
2. Training, Development and Talent Management 

Definition of Training - Training is the process of acquiring new skills, knowledge, and abilities 

to perform a job effectively. Its features include a systematic approach and a focus on improving 

performance, which in turn fulfills the need for a skilled workforce and the importance of staying 

competitive and adaptable.  

Features 

 Systematic: A planned and organized approach to learning, not a one-time event.  

 Job-specific: Aims to enhance skills and knowledge for a particular job or set of tasks.  

 Performance-oriented: Focuses on improving skills and capabilities to increase performance 

and productivity.  

 Continuous: Not just for new employees, but an ongoing process to keep existing staff updated.  

 Knowledge and skill transfer: Involves teaching and developing specific competencies in 

others.  

Purpose 

 Improve skills and knowledge: To increase the specific knowledge, skills, and abilities 

employees need for their roles.  

 Bridge the skills gap: To reduce the difference between what an employee knows and what a 

job requires.  

 Adapt to change: To prepare employees and the organization to adapt to technological 

advancements and new responsibilities.  

 Enhance performance: To improve employee efficiency, productivity, and overall job 

performance.  

 Develop attitudes: To shape employee attitudes, values, and behaviors in a desired direction.  

Need 

 For organizations:  

To maintain a competitive edge, ensure quality, and adapt to the changing business 

environment.  

 For employees:  

To gain new skills, stay relevant in their careers, and increase job satisfaction and confidence.  



 For a skilled workforce:  

To ensure a continuous supply of qualified and capable employees to meet the organization's 

demands.  

Importance 

 Boosts morale and satisfaction:  

Employees who receive training often feel more valued, confident, and satisfied with their jobs.  

 Increases efficiency:  

Trained employees are typically more productive and make fewer errors, leading to lower costs 

and wastage.  

 Drives innovation:  

Equipping employees with new skills can lead to new ideas and a more innovative approach to 

work.  

 Reduces employee turnover:  

Investment in training can increase employee loyalty and reduce the likelihood of them leaving 

for other opportunities.  

 Ensures safety and compliance:  

Training is crucial for teaching employees about safety precautions and ensuring compliance 

with regulations 

  

 Training process 

Training is the process of acquiring new skills, knowledge, and abilities to perform a job 

effectively. Its features include a systematic approach and a focus on improving performance, 

which in turn fulfills the need for a skilled workforce and the importance of staying competitive 

and adaptable.  

Features 

 Systematic: A planned and organized approach to learning, not a one-time event.  

 Job-specific: Aims to enhance skills and knowledge for a particular job or set of tasks.  

 Performance-oriented: Focuses on improving skills and capabilities to increase performance 

and productivity.  

 Continuous: Not just for new employees, but an ongoing process to keep existing staff updated.  



 Knowledge and skill transfer: Involves teaching and developing specific competencies in 

others.  

Purpose 

 Improve skills and knowledge: To increase the specific knowledge, skills, and abilities 

employees need for their roles.  

 Bridge the skills gap: To reduce the difference between what an employee knows and what a 

job requires.  

 Adapt to change: To prepare employees and the organization to adapt to technological 

advancements and new responsibilities.  

 Enhance performance: To improve employee efficiency, productivity, and overall job 

performance.  

 Develop attitudes: To shape employee attitudes, values, and behaviors in a desired direction.  

Need 

 For organizations:  

To maintain a competitive edge, ensure quality, and adapt to the changing business 

environment.  

 For employees:  

To gain new skills, stay relevant in their careers, and increase job satisfaction and confidence.  

 For a skilled workforce:  

To ensure a continuous supply of qualified and capable employees to meet the organization's 

demands.  

Importance 

 Boosts morale and satisfaction:  

Employees who receive training often feel more valued, confident, and satisfied with their jobs.  

 Increases efficiency:  

Trained employees are typically more productive and make fewer errors, leading to lower costs 

and wastage.  

 Drives innovation:  



Equipping employees with new skills can lead to new ideas and a more innovative approach to 

work.  

 Reduces employee turnover:  

Investment in training can increase employee loyalty and reduce the likelihood of them leaving 

for other opportunities.  

 Ensures safety and compliance:  

Training is crucial for teaching employees about safety precautions and ensuring compliance 

with regulations 

 

 

 

 Training methods –  

1. On-the-job training methods 

 Coaching: An experienced supervisor guides and provides feedback to a trainee.  

