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S— : am PREFACE 3

An organization’s success is determined as much by the skill and motivation of its
members as by almost any other factor. While this has always been true, the pace
and volume of modern change is focusing attention on ways human resource de-
velopment (HRD) activities can be used to ensure organization members have
what it takes to successfully meet their challenges. Yet, while there is solid evi-
dence that HRD works, it is not a “magic bullet.” The challenges many organiza-
tions face are complex, and new dimensions, such as an increasingly diverse
workforce, make it more difficult to ensure HRD efforts will succeed. Unless
those responsible for training and developing make informed choices about the
content and methods of delivering the developmental experience, the results of
many HRD efforts will fail to meet expectations.

Fortunately, there is a rich and growing base of theory, research, and practical
experience in HRD efforts. We wrote this book to help students, HRD profession-
als, and managers at all levels take advantage of this knowledge and experience.
We firmly believe that if they do so, they will increase their effectiveness, along
with that of individuals with whom they work and the organizations of which
they are a part.

INTENDED AUDIENCE. We wrote Human Resource Development to serve primarily
as a comprehensive text for undergraduate and graduate courses in business,
management, public administration, educational administration, and other fields
that prepare students to train and develop other people. As such, the book:

« covers the entire field of HRD (as defined by the American Society for
Training and Development’s competency study), from orientation and skills
training, to career development and organizational development.

» provides a clear understanding of the concepts, processes, and practices that
form the basis of successful HRD.

» shows how concepts and theory can and have been put into practice in a
variety of organizations.

» focuses on the shared role of line management and human resource
specialists in HRD.

« reflects the current state of the field, blending real-world practices and up-
to-date research.

In addition to being an appropriate text for academic courses, this book is an ex-
cellent resource for HRD professionals. It can also serve as a comprehensive

@
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introduction for managers and supervisors who have had limited (or no) course
work or experience with HRD. Not only can they become better trainers and de-

velopers, they will become more informed consumers of the HRD efforts offered
by their organizations.

PepAGOGICAL FEATURES. We have included a number of pedagogical aids in
the text to enhance student learning and interest. These aids include:

* learning objectives and opening questions at the beginning of each chapter.

* an opening case in each chapter that places the contents of the chapter into a
meaningful context.

® illustrations, examples, and references throughout the chapter to help students
better assimilate the information.

* a return to the opening case to provide closure and show how the chapter
contents may be used to address the issues in the case.

* alist of key terms and concepts at the end of each chapter.

* end of chapter questions intended to stimulate thought and provide students
with an opportunity to use the information.

e Exercises and boxed inserts have been included in many chapters to provide
further experience with applying materials from the text, or seeing how the
materials relate to a real-world setting.

In addition, numerous examples from organizations, along with perspectives
offered by organization leaders and HRD professionals, are used to reinforce con-
cepts and demonstrate the importance of effective HRD to organizational success.

NEw 10 THE THIRD EDITION. The third edition of this book has been updated to
reflect the thinking on HRD theory and practice that has taken place since 1997.
Information from over 350 new sources has been added. Some examples of areas
that have either been significantly revised or added to the second edition are:

* Expanded coverage of strategic issues in HRD, and how HRD efforts should
align with the goals and objectives of the organization (Chapter 1).

® Our discussion of the influences on employee behavior has been reorganized
to emphasize the macro- to micro-influences on behavior, and how this
relates to the ultimate goals of positively impacting personal and
organizational outcomes (Chapter 2).

* Discussion of adult learning theory and how this can be applied to HRD
interventions (Chapter 3).

* Relevance of 360-degree appraisal for HRD needs assessment (Chapter 4).
* Expanded coverage concerning determining HRD objectives, including two
application exercises (Chapter 5).
* Anew chapter on implementing HRD programs, which includes a description
of new training media, including intranet-based training (Chapter 6).
°
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* Description and evaluation of new models of HRD evaluation, advances
in evaluation design, and expanded discussion of the use of return-on-
investment (ROI) and utility estimates for communicating HRD
effectiveness (Chapter 7).

* Expanded coverage of ways to measure the effectiveness or orientation
programs (Chapter 8).

* Discussion of changes in federal support for basic skills training, the impact
of ISO 9000 standards on quality training and current issues pertaining to
safety training (Chapter 9).

* An expanded focus on coaching as part of an overall performance
management process (Chapter 10).

* Updated research and statistics on the effectiveness of employee counseling
and work site health promotion programs to address issues such as alcohol
and drug abuse, stress, hypertension, and fitness (Chapter 11).

e Presentation and discussion of the shifts that are occurring in career
development, including ideas such as the changing or “new” employment
relationship, protean careers, new models of careers and career
development, team-based career development, and the individual’s
responsibility in career development (Chapter 12).

* Discussion of recent thinking about the nature of managerial work, strategic
management development, global management development, competency-
based management education and development, and new practices in
leadership and executive development, including transformational
leadership-based and work-experience based approaches (Chapter 13).

» Updated discussion of team-based interventions and presentation of
organizational development issues created by the advent of the learning
organization concept (Chapter 14).

¢ A greater emphasis on legal issues in HRD, as well as an expanded discussion
of diversity management initiatives in organizations (Chapter 15).

* A glossary of key terms and concepts has been added to the end of the book.

At the same time, we have worked hard to maintain the elements that have
made the previous editions a useful and meaningful resource to students and
practitioners, including clear writing, a comprehensive approach to HRD, a strong
research base, and a balance between theory, research, and practice. To promote
ease of reading, yet still provide easy access to the reference materials, all citations
have been moved to endnotes in each respective chapter.

We welcome questions, comments, and suggestions from users and potential
adopters of this book. You can reach Randy DeSimone by “snail mail” at the De-
partment of Management & Technology, Rhode Island College, 600 Mt. Pleasant
Avenue, Providence, RI, 02908, by telephone at (401) 456-8036, and by e-mail at
rdesimone@ric.edu. You can reach Jon Werner at the Department of Management,
University of Wisconsin-Whitewater, Whitewater, WI 53190, by telephone at (262)
472-2007, or by e-mail at wernerj@mail. uww.edu.
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