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Ok welcome to the last session of the week two and here we are going to talk about.

(Refer Slide Time: 00:27)
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Session 5

HRD Performance Link

How HRD activities can be linked with performance, if you remember you have been various
activities related to human resource development but how you facilitate, what is the role how we
link this strategy with HRD, okay but only linking this strategy is not enough unless it result in
effective performance, okay now what we are discuss in the last session of the week is that how

we go about linking HRD with performance.

(Refer Slide Time: 01:00)
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Human Capital Approach

* SHRD can be viewed as an investment in
human capital, and the decision to participate
in training activities and acquire skills is
viewed as a rational choice on the part of
individuals

So if you remember we have been talking about strategy HRD and it results in better individual
behavior and performance, and we will discuss here some of the approaches, related to this so
there are three major approaches, one by one we will discuss about it, so to with will to talk
about human capital approach, see the human capital approach is something that is little different

from what you call the basic of the traditional HRD approach.

In traditional HRD approach basically we treat people as a resource, which need to effectively
utilized so that ok they can perform well, and in order to ensure that people are effectively
utilized you need to invest in people ok so that the value of human capital appreciates ok so the
idea is that when you are talking about or having a proactive approach for and development

activities.

You need to be concerned with people as capital, ok and you need to invest in the capital so that
you get better return on investment, now this investment in capital that is human capital that is
nothing else but investing in the growth and development activities through HRD that could be
turning, coaching, or counseling so that the develop those skills which is required by the
organization, ok and are able to contribute to the organizational performance and when you are

trying to link, this strategic HRD with performance and braking.

A human capital approach, the idea is that you need to invest in people and this investment has to

be done through training and development activities, or other HRD interferences so that the



people develop those competencies with is required with the organization, and they are able to
perform well, we have already talked about this human capital approach that takes basically to
route of return on investment approach basically, so you except with return on investment on

people right.
(Refer Slide Time: 03:13)
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Human Capital Approach

= SHRD can be viewed as an investment in
human capital, and the decision to participate
in training activities and acquire skills is
viewed as a rational choice on the part of
individuals

* Human competencies are one of the resources
available to organizations.

Then you think that is people are the competencies or the resource is which you are going to

effectively utilized for the organization so that they perform well, apart from this.
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Human capital approach will also discuss other approaches and that include resource based
approach now if you look resource based approach it suggest is it suggest that if people are the
most important and valuable resource in the organization, and what most for any organization is
the kind of human resources that you have ok because it is said that the human resource of any

organization is something that is durable, stable difficult to imitate.

And substitute what does meant to say that difficult to imitate and substitute it means the
knowledge and skill base of the human resources cannot imitated and substituted, it is not the
people but the knowledge of the skills base on the people is very to imitate and substitute, and

that is what is going to provide, competitive advantage to organize,

So then the organize is going to make a difference or differentiate itself from the competitors
based on the kind of knowledge and skills based on people had, ok because they are treating
them as a resource while up the valuable resource which can be copied, which cannot be
imitated, right and provide it that it is stays back, it stays with the organize that is durable, if it
moving from your organize to another organize so they will have advantage not you, because
you treating human resources has a resource which is difficult to be imitated and copied ok and

here when you talking about resource.

(Refer Slide Time: 05:23)



That is the knowledge and skill based on the individuals, this knowledge and skill base of the
individual is the most important resource for the any organization, and this is what the resource
based, says, right this is going to provide competitive advantage and that is where you are need
to develop this through strategic HRD activities, ok so this strategic HRD activities basically
help in developing the knowledge and skills basically in the employees or what you called the
competencies, and this knowledge and skill base has to be related or matched with the

requirement of the organization.

What I meant to say is that you need to match the knowledge or the skills based on the individual
with the knowledge and skills required by the organized ok and that is where the strategy
common resource and development as the very important role, if you are going to improve that
depending upon the requirement of the organization and that actually helps in developing the
what you called resource, human resources it means that human resources of competent enough

to take the challenges of the organization right.
(Refer Slide Time: 06:50)
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= Human resources are durable, difficult to imitate

and substitute, and enable the organization to
differentiate itself from other competitors

+ Human resources provide the potential for
sustained competitive advantage through the use
of SHRD to develop competencies that are firm
specific and generate tacit organizational
knowledge

Apart from this resource which we are moving to another important approach.
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Strategic Human Resource Development and
Individual and Business Performance

Behavioural Perspective

= Use of HRD practices as tools to shape
patterns of behaviour that help organizations
achleve goals and objectives

* Different organizational goals and objectives
require different types of behaviours and
therefore different SHRD practices,

That is behavior and perspective, ok part of that already talked about that is how you are going to
improve and change the behavior of the employees and so if you look at the behavioral
perspective it means that you are talk about systems and practices of the organization, okay and

here what you are doing basically you are going.

