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ABSTRACT: these changes in our

oday’s Liberalization,

Privatization and

Globalization have the
scenario of corporate world
and hold for us many
challenges. In this connection,
the development of human
resources is putting newer
challenges in business world
which is only possible by new
skills and abilities to respond

organizations by providing
training”. Because training is
the strong foundation of highly
skilled and motivated
manpower that enable to face
the future challenges more
confidently. So training is one
of the essential tools in Human
Resource Development effort
to improve overall
performance of the

organization and not as an isolated activity. Effective and suitable training interventions can
undoubtedly bring improvements and impact in the organizational working significantly which help
employees to adopt new work practices for the corporate success. Through training an organization go
“Green” by making employees more effective and productive and leave the greatest “footprint” on
their employees as well as organization. Training is considered as Human Resource Development tool
by most of the organization. Effective training can lead to Knowledge-based organizations which can
concentrate on developing competencies to survive in a globalized environment. The aim of the study is
to explore the training in industries with an emphasis to understand the influence of training on
competency building of the Human Resources (employees). The present study is based on secondary
sources.
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INTRODUCTION:

Since the 1980s, the political-economic map of the world has been changing rapidly. While on
one hand, this period reflects a substantial withering away of communism from world polity, a number
of nearly global economic events took place to promote liberalization, privatization, and globalization.
The changes in the market scenario have necessitated the Indian industry to look inward for the
development of human resources (HR). If the Indian organizations are to develop and maintain their
competitive edge, the potential value of the employees needs to be increased by enhancing and linking
their skills and capabilities in tune with the contemporary requirements of the market. Barney (1991)
felt that firms could develop strategic capability and, for attaining this, the strategic goal will be to
create firms which are more intelligent and flexible than their competitors. The human resource
management (HRM) function has emerged as one of the most important areas of organizational
practice. It has not been developed in isolation but rather in the context of industrial change and
economic development. The uniqueness of HR requires a totally different type of attention from
management. The HR function has the characteristics that provide the greatest challenge as well as the
opportunity. Acompany’s HR is fragile, relationships are delicate, contributions are unpredictable, and
stability is uncertain. Youndt (2000) felt that since employees are free, within limits, to leave their firm,
there is a significant risk of organizations incurring an intellectual capital loss unless individual
knowledge is transferred, shared, transformed, and institutionalized. The crucial inputs to an
organization include, among others, its human resources. People bring to their jobs diversity of skills,
needs, goals, and expectations. Barney (1991) proposes that sustainable competitive advantage is
attained when the firm has a human resource pool that cannot be imitated or substituted by its rivals.
The employees are socialized into the organization first by way of recruitment and then through
continuous functioning in the organization. “Skills, knowledge, and competencies are the key factors in
determining whether the organizations and nations will prosper”. (Schuler, 2000).

Among all the factors of production, HR of late has acquired a cutting edge status. It is this
human resource, without which neither the so-called structural or customer capital can be created or
optimally utilized. HR plays a crucial role in the economic development of any country. A lot of water
has flown under the bridge since Frederick Taylor proposed his scientific management Principles,
where the emphasis was on productivity rather than people. While these principles were considered to
be valuable and gained a considerable attention by the industrial world at that time, the Hawthorne
experiments of the late 1920s shifted focus from productivity to people. Gone are the days when
managers used to sit in an ivory tower and issue directives from a distance. The traditional authority
structure is giving way to employee involvement, work teams, participative decision-making, etc. High
productivity and high quality of work life are going hand-in-hand. Further, the management is
becoming more and more aware that an organization has no life but for the Human Resources (HR) iniit.
(AJagan Mohan Reddy, 2006).

