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THE CONTEXT OF HRD

As indicated in Figure 1.2, HRD can be viewed as being embedded in HRM, although there is a tendency to 
recognise that HRD is an important entity in its own right. As far as the legitimate system is concerned, 
HRD is governed by the four stages of HRD. Figure 1.2 also indicates that HRD is crucially informed by 
four other concepts – the management of knowledge, adult learning, workplace learning, and creativity 
and organisational culture – all of which are receiving burgeoning interest in the academic literature. 
These concepts have provided a refreshing review of the role of HRD and explain why HRD has such a 
critical role in the management of an organisation. Further, the literature on the creation of knowledge, 
on adult learning, on workplace learning and on organisational culture presents cogent explanations 
for the application of HRD within the wider context of both the legitimate system and the shadow 
system, and also provides distinct guides for decision-making within the HRD framework. 

This wider theoretical context of HRD, then, has provided the logical basis for the design of this 
textbook.

Figure�1.2�The wider theoretical context of HRD
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THE 5TH EDITION – A DIFFERENT APPROACH

This 5th edition is, in effect, two books. The first is this textbook, which now concentrates solely on the 
theoretical and practical application of these theories. The companion book – the workbook – contains 
all the activities that can make your learning journey easier. Accordingly, the workbook contains 
the Pacific Lifestyle Publishing case study and, for each chapter, case studies, possible examination 
questions and multiple choice questions. 

The possible examination questions are divided into three types:

	 For review – These questions simply ask you to restate the facts on the theories and parts of 
theories discussed in the chapter�

	 For analysis – these questions ask you to delve deeper into the theories and parts of theories. 
For example, you will be asked to compare and contrast, differentiate between, describe 
situations or top explain a theory or parts of theories.

	 For application – these questions ask you to apply the theories or parts of theories and to 
justify your choices or decisions.

You might like to read Chapter 8 and examine the hierarchy of learning outcomes and identify how 
these three types of questions represent different levels of learning – from shallow to deep.

Also in the workbook is a large case study, the Pacific Lifestyle Publishing. This case study is cross-
referenced with the various theories in this textbook so that you can see the practical use of these 
theories. 

IMPLICATIONS OF CONTINUING EDUCATION 
AND TRAINING FOR HRD PRACTITIONERS

Individual, employer and government imperatives for continuing education and training have extended 
the traditional role of HR practitioners of providing training and advising employees to non-traditional 
roles such as consulting and supporting. These non-traditional roles require a balancing of business 
goals against learning through the provision of support, training, and knowledge sharing (Tjepkema 
et al. 2000). In an Australian study Harris, Simons and Bone (2000) noted five functions of HRD 
practitioners (workplace trainers). These are: 

1. foster an environment conducive to learning where communication is most prominent; 

2. working and learning with co-workers; 

3. arranging work process to assist learning; 

4. promoting independent and self-directed learning; and 

5. integrating and facilitating learning from various sources outside the workplace. 



3

SAMPLE
 P

AGES

These and other roles suggested in literature give an indication of the complexity of HR practitioners’ 
work to support continuing education and training. Furthermore, the diversity of outcomes for 
individuals, employers, industries, governments and society highlight the importance of continuing 
education and training. It is not surprising then to see a heightened interest in models of continuing 
education and training and its contributions to social cohesion and economic prosperity. It is necessary 
for workers to participate in a range of work activities and to engage in various social interactions. 
Kirra (2010) contends there are two conditions that will facilitate their learning: 1) learning-conducive 
work; and 2) learning-conducive work practices.

LEARNING EXPERIENCES FOR CONTINUING 
EDUCATION AND TRAINING

While the primary focus in the workplace is on work-related outcomes, concomitantly these sites offer 
rich pedagogical opportunities for workers to continue developing their occupational capacities, albeit 
independently as well as interdependently. Because workers need knowledge that is most relevant to 
particular workplace, it becomes necessary for them to join workplace communities, participate and 
support one another (Sparrow & Heel 2006). This makes learning through work clearly relational in 
that knowledge is mediated by contextual and situational factors in the workplace. It is no surprise 
then that an Australian study by Billett et al. (2014) found that workers and their managers preferred 
learning for continuing education and training to take place in the context of work. 

