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II MBA – Semester – I
Course Code TRAINING AND DEVELOPMENT L T P C

22MBA234C 4 0 0 4
Course Educational Objectives (CEO):

CEO1 : To make students understand the basic perspectives of training and development and various 
models of training.
CEO2 :  To provide the basic knowledge on career management concepts.
CEO3 :  To provide the conceptual knowledge and adaptive vocational and generic skills, reflect essential 
knowledge, skills or attitudes, focus on results of the learning experience.
CEO4 : To provide the students with the conceptual framework and theories that are essential in 
organizational behavior
CEO5 :  To Make the students understand about the various methods of training program and process 
of evaluation of training.

UNIT – I Training and Development Lecture Hrs: 10
Introduction, Significance - Training Process - Models of Training - Systematic Model, Transition Model, Systems 
Approach to Training.

UNIT – II Career Management Lecture Hrs: 12
Concept and Significance - Models of Career Development (Career Stages) - Roles of Employees, Managers, Human 
Resource Managers and Company in Career Management

UNIT – III Managers Training Centre in Organisation Lecture Hrs:12
Role of External Agency in T & D, Training as Consultancy - Issues on Training: Location, Duration, Assumptions, 
Goals and Techniques –Cost of Training – Training Budget - Selection of Trainees and its Criteria.

UNIT - IV Training Needs Assessment Lecture Hrs:12
Training Needs Analysis - Organization Analysis, Person Analysis, Task Analysis, Need Assessment Techniques and 
Advantages. Training Design: Designing a Training Module (Cross Cultural Leadership, Training the Trainer, Change), 
Lesson Plans. Training Implementation: Approaches, Seating Arrangements, Training of Trainees, Training Aids, 
Teaching and Facilitation Skills.

UNIT - V Training and Development Methods Lecture Hrs:12
Methods for Different Levels of Employees -E-Learning – CBT - Multimedia Training - Distance Learning. 
Evaluation of Training Program: Principles, Criteria and Approaches of Evaluation - Return on Investment 
in Training-Cross Culture Training - Kirkpatrick Model of Evaluation – CIRO Model.

Course Outcomes:

On successful completion of the course the student will be able to, POs & PSOs related 
to COs

CO1 Outline the basic concepts of training and development program and its 
models.

PO1, PO2, PO6, 
PSO1, PSO2

CO2 Identify the various career management concepts to choose their career 
objectives.

PO1, PO2, PO3, PO4, 
PO6, PSO1, PSO2



3

CO3 Demonstrate the various responsibilities and issues of training program. PO1, PO2, PO5, PO6, 
PSO1, PSO2

CO4 Lead themselves and others in the achievement of organizational goals, 
contributing effectively to a team environment.

PO1, PO2, PO5, PO6, 
PSO1, PSO2

CO5 Analyze the HR activities and provides the opportunities to develop 
their knowledge and skills in all areas of human resource management.

PO1, PO2, PO4, PO5, 
PO6, PSO1, PSO2

Text Books:
1. Training And Development (Text And Cases), 1/e, Amita Yadav Dr. Rajanikant Verma, Bharti 

Publications, New Delhi, 2022.
2. Training in Organizations, 4/e, Irwin L Goldstein, J Kevin Ford, Thomson, Wadsworth, 2009.
3. Employee Training & Development, 6/e Raymond A Noe, Tata McGraw-Hill, New Delhi, 2013.

Reference Books:
1. Effective Training, 5/e, James Thacker, Nick P. Blanchard, V Anand Ram, Prentice Hall India, New Delhi, 

2012.
2. Training and Development, 3/e, Rolf P Lynton and UdaiPareek, SAGE Publications, New Delhi. 

2011
3. Training in Organizations, 4/e, Irwin L Goldstein, J Kevin Ford, Thomson, Wadsworth, 2009.
Online Learning Resources:
https://corehr.wordpress.com/2013/05/15/training-and-development-methods/
https://www.valamis.com/hub/employee-development-methods
https://www.managementstudyguide.com/career-management.htm
https://www.marketing91.com/training-needs-assessment/

COURSE OUTCOMES VS POs MAPPING (DETAILED; HIGH:3; MEDIUM:2; LOW:1):
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C2304C.1 3 2 - - 3 - - 2.5 3

C2304C.2 3 2 3 3 - 3 - - 2.75 3

C2304C.3 3 3 - - 3 3 - - 3 3

C2304C.4 3 3 - - 3 3 - - 3 3

C2304C.5 3 3 - 3 3 3 - - 3 3

C2304C 3 2.6 3 3 3 3 - - 2.85 3

UNIT- I
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INTRODUCTION TO TRAINING 
AND DEVELOPMENT

"Training improves today's performance, 
while development prepares employees 
for tomorrow's challenges." 

Peter Drucker

UNIT- I
INTRODUCTION TO TRAINING AND DEVELOPMENT
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Unit Overview

This unit introduces the fundamental concepts of Training and Development in Human Resource 
Management. It explains the meaning, significance, and process of training and highlights how 
organizations enhance employee knowledge, skills, and performance through systematic training 
programs. The unit also examines important training models, namely the Systematic Model, 
Transitional Model, and Systems Approach to Training, which provide structured frameworks for 
planning, implementing, and evaluating training activities. Understanding these concepts helps students 
appreciate the strategic role of training in improving individual and organizational effectiveness.

OBJECTIVES OF THE UNIT

After studying this unit, students should be able to:

1. Understand the concept and meaning of training and development. 

2. Explain the significance of training in organizations. 

3. Describe the various stages involved in the training process. 

4. Analyze different models of training. 

5. Differentiate between the Systematic Model, Transitional Model, and Systems Approach to 
Training. 

6. Recognize the role of training in improving employee performance and organizational 
productivity. 

7. Apply training concepts to real organizational situations. 

LEARNING OUTCOMES

 Upon successful completion of this unit, learners will be able to:

 Define training and development clearly.

 Explain why training is important for employees and organizations.

 Identify and describe the steps in the training process.

 Compare and contrast different training models.

 Evaluate the effectiveness of training programs.

IMPORTANCE OF STUDYING THIS UNIT

Studying this unit is important because:

 Provides a strong foundation in Human Resource Management. 

 Enhances understanding of employee learning and performance improvement. 

 Develops analytical skills for evaluating training programs. 
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 Prepares students for managerial and HR roles.

KEY CONCEPTS
Concept Simple Meaning

Training Teaching employees the skills and knowledge needed for their current 

job.

Development Preparing employees for future roles and career growth.

Training Need 

Assessment (TNA)

Finding out what employees need to learn.

Training Objectives Specific goals that training aims to achieve.

Training Design Planning the content, methods, and activities of a training program.

Training Delivery Conducting the actual training sessions.

Training Evaluation Measuring whether training achieved its objectives.

Feedback Information used to improve future training programs.

Systematic Model of 

Training

A step-by-step approach involving needs assessment, design, 

implementation, evaluation, and feedback.

Transitional Model of 

Training

A model that helps employees move from their current performance 

level to a desired performance level.

Systems Approach to 

Training

A holistic approach that views training as an interconnected system of 

inputs, processes, outputs, and feedback.

Employee Performance How effectively an employee performs assigned tasks.

