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Most organizations have recognized that when they employ good HRD practices into their organizations, it possesses a direct impact on personal and organizational performance. The reasoning behind this notion is the fact that individuals can play a vital role in the organizational success. However, so as to achieve this goal, the organization should formulate a strategic plan taking a leadership role in the development of the employees. The HRD management team should aim at understanding the various learning demands of their employees that will assist them in designing an operative training and learning approach (Garavan and Carbery, 2012).

Understanding the diversity of individual learning demands, is the first step for an effective development tactic. In an organization, individuals have diverse levels of knowledge. Therefore, understanding a knowledge culture is integral to understanding the needs of the employees. The management should concentrate on assisting the employees in actualizing their own potential. Every individual is different from the other and thus, they may have diverse ideas and different levels of conceptualizing various aspects of the organization. Training in an organization thus intends to even out individual differences. However, the success of this theory lies in individual learning demands (Reilly, 1998).

Mavin, Lee & Robson (2010) points out that every organization should carry out a training needs analysis. Training needs analysis performs a vital  role in determining the needs of every employee. Therefore, an effective learning and development process has to begin with an extensive training needs analysis. Through careful analysis of these needs, an organization can detect where the gaps exist and present appropriate interventions in correcting the gaps. This process is not one-sided and can take various forms.

The training needs analysis process can be taken at the individual level where every staff would undergo a performance evaluation as part of a management process. Secondly, the analysis team can use information from the organization data. Carrying out a survey by using the organization’s data ensures the identification of specific areas that require development. It also ensures that individual demands of every employee have been considered. All the way through the analysis process, the team should pay attention to the connection between the organization strategy and the organization’s goals. By doing so, the organization can articulate whether learning interventions will have a potential impact on the overall organizational goals (Gusdorf, 2009)

Learning is an event that occurs all the time even when individuals are not aware. Learning can take different forms. For instance, there is incidental learning; which is learning without thinking much about it or even meaning to learn. Intentional learning is another form of learning where an individual engages themselves in an activity with the intention to gain some knowledge and skills. Pun & Nathai-Balkissoon, 2011) remarks that employee development requires employees to approach everyday situations with an intention of learning, and gaining resourceful information on what is happening around them.

A process that can assist employees in encountering every activity in the workplace as a learning situation is the ‘individual development plan’. According to Pun and Nathai-balkissoon (2011) an ‘individual development plan’ is a plan organized by an employee with help from their supervisor. The plan is structured according to the needs of the employee, the position held and the goals of the organization. A noble individual plan has the aspects of realism, achievement, and interest. The individual development plan incorporates; an employee’s self-assessment, assessment of the work environment, identification of development activities, and the implementation process.

Due to the tremendous changes in global technology, there is a dire need for organizations to keep up with the developments. There is ample of knowledge released every day and new discoveries being made. A knowledgeable worker can integrate new ideas and interpretations and keep the organization up to date. The knowledge worker uses the information provided and appropriate technology and creates new inventions that help in the progress and development of the organization. However, availing technology to the workers is not essentially enough, workers need to be constantly trained on how they can integrate the new technology into their work (Aguinis & Kraiger, 2009).

Training and development is, therefore, an integral part of an organization. New employees have to undergo training on all the products and processes of the organization. Training helps them to adjust to the new environment and work effectively with the rest of the team. In addition, organizations also have ongoing trainings that help improve the performance of the already existing employees. The training is integrated through a variety of programs. In the current workplace, these programs have been used for training employees on specific job skills and also for long-term professional development (Tannenbaum & Yukl, 1992). The training programs are applied to all kinds of employees ranging from the chief executive officers to the line workers.

Training is essential for every organization. The needs of the organizations change continually necessitating a new kind of approach to the processes and undertakings of the organization. For the changes to be met, employees need to undergo training to ensure sustenance of their creativity and flexibility (Cummings & Worley, 2014). Training and development has become an integral element of an organization's corporate strategy to improve the success and attain organizational goals. For the greater part, it is used to bring an overall acclimation, improvement and success of the employees (Holton & Baldwin, 2003).

In Singapore, the Singapore International Airline was ranked among the top ten international airlines globally. One of the reasons behind their success is because they integrated employee training and development as part of their corporate plan. Through training their crew staff and extensive resource development, Singapore international airline has managed to expand its services, and it now serves 27 countries and 36 cities. Currently, Singapore international airline is still focused on staff improvement activities such as discipline which is along the training line (Liu, 2010).

For effective training to takes place, an organization should develop a comprehensive program that should integrate three crucial steps. There is the pre-assessment process, the implementation process, and evaluation process. A training and development program consists of a schedule of activities pertaining to the training goals, methods of assessment, learning objectives, and subject areas. An effective training program should intend to tackle performance problems in the organization (Craig, 1987). The key elements include; accessing training needs, coursework, and practical applications.