Interactions during daily work experiences lead to three types of competence: i) practical skills and 
knowledge required in specific occupations and job-tasks; ii) knowledge related to the work community 
and organisation; and iii) knowledge that helps assess one’s work and ways of working and acting 
(Paloniemi 2006, pp. 443-444). Marchand (2008) argues that the most common approaches to learning 
are through observation, mimesis (i.e. imitation) and practice. However, the quality of learning relies 
on the individuals’ efforts and capacities as observers, imitators and initiators. In any case, there is a 
range of experiences that contribute to workers’ continuing education and training. Here is a short list 
(Billett et al. 2012):

	 Everyday learning through work – individually. This form of learning is often self-directed and 
could include online, books, etc., where workers try to work things out themselves or practice 
work tasks to improve speed or accuracy. It involves self-reflection and enables workers to 
build self-confidence through trial and error, and if successful, they are able to take on more 
complex tasks. However, their success in learning alone relies on prior knowledge, skills and 
understanding of expected outcomes.

	 Everyday learning through work – assisted by other workers. That is, working and sharing with 
another person on the job. They may include co-workers, buddies, supervisors/managers, 
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mentors, or industry experts, each with different perspectives to offer. For example, nurses 
in an aged-care facility work as buddies to complete particular work tasks and learn from 
each other in the process. Such arrangements are deliberate practices in aged-care facilities. 
However, in workplaces where such arrangements are not part of the organisational structure, 
workers still prefer to have access to others in proximity to seek assistance if and when required. 

	 Everyday learning + group training courses at work from employer. Some employers sponsor 
group training courses at the work site. Such courses may include mandatory courses on 
new regulations and technology and may be offered by in-house trainers, external trainers or 
vendors. Some of these courses may even be accredited.

	 Everyday learning + training courses away from work (offsite). Workers may choose to attend 
courses off site. Some of these may include courses that are sponsored by their employers. The 
main issue with courses offered off site is that workers should be able to apply what they have 
learnt when they return to work. 

	 On-site learning with individual mentoring: one-to-one. Not all workplaces have mentoring 
arrangements, but workers who are afforded such opportunities tend to engage in rich 
learning from more experienced workers and experts in the workplace. 

	 Small group training at work – external provider. Employers also hire external providers to deliver 
customised training to workers in the workplace. Such provisions are offered to groups of 
workers and may include accredited training. However, it is important that external trainers 
are able to appropriately link their training to the context of the specific workplace. 

	 Individual training at work – external provider. Workers may also receive individual training at 
their work site from external providers. The important thing about the services of external 
providers is that the quality of instruction is high, and workers are able to access them if they 
need further clarification. 

These experiences are summarised in Figure 2.1.

The list suggested by Billett et al. (2012) stresses the significance of learning in the workplace. You can 
read more about workplace as a learning site in Chapter 13. Furthermore, there is greater emphasis on 
learning instead of individuals being taught. This means that HRD practitioners and other education 
and training facilitators – be they teachers, workplace trainers, supervisors or experienced workers/
experts – need to assist individuals in directing their own learning. See Chapter 13 for details on the 
role of the HDR practitioner and workplace supervisors. In any case, facilitators need to first conduct 
a needs analysis plan. Chapter 5 details how to go about completing a needs analysis task. Basically, the 
needs analysis is intended to inform the planning and delivery of learning for continuing education and 
training in appropriate ways. There are different models of continuing education and training that can 
facilitate delivery. We will now look at the models recently developed by Billett et al. (2014).
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Figure 2.1 Workplace and individual practices promoting learning through work

Workplace experiences
Organisation and access to experiences in the 

workplace (e.g. orientation, guided participation, 
direct support, opportunities for advancement)

Direct support for learning
Direct engagement with and 
support from more informed 
partners (teachers, trainers, 

experts, experienced 
co-workers)

Learner engagement
Individuals need to actively engage to learn 
from experience and support in workplace

Individualised learning support
Individualisation of support for 

learners: meeting the 
development of occupational 
capacities & sense of self as a 

practitioner

Source: Billett et al. (2012, p. 39).

