TYPES OF TRAINING

Induction training aims at introducing th rganlsatlon to a newly
appointed employee. It is a short alﬁbq atlve training given
immediately afterjomm%é% ation. The purpose is to give
"bird's eye-view Isation to an employee.
Job traini ﬁe(lﬁ) o§ f% b and the purpose is to give

d guidance to a worker so as to enable him

@(L)klperform th@% systematically, correctly, efficiently and finally
with confidence.

Training for promotion is given after the promotion but before
joining the post at the higher level. The purpose is to enable an
employee to adjust with the work assignment at the higher level.

The purpose of refresher training is to update the professional
skills, information and experience of persons occupying important
executive positions.

Training for managerial development is given to managers so as to
raise their efficiency and thereby to enable them to accept higher

positions. A company has to make provision for providing all types
of training.




EVALUATIONS OF TRAINING
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THE SMART MODEL

The SMART Model

The SMART Model is a tool used to ensurg that agreed-upon
Objective(s) will lead to the desjre Q)LM d can be measured
and/or evaluated. ertm g &%ECIfIC Objectives is a critical step
in maximizing the ;ggevelopment Process. Answering

the question$y &IE will help write an Objective that
tﬁéM Ré@l | Criteria.
[fECIfIC s |ta exactly what the employee will do?

Measurable :Is it clearly defined and understood both by employee
and by manager or supervisor how success will be measured?
(Survey results, activity report, project completion, etc.)

Attainable Is it realistic to expect completion of this Objective as it
is written?

Relevant Does completion of this Objective support the goals of the
department, division or institution, and is it within the scope of the
position?

Time bound Does the Objective include a specific date for
completion?

If “no” is an answer to any of these questions, rewrite the Objective
to make sure it meets all criteria.



 Objectives of Performance Appraisal

e To maintain records in order to determine
compensation packages, wage structure, salaries
raises, etc.

e To identify the str \seand Weaknesses of
employe@é_@mo | men on right job.

. % ? @g’ssess the potential presentin a
erson for further growth and development.

 To provide a feedback to employees regarding
their performance and related status..

e |t serves as a basis for influencing working habits
of the employees.

 To review and retain the promotional and other
training programmes.




e 2. CONFIDENTIAL REPORT SYSTEM
confidential report system is well known method of
performance appraisal system mostly being used by
the the Government organisatiowln this method

of appraising system,%am itrate is observed by his
superiors rea%@g@ﬁs:%%rformance in the job and on
his dytigs 80re. Hrer@dfter Superior writes confidential

W/

Pai5ort on @i@ﬁgr ormance, mainly on his behaviour in
the organisation and conduct and remarks if any.

e 3. PAIRED COMPARISON
A better technique of comparison than the straight
ranking method, this method compares each employee
with all others in the group, one at a time. After all the
comparisons on the basis of the overall comparisons,
the employees are given the final rankings.




