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Background to the Book
Employee competency and Human Resource Development (HRD) systems have become more strategic than before in the current global and highly competitive environment. While technology, finance, and such other variables give limited advantage, organizations across the world are realizing the unlimited advantage HRD can provide. It is being seen as influencing customer loyalty, company revenues, cost reductions, quality improvements, and many other variables impacting shareholder value. In fact the movement seems to be from “HR as a strategic partner in business” to “Business is people” or “There is no business without talented people”
It is over 34 years since the two of us from IIMA (Dr Udai Pareek and Dr. T. V. Rao)  designed the first ever HRD department and laid the foundation for what is known as Human Resource Function at Larsen and Toubro (L&T). While in USA it was a new name for training and development, in India HRD was conceived as an integrated concept that promotes learning on a continuous basis at the individual, role, team, and organization levels. It included various subsystems like performance appraisal, coaching, potential development, career planning and development, succession planning, training, and Organization Development (OD). Subsequently, the State Bank of India and its associate banks introduced HRD. I was then asked by Bharat Earth Movers Limited (BEML) to implement what was proposed conceptually by joining them full time for a year.  On my return from BEML,  we  conducted a national seminar at IIMA to asahre experiences of implementation and test the out various concepts we have evolved. The seminar resulted in the publication of our award winning book “Designing and Managing Human Resource Systems”. 

India has come a long way since then, especially in the last 30 years. HRD has become an inevitable part of organizations, their growth, and change. It was in the eighties that the term ‘HRD’ caught on worldwide. Though it is one of the most well-articulated and well-defined systems in India, most organizations rushed to use the nomenclature than to understand and implement it in its true spirit. Many untrained and ill-equipped executives were employed to manage HRD departments. They did not have a clue about HRD and often the organizations equated HRD with administration, recruitment, and performance appraisals at best. They undermined the HRD focus on creating capabilities at various levels in the organization. Very few institutions prepared really good HR professionals, though they used the HR titles in their diplomas and degrees liberally. It was after getting disappointed with the state of affairs in HRD and the inappropriate use or limited exploitation of its potential that we started a series of interventions to refocus the attention of CEOs and executives on HRD and its true spirit. To this end the we started the HRD audit. 

Audit is essential for self-renewal. It also enables checks against some accepted standards and principles. By now there is a well-defined knowledge and well-tested our principles of HRD. 

In the last decade, HRD departments have mushroomed. The information technology (IT) sector and the new economy. Industries are the biggest users of HR. In some of the IT companies there is one HR manager for every 50 employees. They may mostly be dealing with recruitment, salary, and other forms of administration and facilities management than managing the learning and capacity building at various levels. Only in a few organizations, learning and development become the focus of HRD. In many new economy industries HRD has missed the bus in terms of becoming the basis for creating knowledge managers. The changing world needs a lot of HRD. Today, it is competencies of an organization and its employees that give it strategic advantage. Given the strategic importance of HR and looking at the current state of affairs of most companies, there is a great need for reviewing and renewing their HRD. 

About this Book:

The HRD Score Card 2500 is expectd to be a great tool in this direction. This book attempts to assign a score for the state of HRD in any corporation. The score assigned is for 2500 points of which HRD systems are assigned 500 points; HRD competencies 500 points; HRD culture 500 points; and HRD impact or linkages another 500 points. The book is timely and very simple to follow for any HR manager or line manager having the basic knowledge of HR. There are many unique features of the scoring system proposed here. It takes into account most research available till recently in the field of HRD.

The score card gives at a glance what is good in your HR and what needs to be improved. A sample score card for hospital is given below. The score card indicates that the hospital has good HR systems and good culture but lacks competent staff at present and HR is not delivering results. The CEO of the hospital therefore should focus on aligning HR with hospital goals more intensely by recruiting or enhancing the competencies and learning orientation of the hospital staff. The score card gives in details what systems are good, whose competencies are good or weak (HR staff, Doctors and nurses, hospital management etc.), what impact is missing (intellectual capital or talent or financial impact etc.)
	 HRD SCORECARD



	HRD  Systems  and Strategies
	HRD Competencies 
	HRD culture and Values
	HRD Impact 
	Overall HRD Maturity grading