CONSTRUCTIVE ALIGNMENT

The learning outcomes are derived from the HRDNI report. As discussed in Chapter 5, these learning 
outcomes may also be framed in terms of learning objectives or learning competencies. The learning 
outcomes are derived from the knowledge, skills, and abilities that the HRDNI has identified as being 
essential for the development of the targeted learners. The learning outcomes therefore represent the 
knowledge, skills, and abilities that are to be covered by the learners. The HRDNI has also identified 
and defined the targeted learners.

Designing a learning experience, then, is linking the learning outcomes and the learners via the 
appropriate strategies. That seems simple enough, but unfortunately, the life of the designer is not 
that easy. The link between the learning outcomes and the learner and the learning strategies is 
surprisingly intricate. Further, there is another intervening consideration – the assessment. While 
we will be discussing assessment in Chapter 12, assessment is a dynamic part of the learning process 
and experience. There must therefore, be a relationship between the learning outcomes, the learning 
strategies and the assessment of the learning.
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Figure�8.1 Constructive alignment (based on the work of Biggs & Tang 2007)

Learning
outcome

AssessmentLearning 
strategy

In 1999, John Biggs coined the term ‘constructive alignment’ (Biggs 1999). Constructive alignment 
occurs where the behaviours described in the intended outcomes are mirrored in both the teaching/
learning activities the learners undertake and the assessment tasks (Biggs & Tang 2007). Constructive 
alignment is a very important concept in the design of learning, as it integrates the three elements 
that impact on the experiences of the learner and emphasises that one element cannot be considered 
without the other.

While the next section of this chapter will concentrate on the relationship between the learning 
outcome and the learning strategies, the designer must always bear in mind the relationship between 
the learning strategy and the assessment tasks. From the learners’ point of view, assessment always 
defines the actual, as compared to the intended, curriculum – an effect called backwash. Now, as Biggs 
& Tang (2007) point out, when the assessment is aligned to what the learners should be learning, 
backwash can work positively, encouraging appropriate learning. Alternatively, of course, backwash 
can have a negative impact, where the learner quickly sees through any rhetoric and recognises that, 
for example, while the facilitator may be emphasising the value of deep learning, the assessment only 
requires or encourages shallow learning.

We discuss the relationship between the learning outcomes and assessment, and the impact of assessment 
on learning, in Chapter 12. 
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A DESIGNER’S CHECKLIST 

As Caffarella (2002) comments, planning a learning experience for adults is like trying to negotiate a 
maze. Despite this complexity, the designer must make decisions that are logical, credible and defensible. 
This chapter has suggested that there are two basic considerations when designing learning experiences 
for adults. The first is the content to be learned (which is usually defined by the learning outcomes that 
the HRDNI indicates are most desirable). The second important consideration is the learners. 

The easiest place for the designer to start is with the learning outcomes. The HLO provides a basis for 
the logical selection of appropriate learning strategies. While there may be debate over some of the 
elements within the subgroups of the hierarchy, there appears to be reasonable logic in the link between 
the subgroups of outcomes and preferred learning strategies. 

Figure�8.4 A checklist for designers 

1. Examine each of the learning outcomes listed in the HRDNI and decide which level of the 
HLO describes it best� 

2. Identify the ‘building blocks’ – the basic programmed knowledge that needs to covered 
first before advanced programmed knowledge is presented; the programmed knowledge 
needed before the learners can take on the task category elements; the relationship category 
elements needed and where they are needed in the learning experience; the critical thinking 
and meta-abilities categories that are needed so that these are placed near the end of the 
learning experience.

3. Identify the critical characteristics of the learners – level of knowledge, motivation, learning 
orientations and learning styles – and decide the effect that these characteristics may have 
on the overall design. 

4. Explore how the learning cycle of step 1 (having an experience), step 2 (reviewing the 
experience), step 3 (concluding from the experience) and step 4 (planning the next steps) 
could be included in the overall design. 