In the wake of Globalization, Organizations are being forced to become more competitive.
Globalization of markets, changing customer demands and increasing product-market competition,
people and the way they are managed acquire greaterimportance in the 21st century. Indian industry is
waking up to the challenges thrown in by global business world. To survive in this highly competitive
scenario, HR managers are being pressurized to improve quality, increase productivity, cut down waste
and eliminate insufficiency. Globalization has considerable influence on HR Functions. Employee
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hiring, training, motivation, compensation and retraining are to be guided by the global perspective. A
workforce that is knowledgeable and skilled at doing complex things keeps a company competitive and
attracts foreign investments (Wayne F Cascio, 1995). The benefits between globalization and workers
are mutual. Indian organizations are also witnessing a change in systems, management cultures and
philosophy due to the global alignment of Indian Organization. As globalization has been a challenging
issue for the organization. HR managers need to develop their existing workforce that will be the
workforce of tomorrow so people would want to stay with the organization to keep their competitive
advantageinthe 21st century.

Today’s Liberalization, Privatization and Globalization have the scenario of corporate world and
hold for us many challenges. In this connection, the development of human resources is putting newer
challenges in business world which is only possible by new skills and abilities to respond these changes
in our organizations by providing training”. Because training is the strong foundation of highly skilled
and motivated manpower that enable to face the future challenges more confidently. So training is one
of the essential tools in Human Resource Development effort to improve overall performance of the
organization and not as an isolated activity. Effective and suitable training interventions can
undoubtedly bring improvements and impact in the organizational working significantly which help
employees to adopt new work practices for the corporate success. Through training an organization go
“Green” by making employees more effective and productive and leave the greatest “footprint” on
their employees as well as organization. This is why training is considered as Human Resource
Development tool by most of the organization without knowing their right position under the sun.

The success of organization depends on knowledge, will and capabilities of working human
resources. It is necessary for human resource to actively participate in the achievement of
organizational goals and objectives. The role of training in upgrading the skill, transforming the
attitudes and improving the performance of the employees is undoubtedly true. Human beings
constitute the most complex aspect of administration. In fact they are the most valuable asset — the
human capital. They are the thinking machines who can provide a cutting edge to the organization.
Therefore the human resources occupy a pivotal place in the organization. The human resources
management practices and the way of handling the human resources in the organization contribute
substantially to the growth and development of an organisation. The significance of human resource
management in public sector transport corporations assumes greater relevance due to the vast
number of fleet service with large number of employees covering almost the entire population of the
state. It brings about a number of issues relating to recruitment and selection of right people, their
training and development, superior — subordinate relationship and employment relations. These
practices lead to employee grievances. If these grievances are not handled properly, it will result in
disputes between management and employees. In this globalization era continuous updation of
technology further complicates these problems. Therefore effective human resource management
practices are required to handle these problems. Highly motivated and committed work force can
contribute to the productivity of an organization.

TRAINING:

Today’s Industrialization with rapid Globalization in business environment demands a high
degree of skill and competencies and it is human resource only which can knowledge into action. So
human resource development is an extremely important function of the organization. As we know
organizations and jobs will never be the same, changes are based on the global economy on changing
technology on the changing work force and on the changing nature of work itself. The changes are
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different and will permanently affect the way of our work. So for this, we need to learn to achieve these
changes in the organizations, which is only possible by providing Training as this can transfer an
organization it to competitiveness. The outcome of a successful training is the quality improvement in
the area of efficiency and effectiveness at work which contributes in shaping appropriate behaviours
and attitude towards work and people. Thus, training would be for preparing a person’s field for
assuming higher responsibilities in future. Training programs always invite much expectation because
the activities are to justify that the investment in terms of time money and energy has demonstrated
benefitto organization.

OBJECTIVES OF TRAINING:-

* Toincrease the knowledge of workers in doing specific jobs.

e Toimpart new skillsamong the workers systematically so that they learn quickly.

e To bring about change in the attitude of the workers toward fellow workers, supervisor and the
organization.

¢ Toimprove the overall performance of the organization.

¢ To make the workers handle materials, machines and equipment efficiently and thus to check
wastage of time and resources.

¢ Toreduce the number of accidents by providing safety training to the workers.

* To prepare workers for higher jobs by developing advanced skillsin them.