 Job shadowing: Observing an experienced employee in their daily work.  

 Mentoring: A more experienced person provides guidance to a mentee over a longer period.  

 Job rotation: Employees move between different jobs to gain a variety of skills.  

 Apprenticeship: A structured program combining on-the-job training with classroom 

instruction.  

2. Off-the-job training methods 

 Instructor-led training (ILT):  

A traditional classroom setting where an instructor leads a group through lectures, discussions, 

and activities.  

 eLearning:  

Online training modules and platforms that can be accessed at any time and place.  

 Simulation training:  

Trainees use a realistic, risk-free environment to practice skills, like flight simulators or virtual 

reality.  

 Case studies:  

Analyzing detailed descriptions of real business situations to develop problem-solving skills.  



 Role-playing:  

Acting out different scenarios to practice communication and customer service skills.  

 

 Executive development –  

 

Executive development is the ongoing process of cultivating leadership capabilities and strategic 

thinking in managers and executives to enhance their performance, prepare them for future 

senior roles, and drive organizational success. Through structured programs and initiatives, 

participants acquire new skills and knowledge in areas like strategic planning, financial 

management, and conflict resolution, fostering a culture of continuous improvement and 

innovation within the company.  

Objectives of Executive Development 

 Skill Enhancement:  

To acquire and strengthen the specific knowledge, skills, and abilities (KSAs) needed for 

executive positions.  

 Future Leadership Preparation:  

To prepare managers for taking on more challenging and expanded roles in the future.  

 Organizational Growth:  

To improve overall organizational performance, productivity, and profitability by investing in 

leadership talent.  

 Innovation and Adaptability:  

To foster a culture of continuous improvement and enable leaders to adapt to changing market 

conditions and business environments.  

 Talent Nurturing:  

To identify and nurture high-potential employees, ensuring a pipeline of future leaders for the 

organization.  

Methods of Executive Development 

 Specialized Training Programs:  

Workshops and courses covering topics like strategic planning, financial management, 

leadership, and innovation.  

 Mentorship and Coaching:  



Providing guidance from experienced leaders to help develop specific capabilities and provide 

feedback.  

 On-the-Job Experience:  

Providing opportunities for hands-on experience in complex roles and challenging projects.  

 Succession Planning:  

Integrating development with succession management systems to identify and develop internal 

talent for key leadership roles.  

 Advanced Education:  

Access to advanced academic programs, such as Executive MBA programs, for in-depth 

knowledge and broader perspectives.  

 Peer Learning:  

Opportunities for participants to share experiences and learn from each other's expertise in group 

settings.  

 

Difference between Training and Development   

 

Basis Training Development 

Meaning Process of increasing employee knowledge and 

skills for specific work tasks. 

Overall growth and holistic advancement of 

employees. 

Aim To help employees perform their current job 

better. 

To prepare employees for future career growth 

and new responsibilities. 

Time 

Horizon 

Short-term. Long-term. 

Focus Current job and immediate performance 

improvements. 

Future roles, career path, and long-term growth. 

Process Structured and often mandatory for specific skills. Continuous, self-directed, and can involve 

coaching and special projects. 

Outcome Improved employee performance in their current 

job. 

Enhanced employee competence and 

adaptability for future challenges. 



 Training Needs Assessment –  

A training needs assessment (TNA) is a systematic process that identifies gaps between current 

and desired employee performance to ensure training is relevant and effective. It involves 

collecting data through methods like surveys and interviews to pinpoint missing knowledge, 

skills, or behaviors, then using this information to develop targeted learning programs. A TNA 

helps align training with organizational goals, improves employee engagement by offering 

relevant growth, and prevents wasted resources on ineffective programs.  

Key levels of assessment 

A thorough TNA typically includes a multi-level approach to get a complete picture of an organization's 

training needs.  

 Organizational analysis: Examines the company's overall performance, goals, and resources. This 

macro-level view helps determine where training is needed most and how it aligns with the business 

strategy. 

 Operational analysis: Focuses on the specific requirements of different job roles and departments. This 

step uses task analysis to determine the knowledge, skills, and abilities required for each job. 

 Individual analysis: Evaluates the performance of individual employees to identify specific gaps 

between their current and expected performance. This helps personalize training solutions for each 

person's career development.  

