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ABSTRACT :  

Preparing is a procedure of learning a succession of customized conduct. It is the utilization of 
learning and gives individuals a familiarity with tenets and methods to manage their conduct. It helps in 
achieving positive change in the information, abilities and frames of mind of representatives. Preparing is 
interest in showing signs of improvement quality work from your ability. Every research has its own limitation 
and all the areas cannot be analyzed and hence the above areas have been touched through the scholar’s 
doctoral research. 
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1. HUMAN RESOURCE MANAGEMENT 

Strategic management of business is related to a key element known as "people" (Millmore et al. 
2007, 5). The business environment is challenging and the human resource needs to be aligned with such 
strategic endeavours. Today's business calls for a high degree of professionalism and scientific rigour. The 
success for any firm today is measured by the readiness of the company and its human resource to quickly 
respond to challenges and adapting to the services cape. 

Such business acumen can only be achieved through efficient and continuous training and 
development with a clear focus towards achievement of targeted goals. This calls for proper screening and 
recruitment and selection processes. The organization should endeavor to constantly upgrade the 
knowledge, skills and attitudes of its workforce. Companies run various learning and development 
programmes. Efficient design and planning of programmes at the beginning is a pre-requisite for yielding 
desired benefits and outcomes. 

 
2.TRAINING AND DEVELOPMENT OF EMPLOYEES 

Employee training and in particular, structured training programmes are seen as means of 
addressing the challenges of skills shortages and high employee turnover especially within sectors where 
labour turnover is high (Armstrong (2009:113). Research has shown that training can as a tool within an 
organization to increase employee commitment and reduce labour turnover (Newman, Thanacoody& Hui, 

2009), impacts positively on business performance. In 
spite of the growing importance of the research in 
training within small businesses, there is still a lack of 
attention on the effectiveness of these training 
interventions (Huang, 2001:437). It is important that 
such training interventions are measured and 
researched with a view determining the best 
interventions that should be used.  
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3.TRAINING UTILITIES 
Utility, or usefulness, is the (perceived) ability of something to satisfy needs or wants (Wikipedia). 

Preparing is the securing of learning, aptitudes, and abilities because of the educating of professional or 
handy aptitudes and information that identify with explicit valuable skills. Preparing has explicit objectives of 
enhancing one's ability, limit, efficiency and execution. 

 One can generally categories such training as on-the-job or off-the-job. The hands on preparing 
strategy happens in a typical working circumstance, utilizing the genuine devices, gear, reports or materials 
that learners will utilize when completely prepared. Hands on preparing has a general notoriety as best for 
professional work. It includes Employee preparing at the work environment while the individual in question 
is doing the real occupation. Normally an expert mentor (or now and then an accomplished worker) fills in as 
the course educator utilizing hands-on preparing frequently upheld by formal classroom preparing. 
 
4. SCOPE OF THE RESEARCH 

The scope of the research broadly encompassed sub themes like training effectiveness, personal 
competencies, job / role competencies, organisational competencies, organisational commitment and 
demographics. 
 
5. AIM AND OBJECTIVES OF RESEARCH 

The aim of the research is to suggest measures to foster building of competencies and thereby 
organizational commitment.  

The primary objective of the research is to assess the effectiveness of training utilities (activities) in 
building various competencies.  

 
The secondary objectives are:  
(i) To identify variables impacting building of various competencies. 
(ii) To assess effectiveness of training utilities (on- and off-the-job training and practices) in building such 

competencies. 
(iii) To assess the level of organizational commitment. 
(iv) To assess the impact of various competencies on organizational commitment. 
(v) To ascertain the impact of demographics on variables / dimensions under study. 
 
