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HRD 

Process of HRD : -  
 
HRD involves observation during the assessment of HRD needs 
at work at various levels and in various ways. It involves 
planning, through setting objectives for HRD at work 
interventions to achieve specific kinds of outcome. It involves 
action, in professionally delivering HRD at work using a range of 
techniques. And it involves review, through evaluating HRD 
experiences and outcomes, from testing what learners have 
learned to assessing costs and benefits. It is this basic cycle of 
activities that forms the HRD process. 

 
 

HRD is the part of people management that deals with the 
process of facilitating, guiding and coordinating work-related 
learning and development to ensure that individuals, teams and 
organizations can perform as desired. A young new recruit to a 
manufacturing company and an older, senior manager 
assuming a new leadership role in a large multinational bank 
have different learning needs, which present distinctive 
challenges. Nevertheless the HRD process involved will have 
some common, core features. Coming to know core parts of the 



HRD process, and being able to deal with them effectively, is a 
significant part of HRM in work organizations. And the nature of 
organizational learning needs will be distinctive, varying with 
the strategy, structure and culture of the organization. The 
ability to analyze these is also a significant part of general HRM. 
 

1. Cognitive capacities: the foundations of intelligence, 
conceptualized as the processing and possession of 
information in the brain and higher-order neuro- logical 
abilities 
 

2. Capabilities: the practical abilities involved in work roles, 
either inherent in the person or developed through practice  
 

 

3. Desired behaviours: from motivation to ‘social skills’, enabling 
social interaction, mediated by the affective; can be 
conceptualized variously as attitudes, values or ‘emotional 
intelligence’ (EI) 

 
 
Designing HRD interventions involves a process, which includes 
a four-step sequence: needs assessment, design, 
implementation, and evaluation. For ease of memory, this can 
be referred to as the “ADIE” framework (assess, design, 
implement, and evaluate) 



 
 



 
 
 
 
Assessment Phase 
HRD interventions are used to address some need or “gap” 
within the organization. A need can either be a current 
deficiency, such as poor employee performance, or a new 
challenge that demands a change in the way the organization 
operates (new legislation or increased competition).  

 
This phase ,Identifying needs involves examining the 
organization, its environment job tasks, and employee 
performance. This information can be used to: 

1. Establish priorities for expending HRD efforts 
2. Define specific training and HRD objectives 
3. Establish evaluation criteria 

 
 

Design Phase 
The second phase of the training and HRD process involves 
designing the HRD program or intervention. If the 
intervention involves some type of training or 
development program, the following activities are 
typically carried out during this phase: 

Selecting the specific objectives of the program 

Developing an appropriate lesson plan for the program 

Developing or acquiring the appropriate materials for the 



trainees to use 

Determining who will deliver the program 

Selecting the most appropriate method or methods to 
Conduct the program 

Scheduling the program 
 
 

 

Implementation Phase 
The goal of the assessment and design phases is to implement 
effective HRD programs or interventions. This means that the 
program or intervention must be delivered or implemented, 
using the most appropriate means or methods (as deter-mined 
in the design phase). Delivering any HRD program generally 
presents numerous challenges, such as executing the program as 
planned, creating an environment that enhances learning, and 
resolving problems that may arise (missing equipment, conflicts 
between participants, etc.). 
 

This information allows. managers to make better decisions 
about various aspects of the H’RD effort, such as: 

Continuing to use a particular technique or vendor in 
future programs 

Offering a particular program in the future 

Budgeting and resource allocation 

Using some other HR or managerial approach Like 
employee selection  

Changing work rules to solve the problem  
It is important that HRD professionals provide evidence that 
HRD programs improve individual and organizational 



effectiveness. Armed with this information, HRD managers 
can better compete with managers from other areas of the 
organization when discussing the effectiveness of their 
actions and competing for resources 
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