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Answers to the end of chapter review questions 
 
1. What are the principal factors that influence the role, responsibilities and structure of the 

HRD function? 
 

These are: Strategy, Size and Design, Stakeholders, Organisational Culture, 
Technology and Communications and Infrastructure. Illustrative examples from the 
chapter are: 
  
• Strategy (e.g. strategic goals of the organisation require the identification of HRD 

implications so that an overall HRD plan can be formulated; the formulation and 
implementation of the organisation’s strategy requires input by the HRD function on 
an ongoing basis). 

• Size and design (e.g. as larger organisations in particular have adapted to global 
trends by introducing more flexible organisational designs the HRD function has had 
to move away from the traditional centralised model). 

• Stakeholders (e.g. different strategies are required for managing relationships with 
different stakeholders). 

• Organisational culture (e.g. role of the HRD function is to support the socialisation 
process; role of the HRD function is to develop a culture characterised by learning). 

• Technology and communications infrastructure (e.g. can facilitate virtual working 
and learning).    

 
 
2. What is the difference between a strategically-integrated and an operationally-

integrated HRD function? 
 

A strategically-integrated HRD is usually associated with results-driven HRD in which 
the HRD function works in partnership with key stakeholders (Gilley et al, 2003) and 
the focus is on value-added processes, improved performance standards, and the 
innovation of new products and service standards. Strategic goals require the adoption 
of a long-term perspective and can involve HRD strategies such as the building of an 
organisational infrastructure that leverages both formal and informal learning (Ellinger, 
2004). This is best achieved through a decentralised HRD function which is embedded 
across an organisation’s operations (often drawing upon outsourced resources and 
supported by a small, specialised group of HRD practitioners working at head office).  
An operationally-integrated function is usually where the focus is on efficiency and the 
maintenance of standards. This is associated with traditional centralised functions (e.g. 
training centres).  

 
 
3. Define and explain the concept of a corporate university. 
 

The corporate university is an extension of an old style training school model found 
predominantly in the US. In many respects it is a branding exercise that copies the 
traditional university model and is designed to signal to stakeholders a strategic-level 
response to learning and development. The corporate university model is usually 
associated with multinationals. In many cases it is simply a re-branding of an existing 
centralised training and development centre or equivalent (e.g. learning centre) that 
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offers a range of formal interventions delivered on ‘campus’ or over an intranet or the 
internet. In others the focus has shifted beyond the original centre’s preoccupation with 
training to incorporate a wider range of strategies that can stimulate employee learning 
and expand the company’s knowledge base (Blass, 2001). Corporate universities can 
be found in the US, Europe and Asia. 

 
 
4. What are the seven stages in the marketing cycle? 
 

The seven stages in the marketing cycle are:  
1. Analyse the market: Who are your customers? What matters to them? 
2. Identify market segments: Do you have different types of customer? 
3. Prioritise: Who are your most important customers? What are the resource 

issues? 
4. Create a brand image: How do you package and promote HRD products and 

services? 
5. Maintain standards: How will you keep in touch with your customers? 
6. Improve standards: How can you delight and/or anticipate customer needs? 
7. Evaluate: How can you measure efficiency and effectiveness? 
 

 
5. Explain the difference between type 1 and type 2 evaluation. 
 

The HRD function needs to identify a comprehensive process (Yorks, 2005) that 
incorporates a range of HRD metrics that are meaningful to stakeholders in the 
organisation (Yorks, 2004). Increasingly, the effectiveness of HRD is also being 
evaluated by looking at its impact on external stakeholders such as suppliers and 
customers (Garavan, 2007). This requires type 2 evaluation which is a broader, more 
holistic approach than type 1 evaluation which focuses on discrete HRD interventions 
and was discussed in chapters five and nine. The results from type 1 evaluations should 
be incorporated into type 2 as there is an important complementary relationship 
between the two levels. Type 2 is associated with strategic tools such as the Balanced 
Scorecard and Benchmarking. Return on investment (ROI) focuses on the activities of 
the whole function rather than individual interventions. 
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