6.REVIEW OF LITEARTURE: 
TRAINING AND DEVELOPMENT 

The main purpose of training is to acquire and improve knowledge along with skills and behaviours 
towards organizational tasks. Short-term as well as long-term benefits for individuals and organizations can 
be achieved to efficient training. Cole (2001) outlines benefits related with preparing as pursues:  
a) High spirit – representatives who get preparing have expanded certainty and inspirations;  
b) Lower cost of generation – preparing disposes of dangers in light of the fact that prepared work force can 
improve and monetary utilization of material and gear along these lines lessening and maintaining a 
strategic distance from waste;  
c) Lower turnover – preparing brings a conviction that all is good at the work environment which thusly 
diminishes work turnover and non-appearance is maintained a strategic distance from;  
d) Change the executives – preparing oversees change by expanding the comprehension and contribution of 
representatives in the change procedure and furthermore gives the aptitudes and capacities expected to 
acclimate to new circumstances;  
e) Provide acknowledgment, upgraded obligation and the likelihood of expanded pay and advancement;  
f) Help to enhance the accessibility and nature of staff. Preparing techniques vary dependent on (1) 
association's procedure, objectives and assets accessible, (2) needs distinguished at the time, and (2) the 
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objective gathering to be prepared which may incorporate among others singular specialists, gatherings, 
groups, division or the whole association.  
Occupation revolution and exchanges: Job pivot and exchanges (McCourt and Eldridge 2003, 356) as a 
method for creating representative abilities inside association includes developments of workers starting 
with one authority duty then onto the next for instance going up against higher position inside the 
association, and one part of the association to another. For exchanges for instance, it could include 
development of workers from crosswise over nations. These exchanges and occupation revolutions 
encourage getting information about shifted tasks crosswise over nations and associations. The learning 
procured by the chose representatives for this strategy is gainful to the association as it might build the 
upper hand of the association.  
Training or potentially tutoring: This includes having the more experienced workers mentor the less 
experienced representatives (Devanna, Fombrun&Tichy 1984; McCourt and Eldridge, 2003; Torrington et al. 
2005). Coaching is viewed as offering numerous favorable circumstances for advancement of the duty and 
relationship building (Torrington et al. 2005). Recently enrolled alumni in the association are doled out to a 
coach who may be their prompt administrators or another senior director. This anyway does not infer that 
more established representatives are rejected from this preparation and advancement technique however it 
is mostly accentuated for the recently utilized people inside the association. 
 Job rotation and transfers: Job rotation and transfers (McCourt & Eldridge 2003, 356) as a way of developing 
employee skills within organization involves movements of employees from one official responsibility to 
another for example taking on higher rank position within the organization, and one branch of the 
organization to another. For transfers for example, it could involve movement of employees from across 
countries. These transfers and job rotations facilitate acquiring knowledge about varied operations across 
countries and organizations. The knowledge acquired by the selected employees for this method is 
beneficial to the organization as it may increase the competitive advantage of the organization. 
Coaching and/or mentoring: This involves having the more experienced employees coach the less 
experienced employees (Devanna, Fombrun&Tichy 1984; McCourt & Eldridge, 2003; Torrington et al. 2005). 
Mentoring is seen as offering many advantages for development of the responsibility and relationship 
building (Torrington et al. 2005). Newly recruited graduates in the organization are assigned to a mentor 
who might be their immediate managers or another senior manager. This however does not imply that older 
employees are excluded from this training and development method but it is mainly emphasized for the 
newly employed persons within the organization. 
 Orientation: This is yet another training tool. New employees are familiarized with the new job within an 
organization. Employees are taught how to tackle their identified tasks and responsibilities and what is 
generally expected of them. A general overview is given about the organization’s working environment. This 
includes information about rules, procedures, systems, technology, work culture, safety and welfare 
measures. 
Conferences: It is a training-cum-development technique comprising presentations addressed to a large 
audience. A group is prepared on a specific subject in the meantime in this way decreasing significant 
expenses. In any case, it is difficult to guarantee that every single individual learner comprehend the current 
subject overall; not all students pursue at a similar pace amid the instructional meetings; center may go to 
specific students who may appear to see quicker than others and in this manner driving tot under preparing 
different people  
Pretending: Involves preparing and improvement systems that endeavor to catch and deliver basic 
leadership circumstances to the worker being prepared. 

It enables discussions about problems and solutions. Information about roles and responsibilities is 
provided. This strategy should be completed under calm or then again insignificant pressure conditions. 
It is wide used in marketing and customer relationship management. 
Formal instructional classes and improvement programs: These are various techniques which might be 
utilized to build up the aptitudes required inside an association. Representatives may attempt these courses 
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and projects while totally off work for a specific span of time. These projects can be held inside the 
association (in-house) or far from work (off-the-work). 
 
COMPETENCIES 
Accountability: Bhatti & Qureshi (2007) conducted this study to assess the accountability factors and to find 
out relationship among employee participation, job satisfaction, employee productivity and commitment. 15 
organizations had been selected from oil and gas, banking, and telecommunications sector. The discoveries 
of the examination were that representative commitment not just a vital determinant of employment 
fulfillment segments. The aftereffects of this examination introduced sensibly solid help for the presence of 
a positive relationship among worker investment, work fulfillment, and representative profitability and 
representative responsibility. The investigation contributed new rules in the examination of the board by 
opening up a discussion on the extent of representative interest in employment fulfillment. The way that 
factually huge connections and relapse results are demonstrating that worker cooperation significantly 
affects all the needy factors work fulfillment, representative profitability, and representative duty. 

Strahan & Smith (2009) explored accountability as an significant characteristic of organisational 
culture in a health and safety context, which lead for achieving organizational commitment. A framework for 
understanding accountability was developed from existing research. Results were reported from an 
application of this framework in three survey based studies of Australian mining employees. The results 
indicated that accountability was associated with positive psychological comfort, personal agency, safety 
empowerment, adopting precautionary strategies to cope with fatigue, and positive perceptions of safety 
culture. This paper continued in the tradition of the exploration and measurement of factors that impact 
employee health and safety. The results drawn concentration to the role of accountability in organisations 
and how it relates to individual psychological health and perceptions of and ownership over safety, and to 
the role of leaders in developing a culture of accountability. 

