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HRD has come to a stage where it can be treated as a Profession in India. The first dedicated department was started in India about 25 years ago at L&T, A Center for HRD was started at XLRI seven years latter, A National HRD Network was formed in the year 1985 and has sustained itself with good work since then, an Academy of HRD was started in 1990, over fifty books have appeared in the last two decades on HRD, a few institutions have started Master’s in HRD programs, a Doctoral program is in place, and the body of knowledge in this field is growing.

In spite these developments, judged against the criteria needed to be called a profession and as compared to the development of this profession abroad, it may be concluded that the body of knowledge passed on in schools that prepare HRD professionals lacks basic understanding of HRD.  The basics are neither taught nor followed by the professionals, there is no code of conduct, ethics and values and the professional bodies have shied away from formulating norm, values, certification requirements etc. There are no licensing mechanism to practice and mentorship lacking except at an informal level. Judged against these criteria it is concluded that HRD has remained at best as an occupation or a preoccupation of a few it has a long way to go. The next steps to be taken in India to make HRD a strong Profession are presented. 

Introduction: 25 Years of HRD in India
It is more than two decades the term Human Resource development became popular in the country. It was in 1975 a decision to start a dedicated Department to promote Human Resources Development was initiated in India at Larsen & Toubro Limited. 

Pareek and Rao (1975) outlined a philosophy for the new HRD system. They outlined 14 principles to be kept in mind in designing the HRD System. These principles deal with both the purpose of HRD systems and the process of their implementation. Some of these principles include:

1. HRD systems should help the company to increase enabling capabilities. The capabilities outlined in their report include: development of human resources in all aspects, organizational health, improvements in problem solving capabilities, diagnostic skills, capabilities to support all the other systems in the company, etc. 

2. HRD systems should help individuals to recognize their potential and help them to contribute their best various organizational roles they are expected to perform;

3. HRD systems should help maximize individual autonomy through increased responsibility;

4. HRD systems should facilitate decentralization through delegation and shared responsibility;

5. HRD systems should facilitate participative decision making

6. HRD system should attempt to balance the current organizational culture along 

      with changing the culture;                           

7. There should be a continuous review and renewal of the function. 

After L&T accepted these recommendations in full and started implementing the State Bank of India the single largest Indian Bank and its Associates have decided to use the Integrated HRD systems approach and decided to create new HRD Department.  Since then, by mid eighties a large number of organizations in India have established HRD Departments. 

By mid eighties HR has become an accepted role and most organizations have changed their personnel, training and other related functions to HRD. Some have differentiated Human Resource Development from Human Resources Department and some did not. However, HRD has come to mean new expectations, new body of knowledge and new function. The establishment of Center for HRD at XLRI; the formation of the National HRD Network in 1985; the starting of the Academy of HRD in 1990; Starting of Diploma Programs in HRD; starting of Symbiosis Center for Management and HRD; starting of the Doctoral Program in HRD jointly by AHRD and XLRI etc.   are highlights of HRD in India. All these have added to the expectations of CEOs, line managers and HR managers from HRD Managers.

The ISTD and NIPM did not lose time in focusing on HRD in their conferences. Although this diluted the use of Human Resources Development and contributed to the confusion between HRD and HR, expectations from HRD continued to grow.  Today almost all Managers dealing with Personnel, Training, Social Work, Welfare, Administration etc. functions call themselves HRD Managers or Facilitators. In some of the IT companies those who deal with Visas and arrange housing and transportation etc. for employees are also called as HRD staff (meaning Human Resources Department staff or even Human Resources Development staff). On one hand we have specialized courses including a Doctoral Programs in Human Resource Development and on the other hand even unqualified undergraduates are projected as HRD Managers. This has created a lot of confusion in the field as the number carrying HR titles in their designations multiplied overnight without corresponding multiplication of HR skills and HRD competencies. Lay people and the public could not differentiate the fine distinctions between Human Resource Development Professional and HR Professional as both carried HRD designation. In one case it meant Human Resources Development Manager and in the other it meant Manager Human Resources Department and in both cases referred to as HRD Manager and becomes difficult to differentiate.  This confusion is shared by other countries does not solve the issue but reaffirms the need to remove the confusion.  A number of questions need to be answered to sort out the confusion and to establish that the need for HRD practice is based on theoretically sound principles and deserves to be considered as a profession. These include:  

· Is it possible for any one to perform HRD roles?

· Does HRD require specialized training and preparation? And knowledge?

· Is it a separate profession with its body of knowledge? Or an Occupation?

· What is in it that qualifies it to be a profession? What is the worldwide scenario on this issue? 

These are some of the questions that bother practitioners and academics alike. To answer some of these questions an attempt is made in this chapter to review the current situation of HRD as a profession. First an attempt is made present some literature on HRD in the U.S.A. and other countries. This is followed by a summary of appropriate literature on Professions and occupations. Much of this comes from Sociologists. This is followed by a review of the situation of HRD in India. In the light of the criteria available to classify any discipline or a set of activities as leading to profession, the issue of HRD as Profession is examined. An attempt is made in this article also document as much of the sate of HRD in India as possible. 
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