Learning Outcomes The knowledge, skills, and attitudes gained after training.

Training and Development (T&D) is a vital function of Human Resource Management (HRM) that 
focuses on enhancing employees' knowledge, skills, abilities, and attitudes to improve their performance 
and contribute effectively to organizational goals.
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In today's dynamic and competitive business environment, organizations must continuously upgrade the 
competencies of their workforce to adapt to technological advancements, changing customer 
expectations, and evolving market demands. Training helps employees acquire specific skills required 
for their current jobs, while development prepares them for future responsibilities and career growth.

Training and Development is a systematic process that transforms employees by equipping them with 
the necessary competencies to perform efficiently and effectively. It not only improves individual 
productivity but also strengthens organizational performance, innovation, employee engagement, and 
long-term sustainability.

By investing in Training and Development, organizations create a culture of continuous learning, 
enabling employees to grow professionally while helping the organization achieve its strategic 
objectives.

Key Outcomes of Training and Development:

 Enhanced knowledge and skills 

 Improved employee performance and productivity 

 Greater job satisfaction and motivation 

 Better adaptability to change 

 Stronger leadership and managerial capabilities 

 Increased organizational effectiveness and competitiveness
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In Human Resource Management (HRM), a system of employee education is referred to as training and 
development. It contains various resources, guidelines, and exercises to enhance employee performance. 
Employees have the chance to broaden their knowledge and improve their abilities with the training 
methods in HRM.

It is a teaching tool that contains data and guidelines for honing already acquired abilities and 
introducing fresh ideas and information to boost worker productivity. An effective training and 
development plan built on an analysis of the training needs aids the business in raising the productivity 
and skill levels of its workforce.

Training is a transforming process that requires some input and in turn it produces output in the form of 
knowledge, skills, and attitudes (KSAs).
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Training and Development

Training and Development is the continuous process of improving skills, gaining knowledge, clarifying 
concepts and changing attitude through structured and planned education by which the productivity and 
performance of the employees can be enhanced. 

It emphasize on the improvement of the performance of individuals as well as groups through a proper 
system within the organization which focuses on the skills, methodology and content required to achieve 
the objective. 

Good & efficient training of employees helps in their skills & knowledge development, which 
eventually helps a company improve its productivity leading to overall growth.



10

Relation and Difference between Training and Development

There is a relation between training and development, and there is clear difference between the two 
based on goals to be achieved. Development is made to answer the training problems

 

Importance of Training and Development

For companies to keep improving, it is important for organizations to have continuous training and 
development programs for their employees. 
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Competition and the business environment keeps changing, and hence it is critical to keep learning and 
pick up new skills. 

The importance of training and development is as follows:

1. Optimum utilization of resources

2. Development of skills like time management, leadership, team management etc.

3. To increase the performance, productivity and motivation

4. To imbibe the team spirit

5. For improvement of organization culture

6. To improve quality

7. To increase profitability and bottom line by acquiring new skills

8. Improving brand image by having well trained employees
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HR’s job in training and development is to help staff members realize their full potential. 
These responsibilities can be carried out to fulfill this important role:

 Employee mentoring and guidance
 Keeping an eye on staff performance
 Getting comments and analyzing the information gathered
 Providing educational opportunities and improvement activities
 Providing adequate on-the-job training
 Increasing employee motivation and spirit

TRAINING AND DEVELOPMENT PROCESS

Training and development is a continuous process as the skills, knowledge and quality of work needs 
constant improvement. Since businesses are changing rapidly, it is critical that companies focus on 
training their employees after constantly monitoring them & developing their overall personality.

Steps for training and development processes are:
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1. Determine the need of training and development for individuals or teams

First of all the need has to be seen for training and development. It has to align with the company's goals 
and objectives.

2. Establish specific objectives & goals which need to be achieved

The goals and objectives of the training and development have to be established. Whether the goal is 
awareness about new products or even installation is required to be learnt.

3. Select the methods of training

Next, methods have to be defined. The training can be done as a :

1. Classroom Training

2. Online Self paced courses

3. Course with certification

4. Instructor led online training

4. Conduct and implement the programs for employees

After the plan and methods are finalized, the training and development programs have to be executed 
where courses, instructions are taught to the employees, partners or vendors.

5. Evaluate the output and performance post the training and development sessions
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Training and Development is incomplete without proper monitoring. Monitoring can be done through 
evaluation of the instructor as well as attendees. 

Instructor evaluation can be done through feedback or ratings but attendees can be evaluated through 
internal or external certifications or scores.

6. Keep monitoring and evaluating the performances and again see if more training is required

Based on the evaluation results in the previous step, management needs to ascertain that if the training 
and development program was sufficient for now or more training and enablement would be required. 
Also, if future trainings are to be planned.

MODELS OF TRAINING

A systematic approach to training

 In today’s highly competitive business environment, organisations need to constantly adapt to changing 
market conditions, consumer preferences, and technological advancements. 

This requires a well-trained and competent workforce that can drive innovation, increase efficiency, and 
deliver excellent customer service. 

A systematic approach to training helps organisations achieve these goals by providing a structured and 
consistent framework for employee development.
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Key components of a systematic approach to training

 Stage 1: Identify and define training needs

Stage 2: Design learning and development programme

Stage 3: Implementing learning events and programmes

Stage 4: Systematically evaluate training

 Stage 1: Identify and define training needs

The first stage is to identify and define the training needs of the employees. For example, some 
employees may lack communication skills while some others lack leadership skills. 

Managers can identify the training needs of employees in a number of ways. For example, a 
conversation with an employee may sometimes be enough to identify his/her training needs.

Stage 2: Design learning and development programme

Once the training needs are identified, the next stage is to design training programmes and select 
training methods. 

For example, a basic health and safety programme may be designed for new employees in organisations. 
The question is now how to deliver this programme. 

Stage 3: Implementing learning events and programmes

The third stage is about implementing the training programme designed in the preceding stage. There are 
a number of issues to consider here. 

For example, starting the programme according to the published time, safety of the participants, making 
the event enjoyable and many more should be taken into account.

Stage 4: Systematically evaluate training
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Training programmes need to be evaluated to assess their effectiveness.  Top management is often 
interested to see the results produced by training programmes as well. A training programme can be 
evaluated in a number of ways. A number of theoretical models are available to help managers on how 
to evaluate a training programme. 

Kirkpatric model, ROI, and CIRO are some of the well-known evaluation models. 

Benefits of using a systematic approach to training

 Improved performance
 Higher employee engagement
 Better alignment with organizational goals
 Cost-effectiveness
 Easier evaluation and measurement

 Challenges in implementing a systematic approach to training

Despite its many benefits, implementing a systematic approach to training can be challenging for some 
organisations. Some of the common challenges include:

 Resource constraints
 Resistance to change
 Lack of expertise
 Keeping training content up to date
 Evaluating training effectiveness

TRANSITIONAL TRAINING

Transitional Training is a type of training provided to employees when they are moving from one 
role, responsibility, process, or work environment to another. 
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It helps individuals acquire the knowledge, skills, and competencies required to successfully adapt to 
new situations and perform effectively during periods of change.

