' ' CENGAGE
Learning"

(%) 78 « M. k44 (Jon M. Werner)
220k o L. faP5¢ (Randy L. DeSimone)

- o CENGAGE
> |earning™




¥ CENGAGE 54k i B 2 2 1] 35 5 1 2 bt

Learning"

A T35t RIF K

Human Resource Development Fifth Edition

« M. K48 (Jon M. Werner)

(%) - L. #5%¢ (Randy L. DeSimone)

|1k =

& =

% I

ATERZF Hihtt

b



Jon M. Werner,Randy L. DeSimone

Human Resource Development, 5 ed.

ISBN: 978-1-111-39801-9

Copyright © 2009 Cengage Learning Asia Pte Ltd. .

Original edition published by Cengage Leaming. All Rights reserved. 7=+ JEJR i %%"%2 HRA R AR, REURE, &
ENA5E

Tsinghua University Press is authorized by Cengage Learning to publish and distribute exclusively this custom reprint edition.
This edition is authorized for sale in the Peoples Republic of China only (excluding Hong Kong, Macao SAR and Taiwan).
Unauthorized export of this edition is a violation of the Copyright Act. No part of this publication may be reproduced or
distributed by any means, or stored in a database or retrieval system, without the prior written permission of the publisher.

I 5 B B AR Pl 24 o ) WL RIRA TS A Kt R I KRR AT o MEARAS (B AE 4 A R LR 88 I (R
BRETETE RITRHITBREPEEE) 88, REBRAS RS0 & R MRAGE AT N, K2 %
HSGBE AT, AR LUE T A IR E AT A AR 4 o

Cengage Learning Asia Pte. Ltd.
5 Shenton Way, # 01-01 UIC Building, Singapore 068808

T BAREFRERZIES  EF: 01-2010-2259

AP HE WA Cengage Learning Bih4R %, TR S ETBHNE,
AL A , @65, BREEMBIE: 010-62782989 13701121933

B H#ES% B (CIP) ¥i#7

AFIBIRF % = Human Resource Development: 5 5 . 3 30/( ) KN (Werer,]. M. ), () fipGse
(DeSimone, R. L. ) 3. --Jb 5T . 4K HMREE,2010. 6

(EHEEHZ R INFSCREHAM)

ISBN 978-7-302-22665-9

[. DA 1. QK- Q- M. O AR - WEH L - Hbt - % V. QF41

AR A B 51K CIP 37 (2010) 5% 083726 5

BERE:. T W

RS 7 F

HARR 1T : WHEHEKFE R .} Hb: JERE R KPR A B
http: /www. tup. com. cn B 4. 100084
# 2 #: 010-62770175 HB M. 010-62786544

BREEERSE: 010-62776969, c-service@ tup. tsinghua. edu. cn
B B K {%.:010-62772015,zhiliang@tup. tsinghua. edu. cn

% & ARSBLRKEPHFRAA

% . 2EFERE

F Z. 185X230 EP 3. 32

A& W 2010 4E 6 A%E 1R En MR 2010 4F 6 A1 ENRI
Ep . 1~4000

E ffr: 47.00 ¢

<+

SRS 036505-01



NI BNETERUNRBES, WEEA KRS TR, 2IN0
E=ENTHNERENNE BETIBCHNAILNHTNES, BEA
ERRASEINEBLIRATSIERELR— R E G ZF S B E
BB, BMAENEE, EX C2EBERIR. EEINRSWA.

B OZKANNEEN, BREDBRIZASPRENFMEVR R E,
DEBONEDP, RIMIBATRIER. PENZH. BHOER, &
MR |

RERENHZTIRMER, BITEREOIRPMETEN S KT
BESRERS” NE 15 E “ADBRALSDHEL: DREIZIIRY
B o BAMERARPRIBNEN, RRINBRE T #RE, BgED
BUE=.

