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 Surya P. Mohapatra 

 

FOREWORD BY FOUNDER & GROUP MODERATOR 

Dear Valued Readers, 
  
October is a Special month. It marks the beginning of the festive season in many parts of the 
world. In the midst of festivities all around, we are launching the 8th edition of Ekaakshara. 
  
This edition of Ekaakshara is also special for another reason. In this issue, we have featured 
as many as 13 women writers for the first time. We are proud of the diversity and equal 
opportunity that Ekaakshara represents and offers.  
  
This theme for this edition is: RETHINKING TRAINING AND DEVELOPMENT IN 
ORGANIZATIONS.  
  
Well, what is the need for rethinking in the first place? Let’s take a closer look at the Corporate 
World today. Today an organization’s fortunes depend on how it responds to the demand-
supply dynamics in the industry. Customers’ demands are evolving. At the same time 
competition is becoming acute. Changes such as increasing competition and evolving 
customer demands, slower economic growth, globalization and the impact of advanced forms 
of technology have put pressure on organizations to constantly innovate and invent. For 
example, in a global economy, customers demand and expect lower prices, faster deliveries 
and fewer defects. Evolving customer expectations and rising competition are the main 
drivers for strategic actions and innovation. Organizations, to be able to take these strategic 
actions and drive innovation need to have the right capabilities. Therefore organizations face 
the need to acquire or build the right capabilities. However, acquiring or building capability is 
not a one-time exercise. Industry dynamics drive new capability requirement on an on-going 
basis. Some of the knowledge that we use today did not exist a decade ago. Some of the 
knowledge we are going to use a decade from now doesn’t exist today. Therefore to be able 
to develop, maintain and upgrade capabilities on an on-going basis, organizations need to 
have a robust capability building engine.  
  



 

While most organizations have a Capability Building engine, in many cases, this engine is 
either obsolete or rusty. Hence, there is a need for organizations to reassess their training and 
development capability and rethink their L&D strategy. We have invited 22 eminent industry 
thought leaders and L&D experts to throw light on this topic. This collection of articles is going 
to be a wealth of practical experiential wisdom that you can leverage as L&D and HR 
practitioners. I am sure you would like to preserve a copy of this issue for future use as well. 
  
I am happy to share with you that Ekaakshara has been appointed as the International Media 
Partner for Europe’s premier HR conference, HRTECH EUROPE 2014. I would encourage you 
to register for this conference which is being held in Amsterdam on 23rd and 24th of October 
this year. 
  
HAPPY READING!! 
  

  
 

Surya P Mohapatra 

                                ..            
The Bangalore based author is the Founder and Group Moderator of Learning and Development CoP 
He is also the Founder and Editor of Ekaakshara e-magazine. He can be reached on surya.m@learning-development.com 
Twitter: pmsurya  
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Ellora Panda 

 

FROM THE EDITOR’S DESK 

Dear Readers, 
Greetings from the editorial board of Ekaakshara !!!  

A thought provoking crystal gazing!  This issue of Ekaakshara is dedicated to the theme of 
Rethinking Learning and Development. The paradigms should be shifting as technology, 
business dynamics keep on changing.    

Corporations today are looking at solutions, answers to the current conventional approach of 
training and development. With the changes in the business dynamics, organizations are 
gearing for embracing the changes in the global arena. You might have noticed that all the 
learning organizations have their own competitive advantage and that is their ability to learn 
faster than their competitor.   

 In order to achieve their learning goals, the organizations have moved outside of their 
conventional corporate training format and started embracing the latest social tools and 
technologies to help build an avenue for the employees to learn, collaborate and to be 
innovative and creative. Question remains, has it worked? Is it working? In a business context 
is it impacting business? 

The current issue brings forth a multi-dimensional and a holistic yet a varied perspective into 
this discussion. On behalf of the Editorial Board of Ekaakshara, I thank all the authors, and 
contributors for sharing their valuable thoughts. Happy reading. 

Best Regards. 

Ellora Panda 
                                         ..         
This Bhubaneswar based author is a Senior HR Professional. She is one of the co-founders of L&D group CoP 
and editor Ekaakshara. She could be reached on ellora.p@learning-development.com Twitter:  e_panda  
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   Abhipsa Mishra 

    
Aarrghh….Bored with Training Programs? 

Not anymore. Time to long for it! 

The word ‘Training” is getting extinct day by day. They say it is the animal that can be trained. 
Human beings are not trained. We strive to build the capacity of the human beings. Hence, 
most of the organizations have renamed their Training & Development department to 
“Capacity Building Department”. Mike Myatt, author of Hacking Leadership, wrote a 
marvelous article for Forbes in December of 2012 called, “The #1 Reason Leadership 
Development Fails.” He said: “Training focuses on best practices, while development focuses 
on next practices. Training is often wrote, one directional, one dimensional, a one size fits all, 
authoritarian process that imposes static, outdated information on people. The majority of 
training takes place within a monologue (lecture/presentation) rather than a dialog. Perhaps 
worst of all, training usually occurs within a vacuum driven by past experience, not by future 
needs. In order to focus on and achieve improved 
performance, we must quit thinking about ‘training’ 
employees and start developing employees.” 
 
Training implies putting skills into people; whereas 
we should be developing people from the inside 
out, beyond skills, i.e. by facilitating learning. To 
take it further, capacity can be built by regular 
learning. Continuous learning doesn’t end at the 
end of a work day. Hence, “Learning & 
Development” word comes to the picture. 
Emotional maturity, integrity, and empathy are 
more important than skills and processes. 

The new dawn of wireless 
broadband Internet access and 
mobile communications devices 
has been rendering credible 
opportunities for 21stcentury 
blended learning models – 
simultaneous online and face-to-
face – and seriously called into 
question the industrial-age 
traditional “egg crate classroom” 
model of teaching and learning. 

 



 

 
In a recent interaction with Mr. Pradeep Bhargava; MD, Cummins India ltd. he highlighted the 
importance of learning for the future of an employee and an organization. He said, what 
drives the future of both, an individual and an organization is its “learn-ability”. Leaders may 
think that getting their organizations to learn is only a matter of expressing an apparent vision, 
giving employees the accurate incentives and providing lots of training. This postulation is not 
simply flawed—it’s unsafe in the face of escalating competition, development in technology, 
and shifts in customer penchants. 
 
It is very much essential for organizations to become ‘learn-able” or “learning organizations”. 
Accelerated change, speed, and a reinvented entrepreneurial system requires the workforce 
to remain competitive and marketable. These changes have a significant impact on the 
organization’s ability to gain and sustain a well-trained workforce with leading-edge technical 
skills and managerial abilities. To empower a responsive, flexible workforce, traditional ways 
of doing business must be re-evaluated. Job kits and new approaches to job placement can 
be developed. Also, a job rotational system may be designed to support the development of 
a multi-skilled workforce. Finally, the organization should create an assessment system that 
identifies employees with high potential for multi-tasking. 
There are few building blocks for learning organizations. It can be simplified into three basic 
points: 

 

Now that it is clear that to sustain, organizations need to have a continuous learning 
environment, in this fast moving competitive era and huge workload how easy it is for the 
knowledge workers to implement this learning culture and how easy it is for the internal 
customers to adapt this culture? Definitely easy would be a wrong word. People either hate 
to spoil a productive day in the market and sit for training or they take training as an excuse 
for a day out. These reasons and many other such, have given birth to the new facets of 
learning. 

In one of the webinars with Mr. Abhijit Bhaduri, Chief Learning Officer, Wipro group said, 
creating organizational learning is increasingly going to replace training. Organizations needs 
to make learning social and tech enabled. 
 
The new dawn of wireless broadband Internet access and mobile communications devices 
has rendering credible opportunities for 21stcentury blended learning models – simultaneous 
online and face-to-face – and seriously called into question the industrial-age traditional “egg 
crate classroom” model of teaching and learning. 
 

An encouraging learning environment

Stable learning progression, and 

Leadership behavior that provides reinforcement



 

These developments are hazing the precincts between what has traditionally been seen as 
the “built learning environment” and the information and communications technologies that 
support those spaces. The fast budding models of “Technology Enhanced Learning 
Environments”– first introduced at MIT in 2003. 

Here are few examples of the same: Wearable Technology: Did you read it correct? Yes! Tech 
that you can wear...Google Glass is one of the wearable 
devices that is used in modern organizations these 
days. Furthermore, Google is releasing a SmartWatch 
made by LG, Samsung and Motorola that runs on 
Android Wear operating system. This device will be 
competing with Apple’s iWatch that runs on iOS.  

 
One research firm predicted that in 2014wearables will 
be worth 1.4billion and in 2018, i.e. in another 4years, 
the market will be worth $19 billion. 

 
On the other hand, Disney has started its innovation in 
the wearable game with their wristband system, MyMagic+ MagicBands, which permits 
visitors to customize their experience, as well as making payments and accessing reservations. 
Ford is also making use of wearable technology by linking wrist devices to cars to inform the 
vehicle of your biometric status, which is intended to create a more pleasing experience and 
a safer environment. This is just a portion of the companies that plan to or are implementing 
this technology. 
 
Interestingly, Nike is hiring Software Engineers to work on an array of consumer facing 
products, including wearable devices, gaming systems and many more new innovative 
platforms. Harvard is looking for Engineers and Apparel Designers to work on wearable 
robotic systems through mobile devices in a clinical setting. 

Gamification: Shakespeare wrote, “All the world’s a 
stage. And all the men and women are merely players.” 
 
Advocates of Gamification would have the same 
opinion that we are all players; conversely, they’d 
changed the correlation to make the case that the 
entire world’s a game. Gamification seeks to take 
elements of game play – points, competition, levels, 
recognition, and rewards – and translate them to other 
contexts. For companies, Gamification can be useful 
tools for activating employees to change their behav-
iour in ways that help the organization achieve its 
strategic goals. 
 
I was going through this book “Gamify: How 
Gamification Motivates People to Do Extraordinary Things” by Brian Bruke, where he 
mentioned that 70% of Global 2000 organizations would have at least one ‘gamified’ 

 
Google glass 

 
 

 
Disney’s MagicBands 

 



 

application by this year. “That prediction seems to be on track,” says Burke, although he notes 
that market penetration for Gamification probably remains much lower among the broader 
field of small and medium-sized enterprises (SMEs). 
 
Cloud computing: Thunderous cloud synonymous with rain connects us with Mother Nature 
and in today’s time, connects us with each other and showers knowledge! 
 
Cloud collaboration tools for process mapping, brainstorming, sorting ideas or working on 
projects mean that global teams around the world can work together in different time zones, 
learn from each other without having to have team meeting or training sessions, and can 
achieve amazing results. A feature of iCloud also offers the ease to work on a piece of article 
or presentation in a group but sitting is different locations. 
 
MOOCs (massive open online courses): No classroom, No teacher, No punishments & a 
degree! 
 
This gives a platform to thousands of people around the world completing a course through 
live streamed lectures, videos, online discussion groups and assignments. 
 
In June 2007, AT&T and Udacity the online education company announced the concept of 
“NanoDegree.” For $200 a month, it is intended to teach anyone with a mastery of high school 
mathematics, the kind of basic programming skills needed to qualify for an entry-level 
position at AT&T as a data analyst, iOS applications designer or the like. 
 
On the same lines, Starbucks announces arrangement with Arizona State University to provide 
free online college education to thousands of its workers; program is open to any of 
company's 135,000 United States employees, provided they work at least 20 hours a week 
and meet admissions requirements; employees who take advantage are not required to 
remain with Starbucks after their education. 
 
E-learning and Learning Management System: Books on screen 
 
E-learning solutions are effective because of its supple nature of LMS. Pre-existing trainings 
or learning content can be productively changed into an e-learning solution using quick 
authoring tools. Modules can be quickly updated as and when required, without spending 
additional money or extraordinary time on revisions. 
 
LMS are also effective for employee handholding. New joinees as well as existing employees 
can any day refer to their internal LMS in order to update their knowledge base of things going 
in and around the organization. 
 
Learning Communities: Group study sitting alone! 
 
This brings me to a definition of a learning community I came across, which I can completely 
relate to. It’s fantastically simple. It says, “A learning community is a group of people who 
share a common interest in a topic or area; who engages in a particular form of dialog about 
their experiences and who is actively engaged in learning from each other.”  



 

 
Precisely, Learning communities are what we form on social networking sites. We as a rulefit 
in to more than one group, where we share links to information we find exciting or useful, we 
debate and engage in conversations augmenting our horizons, we endorse and share 
experiences that taught us something, we offer guidance or direct our friends and followers 
to places where they can find more information, and we post wise quotes we find inspiring (I, 
for example, love writing short stories which has got a management lesson to learn). 
Facebook, LinkedIn, Blogspot, Printrest, Wordpressetc are few examples, where you can join 
or start a learning opportunity. 
 
Mobile Applications (apps):  
 
Mobile applications are being developed these days which helps you participate in the online 
quizzes, questionnaire etc. and give you an instant result. Not only quizzes they help you 
increase your learning speed and analyses the mistakes you made in understanding a 
paragraph. Mobile technology has got a very important and good impact on the learning 
quotient. Hence, it gives a plethora of opportunities to innovate learning in this field. 
 
Conclusion 
 
Apart from the concepts discussed above there are many more avenues that have been 
explored by organizations like, Multimedia Based Training (MBT), Video streaming etc. to pull 
the interest, explore new areas and definitely; to make the employees enjoy learning. As we 
march towards a new genre blended learning solutions not only gives us a competitive 
advantage but it gives a new facet to learning and development. Utilized and practised 
properly; the new name of learning and development might be renamed as “Learning for 
excellence” 
 
 
 
 
 
 
 
 
 
 
(Source: Wikipedia, HR.com, HBR, Forbes 2012, The New York Times) 
 
The Pune based author is Asst. Professor – HR & IT in IBS Pune. She can be reached on 
abhipsa.misra@yahoo.co.uk . 
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  Rasmita Jena 

 

 

Rethinking Training in the Changing 

Corporate Scenario 

It is time for many organisations to rethink about Training & Development else the day is 

not far away when organisations will wonder what Albert Einstein once said: 

 “Insanity: doing the same thing over and over again and expecting different results."  

Training that is more participatory, social and mobile web related has a greater impact always. 

There is this old adage is that 10 percent of learning gets transferred to the job. That means 

90 percent of what an employee learns happens outside of a training program,” through 

collaboration, coaching and mentoring, and other methods. This gives much scope that 

Training is not at par what organisations expects hence have to have a rethinking on the same. 

It is important to raise the profile of  L & D within the organisation which can always provide 

blended resources mapped to key skill competencies when it comes to a  wide responsibility 

including: apprentices, graduate development, leadership and management programmes, 

business skills training and liaison with the different business areas to develop functional 

training.  Organisations should drive this programs with a   by a desire to them both more 

attractive and more effective. 

Every training that aims at learning and development functions must reallocate some 

resources and effort away from standard content 

creation and channel management toward teaching 

employees how to learn. And it is also that 

employees and leaders must take accountability for 

development — not just their own, but also that of 

In business, the competition 

will bite you if you keep 

running; if you stand still, they 

will swallow you. 

 



 

those around them to help their organisation be at a competitive edge by being a high 

performance driven company. 