Human resources are the most valuable assets of any organization and their growth and
development are essential parameters for the improvement of people and creating a conducive
working environment. If human resources are to be developed, the organizations have to create
conditions in which people acquire continuous new knowledge, develop skill sets, and healthy patterns
of behavior. Training is the most important function that directly contributes to human resource
development of the organizations. Hence organizing periodic training programmes for employees
becomes very essential. The most productive and fastest growing economies are developing innovative
solutions, building and strengthening capabilities as central part of corporate and public-sector
strategies. To reach these, the competencies in terms of knowledge, skills and abilities that the human
resources provide needs to be consider as key factors to face these new challenges. Meanwhile
developing countries are looking to reinforce their efforts fostering scientific and technological
activities in order to accomplish industrial competitiveness. If they do not, they cannot be able to
maintain their existing levels of economic growth and cannot be able to face new and dynamic
challenges. A matter of critical importance is that it is considered at the level of the nation or region,
industry or Individual Company, technological innovation and its effective management. To reach
these, the competencies in terms of knowledge, skills and abilities that the human resources provide
need to be considering as key factors to face these new challenges.

Training is the process of learning a sequence of programmed behavior. It is the application of
knowledge and an effective training is the ability to transfer knowledge, skill, and attitude imparted to
an individual at the work place and to maintain the vibe throughout. Training is a planned and
systematic attempt which alters or develops knowledge/skill, attitude through learning experience, so
as to achieve effective performance in an activity or range of activities. Competency building is an
important aspect in the present scenario in industry. The prominent way resorted would be through
appropriate training which enhances the knowledge skill and attitude base of employees.
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TRAINING AND ITSIMPORTANCE

People are assets in any organization. The competent, experienced and motivated employees
are the basic requirements for the existence of any organization. Training fulfills these basic
requirements. Kenney and Donnely have rightly observed, “One of the most important resources
available to an organization, and many would say essentially it is employees. Their competence,
experience and loyalty are largely determine both the objectives that an enterprise can set foritself and
that how successful it will be in achieving them. Taylor (1961) conceptualized training as ‘a means to
bring about a continuous improvement in the quality of work performed; it would equip them with
knowledge, skill, abilities and attitude to perform their jobs’. In this regard, Chowdhry (1986) remarked
that “Training is a process, which enables the trainees to achieve the goals and objectives of his/her
organization”.

Since organizations operate in dynamic environment where economic, technological and social
changes take place rapidly, it is necessary to keep the employees updated so as to enable them to
understand the significance of these changes and the way they could be adopted. It is necessary for an
employee to learn the process through which the work assigned to them can be carried out in a desired
manner. Thus training assumes an important role to play in an organization. Singh (1995) defined
training as ‘the process of changing attitudes, improving knowledge and developing skills of the
persons/ employees of an organization so as to enable them to perform their jobs effectively’. Training
is a continuous process of learning which helps the development and growth of an individual in the
successfulimplementation of the policies of the organization. According to Flippo, Training is ‘the act of
increasing the knowledge and skill of an employee for doing a particular job. It provides employees with
the knowledge and skills to perform more effectively’. Training is regarded as an act of providing means
for prospective learning as also an exposure to opportunities which are present. With the recognition
of training as an important avenue for development, during the last few years, the scope and
application of training has been considerably widened. While, largely, it still remains a key tool for
enhancing job-related performance and organizational effectiveness, its value is being increasingly
acknowledged in endangering behavioral changes and in developing life skills, leading to personal
growth. It equips an individual with the competencies that help to cope with day-to-day problems of
living and manage interpersonal relations, improving the interpersonal and organizational
effectiveness. As a result of these developments, human relation and personal development training
now occupy significant placesin the organization.

