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SUBJECT: HUMAN RESOURCE MANAGEMENT

Module 3: Training & Development

10 Identifying Organizational Needs, Orientation, Training & its

Process

1. Identifying Training Needs (Training Needs Assessment - TNA)

Training should never be implemented as a random corporate reaction; it must be a calculated response

to identified performance deficits.  Training Needs Assessment (TNA) is  the systematic  diagnostic

phase that  uncovers  gaps between an organization's  current  workforce capabilities  and its  desired

operational benchmarks. A comprehensive TNA evaluates three distinct levels of analysis:

Organizational Analysis: An overarching evaluation of the company's macro strategic goals,

resource availability, capital allocations, and organizational culture. It answers whether training aligns

with the company's long-term business trajectory and if the corporate climate supports behavioral

transformation.

Task / Job Analysis: A deep dive into the operational requirements of specific job profiles (derived

from Job Descriptions and Specifications). It analyzes the exact knowledge, skills, and abilities

(KSAs) required to perform tasks at an optimal competency standard.

Individual / Person Analysis: Focusing directly on the current staff holders. It determines who

exactly needs training and what specific skill gaps they possess. Data is captured via performance

appraisal metrics, supervisor feedback, capability testing, and self-assessment surveys.

2. Employee Orientation & Onboarding Strategy

Orientation  (Induction) is  the  structured  process  of  integrating  newly  selected  talent  into  their

immediate  work  units,  cultural  environments,  and  organizational  operational  systems.  It  marks  the

transition from an external candidate to an internal productive asset.

Tactical vs. Strategic Orientation: Tactical orientation covers administrative requirements, such as

establishing  IT  access,  issuing  identity  assets,  and  filling  out  policy  forms.  Strategic  orientation
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focuses  on  cultural  alignment—communicating  core  corporate  philosophies,  defining  behavioral

expectations, and clarifying early performance goals to maximize long-term retention.

3. The Systematic Training Process

Modern human capital development treats training as a continuous, closed-loop lifecycle containing four

major operational phases:

Phase 1:

Diagnostic

Assessment

Executing a

multi-level TNA

to identify skill

deficits and

establish clear,

measurable, and

time-bound

learning

objectives.

Phase 2:

Program

Architecture

Designing

curriculum

blueprints,

selecting

instructional

methodologies,

choosing internal/

external trainers,

and setting

budgetary

constraints.

Phase 3:

Tactical

Execution

The physical

delivery of the

training module,

utilizing

selected on-the-

job or off-the-

job learning

environments.

Phase 4: Kirkpatrick Evaluation

Measuring training effectiveness

across four systematic tiers: Reaction,

Learning, Behavioral

Transformation, and Business

Results.

11 & 12 On-the-Job & Off-the-Job Management Development

Programmes (MDP) & Executive Development Programmes (EDP)

Understanding MDP and EDP

While standard technical training focuses on immediate operational tasks, Management Development

Programmes (MDP) and Executive Development Programmes (EDP) focus on future capabilities. They

are strategic educational interventions designed to improve the conceptual, analytical, leadership, and

decision-making skills of managers and top-tier executives.

Management Development Programmes (MDP): Focuses primarily on junior and mid-level

managers, building competencies in team leadership, tactical problem-solving, project management,

and cross-functional coordination.
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Executive Development Programmes (EDP): Tailored for senior management and C-suite

executives. The curriculum focuses on high-level strategic planning, corporate governance, global

macroeconomics, organizational transformation, and risk mitigation.

Methodology Classification: On-the-Job vs. Off-the-Job

Development programs utilize distinct learning environments based on the target competency profile:

Learning Category Core Methodologies Strategic Operational Blueprint

On-the-Job

Development

(Context-Rich Learning)

• Job Rotation: Vertical/

Horizontal shifts.

• Coaching & Mentoring: 1-on-1

guidance.

• Understudy Assignments:

Deputy training.

• Committee Assignments:

Cross-functional task forces. 

Executes development within the actual

workspace. Capitalizes on immediate,

real-world operational challenges. The

executive learns while actively

producing business value, but errors

can expose the company to live

operational risks.