Key Methods 

 Surveys and Questionnaires:  

A quick and anonymous way to collect broad data from many employees about their skills, 

perceived training needs, and preferred learning styles.  

 Interviews:  

One-on-one meetings that allow for deeper conversations with employees to uncover nuances, 

understand specific challenges, and gather detailed feedback.  

 Focus Groups:  

Facilitated small group discussions that can reveal common training needs, generate new ideas, 

and provide collective insights into the current learning process.  

 Observation:  

Directly watching employees perform their jobs to identify skill deficiencies, areas of 

improvement, and best practices in real-time.  
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 Job Task Analysis:  

Breaking down specific job roles into their individual tasks to determine the necessary skills, 

knowledge, and abilities (KSAs) for each task, ensuring training aligns with job requirements.  

 Performance Appraisals:  

Reviewing documented performance data and employee reviews to identify strengths, 

weaknesses, and specific proficiency levels, which highlights areas needing development.  

 HR Data Mining:  

Analyzing HR information systems (HRIS), resumes, and job descriptions using data and text 

mining techniques to identify trends, skill gaps, and competency requirements across the 

workforce.  

 

Key Benefits of a Training Needs Assessment: 

 Identifies Skill Gaps:  

Pinpoints the specific knowledge, skills, and abilities employees are missing to meet 

organizational goals.  

 Boosts Training Effectiveness:  

Enables the creation of relevant and targeted training programs, improving learning and 

retention.  

 Aligns Training with Business Needs:  

Ensures that learning and development initiatives directly support organizational objectives and 

strategies.  

 Improves Employee Performance and Satisfaction:  

When employees receive the right training for their needs, they become more proficient, 

confident, and feel more valued, leading to increased job satisfaction and motivation.  

 Optimizes Resource Allocation:  

Prevents wasted time and money on irrelevant or generic training by ensuring that resources are 

directed to where they will have the greatest impact.  

 Promotes Proactive Skill Development:  
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Helps organizations stay ahead of the curve by identifying future skill needs and developing 

employees to meet evolving industry trends and challenges.  

 Fosters Continuous Improvement:  

Cultivates a culture of ongoing learning by regularly assessing needs and adapting training to 

keep the workforce competitive and skilled.  

 Supports Talent Development:  

Identifies high-potential employees and informs the creation of targeted development plans to 

build a strong internal talent pipeline for leadership roles.  

 Enhances Employee Retention:  

Investing in employee growth through tailored training shows that the organization values its 

workforce, contributing to higher retention rates.  

 

 Training evaluation      

 

 

Training evaluation is the systematic process of assessing a training program's 

effectiveness, efficiency, and impact by collecting and analyzing data. It helps 

organizations determine if the training is meeting its objectives, identify areas for 

improvement, and ensure that training investments deliver value and align with business 

goals.   

Key aspects of training evaluation 

 Purpose:  

To measure the effectiveness of a training program in terms of learning and performance 

outcomes, identify skill gaps, and provide feedback for improvement.  

 Data collection:  

This can be done through various methods like surveys, interviews, observations, and 

performance metrics.  

 Continuous process:  

Evaluation is an ongoing activity, not a one-time event, that should be integrated into the training 

lifecycle.  

 Alignment:  

It ensures that training objectives are consistent with the organization's overall strategic goals.  



Common models and methods 

 Kirkpatrick's Four-Level Training Evaluation Model:  

A popular model that assesses training through four levels:  

 Level 1: Reaction: Measures participants' immediate feelings about the training.  

 Level 2: Learning: Assesses the knowledge and skills gained during the training.  

 Level 3: Behavior: Evaluates whether participants are applying the new skills on the job.  

 Level 4: Results: Measures the impact of the training on business outcomes, such as 

productivity, efficiency, or profit.  

 Other methods: 

 Surveys: Gather feedback from trainees, trainers, and supervisors.  

 Performance metrics: Use objective data to measure skill application and business results.  

 Pre- and post-training assessments: Compare performance before and after the training to 

measure improvement.  

 

 

 Career  

A career is a person's lifelong journey of learning, work, and personal growth, which can involve 

a single profession or a sequence of diverse jobs. It is a long-term commitment that focuses on 

growth, increasing expertise, and a sense of purpose, unlike a job, which is a short-term activity 

for a paycheck.  