Organizations frequently experience transitions due to promotions, technological advancements, 
restructuring, mergers, job rotations, policy changes, or the introduction of new systems. 

It ensures that employees can smoothly navigate these changes with minimal disruption to productivity 
and performance.

Transitional Training refers to a structured learning process designed to bridge the gap between an 
employee's current capabilities and the skills required for a new role, technology, process, or 
organizational change.

Objectives of Transitional Training

 Facilitate smooth adaptation to change. 

 Minimize employee resistance during transitions. 

 Develop new skills and competencies. 

 Improve confidence and job performance. 

 Ensure continuity of operations. 

 Enhance organizational agility and flexibility. 

Need for Transitional Training

Transitional training becomes necessary when:

 Employees are promoted to higher positions. 

 New technologies or software are introduced. 

 Organizational restructuring takes place. 

 Employees are transferred to different departments. 

 Mergers and acquisitions occur. 

 Employees are assigned new responsibilities. 

Process of Transitional Training

1. Identify Skill Gaps

Assess the difference between existing competencies and new job requirements.

2. Set Training Objectives

Define clear and measurable learning outcomes.

3. Design the Training Program

Develop training content, methods, and schedules.
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4. Implement Training

Deliver training through workshops, mentoring, simulations, or on-the-job learning.

5. Provide Support and Coaching

Offer continuous guidance through mentors and supervisors.

6. Evaluate Effectiveness

Measure employee adaptation, performance improvement, and training outcomes.

Benefits of Transitional Training

For Employees

 Reduces anxiety and uncertainty. 

 Increases confidence and competence. 

 Enhances career growth opportunities. 

 Improves job satisfaction. 

For Organizations

 Minimizes disruption during change. 

 Increases productivity and efficiency. 

 Improves employee retention. 

 Enhances organizational adaptability. 

 Supports successful implementation of change initiatives. 

Example

When a company implements a new Enterprise Resource Planning (ERP) system, employees must 
learn new software, workflows, and procedures. Transitional training helps them acquire the necessary 
skills to use the new system effectively, ensuring a smooth transition and minimal impact on 
productivity.

System Model Training:
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The system model 
consists of five phases. 
It should be repeated 
on a regular basis to 
make further 
improvements. The 
training should achieve 
the purpose of helping 
the employees to 
perform their work to 
required 
standards.

The steps involved in System Model of training are as follows:

1. Analysis and Identification:

Analyze and identify the training needs i.e. to analyze the department, job, employees requirement, who 
needs training, what do they need to learn, estimating training cost, etc.

2. Designing:

Design and provide training to meet identified needs. This step requires developing objectives of 
training, identifying the learning steps, sequencing and structuring the contents.

3. Developing:

This phase requires listing the activities in the training program that will assist the participants to learn, 
selecting delivery method, examining the training material and validating information to be imparted to 
make sure it accomplishes all the goals and objectives.

4. Implementation:

Implementing is the hardest part of the system because one wrong step can lead to the failure of whole 
training programme.

5 Evaluation :Evaluating each phase so as to make sure it has achieved its aim in terms of subsequent 
work performance. Making necessary amendments to any of the previous stage in order to remedy or 
improve failure practices.

UNIT HIGHLIGHTS

 Introduction to the concept of Training and Development. 
 Significance of training for employee and organizational growth. 
 Understanding the stages of the Training Process. 
 Importance of Training Needs Assessment (TNA). 
 Setting training objectives and designing training programs. 
 Methods of training implementation and delivery. 
 Evaluation of training effectiveness and feedback mechanisms. 
 Study of the Systematic Model of Training. 
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Text Books:

1. Training And Development (Text and Cases), 1/e, Amita Yadav Dr. Rajanikant Verma, Bharti 
Publications, New Delhi, 2022.

2. Training in Organizations, 4/e, Irwin L Goldstein, J Kevin Ford, Thomson, Wadsworth, 
2009.

3. Employee Training & Development, 6/e Raymond A Noe, Tata McGraw-Hill, New Delhi, 
2013.

Text Books:
1. Training And Development (Text And Cases), 1/e, Amita Yadav Dr. Rajanikant Verma, Bharti 

Publications, New Delhi, 2022.
2. Training in Organizations, 4/e, Irwin L Goldstein, J Kevin Ford, Thomson, Wadsworth, 

2009.
3. Employee Training & Development, 6/e Raymond A Noe, Tata McGraw-Hill, New Delhi, 

Case Study: Tata Consultancy Services (TCS) – Upskilling Employees for Digital Transformation
Background

Tata Consultancy Services (TCS), one of India's largest IT services companies, faced a major challenge as technologies 
such as Artificial Intelligence (AI), Cloud Computing, Data Analytics, and Automation rapidly transformed the IT 
industry.
Many employees possessed strong traditional programming skills, but clients increasingly demanded expertise in 
emerging digital technologies. TCS realized that without continuous learning and development, employee skills could 
become outdated, affecting organizational competitiveness.
Training Initiative
To address this challenge, TCS launched a large-scale digital learning and development program. The company:

 Identified skill gaps through performance assessments and project requirements. 
 Designed online and classroom-based training modules. 
 Offered certifications in AI, Machine Learning, Cloud Computing, and Data Analytics. 
 Created a self-learning platform allowing employees to learn at their own pace. 
 Encouraged managers to mentor employees during the learning process. 

Results
After implementing the training program:

 Employees acquired new digital skills and certifications. 
 Productivity and project delivery improved. 
 Employee confidence and job satisfaction increased. 
 TCS successfully met client demands for digital transformation projects. 
 The organization strengthened its competitive position in the global IT market. 

Discussion Questions
1. What was the main reason TCS introduced the training program? 
2. Which emerging technologies were included in the training initiative? 
3. How did TCS identify employee training needs?
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2013.

S.No. CO Questions BT

Unit I: Introduction to Training and Development

PART- A (TWO MARKS QUESTIONS)

1 1 Define Training.  L1

2 1 What is meant by Employee Development?  L1

3 1 State any two objectives of training. L1

4 1 Mention two benefits of training to employees.  L2

5 1 What is Training Need Assessment (TNA)?  L1

6 1 List the stages involved in the training process. L2

7 1 What is a Training Model? L1

8 1 What is training evaluation? L2

PART-B (TEN MARKS QUESTIONS)

1 1  Explain the concept, significance, and objectives of training in modern organizations.  L2

2 1  Discuss the various stages involved in the training process with suitable examples.  L4

3 1 Examine the different models of training and explain their relevance in employee 
development.  L4

4 1 Describe the Systematic Model of Training and evaluate its advantages and limitations. L5

5 1 Explain the Transitional Model of Training and analyze its role in organizational change 
and performance improvement.  L4

6 1 Discuss the Systems Approach to Training and assess how it contributes to 
organizational effectiveness. L5

UNIT – II

CAREER MANAGEMENT
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“Train people well enough so they can 
leave, treat them well enough so they 

don’t want to.” – Richard Branson

UNIT OVERVIEW

Career Management is a systematic process through which employees plan, develop, and manage their 
careers while organizations provide opportunities and support for career growth. This unit introduces the 
concept and significance of career management, explores various models of career development based 
on career stages, and examines the roles of employees, managers, human resource managers, and 
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organizations in managing careers effectively. Understanding career management helps individuals 
achieve professional success and enables organizations to develop and retain talented employees.