5. Make adjustments for learner maturity.

6. Ensure that opportunities for appropriate feedback are built into the design. This feedback 
should be: 

	a combination of qualitative and quantitative;

	from an external source, such as a HR developer; and

	from an internal source (i.e. the learners should be given the opportunity to compare 
their own performances against standards and draw their own conclusions)

Once an overall selection of preferred learning strategies has been made, the designer can then turn 
to the needs of the learners. A judgement on the learners’ current programmed knowledge is a base 
indicator as to whether unstructured (andragogical, self-directed, or learner controlled) strategies can 
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be tolerated. If the learners have a low level of knowledge, then the more structured (pedagogical, 
traditional, trainer/teacher controlled) learning strategies would be the preferred option, at least until 
the levels of knowledge have improved. After that, the designer can take into consideration other 
learner characteristics such as motivation, learning orientation and learning styles. 

Finally, reviewing the overall design to ensure that there is frequent use of the four stages of the learning 
cycle will provide a unifying theme throughout the whole design. A broad checklist is provided in 
Figure 8.4.

SOME BASICS FOR DESIGN

For the designer, creating a curriculum is predicated on two basic tasks – firstly selecting appropriate 
learning strategies (as discussed in Chapter 8) and, secondly, sequencing sessions which provide 
meaningful and effective developmental opportunities that involve using both personal tacit and explicit 
knowledge. The tacit knowledge is developed over time and with experience. Explicit knowledge is 
available from the memory of the designer or in textbooks or other writings – for example, see Chapter 
3. A well-designed program is based on the theories discussed in that chapter. 

In particular, the designer should consider the following basics of design.

	 Logically analyse the learning objectives to be achieved. Refer to the HRDNI and categorise the 
learning objectives into three levels.

	 Program learning objectives. These are the behaviours that the learner must exhibit at the 
end of the learning program or episode. So, a program learning objective may be ‘describe 
the use of the Hierarchy of Learning Outcomes’.

	 Enabling learning objectives. These divide the program learning objectives into more 
manageable chunks. The previous example may be divided into ‘describe the learning 
strategies’ and ‘describe the learning outcome categories’.

	 Session learning objectives. These divide the enabling learning objectives into the sessions 
that will be presented. Continuing with the example, there would be a session on ‘explain 
the programmed information category and list all the elements’ and ‘explain the task 
category and list all the elements’ and so on.

	 Start where the learner is at. This is one of the principles of learning – see Chapter 3.

	 Use building blocks. Ensure that the learners cover the basic knowledge and skills early in the 
learning program and that this basic information becomes the basis for the later learning. In 
particular, the design would generally move from the basic learning outcomes of Programmed 
Knowledge to the deeper categories in the Hierarchy of Learning Outcomes (see Figure 8.2), 
and through the stages of the learning orientation model (see Figure 8.3) from Stage 1 through 
to Stage 4.
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	 Move from the simple to the complex. Provide a simple model initially and then make this model 
more complex as the learning program progresses. As discussed in Chapter 8, this gradual 
developmental design may follow the structure of the hierarchy of learning outcomes and/or 
the progressive movement through stages 1 to 4 of the learning orientation model.

	 Ensure that part learning, spaced learning and active learning are used sequentially. Present one small 
part of the knowledge or skill and follow this with a reinforcing activity to provide a space 
before the next small part of knowledge or skill.

	 Make sure that the activities are based on realistic, practical tasks from the workplace (Misko & 
Priest 2009). This ensures that the principles of learning of meaningful material and transfer 
of learning are maximised.

	 As a basic model, use the learning cycle of:

	 having an experience; 

	 reviewing the experience;

	 concluding from the experience; and

	 planning and mentally rehearsing the next step. 

	 While the combination process of knowledge generation is often the focus of curriculum 
design, make sure that there are opportunities for the learners to engage in externalisation 
and internalisation as well (see Chapter 3). Emphasising externalisation and internalisation 
reinforces and supports the use of the learning cycle.

	 Allow for the time delay in learning and provide opportunities for the successive approximations 
process of encouraging learning (see Chapter 3).

