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Answers to the end of chapter review questions 
 
1. What are the principal knowledge and skills required by an HRD practitioner to be an 

effective trainer? 
 

An effective trainer may be an expert at instructional techniques but is not necessarily a 
subject specialist. Most HRD practitioners have had to develop the knowledge and skills 
required to be an effective trainer in order to be able to deliver interventions 
successfully. Whilst all four stages in the HRD cycle are critical to the success of any 
training course or workshop, the demands made on the ability of the trainer are different 
at each of those four stages. Key knowledge and skills include: verbal and non-verbal 
communication, facilitation, organising, and technical. These need to be supplemented 
by personal attributes that encourage learning and combined with a high level of 
intuition. 
 

 
2. How has e-learning impacted on the delivery role of the HRD practitioner? 
 

Increasingly, many HRD practitioners are being asked to fulfil the role of online tutor 
with accredited training schemes in this form of tutoring now being offered by many 
specialist organisations. This approach to delivery is a feature of both e-learning and 
blended learning interventions. Whilst the design of e-learning programmes requires 
appropriate ICT input the traditional design skills required by the HRD practitioner 
remain largely unchanged. The growth in e-learning has not been accompanied by the 
emergence of any new learning theories. The on-line tutor’s role can be synchronous or 
asynchronous. Synchronous is when the tutor is on-line at the same time as a learner 
or group of learners so that any discussion can take place in real time. This usually 
takes place in a virtual discussion room at a pre-agreed date and time. Asynchronous is 
when the tutor simply responds to questions or discussion points at any time, in the 
same way most people check their email as and when is convenient depending on their 
particular job role. This can create delays but it would be very difficult, if not impossible, 
to justify the cost of an online tutor being available 24/7 to respond immediately to 
queries or to provide feedback. 

 
 
3. In what ways do the skills required to be an effective OD project manager differ from 

those needed to be an effective facilitator? 
 

Being knowledgeable and skilful at facilitation is seen as one of the key attributes of the 
modern-day HRD practitioner. The emphasis is on questioning, listening, providing 
feedback, and learning transfer rather than on directing or controlling. Facilitation is 
about guiding and supporting a learner or group of learners with the minimum of input. 
In contrast, being an effective OD project Manager is very much about providing 
direction (leading) and controlling the project. Knowledge of project management 
techniques is critical. This also involves skills in decision-making, problem solving, 
team-working and analysis. Alternative perspectives on the latter role include: adopting 
the role of catalyst or change agent (Gilley et al, 2002); while Swanson and Holton 
(2001: 245) refer to the role of the ‘learning project manager’. Facilitation skills can also 
be used by the OD project manager. 
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4. In what ways are the requirements of coaching different to mentoring? 
 

Both coaching and mentoring usually involve the learner in a one-to-one relationship 
with a more knowledgeable colleague. However, the way in which these two methods 
work, their purpose and the nature of the relationship are very different. Put simply, the 
focus of coaching is training while the focus of mentoring is development. Coaching is a 
flexible and adaptable method of training that is well suited to the changing demands of 
organisations and involves a coach instructing a learner how to carry out a particular 
task or process. It involves a combination of understanding (explicit knowledge) and 
practical skills (tacit knowledge). Mentoring is where an experienced, senior person (i.e. 
a mentor) provides assistance to a less experienced, more junior colleague (i.e. a 
protégé or mentee) in order to enhance the latter’s professional and personal 
development (Hezlett & Gibson, 2005: 446).  

 
 
5. What are the principal international trends? 
 

Blended learning is a more popular training strategy in the US than the UK. It is viewed 
as a more effective and (cost) efficient method. In the UK traditional strategies and 
methods remain popular. Interestingly, on-the-job training, ranked highly in the UK, was 
one of the least popular approaches in the USA (Rowan, 2005). The survey referred to 
in the chapter also shows that traditional trainer-led sessions are the most significant 
component of blended learning interventions rather than the e-learning element. A few 
years ago it is likely e-learning would have been much more popular. The emergence of 
blended learning demonstrates the extent to which e-learning is not necessarily the 
panacea it was once believed to be. Coaching (including executive coaching) and 
mentoring continue to be increasingly popular methods. In terms of management 
development, an increasing range of methods are being used by organisations as there 
is an apparent shift from traditional classroom-based interventions to learning 
interventions characterised by self-managed and workplace learning. 

 
 
 

OXFORD H i g h e r   E d u c a t i o n 
© Oxford University Press, 2009. All rights reserved. 

 


