
 

 

HUMAN RESOURCE DEVELOPMENT 

UNIT-I 

HUMAN RESOURCE DEVELOPMENT 

Human Resource Development (HRD) is a systematic process focused on developing the 

skills, knowledge, and abilities of employees to enhance their performance and contribute to 

organizational goals. 

THE SCOPE OF HRD: 

1. Employee Development and Training: This involves identifying training needs, designing 

and delivering programs to enhance employee skills and knowledge, and providing 

opportunities for career growth. 

2. Performance Management: HRD is responsible for evaluating employee performance, 

providing feedback, and implementing strategies to improve performance. 

3. Career Planning and Development: HRD helps employees create career paths, providing 

guidance and support for their professional development, including mentoring and coaching. 

4. Organizational Development: HRD focuses on long-term organizational development, 

working to improve the efficiency and effectiveness of the business. 

5. Legal Compliance: HRD ensures the organization complies with labor laws and regulations, 

including those related to workplace safety and employee rights. 

6. Employee Relations and Engagement: HRD works to build positive relationships between 

employees and management, handle conflicts, and promote open communication. 

7. Compensation and Benefits: HRD designs and implements compensation and benefits 

strategies that attract and retain top talent. 

8. Talent Management and Succession Planning: HRD identifies high-potential employees 

and prepares them for leadership roles, ensuring a smooth transition when key positions 

become vacant. 

9. Health, Safety, and Well-being: HRD promotes a safe and healthy work environment for 

employees. 

10. HR Analytics: HRD utilizes data and analytics to make informed decisions about HR 

practices and strategies. 

OBJECTIVES OF HRD 

 Enhancing Competencies: 

HRD aims to improve employees' skills, knowledge, and abilities to meet current job demands 

and adapt to future changes. 

 Career Development: 

Providing opportunities for career growth and progression within the organization, including 

leadership development and succession planning. 



 

 

 Skills Enhancement: 

Focusing on developing both technical and soft skills, such as communication, teamwork, and 

problem-solving. 

 Improved Productivity and Efficiency: 

HRD initiatives contribute to increased productivity and efficiency by optimizing employee 

performance and organizational processes. 

 Enhanced Organizational Capabilities: 

By developing a skilled and motivated workforce, HRD helps build a more capable and 

adaptable organization. 

 Achieving Organizational Goals: 

HRD strategies are aligned with overall organizational goals, ensuring that employee 

development contributes to the company's success. 

 Employee Motivation and Engagement: 

HRD practices aim to create a positive and engaging work environment that motivates 

employees and encourages their commitment to the organization. 

 Equity and Fairness: 

HRD initiatives should ensure that all employees have equal opportunities for development 

and advancement, regardless of their background. 

 Continuous Learning: 

HRD promotes a culture of continuous learning and development, enabling employees to adapt 

to changing job requirements and technological advancements. 

 Innovation and Creativity: 

By fostering a learning environment, HRD can encourage innovation and creativity among 

employees. 

 Future-proofing the Workforce: 

HRD helps organizations prepare for future challenges and opportunities by developing a 

workforce that is adaptable and ready for change. 

EVOLUTION OF HRD: 

 Early Stages (18th Century): 

HRD started with apprenticeship training, where individuals learned skills from experienced 

artisans. 

 Emergence of Vocational Education (19th Century): 

Vocational schools emerged to provide training to the unemployed and those with criminal 

records. 



 

 

 Scientific Management Era: 

Frederick Taylor's principles emphasized job simplification and efficiency, leading to a focus 

on selecting and training employees for specific tasks. 

 Human Relations Movement: 

The Hawthorne experiments highlighted the importance of social and psychological factors in 

employee motivation and productivity, leading to a shift towards more people-oriented 

approaches. 

 Modern HRD: 

HRD became a formal discipline in the late 20th century, with a focus on developing 

employees' skills, knowledge, and abilities to meet organizational needs. 

HRD IN MACRO AND MICRO LEVEL 

Micro Level HRD: 

 Focus: 

Individual employees and teams within an organization. 

 Goal: 

Improve employee performance, skills, knowledge, and overall contribution to the 

organization. 

 Activities: 

Training programs, performance management systems, career development initiatives, and 

organizational development interventions. 

 Example: 

A company implementing a leadership training program for its managers to improve their 

ability to manage teams effectively. 

Macro Level HRD: 

 Focus: 

National or regional development, encompassing the overall population. 

 Goal: 

Improve the quality of life, economic growth, and social well-being of a nation or region. 

 Activities: 

Government initiatives promoting education, healthcare, employment opportunities, and social 

welfare programs. 

 Example: 

A government investing in public education to improve the skills and knowledge of its citizens. 



 

 

IMPORTANCE OF HRD: 

1. Enhanced Employee Performance and Productivity: HRD programs, such as training and 

development, equip employees with the necessary skills and knowledge to perform their jobs 

effectively, leading to increased productivity and improved quality of work. This, in turn, helps 

the organization achieve its goals. 