(Refer Slide Time: 07:24)



To link HRD, with improved behavior this link between HRD and performance it means that if
you going for HRD activities, it is going to change the behavior of the employees ok and then
this is going to help to achieve the goals and objectives of the organize, so the behavior
perspective says that this any learning and development activities facilitate learning to improve
and behavior performance of the employees which helps the organize to achieve the goals and
objects. Now the goals and objectives of the organization require different kind of behavior so

you need to ensure that your HRD activities are going to facilitate different kind of learning.

Okay to improve the behavior and performance of the employees because if you are not to
facilitate different kind of behavior from the employees required by the organization then it will
not help the organization, to achieve the objectives sp people may need different kind of
learning experience and what the idea is to identify the different kind of learning experience so
that you are able to help the employees to go through those learning experience, ok in the

structured way and that is going to help the organize to achieve the goals and objective.

(Refer Slide Time: 08:51)



Strategic HRD Model (Pa Hu, 2007)
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So we have talked about three different activities ok this is HRD activities, behavior and how it
is lend with meeting the goals and objectives of the performances, now this is a important model
of strategic models of the humans resource development ok, now if you look at this model
ultimately the basic objective of going for this kind activity is to have a competitive advantage,
on the basis, it means that if you are going for this kind of activities, you should be able to

compete in the long run, and remain and competitive.

In the business, now I order to remain competitive, in the business if you are going to adopt this
kind of model, which is purposed by Po Hu, he is suggest that you start with a theoretical frame
work you develop a strategy and see that this strategy objectives are met in term of output so
that it results in better financial performance on a continuous basic which leads to sustained
competitive advances now when you are talking about this kind of things first look at the

strategic input.

What is the input we are talked about it different kind of theories resourced based theory of the
firm that is if you are thinking that the people in the organization are your most valuable resource
which cannot be copied or imitated then you need to develop so that you have a competent
people to see that they are engaged in certain behaviors which result in better organizational
performance right with this theoretical frame work you proceed for that and then you develop a

strategy that is your strategy human resources activities.



Now in the name of the strategic HRD activities now if you look at this you can see here we are
talking about transformational processes right these transformational processes or actually is
going to transform the people of the human resources into someone who has the capability to
perform well right so in the first level you have the input, and this input we have human resource
who needs to be developed because you have an idea that it is the people who is going to make a

difference in the organization.

So they need to develop with this theoretical frame work you go for certain process you need to
transform them and this transformation takes place through different kind of HRD interventions
it could be related to leadership development talent development training development or
performance development so these are the various transformational activities or processes that
you need to design and if you are able to design this transformational process and you have been

able to develop the strategy and you have been to develop.

The strategies that would lead to certain outcomes it means that have been able to transform
people into something that is what to you call a valuable resource which cannot be copied and
imitate, and provided there durable. So the objective is that you are able to transform the person

into someone, who is effective.

Who is committed, who performs well and who is also satisfied with what is doing ok and if that
happens it would result in better financial performance and if this is been done on a continues
bases you can expect the sustained commutative advantage. So that is how we are trying to link
HRD process that is the second level this the HRD process and these are the behavior resulting

performance.

(Refer Slide Time: 13:07)
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Now what is the indicator when it comes to majoring performance of the human resource
development Okay now if you look these at different level say starting with say machine
organization ok the machine could be related to if you look at performance outcomes like what is
the economic returns, profitability, market share, all kind of things that means these dimension
are going to differed depending upon the nature of the organization, right so for the next level it
could be the poverty level so for the organization could be economic returns or market share
profitability for health system it could be mortality right these are the different kind of indicators

are performance with could be the machine of the organize, different kind of organization right.

And these objectives are driven by certain things like innovation, knowledge capital, you have to
have a strategy for that management entity strategy or it could be a part of the socialist
possibility, right you are driven by social responsibility to ensure at the machine level, the
poverty level goes down you could have a strategy or health strategy that ok the mortality level
goes down at the organization level you have a strategy to ensure that is the market share, the
profitably goes up these kind of things, so that is one determinates of the performance at the

higher level, machine level at the process level.

Okay and if you look at the outcomes you make sure that yes, your customers are happy at the
site, the quality is good, cost is contained, ok the time period to deliver surveys are to come up

with the products is going down, okay you have better product features, you have better market



shares, right now this is driven by what, this could driven by certain factors like quality cost,

efficiency and this kind of factors so that you are able to improve processes.