The nature of a career 

A career is a multifaceted concept that is personal, dynamic, and purposeful. It is defined not just 

by an occupation, but by the personal and psychological experiences of the individual.  

Key aspects of a career's nature 

 Lifelong and developmental: A career is a continuous process of learning and evolving, often 

spanning decades. 

 Personal and subjective: It is more than just a job title. A career reflects an individual's unique 

journey through work and life, shaped by personal interests, values, and motivations. 
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 A source of identity: The work one does often helps shape their sense of self, competence, and 

self-esteem. 

 Impact on lifestyle: A career can influence a person's social status, living situation, and how 

they spend their free time. 

 Dynamic and changing: The nature of careers is less predictable than in the past. Economic 

shifts and new technologies have made it common to have "boundaryless careers" that span 

multiple companies and industries, rather than a single job for life.  

Stages of a career 

Career development models typically outline a series of stages that a person goes through during 

their working life.  

1. Exploration and investigation stage 

 Age range: Typically ends in one's mid-twenties, as individuals transition from formal education 

to the working world. 

 Characteristics: Individuals explore different options through education, internships, and part-

time jobs. They begin to form their attitudes toward work and develop expectations, some of 

which may be unrealistic.  

2. Establishment stage 

 Age range: Roughly mid-twenties to mid-forties. 

 Characteristics: This is a period of high productivity as individuals settle into their chosen field 

and begin to build a reputation. The focus is on achievement, performance, and advancement 

through promotions and taking on more challenging assignments.  

3. Mid-career and maintenance stage 

 Age range: Typically mid-forties to mid-fifties. 

 Characteristics: Performance may level off, or individuals may focus on mentoring younger 

employees. Some may reach a "career plateau" with fewer opportunities for promotion, but they 

often continue to be highly productive through their experience and technical competence. This 

is a time when people often reassess their career goals.  



4. Late-career and mastery stage 

 Age range: Mid-fifties to retirement. 

 Characteristics: Individuals in this phase are often seen as "elder statespersons" who rely on 

their deep experience and sound judgment. They may be less concerned with outperforming past 

achievements and instead focus on sharing their knowledge through mentoring or consultancy 

roles.  

5. Decline or transition stage 

 Age range: Retirement and beyond. 

 Characteristics: This stage involves stepping back from full-time professional engagement and 

planning for retirement. Individuals may develop new hobbies, explore volunteer work, or 

transition into a "second-act" career. It is a time for reflection and finding a new sense of identity 

outside of a traditional work environment.  

 

 Career planning  

 

Career planning is a deliberate and ongoing process of assessing one's skills, interests, 

and values to establish professional goals and create a plan to achieve them. It 

provides a strategic roadmap for your professional life, guiding decisions and allowing 

for adaptation to market trends and personal growth.  

Characteristics of career planning 

 A continuous process: Career planning is not a one-time event but an ongoing, dynamic process 

that should be reviewed and revised periodically as your aspirations, and the job market, change. 

 Individual-driven: While organizations can facilitate career development, the responsibility 

ultimately lies with the individual to manage their own career for their benefit. 

 Strategic: It is a strategic approach to professional growth that requires thoughtful actions and 

continual adjustments to stay aligned with long-term goals. 

 Goal-oriented: Career planning involves setting and working toward specific short-term and 

long-term objectives to achieve professional fulfillment. 



 Integrates personal and professional life: An effective career plan balances work goals with 

personal values and lifestyle aspirations, helping to establish healthy boundaries.  

Objectives of career planning 

For individuals, the key objectives of career planning include:  

 Achieve personal and professional growth: Continually improve skills, gain experience, and 

expand knowledge to stay competitive and advance. 

 Enhance job satisfaction: Choose roles and a work environment that align with your values, 

interests, and strengths. 

 Promote self-awareness: Gain a clear and honest understanding of your strengths, weaknesses, 

skills, and personality. 

 Improve decision-making: Make more informed choices about education, training, and job 

opportunities. 

 Increase financial stability: Strategically plan a career path to increase earning potential and 

financial security over the long term.  

Organizations also have objectives for supporting employee career planning, such as:  

 Retain talent: Offer clear growth paths to increase employee loyalty and reduce turnover. 

 Enhance skill sets: Prepare employees to meet future organizational needs by upskilling and 

reskilling. 

 Develop managerial talent: Identify and groom high-potential employees for leadership roles. 

