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Answers to the end of chapter review questions 
 
1.  What are generally regarded as the principal components of HRD? Can you identify 

specific case study examples that illustrate how well organisations are handling each 
of these components? 

 
The principal components of HRD are: Training, learning and development (including 
reflective practice); Lifelong learning and career development; and, Organisation 
development & organisational knowledge and learning. The outputs of these 
components can be summarised as CLIP (i.e. Change through learning and improved 
performance). Organisational examples will vary across sector and type of 
organisation as well as across cultural boundaries.  

 
 
2. Without referring back to the chapter contents write an explanation of how development 

is different to training. 
 

Training involves planned instruction in a particular skill or practice and is intended to 
result in changed behaviour in the workplace leading to improved performance. During 
the training the trainee acquires new knowledge in the form of explicit knowledge or 
‘know-what’ (e.g. understanding and being able to explain the principles of health and 
safety when using equipment) and tacit knowledge or ‘know-how’ (e.g. developing the 
practical skills to use equipment in a safe manner). Development is much broader than 
training and usually has a longer term focus. It is concerned with the enhancement of 
an individual’s personal portfolio of knowledge, skills and abilities (i.e. competencies). 
Development activities can be determined by both the needs of the organisation and 
the needs of individual (e.g. attending a series of management development 
workshops in preparation for future promotion may be part of an organisation’s 
strategy for succession planning and therefore can be beneficial to both parties). 

 
 
3. Carry out a literature search and identify two further definitions of human resource 

development that are not used in this chapter. In what ways are they similar or different 
to the examples used in this book? 

 
There have been a many different definitions of HRD from which you can select 
alternative definitions. A useful summary of these is provided by Swanson & Holton, 
2001 (see list of references in the book). 

 
 
4. The learning organisation is regarded by many theorists and practitioners as an 

unattainable ideal? Produce an argument of no more than 500 words that supports or 
refutes this statement. Draw upon sources as appropriate to support your argument. 

 
It has been argued that all organisations learn or learn to some extent. It is possible to 
construct your argument on the distinction that has been made between learning-by an 
organisation and learning-within an organisation. The latter perspective emphasises 
organisational learning processes which explain how individuals and groups learn (e.g. 
the individual acting as an agent of the organisation; group members learning from 
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each other) and how that learning can become institutionalised. This perspective has 
been popularised by academics/theorists. The former perspective emphasises the 
concept of the learning organisation. Although this has always been an aspirational 
concept that does not reflect the realities of HRD it has been popularised by 
practitioners and consultants.  
 
 

5.  What do you see as the principal advantages and disadvantages for the employer and 
the employee of career development interventions such as career planning workshops 
and career counselling sessions? 

 
These can be summarised as: 
 
Employee advantages: a structured approach that helps the employee to critically 
reflect on longer term development needs, to identify his/her career aspirations, and to 
develop a better understanding of what he/she needs to do in order to achieve these 
aspirations; an opportunity to share experiences with skilled practitioners as well as 
colleagues, often from different areas of the organisation. 
 
Employee disadvantages: expectations can be raised which the organisation is unable 
to resource resulting in lower levels of motivation and commitment (perceived as a 
breach in the psychological contract); some individuals may not wish to engage with 
the process. 
 
Employer advantages: potentially there can be higher levels of morale, motivation and 
commitment to organisational goals and values; enhances the performance review 
process; enhances employer branding in external labour markets; can improve 
employee retention levels. 
 
Employer disadvantages: some employees may look outside the organisation in order 
to satisfy their career aspirations; potential disaffection of employees due to raised 
expectations that are not met by the organisation thus impacting on performance; 
additional cost to HRD budget (unless cuts are made on other initiatives); requires a 
long term commitment by the organisation which may not be possible during periods of 
economic downturn.  
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