Off-the-Job

Development

(Conceptual Reflection)

• Case Study Analysis: Harvard

style.

• In-Basket Exercises: Priority

simulation.

• Management Simulation

Games: Dynamic matrices.

• Sensitivity Training: T-Group

behavioral labs. 

Removes the manager from the daily

pressures of the live workplace to allow

for deep, objective conceptual

reflection. Provides a safe environment

where executives can practice complex

decision-making and experience

structural failures without risking

company capital.

Deep Dive into Key Development Techniques

In-Basket Exercises: A situational simulation where a manager is given an inbox filled with varied

corporate communications (emails, complaints, requests, reports) and a tight deadline. The manager

must review the material, establish priorities, delegate tasks, and formulate action plans under

pressure, allowing observers to evaluate their analytical processing and organizational skills.

Case Study Analysis: Immerses executives in complex, real-world historical business challenges.

They must analyze data, diagnose operational root causes, debate alternative strategies, and defend

their proposed solutions, which sharpens critical thinking and strategic agility.
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Sensitivity Training (T-Groups): A passive, unstructured laboratory environment designed to build

emotional intelligence. Participants interact freely without a set agenda, helping them gain insight

into how their behavior affects others and improving self-awareness, empathy, and interpersonal

dynamics.

13 Career Development, Role & Challenges of Career

Development

The Concept of Career Development

Career  Development  is  a  continuous,  lifelong  process  of  planning,  managing,  and  shaping  an

individual’s professional path over time. It represents a strategic partnership between two operational

components:

Career Development = Career Planning (Individual Focus) + Career Management (Organizational

Focus)

The Linear Stages of Career Progression

An individual's professional lifecycle typically transitions through five distinct phases:

1. Exploration Stage (Ages 15–25): Pre-employment phase marked by self-discovery, formal

education, skill building, and testing out various professional options via internships.

2. Establishment Stage (Ages 25–45): The core building phase. The professional secures an initial

role, seeks job security, builds specialized operational capabilities, and strives for early promotion up

the vertical hierarchy.

3. Mid-Career Stage (Ages 45–55): A transitional period. The professional either experiences

steady advancement toward senior leadership roles, transitions into a mentorship capacity, or faces

a structural career plateau.

4. Late Career Stage (Ages 55–65): Characterized by consolidation and leadership stability. The

professional leverages their accumulated institutional wisdom to guide strategy, mentor younger

talent, and plan for retirement.

5. Decline Stage (Ages 65+): The formal exit from full-time corporate employment, shifting focus

toward retirement and transition planning.

• 

• 

• 

• 

• 

• 

www.degreelive.in 4



DegreeLive

Role and Strategic Importance of Career Development

When an organization builds clear, structured career pathways, it supports both individual and corporate

goals:

For the Organization: Drives systematic succession planning for leadership roles, reduces costly

talent turnover, attracts high-potential candidates in the recruitment market, and aligns human capital

with future growth needs.

For the Individual: Enhances personal motivation, ensures internal equity, improves job

satisfaction, and helps employees maintain relevant, competitive skill sets.

Contemporary Challenges in Career Development

Modern HR departments must navigate complex external forces that disrupt traditional, linear career

models:

1. The Career Plateau Problem: Occurs when an employee reaches a point in their career

where the probability of further vertical promotion within the hierarchy becomes exceptionally

low. This can lead to stagnation and lower engagement. HR must use horizontal enrichment or

special cross-functional projects to keep talent motivated.

2. Changing Psychological Contracts: The traditional unwritten agreement of "lifetime

loyalty in exchange for lifetime job security" has largely disappeared. Modern professionals

operate as self-directed agents focused on building transferable skills, creating highly dynamic

but volatile talent landscapes.

3. Dual-Career Couple Friction: The rise of multi-income households creates complex

challenges for traditional corporate relocations and global transfers, as assignments must

accommodate two independent professional paths.

4. Technological Obsolescence (AI Disruption): Rapid automation and artificial intelligence

can quickly make specialized technical skill sets redundant. HR must replace old career paths

with continuous, agile upskilling frameworks to ensure workforce capabilities match evolving

needs.

End of Module 3 • Training & Development
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