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CHAPI'ER I 

THE RESEARCH PROBLEM 

Introduction 

The training and developnent/human resource developnent practitioner 

is becoming increasingly .irrp)rtant to society. Technology, problems of 

productivity, and societal needs for drawing 'vJOI'Ceil, minorities, and the 

undereducated have brought about rapid changes in the v.0:rkplace. 'Ihe 

need for qualified training and developnent/hunan resource developnent 

professionals is groo.ng. Pecause.colleges and universities are 

designed and staffed to rreet educational needs, it v.0uld seem appropriate 

for colleges to assist in rreeting the needs of these practitioners. 

Staterrent of Problem 

'Ihe principle objective of this study was to determine new 

developnents in job activities for training and developnent professionals 

since the Pinto and W3.lker study of 1978. r.bre specifically, the 

objective of the study was to gather infonration relative to the 

folloo.ng p.::>ints: 

1. Establishment of a role m::>del by a factor analysis of current 

job activities of training and developrent professionals. 

2. 0::xtpa.rison of factor analysis and role rocidel results to Pinto 

and W3.lker results. 
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3. Identification of the job activities rrost and least inportant 

to the perfonnance of training and developnent professionals. 

4. Cb:rcparison of ranking of job activities between the present 

study and the Pinto and Walker stu:iy. 

5. Identification of years in training and developnent, years 

in present organization, and level of education (including major area of 

study) of resp:mdents in the study. 

6. Carparison of results of danografhic infonnation between the 

present study and the Pinto and W:ilker study. 

Null Hypotheses 

Fbllcw:i.ng are the null hypotheses specifically tested in the study: 

1. '!here will be no significant difference arrong the nunber of 

years respondents have \\Orked in the training and developnent field as 

rreasured by each of the 14 factors. 

2. '!here will be no significant difference in the nunber of 

years resp:>ndents have \\Orked in the organization as rreasured by each of 

the 14 factors. 

3. '!here will be no significant difference in the level of educa­

tion resp:>ndents have achieved as rreasured by each of the 14 factors. 

4. '!here will be no significant difference betv.ieen years of ex­

perience in the training and developnent field in the present study and 

years of experience in the Pinto and walker study. 

5. '!here will be no significant difference betv.ieen years in the 

organization in the present stu:iy and years in the organization in the 

Pinto and Wilker study. 

2 



6. '!here will be no significant difference between the level of 

education in the present study and the level of education in the Pinto 

and walker study. 

7. '!here will be no significant difference between resp::mses 

of the practitioners and responses of the faculty rrenbers as rrea.sured 

by each of the 14 factors. 

Need for Study 

Fbr nany years, scholars in rrany disciplines have viewed training 

as a highly specialized field. Practitioners in the field of training 

have broadened their scope to inclw.e techniques and concerns that have 

been considered part of the literature of organizational developnent 

and hurran resource developrent. Many canpuses across the United States 

are providing for the many changes that have taken place in higher 

education and the field of training and developrent since the early 

1960's. 

3 

'lhe need for this study includes a review of the needs of training 

and developrent professionals and linkages between industry and education. 

Need for Training and Developnent Professionals 

Organizations need to train their enployees as effectively as 

possible. Clark (1971) cited three ma.jor reasons why a business organi­

zation should institute a training program: (1) to reduce costs in 

organizations, (2) to rreet carpetition frcm other organizations, and 

(3) to keep the organization up-to-date. The responsibility of such 

training programs is often assigned to training and developnent/hunan 

resource developrent professionals. 
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loen (1972) stated that the cost of hiring and training ne,., enployees 

at all levels is increasing. 1oen believed it is a mistake to hire 

training and developrent professionals who use slew and inefficient train­

ing methods. 

The enpbasis for training in the 1980's was identified by Kno.vles 

(1978) as the "concept and theo:r:y of conpetency." He said that trainers 

need to develop skills in constructing these carpetency mo:lels, and they 

·need to becare facilitators and resource persons for self-directed 

learners. Kno.vles also indicated that trainers need to assist line 

managers to perfonn the educational role. 

M::Quigg (1980) said that business views training erployees as 

an investnent rather than an expense. She explained that interest in 

training activities peaks while an organization is gro.ving because of 

the enployees, especially if corrpanies are camnitted to praroting 

fran within. 

Early training programs in indust:r:y 'Were usually viewed as an 

expensive burden and difficult to justify because the return on invest­

ment was a long time caning, according to Schwaller ( 1980) • Schwaller 

conclu::ied, ha.vever, that many corporations today vie,, cost-effective 

training as one means of increasing their earnings. 

loen (1974) enphasized that in planning a training program one nust 

(1) establish training needs and set goals, (2) choose training methods, 

and (3) evaluate results. He also believed that it is wise to train the 

trainer. Since skilled v.10rkers are not always the best teachers, Ioen 

suggested they IffiY be taught to be trainers through taking college 

courses, joining professional organizations, and reading periodicals 

published for trainers. Specialized training at universities is often 



published for trainers. Specialized training at universities is often 

costly rut usually \\Orthwhile for trainers. I.Den indicated that sup­

plerrenting education with in-haise training \\Ould rrake it easier for 

enployees to develop training skills from persons already in the 

organization. 

Wiggs (1971} studied the developnent of a conceptual IOOdel for 

achieving professionalization of the training and developnent/hunan 

resource developrent occupation. 'Ihe purpose of his study was: to 

identify, through developnent of a conceptual IOOdel, hew occupations 

becorce professionalized and hew their association furthers the process 

5 

of professionalization within the occupations, and to apply the concep­

tual model to the training and developnent/hunan resource developnent 

occupation. Wiggs concluied the three stages of professionalization of 

an occupation are: (l} Birth: creation and survival, (2) Youth: stabil­

ity, pride and reputation, and (3} Maturity: uniqueness, adaptability 

and contribution. Each is respectively developed by: definition of 

field, differentiation of field, standard setting, technological refine­

rrent, respectability, justification, and understanding of the dynamics of 

the field. According to Wiggs, professionalism of ·Hurra.n Resource Develop­

ment (HRD} in the early stages was daninated by the American Society for 

Training and Developrent (ASTD) • HONever, licensing or certification of 

HRD practitioners or ASI'D rrenbers was a failure until institutions of 

higher education began atterrpting to teach a systercatic theory of training 

and developnent. Wiggs recanrrended in order for the profession of train­

ing and developrent to advance it rrust: (1) continue to define a oody of 

kncwledge exclusive to HRD and ccrcpetencies to perfonn the occupation, 

(2) continue to define its function in order to earn the respect of 



higher nanagement, clients, and national membership, and (3) rcake its 

p:::>sition heard in legislatures. 

Broadwell (1982) explained that rrost trainers are in the training 

field because they are experts in what they intend to train others to 

do, because 11p:::>licy11 says it is good experience for those noving up in 

the organization to have spent time in a training department, or because 

they are at the right place at the right time. It seers as though ff!M 

trainers have the necessary skills for doing the job -well. New trainers 

need to be aware of the training philosq::hy in a cacpany and be able to 

conprehend the concept of needs analysis, and design courses in a timely 

and effective na.nner, perfonn the instructor role and understand the 

teacher-learner relation. Finally, the new trainer should understand 

effective evaluation methods. 

6 

Five aspects of training in industry -were observed by W:>od.ington 

(1980). One of these was that nanagement lacked an understanding of 

both the training program as an instructional system and the evaluation 

process of training programs. W:xxlington observed that trained personnel 

are needed in the utilization and implementation of evaluation methods. 

Houser and Hershey (1976) surveyed 182 enployees (incluiing top 

management and support personnel) of selected mid-western fiins. 'Ibey 

concluied that several areas of industrial needs could be met by blsiness 

educators. 'llle selection, training and developnent, utilization and 

assessrrent practices of office ercployees represent specific areas 

needing refinement, according to Houser and Hershey. 'llley -were of the 

opinion that educators should be able to detennine the skills needed 

for various p:::>sitions, initiate and evaluate existing programs, and 

evaluate the effectiveness of selected training efforts. 



'lbe joint involverrent betv,ieen the industrial -....orld and the 

educational -....orld has been the topic for the gro.vth of many professions. 

'lbe sane holds true in the training and developnent profession. 

Linkage Between Industry and :Education 

7 

DeCarlo and Robinson ( 1966) believed that if education and business 

are to render maxi.nun :EX)tential, educators in rosiness should acquire 

knowledge of modern teaching methods, devices, and practices and acquaint 

therrselves with findings of research. 'Ibey advocated that industrial 

educators return periodically to the -....orking environment to keep their 

program; up to date. 'lbe proper selection, training and supervision of 

teachers, according to DeCarlo and Robinson, is one of the IIDSt :inportant 

educational activities of an organization. 'Ibey enphasized an urgent need 

for research on the policies governing the selection and ai;pointment of 

teachers in industry, such as: What backgra.mi is required for prospective 

teachers? What are the rrost effective fontB of recognition and conpensa­

tion? What cpportunities are there for advanced study? DeCa.rlo and 

Robinson asserted that rrost of the teachers in industries are only tenpo­

rary and look at it as an enrichrrent job to further their career. 

'lbe Arrerican Council on Education ( 1978) and the New York State Board 

of Regents -....orked on a project to provide credit fran sponsoring colleges 

for courses taken through industry. Approximately 13 million people 

participate in forrcal organizational training every year, according to 

the Arrerican Council on Education. 'lbe aim of the Project on Non­

Collegiate Sp:)nsored Instruction is to facilitate tasks of relating 

fonral course -....ork taken through organizations to programs of colleges 

and universities, according to the Arrerican Council on Education. 'lbe 
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council and the New York State Board of Regents reported that recamrenda­

tions are established in tentlS of educational credit for courses offered 

in business and industry. An evaluation camnittee reviews program:. that 

qualify and issues the National Guide to Credit Recannerrlations for Non­

Collegiate Corrses. '!he 1978 guide contained over 500 courses from 46 

organizations; and estimates were that, in 1979, the guide w::mld contain 

over 900 courses from 70 organizations. 'Ihe evaluation process for recom­

mendations is done by a team ItBde up of industrial specialists as well as 

academic specialists. 'Ihe follo.ring areas are evaluated: course content, 

staff carpetency, subject ItBtter and instruction, instructional method, 

and evaluation of stu:lent perfonrence. 'Ihe results of these recamnenda­

tions are used by colleges and universities to detennine if credit will 

be issued to individuals who corrplete courses successfully. 

Leonard Nadler (1975) believed that the Project on Non-Collegiate 

Sponsored Instruction is a \\Orthwhile effort rut recognized soma problem 

areas. 'Ihese areas inclu:led evaluation of stu::lent perfonnance, staff 

conpetency, and site visits. He believed the team rrust be aware of the 

~hasis on job perfonnance in industry. '!he evaluation process in 

industry ItBY in reality be job perfonrence, according to Nadler. He 

noted that these cautions are few, and the advantages are rruch greater 

for those involved in this project. 

Linkages are defined as any kind of purposeful relationship betv.een 

t\\O or nore rosinesses or educational institutions. This definition was 

given by Strobach (1976), who indicated that nutual benefits for business 

and education fran such linkages could inclu:le joint cost analysis of 

financing college and rontinuing education courses, joint planning of 



continuing education curriculum, and joint discussion of education and 

career matters. 