In the pre-assessment process, the trainers can use organization’s data that is available in the database. With these data, they can use to assess the fields in the organization that has a poor performance. Identification of such fields will assist the trainers in analyzing and designing the criteria of training to be employed. The trainers can also interview individual employees to assess areas of difficulties. They can also introduce activities and give each an opportunity to act on it. They use the information from this assessment to develop a simulation worksheet that will assist in the implementation process (Embrey, 2012).
The assessment process gathers information on the organization working environment, level of employee motivation, and the supervisory structure (Banks, 1997). After the assessment, the trainers select the subject areas, target group, and the crucial topics. The implementation stage follows and is categorized in two approaches. The first approach involves the trainer controlling the learning content, while the other is centered on the employee. The employees are provided with proper materials. Training programs should be feasible and strategic. The implementation process is undertaken by a skilled instructor, and it can either be long-term or short-term.

The time in which the implementation process takes, determines the evaluation process. Evaluation should be a continuous process. The evaluation criteria depend on the efforts of the employees and the trainers. It is used to measure the effectiveness of the implemented training process, and it gives results as whether the training process is effective or not. The purpose of the training details the kind of criteria to use. Results can be in terms of behavior, reactions, or overall results (Arthur & Benneth, 2003)). Behavior can be shown by actual on-job performance after the training. Trainers measure behavioral performance by using supervisor’s ratings. Past and present ratings are compared to give conclusive results about the performance of the training program.

It is thus important for every organization to undertake training and development programs. Training and developing employees is crucial and more so in this era where competition between organizations is inevitable. Every organization strives to be the best through constant growth and development. As a result, the aspect of training and development has become that of strategic importance (Ongori & Nzonzo, 2011). However, the tactics employed in the training program determines the success of the entire process. It is thus important for human resource development management to gain an interest in gaining some level of understanding of the learning demands of their employees.
References

Aguinis, H., & Kraiger, K. (2009) Benefits of Training and Development for Individuals and 
Teams, Organizations, and Society. Annual review of psychology [internet], 60, pp. 451-474. Available from http://www.annualreviews.org/doi/abs/10.1146/annurev.psych.60.110707.163505 [Accessed 10th March, 2015]

Arthur, W. J, & Benneth, W. J. (2003) Effectiveness of Training in Organizations: A Meta-
Analysis of Design and Evaluation features. Journal of applied psychology [internet], 88(2), pp. 234-245. Available from http://www.owlnet.rice.edu/~ajv2/courses/12a_psyc630001/Arthur,%20Bennett,%20Edens,%20%26%20Bell%20%282003%29%20JAP.pdf [Accessed 10th March, 2015]

Banks, L. (1997) Motivation in the Workplace: Inspiring Your Employees. Available from   
http://www.trainingsolutions.com/pdf/motivating.pdf [Accessed 10th March, 2015]

Craig, R. L. (1987) Training and Development Handbook: A Guide to Human Resource 
Development. 3rd ed. New York:McGraw-Hill.

Cummings, T., & Worley, C. (2014). Organization Development and Change. Cengage learning.

Embrey, M. A. (2012) Designing and Implementing Training Programs. In: Management 
Science For Health. Available from http://apps.who.int/medicinedocs/documents/s19629en/s19629en.pdf [Accessed 10th March, 2015]

Garavan, T., & Carbery, R. (2012) Strategic Human Resource Development. International 
human resource development [internet].  pp. 1-22.  Available from http://www.IHRD2.pdf [Accessed 10th March, 2015]

Gusdorf, M. L. (2009) Training Design, Development and Implementation. Society for human 
resource management [internet]. Available from http://www.shrm.org/education/hreducation/documents/09-0171%20gusdorf_t%20and%20d%20final.pdf [Accessed 10th March, 2015]

Holton III, E. F., & Baldwin, T. T. (2003). Improving Learning Transfer in Organizations. John 
Wiley & Sons. http://www.123library.org/book_details/?id=7486.

Liu, A. (2010) Human Resource Development in Singapore International Airline. Available from 
http://aviationknowledge.wikidot.com/aviation:human-resource-development-in-singapore-internation [Accessed 10th March, 2015]

Mavin. S., Lee, L., & Robson, F. (2010) The Evaluation of Learning and Development in the 
Workplace: a review of the literature. Available from https://www.northumbria.ac.uk/static/5007/hrpdf/hefce/hefce_litreview.pdf [Accessed 10th March, 2015]

Ongori, H. & Nzonzo, J. C. (2011)Training and Development Practices in an Organization: An 
Intervention to Enhance Organizational Effectiveness. International journal of engineering and management sciences [internet], 2(4), pp. 187-198. Available from http://www.scienceandnature.org/IJEMS-Vol2%284%29-Oct2011/IJEMS_V2%284%293.pdf [Accessed 10th March, 2015]

Pun, K. F., & Nathai-Balkissoon, M. (2011) Integrating Knowledge Management into 
Reilly, A. J. (1998) Three Approaches to Organizational Learning. The Preiffer Library 
[internet], 16(2). Available from http://home.snu.edu/~jsmith/library/body/v16.pdf [Accessed 10th March, 2015]

Organizational Learning: A review of concepts and models. The learning Organization [internet], 18(3), pp. 203-223. Available from http://dx.doi.org/10.1108/09696471111123261 [Accessed 10th March, 2015]

Tannenbaum, S. I., & Yukl, G. (1992) Training and development in work organizations. Annual 
review of psychology [internet], 43(1), pp. 399-441. Available from http://10.1146/annurev.ps.43.020192.002151   [Accessed 10th March, 2015]