A competency is “A cluster of related knowledge, skills and attitudes that affect a major part of
one’s job (a role or responsibility), that correlates with performance in the job, that can be measured
against well-accepted standards, and that can be improved with training and Development. According
to Hates(1979), competencies are generic knowledge motive, trait, social role or a skill of a person
linked to superior performance on a job Competencies help Employees to understand organizational
needs and develop individual skills to meet the competency gap. Competency is also a great tool for
retention. Itis a great source of motivation as high performers tend to get rewarded over time. The two
approaches to competency are Boyatzis’” model investigates which characteristics of managers are
related to effective performance and it can be considered as an adaptation of the classical psychological
model of behavior (McClelland, 1971)and also ‘competency’ as an‘ underlying characteristic’ causally
related to superior job performance(McClelland, 1971 and Boyatzis, 1982). This approach is also
known as the input approach to management competency, as it was used to define the inputs needed
to demonstrate a competent performance and to find out what makes managers competent. The
second approach identifies the outcome expected from a job when it is performed adequately. It
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suggests not only skills and knowledge but also the range of qualities of personal effectiveness required
to getajob done. The main contraposition between the two meanings of the term ‘competency’ is that
one refers to the output or the result of the training, while the other refers to the inputs or the
underlying attributes required of a person to achieve competent performance. A competency model
describes the combination of knowledge, skills and characteristics needed to effectively perform a role
in an organization and is used as a human resource tool for selection, training and development,
appraisal and succession planning Competency is one of the Human Resource Tool and it is used in
Recruitment /Selection, Training/Development, Performance Management, Career
Planning/Development, Succession Planning, Manpower Planning, Human Resource Development,
Human Resource Planning, Human Resource Strategic Planning. Competencies must be demonstrated
by individuals. Perhaps the most common place where they are demonstrated is within the scope of a
particular job or project involvement. Competencies are also developed and demonstrated by
individuals in some of the settings like volunteer roles in the community, professional associations,
school projects ,sports participation settings, and even within one’s own home life. Many organizations
that use competency-based interviewing and selection are also later using the same competencies to
assess performance, to encourage future development plans from individuals, and to plan for
succession in the organization. Therefore, the individual employeesin such an organization will have an
ongoing need to use and map their competencies. Competency models are a viable tool that can be
utilized to prepare the current and future workforce and retain skilled incumbent workers to meet the
jobrequirementsand other needs of employers.

BUILDING SUSTAINABLE COMPETITIVE ADVANTAGE:

Sustainable competitive advantage is the prolonged benefit of implementing some unique
value creating strategy based on unique combination of internal organizational resources and
capabilities that cannot be replicated by competitors. Competitive advantage strategy is all about
identifying and exploiting opportunities to gain competitive advantage. Competitive advantage is the
measure of a firm’s competencies and performance against the factors prevailing in the firm’s external
environment.

Inthe context of this study, the discussion is based on how successful training programme could
initiate sustainable competitive advantage. However, the companies need to focus on two basic
corporate strategies such as cost leadership and differentiation (or uniqueness) strategy. Cost
leadership strategy demonstrates an integrated set of actions designed to produce or deliver training to
employees at the lowest costs, relative to competitors with features that are acceptable to employees.
This could be achieved only when the training programme is relatively standardized one with lowest
competitive cost. The cost saving actions required by this strategy is like; building efficient scale
facilities, monitoring costs of activities provided by outsiders. Differentiation (or uniqueness) strategy
demonstrates an integrated set of actions designed by a firm to produce or deliver training at an
acceptable way that employees perceive as being different in ways that are important to them.
Differentiation actions required by this strategy are like; developing new systems and process, quality
focus, maximize human resource contributions through low turnover and high motivation.

CONCLUSION:

A considerable emphasis is placed on human relations in an organization, leadership styles of
senior management, and on promoting interpersonal effectiveness; training has acquired new
dimensions in organizational functioning. In fact, it has now become a crucial element in providing a
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sound basis for modern day management. Having recognized the role of training in enhancing
productivity and improving organizational functioning, many organizations and business houses have
established their own in-house training infrastructure and built the necessary expertise and facilities to
carry out their programme of training and deployment to the concerned area of work. The aim of
training is to develop potential knowledge and skills of the trainees to carry out defined tasks and
responsibilities. It enhances as efficiency and develops a systematic way of performing the duties and
assigned tasks. The aim of training is to infuse scientific thinking and planning and working
methodically and efficiently. It is a process of attitudinal changes that integrates with life, work and self
development.
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