Progressive organizations recognize the value of peer coaching but understand that there are 

two main barriers to its influence. First, employees may be experts in their work, but they 

often lack the ability to effectively learn from and coach others. Second, although employees 

spend time interacting with one another, those interactions are unlikely to be deliberately 

learning-focused.  

Any Training & Development is holistic and progressive when organizational interventions 

sustain the momentum of growth with sense of purpose and align it to the organizational 

goals.In fact every successful organizations craft a strategy of developing, enhancing the 

capability of the employees through sustained efforts to build in the talent pool. And in this 

road map of organizational development, Training that talks about executive Coaching plays 

a very significant and vital role.   

As work grows increasingly interdependent and collaborative, important implications for 

employee performance and development come to light. Against the backdrop of this new, 

more networked environment looms a big opportunity for learning functions, redeveloping 

training approach. Then only learning and development will be better able to harness the 

collaborative nature of work to drive business value.But to create an environment that fosters 

learning that is both effective and directed toward organizational objectives, the function 

must first redefine how it approaches employee development. As in some organizations, 

learning is an afterthought, while in others senior leaders are willing to put money and 

sponsorship behind it.  In most organizations, however, development is ineffective.    

In business, the competition will bite you if you keep running; if you stand still, they will 

swallow you. 

Organisations should promote self-development through housing all of the learning resources 

in an attractive, intuitive, one-stop shop. Key to meeting this objective will be the 

development of skills matrixes for each function that linked to relevant training, alongside 

more generic business skills courses and resources. This will significantly raise the profile of 

learning & development opportunities within the organisation and promote an understanding 

of how they are effective. This is certainly an essential step for a   more blended model. By 

housing a multitude of resources and learning methods under the same topic headings it’s 

hoped that employees will become comfortable with blended approaches. It is true that all 

learning organizations have their own competitive advantage and that is their ability to learn 

faster than their competitor. And in order to achieve their learning goals, they have moved 

outside of their conventional corporate training format and started embracing the latest 

social tools and technologies to help build an avenue for the employees to learn, collaborate 

and to be innovative and creative. 



 

By creating organizational learning it is increasingly going to replace training. But the learning 

should be social and tech enabled. 

To increase organisational performance and productivity we need to be   interested in trainers 

and learning professionals. For example consider the traditional view of performance 

enhancement. Conventional thinking is just by increasing the individual output of employees, 

you consequently increase organisational output.  

And acknowledging this approach works well when we refer to tangible things such as sales; 

that is, if we can get each salesperson to sell 10 per cent more product we'll increase our 

revenues. In these situations where we have quantifiable outcomes, this approach seems 

logical. However, this view of productivity is difficult to apply in complex, intangible working 

arrangements. 

The implication of this new school of thought is that learning professionals need to take a 

more systemic view of their learning interventions and the environment. This broader 

perspective can take several forms. 

Which means that we ought to be building 

bridges rather than erecting fences? 

Which are a more engaging in cross-

functional and project- based learning 

interventions and less work around creating 

team identities? And secondly this gives an 

opportunity to assess behaviour on the basis 

of the greater good. In other words, people's 

productivity ought to be measured on its capacity 

to advance the strategic direction of the 

organisation. Engaging in problem-based learning interventions. Problem-centred learning - 

the poor cousin of technical- and personal development-centred learning - considers the 

interdependencies between people, processes and systems.  

No doubt, Learning and development plays a crucial role in driving above-average employee 

performance. And, based on some study that by continuing to refine traditional classroom 

training won’t deliver more than a mere improvement in employee performance. Therefore 

the  new work environment and the importance of network performance require learning to 

rethink and redefine about Training and the way it operates. 

Progressive organizations understand they must improve employees’ learning behaviours. 

They take advantage of existing forums such as training programs to teach employees 

valuable learning behaviours, help them identify and plan for learning and application 

opportunities in work, and provide them with simple learning-focused resources that help 

To increase organisational 

performance and productivity we 

need to be   interested in trainers 

and learning professionals. For 

example consider the traditional 

view of performance enhancement. 

Conventional thinking is just by 

increasing the individual output of 

employees, you consequently 

increase organisational output.  

 



 

them in daily work. Doing this has an immediate benefit to the content of the training course 

and enables participants to learn more effectively on the job. 

Instead, organizations can have learners bring real work challenges to training programs. 

Having them turn to the project at several junctures during the program to consider what is 

being learned and how it can be used within their work is an approach that not only enhances 

the relevance of the content but also drives application on the job. Organizations can further 

enhance the effect of these techniques by providing employees and managers with simple 

sets of questions or checklists that can be used at natural junctures within workflows to 

identify lessons learned and better incorporate their implications into subsequent action 

steps. 

A lot of expenditure on training but this increased spending doesn’t mean companies are 

wildly blowing their training budgets. Training providers are fielding new and different 

expectations than just a few years ago. Rather than making scads of content available for 

employees, corporate learning functions are under pressure to provide applied learning that 

plugs gaps in competency or knowledge. 

“Top companies know that success requires more than waging a war for talent. They have to 

strategically develop the talent that enables them to be successful in the future. And if 

organizations can encourage learners bring real work challenges to training programs. And 

having them turn to the project at several junctures during the program to consider what is 

being learned and how it can be used within their work is an approach that not only enhances 

the relevance of the content but also drives application on the job. This helps organisations 

to achieve milestones in a shortest duration of time. And then organizations can further 

enhance the effect of these techniques by providing employees and managers with simple 

sets of questions or checklists that can be used at natural junctures within workflows to 

identify lessons learned and better incorporate their implications into subsequent action 

steps. 

Finally when organisations are rethinking about implementing new approach to training let 

them not ignore that technical proficiency, once a guarantee of lifetime employment, is a 

commodity in today’s job market. Attitude is what today’s companies are hiring for.  Because 

the focus on hiring has shifted away from technical proficiency and onto attitude, it’s 

precipitated a lot of tactical changes in how job interviews are conducted. Here are companies 

finding candidates with the right attitudes? The majority is using social networks but is that 

even working? 

The attitudes for which organizations should hire are not abstract or based on a theoretical 

ideal, but rather are just the characteristics that separate high and low performers. Every 

company has to discover the attitudes that make their organization unique and special. And 

even if the company’s attitudes change over the years, those attitudes will always be an 

organic reflection of their most successful people because it has already undergone the sea 



 

change of rethinking on its training aspects which is a major boom for these companies to 

stay ahead of others. 

Training where the focus is to   

• Shift to an open and collaborative, connected, “social” learning environment.  

Innovation is part of everybody’s daily work. Creating a new culture of self-driven life-long 

learning. 

Training that evolved the thinking to ensure learning was fun, engaging and sustainable. If 

organizations can consider adopting in order to modernize their human resources and 

learning approach. Most importantly, the new rethinking of Training will surely include the 

move toward envisioning learning blended seamlessly with working. 

 

 

 

 

_____________________________________________ 

This Bangalore based writer is an IP Attorney and a Talent Management Specialist with focus on Legal, HR 

Consulting and Training. She can be reached on: rsmita.jena@gmail.com 
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  Saunak Rajguru 

 

Rethinking Learning Design and 

Development 

 

 
It's long past time to rethink learning design and development.  The learning designers in 
your organization can't pedal much faster.  Requests for training aren't likely to decrease.  The 
pace of business isn't going to slow down.  But the effectiveness of training deployed to your 
organization MUST be improved in order to meet the needs of your employees and your 
business.  There is a new way to address this imperative.  Creating more engaging, more 
effective training for the critical knowledge your employees need -- in a small fraction of the 
time currently required. 
 
As work grows increasingly interdependent and collaborative, important implications for 
employee performance and development come to light. Against the backdrop of this new, 
more networked environment looms a big opportunity for learning functions. Namely, 
learning and development will be better able to harness the collaborative nature of work to 
drive business value. But to create an environment that fosters learning that is both effective 
and directed toward organizational objectives, the function must first redefine how it 
approaches employee development. 
 
In some organizations, learning is an afterthought, while in others senior leaders are willing 
to put money and sponsorship behind it. Increased spending levels on leadership 
development are indicative of this, as more than 90 percent of organizations surveyed by 
member-based advisory firm Corporate Executive Board Co. in 2013 reported increased or 
flattened investment levels in leadership development in the past four years, with the trend 



 

expected to continue in 2014.The new, networked work environment is fundamentally 
changing what good employee performance looks like, with important consequences for 
learning. 
 
In many organizations, more than half of employees are effective individual contributors, but 
only a minute percent are enterprise contributors — employees who also display high levels 
of network performance. Moreover, some analysis shows that organizations that drive 
enterprise contribution significantly outperform their peers. These firms, the analysis shows, 
realize twice as much improvement in profitability as those focusing just on individual 
contributor performance.  
 
Learning and development plays a crucial role in driving above-average employee 
performance. And, continuing to refine traditional classroom training won’t deliver much 
improvement in employee performance. The new work environment and the importance of 
network performance require learning to redefine how it operates. 
 
The pervasiveness of social media in employees’ personal lives has set an expectation of 
instant access to information and 
connectivity. And it’s not just Generation Y. 
As Fast Company notes, the fastest-growing age 
group on Twitter is 55 to 64; on Facebook, it’s 
those aged 45 to 54.As a result, learning and 
development functions have seen an explosion 
of social media and collaboration tools being 
offered that promise to enable effective 
learning. Additionally, the emergence of 
massive open online courses has created a 
new source of easily accessible learning 
content. 
 
This kind of environment naturally should push 
learning functions to reallocate their investments from big training interventions to more 
ongoing learning activity. Organizations should also aim to create a “culture of continuous 
learning,” and to do this they are: 
 
Developing bite-sized learning — making learning resources smaller and more consumable. 
Betting on technology — deploying enterprise collaboration platforms, mobile-learning and 
upgraded LMS functionality. 
 
Creating push learning — attempting to push out targeted learning resources to employees 
“just-in-time.” 
 
On the surface, this approach makes sense. It recognizes the context in which employees are 
operating and the expectation for constant access to information. Yet when faced with large 
amounts of complex information, employees still struggle to separate signal from noise.  
 

Learning and development plays a 

crucial role in driving above-

average employee performance. 

And continuing to refine traditional 

classroom training won’t deliver 

much improvement in employee 

performance. The new work 

environment and the importance of 

network performance require 

learning to redefine how it operates 



 

Simply using bite-size learning resources and diversifying or switching learning channels is 
insufficient. More important is that organizations don’t lose sight of the fundamentals of 
effective learning. Concepts like relevance, reflection and application still matter. And how 
employees engage in learning is far more important than the number of activities they take 
part in, the number of resources they consume or the channels they use. 
 
To improve effectiveness in the new work environment and create a healthy learning culture, 
learning and development must equip employees to engage in learning behaviours and work 
to make those behaviours habitual. 
 
Progressive organizations understand they must improve employees’ learning behaviours. 
They take advantage of existing forums such as training programs to teach employees 
valuable learning behaviours, help them identify and plan for learning and application 
opportunities in work, and provide them with simple learning-focused resources that help 
them in daily work. Doing this has an immediate benefit to the content of the training course 
and enables participants to learn more effectively on the job. 
 
Peer coaching is a tool learning leaders can use to start. It can take many forms, but it involves 
a work-relevant, learning-focused interaction between colleagues. Progressive organizations 
recognize the value of peer. When done correctly, peer coaching circles not only teach 
employees valuable learning behaviours but also build employees’ ownership of development 
by reinforcing the idea that learning is more about engagement and discourse and less about 
the provision and consumption of content. 
 
Enhancing the performance of employees and enabling them to be enterprise contributors 
can generate substantial gains for organizations. Yet traditional learning and development 
approaches fail to provide the necessary lift. Therefore, learning functions must redefine their 
approach to create an environment that fosters business-relevant learning. 
 
Progressive organizations understand that the solution isn’t simply to create new content or 
to deliver content through newer channels and platforms. Rather, it’s to go back to learning 
fundamentals and ask, “Do our employees know how to learn, and are they properly enabled 
to do so?” 
 
 
 
 
 
 
 
 
The Bhubaneswar based author is the youngest writer of Ekaakshara’s 8th edition. He is currently pursuing his 
BBA LLB in KIIT School of Law. He can be reached on saunakrajguru3@gmail.com 
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  Shilpi Khandelwal 

 

RETHINKING TRAINING AND DEVELOPMENT IN 

ORGANIZATIONS 
 

 
Foreword: Training & Development has emerged as a huge market. MNC’s globally spend 
crores of Rupees on Training and Development of an organization. A fact that is known and 
broadcasted with equal seriousness. It is a serious business and the ROI and ROTI becomes 
the yard stick of its success or failure. The flip side of the coin is – on paper it looks all picture 
perfect and slick but can we really implement it to the last T? Is it possible to have a holistic 
approach in the industry towards the success quotient we aim for? Do we really know the 
360* impact, if a line of lateral hierarchy are trained or not on the rest in the chain? Is it 
possible to approach the method differently 
creating the right strategy towards the 
effectiveness of Training/ Coaching and 
Mentoring?  
 
Why me? I quizzed myself with the question for 
some time to buzzer this answer- I as an 
independent person who has a Training 
Organization…I need to know the thought pattern 
of people within the industry and their view as a 
participant or Managers. The intersection between the two is the Zone of Cogency. This 
Utopia needs to be achieved and made alive! This is my Ownership! This is our Give away! 
 

“Change is always tough. Even 

those who see themselves as 

agents of change, the process of 

starting a new thing can cause 

times of disorientation, 

uncertainty and insecurity.”  



 

What next? We need collectivism in our Rationale. Should we reinvent the Learning cycles? 
Is the system under driven? William James of Harvard University estimated that employees 
could retain their jobs by working merely 20 – 30% of their potential. Training and 
Development has the scope to enhance 90% and support super power emergence of any 
organization. No reason for debate. 
This learning wheel above is a perfect 5 thong method to implement the learning curve in any 
organization.  
 

 Evaluate adaptation – The metrics of degree to change and amplitude 

 Immersion Analysis – The mapping of competencies to work profile and 
communication spokes 

 Convergence Design – A comprehensive learning strategy thus leveraging on ROTI and 
skills learnt 

 Divergence Development – Dynamic and play it hard attitude for the competitors and 
competition, to bring in the urbaneness in presentation. 

 Implement Do it – Confucius validated with his insight – I hear and I forget. I see and 
I remember. I do and I understand. 
Now we need to make the sixth thong.  

 Learning cells - A concept from initiation 
to consistency.  Dedicated for the trainees at 
a bi quarterly level. A round the clock 
cocoon for the people who are yet to be 
Spartans. A handholding for complete 
transformation. This is the berth that needs 
to be reserved immediately. Many have 
journeyed without proper reservations thus 
costing the organization immeasurable loss. 
Now no more. Implementation of this needs 
immediate attention of the decision makers. 
Evaluate the cost of not implementing this 
to give you the urgency to do this 

impromptu. 
 
A breakdown of Management diktat –  
 
Mixed feeling/ mixed message/ mixed expectation, most of which tips towards the right scale. 
Transparency, Edification, Association are more textual with lower and lower effectiveness in 
practical. Thought leader, Situational leader, Servant leader, Spartan leader are glorified in 
any organization but in limited environment. Underline diktats are inconsequential. “Take 
charge but only how much we want.” “Take control but leave the control panel with us.” 
“Take giant steps but be contained.” The conflict a go getter goes through is immense. The 
energy is spent but on what? 
 
