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Human Resource Development (HRD) Practices

Introduction:
The human resource development department monitors the progress of the organization and is available in every organisation. The global companies have aligned their resources towards the HRD. The strategic plan is achieved through HRD.  Human resource development activities are central to any organisation. HRD is part of the larger organisation and has been mandated with specific tasks in the organization.  Changes in the external environment of the organization called for changes in human resource in which the development department incorporates the skills and knowledge in helping the organization adapts to the changes. With the presence of the HRD, the organization can identify, nurture and use the skills as well as the abilities of works in the organization (Noe et al., 2017). Therefore, human resource development can be defined as the concept that focuses on improving the capabilities, positive attitude and skills of the workforce.

Importance of Human Resource Development

                  HRD plays a critical role in an organization and its focus on the development of the workers. The first importance of HRD is the development of the potential of workers (Noe et al., 2017). This is a significant step for any organization towards achieving success and improvement. An organization should focus its resources towards nurturing the skills of particular workers because it leads to improving the general performance of the organization. 
Secondly, human Resource Development is central in aligning the organization towards the achievements of its goals and mission. Without the HRD an organization will lack a counter checking mechanism that puts the organization in its desired mission path. The HRD ensures that the organization and together with its work force is at the optimal position and has the chances of achieving success through competitive advantage. Therefore, the  HRD acts as a director in adjusting the organization towards the demand of the global markets leading to the achievement of desired performance by the organization. 
Thirdly, HRD allows for the development of team spirit (Noe et al., 2017). Through the focusing of the team spirit, the organization can achieve its goals within a short period. The play is central to an organization as it allows for the division of work leading to efficiency in the organization. A team has a set goal that all members of the team towards achieving it and therefore through HRD the team members are united together and begin to work towards the achievement of the set goal.  Without the existence of a team in an organization, it becomes difficult to accomplish tasks that need more than an individual. For example, a project requires more than one person to be accomplished which is the focal point of having a team in an organization.
Fourthly, HRD works towards ensuring that the working environment is favourable to all the employees (Noe et al., 2017). The skills of the employees are maximized in an environment that allows them to explore their potential strengths and potentially leading to positive outcomes to the organization. HRD has the mandate of ensuring that a platform is available that helps the workers to nurture their skills. Innovation is a critical component in fostering development and success in the organization; innovation cannot be achieved in an environment where there is a lack of support from the management. Therefore HRD plays the role of linking the innovative skills of the workers to the overall management of the organization.  Through nurturing of the different potential of the workforce, the organization can find a sustainable solution to the most pressing issues as well as challenges that are facing the organization. Therefore organizations that have realized the essentiality of exploring the potential of the workforce have established the HRD department that carried out the function of nurturing the diverse potential within workers of the organization. 
The Relationship between HRD and Change Management
There has been an increased incidence of change in a large proportion of organizations across the world. With the advancement in technology, change is becoming an inevitable part of the organization. Change is an essential element in an organization that shows the progress of the organization. Change in an organization can take place in a department including the supply chain as well, as the production process (Illes et al., 2010). However, if there is a need for change in an organization, change management takes the role of applying the tools and knowledge towards successfully adapting to the changes.  Change in an organization alters the effects the employees, and therefore HRD acts as a link between the changes and the organization. 
When a change is introduced in the organization, HRD provides information to the workers that help the employees to understand the change that is being proposed (Illes et al., 2010).  HRD plays a critical role in enabling the works to understand the kind and type of change that is being made in the organization so that workers can be prepared for the change. Lack of sufficient information to the workers explaining the various concepts of the change that is being introduced affects the operation of the organization. Workers are central to the success of any organization, and therefore in the event of a change in the organization, it is essential to explain to the workers what the changes focus on bringing on board. 
In the event of a change in the organization, HRD equips the workers with the skills that are required for excellent adoption of the change (Illes et al., 2010). The HRD organizes training with a focus on enabling the workforce to develop the skills that are required in the implementation of the change and therefore allowing for efficient preparation of the change. 
During the introduction of change in the organization, change management allows for the building of trust between the organization and the employees through the HRD (Illes et al., 2010). The HRD ensures that there is the maintenance of trust before and after the implementation of change between the organization and the workers. The management of an organization can also be subjected to change when the leaders of the organization fail to meet the mission and goals of the organization. Since the management is the driver of the direction of the organization, checking on the management alignment with the goals of the organization is central in the achievement of success in an organization.
Impact of Training on Employee’s Performance