9 

Dean ( 1980) reported on education and training at Inteniational 

Business Machines (IBM). In 1978 a task force advised IBM to have a cen­

tralized department to provide for an exchange and coordination of infor­

mation. Because IBM is involved in new and productive ways of doing 

things, people who sell, install, and ma.intain products nust be educated 

continually, according to Dean. 

wxenberg (1980) described Arrerican Telephone and Telegraph Catpany's 

(AT&T) educational program as the biggest private program in the w::>rld. 

AT&T spends about one billion dollars per year on its one million ercployees 

in the largest system of educational program; in the United States. 'Ille 

programs are designed to train ercployees to perfonn similarly no matter 

what area of the country they are in. 

Corrigan (1980) believed a distinction exists bet~en trainers in in­

dustry and educators in universities because business has specific goals 

for specific outcanes, whereas education is expected to provide "trainable" 

people who read, write, and listen. Corrigan indicated that business feels 

teachers lack "real v.0rk11 experience. He believed teachers who want to 

enter a training field in industry should errphasize their hwan relations 

qualifications, adult teaching experience, technical subject experience, 

ability to learn new tasks, and leadership skills. 

Broderick ( 1982) interviewed Lloyd Cooper, head of New Mexico State 

University's :Department of Educational Management and Developrent in 

Las Cruces. Cooper believed training directors could expand their train­

ing po.,.ier by brokering existing programs. He further recamnended training 

directors should maintain files on existing programs in the cormunity, 
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inprove contacts with other training professionals, develop contacts 

with university personnel, and utilize ideas from other training depart­

mmts. Broderick reported on the ~rcedes-Penz Truck Corrpany in Hamilton, 

Virginia, that depended largely on Virginia's Tharas Nelson Cormunity 

College to hire fifty production -....orkers. 'Ihe prinary pr03r"am--a six 

hour course--covered working with the metric system and, most i.rrp::>rtantly, 

concepts of team,.ork. Only two of the original fifty have left the 

carpany since the May, 1980, program. 'Ihat lo.v turoover rate represents 

rroney saved. 

over $200 billion of tax :rroney is spent each year on public schools 

and universities and $100 billion of corporate funds for training in 

industry, according to Broderick. Brigham Young University stlrlied the 

nagging question of \tlaste of funds. Five reasons were given for problems 

concerning cooperation between industry and education: (1) lack of mutual 

understanding of purpose, (2) practice of educational institutions' 

inability to meet industry's real \\Orld needs, (3) education of taxpayers 

and corporate concern for stockholders are divergent loyalties that 

carplicate cooperation, (4) trainers' apparent distrust for academics, 

and (5) slON process of government red tape. Broderick's recanm:mdation 

for remedying such problems incllrled the sU3gestion that academia and 

industry becorre closer, that rrore stlrlies be rrade of philosophical dif­

ferences, and that graduate programs in educational administration for 

training directors be developed. 

Olson (1980) reported on the December, 1979, invitational conference 

on "Academic Preparation of Practitioners in Training and Developnent/ 

Hurran Resources Developnent" sponsored 1::¥ the Professional Developnent 

Canmittee of ASTD in W3.shington, oc. 'Ihirty-four academicians repre-
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senting t~ty-six institutions participated. 'Ihe purpose of the confer­

ence was to explore existing training and developnent/hunan resources 

developrent program; by analyzing the elerrents of the programs. 

Eight issues identified as being irrp:>rtant and vital to curriculum 

developnent for Hmnan Resource Developnent/Training and Developnent 

(HRD/T&D) were discussed by participants at the conference: (1) Should 

"H\.IIB.n Resource Developrent" be defined in relation to a profession or 

\\Ork done in an organization? ( 2) Should a core curriculum for preparing 

all HRD professionals be identified? ( 3) Should a net\\Ork of interested 

schools be so~ht to facilitate continuing interaction with ASTD? (4) 

Should nodels be sought for effective interrelationships arcong schools, 

ASl'D and errployees of HRD professionals at the local level, and can 

professional developrent be defined to produce a camon goal? (5) Are 

university curricula in organizational developnent and human resource 

developrent contriblting to healthful relationships bet\veen the t\\O, or 

to their polarization? (6) Ha.v does the concern for quality of \\Ork 

life fit in with HRD professional preparation and responsibilities? (7) 

Is it desirable to define parameters to HRD functioning in organiza­

tions? (8) 9lould universities have an identifiable, special graip 

within ASTD? 

Huddleston and Fenwick (1983) urged educators and business leaders 

to becorre nore aggressive in their leadership roles, or the t\\O will go 

separate ways. Ulplication of services with resources overlapping will 

result unless sarething changes. Joint efforts through research and 

developnent, exchange of personnel, cooperative education and use of 

facilities \\Ould result in increased productivity which produces a con­

tinuous challenge for human resource developnent. 
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'lllis study reviews the current activities of the training and devel­

opnent profession and will produce sane implications for the educational 

field. 'Ille research reviewed in this need for the study outlines some 

of the implications in the literature. 

Limitations 

This stu:1y was limited to the national members of the American 

Society for Training and Developrent in region seven. M:nibers on the 

state level have the choice of being a national rcenber. Names and 

addresses -were obtained fran the Who's Who Directory of Arcerican Society 

for Traiajn:3 and Developnent, 1982. care should be exercised when 

conparing results of the present study with the 1978 study of Pinto and 

W3.lker because of these !X):p.tl.ation differences. 'Ille Pinto and Walker 

study is described in detail in Cllapter II. Data obtained frcm the survey 

of training and developnent professionals -were not ccnpared as to type or 

size of industry which the res!X)ndents represented. 

Administrators of master's degree programs in training and develop­

ment -were listed with the prograns identified in the Arcerican Society 

for Trainin:J and Developnent Directory of Academic.Programs in Trainin:J 

and Developnent/Hunan Resource Developnent, 1981, located in region 

seven. 'Ille person listed in the directory as being the rrain individual 

to contact provided names of those faculty members involved in the 

program. 

Definitions of Tenrs 

To clarify the interpretation of data, the follo.ving terms are 

defined as used in this stuiy: 



Activities: Fbr purposes in this study activities are specific 

skills, activities, and abilities necessary for effective perfonnance of 

the roles of training and developrent professionals. 
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American Society for Training and Developnent: 'Ihe American Society 

for Training and Developrent (ASTD) is a nonprofit educational organiza­

tion serving the needs of practitioners, administrators, managers, 

educators, and researchers in the field of hurran resource developrent. 

Training and Developnent Professional: 'Ihe training and developnent 

professional is any person in any organization 'Whose major responsibility 

is the training and developnent of personnel. 'Ihe tenn "training and 

develo~nt professional" is used synonyrt0.1sly with training director, 

hunan resource developer, education director, training representative, or 

training manager. 'Ihis interpretation is necessary in order to present 

the writings of educators and researchers in the review of literature 

and to report the findings of this research. 

University Faculty Manbers for Master's Degree in Trainin; and 

Development: A tmiversity administrator refers to the faculty rcetibers 

identified by the designated person for Master's Degree in the 1982 

ASID Directory of Acadenic Programs in T&D/HRD in °region seven of 

ASTD. 



CHAPTER II 

REVIEW OF REIATED LITERATURE 

Introduction 

'Ihe purpose of this section is to sunrrarize research st.lrlies and 

related literature in the follo.ring three areas: ( 1) progressive review 

of the needs of training and developnent professionals, (2) profile of 

training and developnent academic programs, and (3) Pinto and Walker 

1978--A study of Professional Training and Developnent Roles and Conpeten­

cies. 'Ihe search of literature of the needs of training and developnent 

professionals reveal just a few researchers in the sixties and a signifi­

cant amount of interest through the latter seventies and early eighties. 

Progressive Review of the Needs of Training 

and Developnent Professionals 

'Ihe follo.ring review of needs of the training profession begins with 

Finley ( 1962) , at 'Which time the training resp:>nsibility was incorporated 

into the personnel administrator's role. By the late 1970's the training 

and developnent profession had been defined and research began. Research 

incltrled developing role rcodels, developing conpetency lists, and devel­

oping curriculum. Finley described responsibilities of the personnel 

administrator as incltrling the follo.ring seven factors: (1) departrrent 

administration--policies, costs, records, etc., (2) errployment and 
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placement-recruiting, interviewing, prarotion, layoff, testing, (3) 

training and management developnent--analysis of needs, joo appraisal, 

supervision and nanagement developrent, progress recording, ( 4) collec­

tive bargaining-negotiating, labor relations, (5) wage and salary ad­

ministration, (6) benefits and services, and (7) personnel research. 
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When carparing these responsibilities of the personnel administrator in 

this article with rrore recent readings, the author rntes that responsibi­

lities are shifting fran the personnel administrator to the training and 

developrent professional. 

Farly research on the needs of training and developnent profession­

als was conducted by Gossage (1967). 'Ihe qualifications and educational 

needs of the industrial training director -were considered. His study 

was directed at those training directors who were members of the American 

Society of Training and Developnent in 1966 and who w:>rked for industrial 

firms in the United States. 'Ihe hypothesis that industrial training 

directors are required to perfonn educational duties for which they 

have not received apprcpriate organized instruction was tested and 

verified. Gossage indicated that training directors believed colleges 

should offer programs and courses to assist than in a~iring the 

catpetencies to accarplish their duties. C.Olleges should offer course­

w:>rk dealing with the ability to: ( 1) develop and supervise training 

programs, (2) understand educational theory and practice, (3) camunicate 

effectively, (4) understand principle of business administration, and 

( 5) conduct classes. Based on his study, Gossage recamended that 

training and developrent pro;rams should be graduate-level programs at 

either the master's or doctoral level. 'Ihe programs should also be 

flexible and accamodate participants with varied backgrounds and 
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employrrent aspirations. Furthenrore the prograrrs should errphasize busi-

ness, education, psychology, and written and oral cormunication, and 

inclu:le an internship program. Gossage sU:Jgested that practitioners and 

universities with programs for training and developnent professionals 

should utilize their talents and personalities in a cooperative spirit. 

Nadler (1970) conducted research in the Pennsylvania area to deter­

mine if higher education could assist in rreeting the educational needs 

of training directors. He proposed that individuals could move directly 

into training positions in industry after obtaining degrees in higher 

education. Nadler felt that such acadanic degrees w::>uld be an effective 

prerequisite for employees and organizations to utilize. An enployee 

cculd achieve an acadanic degree throll:Jh intennediate phases of school 

and w::,rk. Nadler specifically addressed the subject of enployers 1 

hiring graduates with rra.ster I s degrees. He suggested that the demand for 

individuals with rraster 1 s degrees is probably similar to the general labor 

rra.rket where persons with degrees are being sought rrore than ever. When 

employers ask for M:isters of Education degrees, likewise there will be an 

increase in those asking for lx>ctor of Philosophy and Ibctor of Education 

degrees. Nadler stated that employers are seeking persons with M:ister 

of Science degrees in education to help with human resource developnent 

activities and noted that this rroverrent is w::>rthy of further exploration. 

He concluded that few institutions for higher learning are prepared to 

educate the individuals for hUllBil resource developrent divisions. He 

believed that the human resource developer could cane from teacher 

trainer institutions and have forrral training supplerrented by actual 

experience. 'Ihe human resource developnent specialist will require more 

skills and nnre preparation before coming to the job and nust have a 
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greater recognition of the :i.rrpact he/ she will have on individuals and 

organizations. 