 Improve workforce planning: Ensure a steady supply of talent to fill critical roles by 

anticipating staffing needs.  

Process steps 

While the names and number of steps may vary, the career planning process generally follows 

these stages:  



1. Self-assessment: Take an honest look at your values, interests, personality, skills, strengths, and 

weaknesses. You can use tools like the SWOT analysis, the Myers-Briggs Type Indicator 

(MBTI), or career aptitude tests to help. 

2. Career exploration: Research different industries and occupations that align with your self-

assessment. This can involve informational interviews, job shadowing, and studying industry 

trends. 

3. Goal setting: Define your short-term and long-term career goals based on your research and 

self-assessment. It is often recommended to use the SMART method (Specific, Measurable, 

Achievable, Relevant, and Time-bound) to define these goals. 

4. Create an action plan: Develop a detailed roadmap of the steps required to achieve your goals. 

This includes identifying specific training, education, networking, and experience needed. 

5. Implement the plan: Execute your action plan by applying for jobs, seeking mentorship, 

attending workshops, or taking on new projects. 

6. Review and adapt: Regularly reassess your progress and adjust your goals and action plan as 

circumstances, aspirations, or market conditions change.  

Importance of career planning 

Career planning is a necessity in today's dynamic job market, offering significant benefits to both 

individuals and organizations.  

For individuals, it is important because it offers: 

 Clear direction and focus: It provides a sense of purpose and a roadmap for your professional 

journey, keeping you motivated and on track. 

 Increased job satisfaction: Aligning your work with your personal interests and values leads to 

greater fulfillment and motivation. 

 Enhanced employability: Having a clear plan and continually developing skills makes you 

more attractive to employers and increases your marketability. 

 Better decision-making: It provides a structured framework for evaluating opportunities and 

making informed choices that support your long-term goals. 



 Adaptability and resilience: By staying informed about market changes, you can better prepare 

for potential setbacks and transition smoothly when needed.  

For organizations, supporting employee career planning is important because it leads to: 

 Increased employee retention: Employees are more likely to stay with a company that visibly 

invests in their long-term growth. 

 Improved productivity: Motivated and engaged employees who see a clear path for 

advancement tend to be more productive and have higher morale. 

 Succession planning: It helps organizations identify and prepare a talent pipeline for key 

leadership and management roles. 

 Optimal utilization of talent: By understanding employee strengths and aspirations, a company 

can place staff in roles where they can add the most value.  

 Internal mobility  

 

Internal mobility is when employees move to new roles within the same company, which 

benefits both the employee and the organization by fostering career growth, skill development, 

and higher engagement. The types of internal mobility include vertical (promotions), horizontal 

(transfers), and project-based moves, and key tips for success involve establishing clear policies, 

promoting opportunities, and empowering both employees and managers to drive the 

process. The benefits include lower hiring costs, improved retention, a more agile workforce, and 

a stronger company culture.   

Types of internal mobility 

 Vertical mobility:  

Moving to a higher-level position, such as a promotion.  

 Horizontal mobility:  

Moving to a new role at a similar level, such as an interdepartmental transfer.  

 Project-based mobility:  

Taking on temporary assignments or special projects to gain new skills and experiences.  

 Job rotation:  

Systematically rotating through different jobs or departments to gain a broader understanding of 

the business.  



 Transfers:  

Moving to a new role within the company, often to better align with business needs or an 

employee's career development goals.  

Tips for improving internal mobility 

 Establish a clear policy:  

Create a transparent and accessible policy for internal mobility. 

 Promote opportunities:  

Actively advertise internal job openings and new projects to current employees. 

 Empower employees:  

Encourage employees to take ownership of their careers by expressing interest in new 

opportunities and seeking out development.  

 Support managers:  

Equip managers with the tools and training to support their team's mobility and cross-train them 

on other functions.  

 Use technology:  

Leverage technology to help with tracking, identifying opportunities, and matching employees to 

roles.  

 Focus on talent development:  

Provide training and development opportunities that prepare employees for future roles, filling 

skill gaps within the organization.  

Benefits of internal mobility 

 Improved retention:  

Employees are more likely to stay with a company that offers opportunities for growth and 

development.  

 Lower hiring costs:  

Reducing the need to recruit and hire externally saves money on recruitment, onboarding, and 

training.  

