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Learning Objectives

After you have read this chapter, you should be able to:
– Define training and discuss why a strategic approach is important.

– Discuss the four phases of the training process. (Donald Kirkpatrick)

– Identify three types of analyses used to determine training needs.

– Describe internal, external, and e-learning as training delivery 
approaches.
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Development vs. Training

Figure 10–6
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The Nature of Training

§ Training
– A process whereby people acquire capabilities to aid in the achievement of organizational 

goals.
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The Context of Training

§ Organization Competitiveness and Training
– Training makes organizations more competitive
– Training helps retain valuable employees

§ Training as a Revenue Source
– Marketing training with or alongside products can contribute 

significantly to a firm’s revenues.
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The Context of Training (cont’d)

§ Integration of Job Performance, Training, and 
Learning
– Training is moving “closer to the job” to achieve 

“real time” learning.
– Training is using more real-world problems to 

increase employee learning.
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Performance Consulting

Figure 9–1
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Linking Business and Training Strategies

Figure 9–3Source: Based on ideas from Lisa A. Burke and Joseph V. Wilson III.
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Basic Business Strategy Concepts

§ Low-cost leader
– Attempting to increase market share by focusing on the low cost of 

the firm’s products or services, compared to competitors.
§ Differentiation

– Trying to make the firm’s products or services competitively different 
from others in the industry in terms of quality, service, technology, or 
perceived distinctiveness.
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Training Process

Figure 9–4
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Sources of 
Training Needs 

Assessment

Figure 9–5
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Establishing Training Objectives

§ Gap Analysis
– The distance between where an organization is with its employee 

capabilities and where it needs to be.
§ Types of Training Objectives

– Knowledge: Impart cognitive information and details to trainees.
– Skill: Develop behavior changes in how job and tasks are performed.
– Attitude: Create interest and awareness of the training importance.
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Elements of Training Design

Figure 9–6
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Learning: The Focus of Training

§ Learner Readiness
– Ability to learn

• Learners must possess basic skills 
• Motivation to learn
• Learners must desire and value training

– Self-efficacy
• Learners must believe that 

they can successfully learn 
the training content
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Adult Learning 
Principles

Have need to know why they are learning something.

Have need to be self-directed.

Bring more work-related experiences into the process.

Employ a problem-solving approach in the experience.

Are motivated by both internal and external factors. 
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Learning: Types of Training

Developmental and
Innovative Training

Required and 
Regular Training

Job/Technical
Training

Interpersonal and 
Problem-Solving

Training

Types of
Training
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Course Types and Training Expenditures

Figure 9–7
Source: Mark E. Van Buren, ASTD State of the Industry Report, 
2001 (Alexandria, VA: ASTD, 2001), 13. Used with permission.
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Orientation: Training for New Employees
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Effective New Employee Orientation

Prepare New Employee

Consider “buddy” mentors

Use an orientation checklist

Cover needed information

Present information effectively

Avoid information overload

Evaluation and follow-up
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Training Delivery: Considerations

§ Nature of training
§ Subject matter
§ Number of trainees
§ Individual vs. team
§ Self-paced vs. guided
§ Training resources
§ Costs
§ Geographic locations
§ Time allotted
§ Completion timeline
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Internal Training

§ Informal Training
– Training that occurs through interactions and feedback among 

employees.
§ On-the-Job Training (OJT)

– Problems with OJT
• Poorly-qualified or indifferent trainers
• Disruption of regular work
• Bad or incorrect habits are passed on
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Stages of On-the-Job Training

Figure 9–8
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External Training

§ Reasons for External Training
– May be less expensive to outsource training
– Insufficient time to develop training
– Lack of expertise
– Advantages of interacting with outsiders

§ E-Learning: Training Online
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External Training: E-Learning

§ E-Learning: Training Online
– The using the Internet or an organizational intranet to conduct training online.

§ Criteria for adopting e-learning:
– Sufficient top management support and funding
– Accepting the idea of decentralized and individualized training
– Current training methods not meeting needs
– Computer literacy and access to computers
– Time and travel cost concerns for trainees
– The number and self-motivation of trainees
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Developing E-Learning

Figure 9–9
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Advantages and Disadvantages of E-Learning

Figure 9–10Source: Developed by Lisa A. Burke. May not be reproduced without permission.
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Training Methods

Distance 
Training/Learning
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Levels of Training Evaluation

Figure 9–11
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Balancing Costs and Benefits of Training

Figure 9–12
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Training Evaluation (cont’d)

§ Cost-Benefit Analyses
– Comparison of costs and benefits associated with 

training
§ Return on Investment
§ Benchmarking Training
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Learning Objectives

After you have read this chapter, you should be able to:
– Differentiate between organization-centered and individual-centered 

career planning
– Discuss several career issues that organizations and employees face.
– Define human resource development, and describe the development 

process.
– Discuss specific advantages and problems associated with 

assessment centers.
– Identify four on-the-job and four off-the-job development methods.
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Careers

§ Career
– The series of work-related positions a person occupies through life.

§ Organization-Centered Career Planning
– Focuses on jobs and on identifying career paths that provide for the 

logical progression of people between jobs in the organization.
§ Individual-Centered Career Planning

– Focuses on individuals’ careers rather than in organizational needs.
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Employee Development

§ Significant Developments
– More horizontal “ladders” in middle management
– More strategic focus on core competencies
– Careers as a series of projects, not upward steps in an organization
– Career development now extends to all employees
– In “new career” era, the individual manages own development, not 

the organization.
– Employees who change jobs and employers frequently are now the 

norm.



Chapter
9 &10

10–38

Organizational and Individual 
Career Planning Perspectives

Figure 10–1
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Career Management for Individuals

Setting Career Goals

Self-Assessment Feedback on Reality

Career
Management
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How People Choose Careers

Social 
Background
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Self-Image
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Career 
Choice
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General Career Periods

Figure 10–3
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Special Career Issues for 
Organizations and Employees

§ Career Plateaus
– Employees who are “stuck” at a career level and lack opportunities 

for upward mobility.
§ Technical and Professional Workers

– Dual-career ladders provide advancement pathways for specialists 
and technical employees.

§ Dual-Career Couples
– Problems occur when one partner is promoted or transferred, 

causing the other partner to have to relocate.
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The “Portable” Career Path

Figure 10–4
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Dual-Career Paths for Engineers

Figure 10–5
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Developing Human Resources

§ Development
– Efforts to improve employees’ ability to handle a variety of a 

variety of assignments.
§ Developing Needs Analyses

– Assessment Centers
• A collection of instruments and exercises designed to 

diagnose individuals’ development needs.
• Intent is to identify management potential in participants.
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The HR 
Development 
Process in an 
Organization

Figure 10–7
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The HR Development Process

Re-Development
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Other Development Issues

§ Psychological Testing
– Performance Appraisals

• Serve as a source of development information
• Results can be difficult to interpret.

§ Succession Planning
– The process of identifying a 

longer-term plan for the orderly 
replacement of key employees.
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Succession Planning Process

Figure 10–8
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Choosing a Development Approach

Job-Site
Methods
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Possible Means Used in a Learning Organization

Figure 10–9
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Choosing a Development Approach (cont’d)

Sabbaticals and 
Leaves of  Absence

Classroom Courses
and Degrees

Human Relations
Training

Off-Site 
Methods

Outdoor Training Simulations
(Business Games)
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Management Development

Managerial
Modeling

Management
Coaching

Mentoring

Executive
Education