Cllalofsky (1972) corrlucted a stu::ly of graduate-level education for 

professionals perfonning the training function in goverrment. He recan-

manded that a graduate-level adult education program utilizing a carpe-

tency-based curriculum for training professionals be adopted for existing 

programs. He recamended that program developnent, adult learning, ad-

ministration, and adult counseling be incltrled in the curriculun. He 

encouraged colleges and universities to develop graduate programs for 

training and developnent professionals based on his findings. 

Hodapp (1974) conducted a stu:iy with a t\\0-fold p.rrpose related to 

the training practitioner: first, to study which basic skills are 

needed: and second, to detennine which academic courses will contribute 

rcost to the professional developnent of these skills at the trainee 

level, the practitioner level, and the managerial level. 

'Ihis study provided a general understanding of the role of the train-

ing and develq:ment practitioner in business, industry and government. 

Eirphasis was placed on: (1) the essential skills at each level (trainee, 

practitioner, and managerial): (2) the guidance and counseling infonna-

tion necessary for career developnent: and (3) the academic developnent 

needs of personnel currently arployed as training and developnent prac-

titioners. Hodapp surveyed 10 percent of the ASTD national membership, 

and 873 resp::>nded. He noted that, despite splintering in federal expend-

itures, all fonns of funding for education and rranpc7,11er developnent 

increased during the period of 1964 to 1972 fran $175,000 to $975,000. 

Hodapp concltrled that training and developnent practitioners: 

1. No longer consider on-the-job training adequate as a means of 
developnent and gro.vth. 



2. Tend to feel that institutions of higher education should 
establish degrees at the \IDdergraduate level. 

3. Believe that training and developrent should be a separate, 
integral part of an organization. 

4. SUpp::>rt an enpirical relationship betv.1een skills and academic 
developnent needs. 

5. Enjoy a high level of job satisfaction. 

6. Need acadenic career developnent and suggest the Business 
Mministration Department to house the program (p. 172). 

:Ebdapp further suggested that researchers should: 

1. Elaborate on nore vocational skills. 

2. Corrluct task analysis of training and developnent practitioners 
to detennine duties and resp::>ns.il::>ilities. 

3. Stooy organization qualification standards and recruitment 
criteria incluling expectations at entry, practitioner and 
nanagerial levels. 

4. &lrvey specialized courses by higher education to develop a 
truly neaningful curriculun at academic level. 

5. Analyze the level of interest in 'What has been done and what 
needs to be done in the area of professionalisn of practi­
tioners (p. 172). 

Farnsw::>rth (1975) outlined a criterion for selecting organizational 

training officers. '!hey should ( 1) be a graduate ( indicating that they 

are doers and knCMledgable about opp::>rtlIDities as ·well as leaders), (2) 

have· four to five years of e:xperience in industry, (3) be knCMledgeable 

about the training career and the process of training in industry, (4) 

be aware of the different abilities to camunicate, to influence, and to 

persuade, and (5) possess such personal qualities as logic, enthusiasm, 

and leadership 'Which would establish the officers as effective v.0rkers 

and in!>rove their relationships with ercployees. 

Olalofsky and Cerio ( 1975) conducted research set up by the United 

States Civil Service camtl.ssion to design and inplenent a professional 
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developrent program to increase the effectiveness of ercployee developrent 

specialists ( EOO) • 'lhe four roles identified for ercployee developnent 

specialists -were learning specialist, consultant, program rranager, and 

administrator. 'lhe findings inclooed a description of each role, and 

listed the duties and resp::,nsibilities of each role as -well as activities 

necessary to perfonn the function. 

Chalofsky and Cerio recamrended that personnel managers, supervisors, 

and ercployee developrent specialists use these findings to aid then in 

detennining the training needs of training and developnent specialists. 

'lhe list of activities inclooed being able to: (1) organize different 

activities, (2) select ag,ropriate instructional methods, (3) write 

concisely, ( 4) organize infonrational content of training, ( 5) formulate 

behavioral learning objectives, (6) outline rraterials, (7) conduct 

classroan training, (8) corrpile infonration, (9) locate and procure 

previously identified learning rraterials and equipnent, (10) establish 

rapp::,rt with people, (11) speak clearly and distinctly, (12) acx:ruire 

knONledge of unit goals, objectives, and -....ork processes, (13) be aware 

of rrodern theory inclooing nntivational theory, and (14) corrpile charac­

teristics, advantages, and disadvantages of rrajor 'instructional method­

ologies. 

Craig (1976) identified three roles of the training and developnent 

professional. He indicated that the training and developrent profes­

sional is a learning specialist, an administrator, and a consultant. 

'lhe learning specialist is one who has the skill to apply learning 

theory and methods to meet training needs. 'lhe administrator role of 

the training and developrent professional is to recruit, select, and 

develop the training staff, plan programs, set up the carm.mication 
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process and carry rut financial planning of training effort and adminis­

trative steps to process the training function in the organization. 'lhe 

consultant concentrates on problem solving, change, and organizational 

developnent. Craig's analysis of the roles for the training and develop­

rrent professional directly agreed with stu:iies done by Lippitt and Nadler 

(1979}. Craig noted that successful perfonrance of roles requires skills 

for the specific role, and knowledge of the organization. He observed 

that in choosing saneone fran in-house the person w:mld have organiza­

tional knowledge tut lack the skills for the specific role. In this 

case, he was of the opinion that the carpany may not want to spend 

rroney to train properly, which nay result in high turnover in the 

training staff. 

'lhe purpose of ca.stellucis' (1976} stlrly was to identify types of 

training required by tusiness, to identify the plans of business to 

meet these needs, and to identify and document the carmitment of Oklahcma 

rosinesses to assist the educational cannunity in establishing program:; 

for retraining and upgrading the professional \\Orkforce. castellucis 

surveyed all maribers of the 'fulsa and Oklahoma City Cliapters of the 

ASI'D except those members who v.iere frcm public educational institutions. 

castellucis conclu:ied that a need for training of errployees existed 

in the businesses he surveyed. 'lhe greatest need was for supervisory 

training. UJX3rading training ranked second. He also concltrled that 

Oklahana businesses have specific plans and programs for rreeting the 

training needs of their errployees. Much of the training will be carried 

out in-house by the canpanies themselves. M:>st of the businesses sur­

veyed \\lere not open to the idea of offering assistance to the educa­

tional camunity for the purp::>se of establishing training programs for 



their errployees. 'Ihe srraller rosinesses seemed to be rrore open to the 

idea of offering assistance than v.1ere the larger businesses. 'l'he busi­

nesses interviewed v.1ere, hailever, willing to allocate both time and 

rroney for the training needs of their own etployees. castellucis 

reccmrended that rrore stu:lies of this type should be conducted. Needs 

assessments could be done through ccx,perative efforts of local ASI'D 

chapters and state departmmts of education. castellucis stated that 

businesses with training needs should initiate contacts with schools, 

because in his opinion it is easier for rosinesses to identify a school 

which could provide training than for schools to identify rosinesses 

with a particular training need. He further recanrcemed that in order 

for businesses and educational ccmrunities to v.0rk together better they 

should share their rran:p:::,.ver. 

Jorz and Richards (1977) conducted further stu:ly to develop a cur­

riculum for training professionals in federal goverrmen.t, particularly 

the etployment and developnent specialist (ECS). 'lhe curriculum plan 

outlined tasks, conpetencies, and tenninal objectives and suggested 

learning strategies and content in a series of modules for each of the 

five roles indicated. 'lhe roles identified was learning specialist, 

consultant, administrator, program manager, and career counselor. 

~tice that with subsequent research the roles of the training and 

developnent professional are expanding. Originally three roles were 

identified by :Nadler and Lippitt (learning specialist, consultant, and 

administrator) : Chalofsky added the fourth role ( program manager) in 

an earlier study: and the fifth role emerged in this research. 

lilstennan (1977) described the educational training programs 

arrong corrpanies having 500 or rrore errployees, explored factors that 
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might account for differences in their scope and character, and examined 

trends and sane changes of the recent past in education in industry. 

His study 'Wa.S based on publications, interviews, corresp:,ndence with 

carpany officials, and resp:,nses from 610 private and nonagricultural 

conpanies on the twelve-page questionnaire, which represented a 20 

percent return rate. 

Lustennan's stu:fy revealed that only one out of five of the execu­

tives surveyed rejected the idea that business had anything to offer 

traditional institutions about educational metho:ls. llbst felt schools 

could learn fran industrial nethods of educating enployees. 'Ihe study 

also indicated that a majority of C'Cllpa.Ilies had no erployees who devoted 

all of their ti.rte to educational and training duties. 'Ihe majority of 

the canpany's training and educational specialists have other primary 

duties. M:>st of the full-ti.rte employees in training and education were 

found in the corp:,rate level of the organization, training, or human 

resources deparble'lt. 'I\toA9nty-seven percent were in other corp:,rate­

level departments, such as sales and data processing. 

llbst colleges and universities are very resp:,nsive to conpanies' 

needs, offering courses during convenient times and on carpany sites, 

according to the findings of Lusternan' s research. He also rep:,rted 

that firms which anploy less than 1,000 people depend on persons 

already trained or on-the-job training. Srraller firms tend to use 

ootside resources for training staff while larger firms are rrore likely 

to have in-hoose educational training staff and programs. 'Ihe cost of 

the major educational training programs vJa.s analyzed in the stu1y 

according to corrpany size. 'Ihe findings are as fella.vs: for corrpanies 

anploying 10,000 or rrore, costs were $67 .20 per erployee for in-house 
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program; and $10.40 per ercployee for outside program; or a total of 

$77.60 per errployee. In ccnparison, carpa.nies errploying fewer than 

1,000 ercployees paid $12.60 per ercployee for in-house program; and 

$14.30 per errployee for outside programs, totaling $26.90 per enployee 

for training. According to these findings, alnost three tines as nuch 

is spent for errployee training in carpanies with roc>re than 10,000 em­

ployees than in carpanies with fewer than 1,000 errployees. 'Ihe author 

notes that variables other than cacpany size could account for the 

difference. 

Liwitt (1979) advocated that the key to the preparation of hlJtlail 

resource developnent professionals is having a mixed background of 

interdisciplinary education and experience. Liwitt (p. 66) stated, 
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"It seems alnost nendatory that they (humm resource developnent 

professionals) should have university training in sane discipline and 

preferably several disciplines." He si..ggested that psychiatry, general 

psycoology, public administration, sociology, and anthropology v.0uld 

serve as a basic ootline for areas of fornel education. Lippitt proposed 

that the purpose of this mixed discipline is to give professionals 

general practice rather than narr<:lN' specialization. 

'Ihree roles of the training and developnent professional were 

reported by Lippitt and Nadler (1979): learning specialist, adminis­

trator, and a:nsultant. Liwitt and Nadler found that in a small 

organization, the training and developnent professional nay perfonn 

all three roles, and in a large organization several individuals v.0uld 

be responsible for the training function of the organization. 'Ibey 

identified the major need for the consultant to recognize and use 

training as a tool for rcanagement problem solving in the follo..r.ing 
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ways: (1) help mmagement recognize the organization's problems, (2) 

help rnanaganent examine the contrirution of training to solving problems, 

(3) help examine long-range and short-range objectives of training, (4) 

help explore alternatives to training and problan solving, (5) develop 

training plans with mmagement, (6) explore resources for inplementing 

goals, ( 7) provide consultation to mmagenent for follCM~p steps to 

enforce the solution, and ( 8) explore the evaluation process. 

