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Answers to the end of chapter review questions 
 
1. List and briefly explain the four stages of the systematic training cycle (STC)? 
 

The STC comprises four stages: the identification of training and development needs 
followed by the design, delivery and evaluation of the training and development 
intervention.  
 
Stage 1: Identification of training and development needs: There are broadly two 
types of training and development need: supply-led and demand-driven. In order for this 
stage to be successful the HRD practitioner has to understand the methods for carrying 
out an organisation-wide training needs analysis (TNA); such as data collection and 
interpretation of organisational strategy, objectives and policies. Analysis at the 
department or operational level usually involves some form of job and/or task analysis. 
The line manager is involved in this process either directly or indirectly depending on 
his/her knowledge of needs assessment techniques.  
 
Stage 2: Design of training and development intervention: Having identified that a 
training and development intervention is the appropriate solution it is important to move 
onto the design phase. Some of the key issues to agree right at the start are: learning 
objectives, the budget, entry behaviour of learners, training strategy, time constraints, 
and accountability. When these issues have been addressed the detailed design can 
start; and appropriate methods and media can be selected. Ideally this phase should 
involve the trainer who will be delivering the intervention; although this may not always 
be possible.  
 
Stage 3: Delivery of training and development intervention: The HRD practitioner 
must ensure that all trainers or consultants deliver to an appropriate standard. This 
stage is described by Swanson and Holton (2001: 219) as a “pressure point” because 
the trainer wants to succeed and participants have high expectations. Relatively simple 
matters such as the layout of the room or the readability of training materials can have a 
massive impact on the participant’s assessment of the intervention.  
 
Stage 4: Evaluation of training and development intervention:  Evaluation needs to 
be viewed in two ways. First, at the level of the training activity itself (which I refer to as 
Type 1 Evaluation); second, at the level of the HRD function (which I refer to as Type 2 
Evaluation). Techniques used at the first level will complement the second level 
although the evaluation of the effectiveness of the HRD function itself will not be 
achieved solely through the use of standard type 1 evaluation models or frameworks.  

 
 
2. What are the potential advantages and disadvantages of the STC?  
 

The STC offers a rational and methodical approach to the design, delivery and 
evaluation of formal HRD interventions and ensures these are based on effective TNA. 
It is not necessarily the STC framework itself that has been the cause of problems, such 
as poor evaluation, but rather the way in which it has been used or rather misused. 
Rigid adherence to any framework at the expense of commonsense and intuition can 
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create problems. But this does not mean the framework should be rejected. There is still 
much good practice that is implicit in the STC. 
 
Potential disadvantages include: 
• Too mechanistic; 
• Too inflexible; 
• Too time-consuming; 
• Too reliant on the role of the trainer; 
• Limited input by other stakeholders; 
• Can be counter-intuitive in some situations. 

 
 
3. In what ways does the HRD cycle differ from the original STC? 
 

The HRD cycle builds on the systematic training cycle (STC) by providing a methodical 
step-by-step approach to the key stages in developing HRD interventions that span 
learning and development, career development and lifelong learning, and organisation 
development and organisational knowledge and learning. This means that it compasses 
a much broader range of initiatives and interventions (in contrast to the STC which 
focuses on training). Like the STC it comprises four stages: identifying HRD needs, 
design, delivery and evaluation of HRD interventions. Traditionally the STC is seen as 
separating the role of the professional trainer from that of the line manager. This is not 
the case in the HRD cycle which is based on a partnership approach between the 
principal stakeholders.  

 
  
4. Why is it important to consider evaluation at the design stage? 
 

Evaluation needs to be agreed at an early stage and should flow from the performance 
and learning objectives. Too often training and development interventions are 
implemented without considering how the programme will be evaluated or evaluation is 
discussed but is then not followed through at the post-training stage. This is one of the 
biggest criticisms of HRD practice. 

 
 
5. What knowledge and skills are required by the HRD practitioner and line manager to 

implement effectively the four stages of the HRD cycle? 
 

The HRD practitioner needs technical knowledge and skills (i.e. all aspects of HRD). 
The HRD practitioner may no longer be involved in designing as many classroom-based 
interventions but he/she still needs the knowledge and skills to identify, design, 
implement and review a wide range of formal, planned workplace-based interventions, 
including: secondments, special projects, coaching and mentoring schemes. In addition: 
commercial and strategic acumen, data collection and analysis, change management 
techniques and project management. The line manager needs the skills to support 
learning and development. They need to be able to achieve constructive outcomes from 
the performance review or appraisal process; to develop expertise in mentoring, 
facilitating and coaching skills; as well as good skills in change management.  
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