BFRIFEMMERNENE. EFNXNHERSSHRERD, WB
PATRIIR, 808 KRB ESOI R ERNUSMTRIES]

BIHEXEZNBNERNBELFTNEZNREESHE, X
BELFTEEERWNHZ TR,

Wl KB LR REFEROBNARY; BINERDEXNE
WATORN HEES AT ERANEIMIBER.

AR PR
2010. 4




&

LR, PESERNAERZNREZSOHMABE—LINEN
ARDEREANR Wi, URETFTERCBBR . TICBTT
HROBRN, L Z2BEBUIBNBUE. £5F. XFELEBNEMRSIE,
#Hirns 21 BN PER—TEINARNTE, BEIGE—TENFH
BItER,

B, B REBEHBRRYEEZISCENTITENARE, X
SHBLLE, TER20 82590 FA2E, NTRSPEEBSERLE—
IIINBNEEHBRE. DEANFROTELSS, NI EBELBHISHTSE
R ‘BOERDZ7RF. BEERELEIN" NEEE, RENHE
FESZEER. BN, BRI —EERIE XA SNEZEESF
BRAINARBERIERY T KABUNEGIERR. UWBEAZZTEES
BE9%l, 2000 F, FRRMBFBRZMIL, FTF 10 BETITE—RRI,
2001 F 4 BXEFTITHE_RZW. XTHHERZEHETHER ERAH
—SERNINPE/IRNREWHRSNEA, EESIK. BEXRZ
=, BYSTHRCEG—ATEZR. AXESER. SHFK. BLUB
ERHBEMRSIED, FNNZESEINRANZABEB, &K
RZIMMAR ERMNHE .. B BMHNAEEP, 1Y
BRIETFENELTERZIE, ENRUMAEAX THERIERE
ERZNT L, BEEMMRINVLESHRLTRENBEEIISIE
BURXIE,

BESEBEHBEORE, MXME. ANEERBWAT, DAGE
EfrEY, ZREFR—RNNERBEREC, FURBERTEBER
PR STEIBS NI A FENA R ERIEPIEEOIE: “EEBEPER
BRMREN, BE—AMERHIZEFTHN—HRNE, REETTH,




vi

MX SHEPERWIBENLTERAS , BEASRTHSESEERM BN T2
£\ SHER L UMFNEFTERSRNEEAS. HE0FH, 2508
BB, DEERE—RNEEFR.” (ENRFER—AN— " ESER,
KEBERGZRZIWNEEN MBA HEBNRBIBHY ., BRES, XR™MIXEN
RERSSHRRAPEBMESTH, REEPESHRNESSHRNE
T, MEBRPELFTERAISSERES, NERERFSIE, SHPERW
BESENEG, #FISTENHFHAEEN, HENENTETFEAS
EBEENETRENF. SIENMEEANH
BRET]. IRX—BK, BHERFEFEES R AR EEH 2L
£, 181 ﬁ%$&m-ﬂ%§%3mﬁuﬁh MEZZERSIEINFEES
=0,

IREFHR IS, FEANRCHABERREE. ZRSNEYFiRESLE
BVIRSOK R IFEREN, XM BREAEUNENDLNEEFR, mE
E%?j%/u\gﬁﬁ_ﬁmﬁwu 1450

BAIRE, MEMS, ZINEEEINCHNSBRMAZBEFTIRC

o, DEFSMEER, UERSERE, AISETHRNE, GEETEE
2. BREFISRR T LEOINIILAES), BREINEKEHNEE LREN
EEMERE, XEMY O EFRENRAIUKEATRMSRELLE, B
NEIURZRIFEBBNESIREL. MY TFILE—EINEER, BXREE
STERIFIEEINRE R E R, IMNNDSEEN R BB IS A0S
8, TEREWINEHFHSENEROM . WR—TATTRBHENIMRE
B, EREEINZRERDERK L IIAELFEE—FNNE, 17t
RELEPESECHRTRED. BIt, BINAN, E—EINBEHNEES,
HNZEN— NEEIINRMR, RSBENHRE, —Ead TXEx, FH0
By RBEATL R 2 RTINS o