Hamilton (1982) described m:x:lules used to enhance the skills of 

individuals who develop curriculun in occupational education prograrrs. 

'Ihese materials could also be used to enhance the carpetencies of indus­

try course developers. '!he nodules consist of the follcwing categories: 

(1) curriculum, (2) conducting task analysis and developing instructional 

objectives, (3) selecting instructional strategies and assessing stu::l.ent 

achievenent, (4) relating learning difficulties and instructional methods, 

(5) selecting and preparing instructional rraterials, (6) evaluating 

vocational education curricula, and (7) preparing for curriculun change. 

'!he 1978 study by Pinto and W3.Jker provided background inforrration 

for Digeorgio' s 1982 sttrly. over 200 graduates and st\rlents in university 

continuing education training and developrent courses were surveyed. 

Training rcanagers frcm 35 finns also provided extensive infonnation about 

the training needs of entry-level training and developrent professionals. 

'Ihree major conclusions were reached. 'lhe first conclusion was that t'-1.0 

different alrliences are likely to be drawn to university-sponsored contin­

uing education programs in training and developnent and that separate 

prograrrs should be offered, one for those persons currently '-1.0rking in 

training and developnent and another for those wanting to enter the 

field. 



Digeorgio (1982) described a study by the New York M:!tropolitan 

Chapter of ASTD. 'Ihe purp::>se of the stooy was to detennine the needs 

of riew entrants to the training field. 

Ebr entry-level trainers, Digeorgio (1982) recamended four core 

courses for entry-level developnental needs and stggested these four 

goals: (1) developing platfonn skills and leading training activities: 

(2) developing training 1TB.terials: (3) designing training program;: and 
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( 4) analyzing training needs and evaluating training programs. Digeorgio 

suggested that four core courses be in-depth, graduate-level classes that 

lead to sane fonn of diplara. Trainers who later pursue graduate degrees 

in b.lsiness organization developnent and adult learning could apply this 

course \\Ork toward their degree. Digeorgio recamended that the program 

for the entry-level trainer be short, inexpensive, and aimed at helping 

participants make a transition into the training field. 

He further stggested three 1TB.jor courses for the entry-level trainer 

as follows: (1) a training and developnent transition program consisting 

of an introductory course to give participants an overview of what the 

trainer does: (2) a \\Orkshop in conducting classrocm activities for 

adults ( the skill nest ircportant to entry level trainers) , and ( 3) a 

\\Orkshop designed to help plan and execute a jd:> search in training 

and developnent. In addition, Digeorgio stggested steps be taken 

to increase the credibility of continuing education programs. He 

conclwed that universities should involve the training cannunity in 

developing standards for university training programs by fonning a 

camrl..ttee of leading training 1TB.nagers to review course content and 

evaluation procedures. 
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Nadler (1982) felt it essential for programs in hurran resource 

developnent to remain in step with "real \\Orld" needs. His program at 

George Washington University utilizes five sources to detect change: 

research, professional associations, external faculty \\Ork, sttrlents' 

field w::,rk., and advisory canm:i.ttees. Some of the recent changes incltrle 

course offerings for sttrlents just entering the field Nadler noted. He 

has increased courses for technical training, education, and rranagerrent 

of HRD programs. He also has internships and offers ccnputer literacy. 

'lhe nost recent research corcpleted by the ASTD Professional Develop-

ment Ccmni. ttee was perfonned by M=I.agan and Bedrick ( 1983) v..ho engaged 

in the project in 1981 to define the training and developnent field. 

'lhe purpose of the study was to define excellence in the training field 

to be used as 

A standard of professional perfonnance and developnent by 
ASI'D, organizations, educational institutions, training and 
developnent departments and individuals practicing or expecting 
to practice in the training and developnent field (p. 10). 

'lhe results -were gathered fran literature reviews, questiormaires, of 

field experts, and ASI'D project team reviews and analysis. over 1000 

individuals -were reported to have been involved in. the stujy. 'lhe 

procedure was a six step investigation: (1) detennining roles, (2) 

detennining envirormental effects, (3) identification of outputs, (4) 

identification of conpetencies and their relation to roles, (5) study 

of carpetencies and their relation to each other, and (6) creation of 

behavioral anchors. 'lhese six steps produced nine products to be util-

ized by training and developnent professionals, managers, professors, 

ASI'D and people interested in entering the field. Product 1: A Hurmn 

Resource Wheel defines nine human resource practice areas of v..hich 

training and developnent is one (see Figure 1). 



Product 2: A Definition of Training and Developrent (ll-tlagan and 

Bedrick, 1983, pg. 14) the unique focus for "identifying, assessing-

and through planned learning--helping develop the key conpetencies 

which enable individuals to perfonn current or future jobs." Product 
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3: A List of 34 Fbrces Expected to Affect Training and Developrent 

Practices rrerged into seven categories. 'Ille seven forces include 

technological, organizational, educational systan, learning, sociological 

lifestyles and values, econanic, and governmental/political. Product 

4: Fifteen Training and Developrent Roles which are listed in Table I. 

Product 5: 102 Outputs for the Training and Developnent Field which 

were categorized into 31 

groups (see Table II). Product 6: Behaviorally Anchored Catpetency 

M:xiel for the training and developrent field which takes each conpetency 

listed in product five and describes basic, interrrediate and advanced 

behaviors. Product 7: Profiles Describing the Oltputs and Conpetencies 

~rtant for Each Role canbines the 15 roles and 102 outputs and 

corrpetencies. Product 8: Fbur Role Clusters energed to (1) Interface 

Cluster-group facilitator, instructor, marketer, and transfer agent, 

(2) Concept Developrent Cluster--instructional, writer, program designer, 

and theoretician, (3) Research Cluster-evaluator, needs analyst and 

task analyst, and (4) Leadership Cluster-manager and strategist. 

Product 9: 'Ille Roles and Carpetencies Matrix which charts the roles 

and conpetencies critical to each other. ll-tlagan and Bedrick note this 

study to be a major step ta.,,,ard the professionalization of the field and 

ASTD's camnitnent to that end. 
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TABLE I 

MCIAGAN AND BEDRICK FIFTEEN ROLFS AND DEFINITION OF 
TRAINING AND DEVEU}EMENT FIELD 

1. Evaluator 

2. Group Facilitator 

3. Individual Developnent Counselor 

4. Instructional Writer 

5. Instructor 

6. Manager of Training and Developnent 

7. M3.rketer 

8. Madia Specialist 

9. Needs Analyst 

10. Program Administrator 

11. Program Designer 

12. Strategist 

13. Task Analyst 

14. 'Iheoretician 

15. Transfer Agent 
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1. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

11. 

12. 

13. 

14. 

15. 

16. 

17. 

TABLE II 

MCLAGAN AND BEDRICK THIRTY-ONE CCMPETENCY GROUPS 
IN THE TRAINING AND DEVEIDIMENT COMPEI'ENCY IDDEL 

Adult I.earning Understanding 18. Objectives Preparation 
Skill 

A/V Skill 
19. Organization Behavior 

career Develop-rent Knowledge Understanding 

Q::rcpetency Identification Skill 20. Organization Understanding 

catputer Conpetence 21. Perforrcance Observation 
Skills 

Cost-Benefit Analysis Skill 
22. Personnel/HR Field 

Counseling Skill Understanding 

Iata Reduction Skill 23. Presentation Skills 

Delegation Skill 24. Questioning Skill 

Facilities Skill 25. Records M:rnagenent Skill 

Feedback Skill 26. Relationship Versatility 

F\.lturing Skill 27. Research Skills 

Grcup Process Skill 28. Training and Developrent 
Field Understanding 

Industry Understanding 
29. Training and Developnent 

Intellectual Versatility Techniques Understanding 

Library Skills 30. Writing Skills 

M:Jd.el Building Skill 31. Negotiation Skill 
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Profile of Training and Develop-rent 

Academic Programs 

Until the 1970's, fEM universities identified the training profes­

sion as an area of concentration for their graduates. As universities 

started analyzing the needs of the l:usiness canrrunity, academic programs 

for the training and developnent profession emerged. A fEM of those 

programs are described in this section. 

Nadler ( 1981) based his rrodel of a training and developnent profes­

sional on extensive research conducted over the previous 25 years and on 

job perforniance and expectations of human resource individuals. Nadler 

also described the carefully developed concept and w::,rking definition 
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of HRD as: (1) an organized learning experience: (2) With in a stated 

period of time: and (3) having the objective of producing the possibility 

of perfonnance change. All course w::>rk is graduate level. 

'Ihe first course in the field was taught in 1948, and the program 

grEM slc,..,rly with no full-time faculty until 1965. Nadler joined the 

faculty in 1965, after 25 years as a practitioner. By 1980, his depart­

ment had grONn to four full-time faculty members with a parallel increase 

in the number of stlrlents and course offerings. According to Nadler, 

the field of HRD requires people who have an interdisciplinary focus. 

Nadler's stlrlents had varying characteristics. For rrany years he 

attracted mainly practitioners who had middle - or high-level positions 

in HRD rut lacked an academic background. Since the middle 1970' s, 

hc,..,rever, an increasing number of students are entering the HRD field. 

'Ihis group lacks practical w::>rk experience, requiring Nadler to alter 

existing courses as well as develop additional course v.0rk. 



As can be seen in Figure 2, the Nadler MJdel identifies three 

categories of people in the HRD field. 'Ihe acadanic approach, re-

quiring a degree, is apprcpriate only for Category One, the Profes-

sionally Identified, although sane courses are available to other 

categories of practitioners. Nadler (1981, p. 79) described the 

Professionally Identified as people exarplified by the follo.ring 

staterrent, "I have been in HRD for three years, I am in it nON, and 

I expect to stay in the field for at least another three years." 'Ihe 

largest group, the Organizationally Identified groop, was described 

by Nadler as individuals who have been tenporarily assigned to the 

HRD function. Category 'Ihree was conposed of those people who do not 

....ork full-time in HRD but who do becane involved in the operations of 

HRD. It is possible for an individual to be in any one of the nine 

cells and at one of three levels: basic, middle or advanced. 

Learning 
R Specialist 

HO 
R L Administrator 
DE 

s 
Consultant 

I 

PIDFFSSIONAL CATEX30RIES: 

I. Professionally Identified 

Source: Nadler (1981) 

II III 

II. Organizationally Identified 
A. Time Indefinite 
B. Tine Definite 

II I. Collateral Duties 

Figure 2: Nadler's t-bd.el for Professional Developnent 
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Nadler developed his rrodel bet-ween 1970 and 1980 and based it on 

the follo.ving assurrptions: 

1. '!he core of the field of HRD is the theory of learning. If 

the HRD practitioner does not understand ha.v adults learn, it is not 

possible for him or her to teach them. 

