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The paradigm shift being experienced by the business world to face global competition, has a tremendous effect 

on the way employees are trained and prepared to meet global competitive challenges. Training system has to 

be redesigned to attain world class standards. It no longer suffices to provide traditional skill upgradation, 

training or adhoc training. Training & Development budgets are increasing. Firms have to orient their 

employees to be on a continuous learning mode. Firms are providing cross cultural training to the expatriates. 

Training and Development is linked to the strategic direction of the organization. 
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1. Introduction 
The words training and development are mentioned in the same breath since the former leads to the latter. While 

training refers to the process of imparting specific skills, development refers to the learning opportunities 

designed to facilitate employee‟s growth. Training is an ongoing process in the present-day industry whether we 

consider a manufacturing unit or a trading unit or a unit which is a service provider. 

In the recent past too, training was thought of as something more relevant to the manufacturing industry and 

even such training more often than not was imparted by the management more for record purposes than for 

improved productivity. The reason behind such attitude was the belief that experience alone contributed 

significantly to improved productivity; other factors contributed only marginally to efficiency. Then why waste 

resources on training? 

With globalization of business and with almost every country in the world opening up its market to cross-

border trading, barriers of the national or regional kind disappeared. One could buy from any marketer as long 

as the commodity was quality and cost-competitive. The marketers could not be denied entry on account of their 

nationality being different unless it is proved to the satisfaction of WTO that the marketers in question were 

“dumping” and not marketing. Thus a situation evolved in which even the domestic marketers were willy-nilly 

required to ensure that they were not out-priced at the marketplace; that on quality parameters, their products 

were as good as the one sold at the domestic market by the foreign marketers. This forced the domestic trade 

and industry to reinvent themselves in such a manner that they marketed the best products at the most 

competitive prices in the local market, failing which they risked losing out to foreign marketers in their own 

country! This led to the realization on the part of the domestic marketers that training their human resources 

alone would render competition possible. 

The paradigm shift being experienced by the business world to face global competition, has a tremendous 

effect on the way employees are trained and prepared to meet global competitive challenges. Training system 

has to be redesigned to attain world class standards. It no longer suffices to provide traditional skill upgradation, 

training or adhoc training. Training & Development budgets are increasing. Firms have to orient their 

employees to be on a continuous learning mode. Firms are providing cross cultural training to the expatriates. 

Training and Development is linked to the strategic direction of the organization. Work and learning needs to be 

integrated. Line management and training staff are forming partnership to achieve common goals. Training 

needs assessment and systematic evaluation of training process are receiving more emphasis by the firms. 

 

2. Research Questions 
Objectives of the Study 

  To assess the paradigm shift in Training & Development across Manufacturing, IT and Services sector. 

  To have a comparative analysis of Training & Development practices across Manufacturing, IT and 

Services sector. 

  To identify the related concepts akin to Training & Development. 

 

Need for the Study 

Research studies have strongly argued for the emergence of novel HR practices in general and PMS in 

particular. But most of the novel HR practices are relatively recent while a few HR practices would fizzle out 

after the initial spurt and novel value; a few might just spark off an industry trend. Hence, the study was taken 

up to have an empirical validation of the change workplace scenario with specific reference to PMS across 

Manufacturing, Services and IT sector 
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3. Materials & Methods Used 
The area of study is Bangalore and includes established, government, private and multinational companies 

across 3 sectors viz., manufacturing, services & IT the research study utilized survey, analytical & empirical 

methodology. Primary data was collected with the help of a well structured questionnaire and personal 

interviewing of the respondents. The study has considered 30 companies as sample units i.e., 10 each from 

manufacturing, services & IT sector in the field of automobiles, electronics, telecommunications, banking, 

insurance and IT. 

The sample firms were picked up using judgmental & purposive method of sampling wherein the select 

organization had a minimum turnover of Rs.25 Crores p.a. and that the minimum workforce strength of 200. 

In each of the sample firms so selected, 10 managerial executives were administered the questionnaire on a 

random basis. Thus altogether from the 30 sample firms, 300 managerial executives constitute the sample size.  

The data gathered through questionnaire and personal interviews have been edited, classified and tabulated for 

the purpose of statistical analysis viz., Factor Analysis & ANOVA. 