	 Assure transfer of learning by ensuring that all learning is contextually based and is highly 
relevant to the workplace (for an excellent discussion of transfer of learning see Tennant 
1999). In the design phase, the HR developer must ensure that: 

	 the learners are continually reminded of the need to transfer the learning back to the 
workplace;

	 the learners are provided with a variety of examples of the application of the concept, 
task or skill in the workplace; 

	 the learning aids are a close replication of the workplace situation (e.g. if the session is 
to teach the learners how to complete a form, then a copy of the form has to be made 
available to the learners); and

	 the learners are provided with opportunities to reflect on how they will transfer the 
learning back to the workplace – practice time is provided in situations as close to 
possible to the real workplace environment.

	 Incorporate opportunities for both informational and motivational feedback (see Chapter 3). These 
feedback processes should present the learner with ‘task feedback clues’ (Evans & Butler 
1992) where the learner is given opportunities to observe their own performance and draw 
conclusions. This feedback process should be combined with ‘successive approximations of 
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targeted expertise’ (Gott 1995) where the learner is encouraged to complete the learning cycle 
iteratively, coming closer to the required standard on each iteration. 

	 Ensure that sufficient time is scheduled (Misko & Priest 2099) so that the appropriate learning 
strategy can be used, sufficient practice time is scheduled (active learning), an allowance is 
made for successive approximations and quality feedback can be given (see Chapter 3). 

CASE STUDY EXAMPLE

See the PLP case study on page 10 of the workbook that accompanies this text for experienced 
co-workers helping with the transfer of learning.

THE HR DEVELOPER AS A DESIGNER

For the HR developer, the role of the designer is wide and complex. For the legitimate system, the 
HR developer bases the design of the learning program on the information from the HRDNI. The 
designer makes initial decisions based on the HLO and then moves, in an iterative process, through 
the learning needs of the learners and the indirect factors of strategic orientation, the organisational 
culture, the key stakeholders and the resources available. This iterative decision-making process results 
in the production of a number of plans – the program and the session plans, the resources plan, the 
product marketing plan, the budget and the evaluation plan. The checklist for designers presented in 
the previous chapter has been extended to incorporate the indirect factors in this chapter and also the 
various plans that need to be produced – see Figure 9.2.

For the learning that occurs in the shadow system, the HR developer’s role tends to blur between that 
of a designer and that of an implementer. This is discussed further in Chapter 13. The craft of the 
designer is based on a solid foundation of scientific research. The decisions are so complex, however, 
and the political influences of the organisation so potentially hazardous, that science alone is not 
always enough. The designer needs experience – but experience comes only from practice. The novice 
designer will find the issues discussed in Chapters 8 and 9 to be substantial, tangible bases for gaining 
that experience. However, finding a knowledgeable and competent mentor will certainly assist with 
personal development and will also help to avoid some of the more serious dangers.
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Figure�9.2 A checklist for designers 

1. Examine each of the learning outcomes listed in the HRDNI and decide which level of the 
HLO best equates with each learning outcome. 

2. Identify the ‘building blocks’. Ask questions such as: 

	 What basic programmed knowledge is needed to be covered first before advanced 
programmed knowledge is presented? 

	 What programmed knowledge is needed before the learners can take on the task 
category elements?

	 Are relationship category elements needed and, if so, where are they needed in the 
learning experience? 

	 What critical thinking and meta-abilities categories are needed, and where should these 
be developed in the learning experience? 

3. Identify the critical characteristics of the learners:

	 level of knowledge;

	 motivation;

	 learning orientations and learning style

and decide the effect that these characteristics may have on the overall design.

4. Explore how the learning cycle of:

	 step 1 – having an experience;

	 step 2 – reviewing the experience;

	 step 3 – concluding from the experience; and 

	 step 4 – planning the next steps

could be included in the overall design. 

5. Make adjustments for learner maturity.

6. Ensure that opportunities for appropriate feedback are built into the design. This feedback 
should be: 

	 a combination of qualitative and quantitative; 

	 from an external source, such as a HR developer; and 

	 from an internal source (the learners should be given the opportunity to compare their 
own performances against standards and draw their own conclusions). 