2. An HRD practitioner nust know nore than learning. 

3. M::>st HRD practitioners entered the field through routes other 

than the training field. Nadler's predication is tllat, within the next 

five years, a significant number of individuals will have taken academic 

v.0rk to prepare therrselves for this field. He also predicts that in­

creasing numbers of persons currently v.0rking in HRD will be returning 

to the universities to take courses in HRD. 

4. '!he field of HRD is changing. Forces producing the changes 

are: concern aba.lt increasing productivity: ne'W lifestyles and the 

resultant changes in v.0rk styles: the shift in population and v.0rk 

force by age, race, and sex; and the irrpact of technology on learning. 

As presented in Table III, Nadler suggested various roles (includ­

ing sub-roles) and activities for HRD specialists. One limitation of 

the m::xlel according to Nadler is the need for spelling out performance 

level and activities for each cell. He also noted a fourth dilrension, 

not provided for in the rocxlel, is the differences found among organiza­

tions. For exarrple, does the rrodel vary, or need to be changed, if 

HRD people are in sales rather than manufacturing? Nadler indicated 

rrany universities are beginning to offer prograrrs bearing the label of 

HRD. '!he m::xlel can be used to identify the core curriculum for the 

field. He was concerned that too long a delay in identifying a core 

33 



34 

curriculum will result in rrany graduates with a degree in HRD rut with no 

consistency in what was stoo.ied. 

A listing of the courses offered at the George Washington University, 

and their relationship to the roles identified by Nadler can be seen in 

Table IV. 'lhe listing is for general infonnation only, and Nadler noted 

that no stw.ent is forced to foll cw a particular track. Rather, an in­

dividual program which reflects the professional goals of the stooent 

is developed with the help of an advisor. Nadler \t.Ould like to see the 

developnent of additional rcodels which can help us understand the field. 

'lhese rcodels should be related to the professional developrent of HRD 

people. 1-\coording to Nadler, the hu:nan resource developnent is on the 

threshold of significant advancement for professional developrent. 

Olalofsky { 1981) , assistant professor of education at Virginia 

Tech-Dulles, described his program as having played a leading role in 

continuing and extension education throU3hout the state. <llalofsky 

noted that people in hurcan resource developrent realize the need for 

rn::>re research on~ adults learn. <llalofsky's goals are to develop 

professionals in this field who can understand the global nature of 

lifelong learning, yet can also help adults learn and grow in any 

setting. According to <llalofsky, it is inperative that graduate 

stooents begin their program with an understanding and appreciation of 

the trercendrus influence adult lifelong learning will have in society, 

especially as we becane a post-industrial learning society. At Virginia 

Tech-Dulles the stw.ents choose specialty areas such as HRD, adult 

education, and educational gerontology, and tracks, such as program 

administration, facilitation of learning, and camseling and consulting. 



TABLE III 

LEONARD NADLER'S ACTIVITIES AND ROLES 
OF THE Ht.MAN RESOURCE DEVEIDPER 

Learning Specialist: 

Learning Facilitator 
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Works directly with the learner as an instructor, teacher coach, 
camselor, or in conjunction with rrachine rrediated instruction 

CUrriculum Builder 
Designs learning experiences through appropriate uses of adult 
learning theory and frequently with subject rratter specialists 

Instructional Strategies Developer 
Develops the methods, techniques, materials and devices to sup­
plercent the learning design 

Administrator: 

Developer of HRD Personnel 
Provides for the continuing professional gra.vth of HRD staff 

&lpervisor of HRD Programs 
Performs the usual supervisory functions for programs being 
developed as 'Well as those being conducted 

Maintainer of Relations 
Provides for continoous ccmrunication with various groups and 
individuals, both internal and external to the organization 

Arranger of Facilities and Finance 
Prepares buigets, plans for facility design and use 

Consultant: 

Advocate 
Recamends appropriate actions to ne.nagement regarding HRD 

Expert 
Provides management with the range of choices from which they 
can rrake the necessary rranagercent decisions abo.lt HRD 

Stimulator 
Encourages management to explore various areas of HRD as a 
resp:>nse to problems 

Change Agent 
Assists management in identifying needed areas of change and 
provides assistance in planning for change 



'!heir speciality area and track, plus outside electives, conprise the 

professional focus of their programs. 
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Niemi (1981), professor of adult education at Northern Illinois 

University (NIU), believed it to be .irrportant to have a mixture of 

students representing varioos geographic locations, different occupations 

and culturally di verse groups. 'Ihe design of the master' s degree program 

at NIU offers stu:ients an opportunity to acquire expertise in a specialist 

role. Although master's-level advising is handled by a full-time acadanic 

counselor in cooperation with the chairperson of adult and continuing 

education, each master's student is encouraged to have an adult and 

continuing education staff member (mentor) on his/her advisory carmittee. 

'Ihe M.S.E. or Fd.D. degree consists of core courses (Generalist), 

Specialist courses, internships, field studies, and research. 

'Ihe University of Pittsrurgh offers an HRD program called industrial 

carm.mication and training through the Graduate School of B.lsiness and 

the Graduate School of Public and International Affairs. Seels and 

Spiro (1981), associate professors at the University of Pittsburgh, 

described their program goal as the developrent of professionals in 

the hunan resource area of an organization. 'Ihe faculty at Pittsburgh 

assessed content needs in the follo.ring ways: surveying stu::ients and 

graduates, using advisory professional association assessment studies, 

and surveying the literature. Based on the needs assessrrent, they 

identified the follONi.ng content needs: (1) Basic (core): adult 

learning, adult education, and educational research; (2) Career planning: 

professional associations, marketing oneself, and professional issues; 

( 3) Instructional design: design of packages and programs, carrrnnmication 

and innovation theory, psychology and media, CAI, and independent study 



TABLE N 

GEORGE WASHINGI'ON UNIVERSITY 
SCHOOL OF EDC..o\TION AND HlMAN DEVEIDFMENT 

COURSE LISTING 

Learning Administrator 
Specialist M3nager Consultant 

Supervised Experience in Adult 
I..earning 

x 

Designing and Inplerenting X 
Conferences and Meetings 

Technical HRD Programs X 

Systems Approach to Instructional X 
Design 

H.mlan Resource Developnent x 

Designing Training Programs in HRD X 

Group 'Iheories and Techniques 

PractictJn in Adult Learning 

Adult Learning: 'Ihe Adult as a 
Learner 

Instructional Strategies for Adults 

x 

x 

x 

x 

Interviewing and Counseling for HRD X 

Evaulating for Adult Learning Programs X 

Current Issues in Adult Learning x 

Administration of Adult Learning Programs 

Consultant-Client Relationship in HRD 

Seminar: HRD x 

International Experience (Ireland) x 

International Programs x 

International Experience (Cllina) x 

x x 

x x 

x x 

x x 

x x 

x x 

x x 

x x 

x 

x x 

x x 

x x 

x x 

x x 
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:rre.terials: (4) Production: television, rnultiima.ge, and scripting: (5) 

Utilization and selection: television, managanent, and media selection: 

(6) International training: cross-cultural considerations, economic con-

siderations, and resources: ( 7) Electives: business, vocational education, 

group dynamics, and international affairs involvement: and (8) Field study: 

internships and field study. Seels and Spiro arphasized that students do 

not need and cannot take courses in all the areas noted, rut the list 

represents the areas which students want and need. An advisory camrl.ttee 
" 

of practitioners fran rosiness and industry guides the continuing revision 

of the program. 

Lipton ( 1981) , assistant professor at the New School for Social 

Research, reported the grcwth rate of HRD programs has been exceeded by 

only a few other new or expanding professions. Lipton contends organiza-

tional dercands in the environnent have created this supply and that higher 

education, no,., plagued with the demand side of the equation, has responded 

with an interesting array of offerings. Lipton explained that the new 

School for Social Research in New York developed a program that defined, 

hman resources nanagement in its nost literal fonn creating an 
enviromient which will put people to tt.0rk in productive and satis­
fying jobs, benefiting not only themselves rut also the organizations 
with which they are associated (p. 122). 

'Ihe definition dictated a broad based curriculllll that tt.0uld also be valued 

for the many specializations available within the field. 'lhe curriculum 

as described by Lipton enconpassed a variety of courses a.iired at providing 

the stu:ient with: 

1. Expertise in personnel and hmian resources managanent in 
its different dimensions: recruitment and selection, coopensation, 
perfonnance evaluation, and organizational behavior: 



2. Expertise in human resources developrent in its different 
dimensions: planning, administration, training, counseling and 
placement; 
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3. Expertise in lal::x::>r relations. A sequence in this area pro 
provides the background knCMledge and skills essential to the col­
lective bargaining process and the i.nplementation of lal::x::>r agreements; 

4. KnCMledge of the structure and dynamics of the lal::x::>r rrarket, 
and an awareness of issues dealing with the structure of w:::>rk; 

S. Basic preparation in rranagement theory and practice. 
Courses inclooe the developnent of long-range plans and evaluation 
of programs, organizational behavior, problem diagnosis, strategies 
for effective change, proouctivity i.nprovement, and preparation of 
boogets and proposals; 

6. A grasp of the interplay among government, nonprofit organi­
zations, and private rosiness; and 

7. Knc:Mledge of urban issues and problans to provide an under­
standing of the setting in which graduates will function, (p. 123). 

Riesett (1982), director for the Training Specialist Certificate 

Program of Georgeto.vn University, considers his certificate program to be 

an effective alternative to the academic degrees. 'Ihe nine-rronth program, 

fran Septaril:)er to Jtme, incltrles a series of six three-day w:::>rkshops. 

'Ihe six w:::>rkshops are spaced six to eight weeks apart and include the 

follo.ring topics: (1) Program Design: A Systems Approach, (2) Adult 

Learning and Adult Transition, ( 3) Program Design: Micro Design--M:!dia 

and Graphics, (4) Evaluation of Training Programs, (5) Facilitating 

Learning in Snell Groups, and ( 6) Trainer Platfonn Skills. 'Ihe program 

design requirement incltrles a six-step needs assessment in the ercploying 

organization. 'Ihe project must be carpleted for the award of the 

certificate, according to Riesett. 

Kennedy (1982) carpleted a Delphi survey to rank catpetencies of 

the training profession and assign units of curricular tirre to each 

area. Sixty-tw:::> panelists were chosen on the follcwing basis: (1) 
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received a graduate degree fran educational technology prograrrs at 

Indiana University, ( 2) w::,rked or was w::,rking in training in business, 

and (3) had been associated with an academic program in the past ten 

years. She concluded that instructional developnent was the rrost irrport-

ant conponent of a proposed curriculun and should be corrposed of 12 

credit hours ( see Table V) • 

TABLE V 

KENNEDY STUDY 
CREDIT HOURS DERIVED FRG1 PERCENI'AGE POINTS 

ASSIGNED BY DELPHI PANALISTS 

Major Curriculum Area Percentages 

Instructional Developnent 24% 

Product Design and Developrent 18% 

Learning Theory 14% 

Basic G::mrrunications 14% 

Evaluation 13% 

Business Theory 10% 

Background Skills and Catpetencies 7% 

Credit Hours 

12 

9 

7 

7 

6.5 

5 

3.5 
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According to Kennedy, the seven curriculun categories consisted of 

the folloring content areas: (1) instructional developnent, including 

skills such as analysis techniques and strategies: ( 2) product design 

and developnent, carprised of product kna.vledge and skills, instructional 

madia theory, planning techniques, conputer knowledge and skills, and 

production management skills: ( 3) learning theory, which is mainly in­

structional approaches and strategies: (4) basic camrunications, which 

covered written and interpersonal camunications: (5) evaluation, in­

cluding evaluation of programs for cost-effectiveness of the training 

effort: (6) business theory, which applied to specific content area of 

training and developnent as well as organizational developnent: and 

(7) background skills and a:mpetencies, catprised mainly of interaction 

strategies and organizational skills. 'Ihe credit hours total 50 which, 

Kennedy notes, is above the no:rmal master's level requirements and falls 

between the naster's and specialist degrees in credit hours. 