 

4. Research Findings and Analysis 
 

Table 5 Anova Table of Training & Development Factors  

Sectors 
Source of 

Variation 

Sum of 

Squares 

Degree of 

Freedom 

Mean 

Square 
Fcal Sig. Remarks 

Adoption of latest training trends 
 

Between 

Groups 
3.440 2 1.720 11.211 .000 *S 

Within Groups 45.565 297 .153    

Total 49.005 299     

Comprehensive T & D programme 
package 

Between 

Groups 
3.046 2 1.523 8.804 .000 *S 

Within Groups 51.026 295 .173    

Total 54.071 297     

Comprehensive employee career 
counselling programme package 

Between 

Groups 
17.807 2 8.903 15.289 .000 *S 

Within Groups 172.955 297 .582    

Total 190.762 299     

*S           Difference is Significant across the Sectors 

 

From the table 5, it is found that the differences are significant for all the three factors of Training and 

Development viz., adoption of latest training trends, comprehensive training and development programme 

package and comprehensive employee career counselling programme package. 

Table 6 and Figure 2 suggest that IT sector leads in the imparting of training and development programmes at 

regular time intervals, with a highest mean score of 4.0600, followed by the services at 4.0000 while for most of 

the manufacturing firms, training is given on a one-on-one basis as and when the need arises with a mean score 

of 3.8800. 

Table 7 and Figure 3 reveal that most of the manufacturing and IT firms have a combination of both inbound 

and outbound training programmes for its executives at 77 percent and 76 percent respectively. While most of 

the firms in the services sector have inbound training programmes, at 52 percent of its executives vouching for 

it. 

Table 8 and Figure 4 reveal that most of the IT and manufacturing firms employ a combination of both class 

room and web based learning for its executives, at 79 percent and 67 percent respectively. While most of the 

firms in the services sector, employ class room learning at 46 percent of its executives vouching for it. 

Table 9 and Figure 5 reveal that the cross cultural training for expatriates is predominant in the IT sector at 51 

percent, followed by the services at 32 percent and manufacturing at 27 percent. 

Table 10 and Figure 6 suggest that cross cultural training for the expatriates in the IT and services sector are 

conducted mostly by the in-house professionals within the firm‟s premises at 40 percent and 28 percent 

respectively. While for most of the firms in the manufacturing sector, cross cultural training is given by the 

external professionals outside the firm‟s premises at 50 percent of the executives acknowledging such practices.  

Table 11 and Figure 7 reveal that 75 percent of the executives in the services sector, do not agree with the 

superiority of e-learning, over face-to-face class room learning, in contributing to workplace productivity, 

followed by IT at 73 percent and manufacturing at 68 percent. 

 

5. Discussion 
In this context, it is worth pursuing what Dr. Debashis Chatterjee, Professor, Indian Institute of Management, 

Lucknow, suggested by way of Success Sutra (Formula for Success) 
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I was chatting with the highly stressed General Manager of a major company. I asked, “what makes you think 

that you are the General Manager of the universe?”. He smiled sheepishly, stretching his lips by no more than 

one millimeter. A man smiles like that either when he pays income tax or when he has severe constipation. But 

our General Manager was undone just by his need to be in control of everything. 

One of the reasons why a workplace is so stressful is that we spent a lot of our energy in upholding our own 

personalities. We quickly become prisoners to our tags, titles and designations. We tend to forget that all our 

fancy titles are insignificant. They are just labels that define our roles in a play called Office-Office”. The CEO 

is playing his role just as the telephone operator is playing hers. To be obsessively caught up in a role is to forget 

that work is play. 

Kids teach you that playing is the best form of learning. In play, you can be more focused, as your ego 

remains suspended in the fun of the moment. There is total absorption of the player in the playing process. At 

play, you are not a personality, but a presence. A personality is stiff like a mask. A presence is creative, dynamic 

and playful. Just think of the greatest organizers of the world like Buddha, Christ, Krishna, Gandhi or 

Muhammad. Their presence lingers on long after they were gone as persons. You know why? All of them knew 

that their work was just play.  

 

Learning Takes a Leap 

Training is an age-old function, but modern enterprises are leaving no stone unturned to broad-base it and make 

it more effective at every level. 

Going by the current rate of technological progress, it will not be long before one could actually train a 

monkey to speak fluently Japanese in three days or less! There is no doubt that learning systems in Indian 

organizations have undergone a giant evolutionary leap. 

Having said that, the most important test for any training model today still remains how quickly it can get 

people to be productive. Therefore new mediums are being defined and adopted keeping this in mind. And 

companies are only too happy to deviate from established training norms and get more creative when it comes to 

sharing learning within the organization. 

 

Knowledge Management (KM) 

The challenge for firms is to harness the knowledge inherent within its organizational members and processes 

and convert them to a sustainable competitive advantage. KM is the process of creating and capturing, 

organizing, assessing and using knowledge to create customer value. 