And if your customers are happy and satisfy if the quality is improved. Your cost goes down it
means that you have been able to achieve performance as a result of HRD activates. Now what
is very important is that when we are talking about performance of HRD you need to ensure that
whether the HRD activities are any kind of learning and development intervention helps you to

achieve these kind of objectives or not.

And if it does not happen, it means your learning and development intervention which is very
specific and for that you have a strategy as not been successful. Similarly it could be at that in
the group level you can see how it happens even at the individual level the objective is what to
improve productivity and output of the people. And it is driven by what ability to learn having
knowledge, skill, good relationship and you also want to see that the level of absenteeism goes

down is less.

So these are the factors because of which you are driven to go for these kind of HRD activities
and there is talent development or performance development or training and development
activities with the idea that these drivers will help you to improve productivity of the individual
groups and processes and also at the organization level. So these are economic indicators in

terms of measuring performance.

(Refer Slide Time: 16:38)



The HR Scorecard Approach to Formulating HR

Policies, Activities, and Strategies
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Now we are going to discuss another important approach when it comes to majoring the
performance of the HRD activities that is HR Scorecard approach. HR Scorecard approach
actually is driven by another important theme that is balance Scorecard approach by Robert
Kaplan. So the balance Scorecard approach actually you are going to use it at the organization
level, but since we are going to talk about the HRD performance we are going to use HR

Scorecard and if you are going to use HR Scorecard.

You have to see what are the various major study are going to use for HR Scorecard and at the
same time you have to see that how HR Scorecard helps you to achieve better performance. So
the idea is that when you are going to have HR Scorecard approach so first of all at the first level
you are going to define your corporate strategy and this corporate strategy comes from scanning
the environment. So environmental analysis helps you to define your corporate strategy. Next
level what you are going to do you are going to identify our work force requirement I have

already talked about it means you see that what is the company’s value chain.

What are the thing that company wants to do in order to achieve those goals and objectives?
And based on that what kind of objectives it has identified, identify the strategies which is going
to help you to achieve the goals and objective of the organization. And in order to execute at
implement those strategy whether your people are competent enough or not. And whether there
is gap between the competencies of the people to achieve those goals and objectives are not

second level, moving to the third level.



Now when I am talking about the third level you need to formulate HR policies and practices.
So what kind of systems and practices you want to have overall for the HRM and also for the
HRD. How this gap in the work force competencies can be brings it up and that is where you
have to see what kind of HRD interventions would be required. Then next level you are going to

have a score card it means that you are going to have a measurement system.

Which tells you the extent to which various kind of interventions that you have planned to
improve the competency whether it is going to help you to achieve them or not. So ultimately
you are going to evaluate or actually you are going to say whether this HR Scorecard is
reflecting what you have achieved in terms of HRD interventions and its impact and this kind of
activity you are going to do on a regular basis. So when we are using HR Scorecard, we have to

see that what are the various actually majors that we are need to take up.

(Refer Slide Time: 19:39)
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Using the HR Scorecard to major performance we use actually 5 different majors. So it was start
with the first one is driving long terms shareholder values. Now the idea is that if you want to
see that the performance of the organization goes up the first thing that you are interested to look
at is that whether you are adding value to the system of the organization or not in terms of profit
growth market share these kind of things. If that is happening it means it is HRD activities has
help you to improve or add value to the organization in terms of growth profit and all kind of

things. So that your shareholders are satisfied.



These shareholders not only include external shareholders who have invested money to the
organization, but also internal shareholders customers your employs internal customers basically.
How much value has you add it to the people in terms of improving the knowledge in skill base.
Then the next level the next strategic objective is you want to see that whether there is a good

return on investment of your HRD activities.

(Refer Slide Time: 21:18)

Suppose you have conducted a training program. I am understanding program you have spend at
x amount of money. So after some time you want to see that whether there is a good ROI this or
not, it means this is the money that you have to spent and this is the behavior are suppose P this
is the productivity level. So with this investment of x amount of money if it is B+1 It means the
productivity level has gone up then look and say yes, there is a ROI on this training, if it does not
come up if the productivity remains same, then you cannot say that there has been a change in

the ROI. It means there is no return on investment.

That you have made in any kind of ROI activities. Change in the productivity of the employs, so
HR Scorecard is also major employ productivity that is the third factor that is profit for employ
and how much revenue is submitted by for employs. These are the two important majors related

to the employs. So from organization to the return on investment of the program you are moving



down further to the individual productivity. And see whether you can calculate these monitor

terms or not. Suppose you have conducted a training program for a group of employs.

So they have gone for a improvement productivity and say how much improvement is there +1,
so how much it translate into monitor terms and then it is divided by the number of employs so if
the number of employs it is translated it means that you can calculate what is the profit for
employs of the training or how much revenue is generated by for employs, suppose you have
gone for a six sigma program. I am just giving an example which is the quality certification

program for employs.