Kennedy caupared the results of reccmrended content areas and 

curriculun categories with the current curriculun of Training Systems 

Technology at Indiana University. She found discrepancies in areas of 

research and statistics, educational foundations and rreasurercent testing, 

all of which were requirements, but were not reccmrended by the findings 

of her Delphi study. Organizational developnent was errphasized too rruch 

in current programs. She also noted that instructional developnent 

(specifically analysis techniques}, product design and developnent, and 

evaluation/management/administration were all recorrrrended in the study, 

ha.vever, they were not enphasized in current programs. 

Kennedy made the folla.ving reccmrendations that colleges and 

universities with graduate degrees in educational technology should: 
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(1) expand into the rosiness and industry rra.rket, redesign curricula to 

meet their needs, and consider the findings in attenpts to meet those 

needs: (2) reevaluate the prerequisite skills for the program:;: (3) 

consider internships to meet the applied skills necessary in entering 

the rosiness industry: and (4) cooperate with rosiness and professional 

associations to strengthen programs and exchange infonnation. 

Smith and Iutz (1982), professors in the Counseling and Hunan 

Resource Managenent master's and doctoral degrees at East Texas State 

University, described the course w:>rk in their program. '!hey have 

matched course w:>rk with the carpetency areas reccmnended in the Pinto 

and Walker study ( see Table VI) • 

Bentley, Robson, and Hansen (1982) described their master's level 

Huran Resource Administration (HRA) Program at Utah State University. 

They have taken the generalist approach to preparing professionals in 

the field with specialization areas also being offered. These three 

authors identified present and future issues of the professionals in hunan 

resources, then designed a curriculun for all stuients in general as well 

as for the in-service practitioner. '!heir program was placed in the 

Business and F.concmic Developrent Services Department, an extension and 

outreach unit within the College of B.lsiness, Department of Econcmics. 

'!he HRA Master's degree requires a minimun of 52 quarter hours consisting 

of 25 hours in Econ:mics, 10 hours each in tw:> disciplines like Business 

Administration, Public Administration, Psychology, or Sociology. Courses 

in research methodology, statistics, carputer science, and a research 

paper are anong the renaining requirenents. 

Bentley, Robson, and Hansen anticipated three career opportunities 

for the graduates and participants in the program: ( 1) personnel 

administration, (2) training and developnent, and (3) public rnanfX:Mer 



programming. Personnel administration is described as inclwing labor­

management relations, manp:,wer planning, productivity and quality of 

\\Ork life, and general personnel \\Ork in private and government sectors. 

'lhe specialized area of training and developnent inclu:ied organization 

developnent, instructional technology, and training administration. 'lhe 

third area of public nanp:,wer programming inclu:ied ranedial erployment 

and training programs in the governmental sector such as job service, 

youth programs, CE:rA, and macro nanp:,wer planning. 

Fork {1981) believed academics have for nany years viewed training 

as a highly specialized endeavor which could not be cacpared with the 

altruistic goals of education as camonly foond in colleges and univer­

sities. He noted .important changes 'Which have taken place in higher 

education and the field of training since the early 1960's. 

Acoording to Fork, practitioners in the field of training have becare 

nore familiar with techniques and concerns of the organizational de­

velqment and hunan resource developnent fields. 

Fork cautioned about the risks involved when institutions canmit 

to the starting-up of a nf?M program such as training, as he believes 

it is politically sensitive and has questionable academic value. Be­

cause there are no agreed-upon carpetencies or established curriculums 

for such proposed programs, nany administrators and other decision 

na.kers have taken a cautious attitu:ie. 

Political problem; often arise over the issue of where such a 

program is to be housed. For exanple, in large institutions where rrore 

than one departnent has been actively involved with any of the various 

aspects of training, a decision to center such authority in one depart­

ment will likely result in strained relations with the others. 
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TABLE VI 

SMITH AND LUI'Z RmFARCH FINDINGS OF COURSE IDRK/EXPERIENCFS 

FOR THE o:>UNSELING AND Ht.MAN RESOURCE MANAGEMENI' rx::croRATE 

AND MASTER'S PR.CRAMS AT FAST TEXAS STATE UNIVERSITY 

COMPENI'EOCIES 

Needs Analysis 

Evaluation Teclmiques 

Program Design and Developnent 

Develcp M:iterials 

Internal Resource Management 

External Resource ~agement 

CDURSE IDRK 

Personnel ~thods 
Organization and Administration 

Occupation Education 

Counseling and Human Resource Dev. 
Organization and Administration 

~ in Business and Industry 

Personnel Methods 

Personnel ~eds 
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Industry Planning/Counseling Introduction to Counseling, Practical 
Counseling in Business/Industry 

Job Perfonrance-Related Training Organization Behavior 
Practicum and Internship 
Seminar 

Groop and Organizational Developrent Organization Behavior 
Group Counseling 

Training Research 

W:>rking Relationship Skills 

Administration-~agement Skills 

Professional Self Developrent 

Research 
Counseling and Human Resource Dev. 

Introduction to Counseling, Prac. 
Seminar 

Personnel ~thods 
Organization and Administration 
Seminar 

Counseling and Hurren Resource Dev. 
Internship 
Practicum 
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Fork noted that, in an atterrpt to circunvent such problems, sorre insti­

tutions have created loosely structured programs which draw upon faculty 

fran a number of departrrents under the administration of a camnittee or 

coordinator. It ¥.Ould appear that a true test of the value placed upon 

such efforts cares when faculty members in such program; are reviewed 

for prarotion and tenure by their hare departments. An additional 

conplication is the fact that there are no agreed-upon program; of study 

that a faculty member can undertake in order to prepare himself or 

herself. 

Institutions considering the establishment of a program in training 

or HRD will need excellent leadership if such efforts are to be success­

ful. In sane situations, interested individuals within departments will 

take the initiative to put forth proposals for new or restructured courses. 

On approval of the proposals, a department rray atterrpt to earn approval 

for an entire program. Fork considered sorre of the problems which arise 

in the context of a college program and are rragnified when conflicts 

betv.een colleges are introduced. In sorre instances, courses with similar 

content and title rray be offered in rrore than one college on the same 

canpus. Fork believed such situations becorre everi rrore difficult when 

no effective mechanisms for resolving intercollegial differences related 

to curricular concerns are available. 

Colleges and universities have rrany proble:ns in the areas of cur­

ricular and organizational change which need to be solved, according to 

Fork. He also described sane additional proble:ns in the training pro­

fession which should be addressed. He ¥.Ould like to see sorre agreement 

on what direction is given to acadanic planners regarding carpetencies, 

roles, and theoretical boundaries of the training field. Where inadequate 



information is available, he recamrends that a :rceans be fourrl for sfX)nsor­

ing collaborative nationwide research efforts as 'Nell as joint planning 

efforts betv.een local chapters of the Anerican Society for Training and 

Developnent and interested colleges and universities. Fork concluded 

that the inpetus for considering the establishment of new programs 

v.0uld be the joining together of interested learners with educational 

providers. He recognized that problem; will always exist between 

higher erlucation and the field of training, but he believed solutions 

should be sought. 

Pinto and Walker--A Stooy of Professional 

Training and Developte1t Roles and 

Q:rrpetencies 

'Ihe present research concentrates on the analysis of the current 

activities of training and developnent professionals, and corrparison v.e.s 

rrade to those activities analyzed in the Pinto and Walker study. 'Ihe 

follOlli.ng section describes in detail Pinto and Walker's study, their 

rrethodology, questionnaire developte1t, and results. 

Pinto and Walker (1978) conducted research for the Anerican Society 

for Training and Developte1t, Professional and Developnent Ccrnmittee. 

'Ihis research was to identify the basic roles perfonned by the training 

and developte1t practitioner and the basic conpetencies required to 

perfonn these activities. 'Ihe training and developnent practitioners 

could use these core conpetencies for self-assessment, publications and 

v.0rkshops, and self-developnent. 'Ihe camni. ttee felt a strong need for 

self-developte1t in training and developte1t practitioners because of 

the few resources available to the practitioners in the fonnal educational 
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systems. Pinto and walker developed a list of activities from su:Jgestions 

by national members of the American Society for Training and Developnent 

and had the entire manbership rate these activities for frequency and 

:ircp:>rtance. 

A preliminary model of carpetencies was obtained, and 403 i terns were 

selected. Six local chapters in Texas (Houston), California (IDs Angeles), 

Florida (Miami), Colorado (Rocky M:>untain), 'Washington, D.c., and Wis­

consin reviewed the questionnaire and na.de revisions. When the final 

questionnaires were mailed to the entire national membership, 2,790 

w"ere usable, which represented 20 percent of the p::pulation surveyed. 

'lhe final questionnaire utilized in the Pinto and walker stlrly 

contained 92 items about the training and developnent field, incl\.rling 

open-ended questions and several multiple-choice questions concerning 

dencgraphic inforrcation of the participants. 'lhe questions on training 

and develq;:ment were rated by how much the activities were included in 

the respondents' 'II.Ork (0--Does Not /lpply, 1--A Minor Part, 2--A Srrall 

Part, 3-A Slbstantial Part, 4-A Major Part, 5--A M:>st Significant Part). 

Pinto and walker stated that before professional developnent can 

take place, it is :ircp:>rtant to know what trainers ·actually do based on 

errpirical analysis of their activities. Roles w"ere reported using a 

statistical factor analysis. 'lhe analysis was based on camon dimensions 

which account for relationships arrong the items. Pinto and walker warned 

that what people really do as carpared to what people plan to do, or 

should do, could be t'l/.0 or three different things. Answ"ers fran the prac­

tioners contend Pinto and walker, provide the nost reliable infonnation 

that can be obtained, as conpared to reports about them from their 

superiors, subordinates, or colleagues. 
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A rank ordering of the median frequency of top 25 and bottcm 25 

items was also analyzed. According to Pinto and Walker, the following 

-were revealed to be the rrost frequent activities perfonned by training 

and developnent professionals. 'lhe b.'enty-five activities listed in 

Table VII as the rrost frequent activities perfonned by training and 

developnent professionals are presented in rank order. 

'lhe dem::,graphic info:rna.tion of the training and developnent practi-

tioners revealed that they spent 84 percent of their time in training 

and developnent, have been in their position for five to ten years, and 

-were 35 to 44 years of age and predaninantly male. Other infonnation 

about the practitioners wa.s that 15 percent had bachelor• s degrees; 24 

percent had sane graduate stufy; 38 percent had master's degrees, and 

9 percent had doctoral degrees. 