 

Virtual Classrooms 

As the name suggests, the creation of virtual meeting rooms is a training initiative that transcends geographical 

barriers while conducting training sessions. Most IT corporations have become familiar with the use of virtual 

meeting rooms and on-demand information gathering tools. Lauge Sorensen, Director, IBM Learning, says, 

“Our sales training programme, which would extend to a period of nine classroom days earlier, has now been 

reduced to about three classroom days!” 

Patni Computers employs a software called “Centra” which enables them to create a virtual classroom to 

conduct training for people across multiple locations. Sunil Kuwalekar, Senior Vice President – Learning & 

Leadership Development, Patni Computer Systems Limited, explains, “We started using Centra three years ago 

and the product has improved over time, as several new features have been added to it. To give clarity of voice, 

even the bandwidth has been improved. In fact, there was an instance during Project Management Professional 

certification, when we trained onsite people using this initiative.” 

“Technology helps us share learning and delivery training consistently across our offices worldwide,” adds 

Aparna Ballakur, Director HR, Adobe India. Aniruddha Limay, Chief People Officer, WNS Global Services, 

too, emphasizes, “I am a great believer in technology. It gives your training process built-in efficiency, 

standardization and scalability.” 

 

Training Can Be Fun, Through e-Learning 

It is indeed interesting to note how enterprises have been striving to emphasize on the „fun‟ aspects of training 

employees. Organizations have been exploring a variety of ways in which training can be delivered with 

maximum effect, while appealing to the interests and hobbies of those it is intended for. Cognizant, for example, 

decided that a great way to keep their 35,000 strong workforce engaged in continuous learning was to use 

Podcast as one element of their learning programme. Employees can download training modules onto their 

personal mp3 players and learn while they are outside the office. “There are a number of programmes that are 

being adapted to include Podcasts as a part of the delivery. Going forward, Podcasts will form a part of almost 

all learning programmes,” enthusiastically affirms Vidhya Nathan, Assistant Vice-President, Cognizant. 

At IBM, the management decided that since most work-based learning happens in a haphazard way, a 

structured approach that entails „bringing learning to the work, instead of taking the worker to the learning‟ 
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made sound sense. Though the company uses a large number of e-learning and knowledge management tools to 

give users access to a virtually endless directory of information, it also realized that nothing gets someone‟s 

attention faster than games and animation. One initiative that IBM is unrolling in India-titled „MailCast‟ brings 

Flash-based animated learning directly into the email box of the target user. 

Apart from this, the company used technologies such as Second Life (a 3-D animated world where users can 

„buy land‟ and „create their world‟) and games as tools to help used simulate actual business experiences and 

handle challenges in the virtual world! 

The greatest advantage that e-learning methods offer to the learner is the speed and flexibility of training 

delivery. Research studies predict that more than half of the corporate training is likely to be delivered via 

technology in the next three to five years, e-learning has the added advantage of increasing the return on 

investment in training which is a panacea to the firm‟s pressure to reduce costs of training and development. 

Further, the instructional design, an important part of the training activity rather the very core of the process is to 

be engineered to comply with style and individual requirements of the learner in a timely fashion i.e., just-in-

time. 

It is very interesting to note that those employees who take greater charge of their learning are also more 

likely to climb the corporate ladder faster. 
 

A Passion to Train 

If it is fun for the trainees, it should be passion for the trainer too. Anupama Babbar, Director, HR, Aricent, says, 

“We source our trainers from within the organization. People are free to volunteer their time to teach others. The 

trainers get „points‟, based on participant feedback, against which they can redeem gifts”. Aricent‟s 200 

volunteer trainers hail from a wide range of backgrounds – engineering, HR, IT and Administration, and come 

with tremendous domain knowledge that they share with their colleagues. Prashant Upadhyaya, one of Aricent‟s 

internal trainers says, “It is great to be a trainer and teach other people. For me the takeaway is being able to 

meet young people and pass on my knowledge to them”. 
 

Management of Professionals 

The risk of service industry and the emergence of knowledge workers has also brought with it the complexity 

involved in the management of professionals, who often have low organizational loyalty, aspire for substantial 

autonomy and have a craving for intellectual and technical challenges. The challenge for HR professionals will 

be to prepare and provide these professionals with a clearly defined career tracks. 

Hence firms are getting geared up to structure effective career counselling programs so as to facilitate the 

harnessing of employee‟s potential by providing adequate organizational support system such as offering career 

development workshops, assessment centers and challenging jobs. 
 

Identification of Training & Development Factors 

KMO and Barlett‟s test of sampling adequacy was used to assess the appropriateness of factor analysis. Table 1 

gives the statistics produced by the items of training and development. The KMO value obtained for the 

Training and development variable is 0.805 and this is considered to be adequate to proceed with factor analysis 

of the data. This also indicates that there is a high presence of correlation, within the factors of training and 

development. 
 