Facing competition together- 
 
Competition is for real. It exist not only between organization to organization but even 
between those in position and those not in one. There are many qualified people for one job 



 

which leads to further tethering of integrity. The Management has to leash out a new life in 
organization. Mentoring the Management towards same values and speech is a must. 
Coaching them towards same message and support to their down lines is mandatory.  Learn 
from the leaders of the past who lead big teams or congregation. Find individual purpose to 
align with the reason for their alliance with the organization. Faith and Integrity can 
strengthen this bond. Strong communities built will create trust and belongingness. The 
awareness to battle the lower tendencies and reach the higher self is a winning strategy. 
 
Creating wining cultures -  
 
Self-sufficiency and self-actualization are highest in Maslow’s Hierarchy of needs. The giver’s 
gain attitude and the urge to connect at explicit level with fellow colleagues has to embed to 
lead to winning culture. Our intention has to work like Force1 to defuse the intellectual war 
that is avalanching towards our country men. Fasten the seat belts for without taking off if 
we can reach such milestones. Imagine the earth shaking achievements we as a nation will 
achieve once we zero the count down.  
 
“Change is always tough. Even those who see themselves as agents of change, the process 
of starting a new thing can cause times of disorientation, uncertainty and insecurity”  
 
Joyce Meyer 
 
 
 
 
 
 
The Bangalore based author runs a training organization named Tour de Force. She can be reached on 
shilpi@tdftrainings.com 
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  Monika Srivastava 

 

Let’s rethink: Training and Development 
 

Training is the backbone of every organization’s performance, upliftment and overall growth. 

It is the foundation which develops an individual and organization hand in hand. 

 Protein, Carbohydrate, Vitamins, Minerals & Fat collectively indicates healthy heart and  

mind in a body. Deficiency of any of these can lead to an unhealthy body. Likewise, all the key 

ingredients of Training keep an organization healthy. Those ingredients include, Coaching, 

Mentoring, Guiding, Synergizing & keeping pace with Evolving Changes. Any of these can be 

customized as per the situation. At the same time together each and every one of these, plays 

a vital role in keeping an individual and 

organization in Good Health.  

Different Methodologies should be explored to 

enhance the changing needs of Training in an 

organization. Constant Brainstorming, Huddles 

and team interaction are few ways which can help 

to understand the importance of Training & 

Developing. This would in fact nurture individual 

productivity whilst encouraging teamwork. 

Today, Rethinking Training & Development needs are imperative in order to churn out the 

unexplored potential of every individual if an organization needs to lead in this competitive 

world. 

Today, Rethinking Training & 

Development needs are imperative 

in order to churn out the unexplored 

potential of every individual, if an 

organization needs to lead in this 

competitive world. 



 

Training is needed in order to guide managers towards a structured approach of handling 

business. Rethinking will help in breaking the stereotyped rules laid in the industry, leading to 

better quality and value in the system. 

Another Tool of Rethinking – Best Practice Sharing – could assist in exploring different 

innovative ways and means among all trainers in order to address everyone in more effective 

manner. 

 

 

 

 

 

 

The author is an experienced professional and is passionate about training. She can be reached on 

ojasvis@rediffmail.com 
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  Midhu Koshy 

 

Rethinking T&D in Organizations 

Few years ago I had the privilege of being associated with one of the Top 3 IT companies in 

India. In addition to the demands of my key responsibilities in the area of expertise is Risk and 

Control, was fortunate to have had exposure to the Training initiatives in the organization, as 

a facilitator/ trainer in my field of expertise. The experience not only encouraged to explore 

illustrations and case studies to aid interactions, but also, gave a look- see into the L&D world. 

What entails in this article are my thoughts on L&D in organizations. 

Learning initiatives are undertaken to impart job skills to the learner, or stimulate and 

progress them. Such learning promotes role enhancements, thus, organically enabling high 

potential candidates to take up more responsibilities as they hone their skills.  

Or, it could be to enable the learner to move to higher planes of communication and soft 

skills. Such type of learning works not on the communication alone, but, on the employee 

retention aspect as well, as the learner feels rejuvenated and powered to meaningfully 

engage with fellow employees. 

That said, I believe, that limiting the curriculum to 

communication skills and leadership skill would be 

seeing the opportunity through tough blinders. 

More often than not after a few days of feeling 

refreshed, the employee gets back to the world of 

mundane chores, with no barriers whatsoever with the computer screen. 

It would perhaps do good to mull on the spirit of the game- retention, assimilation and 

application as situation demands would take place only if the axe is sharpened constantly and 

As a corporate learner, I prefer an 

interactive environment; one that is 

relaxed and helps me express. I am 

enthused about workshops and 

group tasks. 



 

mindfully. Organizations pump in budgetary resources to keep the flame live, but to set it 

ablaze one needs in-the-day thinking and innovation. 

As a corporate learner, I prefer an interactive environment; one that is relaxed and helps me 

express. I am enthused about workshops and group tasks. Perhaps this is why I would like 

something on similar lines on a regular basis as a boost or allied measure to what I have 

guzzled down in a classroom session. Scenario based experiential learning, forums to invoke 

effervescence and mentoring (irrespective of the grade and standing of the learner- one can 

only go up as s/he learns!) and reconnect with the external and bigger world. For me, this is 

the most exciting part of the pie- learning something new about the world around me, 

something which is not necessarily related to my KRAs and deliverables and deadlines; but 

can possibly catalyze my understanding of my work ecosystem and contribution to the same. 

Perhaps am referring to something akin to a Management Development program, or maybe 

networking sessions where one discuss about researched topics, or maybe a platform where 

one can discuss trivia or even share a crisp slide-presentation of the same.   

Rewind to our school days when we had different ‘houses’ pitched one against the other- 

encourage competition, team spirit and  skill development.  After few years of corporate 

exposure, we could possibly at a career crisis- wondering where to turn to, sabbatical or 

switch streams or embrace the moolah and stay put. I believe, engaging in innovative L&D 

activities could help the organization help its employees put things in perspective, curb 

attrition and sharpen the loyalty factor to nurture a ingrown human base, leadership and 

synergism that comes as the add on benefit. 

 

 

 

 

The Bangalore based author is currently associated with a Consulting firm, in its Risk & Advisory practice. She 

can be reached on midhukoshy@gmail.com 
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  Rizwana Gorvankal 

 

Why is there a sudden need to Re-

think on Training and Development? 

 

Since time immemorial Training and Development has always been  the most essential and 

integral part of Organization , however with time this basic need like many others seemed to 

have been lost among the most glamorous and superficial Agendas of Organization 

development. With every ounce of  Growth and Development  the need for human efficacy 

seems to grow wider and wider , Today as we sit back and evaluate the Growth Machinery 

‘Automation’  has undoubtedly taken precedence  over Human Productivity yet we cannot 

ignore the key source of Growth Machinery ‘Human Resource‘ and it perennial need to re-

invent. Human Resource with its craving need to Innovate, Innovation, there is high and 

constant demand to re-invent newer methodologies to keep the Growth Machineries running   

yet most often than not the need to Develop Human Resource is side lined  or rather Quick 

Fix methods are being used without realizing that Band Aids are only for minor cuts whereas  

deeper wounds need proper  care and periodic nurturing  in order to keep them healthy. 

2014 seems to be the year of New Awakening as many organizations are now looking forward 

to relook at their strategies and methodologies for Human Resource Development, many new 

methodologies are being put in place. New teams are being designed, with new assignments 

to complete along with new Objectives to achieve. New budgets are being purposed and 

approved yet they all remain unutilized for lack of direction. 



 

 Learning and Development is not a super aid process  nor is it  an obligatory sub function 

within HR, it is in itself  a crucial part of the organization structure where everyone involved 

plays an important role , right from the learner  to CEO of the organization. 

Organizations are now open to newer and better means of Training and Development 

Methodologies such as CBT’s, Experiential Learnings.  

What is Re-thinking all About: 

Ret-thinking is all about building human capability in finer senses, When any Organization 

rethinks on Training and Development, it is a clear indication that they are now being sensitive 

towards the need to develop Human Capital.  But this needs to be Value based meaning 

mapped with the Vision and Mission of the Organization. For  any kind of training and 

development done within the organization not  only has its impact on the Quality of Human 

Resource in the organization but also has  impact on its stakeholders, customers , vendors to 

be precise all internal and external resources involved in  Organization Growth . This is exactly 

like 360 degree Competency Framework which we use to map the competency.  

Re-thinking involves doing away with many 

old school thoughts and process of training; it is 

more Experiential Based, which involves being in 

NOW concept, moving with day to day 

evolution of dynamism of Human Need, 

Technology, Economy, Product and Services, 

most importantly CUSTOMER NEEDS. All 

programs designed and delivered have to keep in 

mind the end users who are definitely not the employees but the stakeholders and customers.  

If you are involved in the Re-thinking process of Training and Development in your 

Organisation, unlearn everything you have learnt so far for Re-Thinking  connects with people 

at an individual level and moves them to action, increasing both individual productivity whilst 

encouraging teamwork . 

Before You Re-think how to Strategize your Training and Development I would Suggest few 

Key Pointers: 

1. Gain in depth understanding of the market your organization is part of (this is where your TNI should 
begin)  
2. Understand the Vision, Mission of your organization; understand the framework of organizational 
structure  
3. Understand the objectives of each function 
4. Understand the human capital of the organization  

Rethinking also demands opening up of better and newer avenues for PEOPLE Development 

within the organization. Re-thinking enables in creating avenues to promote out of box 

thinking. 

Re-think to Re-Build is the focus 

mantra now The Million Dollar 

Question remains. How? What? 

Where? Why? O Yes!... the four 

effective probes have all the 

answers. 



 

Re-think to Re-Build is the focus mantra now The Million Dollar Question remains. How? 

What? Where? Why? O Yes!... the four effective probes have all the answers. 

Times have changed, so have the needs, before we plan our training we need to ask these 

simple yet powerful questions. Now don’t jump to the thought “I know why this program is 

needed, I have done my analysis right, I know what the organization wants, so this program 

is the solution, the entire world uses this kind of a program for such needs identified hence it 

is good program. If this thought comes to you: STOP RIGHT THERE!! Instead LOOK INSIDE  

Why the training programs which have been working fine since ages need to be Re-looked at: 

the answer is simple. INNOVATION NEEDED. Training programs become monotonous.  

Training has evolved into not only a means of developing employees’ skills, but also a strategy 

to retain, develop, and reward key talent. Majority of the organizations use training and 

development opportunities as a strategy to retain top or key talent and many also use it as a 

way to reward and recognize employees. This is a direct result of the changing employee 

needs as challenging work and career development/advancement opportunities and 

continually ranks among the most important attributes employees seek. These also tend to 

be some of the most common reasons that talent leave organizations 

The method of training delivery has taken a quantum leap. Instead of simply utilizing 

traditional classroom learning; organizations across the globe are incorporating online 

classes, webinars, mentor programs, and self-based learning tools. A major focus is on making 

the training individualized and customized to the organizations particular workplace culture.  

The new approach is "70/30/10" method of learning with 70% of learning coming from on-

the-job experiences; 20% of learning from others through coaching, mentoring, networking, 

etc.; and 10% of learning from formal training courses. Webinars and e-learning are also 

rapidly gaining ground as more and more organizations begin global operations and use the 

virtual world in interests of time, ease and connect. In light of all this the tried and tested 

Power Point Presentation based classroom delivery method is taking a back seat. 

Organizations leveraging learning opportunities would actively be using social media, 

community platforms and internet support to make learning and development a collaborative 

effort.  

The Mumbai based author is a Learning and development professional. She can be reached on 

rizwana1810@gmail.com  
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 Neeraj Tyagi 

 

Rethinking Training and Development 

in Organisations 

In today’s changing world what is one thing that differentiates Organisations that are 

struggling to keep up the pace and Organisations that are keeping up pace with the changes 

around the world and able to sail through with whatever comes along?  

It’s the Thinking and Rethinking capabilities of people in organisations. Most people continue 

to be 

 Holding on to the thinking approach of reciting facts and figures 

 Abiding by the status quos 

 Following existing chain of 

command in the organisation  

This way of thinking may have been ingrained 

since childhood and adulthood. However, 

there is a big opportunity to rethink 

traditional thinking itself. Organisations can 

be more effective in thinking, learning, 

teaching how to think limitless, trying new 

things, reflecting on the new ways of thinking and trying again. It is the type of thinking that 

help an individual understand cause and effect, short and long term effects.” 

So what can be done to rethink training and development in Organisations? 

What an organisation can achieve 

in training and development is 

limitless should we have courage to 

question the status quo and adopt 

liquid thinking. Getting people to 

think about the right thing is the 

key. 



 

1) Gain Clarity – In the world of www it is very easy to access information and knowledge 

for anything and everything. However what is most important is the questions like  

 What is it that an organisation wants? 

 What is one thing that an organisation want achieve through Training and 
Development this year, this quarter, this month? 

 
Goal, Vision, Dreams are achieved by people with their commitment, hard work and 

dedication to win. However Training and Development Professionals help these individuals 

bringing them the right learning resources at the right time. It’s important for Training and 

Development Professionals to question the question and get utmost clarity.  

2) Probe Your Assumptions–While it is good to repeat and duplicate what has been 

working in the past and is successful for organisation in terms of learning and 

development, It is also the barrier to great things that can come in the way of thinking 

lucid. Question that certainly help are 

 What else is possible in training and development in organisations? 

 What are we assuming and why did we choose those assumptions? 
 

Probing assumptions makes people think about the presuppositions and unquestioned beliefs 

on which they are founding their argument.  

3) Create Your Solutions --Design thinking is a formal method for 

practical, creative resolution of problems and creation of solutions, with the intent of 

an improved future result. Getting people together for creating solutions for training 

and development has the power to transform organisation and inspire innovation.  

 How can an organisation synthesize new ideas from people in training and 

development 

 How can an organisation convert problems into opportunities? 

What an organisation can achieve in training and development is limitless should we have 

courage to question the status quo and adopt liquid thinking. Getting people to think about 

the right thing is the key. 

World is limitless. Shall we take the first step? 

The Mumbai based author is an Executive Coach and Cofounder of Greenlatte. Reach her at 

neerajtyagi@greenlatte.co.in . 
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  Sridhar Srinivasan 

Frontline Training – making it 

invisible; results visible! 
 

As I set out to write my maiden article for this journal Ekaakshara, instead of Googling the 

net, I decided to google my belief system and pen and type the same. 

“I cannot teach anything to anybody. I can only make them think!” – Socrates. This has been 

my work philosophy and probably my favourite opening statement for training sessions, for 

good reasons. 

Training is all about change. Change needed to address a person’s capability gaps. Change is 

needed to prepare an organization to face a paradigm shift, or to create one! Compelling 

reasons for training and change are abound. The question here is, does Change happen 

through rote-learning of task instructions?! If the 

answer is a resounding ‘No’, then why does 

most training resemble teaching, which is akin to 

transfer of instructions from a superior to a 

subordinate?!! 

 

The key to the above puzzle is the factor- ‘Thinking’.  

“Cogito, Ergo sum” (translated - “I think, hence I am”) as Rene Descretes stated it 

philosophically, centuries ago. Aptly applied, Training which makes the stakeholders to ‘Think’ 

leads to sustainable gains and self-motivated growth in individuals, teams and thereby to 

organizations. 