TABLE VII 

FREUJENCIES FOR THE TOP 25 ITEMS 
PERFORMED BY TRAINING AND DEVEID:EMENI' PROFESSIONALS 

1. Design specific programs to satisfy needs (e.g. , management 
developnent supervisory training, technical developnent) • 

2. Establish and maintain good \\Orking relationships with managers 
as clients. 

3. Detennine program content (topics). 

4. Q:mduct training programs/activities. 

5. Explain reccmrendations to gain acceptance for them. 

6. Jlpply concepts of hll'Clan developnent and g:ro,,th in designing 
training and developnent programs. 
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TABLE VII (Continued) 

7. Apply adult learning theory/instructional principles in developing 
program content and rca.terials. 

8. Technique: discussions (case, issues, etc.). 

9. Counsel with enployees and supervisors on training and developnent. 

10. Keep abreast of training and developnent concepts, theory, 
techniques, and approaches. 

11. Establish objectives for programs (e.g., behavioral or learning 
objectives) • 

12. Decide whether to use an existing program, purchase an external 
program or create a new one to satisfy needs. 

13. Detennine program structure (length, nlJilber of participants, choice 
of techniques, seating configurations). 

14. Evaluate training and developnent needs to set program priorities. 

15. Evaluate alternative instructional :rcetl'lods (e.g., videotape, role­
play, derronstration) • 

16. Identify training and developnent needs throU3h interviavs or 
infernal discussions. 

17. Prepare boo.gets (plans) for training and developnent programs and 
projects. 

18. Pevise materials/progiams based on evaluation feedback. 

19. Keep abreast of training and developnent activities in other 
organizations (e.g. , carpeti tors, other local firns) • 

20. Develop training rca.terials (e.g., w:>rkl:xx:.ks, exercises, cases). 

21. Analyze perfonnance problems to detennine any ai:,plicable training 
and developtent solutions. 

22. M3.ke fonna.1 management presentation plans for training and 
developnent programs and projects. 

23. Technique: lecture with or without media. 

24. Write mstDS or announcerrents. 

25. Project future training needs (relating to management succession, 
organization change, etc.). 



Fburteen roles were identified through a factor analysis and, 

subsequently, a m::rlel was designed. 'Ihese roles are filled at various 

tines during the w:::>rk life of the training and developnent professional. 

'Ihe Pinto and Walker M'.Jdel represents a fla,., of stages in which trainers 

carry out responsibilities starting with the analysis of needs and going 

through training research. 

The core in their m::rlel is professional self-developnent. All of 

the roles involve -w:::,rking relationships with managers and clients and 

the training and developnent functions. As a result of the research, 

Pinto and Wilker concluied that the nature of the w:::>rk for training and 

developnent professionals was more directed tcMard professionalism, with 

less concentration on classroan training than previously supposed (see 

Figure 3). 

so 

Clanent, Wilker, and Pinto (1979) revealed the findings to the open­

ended questions in the Pinto and Wilker research. 'Ihey stated that 

activities have changed and are expanding in the training and developnent 

profession, rut job errphasis is shifting-nore tine is spent on manage­

ment duties. Clanent, Wilker, and Pinto professed that important skills 

and knCMledges incluied hurcan relations and canmmications for successful 

training and developnent professionals. 'Ihe important behavior require­

mmts were identified as w:::>rk credibility and flexibility, and the emerg­

ing future requirements for the training and developnent professionals 

'were to be knCMledgeable of increased technical awareness and of increased 

behavioral science. 
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Needs Anal. Detennine Program Manage 
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Training 
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I I 
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Resources 

Individual 
Developnent 

Planning 
Counseling 

(4) 
(2) ---
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Organization 
Developnent 

(6) { ---
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Manage vbrking Relationships with Mmagers (11) 
----, I I I ---

Manage the Training and Developnent Function (9) 
4----- I I I I ----+ 

Professional Self-Develop:nent (8) 
-'-~~~~~~~..__ ~~~~~~~~-

Source: Patrick R. Pinto, and Janes w. Wa.Jker, A Study of Professional 
Training and Developnent Roles and Catpetencies, 1978. 

Figure 3: Factor Analysis in a MJdel: What Training and Developnent 
Professionals Do--Fourteen Factors 
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Sumra.:ry of Related Literature 

It appears in the last ten years that rruch enphasis has been placed 

on the training and developnent/human resource developnent profession. 

Organizations depend on the develop:nent of their enployees for continuous 

grotlth and profits, as several authors indicated. '!he educational re­

quirements and needs of the training and develop:nent professional resulted 

in roles and m::rl.els of the profession outlined by Nadler (1981) Chalofsky 

(1972), Jorz and Richards (1977), Digeorgio (1982), Pinto and Walker 

(1978), and Mclagan and Bedrick (1983). 

'!he academic programs for training and develop:nent have been a prod­

uct of the growing emphasis of the profession. It appears m::>st of the 

programs evolved during the sane time frarce as the increased awareness 

on human resource developnent. 

This research study emphasizes the current activities of the pro­

fession with results corrpared to Pinto and Walker's 1978 study. '!he 

procedure and research design is discussed in detail in Chapter III. 



CHAPl'ER III 

RESEARCH DESIGN AND PROCEDURES 

Introduction 

To detennine new developnents in job activities for training 

and developnent professionals since the Pinto and Walker study of 1978, 

a carparison of the results of the 1978 study and the present study was 

perfonned. Specifically, questionnaires were utilized to identify jd::> 

activities nost inportant to the profession, and then a factor analysis 

was perfonned to develop a role m:xlel for the profession. 

'!he selection of the training and developnent professionals and 

university faculty members: description of the questionnaire: collection 

of the data, incl\rling ne.iling, folla,,-up procedures, and a resJ?Onse rate 

of the mailings are discussed in detail in the text of this chapter. 

Finally, the nethod of data analysis and description of statistical 

techniques are presented. 

Selection of the Population 

Two groups of individuals who have experiences, kna,,ledge, interests 

and opinions concerning the roles and activities of training practioners 

were surveyed. 'Ihe t\\O sources surveyed were training and developnent 

professionals and university faculty members involved in master's pro­

grams for the training practitioner. 
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Training and Developrent Professionals 

'Ihe training and developnent professionals surveyed 'Here members in 

region seven of the American Society for Training and Developrent. '!he 

names and addresses 'Here obtained fran the 1982 ASTD Who's Who Ma:nbership 

Directory. 'Ihe national membership of 15,000 members v.0uld have been too 

great a number to nanage for this research. Region seven represents the 

states of Oklahana., Arkansas, l.alisiana, Texas, and New t-Exico and lists 

376 national members. Of the 376 individuals surveyed, 157 responded, 

representing a 42 percent rate of return. 

University Faculty Members of Traiaj.rs and 

Develcprent Master's Degree Progra.rcs 

College programs offering the master's degree in training and devel­

oprent in region seven of ASl'D were identified in the 1981 ASTD Directory 

of Academic Programs in Traiaj.rs and Developnent/Hunan Resource 

Develcpnent. 'Ihe faculty member identified as the contact individual in 

the directory was called and asked to name the individuals involved in 

their naster's degree program. Seven universities in the region offered 

such master's degrees. 'Ihe seven 'Here E.ast Texas State University in 

Ccmnerce, Texas A & M University in College Station, University of 

Arkansas at Little Rock, University of Texas at Austin, University of 

Oklahorca. at Nonran, and tw::> program; at Oklahoma State University in 

Stillwater. 'lwenty-five university faculty members 'Here surveyed in this 

group: 12 resporrled, representing a 48 percent return rate. Fbr both the 

training and developnent professional and the facultyrnenbers a total of 

401 individuals 'Here surveyed, 169 questionnaires 'Here received which 

represented a 42 percent return rate. 
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Construction and Design of the Questionnaire 

'Ihe research questionnaire utilized in this stwy was the same as 

the Pinto and ralker (1978) questionnaire with a fet1 changes. 'Ihe 

procedures and results of the Pinto and Walker study are described in 

Cl1a.pter II. 'Ihe questionnaire Pinto and Wilker utilized can be found in 

Appendix H. Pinto and walker dropped five items of the nultiple choice 

questions fran their data analysis. In light of that, this study exclu:led 

them fran the questionnaire entirely. '!hose items v.1ere nunbers 31 (design 

carmmity developnent programs), 43 (technique: internships/assistant­

ships), 43 (technique: other), 74 (secure necessary copyrights or reprint 

pennissions), and 85 (hire professionals to record cassettes). 

As the main interest of this study was to reviet1 the current activi­

ties of the training and developnent professional since the Pinto and 

Wilker research, only three daoographic questions were asked. '!hose 

three questions detennined the nunber of years the respondents had been 

in the training and developrent profession; the nunber of years the 

respondents had been in their respective organizations, and the level 

of forrcal education. 

Training and developnent professionals and faculty members v.1ere 

asked to rate 89 activities in terns of inportance to the occupation of 

training and developnent. All respondents rated the activities on a 

Likert-type scale from zero to five: 0--does not apply, is not part of 

my \'JOrk, 1--minor aspect of my \'JOrk, occurs rarely, 2-a small part of 

my \'JOrk, 3--a substantial part of rny "W:>rk (either frequent rut not inpor­

tant or infrequent but highly i.np)rtant) , 4-a major part of my \'JOrk, 

and 5--a :rcost significant part of rny "W:>rk (both highly frequent and irrpor­

tant). A copy of the questionnaire is included in Appendix A. 
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'Ihe three derographic questions inclu::led in the survey were rcultiple 

choice. 'Ihe respon:ients were asked to mark the nunber of years they have 

been in training and nunber of years they have been in their present 

organization as to O to 4 years, 5 to 10 years, 11 to 24 years, or 25 

years or nore. In addition, they were asked to indicate their level of 

fonnal education as follONS: sane college, associate degree, bachelor' s 

degree, sane graduate study, na.ster's degree, or doctorate. A place was 

provided for the respondents to identify a major field.of sttrly while in 

undergraduate college or appropriate graduate school. 

'Ihe questionnaire was eight pages in length, reduced in size and 

printed on b.o sheets of paper. Both sides of the 8-1/2 by 11 inch paper 

were printed, folded in half and stapled in a srall panphlet fonn. 

Beige paper for the practitioners and white paper for the faculty members 

was chosen. Professional printing was utilized to insure a high-quality, 

attractive questionnaire. 

Collection of the Data 

'lhe procedures followed for the collection of survey data fran the 

t\'.O groups of respondents included the procedures·for initial mail:ing, 

procedures for folla,,-up na.ilings, and a review of the response rate of 

the questiormaires. 

Procedure for Initial Mailirg 

A cover letter and questionnaire were sent to each of the 401 

training and developnent professionals and faculty rcenbers on March 7, 

1983. Each was provided with a postage paid envelope and a response 

card requesting a copy of the corrpleted abstract. 'Ihe postcard was also 



postage paid, and both were self-addressed, utilizing a business return 

pennit through the post office. A copy of the questionnaire, letter, 

envelope, and postcard can be found in Appendices A, B, C, and D, 

respectively. 

The majority of those returning the questionnaire carpleted the 

postcard requesting the abstract. Those not returning the postcard were 

identified for the follow-up. Ten questionnaires were returned by the 

post office as not deliverable. 

Procedures for FollON-Up 

Approximately one :rronth after the initial request, t\'.O follow-up 

procedures vJere utilized. On April 1, 1983, a follow-up letter, ques­

tionnaire, return envelope, and postcard -were sent to 230 individuals. 