7. Check that the proposed learning strategies are compatible with the organisational strategic 
plan. If there is a discrepancy, verify the logic of the choice of learning strategy. If a more 
expensive learning strategy is proposed, seek support from key stakeholders. 
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8. Analyse the organisational culture for activities or issues that are or are not acceptable. 
Check the impact of these on the proposed learning experiences. If fundamental changes 
are needed to the organisational culture, examine the alternatives of change interventions. 
Discuss such expected fundamental changes with key stakeholders.

9. Negotiate sufficient time for the learning experience with affected managers. 

10. Design the learning program. For training courses and workshops, devise a program plan 
similar to that in Figure 9.1. If unstructured learning strategies are to be used, devise program 
plans that will manage the learning processes (see Chapter 11). Decide appropriate lengths 
of time for each session. Juggle these times so that all sessions fit into the time available for 
the program. 

11. Design the session plans, including all the support material. Recognise that this step will 
take some considerable time. Delahaye and Smith (1998) suggest allowing a ratio of 1:4 – for 
every hour that a session lasts, four hours of session planning will be needed. 

12. Define the qualifications needed by the HR developers. Identify the sources (internal or 
external) of potential HR developers. 

13. Draw up the resources plan. 

14. Create the product marketing plan.

15. Calculate a budget for the resources needed. Ensure that all expected cash expenditures 
are included (for example, hire of rooms, rental of films, and payment to external HR 
developers). Seek support from key stakeholders. 

16. Design the evaluation plan.

THE NEXUS OF WORK AND LEARNING

In contemporary society, an individual can rarely offer labour and time in exchange for payment. The 
individual’s competitive advantage lies in a combination of a unique quality and quantity of knowledge. 
If this combination is of value to someone else, then the individual can exchange the knowledge for a 
reward. This reward is often monetary, as in the case of employment, although other rewards such as 
self-satisfaction can also be a potent inspiration.

Work and learning, however, have an uneasy relationship in today’s society. Productivity is seen as 
paramount, and productivity is dependent on the quantity of work. Both the quantity and quality 
of work are dependent on learning, as the ability to work depends on the application of knowledge. 
But work and learning can rarely occur at precisely the same moment. Learning requires application, 
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thought, reflection, and motivation. If time and energy are not invested in the design and process of 
learning, learning will be inefficient and ineffective. Inefficient and ineffective learning will eventually 
make an impact on the efficiency and effectiveness of work activities. Organisations must accept that 
the work site is the focus of both work and learning. Both activities are integral to each other, and both 
activities must be planned and given sufficient resources to prosper.

There should be a seamless interaction between workplace learning (Chapter 13) and the creation 
of new knowledge (this chapter). The interaction should be constant and cyclic – staff have to be 
developed in current valuable knowledge; as staff become more expert in and adept at applying current 
valuable knowledge, they should be encouraged to engage in double-loop learning so that new, efficient, 
and effective ways of doing are either imported from the external environment or are created by the 
staff members themselves. This new knowledge is then embedded in everyday work practices, either 
through the strategic planning process or operational planning; the staff members become expert and 
adept at this ‘new’ knowledge, so continuing the cycle.

Work and learning are not separate entities. They are inter-dependent, as work practices engender 
learning and learning engenders more efficient and effective ways of working. As Bessant (2006) points 
out, continuous improvement is an organisation-wide process of sustained and focused incremental 
innovation.

Career development for the HR developer

Several times throughout this text the point has been made that the responsibility for learning in the 
organisation rests with the supervisors and managers. Sometimes, however, supervisors and managers 
delegate this responsibility to an internal or external HR developer. An internal HR developer may 
operate under the name of trainer, learning consultant, workplace educator, or HR developer. The 
external HR developer is often called a consultant. Wherever the role exists – with a trainer, learning 
consultant, supervisor, or manager – consideration must be given to the career development of the HR 
developer or that portion of the supervisor’s and manager’s role that incorporates HR development.

As indicated throughout this text, the HR development role is complex and challenging. A HR developer 
is a researcher, a designer, a facilitator of adult learning, an evaluator of programs and projects, and the 
steward of the organisation’s knowledge assets. The HR developer needs to be highly competent in all 
the skills and knowledge discussed in this text. It can be expected, then, that the developmental path of 
a HR developer will be complex and time consuming.