We need to upgrade the 

national goal from – 

sarvashikshaabhiyan to 

‘sarvasakshamthaabhiyan” 



 

Let me now link this to our theme, to synthesize this, if thinking process is so intrinsic to 

training process, isn’t it time to rethink newer and alternate strategies for training 

At the recent ‘Make in India’ initiative launch, many an Industry heads and pundits highlighted 

the situation of unemployable youth stumbling out of the various educational institutions. 

Needless to say that when such candidates are employed, they are not plug and  play ready 

in tech or soft-skills, hence it adds to the time and cost of frontline training. This hurts the 

prospects of India inc., in its projection as having a skilled and affordable resource pool. 

Pain point: Colleges engage external trainers on very short duration for Aptitude (i.e. logical, 

analytical, reasoning, quantitative) testing and soft skills (read interview facing). Focus is to 

get students to somehow pass the interview. IT/ ITES companies who are the mass recruiters 

often bemoan the time and cost incurred on frontline training, and so much wasted on 

unemployable candidates. 

It is encouraging to find some IT/ITES companies, engaging few external trainers and 

volunteers to train student of rural/semi-urban colleges on select topics. But the underlying 

theme is ‘I reap what I sow’! They hope to employ these groomed candidates.  

Scenario 1: Digital India has created yet another category of haves and have-nots. Children 

(mostly urban) studying in private institutions have exposure to computer aided learning from 

the primary, whilst those studying in government and ill-equipped private schools, pass-out 

and stand like sore-thumbs for no fault of theirs.  

Many decades ago, the education minister at the time in 1964, M C Chagla, memorably said: 

“Our Constitution fathers did not intend that we just set up hovels, put students there, give 

untrained teachers, give them bad textbooks, no playgrounds, and say, we have complied 

with Article 45 and primary education is expanding... They meant that real education should 

be given to our children between the ages of 6 and 14”. 

Scenario 2: When Children trek to a ‘School’ in the hope of a noon meal, and after another 

teacher-less day. Wouldn’t s/he compare her/his condition with the level of education and 

care that an affluent man’s kid gets?  Do you expect to see leaders and dedicated work-men 

in the making?? 

Such a divide of the haves and the have-nots leads to more Reds on the killing- fields than 

blue/ while collars in the industry.  

As a reaction to the Right to free and compulsory education act, well-known educationist Anil 

Sadagopal said of the hurriedly-drafted act: 

It is a fraud on our children. It gives neither free education nor compulsory education. In fact, 

it only legitimises the present multi-layered, inferior quality school education system where 

discrimination shall continue to prevail. 

http://en.wikipedia.org/wiki/M_C_Chagla


 

India can boast of the largest established education system in the World, in addition to being 

young demographically. Alas, but with so many fault lines we are unable to boast of a talented 

and employable people capital. What then could be the incentive to global investors to set 

shop and ‘Make in India’?! 

Can just another national education budget address these anomalies, overhaul the infra and 

quality of teaching in every school at short notice?!  

Can Training ever be thought of being included in the syllabi of schools and colleges? 

Paradigm shift in rethinking about training is what I put forward in my simplistic way. 

Solution: We need to upgrade the national goal from – sarvashikshaabhiyan to 

‘sarvasakshamthaabhiyan”  

Action Plan: Establish Skills lab in every city, town and rural hub, on a war footing. The 

exclusive purpose of providing vocational (Tech, IT, Mechanical, Handicraft, etc) and soft skills 

training to students beginning with colleges, and adding High school students at earliest.  

The student should be assessed for their aptitude and attitude and be counselled to take 

appropriate training. The training should run concurrent with the syllabi. Internships at 

relevant companies should be organized. 

Stakeholders: The Government of India must pass a bill to make it a legal entity and make 

such training a mandatory part of education system. For Government and aided schools and 

colleges, the facility should be free of cost. 

PPP initiative: under the aegis of a panel drawn from the Industry and commerce associations 

like the CII, NASSCOM, FICCI, NCERT, NGOs, religious  and minority educational society, 

Researchers, Training Orgs, etc. 

Financing: Needless say we are going to be taxed! Foreign Orgs desirous of setting shop 

should pay towards a Skills lab corpus fund. Private educational institutes availing the facility 

would have to pay. I leave the calculator to the Economists! 

Real estate and Infra: identify poorly functioning Government/aided school and colleges, and 

utilize the property for this initiative.  

Training Approach: For far-reaching, quick, standardized and continual learning, the solutions 

have to be technology driven. Content and library on the Cloud, E-learning; Digital/computer 

aided simulations; online assessments and more, complimented by expert trainers and 

facilitators. 

Learning Aid: Learning curiosity and language skills starts very young, hence I wish that school 

students be provided with e-book readers (like Kindle). Panel may draw up win-win MOU with 



 

Amazon for providing book titles at concessional rate to the Lab. School and College students 

could get free downloads of approved e-books upon submitting feedback.  

E-Choupals could be opened in rural hubs and Knowledge ATM in various part of Metro/ 

towns to assist trainee access content, for taking self-assessments &feedback. 

Our Responsibility& Participation:  

Corporate especially the IT giants may well replace the attitude of ‘I reap what I sow!’ to 

collective farming. This would result in a pool or talented & deserving candidates in the open 

job market. This approach would greatly reduce training cost on frontline work force. Upon 

Hiring, only task centric training & company’s culture orientation need to be given to 

candidates. 

Lastly, Corporate India and the world will get to hire, skilled and well-rounded persons. And 

since it’s a holistic and collective effort, over a period would make Cost of frontline training 

invisible…Results visible. 

 

 

 

 

 

 

 

 

The Chennai based author is an experienced trainer, motivational speaker and leadership development 

consultant. He can be reached on  motivations_sri@yahoo.com.  
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 Gaurav Sharma 

 

From Draining to Training to Learning 
 

$170bn is the amount US companies spend every year on trainings. This kind of investment 

surely does not go unnoticed as businesses around the world are still resetting their cost 

structure post the recent economic crash. Irrespective of any change in the medium or 

technology in training, efficacy of every dollar spent will be under scrutiny. Let’s look at what 

I think we shall experience in the future of this domain. 

We will continue to have mandatory trainings. We assume that a working professional or in 

general everyone is a rational being who will do things that benefit him or her. But look 

around; there are how many people who exercise daily when we all know it is good for one’s 

health? How many people would go for a motor insurance, if it was not made mandatory by 

the government? This irrationality has been proven through experiments by Behavioural 

Economists like Dan Ariely. To expect that most employees will go for on-demand trainings 

and upgrade their skills simply because they know it will help them in their career may not be 

correct. We will need a structured approach to pushing the right trainings to people but what 

will change is the content, the context and the 

media.  

Big Data analytics can throw some real-time 

insights about what an individual or organization 

may need to be trained in. Just pop up a window on 

workstation or an alert on hand-held device and 

make it easy for employees to access the relevant 

training, offline and online. Make it mandatory but 

with flexibility to take them at their convenience. 

L&D is headed towards exciting 

times wherein fundamental 

understanding will be enabled 

through the smart use of 

technology, analytics and 

irrationality in basic human nature. 



 

Training will not be assumed to be same as Learning. Our schools are brutal. They train, they 

assess, they rank and some students have to end up failing! But the moment one starts the 

professional life, they are trained but learning from that training is not really assessed. I have 

taken some of the assessments at the end of corporate trainings and they seem to be horribly 

easy. Most of them can be cracked even without the training. With the kind of time and 

money invested in training, their efficacy will now become all the more important. Companies 

will need to look for ways to assess the content and its relevance, the trainer and her 

performance and the trainee and her understanding and retention of knowledge .Novel forms 

of ‘assessment’ is what we need to be ready for. 

Learning will be slower! Another benefit of real-time optimization of training is that this will 

hold the possibility of inculcating knowledge at a pace that facilitates real solid learning. And 

not the prevalent 10-12 hours of ‘put everyone in a room (real or virtual) and then train-train-

drain’. After decades of research, it has been proved that slow, contextual learning is what 

works best. The retaining is better in quality and application is better. Technology need not 

always be a tool to shorten time or cut costs, it can actually be a powerful facilitator of slow-

paced true learning. 

Collaborate or perish. Almost every training ends with a promise to form a community for 

knowledge-sharing and some enthusiastic participants do make use of these communities for 

some time. With the advent of social media, those who crack the code of making knowledge-

sharing fun and engaging will win the race to create meaningful training platforms. Social 

media, knowledge forums, technical portal, learning platforms, etc are what hold the key. 

Unleash the power of sharing, build interface to get people hooked and there you go. It is 

anyways said that life is too short to learn from your own experiences alone. 

Coaches and not Trainers. By no means will advent of technology reduce or make the role of 

a trainer redundant. In fact with technology taking care of basics, I believe the role of a trainer 

becomes all the more important. They would then need to be context-setters, motivators, 

seasoned experts or in short, not just Trainers but Coaches. The future is for those who don’t 

merely facilitate train but actually inspire the employees to learn and are themselves subject 

matter experts passionate about the subject. 

Albert Einstein once said, “Any fool can know. The point is to understand.”  L&D is headed 

towards exciting times wherein fundamental understanding will be enabled through the 

smart use of technology, analytics and irrationality in basic human nature. 

 

The Bangalore-based author works in the Chief of Staff office of Technology & Operations EVP at HP. He can 

be contacted  on gauravs@hp.com.  
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  Papiya Sarkar 

Re-thinking T&D in Organizations 

The speed at which variables change in a business at any given point of time and how it can 

impact the organization has never been felt more aggressively than today.  

Businesses are constantly changing contours, 

geography, technology and offerings to respond to 

the dynamic world outside. Remember Amazon 

was a book seller at one point of time! New ideas 

are catching imagination and disrupting market 

positions continuously. While retail giant Walmart 

holds on to its no. 1 rank in the Fortune list, it is watching with great interest the phenomenal 

IPO of Alibaba that has made an English teacher, the richest man in China. As Jeff Bezos says, 

‘the companies that are shiny are gone after a few decades. It’s inevitable that Amazon will 

be disrupted one day. My job is to delay the processes. 

So how do companies like Google, Apple, Amazon, and Microsoft strive to remain relevant 

and develop the millions of workforce they have? How do such employees not only remain 

productive but they also have the ability to think of ideas, products and designs that can 

change the world, create new consumer behaviours and make investors love them? How are 

such employees learning? 

I see three clear trends in L&D of successful companies today. 

 First, the way employees are learning in an organization, is getting more aligned to 
behaviour they practice outside work. 

 Second, the responsibility of learning is clearly shifting to the learner. 

One advice for the L&D and HR 

professionals – CATCH THE SIGNAL, 

HOWEVER WEAK. This is my most 

profound personal lesson. 



 

 And third, instead of doing a catch up with changing domain and technology L&D team 
is focusing more on building meta-skills as below to create a ‘culture’ that supports 
development. 

Here are 10 practices that we see if we double-click the above 3 trends:  

1) Develop critical thinking – schools are changing the way they are educating children. The 

focus is not on the ‘what’ any more. It is on how. Organizations should do the same. Critical 

thinking presupposes two attitudes. First, the willingness has to be challenged. The ISRO chief 

after the success of the Mars mission said that ISRO has a culture where even the junior most 

engineer can stand up and say ‘this design is wrong’. Second, allowing people to think 

differently, encouraging the culture of round pegs in square holes. 

2) Build a culture of reflection–Critical thinking needs the mind to quieten down and focus. 

It’s like thinking before making your move in chess. Successful companies are enabling their 

employees to visualize the end game and then strategize through practicing intentional 

reflective thinking. 

3) Recognize for sharing - Frank D’Souza, head of Cognizant Technology talks about the 

dissonance of technology that employees suffer on a Monday and how the organization is 

trying to narrow the gap between what technology employees can access in their private life 

vs. at work. I am talking about the dissonance of sharing. Look at it this way. In our private 

lives we are thriving on sharing through social media like Linked in, Blogs and Facebook. Alok 

Narain, HR head of Quattro says sharing is happening more willingly and easily. Employees 

are genuinely interested to share through communities of practice, peer mentoring, internal 

blogs etc. as long as they are getting credit for it. Recognition creates a fair environment. Are 

organizations listening? 

4) Reward for collaboration and systems thinking – You can have a great idea but to take it 

off the ground you will need to collaborate. Employees need to be aware of inter linkages of 

process and interdependencies with others. This means that employees need to become 

more agile in networking, reaching out for help and resources. In my experience, the person 

who is most successful in a project team is not the one who works the hardest but the one 

who can mobilize resources across the organization and outside the fastest! 

5) Train employees in the art of conversation – We’re all in the business of selling according 

to author Daniel Pink and I can’t agree with him more. Employees need to learn how to sell 

ideas, persuade clients and grow their business. What sets them apart and create personal 

presence is when they learn how to have structured powerful conversation and become 

sharper with their point of view! 

6) Allow to practice and fail – Training has to redefine learning objectives to performance 

objectives. Learning means knowing about the product, technology, and customer but 

learning also means doing. It is the responsibility of the L&D team to work with business to 



 

create ‘doing’ opportunity for learners. L&D teams of great organizations are getting trained 

to design experiences. 

7) The 3Cs–Learning programs are moving away from being a one-time class room event. As 

an external consultant I do repeat interventions with the same group, interventions that are 

customized to their context. E.g. if I am doing a sales conversation training, I will spend time 

in the stores, interact with the store manager, watch real time customer interactions. I will 

also train the manager to coach so that when I have move out, development is still happening. 

I recently heard a head of business of a very successful company advice his managers – ‘Taking 

stewardship of your team is not incidental. It is as much a real goal as improving market share. 

Take a measurable goal of 15% employee development.’  

So, great companies are investing in the 3 Cs – continuity, customized and manager as coach. 

8) Coaching and Mentoring – The complexity of the business environment has shifted the 

focus on the ‘mind-set’ of the leader. How leaders view the world, take decisions and work 

towards compelling goals that are aligned with their inner life forces is the key. That in turn 

defines their capability to lead teams and create big changes. Organizations are using more 

external coaches and internal mentors to prepare and fortify their middle and senior leaders. 

9) Train for customer experience – Training and development is for everyone who touches 

your customer. More and more work is getting outsourced. So, training is not only for your 

internal talent. It’s also for employees of your channel partners. Successful companies plan 

for this. 

10) Employee in charge of self-development - The trend now is clearly to make the employee 

responsible for his/her learning and development. This is by far the most democratic process 

because it not only creates responsibility for the employee but also gives her a choice to take 

charge. Imagine a world where the employee manages his/her own learning budget! As per 

Nayana Chekka, head of L&D in a reputed IT company, the focus remains on enabling learners 

with byte sized mobile content for any time learning, and of their choice. 

Finally, one advice for the L&D and HR professionals – CATCH THE SIGNAL, HOWEVER WEAK. 

This is my most profound personal lesson. Ten years back my then CEO started to talk about 

Big data and cloud. At that time, as a young L&D professional I failed to realize the implications 

of how it will change the way we live, interact and work. Today, when my life is completely 

overtaken by SMAC, I often wonder what new signal I am missing! But I am more intentional 

and alert now! 

The author is the Founder of Blue Chakra Talent Studio that works in the areas of communication, 

collaboration, creative enquiry and conscious leadership. She can be reached on 

papiya@bluechakratalent.com 
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  Pooja Swami 

Rethinking Training and Development 

in Organizations 

To create an aura that fosters training that is both effective and directed toward 

organizational objectives, the function must first rethink how it approaches employee 

development. 