Table 1 Kmo and Barlett’s Test for Training and Development 

Kaiser-Meyer-Olkin Measure of 

Sampling Adequacy 
.805 

Barlett‟s Test of Sphericity 
Approx.  

Chi- Square 
7795.899 

 D.F .496 

 Sig. .000 
 

Table 2 gives the information with respect to the three identified factors of training and development and their 

variances. After rotation it was found that most of the variance is explained by the first factor of training and 

development and thereafter the remaining two factors increase by a moderate percentage of the variance 

explained. 

 
Table 2 Representation of Total Variances for Training & Development Factors 

Component 

Initial Eigen values Rotation Sums of Squared Loadings 

Total 
% of 

Variance 
Cumulative % Total 

% of 

Variance 
Cumulative % 

1 10.167 31.770 31.770 6.101 19.065 19.065 

2 4.594 14.355 46.126 5.333 16.665 35.730 

3 2.217 6.928 53.053 3.339 10.434 46.164 

Extraction Method Principal Component Analysis 
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Table 3 Representation of Training & Development Factors 

Factor 1 : Adoption of latest training trends 1 2 3 

Training costs are monitored accurately to manage resources & demonstrate accountability .779 .676   

Measuring return on Investment in T & D is relevant .787   

Systematic evaluation process measures the success of T & D .667     

Needs assessment & analysis are receiving more emphasis .699 .359   

Line management & training staff are forming partnership to achieve common goals .626    

T & D is linked to strategic direction of the organization .787  .225 

More T & D is designed for global use .589 .260  

More T & D is outsourced to contractors .525 .296  

T & D budgets are increasing .632   

The technology of T & D is developing rapidly .643    

The concept of learning organization is adopted by the company .404   

The responsibility of T & D is shared among several groups .357   .268 

Training is shifting to performance improvement role .430   

Factor 2 : Comprehensive T & D programme package     

Your firms T & D programme exposes employees to courses on Technical skills .290 .741  

Communication skills in Indian Language .237 .796  

Communication skills in foreign Language  .847 .241 

Interpersonal skills  .786  

Business Etiquettes  .869  

Management Development  .825  

Quality systems  .737  

Team Building  .604  

Your firm practices multi tasking through training of the most talented employees in different skills to 
provide them a well rounded professional experience 

 .608  

Factor 3 : Comprehensive employee career counselling programme package    

Encompasses the employee‟s career goals, aspirations & expectations for five years or longer    .339 

The degree to which the employee‟s aspirations are realistic and match the opportunities available within 
the organization 

  .867 

Identification of what the employee would have to do in the way of further self-development to quality for 
new opportunities 

  .200 .735 

Identification of the actual next steps in the form of plans or new job agreements, that would prepare the 
employee for further career growth 

   .780 

Provides challenging jobs early in the employee‟s career   .339 

Provides career development workshops   .867 

Puts employee through Assessment centers in order to build managerial skills   .735 

Believes and practices the concept of job enrichment   .780 

Professional staffs are sent on sabbaticals by the firm   .525 

Extraction Method : Principal Component Analysis 

Rotation Method : Varimax with Kaiser Normalization 

 

Analysis of Training and Development Factors across the Sectors 

The analysis of the three factors of T & D, using mean scores across the sectors of IT, services and 

manufacturing is represented in Table 4 and Figure 1 

 
Table 4 Mean Scores of Training & Development Factors Across the Secto RS 

Sector 
Adoption of latest 

training trends (A) 

Comprehensive T & D 

programme package (B) 

Comprehensive employee career 

counselling programme package(C) 

IT 4.0136 4.0397 3.5089 

Services 3.9136 3.8378 3.0189 

Manufacturing 3.7536 3.8133 3.5589 
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Figure 1 Mean Scores of Training & Development Factors across the Sectors 

 

Table 4 and Figure 1 reveals that along the factors; adoption of latest training trends and comprehensive T & 

D programme packages, IT sector takes the lead, followed by the services and manufacturing sector. 

Along the factor; comprehensive employee career counselling programme package, manufacturing sector 

takes a lead, with a mean score of 3.5589 followed by the IT and services sector at 3.5089 and 3.0189 

respectively. 

The difference among the sectors with regards to the factors were analysed and tested for significance through 

one way ANOVA. The results are presented in the Table 5. 
 