OBJECTIVES OF THE UNIT

After studying this unit, learners will be able to:

1. Understand the concept and significance of career management. 

2. Explain the need and importance of career development in organizations. 

3. Describe the various models of career development and career stages. 

4. Analyze the different stages of an employee's career life cycle. 

5. Understand the role of employees in managing their careers. 

6. Examine the responsibilities of managers in supporting employee career growth. 

7. Explain the role of Human Resource Managers in career management. 

8. Apply career management concepts in real-world organizational settings. 

LEARNING OUTCOMES

Upon successful completion of this unit, students will be able to:

 Define career management and career development. 

 Explain the significance of career management in organizations. 

 Identify and describe the major career development models. 

 Analyze the different stages of career development. 

 Differentiate the roles of employees, managers, HR managers, and organizations in career 
management. 

 Develop an understanding of career planning and progression. 

 Recognize the importance of continuous learning and career growth. 

IMPORTANCE OF STUDYING THE UNIT

 Helps individuals plan and manage their careers effectively. 

 Enhances understanding of career growth opportunities. 

 Develops awareness of career planning and development processes. 
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 Improves employability through continuous skill development. 

 Supports personal and professional growth. 

 Helps organizations retain talented employees. 

 Facilitates succession planning and leadership development. 

 Prepares employees to adapt to changing business environments. 

KEY CONCEPTS

Career

The sequence of work-related experiences and positions held by an individual throughout life.

Career Management

A continuous process of planning, developing, implementing, and monitoring career goals.

Career Development

The process of enhancing skills, knowledge, and competencies to achieve career objectives.

Career Planning

Setting career goals and identifying the steps required to achieve them.

Career Stages

Different phases of career growth, including Exploration, Establishment, Mid-Career, Late Career, and 
Decline/Retirement.

Self-Assessment

Evaluating personal strengths, weaknesses, interests, values, and career aspirations.

Career Progression

Advancement through promotions, transfers, and increased responsibilities.

Career Counseling

Guidance provided to employees regarding career opportunities and development.

Succession Planning

Identifying and preparing employees for future leadership positions.
Career: Career can be defined as a general course of action a person chooses to pursue throughout his 
or her working life.

We may define career as the "occupational positions a person has had over many years." 

Career planning is the deliberate process through which someone becomes aware of his or her personal 
skills, interests, knowledge, motivations, and other characteristics; acquires information about 
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opportunities and choices; identifies career-related goals; and establishes action plans to attain specific 
goals. 

Career Management is the process of planning, developing, and monitoring an individual's career path 
through continuous learning, skill enhancement, performance improvement, and goal achievement.

Career management as a process for enabling employees to better understand and develop their career 
skills and interests, and to use these skills and interests most effectively both within the company and 
after they leave the firm.

Elements Of Career Management

Below are the three elements of occupational management programmes:
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Career planning

Career planning is an intentional process involving determining career goals, understanding the 
opportunities and potential constraints and making decisions, while also considering their consequences 
and taking active steps to achieve those goals. 

Typically, the employee and their supervisor do this together. The employee usually requires assessing 
their skills and experience to better understand their strengths and areas to improve to become more 
proficient as a professional. They may then discuss with their supervisors about the opportunities in 
those areas or fields.

Career pathing

A career path is similar to a roadmap that lets employees know their progress opportunities within an 
organisation in the long term. By looking at the career expectations that are set during the planning 
process, employees and their supervisors can monitor and consider potential paths for the employee. 

As an employee may likely have several career path options available to them, companies often try to 
have a clear career development structure in place to encourage employees to join their organisation. 

Career development

Career development is a process that helps individuals plan careers that match the company's 
requirements and help them meet their objectives. It is an ongoing process for each employee where the 
organisation's duty is to share training and development programmes that may help employees progress 
along their career paths. 
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Besides helping the individual upskill, it also helps ensure the company benefits from the acquired skills 
and proficiencies. It is also a strategic approach to retaining quality employees and reducing talent 
acquisition costs in the future.
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Organisation's Role in Career Management

1) Skill application 

Your organisation plays a crucial role in facilitating the application of your skills within the workplace. 
The organisation enhances your job satisfaction by providing opportunities to utilise your talents 
effectively in your role. 

2) Learning and development 

Your organisation is responsible for investing in your continuous learning and development. Through 
training, the organisation equips you with the necessary skills to excel in your current role and prepare 
for future opportunities.  

3) Activities and resources 

Your organisation offers various activities and resources to support your Career Management efforts. 
From mentorship programs to networking events, the organisation provides you with the tools and 
support needed to navigate your Career path successfully. 

Career Management Model: 7 Components

The career management model describes how people should manage their careers. It is the abstraction of 
reality. It is a standard or example for imitation or comparison. It contains a set of variables related to 
each other in a specified manner so that we can better understand some piece of the world.
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The career management model consists of a 7 important components.
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1. Self-Assessment

The process of understanding one's strengths, weaknesses, interests, values, personality traits, and 
career aspirations.

Activities

 Skill assessment 

 Personality assessment 

 Interest inventories 

 SWOT Analysis 

Questions Asked

 What am I good at? 

 What are my interests? 

 What motivates me? 

 What are my career expectations? 

Benefits

 Enhances self-awareness 

 Helps identify suitable career paths 

 Improves decision-making 

2. Career Exploration

Gathering information about various career opportunities and organizational requirements.

Activities

 Researching occupations 

 Studying job descriptions 

 Networking with professionals 

 Exploring career paths 

Benefits

 Broadens career options 

 Identifies future opportunities 

 Helps understand industry trends 

3. Goal Setting

Establishing clear and achievable career objectives.
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Types of Goals

Short-Term Goals

 Complete a certification course 

 Improve communication skills 

Long-Term Goals

 Become a department manager 

 Reach executive-level positions 

 Start an entrepreneurial venture 

4. Career Planning

Developing a roadmap to achieve career objectives.

Activities

 Identifying skill gaps 

 Planning educational requirements 

 Determining training needs 

 Selecting developmental opportunities 

Components

 Career path identification 

 Training plans 

 Promotion planning 

5. Development Activities

Improving knowledge, skills, and competencies necessary for career advancement.

Methods

Formal Development

 Training programs 

 Workshops, Seminars 

 Professional certifications 

Informal Development

 Coaching 

 Mentoring 

 Job rotation, Self-learning 
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6. Performance Evaluation and Feedback

Assessing employee performance and providing constructive feedback.

Methods

 Performance appraisal 

 360-degree feedback 

 Supervisor reviews 

 Self-assessment 

Purpose

 Measure progress 

 Identify strengths and weaknesses 

 Improve future performance 

7. Career Progression

Advancement in an individual's career through promotions, transfers, expanded responsibilities, 
or leadership roles.

Forms of Career Progression

Vertical Progression

Promotion to higher-level positions.

Example:
Executive → Senior Executive → Manager → Director

Horizontal Progression

Movement across departments to gain diverse experience.

Example:
HR Executive → Training Coordinator → Talent Acquisition Specialist

8. Review and Reassessment

Periodically evaluating career achievements and adjusting career plans.