Rethinking is a different take on or from existing thinking rather than a new thinking where 

fundamentals matter. It reflects a requisite and ongoing facet of strategic learning both in 

theory and practice. If we look at Training and development there are two different parts 

where training is a planned process to modify attitude, knowledge or skill behaviour through 

learning experience to achieve effective performance in an activity or range of activities and 

when skills are transferred training is successful but development is a whole personality 

development concept and  is different from training. It is organization’s efforts and the 

individual’s own efforts to enhance an individual’s 

abilities to advance in his organization to perform 

additional job duties. 

Rethinking training and development in 

organisation is a need of today’s rapidly changing 

scenario where change is the order of day and the 

only way to deal with it is multiple learning either by social tools or by instructions, continuous 

learning and most important skill for workforce is skills in self–reflection.  

In my academic career I observed that traditional way of training is more structured, pre-

determined and more  expensive but is often the most reliable and useful for the trainee to 

achieve the desired knowledge and skills in time but it fails to answer many training needs 

Rethinking training and 

development in organisation is a 

need of today’s rapidly changing 

scenario where change is the order 

of day 



 

.The basic problem includes coping with the short life span of useful knowledge to achieve 

competencies, accommodating the demands of productivity while providing for a continuous 

learning ,enabling learners to pursue activities that is equivalent to their learning habit and 

needs. I got my best recipe only when I mixed traditional training method, best technology 

and social media training with proper proportion of self–directed and other-directed training 

with a pinch of motivation, collaboration and empathy with creativity. I always ask my 

students to follow that approach which can works best for them and what I found is that 

autonomy proved a powerful motivator and leads to students engagement in classroom and  

they enjoyed the blended learning more than the old chalk and talk method . 

 Often it is seen that mostly trainers consider them as more knowledgeable and experienced 

than trainees but it is also fact that they lack motivation. Knowledge transfer and experience 

sharing is successful only when trainer motivate trainees with high level enthusiasm and by 

treating them unique. In training two words content and context are quite common that 

together gives meaning the main difference between the two words is that content is our 

message and context gives meaning to our message. Context is often consider more 

important than content. Trainees have an incredible thirst for context and about how the 

content is really being implemented and that is what trainees remember.  

To put emphasis on my views I would like to reflect different ways of training and use of social 

tools. 

Self-directed training is an impromptu way that most employees learn to do their jobs. 

Trainee decides its goals, means and methods. It can be both   formal and informal and is 

often more spontaneous and creative where no proper and formal structure is required and 

occurs naturally that many trainees are not aware of the experience that they are undergoing 

training for example learning from experience on the job or workplace, discussions, reading 

newspaper and journal, articles about a topic and more affectionately we can call it Kitchen –

Table Science.  

It is a key component to (LOPI) Learning by Observing and Pitching-in.  Highly motivated, self-

directed learner with skills in self-reflection can approach the workplace as a continual 

classroom from which to learn whether they be leaders, managers, or individual contributors.  

Other-directed training is where someone other than the trainee drives what training 

activities will occur and specifies the training goals will be met in training, how those goals 

will be met and how evaluation will occur to verify that the goals were met.  It can be informal 

training or formal training. Informal training includes, e.g., supervisors sending employees to 

training about diversity, policies, sexual harassment in the workplace and formal training 

includes the approach to learning as used in schools, colleges, universities and many other 

training centres.  Another form of other-directed training is employee development plans in 

which the plans identify performance goals, how the goals will be reached, by when and who 

will verify their accomplishment.  



 

 If we look at the above two types of training we can conclude and no one can replace other 

but it depends on the trainee needs and ability which is best for him. Sometimes differences 

between skills are also the reason of different training methods. We can learn hard skills by 

less experienced trainer but we do not learn soft skills by enrolling in a training program. 

Social media introduce substantial and pervasive changes to communication between 

organizations, communities, and individuals. These changes are the focus of the emerging 

field of techno self-studies. The all presence of social media made training and development 

functions to enable effective learning Social media tools develop a multifaceted and 

multimedia program  that allow training to take place across geographical boundaries. Ability 

to have indirect, organic, peer-to-peer training where everyone on the team can interact is 

one of the biggest advantage of social media. 

Many social media tools that can be used to create interactive, online, company-limited, 

virtual spaces such as Skype or Google Hangouts can be used to set up online conference 

rooms where everyone can attend cross-geographically at no cost. Go To Webinar is another 

useful tool that can be used to develop online seminars, called Webinars, to provide either 

pre-recorded or live lectures to audiences of up to thousand people. Many other social tools 

such as slide share , pinterest , flickr, linkedln and you tube are playing major role in learning 

and development  New employees can learn from the expertise of older ones by simply 

reading what is being said or asking questions of the forum. Long-time employees can learn 

from others, too, by getting fresh feedback, ideas, and solutions to new challenges. Social 

media platforms will continue to develop and evolve. More and more employees   will 

demand simplicity and expect workplace training to incorporate the tools they use on a 

regular basis. 

Learning whether it is formal or informal, self – directed or other directed by mentoring or 

reverse mentoring is most effective when it is continuous, social and collaborative with 

empathy and full motivation. 

 

 

 

The author is an HR Advisor and Consultant. She is currently the Managing Director of Leo Institute Pvt  Ltd. 

She can be reached on pooja.67.mp@gmail.com 

 

 

mailto:pooja.67.mp@gmail.com


 

  Shraddha Patil 

ReThink to EThink 

It’s time that organizations eThink on their training strategies. In today’s digital world, 

employee dependency on recommendations or approvals for learning new skills and 

technology is reducing. Digital media is changing the whole perspective of Learning and 

Development. Employees no more look out for their organizations to schedule batches and 

training programs for learning.  

In the competitive era, investing time for training is getting very difficult for organizations. 

Also the attention span of employees is reducing. 

Employees are in search of more creative, 

innovative and practical trainings which will give 

them the best learning experience in a short span. 

Learning and Development departments must 

understand this changing need of employees and 

start searching for better ways to train them. The 

online training industry can play a key change agent 

in these situations. 

 Online training can be of great help to organizations as it can train the employees on the 

latest skills and also save on time and revenue needed for hiring a trainer, arranging a venue 

and investing full days into it. Today all types of trainings are available online either free or at 

a minimum cost. Learning and Development departments must take maximum benefits from 

such courses available online and shift their focus from developing content ,to searching for 

the best content and guiding employees towards these courses. Also, each employee in the 

organization has a different style of learning; L&D department with the help of online training 

can choose the best style suited to their employees and present the same content in different 

forms like videos, blogs, case studies, etc for the best outcome. But every benefit comes with 

The attention span of employees is 

reducing. Employees are in search 

of more creative, innovative and 

practical trainings which will give 

them the best learning experience 

in a short span. 



 

challenges, so is it with online training. L&D departments need to take care of certain points 

as they implement eLearning in their organizations. 

1. Employees will resist to the change in the system from classroom training to 

eLearning. The L&D department needs to communicate and promote the benefits of 

eLearning to the employees before implementation. Awareness of the benefits before 

implementation can reduce the stress of resistance. 

2. Motivation to the learners is easy in classroom based training, but for online training 

implementers need to think of some incentives which can motivate employees to 

complete the course on time. Also the program must include some interesting videos, 

audios to make the training more appealing. 

3. Technological skills of the employees can also be a factor which can resist the 

implementation of eLearning. The L&D department therefore, must offer help to train 

the employees for basic computer literacy. 

4. Content of the course if not designed and monitored properly can reduce the 

effectiveness of the training program. So choosing the relevant content as per the 

employee level and organization need is an important factor. 

5. Implementation of eLearning is successful, but effectiveness is more critical. L&D 

departments need to monitor on the use of eLearning by employees and change in 

their working after completion of the course. If the change is positive, eLearning has 

been successfully implemented. 

Let the journey begin from Rethinking to Ethinking. 

 

 

The Mumbai based author is the Founder and CEO, The Success Route Consulting Services. She can be reached 

on thesuccessroute@gmail.com 
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  Mohit Gupta  

Rethinking Training and Development 

in Organizations 

 



 

Training and development as of today is perhaps going through the greatest challenge 

currently facing corporate learning & development. Some reasons why this is so are: 

 Today's budgets rarely provide enough resources to create training as effective as it 

could be. 

 The pace of today's business rarely provides enough lead time to learning and 

development leadership to create training as effective as it could be. 

 Too often, business leaders requesting the training focus more on getting training 

deployed fast than right.  But who can blame them?  Everyone's running around with 

their hair on fire. 

 The business scenario is changing, with the scaling in size. Different products, different 

functions get added every day, adding to the complexity for the training needs. It may 

not be physically possible to build in-house capabilities for everything. 

It's long past time to rethink learning design and development.  The learning and 

development leadership in an organization can't 

pedal much faster.  Requests for training 

aren't likely to decrease.  The pace of business 

isn't going to slow down.  But the effectiveness of 

training deployed to the organization MUST be 

improved in order to meet the needs of 

employees and the business. 

This brings in the need for RETHINKING TRAINING AND DEVELOPMENT IN ORGANIZATIONS. 

The Re-Thinking should: 

 Ask what is Professional Skill development for the organization? 

 Link this to the organizational / business goals. 

 Define concept of Proficiency / Expertise, embracing reliability, repeatability, 
reproducibility and consistency. 

 Elaborate on the concept of Time to Proficiency and establish the importance of 
accelerating Time to Proficiency. 

This re-thinking needs to start at the top. Some pertinent questions that need an answer to 

are: 

 What are key objectives of the required training? 

 How will it support organizational goals? 

 How does this training help build redundancy? 

 Can this induce new thinking and innovation? 

 Can this help improve and optimize current operations and activities? 

 Will this training address stagnation? 

 What depth of knowledge enhancement will the training encompass? 

The attention span of employees is 

reducing. Employees are in search 

of more creative, innovative and 

practical trainings which will give 

them the best learning experience 

in a short span. 



 

 So, what is the Learning & Development leadership expected to do? 

 Learning and development leadership must reallocate some resources and effort 
away from standard content creation and channel management toward teaching 
employees how to learn. 

 The team should be given a wide responsibility including apprentice training, graduate 
development, leadership and management programs, business skills training and 
liaison with the different business areas to develop functional training. 

 Employees and leaders must take accountability for development — not just their 
own, but also that of those around them.  

 The leadership must build an objective to promote self-development through learning 
resources.  

 The development of skills matrixes for all functions that link to relevant trainings 
critical. 

 More generic business skills courses and resources also should be introduced.  

 The objective has to be to significantly raise the profile of learning & development 
opportunities within the organisation and promote an understanding of how they 
relate to skills levels and competencies.  

 The Learning & Development function needs to create more engaging, more effective 
training for the critical knowledge employees need  

 They need to use tools like on-the-job training, project participation, and special 
assignments, cross functions, job rotation, specialized courses, job shadowing and 
industry interfacing amongst others. Use of self-learning / e-learning methods need 
to be promoted. 

 The execution has to embrace a small fraction of the time currently required. 

 The management needs to mandatorily carve out time for training and learning / 
development activities. 

 Interactions over social media should be encouraged. In-house functional trainers 
supporting self-reliance from within the organization should be developed. 

 Development and retention of human capital has to be made of prime importance and 
translated to a leadership goal. 

An interesting concept developed in 2011 was the Push Learning - attempting to push out 

targeted learning resources to employees “just-in-time.” 

On the surface, this approach made sense. It recognized the context in which employees were 

operating and the expectation for constant access to information. Yet when faced with large 

amounts of complex information, employees still struggled to separate signal from noise. Only 

4 in 10 were equipped with the processes and skills to properly navigate and use the large 

volumes of information and data available, according to a 2011 study. 

A simple path to a reformed Learning & Development structure can be understood from the 

following premises: 

 Simply using bite-size learning resources and diversifying or switching learning 
channels is insufficient. It is important that organizations don’t lose sight of the 
fundamentals of effective learning. How employees engage in learning is far more 
important than the number of activities they take part in, the number of resources 



 

they consume or the channels they use. Concepts like relevance, reflection and 
application still matter.  

 Organizations must understand they have to improve employees’ learning behaviors. 
They should take advantage of existing forums such as training programs to teach 
employees valuable learning behaviors, help them identify and plan for learning and 
application opportunities in work, and provide them with simple learning-focused 
resources that help them in daily work. Doing this has an immediate benefit to the 
content of the training course and enables participants to learn more effectively on 
the job. 

 To improve effectiveness in the new work environment and create a healthy learning 
culture, learning and development must equip employees to engage in learning 
behaviors and work to make those behaviors habitual. 

 Peer coaching is a tool learning leaders can use to start. It can take many forms, but it 
involves a work-relevant, learning-focused interaction between colleagues. 
Organizations must recognize the value of peer coaching and have to tackle the 
barriers to its influence. Employees may be experts in their work, but they often lack 
the ability to effectively learn from and coach others. Although employees spend time 
interacting with one another, those interactions are unlikely to be deliberately 
learning-focused. A model should be developed to tackle this. 

 To overcome these barriers, many organizations are creating peer coaching forums 
structured around a peer coaching protocol. Careful attention is paid to who is in the 
forum and how they interact with one another. Groups should be composed of 
individuals who have complementary learning needs and experience, and the group 
should be guided by learning and development on how to approach problems using 
constructive questioning techniques that avoid judgment, help uncover the full range 
of root causes and critically prevent the group from rushing to solutions. 

 When done correctly, peer coaching circles not only teach employees valuable 
learning behaviors but also build employees’ ownership of development by 
reinforcing the idea that learning is more about engagement and discourse and less 
about the provision and consumption of content. 

 Application planning and reflection exercises are also opportunities to build learning 
behaviors for the new work environment. Asking employees to think about the skills 
they need to learn or the development gaps they have in advance of a training 
program is relatively normal, but it can also lack the relevance and specificity needed 
to really help drive learning application. 

 Instead, organizations can have learners bring real work challenges to training 
programs. Having them turn to the project at several junctures during the program to 
consider what is being learned and how it can be used within their work is an approach 
that not only enhances the relevance of the content but also drives application on the 
job. 

 Organizations can further enhance the effect of these techniques by providing 
employees and managers with simple sets of questions or checklists that can be used 
at natural junctures within workflows to identify lessons learned and better 
incorporate their implications into subsequent action steps. 

 Given the importance of network performance, talent management should ensure 
that their performance management approach is focused on driving collaborative 



 

behaviors. They should also review role design to identify and remove barriers to 
network performance behaviors. 

 Using simple resources to embed the right behaviors is crucial, and organizations 
should not limit themselves to providing these only to managers. Learning should 
make sure that employees have a set of resources accessible to help drive peer-based 
learning and upward feedback. Moreover, organizations should think of coaching and 
development as being network-centric, not manager-centric. 

 
Enhancing the performance of employees and enabling them to be enterprise contributors 

can generate substantial gains for organizations. Yet traditional learning and development 

approaches fail to provide the necessary lift. Therefore, learning functions must redefine their 

approach to create an environment that fosters business-relevant learning. 

Progressive organizations understand that the solution isn’t simply to create new content or 

to deliver content through newer channels and platforms. Rather, it’s to go back to learning 

fundamentals and ask, “Do our employees know how to learn, and are they properly enabled 

to do so?” 