	B
	D
	C*
	D
	BDCD


 HRD function has come under increased focus. Customer loyalty and retention, technology, money matters and systems have even become secondary as compared to employee retention and talent management, contribution management etc. issues across the world. As a result HRD has come to focus much more in recent times than ever before. It is important to have a good HRD to manage both short term as well as long term results. Good HRD helps attract and retain talented employees, besides influencing customer retention and enhancing share holder value. The key to all this is having good HR systems, creating a lasting HR culture and values and aligning them with business goals. Good HR systems build intellectual capital,   which results in long term share holder value enhancement. Good HR means having competent HR staff. Competent HR staff, combined with learning attitude of line managers, and empowering styles of the top management, and a credible HR function goes a long way in creating impact making HRD. 

This book is based on the last two decades or research and consulting work of the author with several corporations in India and other Asian and African countries brings a refreshing way of measuring the HR maturity. The book is  a comprehensive guide for all those who are interested in measuring and managing their HR and setting new standards in HR. The HRD score card 2500 gives at a glance way you are good at, what you lack and where you need to focus your effort. Useful fro CEOs who would like to get the best out of their HR investments. For the first time this book offers a comprehensive assessment of  HR of any organization and guides the firm through various criteria for designing improvements. 

Some of the comments we got on this book include the following:

1. .. A great guide to facilitate an internal audit of your HR function. 

2. ..A great workbook to enhance the ROI on your HR

3. .. A great and detailed workbook to assess where you stand in relations to ideal HR and make improvements.

4. …First time in the history of HRD all HR processes are attempted to be quantified.

5. .. The way HRD competencies are viewed and quantified to include not merely competencies and professional preparation of HR staff but also the line managers, top management and all participants of a corporation is highly instructive view of HRD.

6. .. The emphasis on culture and values and human processes make HRD sound like a comprehensive Organization Development.

7. . This book will certainly help CEOs to demand and get the best out of their HR.

8. .. Helps to you to decide and get the right people into your HR function.

9. …Helps you rejuvenate your HR function and make it more strategic and business driven. 

10. This book is like an ISO guide to enhance the quality of HR in a given organization.

WHAT DOES THE HRD Score card 2500  ACHIEVE?
The primary objective of the HRD Score card is to focus on the HRD function and its impact in the context of organization’s current and future goals. It is a great diagnostic tool and its  proper implementation holds numerous advantages for the organization:

1) It gives at a glance how various aspects of HR are being handled and are impacting the performance of the organization.

2) It allows top management and other managers to understand what really is working in their HRD and what is to working. Systems, strategies, culture, values etc.  What is the level of HR competencies in the organization and the areas where HR interventions have to make an impact.

3) It allows alignment of HR activities to the organizational performance as well as future strategic plan. 

4) Measurement of systems maturity provides a rational basis for improving the HRD systems structure and implementation. 

5) It allows managers to identify best practices of HRD and well working systems of HRD and disseminate them for brand building etc..

6) The visibility provided by a scoring system enables better and faster HR decisions and control of processes in the organization. 

7) Enhances accountability of HR, Line and top level managers and enables them to focus more on creating a learning culture and development 

8) It permits benchmarking of HR systems and process against other organizations.

9) It identifies the HRD responsibility of  all employees 

10) It links all aspects of HRD (systems, strategies, competencies, culture, values,) to other forms of capital (intellectual, human, and financial capital). 

11) It acts as a compact communication mechanism to improve HRD.

12) It enhances the ROI on people and people management practices.

13) 14) It provides the basis for training & development, ensuring that such programs focus on real business needs and value-addition, and that derived benefits can be measured.

15) It provides an excellent basis for coaching and mentoring of HR staff.

How is the HRD Score Card 2500 to be implemented?
Implementations strategy varies depending upon the maturity levels of the Organization. If the organization has trained internal auditors it could use the HRD Score card 2500 for internal audit and renewal and rejuvenation purposes. External auditors are essential for certification of the scores and use as a part of the annual reports and HRD ratings. Eventually our aim  is to get the top management to report their HRD scores and ratings. I have attempted to write this book in a simple style to be understood by any line manager or HR manager. Certainly CEOs and unit heads will find this a great tool to make right demands on their HR departments and put their talent to best use. 
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