Reasons for Reassessment

 Changing interests 

 Technological advancements 

 Organizational changes 

 New career opportunities 
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The Role and Significance of HR Management in Career Development

Human Resource (HR) management plays a pivotal role in shaping the career development of 
employees within an organization. This function extends beyond traditional administrative 
responsibilities to include strategic involvement in enhancing employee skills, satisfaction, and career 
progression. Effective HR management not only benefits individual employees but also contributes to 
the overall success and competitiveness of the organization. Here’s a detailed exploration of how HR 
management facilitates career development and why it is so significant.

1. Talent Identification and Acquisition

2. Onboarding and Orientation

3. Training and Development Programs

4. Performance Management and Feedback

5. Career Pathing and Succession Planning

6. Employee Engagement and Retention

7. Mentorship and Coaching

8. Work-Life Balance and Well-being
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The Role Employees in Career Development

In career development, employees and companies have distinct yet complementary roles. Employees are 
primarily responsible for their own career growth, actively seeking opportunities, developing skills, and 
aligning their goals with the company's needs. Companies (or their managers) should support this by 
providing resources, feedback, and opportunities for training and development, creating a culture that 
values growth and providing a clear path for advancement. 

Employee's Role:

 Self-Assessment and Goal Setting:

Employees should regularly assess their skills, interests, and career aspirations, setting both short-term 
and long-term goals. 

 Seeking Opportunities:

Employees should actively seek out opportunities for training, development, and advancement within 
the company. 

 Taking Initiative:

Employees should take ownership of their career development, proactively seeking out information, 
resources, and guidance. 

 Developing Skills:

Employees should focus on developing the skills and knowledge needed for their current role and future 
career aspirations. 

 Seeking Feedback:

Employees should actively seek feedback from managers and peers to understand their strengths and 
areas for improvement. 

 Communicating Goals:

Employees should communicate their career goals and aspirations to their managers, allowing for better 
alignment and support. 
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The Role Company in Career Development

On the whole it is the responsibility of the organization to monitor and check the career management 
system and assess that employees and the managers are using the career management system as desired 
and periodically check whether the system is facilitating to meet the objectives of the organization. 
Apart, from this it is the bounden responsibility of the organization to provide opportunities for 
workshops, conduct career counseling workshops, develop career paths etc. for employees so that the set 
goals are achieved. 

Company's Role:

 Providing Resources and Support:

Companies should provide resources such as training programs, mentorship opportunities, and access to 
career development tools. 

 Creating a Supportive Culture:

Companies should foster a culture that values learning, development, and career progression. 

 Offering Career Paths:

Companies should create clear career paths and opportunities for advancement within the organization. 

 Providing Feedback and Coaching:

Managers should provide regular feedback, coaching, and guidance to employees on their career 
development. 

 Recognizing and Rewarding Growth:

Companies should recognize and reward employees who demonstrate a commitment to career 
development and progression. 

 Aligning Business Needs with Employee Goals:

Companies should align their business needs with employee development goals, ensuring that employee 
growth contributes to the overall success of the organization. 
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UNIT HIGHLIGHTS

• Career Management is a continuous process that supports employee growth and 

organizational success. 

• Effective career management aligns individual aspirations with organizational goals. 

• Career development occurs through various stages, including Exploration, Establishment, 

Mid-Career, Late Career, and Retirement. 

• Career Development Models provide frameworks for understanding career progression. 

• Employees are responsible for self-assessment, goal setting, and continuous learning. 

• Managers support employees through coaching, mentoring, and performance feedback. 

• HR Managers facilitate career planning, training, development, and succession planning. 

• Organizations create opportunities for career advancement and professional growth. 

• Career management improves employee motivation, retention, productivity, and job 

satisfaction. 

• Continuous learning and skill development are essential for long-term career success.
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Case Study: Career Management at IBM
Career Development and Continuous Learning at IBM

Background
IBM is one of the world's leading technology companies. With rapid technological advancements in artificial
intelligence, cloud computing, and data analytics, IBM recognized that employees needed continuous career 
development to remain relevant and competitive.

To address this challenge, IBM implemented a comprehensive career management system that focuses on 
employee growth, skill development, career planning, and internal mobility.

The Situation
Many employees possessed skills that were becoming outdated due to technological changes. At the same
time, IBM needed employees with expertise in emerging technologies. The company faced the challenge of 
closing skill gaps while retaining talented employees.

Career Management Initiatives
1. Career Planning :IBM encouraged employees to assess their career goals and identify future career paths 
within the organization.

2. Continuous Learning: Employees were provided access to online learning platforms, certifications,
workshops, and skill-development programs.

3. Internal Mobility

4. Mentoring and Coaching

5. Performance Feedback

Results
• Improved employee skills and competencies.
• Higher retention of talented employees.
• Better succession planning for leadership positions.
• Enhanced organizational adaptability to technological changes.

Lessons Learned
• Career management benefits both employees and organizations.
• Continuous learning is essential in a dynamic business environment.
• Organizations that invest in employee development achieve higher productivity and retention.

Discussion Questions
1. What was the primary career management challenge faced by IBM?
2. How did mentoring contribute to employee career development at IBM?
3. Name any two career management initiatives adopted by IBM.
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Text Books:
1. Training And Development (Text And Cases), 1/e, Amita Yadav Dr. Rajanikant Verma, Bharti 

Publications, New Delhi, 2022.
2. Training in Organizations, 4/e, Irwin L Goldstein, J Kevin Ford, Thomson, Wadsworth, 

2009.
3. Employee Training & Development, 6/e Raymond A Noe, Tata McGraw-Hill, New Delhi, 

2013.

S.No. CO Questions BT

Unit II: CAREER MANAGEMENT

PART- A (TWO MARKS QUESTIONS)

1 2 Define Career Management.  L1

2 2 What is meant by Career Development?  L1

3 2 List any two stages of the Career Development Model.  L1

4 2 State any two roles of an employee in career management.  L2

5 2  What is succession planning in career management? L1

6 2 Mention any two responsibilities of HR managers in career development. L2

PART-B (TEN MARKS QUESTIONS)

1 2 Explain the concept and significance of Career Management in modern 
organizations. L2

2 2 Discuss the Career Development Model and explain the various career stages in 
detail) L2

3 2 Analyze the role of employees, managers, HR managers, and the organization in 
effective career management.  L4

4 2 Examine the importance of career planning and career development for both 
employees and organizations. L4

5 2 Explain the concept of career development and discuss its importance in modern 
organizations. L2

6 2 Describe the various stages of career development with suitable examples. L5
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UNIT-III
MANAGERS TRAINING 

CENTRE IN ORGANISATION

“Take care of your employees 
and they will take care of your 
business.” – Richard Branson
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UNIT OVERVIEW

This unit focuses on the strategic aspects of Training and Development (T&D) by examining the role of 
external agencies, training consultancy, key issues involved in designing training programs, training 
costs and budgeting, and the selection of trainees. It provides an understanding of how organizations 
collaborate with external experts to enhance employee competencies and organizational effectiveness. 
The unit also discusses important decisions regarding training location, duration, assumptions, goals, 
and techniques, along with methods for managing training investments through budgeting and selecting 
suitable participants for training programs.