 Increased engagement:  



Employees feel more valued and engaged when they see a path for career advancement within 

the company.  

 Enhanced agility:  

A mobile workforce is more adaptable and can be quickly redeployed to fill skill gaps or support 

new initiatives.  

 Skill development:  

Employees gain new skills and a broader understanding of the business by moving into different 

roles.  

 Stronger culture:  

A culture of internal mobility breaks down silos and creates a more collaborative and unified 

work environment.  

 

 

 Talent Management 

Talent management is the strategic, ongoing process of attracting, developing, 

engaging, and retaining high-performing employees to drive business success. It goes 

beyond traditional human resources functions by linking workforce capabilities directly 

to an organization's long-term strategic goals.  

Strategic imperatives for talent management 

In today's competitive and fast-changing business landscape, effective talent 

management is not merely an HR function but a strategic imperative that directly 

impacts organizational performance and market position.  

 Build a resilient, high-performing workforce: By focusing on the full employee 

lifecycle, organizations can ensure they have the right people with the necessary skills 

to navigate current and future challenges. Companies with effective talent management 

systems have a higher chance of outperforming their competitors. 

 Enhance agility and innovation: A proactive talent strategy prepares a company to 

adapt to changing market conditions and technological advancements. A well-managed 

talent pipeline ensures the organization can capitalize on new opportunities and 

promote innovation. 



 Strengthen employer branding and retention: A robust talent management strategy 

improves the organization's reputation as a great place to work, attracting more qualified 

candidates and reducing recruitment costs. Investing in employee development and 

career paths also significantly increases retention rates. 

 Ensure leadership continuity: Strategic succession planning, a core component of 

talent management, guarantees a strong internal pipeline of future leaders. This 

minimizes disruptions to business operations when key positions become vacant.  

Key talent management initiatives 

To achieve a holistic and strategic approach, organizations should implement the 

following initiatives: 

 Workforce planning: Analyze current workforce capabilities and forecast future talent 

requirements to identify skill gaps. This proactive approach ensures the right people are 

in the right roles at the right time. 

 Talent acquisition and onboarding: Move beyond reactive hiring by building a long-

term recruiting strategy and a strong employer brand to attract top talent. This includes 

robust, data-driven candidate screening and a seamless, comprehensive onboarding 

process that integrates new hires effectively. 

 Continuous learning and development: Implement learning programs to upskill and 

reskill employees, addressing both immediate needs and long-term career growth. The 

70-20-10 model, which emphasizes learning through experience (70%), coaching 

(20%), and formal training (10%), is a common framework. 

 Performance management: Shift from a rigid, compliance-focused system to one that 

enables clear goal-setting, continuous feedback, and personalized development 

tracking. This helps keep employees motivated and engaged. 

 Succession planning: Identify high-potential employees and create "talent pools" for 

critical roles. This ensures a pipeline of qualified internal candidates to fill key leadership 

and specialist positions. 

 Engagement and retention strategies: Foster a positive work culture where 

employees feel valued and heard. This can be achieved through regular feedback, 

meaningful work, recognition, and competitive rewards. 



 Leverage technology and data analytics: Use talent management system (TMS) 

software to automate tasks, centralize workforce data, and gain data-driven insights into 

performance, engagement, and retention.  

 

Difference between HRM AND TALENT MANAGEMENT  

 HRM is the broader, more operational and administrative function that manages all 

employees through hiring, payroll, and benefits, while Talent Management is a more 

strategic, specialized part of HRM that focuses on identifying, developing, and 

retaining top talent for long-term organizational goals. In essence, HRM handles the 

"what" and "how" of all employees, while Talent Management focuses on nurturing 

and growing the "who" for future success.   

Feature Human Resource Management (HRM) Talent Management 

Scope Broad; manages all employees and 

operational tasks 

Narrower; focuses on high-potential employees 

Focus Administrative and operational; payroll, 

benefits, and policy management 

Strategic and developmental; growth, leadership, and 

performance enhancement 

Approach Tactical; deals with present, day-to-day needs Strategic; looks toward future organizational goals 

Key 

Activities 

Recruitment, compensation, benefits, 

compliance, and employee relations 

Performance coaching, mentoring, career path 

development, and succession planning 

Goal Ensure a productive and compliant workforce Build a high-performing workforce to achieve long-

term strategic goals 

 