 

 

 

 

 

 

The Bangalore based author is currently a serial entrepreneur, and has started diversified businesses. He is a 

Master Black Belt in Six Sigma and had constituted a company for trainings (http://sigmatrail.com) and could 

be reached on Mohit@guptam.com 
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  Archana Pandian 

Impact of Training and 

Development 

The terms training and development refer to distinct, but related aspects of learning. Training 

is the set of activities, whereas development is the desired outcome of those activities. 

These activities should be redefined if we aim at redefining the training in the organizations. 

Training provides employees with the necessary competencies (KSA) to perform more 

effectively. This allows them to meet current job requirements or prepares them to meet the 

challenges and changes in the job. Training is one of the opportunities  for learning. What is 

learned depends various factors such individual's desire towards learning, training 

methodology, intrinsic& extrinsic motivators and organization's learning climate. 

Rethinking Training & Development: 

Organizations  are working in open environment i.e. there are some internal and external 

forces, that poses threats and opportunities, 

therefore, trainers need to be aware of these forces 

which may impact on the content, form, and 

conduct of the training efforts. The internal forces 

are the various demands of the organization for a 

better learning environment; need to be up to date 

with the latest technologies.  

Organizations strictly adhere to the below mentioned learning trend  

 * To align with the Business strategy 
* Manage talent  

Failure of training is not always 

because of lack of KSAs but 

sometimes it is because of the 

organizational forces also. These 

forces also hold back the transfer 

of learning.  



 

* Improve the training function 
* To focus on Quality concepts and continuous improvement 
* Few mandatory trainings - organization specific  
 
Are the organizations always successful in the L & D process?  

The answer is not yes always. 

Failure of Training: 

Failure of training is not always because of lack of KSAs but sometimes it is because of the 

organizational forces also. These forces also hold back the transfer of training, and learning.  

There are organizations where the training completion, be it soft skill or functional or 

technical is mandatory and it is tagged with the PMS of the employees, this Push learning 

mechanism reduces the effectiveness of the learning. Most of the employees participate in 

the training or e-learning or workshop because of compulsion and only few employees has 

the real interest to learn. 

Though there are multiple reasons behind the failure of trainings like lack of motivation, lack 

of interest, training mode, training methodologies. Management's push towards learning is 

also one the vital reason why we find the dip in the learning effectiveness. 

Recommendations: 

A) Create a Learning model for your Organization. 

Step 1:  Create a list of competencies and align it with the value, Vision and Mission of the 

Organization.   

Step 2:  For the competencies listed prepare a proficiency level  

Step 3: Proficiency levels to be mapped with the job profile or the grade 

Step 4: Create the bouquet of programs 

Example: if the value is Collaboration, the competencies can be working to together, 

interpersonal skills, effective communication, etc. The Proficiency level can be core, 

intermediate, middle management and leadership.  

B) Let employees decide their learning need. 
1) Manager can suggest him/her the pattern of learning, 
2) Employees may request for specific learning 
3) Run an internal survey/ poll 
C) Adhere to adult learning principles throughout the ADDIE. 
D) Choose the right training techniques. 
E) Be creative & innovative 
 1. Gamification 



 

  It can accentuate the user experience one has with instructor led courses by 

introducing a level of interactivity and practice. This reduces the burden on the instructor a 

little bit to keep the attendees motivated and involved. In instructor led courses, gamification 

can also be the appropriate transition from one module to another or from one instructor to 

the next. 

 In computer based courses, games provide the much needed interactivity between 

the  participants and also the 'instructor'. Here, the instructor need not be an actual person 

but game based logic that can help a participant when they do not understand something or 

need help. 

 There are two ways games can be included in training regardless of whether they are 

instructor led or computer based. A) Gamify your content(s), B) Create a game for your 

contents(s) 

 2. Fun based learning 

 3. Activity based learning 

 4. Stimulators 

 5. In basket technique 

F) Ensure that your training will be conducted in the Professional learning environment 

G) Get feedback from trainees to see if they learned anything. Then take the results from the 

most popular and most effective methods to design a specific training program 

H) it’s also important to provide rewards and recognition as a result of successful completion 

and application of the training 

I) KP level 3 & level 4 should be religious focused 

The impact of the training can be enhanced if the employee sees the link between the training 

and his ability to contribute to the accomplishment of the organization's business plan and 

goals. The primary objective of any organization is to create an environment that fosters the 

ability of each employee to assimilate learning and apply employee training on the job.  

 

The Chennai based author is a Learning and Development Consultant at the Royal Bank of Scotland and can 

be reached on archana.pandian@gmail.com 
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  Viswas Kuruvilla  

Training and Development –A 

paradigm shift 

Current Paradigm 

The current paradigm of training revolves around a class room like setting with a trainer at 

the white board and a class of students sitting about him/ her listening attentively (hopefully!) 

to a session on, say, communication or soft skills. In many cases training revolves around the 

paradigm of a classroom. The trainer assumes that 

s/he is transferring her knowledge into the minds 

of his/her listeners little realizing that their minds 

are either diverted, thinking about the next meal or 

about a relationship gone bad! For the most part, 

they may be thinking “we know this, why bother 

listening?” So there is a mismatch in the mind-set 

of the trainer and the trainees. However, of course the trainer thinks the trainees are learning 

something new. Adding to this, in the name of “discussion” s/he open the floor to questions 

from the trainees assuming this to be a “participative and open learning session.” The trainees 

are left thinking, “ok what was s/he actually talking about all this while?” And if they were 

listening - is there anything relevant I can add to this?” 

There are few questions asked and the facilitator puts forward the well-known adage, “Owing 

to the lack of questions, I am forced to conclude; either you have understood everything or 

understood nothing.” A few muffled laughs break the silence. The training room becomes 

silent again. The tension gradually increases and the trainees are waiting to leave the room. 

Finally the trainer concludes, “Well, if there are no questions, we can conclude”.  

“Owing to the lack of questions, I 

am forced to conclude; either you 

have understood everything or 

understood nothing.” A few muffled 

laughs break the silence. 



 

Feedback for the training session is taken. The trainees give in a positive “Good” or “Very 

Good” on the feedback sheet. The trainer is impressed. S/he has come to the conclusion that 

the training given was excellent! S/he feels great.  

Now the simple question is this. Was the training session really great?  

This may not be! Why? For one, the trainer has begun the training session with a broad 

assumption of “I know more than the trainees.” 

The root of this belief springs from this assumptions/he holds; “The reason I am brought in as 

the trainer is because I need to train them. This means the organisation feels I know more 

than the trainees and so I need to educate them.” S/he has not validated this assumption. But 

since it goes with what s/he sees and hears, she believes it to be true. The trainer then starts 

off with the carefully prepared slides and assumes his/her audience to be listening.  

This is inconclusive since the assumption remains just that. 

And when she begins to get wind that her assumption may not be true (since trainees are 

looking at the watch, giving her bored stares etc.) of course, then she plays a game, raises her 

voice or adopts any other strategy to keep her audience rapt… 

A better alternative 

An alternative to this method would be facilitating discussion right at the beginning of the 

session by asking a few questions. This can be termed as testing the waters which means 

trying to understand how much knowledge the trainees actually have. This will give the trainer 

the right ground to sow the seeds of knowledge. She must continue with this approach till the 

end of the training and behave as a co-learner with them as a learner. This would boost the 

self-esteem of the trainees by making them feel that they know the subject.  

In this process, the trainees become the ‘trainer’ and the trainer assumes the role of 

facilitator. New ideas emerge; the trainees become engaged in the discussion and begin to 

think for themselves rather than being held captive to the trainer’s wand. It is a win-win 

situation. The trainees have learnt because they begin thinking and questioning and the 

trainer has achieved her job since she has taught them to fish. 

Now, irrespective of the feedback received, the trainer has effectively played the role of a 

facilitator and has stimulated the overflow of knowledge from the trainees and trainer. It is 

time, my friends, for the trainer to take the role of facilitator. While it may be true that a real 

leader is one who creates other leaders, in my opinion, a real trainer is the one who can 

stimulate the thought processes of the trainees and enable them to reach optimum 

conclusions.  

The Hyderabad based author is an HR professional is currently working with HusysConsulting. He can be reached on 

viswastitus@gmail.com 



 

  K Chandrakanth 

 

Invest Before You Harvest 

 

No farmer harvests from the soil unless he or she invests in it. Training in skills and technique 

is necessary but in creative thinking a wider approach also pays off in the long term. Education 

that develops the whole person, together with travel to look at other industries or meet 

customers, helps to stimulate ideas and keep brains fit for innovative thinking. 

To operate an innovative organization with a culture of team creativity does presuppose a 

trained and educated workforce. Apart from technical training, everyone today needs training 

in the skills and techniques of effective thinking, analysing, valuing and how the mind works 

– especially positive part played by the unconscious mind in restructuring problems and 

providing solutions. 

But why is it that so much of our training efforts fail 

to produce changes on the job? We call it training 

failure. Just because you have learned a better way 

to do something doesn’t mean you will actually do 

it that way. 

The point of most training is to improve job performance. When knowledge and skills 

developed in training classes are not used on the job, the entire training effort is wasted. 

Sometimes upper level managers will not accept new techniques taught in a training program, 

sometimes we send people to classes to learn things that don’t apply to them on their jobs. 

Successful training programs must 

be carefully planned, skilfully 

executed and persistently  

followed up. 



 

And sometimes there is no encouragement or help in applying new techniques to actual work 

assignments. 

Several things must take place in order to make sure training pays off in better job 

performance. First do a careful assessment of what kind of training is truly needed and for 

which people. Second, after the training occurs the employee must be held accountable for 

actually using the new skills or knowledge on the job. 

Successful training must be carefully planned, skilfully executed and persistently followed up. 

However when knowledge and skills developed in training classes are not used on the job the 

entire training effort is wasted. 

 

 

 

 

 

 

The Bangalore based author works as a Delivery Leader in Hewlett Packard Global Business Services. He can 

be reached on Chandrakanth.k@hp.com 
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  Vasudev Prabhu 

Rethinking Training and Development in 

Organizations 

Throughout my career I have worked with variety of creative people – writers, designers, art 

directors, animators, musicians… young people with new attitudes to everything, including 

training and development. My thoughts on this subject have been influenced solely by my 

experiences. 

I feel that it is time to re-think the way we think about T&D, in order to change some 

perceptions. And this must be done in view of what today’s young workforce wants. Today’s 

youth and even young managers are keen to push themselves and their organizations ahead. 

As senior managers and leaders often are strapped for time or are coping with travel and 

hectic schedules, younger managers are 

asked to step forward to manage daily ops. It is 

vital that the youth-force is prepared. And there 

are twin challenges to overcome here – one is 

core technical upskilling and the second is the 

soft skills; the latter is often overlooked but 

can be as critical if not more, than technical 

skills, especially as employees climb up the 

ladder of seniority. 

According to OECD “Workplaces provide a strong learning environment, developing hard skills 

on modern equipment, and soft skills through real world experience of teamwork, 

communication and negotiation; workplace training facilitates recruitment by allowing 

Sometimes T&D efforts tend to be 

reduced to a check in the box. 

Team Leads need to be honest and 

practical while assessing their 

team’s training requirements; 

plans need to be based on rational 

forecasts and needs. 



 

employers and potential employees to get to know each other, while trainees contribute to 

the output of the training firm.” The Organisation for Economic Co-operation and 

Development surely knows what it is talking about. 

A learning environment means facilities to help employees up skill, train and learn. But it’s 

also vital to establish a learning culture, which is to say that employees must be made to feel 

good about unlearning things too! Willingness to unlearn and re-learn and to do so as much 

time as possible will prove to be invaluable in the long run. A career must be seen as a 

continuous learning process. 

This applies to not only hard skills but even processes. Many a time, organizations introduce 

new processes with the intention of making things simpler, quicker or more transparent. 

However they hit a road block in implementation as employees used to older process may 

not be quick to adapt; or may find short cuts to subterfuge the new process. 

The other challenge that I have experienced is that sometimes T&D efforts tend to be reduced 

to a check in the box. Team Leads need to be honest and practical while assessing their team’s 

training requirements; plans need to be based on rational forecasts and needs. One needs to 

look at general trends and balance it out with what the organization is going focus on. If the 

T&D is not relevant, employees can be demotivated too.  

In summary, I’d say that it surely is time we re-think T&D for today’s corporate world. There 

has to a practical and efficient combination of core & soft skills. There has to be a focus on 

relevant T&D for employees. Organizations need to take in account the aspirations of the 

workforce as well as the vision of the company to arrive at sensible T&D strategy. And of 

course, corporates have to develop a robust culture of learning to create an efficient, 

enthusiastic, motivated and confident workforce. 

 

 

 

 

Vasudev is a Bangalore based creative consultant, musician and is the Founder & Facilitator of Harmonica 

Huddle (www.harmonicahuddle.com). Vasudev can be reached on  harmonicahuddle@gmail.com 
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  Manjula Deshmukh 

Transforming Training and 

Development 

Over 8 years ago, I was interviewed for a job I coveted. It was for the role of a Training Lead 

in a large MNC.  I had already been a trainer for 2 years, so I was confident that this job would 

be a breeze for me. Alas, how wrong I was. 

The surprises started during the interview 

itself. The interviewer, who later would become 

one of my most valued mentors, skilfully asked 

me questions about problem solving, six 

sigma, business delivery etc. I was baffled. Why 

did I need to know all these things? I was a 

trainer? 

When I did get through and started working in that organization, I realized how wrong I was. 

In my understanding, training was only stand-up training delivery for a large audience. In my 

new role, Training was very little to nothing about classroom delivery.  It was about design, 

facilitation, project management, problem solving and process improvement. 

It also helped that the organization I worked for major part of my career is the one known for 

Change. It took me over a year to understand the workings and by the time I was confident 

that I somewhat understood the business and policies, the foundation had shifted. The 

organization was moving at the speed of thought. As a training organization, we only had one 

thing on our minds. We called it “How-to-stay-relevant” crisis. It was also about how to move 

with the organization, step-in-step. 

Cut to present. Today, we have come a long way from where we started. Today’s young 

trainers will probably not believe us when we talk about correcting over 500 assessment 

We are in the middle of the 

technology storm that has changed 

the way we live in all spectrums of 

life. Our learning is no different. 

Learning organizations are no 

different. 



 

questionnaires every month and sometimes, more. We are in the middle of the technology 

storm that has changed the way we live in all spectrums of life. Our learning is no different. 

Learning organizations are no different. 

Every day traditional meaning of the term “Training” in an organization is being questioned, 

challenged, re-defined and re-designed in many interesting ways.  There is a paradigm shift 

from focus on training to focus on learning. That learning could come from various sources, 

like crowd source learning platforms to asynchronous recorded programs to virtual learning 

to self-paced learning. Today’s training function is different; today’s trainers are different too. 

Key Competencies required for the trainer earlier were excellent public speaking skills and 

subject knowledge. Today’s trainers are no longer just that. They are a lot more. Yet, when 

we talk about re-defining training function, we talk about it like an event, not as a process. 

When we examine the successful “Training” organizations, they are far removed from the 

traditional definitions of training. How do they do it? How do they solve “How-to-stay-

relevant” existential issue? 