OBJECTIVES OF THE UNIT

After studying this unit, students will be able to:

 Understand the role of external agencies in Training and Development. 
 Explain training as a consultancy service. 
 Identify major issues involved in planning and implementing training programs. 
 Analyze factors such as training location, duration, assumptions, goals, and techniques. 
 Understand the concept and significance of training costs. 
 Examine the process of selecting trainees and the criteria used for selection. 
 Evaluate the effectiveness of external training interventions in organizations. 

LEARNING OUTCOMES

Upon successful completion of this unit, learners will be able to:

 Describe the contribution of external agencies to employee development. 
 Assess various factors affecting training design and delivery. 
 Calculate and evaluate training costs and budget requirements. 
 Develop appropriate trainee selection criteria for different training programs. 
 Recommend suitable training methods based on organizational requirements. 
 Analyze the impact of training investments on organizational performance. 
 Apply training planning concepts in real-world organizational settings. 

IMPORTANCE OF STUDYING THE UNIT

 Helps understand the growing role of external experts in employee development. 
 Provides knowledge of effective training planning and implementation. 
 Enhances decision-making regarding training investments and resource allocation. 
 Supports the development of cost-effective training programs. 
 Improves understanding of trainee selection and training effectiveness. 
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 Develops skills required for managing training consultancy projects. 
 Contributes to overall organizational productivity and competitiveness. 

KEY CONCEPTS

Role of External Agency in Training and Development

External organizations, consultants, educational institutions, and professional trainers that provide 
specialized training expertise and resources.

Training as Consultancy

A process where training experts diagnose organizational problems and recommend suitable learning 
interventions to improve performance.

Training Location

The venue where training is conducted, either on-the-job, off-site, virtual, or hybrid.

Training Duration

The length of time allocated for training programs based on objectives and learner needs.

Training Assumptions

Underlying beliefs regarding trainee capabilities, learning requirements, and expected outcomes.

Training Goals

Specific objectives that training programs aim to achieve in terms of knowledge, skills, and attitudes.

Training Techniques

Methods used to deliver training, such as lectures, simulations, case studies, role plays, e-learning, and 
workshops.

Cost of Training

The total expenditure incurred in planning, designing, delivering, and evaluating training programs.

Training Budget

A financial plan that allocates resources for training activities and development initiatives.

Selection of Trainees

The process of identifying employees who should participate in training programs.

Criteria for Selection of Trainees

Factors such as job requirements, performance gaps, skill deficiencies, career potential, and 
organizational needs used to select trainees.
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MANAGER TRAINING

The definition of manager training is a type of learning and development program that focuses on 

developing the skills and knowledge of individuals who are responsible for leading and managing others 

in the workplace.

Manager training is a critical component of an organization’s overall training and development strategy. 

Managers play a key role in driving organizational success by leading teams, making strategic decisions, 

and fostering a productive work environment. Effective manager training equips managers with the 

skills and knowledge needed to excel in their roles, adapt to changing business environments, and 

support the development of their teams. 
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COST OF TRAINING

Meaning

The Cost of Training refers to all expenses incurred by an organization in planning, designing, 
delivering, and evaluating training programs for employees. These costs represent the investment made 
to enhance employee knowledge, skills, and performance.

Types of Training Costs

1. Direct Costs

These are expenses directly related to conducting the training program.

 Trainer fees 

 Training materials and manuals 

 Venue or classroom rental 

 Audio-visual equipment 

 Software and technology licenses 

 E-learning platform charges 

2. Indirect Costs

These are expenses that arise indirectly from training activities.

 Employee salaries during training time 

 Administrative support costs 

 Utility expenses 

 Opportunity cost of lost productivity 

 Supervision and coordination costs 

3. Participant Costs

Expenses incurred for trainees.

 Travel expenses 

 Accommodation charges 

 Meals and refreshments 

 Training allowances 

4. Development Costs

Costs involved in creating training programs.

 Training needs assessment 
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 Content development 

 Course design 

 Learning material preparation 

5. Evaluation Costs

Costs associated with measuring training effectiveness.

 Feedback surveys 

 Assessment tests 

 Performance evaluation 

 ROI analysis 

Factors Influencing Training Costs

 Number of participants 

 Duration of training 

 Type of training (online, offline, hybrid) 

 Trainer expertise 

 Training location 

 Technology requirements 

 Complexity of the subject matter 

Importance of Calculating Training Costs

 Helps in budget preparation 

 Ensures efficient use of resources 

 Facilitates cost-benefit analysis 

 Measures return on investment (ROI) 

 Supports strategic decision-making 

Formula for Calculating Training Cost

Total Training Cost = Direct Costs + Indirect Costs + Development Costs + Participant Costs + 
Evaluation Costs

Example

Suppose an organization conducts a training program for 50 employees:

 Trainer Fee = ₹40,000 

 Training Materials = ₹10,000 
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 Venue Charges = ₹15,000 

 Employee Time Cost = ₹20,000 

 Travel & Refreshments = ₹10,000 

 Evaluation Cost = ₹5,000 

Total Training Cost = ₹1,00,000

Conclusion

Training costs represent an investment in human capital. Proper estimation and control of these costs 
help organizations conduct effective training programs while maximizing employee development and 
organizational performance.
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UNIT HIGHLIGHTS

 External agencies provide specialized knowledge, expertise, and training support. 
 Training consultancy helps organizations solve performance and skill-related challenges. 
 Training effectiveness depends on proper decisions regarding location, duration, goals, and 

techniques. 
 Training costs must be carefully monitored to ensure maximum return on investment. 
 Training budgets help organizations allocate resources efficiently. 
 Selection of trainees should be based on objective and performance-related criteria. 
 Effective training planning contributes to employee development and organizational success. 
 Proper management of training investments enhances productivity, competitiveness, and long-

term growth. 

Real-World Case Study: Training and Development at Toyota

Toyota Motor Corporation is known for its commitment to employee training and continuous 
improvement. As the company expanded its manufacturing operations worldwide, it faced 
challenges in maintaining consistent quality standards across different plants.

To address this issue, Toyota introduced structured training programs for employees at all
levels. New employees received orientation and on-the-job training, while existing 
employees participated in skill development and problem-solving workshops. The company 
also trained employees in the principles of the Toyota Production System (TPS), which
emphasizes quality, efficiency, and continuous improvement.

As a result of these training initiatives, employees became more skilled, production errors 
decreased, product quality improved, and overall productivity increased. Toyota's investment
in employee training helped the company maintain its competitive advantage in the global 
automobile industry.

