acquirer gets a like competitive 

strength. 
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Training need in different strategies. Strategic alliances or joint ventures. The companies 

can also share resources and activities to pursue a common strategy without sharing in 

the ownership of the parent companies. They are there are two main types of strategic 

alliances they are equity alliances, which involve the creation of a new entity that is 

owned separately by the partners involved. Non equity alliances are typically loser and 

do not involve the commitment implied by ownership. 
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This investment strategy, this resting is an exit strategy that means, taking out an existing 

investment. These investment qualities policies are commonly followed by governments 

to allocate resources more efficiently it can generally be categorized as follows: 

organizing market segments, offloading unnecessary assets and social and legal 

considerations. 
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From the government point of view disinvestment strategies can be categorized as 

follows: minority disinvestment, the government wishes to retain managerial control 

over the company by maintaining the majority stake over it, which is equal to more than 

51 percent share. Majority disinvestment, the government gives up the majority stake in 

the government health company. 
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After the disinvestment, the government is left holding a minority stake in the company. 

Strategic disinvestment, the government sells of a PSU to usually non government, 

private entities. The intention is to transfer the ownership of a non performing 

organization to more efficient private players, in the market and reduce on the financial 

burden on the government balance sheet. 

Complete disinvestment or privatization 100 percent sale of the government’s stake in 

the PSU leads to the privatization of the company, wherein complete ownership and 

control are passed on to the buyer. 



(Refer Slide Time: 23:17) 

 

Now, what are the implications of the business strategy for training? Till now, we have 

discussed on the different strategies, now what are the implications of these business 

strategy for training. First is the concentration strategy. It is emphasized is on the 

increased market share, reduced operating cost and market niches getting created.  

So, what are the training implications? Treat team building, cross training because you 

have to increase the market share so you need to understand the different parts of the 

market, specialized program of skill-based training, because you are going to reduce the 

operating cost, interpersonal skill training and on the job training. 

Internal growth, the emphasis is on market development, product development, 

innovation joint ventures, mergers and globalization. Now, you can see like these are 

more related to the understanding with the cultures, when you are talking of 

globalization you talk mergers also it focuses on cultures innovation; it talks of like 

giving feedback resolutions of conflict etcetera and increasing of course the technical 

competency. 

So, we can see the training implications for this include culture training as the foremost 

one, technical competencies in jobs, manager training in feedback and communication 

like conflict negotiation skills, high quality communication of product values. 
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External growth, in external growth there is a horizontal integration and also vertical 

integration and concentric diversification. Now, what are the training implications for 

this? In integration of training system again team building is a very important part 

because when you are working with different sets of people coming you know maybe 

from a diverse background, team building training is very important.  

Link to it is development of a shared culture and determination of the capability of 

employee in acquiring firms. Disinvestment strategy, which gives emphasis on 

retracement turn around divestiture and liquidation because, the government is coming 

out of a relationship. 

Now, when this is happening it is obvious like some people are going to be losing their 

job. So, what becomes important and you have to communicate these things to your 

employees. So, leadership training is very important and interpersonal communication 

how to communicate about this change to the people it requires you need specific 

training for this communication.  

Out placement assistance is very important because, as we are talking of training and 

development and when it talks of a relationship hand holding support. So, because you 

have changed your strategy or you are getting focused somewhere else and you want to 

come out of a business relationship, but still your responsibility the responsibility lies 

with the organization to take care of the employees and that is why out placement 



assistance is very important job search skill training is important, how to search for a 

new job.  

Motivation, goal setting, cross training, time management these are important trainings 

given to the employees so that so these are important trainings given to the employees. 

So, that even if they are not employed with us, but they are employable they have their 

employability, so that they can get their job as well.  

So, it is the responsibility of the organization to make their employees job ready. So, and 

so that they can like find a job elsewhere also and that is why this outplacement 

assistance job, search skill training, how to search for a job, how to find out a job which 

matches with my needs, with my personality pattern. This requires training and these 

types of training are very important when an organization takes the disinvestment 

strategy. 
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These are the references that we have used for developing this part of the lecture on this 

how training is related and it is a very important part of human resource management. 
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So, what we expect like this session has given a clear picture of training as an important 

function of human resource, employees training and development in HR and training 

needs in different strategies which will be a good lesson for the learners to follow and 

implement in the organizations any clarifications of course, we are there to like discuss 

in the live discussion sessions forum that comes up. 

Thank you and happy learning. 