AEEEAERNENEN, BIEEELS AR RREENN TS
EEETARENBVESANZINES . BN, BRARENHERRAAINE
BRENTADAEGE, RIRTBEIR, RIS BEEE, RET LIS
iE, RIS SBRG. NENE, NFEXKOBERE. 5505y, —
EBRTXLBE. DEMBE. WK TIE, X, Bi—BF8AE
" BB EMRREESKN

BlE, E@REWIAERYRREE—TBNEIERS. —AIMRB/D
WJ1t35T, 2N ESET, —REREZEMN, BERREFTSIEL R
BIN0IR, BRFELRITWE ST —FSIFLMREISIN, RISNCRER, EiN




BINFSERBEBBRE, XF—F, SLETURVBABNARK BEX
FHROXEFEXDE—ELURBONBINE T BT, BE 1997 &, &
RPHRABAAT, EEARPHEE—MMFEESZEREN, MERAX,
AERWRNEBBHBRS N\ HERY), EEEAEEZISHRED,

NI ESBEEAZLSTERZRENRBRNRE, UATA2EES
BY MBA HRETRAEZNE T BERFRNBNRZE RIS I FHSR, &
EAZHIRTBREERBSHREILMED SIENENRREEESHR
B, B XKIBRAL. EFEREZEZRARHREBRMNENEIR
g,

NREENEEHESWANSSRNANZHORINTARE. Bt
B#1; SiRBENETRRENTRNNASERNBOERDIZES. B
BEMZLELRNERENWNELE FTEEHPH,

R
BHERZETTEERS R

vii



Vi

Preface

Employee skills and motivation are critical for organizational success. This has
always been true, but the pace and volume of modern change is drawing increased
attention to the ways that human resource development (HRD) activities can be used
to ensure that organization members have what it takes to successfully meet their
challenges. While there is solid evidence that HRD works, it is not a magic bullet.
The challenges many organizations face are complex, and new dimensions, such as
globalization and an increasingly diverse workforce, make it more difficult to ensure
HRD efforts will succeed. Unless those responsible for training and development
make informed choices about the content of a developmental experience and the
methods of delivering it, the results of many HRD efforts will fail to meet
expectations.

Fortunately, there is a growing base of theory, research, and practical experience
to support HRD efforts. We wrote this book to help students, HRD professionals, 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, man-
agement, public administration, educational administration, and other fields that
prepare individuals to train and develop other people. As such, the book:

® Covers the entire field of HRD (as defined by two different competency studies
by the American Society for Training and Development), 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

e Shows how concepts and theories can and have been put into practice in a vari-
ety of organizations

e Focuses on the shared role of line management and human resource specialists in
HRD

o 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 excel-
lent resource for HRD professionals. It can serve as a comprehensive introduction
for managers and supervisors who have had limited (or no) coursework or experi-
ence with HRD. Not only can they become better trainers and developers, they
will become more informed consumers of the HRD efforts offered by their
organizations.



Pedagogical 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

* llustrations, examples, and boxed inserts throughout the book to help readers
better assimilate the information

* A return to the opening case to provide closure and show how the chapter con-
tents 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 discussion questions to stimulate thought and provide students
with an opportunity to discuss and apply the information in the chapter

® Exercises have been included in every chapter to provide further experience with
applying materials from the text, or to see how the materials relate to a real-
world setting

* A glossary of key terms and concepts is included at the end of the book

Numerous examples from organizations, along with perspectives offered by organi-
zation leaders and HRD professionals, are used to reinforce concepts and demon-
strate the importance of effective HRD to organizational success.