What is the best way to become a HR developer? There are, of course, many paths. The following path 
is an example of the most productive and efficient: 

1. Start as a trainer or adult educator in the structured learning strategies (see Chapter 10). The 
structured models of the skill session and the theory session naturally integrate the principles 
of learning and the other adult learning theories (see Chapter 3). The novice HR developer 
can then concentrate on honing the basic micro-skills of questioning, responding, creating 
learning objectives, and using visual aids. Concurrently, the novice is learning the basics of 
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evaluation as learning is tested in the practice stage of the skill session and the activity steps 
of the theory session. 

2. One indication that these basic skills have been assimilated is when the novice begins to focus 
on the learners rather than focusing on personal security and anxieties. At this stage, the 
novice can then move onto the discussion. The discussion model (see Chapter 10) begins the 
HR developer’s journey into concentrating less on the content being learned by the learners 
and more on the process of learning. The predominant processes used in the discussion to 
manage the learning processes are listening, questioning, probing, and summarising (see 
Chapter 7), and the use of visual aids (see Chapter 10). 

3. From the discussion, the HR developer is ready for the case study (see Chapter 10). The case 
study focuses the learners’ attention on a pre-set topic and the HR developer then surfaces the 
knowledge resident in the individual minds of the learners by again using questioning. At the 
same time, the HR developer is becoming accustomed to the sensation of transferring to the 
learners the responsibility of identifying the content to be learned.

4. The step up to the role play (see Chapter 10) brings the HR developer into contact with the 
learners’ emotions. As indicated in Chapter 12, role plays are designed to encourage learners 
to challenge their frames of reference. Such challenges invariably surface emotions and the 
HR developer must be able to use this additional energy as a learning resource. 

5. From the role play, the HR developer is ready to use the more complex unstructured 
learning strategies of problem-based learning, contract learning, action learning, and change 
interventions (see Chapter 12). In these learning strategies, the HR developer delegates fully 
to the learners the responsibility for the content to be learned. The HR developer concentrates 
on managing the learning processes discussed in Chapter 11.

6. As the HR developer has been developing the skills and knowledge necessary to facilitate 
learning in the previous five points, he or she was also gaining knowledge and skills in 
evaluation. Specifically, the HR developer would have been observing the learning of the 
learners and making decisions based on these observations. These observations introduce the 
HR developer to the second stage of Kirkpatrick’s evaluation model (see Chapter 12) – that is, 
learning. The HR developer needs to expand her or his focus gradually to the other stages of 
reaction, on-the-job behaviour, and organisational results. This focus on evaluation not only 
expands the HR developer’s knowledge of the topic of evaluation but also provides feedback 
on the HR developer’s efforts in facilitating learning, thus providing further opportunities for 
questioning one’s own knowledge and skills in facilitation. 

7. Designing learning experiences can be the next stage in the development path. Often, this 
design stage can follow the HR developer’s experience in facilitating learning (points 1 to 
5 above). Designing lesson plans for skill and theory sessions is usually quickly followed by 
designing structured training courses or workshops based on the programming and task 
category of the hierarchy of learning outcomes (see Chapter 8). As the HR developer gains 
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experience in the unstructured learning strategies, he or she is likely to become involved in 
designing learning experiences at the deeper levels of the HLO� 

8. Finally, the HR developer can become involved in HRDNI. The role is one of being a 
researcher; Chapters 5 to 7 discussed the basics of research. However, to be fully competent 
in research, the HR developer would need to undertake further study in research, a topic that 
has numerous textbooks and study programs.

These eight steps have provided a developmental path that is relevant for HRD activities in the 
legitimate system. Extensive experience in these activities will allow the HR developer to move into 
facilitating learning in that most dynamic, creative, and chaotic of learning cauldrons – the shadow 
system. Facilitating the learning in SOGs and developing supervisors to become competent in workplace 
learning is a challenging but gratifying experience. 

For those of you who take the path of becoming an adult educator, a community educator, a trainer, an 
instructor, a workplace educator, a learning facilitator, or a HR developer – good luck and good life-
long learning. I hope you enjoy the journey as much as I have.