Questions

1. Analyze the impact of training and development on organizational performance with 
reference to Toyota. 

2. Evaluate how continuous employee training contributed to Toyota's global success. 
3. Discuss the relationship between training, productivity, and quality improvement using 

the Toyota case study.
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S.No. CO Questions BT

Unit III: MANAGERS TRAINING CENTRE IN ORGANISATION

PART- A (TWO MARKS QUESTIONS)

1 3 Define the role of external agencies in Training and Development (T&D). L1

2 3 What is meant by training as consultancy? L2

3 3 List any two issues related to training design. L1

4 3 What is the meaning of training budget? L2

5 3 State any two components of the cost of training. L1

6 3 Mention any two criteria used for the selection of trainees. L2

PART-B (TEN MARKS QUESTIONS)

1 3 Explain the role of external agencies in Training and Development. L2

2 3 Discuss training as a consultancy service and its significance in organizations. L2

3 3 Explain the major issues in training with reference to location, duration, 
assumptions, goals, and techniques. L4

4 3 Describe the various components involved in the cost of training. L2

5 3 Discuss the importance of a training budget in organizational development. L4

6 3 Explain the criteria for selecting trainees for training programs. L3
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UNIT IV 
TRAINING NEEDS ASSESMENT

“The way your employees feel is 
the way your customers will 

feel.” – Sybil F. Stershic
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UNIT-IV

TRAINING NEED ASSESMENT

UNIT OVERVIEW

This unit focuses on important aspects of Training and Development (T&D) that contribute to employee 
growth and organizational effectiveness. It explains the role of external agencies in training, the concept 
of training as consultancy, key issues involved in designing training programs such as location, duration, 
assumptions, goals, and techniques, and the financial aspects including training costs and training 
budgets. The unit also discusses the selection of trainees and the criteria used to identify employees who 
will benefit most from training programs.

OBJECTIVES OF THE UNIT

After studying this unit, learners will be able to:

 Understand the role of external agencies in Training and Development. 

 Explain the concept of training as consultancy. 

 Identify major issues involved in planning and conducting training programs. 

 Analyze factors related to training location, duration, assumptions, goals, and techniques. 

 Understand the components and significance of training costs. 

 Explain the preparation and importance of training budgets. 

 Understand the process of trainee selection. 

 Examine various criteria used for selecting trainees. 

 Evaluate the effectiveness of training investments in organizations. 

LEARNING OUTCOMES

Upon successful completion of this unit, students will be able to:

 Describe the contribution of external agencies to organizational training. 

 Explain how consultancy services support employee development. 

 Identify and analyze key issues in training design and implementation. 

 Calculate and interpret various training costs. 

 Prepare and assess a training budget. 

 Apply trainee selection criteria in organizational settings. 

 Evaluate training decisions from a managerial perspective. 
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IMPORTANCE OF STUDYING THE UNIT

 Helps understand how organizations utilize external expertise for employee development. 

 Provides knowledge about planning and managing effective training programs. 

 Enhances understanding of training-related costs and budgeting processes. 

 Develops skills for selecting appropriate employees for training. 

 Improves decision-making regarding training investments. 

 Supports efficient utilization of organizational resources. 

 Contributes to employee competency development and organizational success. 

 Builds a foundation for strategic human resource development. 

KEY CONCEPTS

 Training and Development (T&D) 

 External Training Agencies 

 Training Consultancy 

 Training Location 

 Training Duration 

 Training Assumptions 

 Training Goals 

 Training Techniques 

 Cost of Training 

 Direct and Indirect Training Costs 

 Training Budget 

 Budget Allocation 

 Trainee Selection 

 Selection Criteria 

 Training Effectiveness 

 Return on Investment (ROI) 
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TRAINING NEED ASSESMENT

Training needs assessment: An assessment focuses on individual training needs within an organization. It 
involves the systematic evaluation of employees' skills, knowledge, and performance to determine the specific 
areas where training is required. The assessment results provide a foundation for designing and delivering training 
programs that address the identified gaps and improve performance.
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LESSON PLAN

A lesson plan is the instructor's road map of what students need to learn and how it will be done 
effectively during the class time. Before you plan your lesson, you will first need to identify the learning 
objectives for the class meeting.

Lesson planning in training and development is a vital part of creating effective and consistent training. 
A well-constructed lesson plan can help ensure that the training is structured and that the learning 
experience is successful. It can also make it easier for other trainers to pick up the course if the original 
trainer is unable to teach.

There are seven steps and activities to carry out consider when delivering training: 

1. Develop a lesson plan

2. Choose a trainer

3. Decide on the trainees (who should attend the training)

4. Determine the training materials and equipment required

5. Prepare the training site

6. Schedule the training

7. Facilitate the training
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UNIT HIGHLIGHTS

 External agencies provide specialized expertise, resources, and professional training support. 

 Training as consultancy helps organizations identify skill gaps and develop customized training 
solutions. 

 Effective training depends on appropriate decisions regarding location, duration, goals, assumptions,
and techniques. 

 Training costs include direct, indirect, development, participant, and evaluation expenses. 

 A training budget ensures proper allocation and control of training resources. 

 Selection of trainees should be based on job requirements, performance gaps, potential, and 
organizational objectives. 

 Proper planning and budgeting improve training effectiveness and return on investment. 

Case Study: Training Aids, Teaching and Facilitation Skills at Google
Google invests heavily in employee learning and development through its internal training initiatives. As the
company expanded globally, it needed effective methods to train employees with diverse backgrounds and 
job roles.

Google adopted a combination of modern training aids such as interactive presentations, videos, online
learning platforms, virtual classrooms, and collaborative digital tools. Trainers focused on strong teaching
skills by presenting concepts clearly, encouraging questions, and providing practical demonstrations.

In addition, facilitators played a key role in guiding group discussions, managing team activities, and 
promoting knowledge sharing among employees. Rather than relying only on lectures, trainers encouraged
participation through workshops, case studies, and problem-solving exercises.

As a result, employees gained knowledge more effectively, collaboration improved, innovation increased,
and the organization maintained a strong learning culture.

Questions
1. Analyze the importance of training aids, teaching skills, and facilitation skills with reference to

Google's training practices. 

2. Evaluate the impact of interactive learning methods on employee development at Google. 

3. Discuss how effective training and facilitation contribute to organizational success using the Google
case study. 
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S.No. CO Questions BT

Unit IV: TRAINING NEEDS ASSESMENT

PART- A (TWO MARKS QUESTIONS)

1 4 What is Training Needs Analysis (TNA). L1

2 4 Define Organization Analysis in Training Needs Analysis. L2

3 4 What is meant by Task Analysis? L1

4 4 What is a lesson plan in training design? L2

5 4 Mention any two seating arrangements used in training programs. L1

6 4 State any two training aids used during training implementation. L1

PART-B (TEN MARKS QUESTIONS)

1 4 Explain the concept of Training Needs Analysis and discuss its importance in 
organizational training. L4

2 4 Analyze the three levels of Training Needs Analysis: Organization Analysis, 
Person Analysis, and Task Analysis. L4

3 4 Discuss various Need Assessment Techniques and explain their advantages in 
identifying training requirements. L4

4 4 Explain the process of designing a training module and illustrate it with a 
Cross-Cultural Leadership training program. L2

5 4 Design a training module for "Training the Trainer" or "Managing Change" 
and explain its key components. L5

6 4 Discuss the importance of lesson plans in training design and explain the 
steps involved in preparing an effective lesson plan. L5

7 4 Examine various approaches to training implementation, seating 
arrangements, and the process of training trainees.

L4

8 4 Evaluate the role of training aids, teaching skills, and facilitation skills in 
ensuring successful training outcomes.