Training is essential to improving the productivity and performance of an organization. Training allows the workers to adopt new skills and understand the emerging trends affecting the organization so that they can adjust appropriately (Hafeez & Akbar, 2015).  It is evident that improvement of knowledge and capabilities of the workforce places the organization at a competitive edge globally. However, the process of equipping the workers with the necessary abilities and skills is achieved through training programs which also boosts the commitment and motivation among the workers. Training is an investment that a company engages in towards maximizing the potential skills among the workers such that in the event of uncertainties in future the company can cope effectively.  An organization boosts the performance level of the employees through training because the employees recognize the value that the company places in them. 
Through training, workers can adopt excellent thinking abilities and creativity which is essential in making decisions (Hafeez & Akbar, 2015). Through training programs, workers can consider their job responsibilities from a broad view which allows them to develop the necessary thinking in line with their duties.  Therefore, through training workers can make appropriate decisions in times of need allowing for progress in the organization while boosting the performance of the workers. 
Training influence the self-efficacy of workers which result in improving the performance of the workers (Hafeez & Akbar, 2015). The self-efficacy of each worker is central to the overall success of the organization. It is evident that through training workers can adopt modern technologies and abandon the traditional models, which allows for improved performance in the delivery of services by the workers. 
Through training workers level of anxiety and frustration is reduced (Hafeez & Akbar, 2015). The nature of work that workers do may expose them to anxiety that can lead to stress, therefore to manage these condition workers are with the personal life trained and given skills on how to balance the job requirements which in turn reduces the anxiety levels among the workforce.  Reduced anxiety among the workforce leads to improved performance leading to the development of the organization. 
Additionally, training leads to job satisfaction among the workforce (Hafeez & Akbar, 2015). Inadequate skills between the skills required by the firm and those possessed by the workforce expose the works to job dissatisfaction. However, through training workers are equipped with skills that match up with the requirements of the job leading to greater job satisfaction allowing for improved performance among the workers. 
Of essentiality to the growth and development of the organization is continuous nurturing of the worker's innovations which are achieved through training. The performance of an organization is achieved through innovation which allows the organization to stay relevant to the global market.
Lay-Off Criteria
According to work adjustment and retraining notification Act, a company that is planning to reduce its workforce or shut down its activities must provide a notice of not less than 60 days to the employees, municipality and the state (Jahn, 2009). A company may desire to reduce the number of its workforce based on diverse factors such as reduced profit, in such an event the company is required follow the criteria that is void of discrimination on reducing its workforce. 
The criteria for reducing the workforce are based on a performance level  (Jahn, 2009). A company may decide to reduce the workforce based on the performance level of each employee. Therefore workers that had had minimal contribution to the success of the company will be the first persons to be laid off by the company. 
 Also, the reduction of the workforce may be based on the seniority level of the employees (Jahn, 2009).  Reducing the workforce based on seniority level affects the most recently employed workforce which is likely to lose their jobs while those who have been in the company for a relatively more extended period may be retained.  Personnel’s in the senior positions are likely to be retained by an organization due to the experience and the skills that they pose which are central to the success of the organization. 
Additionally, the reduction of employees may be based on voluntary retirement (Jahn, 2009).  When voluntary retirement is used to lay-off employees, the workers who choose to take early retirement are required to sign against the Age Discrimination in Employment Act. The organization also using their criteria provides the early retirees with a grace period to reconsider their decision after which they are given compensation for the early retirement. 
Services Provided To Lay Off Employees by the Company
Once an organization lies off part of its workforce, they are mandated by the law to provide outplacement services to the affected persons. The laid-off workers are provided by the previous employer with job searching techniques to enable them to secure another job; the job searching techniques encompass developing of resumes and cover letter as well as applying for jobs for the individuals. 
 The other service that is offered to the affected employees is networking (Jahn, 2009). The laying off company connected the laid-off workers with potential employees by introducing them to the organizations where the firms with vacancies will absorb some of the employees who have been laid off. The probability of being employed by another company will depend on the criteria of lay off used by the previous company if an employee has been laid off by the performance that chances of securing another job are minimized.
Additionally, lay off workers are provided with career counselling (Jahn, 2009). In an attempt, a large proportion of employees who have been laid off experience a moment of grief, stress, and depression to cope with the loss of the job. Therefore in most instances, the laid-off workers are provided with counselling services that will help them adapt to the situation and find other means of income.  The counselling may also include coaching in which they are equipped with the necessary skills used in getting another job, especially in a competitive company. 
Conclusion:
In summary, the success of a company is dependent on having an excellent human resource development department as well as investing in the training of employees so that they possess relevant competent skill used in the current market. Also, in the event of the need of a lay off process, it is central for the organization to follow the outlined criteria to prevent discrimination.  The laying off process should also be accompanied by additional services to help the laid workers in securing another job and dealing with the stress that comes with lay off.
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