2. Improved Organizational Culture: HRD fosters a positive and supportive work 

environment by promoting open communication, teamwork, and a culture of continuous 

learning. 

3. Reduced Employee Turnover: HRD initiatives, including career development 

opportunities and employee recognition programs, can significantly improve employee job 

satisfaction and reduce turnover rates. 

4. Adaptability to Change: In today's rapidly evolving business landscape, HRD plays a vital 

role in helping organizations and their employees adapt to change. 

5. Innovation and Competitiveness: A well-developed workforce is more likely to be 

innovative and contribute to the organization's competitive advantage. HRD programs can 

foster creativity, problem-solving skills, and a willingness to embrace new ideas. 

6. Effective Succession Planning: HRD helps identify and develop high-potential employees 

for leadership roles, ensuring a smooth transition of leadership and minimizing disruptions to 

the organization. 

7. Maximizing Human Capital: HRD focuses on maximizing the potential of each employee, 

ensuring that the organization is utilizing its human capital effectively. This includes providing 

opportunities for employees to develop their skills, acquire new knowledge, and advance their 

careers. 

DEVELOPMENT OF HRD MOVEMENT IN INDIA 

Early Stages of HRD: 

 L&T's Pioneering Role: 

Professors Pareek and Rao's work at L&T is considered the genesis of HRD in India. They 

developed a performance appraisal system that led to the establishment of HRD as a distinct 

function within the company. 

 Building a Profession: 

This initial success at L&T helped pave the way for the growth of HRD as a recognized 

profession in India. 

 Dr. T.V. Rao: 

A key figure in the movement, Dr. T.V. Rao, along with Dr. Udai Pareek, is often referred to as 

one of the "Fathers of HRD in India". 

Institutionalization and National Initiatives: 

 Ministry of HRD: 



 

 

The establishment of the Ministry of Human Resource Development (MHRD) on September 

26, 1985, was a significant step in institutionalizing HRD at the national level. 

 National Objectives: 

The MHRD's focus includes expanding access to education, improving its quality, and 

addressing the skill gap within the country. 

 Government Programs: 

Initiatives like Skill India, make in India, and Digital India aim to equip young Indians with 

necessary skills for the workforce. 

Difference between HRM and HRD Organisation of HRD Function: 
 

 

Category HRM (Human Resource Management) HRD (Human Resource 

Development) 

Focus Managing human resources within the 

organization 

Developing and enhancing employees' 

skills and capabilities 

Scope Recruitment, selection, compensation, 

employee relations, performance 

management, compliance with laws and 

regulations 

Training and development, career 

planning, talent management, 

organizational development 

Purpose Ensuring the organization has the right 

employees in the right positions 

Improving individual and 

organizational performance through 

employee growth and development 

Timeframe Short-term goals and immediate operational 

needs 

Long-term goals and strategic 

planning 

Orientation Organization-oriented, focusing on efficiency 

and resource management 

Employee-oriented, focusing on 

growth, engagement, and career 

progression 

 

EMPLOYEE BEHAVIOR INFLUENCES HRD: 

 Productivity and Performance: 

Positive employee behaviours like diligence, initiative, and teamwork directly contribute to 

higher productivity and improved performance. Conversely, negative behaviours like 

absenteeism, tardiness, and conflict can hinder productivity. 

 Engagement and Motivation: 

Employee behaviour reflects their level of engagement and motivation. High engagement, 

characterized by enthusiasm, commitment, and a sense of ownership, leads to greater 

discretionary effort and improved outcomes. 



 

 

 Organizational Culture: 

Employee behaviour collectively shapes the organizational culture. Positive interactions, 

ethical conduct, and a focus on collaboration contribute to a healthy and productive work 

environment. 

 Learning and Development: 

Employee behaviour influences their receptiveness to learning and development 

opportunities. A positive attitude towards learning, coupled with a proactive approach, 

enhances the effectiveness of HRD programs. 

 Innovation and Creativity: 

Employee behaviour, including their willingness to take risks, share ideas, and challenge the 

status quo, directly impacts innovation and creativity within the organization. 

 Customer Satisfaction: 

Employee behaviour towards customers, whether positive or negative, directly affects 

customer satisfaction and loyalty. 

LIMITATIONS OF HRD: 

Cost and Time: 

 Implementing HRD programs, such as training and development initiatives, can be 

expensive, requiring significant financial investment. 

 These programs can also be time-consuming for both employees and managers, 

potentially impacting productivity in the short term. 

Resistance to Change: 

 Employees may resist participating in HRD programs due to various reasons, such as 

fear of change, lack of perceived relevance, or discomfort with new skills. 

 This resistance can hinder the effectiveness of the HRD initiatives. 

Limited Applicability: 

 HRD programs might not be suitable for all employees or all types of jobs within an 

organization. 

 For example, specialized training might be needed for certain roles, while others may 

require broader skill development. 

Difficulty in Measuring Effectiveness: 

 Evaluating the impact of HRD programs can be challenging, making it difficult to 

justify the investment and identify areas for improvement. 

 It can be hard to directly link training outcomes to improved performance and business 

results. 