In my opinion, it is pretty simple, in principle at least. The first part of the solution is aligning 

to the business. We trainers often think that training is the solution to all problems and it is 

an important function…a panacea of sorts.  Well, I hate to break it to you, it is not.  The 

business delivery is paramount in any organization. We enable the businesses to run 

smoothly.  

I connect with the business leaders regularly, every month at the very least. Identify what is 

keeping them at night. Attrition? Productivity? Quality? Or something else entirely? Your 

priorities and actions depend completely on the responses received. I would keep about three 

big priorities for the year. That should take about 80% of the team bandwidth. This is a part 

of my annual re-definition. They are what we call Big Hairy Audacious Goals (BHAG). The 

scarier they are, the more fun it is tame them. I would identify the metrics and track the same 

every week/month and quarter. Another 20% of the team bandwidth is utilized for monthly 

prioritization. 

It is also important to remember that there is no “one size fits all” solution. My favourite word 

right now is Blend. Blending technologies, solutions, methods and instructions help achieve 

the maximum impact. Like I said earlier, redefinition is not an event. Re-evaluate, Re-examine 

and Re-Blend. 

 

The author heads Training and Knowledge Management for Dell Business Process Services. She can 

be reached on manjula.deshmukh@gmail.com 
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  Chetnaa Mehrotra 

Rethinking Training and Development: My 

Experience 

We all evolve: be it in relationships, in our spiritual journeys, in our intellectual quests or 

enhancing our skill-sets. Objective for each of us could be varied and diverse. 

In an organisation, people come together to fulfil a common vision and mission of the 

company and also their own.  Personal goals could be monetary, self-recognition, learning 

fresh perspectives or just occupying oneself gainfully. We have understood well what Maslow 

spoke about in his hierarchy chart. 

To transition from a role to another or a hierarchy to another, role-debriefing, skills 

development and sufficient knowledge of the job role is required. Training and Development 

aids in this process. 

Been closely associated with this function for almost twelve years now, I have witnessed 

Training and Development as a function in different organisations, in different packaging and 

offerings. I have delivered training in modules like Voice and Diction, Soft Skills, Behavioural 

Skills etc.  Methods of training were traditional classroom teaching to power point or a role-

play. Even the outbound training pattern and construct were a similar structure through most 

of the organisations. The training modules were 

centred on topics like process training, skills 

enhancement like voice, sales, accent, customer 

service, communication, email etiquette, 

leadership etc. 

In 12 years, technology, economy, lifestyle, living 

patterns, accessibility to information, a lot has 

undergone a fast track growth. Employees travel 

I have upskilled myself in more 

“experiential” forms of approach 

towards training. I use tools like 

Drama Based Learning, Theatre-in-

Reflection, Creative Movement, 

Dance Drama-in-Storytelling, and 

Expression Through Arts. 



 

across cities, nations; they have more global updates in every field, their standard of living 

has changed (or up scaled); concepts of two pay cheques in a household is gaining popularity, 

internet access on mobile devices has made on-the-go work stations. And more! 

So, this employee also has different levels of expectation when it comes to training in skills 

development or preparing for the “next-role” readiness or even reaching a “self-

actualisation” state. Organisations are also adapting to this fast-paced and highly dynamic 

global advancements. Even the way employees view hierarchies has had a shift; the hierarchy 

in organisation are no longer water-tight. It is approachable and open to suggestions. 

There is also an influx of other cultures in Indian office/organisational spaces. We constantly 

interact with people of other cultures, either on phone, in person meeting, video calls or 

emails. This requires sensitivity and empathy towards other cultures. 

With the above views in mind, a lot has changed and must change in training and 

development domain. Training is now looked at increasingly as a long-term, continuous event. 

As training professionals, we have realised that “experiential” methods work better than only 

in-classroom training. The training has moved from transferring knowledge to facilitating 

information. There is also a focus on “performance consulting”. In this the T&D assesses the 

overall performance of an individual in order to identify the core problem and addresses it in 

a timely manner. 

The emergent practices in Training and Development are those inclined towards creating a 

360 degree learning experience for the learner. There is a conscious movement from training 

from training sake to real-time and cost effective training. It is now called the “re-invented 

training”.  

In this “re-invented training”, there is a thoughtful thought on who the customer is? What are 

his needs? How is the organisation getting impacted with the training initiatives? What non-

effective trainings need to be eliminated? etc. 

Personally, I have been an observer of how methodologies, for instance have become more 

“learning and doing”, than just reading from power point. 

I have upskilled myself in more “experiential” forms of approach towards training. I use tools 

like Drama Based Learning, Theatre-in-Reflection, Creative Movement, Dance Drama-in-

Storytelling, and Expression Through Arts. Art Forms have special ability to make people 

express their innermost fears, wishes, feelings, or doubts. Expression through Arts is an 

effective process, wherein people and clients have divulged the innermost state of mind and 

heart and confessed to some unsaid feelings.  

Sustained training in music, dance or other arts strengthens the brain’s attention system, 

which in turn may improve cognition more generally, a study by Michael I. Posner Ph.D. 

and Brenda Patoine. Furthermore, this strengthening likely helps explain the effects of arts 

https://www.dana.org/Authors/Michael_I__Posner,_Ph_D_/
https://www.dana.org/Authors/Michael_I__Posner,_Ph_D_/


 

training on the brain and cognitive performance that have been reported in several scientific 

studies, such as those presented in May 2009 at a neuroeducation summit at Johns Hopkins 

University (co-sponsored by the Dana Foundation).           

I performed a Dance drama act of a life story of woman who had body image issues, had fear 

of social acceptance, became a single mother and then eventually how she identified her real, 

true self. 

The dance drama act was followed by a Storytelling exercise. To my amazement, women 

wanted to just come up on the stage and unabashedly share about their issues with self-worth 

and self-image. Some of them were teary-eyed! 

I believe as the world is getting more violent, Art Forms brings in sanity, peace and more 

expressive ability. These form bridge gaps between people and bind them. Sometimes, we do 

not know how to verbalise a feeling; another time we might not want or be able to express 

an emotion to someone around us. There are times, when we might want to explore our 

authentic “image” and delve into our real self. Art forms like Art Therapy, Theatre-in-Learning 

or Creative Movement help us identify, express an emotion or sometimes even shift a 

perspective in ourselves. 

I use these Art Forms extensively in corporate training modules like Gender Vulnerability, 

Image Management, Team Building, Trust and Compassion at workplaces, Stress 

Management, Body Language etc. I have also evolved with the present times, in terms of my 

training approaches. Who would imagine 10—12 years ago to have a bunch heads of 

marketing making puppets and narrating stories in a session of “Public Speaking”; however a 

lot is experienced in these sessions and a lot shared and worked upon. 

The training function has to be “re-invented”. The function has to look at points like 

timeliness, choosing vendors based on their performances than just credentials (even in-

house trainers have to be considered as vendors), flexibility, responding to the voice of the 

customers and training delivery to be based on evaluation of ROI or TA ( training audit). 

The “re-invented” T&D function must look at being involved with the organisation, and not 

exist in solitude and provide “just-in-case” knowledge. It has to equip itself in all modern 

methods of learning like e-learning, mobile learning, webinars etc. Besides, curriculum and 

content expert, it should have performance consultancy expert to understand if the course is 

required. 

It is time we re-think about Training and Development as a function. The world of work is 

changing and the T&D department must change with it. Changes are at times evident and at 

other latent. Training professionals must be prepared to walk with the changes. 

The Mumbai-based author is a Drama Based Learning Facilitator, Creative Dance Drama-in-Storytelling Artist, Access Bars 

Practitioner, Corporate Trainer, Kathak Dancer and Etiquette Consultant. She is also the founder of ChetnaMehrotra Image 

Consultancy 

https://www.facebook.com/pages/Chetna-Mehrotra-Image-Consultancy/129695990430557?ref=br_rs
https://www.facebook.com/pages/Chetna-Mehrotra-Image-Consultancy/129695990430557?ref=br_rs


 

 

 Philipose John 

 

Rethinking Training and Development 

In Organizations 

People and Organizations alike think a training is a one-time task, more often than not its 

treated like a vacation, time out or time away from your regular work days, it is rarely carried 

out with the intent of achieving its true objective. This leads us to a pertinent question 

whether training can be made more effective in Organizations. First things first, the Human 

Resource Department should be in a close synchronous relationship with the 

Training/Learning & Development, its only when the two go hand in hand that the 

organization is able to Organizational Objectives which are reflected in its Values, Mission 

Statements and Vision Statements. The above mentioned departments should complement 

rather than compete in an organization paving the 

way to seamlessly meet its Organizational 

Objectives. 

Training is not something that when Business 

demands that the T/L&D department just pieces or 

cooks a ppt, throws in a lot of content and voila we have a training session which can be cut 

and paste across the organization and can be used for a long time. There is a science in place 

which is termed as Instructional Design, which uses a model known as ADDIE to span the 

entire sphere of Training/Learning & Development. I would not be going very deep into the 

topics that I am talking about, but I would give you a fair understanding of each area to ensure 

that I am able to bring my point across. 

Adults need to be responsible for 

their decisions on education; 

involvement in the planning and 

evaluation of their instruction. 



 

To start with ADDIE, this model as the abbreviation spans relates to the various stages of 

learning & development viz. Analysis, Design, Development, Implementation and Evaluation. 

Every stage has to be dealt in an appropriate manner, with a lot of understanding as we are 

talking about "Adults" as participants. They say never try to convince a person after 21, it’s of 

no use, it also ties into one of Confucius quotes where he is reputed to have said: "Tell Me 

and I Will Forget; Show Me and I May Remember; Involve Me and I Will Understand.". 

Pedagogy is defined as the science and art of education. Its aims range from the full 

development of the human being to skills acquisition. For example, Paulo Freire referred to 

his method of teaching people as "critical pedagogy". In correlation with those instructive 

strategies, the instructor's own philosophical beliefs of instruction are harboured and 

governed by the pupil's background knowledge and experience, situation, and environment, 

as well as learning goals set by the student and teacher. One example would be the Socratic 

schools of thought. The teaching of adults, however, may be referred to as 

andragogy.(Sourced from Wikipedia) 

What then is Andragogy? (Sourced from Wikipedia) 

Originally used by Alexander Kapp (a German educator) in 1833, andragogy was developed 

into a theory of adult education by EugenRosenstock-Huessy and was popularized in the US 

by American educator Malcolm Knowles. Knowles asserted that andragogy (Greek: "man-

leading") should be distinguished from the more commonly used pedagogy (Greek: "child-

leading"). 

Knowles collected ideas about a theory of adult education from the end of WWII until he was 

introduced to the term "andragogy." In 1966, Knowles met DusanSavicevic in Boston. 

Savicevic shared the term andragogy with Knowles, and explained how it was used in the 

European context. In 1967, Knowles made use of the term "androgogy" to explain his theory 

of adult education. Then, after consulting Merriam-Webster, he corrected the spelling of the 

term to "andragogy" and continued to make use of the term to explain his collection of ideas 

about adult learning. 

Knowles' theory can be stated with six assumptions related to motivation of adult learning: 

Need to know:  

Adults need to know the reason for learning something. Leads to the "What’s in it for Me 

(WIFM)" factor 

Foundation:  

Experience (including error) provides the basis for learning activities. Failure is the stepping 

stone to success, how does the team view failure, does it have a buddy system in place? Its 

often said "The difference between Excellence and Failure is the kind of emotional input given 

to an individual" 



 

Self-concept:  

Adults need to be responsible for their decisions on education; involvement in the planning 

and evaluation of their instruction. Empowerment always works in a positive manner, the 

more you empower people, the more responsible they become and that gets them motivated 

to perform 

Readiness:  

Adults are most interested in learning subjects having immediate relevance to their work 

and/or personal lives. Though this is a fact, however, if the adults are taught the importance 

of continuous learning for their own personal and professional development, participation 

for training activities can be increased. Henry Ford once said “Anyone who stops learning is 

old, whether at twenty or eighty. Anyone who keeps learning stays young. The greatest thing 

in life is to keep your mind young." 

Orientation:  

Adult learning is problem-centred rather than content-oriented, discussions centred on adult 

learning need to be centred on the problems they face in a particular situation that makes 

them sit up and pay attention 

Motivation: 

Adults respond better to internal versus external motivators. This leads us to an ongoing 

debate across this world about Intrinsic Vs Extrinsic motivators; some answers lie in the 

concept of the career anchor, first developed some thirty years ago by Edgar Schein, a Sloan 

Fellows Professor of Management at the Massachusetts Institute of Technology. Schein says 

that people are primarily motivated by one of eight anchors—priorities that define how they 

see themselves and how they see their work. Having had a fair understanding on the way 

adult learning works, let us now take a look at the ADDIE model (Sourced from Wikipedia). 

Analysis phase 

The analysis phase clarifies the instructional problems and objectives, and identifies the 

learning environment and learner's existing knowledge and skills. Questions the analysis 

phase addresses include: 

 Who are the learners and what are their characteristics? 

 What is the desired new behavior? 

 What types of learning constraints exist? 

 What are the delivery options? 

 What are the pedagogical considerations? 



 

 What adult learning theory considerations apply? 

 What is the timeline for project completion? 

Design phase 

The design phase deals with learning objectives, assessment instruments, exercises, content, 

subject matter analysis, lesson planning, and media selection. The design phase should be 

systematic and specific. Systematic means a logical, orderly method of identifying, developing 

and evaluating a set of planned strategies targeted for attaining the project's goals. Specific 

means each element of the instructional design plan must be executed with attention to 

details. 

In the design phase - developers: 

 Document the instructional, visual, and technical design strategy 

 Apply instructional strategies according to intended behavioral outcomes by domain 

(cognitive, affective, and psychomotor) 

 Design the user interface and user experience 

 Create a prototype 

 Apply visual design (graphic design) 

Development phase 

In the development phase, instructional designers and developers create and assemble 

content assets blueprinted in the design phase. In this phase, the designers create 

storyboards and graphics. If e-learning is involved, programmers develop or integrate 

technologies. Testers debug materials and procedures. The project is reviewed and revised 

according to feedback. 

Implementation phase 

The implementation phase develops procedures for training facilitators and learners. Training 

facilitators cover the course curriculum, learning outcomes, method of delivery, and testing 

procedures. Preparation for learners includes training them on new tools (software or 

hardware) and student registration. Implementation includes evaluation of the design. 

This is also the phase where the project manager ensures that books, hands-on equipment, 

tools, CD-ROMs, and software are in place, and that the learning application or website 

functions. 

Evaluation phase 



 

The evaluation phase consists of two parts: formative and summative. Formative evaluation 

is present in each stage of the ADDIE process. 

In conclusion, the HR Department and the Training/Learning & Development departments of 

every organization have to understand what effective training is, how can it be implemented 

in such a way that it benefits all the levels within an organization, only then would it be 

possible to re think and re work Effective Training and Development within organizations. 

 

 

 

 

 

 

 

___________________________________________________________________________ 

The Bangalore based author is a passionate Behavioral Facilitator. He comes with an industry experience of 

23 years of which 9+ years have been with IBM. He’s also an enthusiast marathoner. He can be reached on 

philipose.john@gmail.com 

 

 

 

 

 

mailto:philipose.john@gmail.com


 

  V K Gopalan 

Training & Development: Making a 

Difference 

“The philosophy of the school room in one generation will be the 

philosophy of government in the next” - 

Abraham Lincoln 

 

Nowhere is the above sentiment more apparent 

than in the arena of training and development which 

is on the cusp of preserving strengths of the past, 

yet reinventing itself for the future. Training and 

Development assumes greater significance in light of the fact that HR has practically 

transformed from Service Provider to that of Strategic partner it is highly significant to provide 

importance to training and development.  