New to the Fifth Edition. The fifth edition of this book has been updated to
reflect the thinking on HRD theory and practice that has taken place since 2005.
Information from more than 675 new sources has been added. Some examples of
material added to the fifth edition are:

¢ Increased discussion of ethical dilemmas in HRD, as well as discussion of certifi-
cation as a learning professional (based on the HRD roles and competencies
identified in the 2004 ASTD competency study, Chapter 1)

* Updated discussion of the many influences on employee behavior to include
recent research (Chapter 2)

* An increased emphasis on individual learning styles and preferences, along with
a new discussion of how technology changes employee learning (Chapter 3)

* Revised discussions of needs assessment activities, especially in relation to
changes caused by technological advances (Chapter 4) ‘

* Updated information concerning the use of particular training topics and
approaches used to design training and other HRD interventions (Chapter 5)

* Updated coverage of major methods of providing HRD programs, with
expanded emphasis on experiential and computer-based training (Chapter 6)

* A new emphasis on a stakeholder approach to HRD evaluation, an expanded
Kirkpatrick evaluation framework, while maintaining the emphasis on the use of
return on investment (ROI) and utility estimates for communicating HRD
effectiveness (Chapter 7)

¢ Condensed coverage of people processing models of socialization, with ex-
panded discussion of ways to effectively use technology in orientation programs
(Chapter 8)

* A new case added on customer service at Amazon.com, as well as extensive updat-
ing concerning the various forms of skills and technical training (Chapter 9)
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* An expanded focus on both coaching and performance management, including
the growing trend towards “e-coaching” (Chapter 10)

* Updated discussion of the shifts occurring in career development, including the
changing employment relationship, new models of career development, team-
based career development, a new case on learning portfolios, and the indivi-
dual’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, ethics instruction in management education, and new
practices in leadership development, including transformational leadership and
experience-based approaches (Chapter 13)

* Updated discussion of the concept of organizational development in today’s
business environment (Chapter 14)

We have worked hard to maintain the elements that made the previous editions
a useful and meaningful resource to students and practitioners, including clear writ-
ing, a comprehensive approach to HRD, a strong research base, and a balance be-
tween theory, research, and practice. To promote ease of reading, yet still provide
easy access to the reference materials, all citations are included as endnotes at the
end of the book.

We welcome questions, comments, and suggestions from users and potential
adopters of this book. You can reach Jon Werner at the Department of Manage-
ment, University of Wisconsin-Whitewater, Whitewater, WI 53190, by telephone at
(262) 472-2007, or by e-mail at wernerj@uww.edu. You can reach Randy DeSimone
at the Department of Management & Marketing, Rhode Island College, 600
Mt. Pleasant Avenue, Providence, RI 02908, by telephone at (401) 456-9533, or by
e-mail at rdesimone@ric.edu.

Ancillaries. A number of excellent supplements have been developed to accom-
pany the fifth edition.

e Instructor’s Manual with Test Bank (0-324-57928-4). the Instructor’s Manual
(IM) contains chapter outlines, sample syllabi, and follow-up materials for the
opening cases and many of the exercises in the text. An updated test bank, pre-
pared by Richard Wagner of the University of Wisconsin—-Whitewater, is avail-
able in both paper and computerized forms. the test bank has been greatly
expanded and now contains numerous objective questions and short-answer
essay questions for each chapter

¢ Instructor’s Resource CD-ROM (0-324-57930-6). Key instructor ancillaries
(Instructor’s Manual, Test Bank, ExamView, and PowerPoint® slides) are pro-
vided on CD-ROM, giving instructors the ultimate tool for customizing lectures
and presentations. The PowerPoint slides are designed to be used supplementally
with class lectures. Each chapter includes session objectives, key points, and
selected chapter figures and tables, and presents the complete chapter as a
dynamic lecture guide. The PowerPoint® slides were created by Wells Doty of
Clemson University

e Website. A host of ancillary materials are available for students and instructors
on the text website (academic.cengage.com/management/werner). For students,

there are useful web links for each chapter, a glossary of key terms, and flash-



cards. For faculty, there are PowerPoint® slides available for each chapter, a test
bank, and a Harvard Case Map. This case map provide an easy way for instruc-
tors to find relevant cases for their courses. The case map can be found by visiting
the Instructor Companion Site that accompanies Human Resource Development or
by visiting Harvard Business Online for Educators. (http:/harvardbusinessonline.
hbsp.harvard.edu/b01/en/academic/edu_teachres_textcase.jhtml)
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