L5
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UNIT V

IHRM IN PRESENT CONTEXT

“Culture is more often a source of conflict 
than of synergy; cultural differences are a 

nuisance at best and often a disaster.”
— Geert Hofstede
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UNIT-V

TRAINING AND DEVELOPMENT METHODS
UNIT OVERVIEW

This unit focuses on modern methods of training and development adopted for employees at different 
organizational levels. It explains technology-enabled learning approaches such as E-Learning, 
Computer-Based Training (CBT), Multimedia Training, and Distance Learning. The unit also discusses 
the evaluation of training programs through various principles, criteria, and approaches. Special 
emphasis is given to measuring training effectiveness through Return on Investment (ROI), Cross-
Cultural Training, the Kirkpatrick Evaluation Model, and the CIRO Evaluation Model. The unit enables 
learners to understand how organizations design, deliver, and assess training interventions to improve 
employee performance and organizational effectiveness.

OBJECTIVES OF THE UNIT

After studying this unit, students will be able to:

1. Understand training methods suitable for different levels of employees. 

2. Explain the concepts and applications of E-Learning, CBT, Multimedia Training & Distance 
Learning. 

3. Analyze the advantages and limitations of technology-based training methods. 

4. Understand the principles, criteria, and approaches used in training evaluation. 

5. Assess the effectiveness of training programs using various evaluation techniques. 

6. Explain the concept and significance of Return on Investment (ROI) in training. 

7. Understand the need and importance of Cross-Cultural Training in global organizations. 

8. Apply the Kirkpatrick and CIRO models for evaluating training outcomes. 

LEARNING OUTCOMES

Upon successful completion of this unit, learners will be able to:

 Identify appropriate training methods for employees at different organizational levels. 

 Differentiate between E-Learning, CBT, Multimedia Training, and Distance Learning. 

 Evaluate the effectiveness of training programs using established evaluation models. 

 Calculate and interpret the ROI of training initiatives. 

 Recognize the importance of Cross-Cultural Training in managing a diverse workforce. 

 Apply the Kirkpatrick and CIRO evaluation frameworks in organizational settings. 
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 Analyze training outcomes and suggest improvements for future programs. 

IMPORTANCE OF STUDYING THE UNIT

 Helps organizations select suitable training methods for different categories of employees. 

 Provides knowledge of digital and technology-enabled learning systems widely used in modern 
workplaces. 

 Enhances understanding of training effectiveness and performance improvement. 

 Supports evidence-based decision-making in training and development activities. 

 Enables organizations to justify training investments through ROI measurement. 

 Promotes global workforce readiness through Cross-Cultural Training. 

 Assists HR professionals in evaluating training outcomes systematically. 

 Improves organizational productivity, employee competence, and competitive advantage. 

KEY CONCEPTS

Training Methods for Different Levels of Employees

 Executive Training 

 Managerial Training 

 Supervisory Training 

 Operative/Worker Training 

Technology-Based Training Methods

 E-Learning 

 Computer-Based Training (CBT) 

 Multimedia Training 

 Virtual Learning 

 Distance Learning 

Evaluation of Training Programs

Financial Evaluation

 Return on Investment (ROI) 

 Cost-Benefit Analysis 
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 Training Effectiveness Measurement 

Specialized Training

 Cross-Cultural Training 

 Global Workforce Development 

 Cultural Sensitivity Training 

Evaluation Models

 Kirkpatrick Four-Level Model 

 CIRO Model 
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T&D METHODS FOR DIFFERENT LEVELS OF EMPLOYEES
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E-LEARNING
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COMPUTER BASED TRAINING
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MULTI MEDIA TRAINING
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DISTANCE LEARNING
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EVALUATION OF TRAINING PROGRAM
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UNIT HIGHLIGHTS

✔ Training methods vary according to employee level and organizational requirements.

✔ E-Learning provides flexibility, accessibility, and cost-effective learning opportunities.

✔ Computer-Based Training (CBT) offers self-paced and interactive learning experiences.

✔ Multimedia Training combines text, audio, video, graphics, and animations for effective learning.

✔ Distance Learning enables training irrespective of geographical barriers.

✔ Training evaluation determines whether training objectives have been achieved.

✔ ROI measures the financial benefits derived from training investments.

✔ Cross-Cultural Training prepares employees to work effectively in diverse and global environments.

✔ The Kirkpatrick Model evaluates training effectiveness through four levels: Reaction, Learning, Behavior, 

and Results.

✔ The CIRO Model evaluates training through Context, Input, Reaction, and Outcome dimensions.

✔ Effective evaluation helps organizations improve future training programs and maximize organizational 

performance.
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CASE STUDY: TATA CONSULTANCY SERVICES (TCS) – DIGITAL 

LEARNING AND EMPLOYEE DEVELOPMENT

Tata Consultancy Services regularly trains its employees to keep up with changing technologies such as 

cloud computing, artificial intelligence, and cybersecurity. The company uses E-Learning, Computer-

Based Training (CBT), and Multimedia Training through its digital learning platforms. Employees 

working at different client locations also participate in Distance Learning through virtual classrooms 

and webinars.

To evaluate the effectiveness of these training programs, TCS collects employee feedback, conducts 

online assessments, and measures improvements in job performance. Managers monitor whether 

employees apply their newly acquired skills in real projects. The company also evaluates the Return on 

Investment (ROI) by comparing training costs with improvements in productivity, project quality, and 

customer satisfaction. Using the Kirkpatrick Model, TCS measures employee reaction, learning, 

behavioral changes, and business results to ensure that training contributes to organizational success.

Questions

 Explain the training methods adopted by TCS and discuss their benefits. 

 Describe how TCS evaluates the effectiveness of its training programs using the Kirkpatrick 

Model and ROI.
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S.No. CO Questions BT

Unit V: TRAINING AND DEVELOPMENT METHODS

PART- A (TWO MARKS QUESTIONS)
1 5 Define E-Learning. Mention any two advantages of E-Learning. L1
2 5 What is Computer-Based Training (CBT)? State any two features. L1

3 5 Define Multimedia Training and Distance Learning. L1

4 5 Define Cross-Cultural Training. Mention any two objectives of Cross-
Cultural Training.

L1

5 5 What is Return on Investment (ROI) in Training? Write the formula used to 
calculate ROI. L2

6 5 List the four levels of the Kirkpatrick Model. What does CIRO stand for? L1

PART-B (TEN MARKS QUESTIONS)

1 5
Explain the various training and development methods for different levels of 
employees. Discuss their objectives, advantages, and limitations with suitable 
examples.

L4

2 5
Compare E-Learning, Computer-Based Training (CBT), Multimedia 
Training, and Distance Learning in terms of features, advantages, 
limitations, and organizational applications.

L4

3 5
Explain the principles, criteria, and approaches used in the evaluation of 
training programs. How do they help organizations improve training 
effectiveness?

L4

4 5 Evaluate the significance of Return on Investment (ROI) in Training. 
Explain the steps involved in ROI calculation. L2

5 5 Examine the need for Cross-Cultural Training in multinational 
organizations. Discuss its objectives, methods, benefits, and challenges. L5

6 5
Compare and evaluate the Kirkpatrick Model and the CIRO Model of 
training evaluation. Which model is more suitable for evaluating modern 
organizational training programs? Justify your answer.

L5
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