Now this quality certification program of six ) for specific set of employs should result in what
quality improvement. Now this quality improvement should result in less rejections it should
result in better features, sales also,. So when you are going to calculate quality improvement you
have to say that how it can be done to ensure that there is a better profit for employs are able to
participate better revenue or more revenue in the process, so that it that the third level. Fourth

level, changing the work environment.

(Refer Slide Time: 24:48)
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That is also a very major outcome and that is what.



(Refer Slide Time: 24:50)

We call the HRD climate or what you call a positive work climate. Now when I am talking
about a positive work employment you have to see that the top management is going to create a
very important norm or climate in the organization which facilitate better performance. It is not
only in the learning and development activities and investment in that is going to help you, but
you also need to facilitated through by creating a better and healthy work environment in the
work place, see for able to create positive work environment and positivity climate in the

organization.



You need to identify certain indicators. Like rate of apprentice say turnover employ turnover if
you have been able to create a positive HRD climate then they should be negative if it is negative
then it is might be positive. So this is another major that is taken in the HR scorecard and then
finally you want to see that whether people are happiest decide or not. So you basically look at

internal customer that is your employs, that is what.

I have been talking about. So it is very important. So imply the customer, internal customer
index is major at through how satisfied you are, so you can go for employs satisfaction survey
stability how long what is the turnover of the employs in the organization. Whether they have
gone for improved processes cycle time that is whether they have been able to work on reducing
the cycle time for the products or not. So these are the various majors which are a part of HRD

scorecard. Which is use to major the performance of the HRD intervention.

(Refer Slide Time: 27:03)
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Now we are moving from HRD score card to see the link as between the HRD and performance
finally. That is content wise, so first of all you have to look at what kind of practices you are
going to use. What your strategy goals and objectives. How you are going achieve it. Because
how are you going to see that different kind of practices are effective or not. And you also need
to see that yes you have a better climate in the organization, so that it facilitates learning and

development activities in the organization.



Apart from content you also have the process content in the sense what kind of practices how it
is link with the strategy goals and objectives, how will learn what is the process and then coming
to the process it talks about how you are going design and implement at system within the HRM,
so that it is going to be helpful and effective for better performance. So you also need to look at

both the content as well as the process sport.

(Refer Slide Time: 28:16)
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Now if you look at the value share it is very important, that is what we have been talking about
so far. It is starting with strategy HRD and performance. So what you are trying to do is so at
each level you have to see that there is going to some kind of value addition in the chain. If you
are going for a HRD activity which is supposed to bring about certain change in your attitude

and behavior.

It is linked with organizational activities like productivity quality increasing efficiency in these
kind of things which would result in going on your expenses increasing your revenues and
profits rights and then if that happens you have overall activities market based outcomes like

your market share goes up, stock price goes up. So if that happens it means

You can see that how employ attitude leads to or employ outcomes leads to organizational
outcomes finally leading to financial outcomes and leading to save macro level market based

outcomes, so this is the value chain of the HRD activities.
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HRD Performance link {(Sung and Choi, 2014)
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It depends upon what kinds of perspective you are adopt remember we talked about different
kind of perspective. So both qualitative and quantitative it is not that you are going to always link
HRD performance quantitatively, but you also need to link it qualitatively. When we are talking

about quantitatively if you look at from the management perspective.

We talk about investing in the resources and looking at the return, how much you have spent on,
how it is going to ratio of total expenditure on training to the pay roll, these kind of majors can
be taken when it comes to employ perspective. How much training is given, what kind of
training is given, how many people have been trained. So this is the quantitative approach where

you can link HRD with the performance.

Now when it comes to qualitative approach from the management perspective see that whether
management support is available, whether they are going to support these kind of activities or not
and the benefits for the employs that how they are going to perceive the benefits in terms of
value addition and in terms of increasing the learning and development activities and these kind

of things.
(Refer Slide Time: 30:49)
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So this is one set of questions that could be asked to see whether the organization through HRD
intervenes have been able to achieve the learning and development goals or not, whether you
have been able to create human capital whether it is able to increase the skill base, whether the
performance at different levels goes up, whether you are able to retain good people and offer
them good learning and development exposure, whether people have become multi skilled so

that they are flexible to work for the organization.

What are the different kind of reward systems and how to you link with carriers and what is the
learning because it cost you and what your talent development activities how you are going to
maximize the potential of the people and whether people learn that is also involved with that or
not. So if you look at this questions probably you can find out whether you have been able to

achieve a learning and development goals or not. Thank you very much.



