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Abstract— Training and development an important role in the
effectiveness of organizations and to the experiences of
people in the work. Training has impact for productivity,
health and safety at work and personal development. All
industry employing people should train their employees.
Most companies are aware of this need, invest in investment
and other resources in training and development. Such
investment will employing professional training and
development staff and pay wages for employees under
training and development. Investment in training and
development entails obtaining and maintaining space and
equipment. Manufacturing, maintenance, sales, marketing,
and management support should be directed directly to their
respective efforts and efforts, while supporting the individual,
training, development and distribution of operational
activities. That is, they should pay less attention to the more
productive outputs that are based on the organizations main
business.

I. INTRODUCTION

Training is very important to ensure the skills and knowledge
of the employee. One organization, training and development
is important, as well as organizational growth, because the
organizational growth and profit are also dependent on the
training. But, training is not a core of organizational
development. This is the function of enterprise development.
Education is mainly related to improving knowledge, but the
objective of training increases knowledge when it changes the
mindset and abilities. Basically designed in educational
structure and curriculum, but training is not set within frames
and curriculum. It can differ from one employee to another
and one group to another, even the group in the same class.
The reason for that can be mentioned different from the
different attitudes and abilities of a person. Even the situation,
after a good training program, can have the same ability for
all kinds of different kinds of employees, similar to a skilled
team. It is a benefit of training.

A. Methods

1) On-the-Job methods:

This refers to the methods of training of learning a job by
actually doing it. A person works on a job, learns, develops,
and specializes in a job. Following are the main on-the-job
training methods:

a) Understudy:

In this the employee is trained by his or her supervisor. The
trainee is attached with his senior and called assistant. For
example, the future manager can spend a few months as a
current manager assistant.

b) Job rotation:

This refers to shifting an employee from one job to another at
regular intervals.

c) Special projects:

The trainees can ask to work on special projects oriented with
departmental objectives. By this, you will get knowledge of
trained employees and learn how to work with others.

d) Experience:

It refers to learning by doing. This is one of the oldest
methods of on-the-job training. Even if it is a very useful
method, it will be too much time consuming and wasteful.
Thus it have to follow by other training methods.

e) Committee assignment:

In this, a team member will be a trainer. The committee has
assigned a problem to discuss and make recommendations.
f) Coaching:

In this, the supervisor acts as a guide and instructor of the
trainee. It is involves extensive demonstration and continuous
critical evaluation and correction.

2) Off- the-job methods:

These methods should help the instructors to leave their
workplaces and focus their entire time on training purposes.
Training is popular in these days due to the lack of facilities
and environmental planning, lack of team discussion, and full
participation among trained practitioners in various
disciplines. In this methods the development of trainees is the
primary work rest and everything is secondary. The main off-
the-job training methods are following:

a) Special courses and lectures:

It is the most traditional and most popular, today's unique
growing method. Special courses and lectures are designed
by the administrative or professional schools. Companies
fund their trainees to participate in these courses or lectures.
These are the quick and easy ways to advise a trained group.
b) Conferences and seminars:

In this, the participants are have to complete their thoughts,
opinions, feedback, suggestions and recommendations. By
participating in conventions and seminars, participants
generally try to see a problem from different fields and fields
from different perspectives.

C) Selected reading:

This is the self-improvement training technique. Persons who
receive knowledge and awareness by reading various
business journals and magazines. Most of the companies have
their own libraries. Professional associations’ members have
to keep the latest developments in their fields accurate.

d) Case study method:

This technique was developed by Harvard Business School,
U.S.A. It is used to as a supplement to lecture method. A
company is a record of a real business situation / problem
faced by a company. Case discussion and analysis are
provided to trainees. Identification of the problem is the aim
in case study method. Alternative courses are suggested by
participants.

e) Programmed instruction/learning:

It can be a textbook in the middle, computer or internet step-
by-step self-learning method. This method for teaching job
skills presenting questions or facts.
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f) Brainstorming:

This is creativity of training technique, which helps people
solve problems in a new and different way. In this technique
has the opportunity to express ideas openly for the trainers
and without any fear of judgment. Criticism does not allow
any idea to decrease the opposition forces. If a lot of ideas
have been created, their prices and possibilities are evaluated.
)] Role-playing:

This method, trainers are provided a contribution, which they
play in artificially created circumstances, e.g. a trainer is
asked to give the role of a union leader; Employer manager
should participate as another manager. This technique results
in better understanding of each other’s by putting foot in
other’s shoes.

Il. CONCLUSION

The objectives of this learning is to interpret the problems and
concepts that have to be understood to have practical
psychological issues to think about the use of psychology.
You should read that information as a literary study Instead,
the material has been written in an informal manner in
relating to one of the key principles and concepts and how to
interact with each other in dealing with the training issues. It
does not describe with the research literature based on these
ideas. This is a place you can explore using the measurements
provided as the starting point for exploring wide literature.
This learning material provides a reconsideration to provide
an integrated story, but there are other perspectives in
professional mood, you will face a professional capacity and
you should try to do it.
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