Markos & Sridevi (2010) carried out this seminal work to assess employee engagement and its role 
to improve organization performance. Worker commitment is a huge build that contacts all parts of human 
asset the board aspects the association know up to this point. The develop worker commitment was based 
on the establishment of previous ideas like occupation fulfillment, representative duty and authoritative 
citizenship conduct. In spite of the fact that it was identified with and incorporates these ideas, 
representative commitment is more extensive in degree. As indicated by this examination, worker 
commitment is more grounded indicator of positive authoritative execution plainly appearing two-route 
connection among business and representative contrasted with the three develops: work fulfillment, worker 
duty and hierarchical citizenship conduct. It was reasoned that drew in workers were delicately connected to 
their association and very worried in their activity with an incredible perception for the achievement of their 
manager, going additional mile past the business legally binding assention. 

Prabhakar & Ram (2011) assessed the impact of job design, accountability and empowerment on 
organizational commitment. This study was considered three major components of organizational 
commitment like affective commitment, continuance commitment and normative commitment. Affective 
commitment refers to the degree to which a person identifies with, is involved in, and enjoys membership in 
an organization. Continuance commitment involves a person’s bond to an organization based on what it 
would cost that person to leave the company. Normative commitment involves a feeling of moral obligation 
to continue working for a particular organization. This study revealed that the job design was deliberated 
taking into consideration skill identity, task identity, task significance, autonomy and feedback. 
Empowerment was measured using training and development, competency development, participation, 
decision making and self-determination. The relation between job design, empowerment and organizational 
commitment was recognized and it was felt that organizations need to structure jobs and empower 
employees on a continuous basis as a means to improving commitment levels. 
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Communication:Frahm & Brown (2006) contributed to the developmental needs of managers operating in 
continuous change contexts. Special consideration was drawn to communicative competences through five 
principles of dialogic communication. This study searched to highlight potential applications of an existing 
theoretical framework that may assist in improving change communication competence development. 
Findings suggested that existing management development literature needs to reconceptualise change 
communication as communication during change, rather than to communicate the change. In so doing 
attention was drawn to the power of communicative expectations and communicative competence. 
Successful transformation to a learning organization was hampered by a misalignment of the employee’s 
communicative expectations and management delivery of change communication.  

Banihashemi (2011) presented theoretical framework of communication in organization, for 
managers owing to a better understanding of the dimensions and aspects of it and improve communication 
quality in their organization. The communication in organization is so important that it is said, the first and 
most important task of managers that they have to expand communications system in the organizations. 
Necessary information should be considered before a decision must be taken. According to this study 
communication was considered as the blood vessels that bring life flows and lack of information cause will 
be disorder of the heart. In short, without effective communication tasks of survival and it will not be 
possible. This study investigated all aspects and points to effective communication in the organization, it gain 
in conclusion that channels of communication was one of the most effective way in a relationship, and 
qualified managers have to pass over all stages of communication. 
 
Continuous Learning: Krishna & Marquardt (2007) conducted this study to test the relationship between 
action learning and organizational commitment. The purpose of this paper was to intend a theoretical 
framework that described how action learning could serve as a powerful antecedent to the development of 
affective organizational commitment. Action learning has been used by many organizations globally to fetch 
about powerful individual and organizational changes. By viewing learning in organizations as a commitment 
producing strategy, the study shifted away from the conventional instrumental view of fostering 
organizational commitment; namely, compensation, benefits, assessments and promotion, to a learning and 
developmental perspective. The model that was proposed in this study provided a structure to guide applied 
research that seeks to develop strategies to build high commitment organizations. This study concluded that 
the HRD professional can use action learning as a tool to generate experiences for employees that will 
improve meaningfulness, responsibility, knowledge of results, and empowerment, which in turn will help to 
expand a workforce that is committed to the organization’s values and objectives. 

Campbell et al. (2010) proposed competency based continuing professional development (CPD). 
According to this study results, this model was premised on a set of learning competencies that comprise the 
ability to use practice information to identify learning priorities and to develop and monitor CPD plans; 
access information sources for innovations in development and new evidence that may potentially be 
incorporated into practice; set up a personal knowledge management system to store and recover evidence 
and to select and manage learning projects; construct questions, seek for evidence, and record and track 
conclusions for practice; and use tools and processes to measure competence and performance and develop 
action plans to enhance practice. A competency-based approach to education helped to define basic 
learning competencies that resident physicians need to acquire before they enter autonomous practice, so 
that they have the skills to preserve and enhance their competence throughout their professional career. 
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