Related Issues of Training and Development 

Time Intervention of Training and Development Programmes 

Firms impart training and development programmes, at regular time intervals or as and when the need arises, on 

a one-on-one basis or sometimes it is market driven. The results are shown in Table 6 and Figure 2 

 
Table 6 Periodicity of Training & Development Programmes 

Sector At regular time intervals 
As and when the need arises on 

a one-on-one basis 
Market driven 

IT 4.0600 4.0200 4.1400 

Services 4.0000 3.9600 3.9000 

Manufacturing 3.08600 3.8800 3.8600 

 

 

Figure 2  Periodicity of Training & Development Programmes 

 

Premises of Training 

Training programmes for executives may be inbound or out bound or sometimes a combination of both. The 

results are shown in Table 7 and Figure 3. 

 
Table 7 Training Premises 

Sector Inbound Outbound  Both  Total 

IT 16 8 76 100 

Services 52 14 34 100 

Manufacturing 9 14 77 100 

Total 77 36 187 
 300 

 300 

 

 
Figure 3 Training Premises 
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Training Methodology 

Firms may either follow the traditional class room or a web based training methodology or a combination of 

both. Results are shown in Table 8 and Figure 4. 

 
Table 8 Training Methodology (%) 

Sector Class Room Learning Web based Learning Both Total 

IT 15 6 79 100 

Services 46 15 39 100 

Manufacturing 18 15 67 100 

Total 79 36 185 300 

 

 
 

Figure 4 Training Methodology (%) 

 

Exposure to Cross Cultural Training 

In view of the increase in the international assignments, firms are deputing expatriate executives for cross 

cultural training programmes. The results are shown in Table 9 and Figure 5 

 
Table 9 Cross Cultural Training to the Expatriates (%) 

Sector Yes No Total 

IT 51 49 100 

Services 32 68 100 

Manufacturing 27 73 100 

Total 110 190 300 
 

 

 

Figure 5 Cross Cultural Training to the Expatriates (%) 

 

Trainers and Premises for Cross Cultural Training 
Cross cultural training may be imparted by the in-house professionals or by external professionals, within 

or outside the firm‟s premises. The results are shown in the Table 10 and Figure 6 

 
Table 10 Trainers and Premises for Cross Cultural Training (%) 

Sector 
In-house, by in-house 

professionals (A) 

In-house, by external 

professionals (B) 

Outside, by in-house 

professionals (C) 

Outside, by external 

professionals (D) 

IT 40 34 17 16 

Services 28 24 11 19 

Manufacturing 27 22 18 50 

 

 
Figure 6 Trainers and Premises for Cross Cultural Training (%) 
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Superiority of e-Learning over Face-to-Face Class Room Learning 
Data was captured from the executives regarding their opinion on the impact of e-learning on workplace 

productivity vis-à-vis class room learning. The results are shown in the Table 11 and Figure 7 

  
Table 11 Superiority of E-Learning over Face-To-Face Class Room Learning (%) 

Sector Yes No Total 

IT 27 73 100 

Services 25 75 100 

Manufacturing 32 68 100 

Total 84 216 300 

 

 
Figure 7 Superiority of E-Learning over Face-To-Face Class Room 

 Learning (%) 

 

6. Summary of Findings & Conclusion 
Summary of Findings  

 
Sl. 

No. 
HR Practices Leadership Firms Follower Firms Laggards 

a. Adoption of latest training trends, in the workplaces. Services 
IT & 

Manufacturing 
-- 

b. Imparting comprehensive T & D programme package IT 
Services & 

Manufacturing 
-- 

c. Comprehensive employee career counselling programme package 
IT, Services & 

Manufacturing 
-- -- 

d. 

 

 

Training given at regular intervals 
IT, Services 

& Manufacturing 

-- 

 

 

-- 

e. 

Training premises being a combination of both in-bound and outbound 

training 

 However there is a divided level of awareness of trainers and 

premises of cross cultural training, among the non-executives of 

IT, services and manufacturing 

IT, Manufacturing 

& Services 

 

-- -- 

f. 

Acknowledging the superiority of e-learning over face to face class 

room learning in yielding favourable T & D results. 

  There is a divided level of awareness of KMS and its functional 

head in the firms among the non-executives across IT, services 

and manufacturing. 

 

-- 

 
-- 

IT, Services & 

Manufacturing. 

 

 

7. Conclusion 
Training and development in organizations has come a long way. Training is shifting to a performance 

improvement role. These initiative may sound overwhelming and they may do the job just as well but are we 

depriving people of that crucial human touch which many trainers would agree is essential in any form of 

training? Not, probably. As long as companies manage to strike a balance between high-touch and high-tech, 

they need have no fears about alienating their workforce. 
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