Often moving the focus from doable to deliverables for HR function and professionals meant 

creating organization capabilities that bridged the high level strategy, vision and goals. 

Organisations often lost their ground and leadership more often not because they did not have 

the requisite resources, strategy but incidentally could not accomplish the goals because they 

were devoid of capabilities to execute the strategies at all levels. Dave Ulrich talks of many 

such capabilities as Talent, Leadership, Collaboration, Accountability, Learning, Shared Mind-

set, Customer Centricity, Efficiency, Speed and Innovation…Central to all these strategy 

enabling capabilities in learning. 

In a nutshell it will not be an exaggeration to conclusively albeit justifiably conclude that 

success or failure of any Organisation lies in resources and talent which in turn can be 

attributed to the quantum and quality of training being imparted. Organisations rightly aspire 

for Learning Managers rather than Learned Managers. The rate of obsolescence being very 

high, the success of any Manager in any function and field depends on his / her ability to 

continuously unlearn and relearn. 

Often moving the focus from 

doable to deliverables for HR 

function and professionals meant 

creating organization capabilities 

that bridged the high level 

strategy, vision and goals. 



 

Training means a systematic process of changing knowledge, skill, behaviour and motivation 

of employees to improve their performance on the job as per the goals and objectives of the 

organization. It also assists the employers and their employees in establishing and maintaining 

employment. Systematic Approach to Training Need Analysis is the fundamental for an 

effective Training System but unfortunately, in practice, it is an often neglected part of the 

training process.  

The cut throat competition unleashed on account of Globalisation, Liberalisation and 

Privatisation has practically made it absolutely mandatory for every right thinking Organisation 

to provide significance to Training Development. While there is no doubt on the fact that 

training needs to be imparted on a large scale what has changed in the medium of training. 

Social media (face book, linked in and whatsapp) has started playing a prominent role in the 

training. 

Further innovative and creative HR interventions has necessitates emphasise on Corporate 

Social Responsibility which interalia includes caring for the society. As while profit making is 

the aim and goal of any Organisation profiteering is condemned by the society. In the days 

ahead the Organisation providing thrust and importance to CSR will be the winner. 

Another significant aspect which an organization worth its salt cannot ignore is the severe 

stress and strain being encountered by the employees in general and top officials in particular 

on account of the cut throat competition. To say that the top Officials in any organization are 

operating in an ever growing environment of complexity would be stating the obvious. 

However, it is not as obvious to the forefront as we think it is. Only the employees and top 

officials known how utterly helpless they can be at certain moments that they encounter. This 

inevitably calls for Spiritual training. Thus the coming days will have to provide more emphasis 

on Spiritual training. It is true that an Organisation cannot afford Spirituality in isolation but 

need of the hour is Spiritual training coupled with coping the ground realities which 

conceptually tantamount to designing and providing training aimed at Soldier Saints.  

Soldier means capable and efficient resources to encounter any challenges Saints 

entails resources strong from within. 

Training must be aimed at enhancing Attitude. Attitude determines the Altitude. Success or 

failure of any individual is conclusively and exclusively dependent on Attitude. Attitude 

constitutes an important psychological attribute of individuals, which shape their behavior. 

Schermerhorn, etc.al, have defined “attitude” as a predisposition to respond in a positive or 

negative way to someone or something in one’s environment when a person says that he likes 

or dislike something, an attitude is being expressed. 

Organization must provide ample scope to training so as to groom the employees to 

become Leaders who are capable and competent to take organization to higher echelons, 

profitable and productive one in turn for a modern vibrant dynamic India. 

 

 

 



 

Universal Quality of Good Leaders 

 

 

In view of the foregoing it can justifiably be concluded that the Training can go a long 

way in developing Leadership style which is of paramount significance in effectiveness 

of the organisation. One wonderful example which is exemplary to the entire world is 

that of Father of our Nation who was a true Leader and continues to inspire the entire 

world for having not only set a style but also practically Walking the Talk and 

practicing what he preached. 

 

 

 

 

 

 

____________________________________________ 

The Mumbai-based author is a HR Leader in Reliance Industries Limited. 

He is a member of NHRDN and NIPM. He can be reached on varoth.gopalan@gmail.com 
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Tete-e-Tete with 
MARK SMITH 

 Mark is the owner of Wildcats Coaching and 

Training Specialists. Mark Smith is a talented 

coach and facilitator, with 13 years of experience 

consulting within this specialist field.  He recently 

certified as an Enneagram practitioner for 

individuals and teams.     

Mark’s reputation for coaching and training in the collections, sales and client service 

environment speaks for itself. Mark Smith has run and facilitated many highly successful 

campaigns in the banking, financial services, telephony, broadcasting, FMCG, Call Centre and 

IT industries. Earning his Associate Certified Coach qualification with the International Coach 

Federation in 2009, he is highly sought after as a coach and a facilitator of change in 

organizations.  He is a founding member of the ICF Gauteng Chapter. Mark has become a 

mentor for international coaches who are seeking their ICF certification through the 

Neuroleadership Group.   

His approach is to blend outcomes based facilitation with coaching.  The process includes 

taking delegates through a highly interactive skills workshop.  The next step is to enable 

sustained results through ongoing coaching and mentoring.  The success of many 

interventions is derived from imparting coaching skills to management who create a 

continuum.  This methodology has proven highly successful with clients such as Telesure, 

ABSA, Standard CIB, FNB & Barclays. 

He writes a regularly for Destiny Man magazine. 

 

___________________________________________________________________________ 

Ekaakshara: Today's budgets rarely provide enough learning design resources to create 

training as effective as it could be. How should we deal with this challenge? 

Mark: During times of economic belt tightening, it is important for L&D professionals to 

work creatively and utilise resources in a way which makes sense.  Options include creating 

blended learning opportunities whereby learners are given tasks and questionnaires.  They 

are to use their initiative in order to research the answers and present solutions to the tasks 

given.  This causes a culture of initiative as well as reduces costs.  The beginning and end of 



 

the training can be classroom based, and any information required in between the two 

classes, can be done in a tele-class format.  Finally, summative practical assessments will give 

a view of the effectiveness of the learning. 

Ekaakshara: The pace of today's business rarely provides enough lead time to learning 

designers to create effective training material.  How could we counter this situation? 

Mark: Last minute design of training material can lead to errors, misinformation and 

confusion in the learner's mind.  How the leaders of any organisation work is to plan and drive 

for targets.  In line with this, HR should have a sight of the objectives and be enabled with a 

budget as well as a focus for the year.  This would mean the training would be in line with the 

vision of the organisation and learning design not last minute. 

When it is necessary to design last minute, engaging with an in sourced or out sourced 

professional to design the templates and structure, to then access the module requirements 

and outcomes from the organisation, to work with a team to deliver with a tight deadline 

would be optimum.  This team should have no other focus.  The material should be tested by 

the sponsor within the organisation to ensure it covers all aspects, and the delivery must be 

done by skilled facilitators who can quickly learn the material.  This does not necessarily work 

when the training is highly technical and should not be rushed in this case. 

Ekaakshara: Too often, business leaders requesting the training focus more on getting 

training deployed fast than right.  But who can blame them?  Everyone's running around with 

their hair on fire. Your words on this? 

Mark: Deployment of training for the sake of training is a waste of money and time.  The 

essence of any training ought to be to create futuristic value for an organisation.  HR and L&D 

departmental heads need to have a voice at executive level and plan the 'learning 

organisation's' strategy.  Peter Senge coined this phrase and he showed the value of having 

an organisation which learns and evolves with the market conditions.  The development and 

culture of an organisation is formed through every decision which involves the staff and that 

happens daily.  Therefore, fast AND right can happen when it is part of a dynamic strategy 

which the people in key positions are part of creating.  The control being held by a few, simply 

no longer works fast enough, hence the high error rate.  This can be fixed with a proactive 

approach. 

Ekaakshara: How technology is influencing our current era of Learning & Development? 

Mark: Technology enables us to not only save costs, but to generate a truly exciting learning 

platform.  Imagine having no need for classroom activities?  We have VOIP technology which 

negates the need for everyone to be in the same room for every class/module or even short 

course.  We need to ensure the reliability and speed of connection, and invest in SMART 



 

boards.  I can, for example, hold a training course in Cape Town, South Africa, and 

communicate with an audience worldwide, at a convenient time of course.  This assumes one 

language understood by all.  Currently, I fly all over the place, giving classes on sales, collection 

strategy, leadership and coaching.  The cost of hotels, cars, flights etc can all be reduced by 

75% by simply connecting those who require the training, to a screen and video link.  The face 

to face element should not be discounted, when there is practical application on the job so 

to speak, so there will still be a need, yet for the majority of interventions, organisations need 

to invest more wisely and think bigger in my view.     

Ekaakshara:  How we can keep the fundamentals of Learning & Development despite 

these challenges? 

Mark: The fundamental premise here is to learn from neuroscience.  We have learned that 

people learn more deeply and are more empowered by finding their own solutions to 

problems.  Therefore, if we hand the responsibility for the learning to the learner, use the 

support of mentors, coaches and specialists to guide and facilitate, then use technology to 

access global skill and create outcomes based, deliverable results assessments, we will have 

a much more committed and involved workforce, who participate in the growth and 

development of the organisation, and will also inspire their colleagues.  Thus, we have the 

added benefit of increasing the 'engagement' level of the people, which in turn will reduce 

absenteeism and increase job satisfaction. 

The only thing standing in our way is our determination to hang onto the past and our fear of 

the unknown....Isn't it time we took a leap of faith?  We imagine our vision into being, so 

leaders say!  Then let us do the same with how our people learn and grow.  Give them the 

tools, the accountability, responsibility, and we will see great results. 

Ekaakshara: Thank You Mark for enlightening us with your thoughts.  

(Our CoP member, Nitesh Pandey spoke to Mark Smith on behalf of Ekaakshara) 

 

 

 

 

 

 

 



 

 

 

 

 

 

THE LAST WORD 
Pranab Pani 

 

We welcome or resist change depending on the types of change. Yes, change is the constant 

in this dynamic world and is the ladder for growth, learning and development. Change comes 

from the outside – transformation takes place inside us. Change is the journey outside of us 

and transformation is the inner journey we go through in order to take on the outer change. 

One needs to lead the emotions, attitude and values of people. The challenges that the open 

economy hurls at offers opportunities for not a piecemeal approach but a holistic 

transformation.  

Trust is built on integrity, concern and delivering results. Create a dialogue built on trust. We 

grow when we learn. Dialogue is when we can speak without fear and listen without 

resistance. Management and leadership require different skills and the rapidly changing 

market dynamics demand constant learning and regular development in knowledge. The best 

approach calls for a balance of both rational and emotional approaches. Along with 

development of IQ (Intelligence Quotient), EQ (Emotional Quotient) is equally important to 

deal with various stress and challenges that the book-knowledge fail to cope up with. 



 

Employees have to work in all dimensions in order to be successful. Shared ownership of the 

present situation and vision is critical to appreciating organization’s goals and objectives. 

Management has to organize dialogue sessions to enable influence and participation. Help to 

answer: what’s in it for me (WIFM)? 

Living in complexity calls for a holistic perspective. Employees expect and demand to be 

involved. Learning and Development go hand in hand. Employees need to feel included in the 

information flow. Keeping all communication channels open make room for questions and 

discussions. Value based leadership is the foundation and the organization must inculcate the 

same. Technical skill-set in line with market dynamics and individual goals and aspirations 

need to be devised constantly. Creation of value, making them feel invaluable keeps the flock 

together. Team learning wheel and our learning styles must keep up with the individual 

aspiration while making the roles and responsibilities clear at the beginning. Defining our 

expectations and mapping the deliverables would make the journey hassle free. 

Many different surveys have shown that positive feedback is one of the top enhancers of 

performance. It helps employees learn how to build trust, accentuate the positive, and when 

a mistake occurs, redirect the energy for a more productive outcome. It provides a clear easy-

to-use approach that will help employees discover the power of positive relationships and 

enable them to make more effective choices in their interaction with co-workers. Invest in 

employees…develop human resources…business would prosper. 

 

 

 

 

 

 

 

The Bangalore based author is a senior management Business Development, Strategy & Corporate Communication 

professional. Besides being one of the co-founders of the L&D group & co-editor of Ekaakshara, he’s the chief editor of 

Chanakya –the national journal of PRCI where he’s the National Director and National Vice Chairman of its youth wing, 

Young Communicators Club (YCC). He is a popular management speaker and anchor of live Talk Show – Thinking Beyond 

Border. He could be reached on: pkpani@yahoo.com  
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EVENTS  

GLOBAL HR LEADERS ARE CONVERGING AT 

AMSTERDAM FOR HR TECH EUROPE 

Thousand of HR leaders will assemble in Amsterdam in October this year to participate in HR 

Tech Europe. This is the annual CHRO, HRIS and CIO conference being held on 23-24 October 

2014 in Amsterdam.  HR Tech Europe is Europe's most important event on how software, 

technology systems and collaborative tools are bringing about surmountable change in the 

way people and organizations work. This year Ekaakshara is a media partner to HR Tech 

Europe. 

 

 

http://hrtecheurope.com/amsterdam/
http://hrtecheurope.com/amsterdam/


 

 

This year, HR Tech Europe will feature 10 parallel sessions for their delegates from across the 

globe. As many as 99 speakers (mostly Global or regional leaders from a wide spectrum of 

organizations) will speak on a wide of topics including HR Technology & Future of Work, 

Learning & Development, HR Shared Services & Outsourcing, Social Enterprise & Enterprise 

Mobility and many more. As practitioners, the speakers are going to  focus on the journey to 

an implementation, the thought and metrics behind a strategy and the Story after 

implementation and value realization. 

If you want to register for 

the Conference, please log on to HR Tech Europe. You would find details about the speakers, 

agenda and the registration process.  
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VALUE CREATION FOR PEOPLE AND BUSINESS  

Surya Prakash Mohapatra, Founder- Learning and Development CoP and Editor & Moderator, 

Ekaakshara addressed the HR Conclave organized by Confederation of Indian Industries (CII) on the 

4thSeptember 2014. The theme for the Conclave was VALUE CREATION FOR PEOPLE AND BUSINESS. 

Over 200 delegates attended the Conclave 

PRO-ACTIVE HR 

 

Surya also addressed the 2nd HR Conclave organized by Indian Institute of Management, Trichy on the 

18th September 2014. The primary theme for this conclave is “ProActive HR”. More than 200 delegates 

attended the conclave held in Hotel Hilton Chennai. 

 



 

 

 

We at EKAAKSHARA thank each of the honourable writers for their 

contribution and congratulate them for featuring in this 

international edition. We expect your continued participation in all 

editions in the future. We appreciate all your support and 

encouragement in learning and sharing knowledge. Together WE 

Can! 

 

 

 

Feedback is Champion’s Breakfast. Readers are requested to share 

their feedback with us @ editor.ekaakshara@gmail.com /  

editor.ekakshaara@learning-development.com 

 

Visit our website: http://www.learning-development.com 
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