Thlring the first -week in May, a follow-up postcard was sent asking those 

who had not responded to carplete and return the questionnaire. A copy 

of the follc:wup letter and follow-up postcard is inch.tied in Appendices 

E and F. 

Response Rate of the Mailed Questionnaire 
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A total of 169 instruments were conpleted, returned, and used of the 

401 mailed. Of the 169, 158 were fran the training and developnent 

professionals group, and 11 were fran the university faculty. 'The 169 

respondents of the possible 401 questionnaires delivered represent an 

overall 42 percent return rate. 



Method of Iata Analysis 

Responses obtained fran the returned questionnaires were coded 

and punched on cards for use in corrputer tabulations. '!he Statistical 

Analysis System (Goodright, 1979) was used in analyzing the data on 

Oklahorca State University's IBM 30810 conputer. 

'!he ccmnents of the res!X)ndents are re!X)rted in the various 

sections of the analysis. 'Ihose questions left blank were joo.ged to be 

viewed 1:Jy the res!X)ments as "not a part of their \'.Ork" and assigned a 

value of "O II when coding the cards. 'I\..o of the questionnaires had 

anitted entire pages, and these questions were assigned blanks instead 

of a 110" value. 

Description of Statistical Technique 

The Statistical Analysis System has many features for analyzing 

all types of data. Table VIII illustrates the objectives of the stoo.y 

and the null hypotheses with the applicable statistical technique. 

'Ihe factor analysis was used to detenni.ne the groups of variables 

which appeared to be :m:!asuring aspects of the same job activities. '!he 

statistical procedure used to test Hypotheses 1, 2, and 3 as stated 

above was analysis of variance. Analysis of variance carpares t\'.O or 

nore ~ to see if there are significant differences between or anong 

them. '!he least significant difference test (I.SD) was used to examine 

the oonfiguration of differences anong the ~s after a significant F 

ratio had been observed in the analysis of variance. 
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TABLE VIII 

OBJECTIVES AND NULL HYPOTHESES OF THE STUDY 
AND STATisrICAL TEX:HNIQUE urILIZED 
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Objectives of the Study: Statistical Technique 

1. EBtablishnent of a role m:xiel by a factor Factor Analysis 
analysis of current job activities of training 
and developnent professionals. 

2. 0:Jnparison of factor analysis and role m:xiel Not Applicable 
results to Pinto and W3.lker results. 

3. Identification of the job activities rcost Mean Value 
and least :i.np:>rtant to the perforrcance of 
training and developnent professionals. 

4. Cbnparison of ranking of job activities between N:>t lpplicable 
the present st'l.cy and the Pinto and walker stl.cy. 

5. Identification of years in training and N:>t Applicable 
developnent, years in present organiza-
tion, and level of edu:::ation ( incllrling 
major area of stu1y) of respondents in 
the study. 

6. Cbnparison of results of danogra.Iidc infonna.- Not Applicable 
tion between the present study and the Pinto 
and walker sttrly. 

Null Hypotheses: 

1. 'lb.ere will be no signicant difference 
ancng the mniber of years respondents have 
\\Orked in the training and developnent 
field as neasured by each of the 14 
factors. 

2. 'lhere will be no significant difference among 
the nutiber of years respondents have w:>rked 
in the organization as measured by each of 
the 14 factors. 

3. 'lb.ere will be no significant difference arcong 
the level of edu:::ation respondents have 
achieved as measured by each of the 
14 factors. 

Analysis of Variance 
Least Significant 

Difference Test (I.SD) 

Sarne 

Sarne 



4. 'lllere will be no significant difference betvJeen 
years of experience in the training and 
developnent field in the present study and 
years of experience in the Pinto and Walker 
study. 

5. 'lllere will be no significant difference betvJeen 
the years in the organization in the present 
stu:iy and the years in the organization in 
the Pinto and valker study. 

6. 'lllere will be no significant difference betvJeen 
the level of education in the present study 
and the level of education in the Pinto and 
valker study. 

7. '!here will be no significant difference betvJeen 
responses of the practitioners and responses of 
the faculty members for each of the 14 factors. 

Oii Square 

Oii Square 

Oii Square 

t Test 

'lhe chi square contingency table analysis was used to examine cate-

gorical data for associations. Hypotheses 4, 5, and 6 were tested by 

the chi square technique. '!he chi square test was used to carpare the 
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results fran the present study to similar results quoted in the Pinto and 

'Walker study. '!he number of responses expected for any specific category 

was obtained by assuming that the proportions in each category v.euld rena.in 

unchanged fran those obtained by Pinto and walker. '!he chi square test 

was based on departure of the observed data fran that which v.euld be 

expected under the assunption that the Pinto and walker proportions 

rena.ined constant. 

'llle t-test was used to test Hypothesis 7 to detennine differences 

betvJeen the present study' s tv.e groups. 'lhe t-test detennined whether 

the practitioners anSW'ered differently fran the faculty members. 



CHAPI'ER IV 

ANALYSIS OF THE DhTA 

Introduction 

'lhe principal goal of this study was to determine new- developnents 

in job activities for training and developnent professionals since the 

Pinto and \'El.Iker study of 1978. M:>re specifically, the objective of the 

study was to gather infonnation relative to the follcwing points: 

Objectives 

1. Fstablishment of a role roodel by a factor analysis of current 

job activities of training and developrent professionals. 

2. Ca:rparison of factor analysis and role roodel results with 

Pinto and \'El.Iker results. 

3. Identification of the job activities rcost and least inportant 

to the perfornance of training and developrent professionals. 

4. Carpa.rison of ranking of job activities between the present 

study and the Pinto and \'El.Iker study. 

5. Identification of years in training and developnent, years 

in present organization, and level of education ( inclu:ling rrajor area of 

stooy) of respondents in the study. 

6. O::Jrparison of results of darographic infornation between 

the present stlrly and the Pinto and Walker stlrly. 
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Null Hypotheses 

Following are the null hypotheses specifically tested in the study: 

1. '!here will be no significant difference arcong the nunber of years 

respondents have v.0rked in the training and developnent field as measured 

by the 14 factors. 

2. 'lhere will be no significant difference arrong the nunber of 

of years respondents have v.0rked in the organization as rreasured by the 

14 factors. 

3. 'lhere will be no significant difference among the level of edu­

cation respondents have achieved as measured by the 14 factors. 

4. 'lhere will be no significant difference betv.een years of ex­

perience in the training and developrent field in the present study and 

years of experience in the Pinto and Walker stl.rly. 

5. 'lhere will be no significant difference 1::letween years in the 

organization in the present stl.rly and the years in the organization in 

the Pinto and W:l.lker study. 

6. 'lhere will be no significant difference 1::letv.een the level of 

education in the present study and the level of education in the Pinto 

and Walker study. 

7. 'lhere is no significant difference 1::letween the responses of 

the practitioners and the responses of the faculty members for each 

of the fourteen factors. 

The findings of the first six points and the results of the seven 

hypotheses tested are presented in this chapter. 
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Establishment of a Role M:xiel by a Factor Analysis 

of current Job Activities of Training 

and Developrent Professionals 

A role m:xiel was established by a factor analysis of current jcib 

activities of training and developrent professionals. 'Ihe Statistical 

Analysis Systen Procedure Factor was used to identify 14 factors which 

are sho.vn in Appendix I. A generally accepted criterion for interpreting 

a factor is a loading of at least .30 between the factor and variable. 

'Ihe name of each factor was determined by an analysis of the highest 

loading i terns. Table IX identifies the 14 factors. 

TABLE IX 

ROLE M::>DEL FOR TRAINING AND DEVELOEMENI' PROFESSIONALS 
BY FACI'OR ANALYSIS 

FACI'OR 1 Mmage Internal and External Resources 

FACI'OR 2 Program Design and Developnent 

FACI'OR 3 Training Research 

FACTOR 4 Professional Developnent 

FACI'OR 5 Manage v'brking Relationships with Management 

FACI'OR 6 Individual Developnent Planning and Counseling 

FACI'OR 7 Planning for Training Perfonrance 

FACI'OR 8 Group and Organizational Developnent 

FACI'OR 9 Needs Analysis and Diagnosis 

FACI'OR 10 Job Perfonnance Related Training 

FACI'OR 11 Develop M3.terial Resources 

FACI'OR 12 Conduct and Prepare for Classrcx:rn Training 

FACI'OR 13 Develop Evaluation M:!thods 

FACI'OR 14 Detennine Course Criteria 



Chrtparison of Factor Analysis and Role r-trlel 

Results to Pinto and Walker Results 
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Factors identified in this study were conpared with. the corresponding 

items of Pinto and Walker's factor analysis. All but one of the factors 

in this study can be conpared one-t~e with Pinto and W:ilke_r's study, 

or with a canbination of Pinto and Walker's factors. Table X illustrates 

a conparison of the role ncdels. 

be reviewed in Appendix J. 

Each individual factor conparison can 

Identification of the Job Activities r.t>st and Least 

Inportant to the Perfonrance of Training 

and Developnent Professionals 

and 

Corpa.rison of Ranking of Job Activities 

Bet-ween Present Study·and Pinto 

and Walker Stooy 

'lbe resporrlents ranked 99 activities perfonned by training and 

developnent professionals on a six-point scale fran 5-"a nost significant 

part of II!{ \\Ork, both highly frequent and inportant" to 0-"does not 

apply, is not part of II!{ -i,.ork." 

'Ihe results of the roost and least :htportant activities are listed 

in Table XI and XII, by rcean score, also inclwed is the Pinto and W:ilker 

rankings. All but 3 of the top 25 items appear in both rankings. 'lbe 

bottcm 25 were also ver:y similar exclw.ing six items. 



TABLE X 

CCMPARISON OF ROLE IDDEI.S BEIWEEN PRESENI' STUDY 
AND PINrO AND WALKER STUDY 
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PRESENT STUDY PINID AND WAI.KER STUDY 

FP.C'IDR 

ONE 

THREE 

FOUR 

FIVE 

SIX 

SE.VEN 

EIGffi' 

ROLE 

Manage Internal 
and External Resources 

Program Design and 
Developnent 

Training Research 

Professional Developnent 

E2\CI."OR ROLE 

'!WO Manage Internal Resources 
TEN Manage External Resources 

ONE Program Design & Develop. 
FOUR'IEEN Determine Approp. Train. 

FIVE 

EIGEn' 
FIVE 

Training Research 

Professional Self Develop. 
Training Research 

Manage ~rking Relationships ElEVEN Manage ~rk. Rela. w/'t'grs. 
Manage T & D Function with Management NINE 

Individual Developnent 
Planning and Counseling 

Planning for Training 
Perfonnance 

Group and Organizational 
Developnent 

FOUR 

SIX 

Individual Developnent 
Planning and Counseling 

Job/Perfonnance Related 
Training 

Group and Organization 
Developnent 

NINE Needs Analysis and Diagn:,sis 'IWELVE Needs Analysis and Diag. 

TEN 

ElEVEN 

'IWELVE 

Job Perfonnance Related 
Training 

THREE Job/Perfonnance Train. 
FOUR'IEEN Detenn. Approp. Train. 

Approach 

Develop Material Resources SE.VEN 
SIX 

Develop Material Resources 
Group & Org. Develop. 

Conduct and Prepare for 
Classroan Training 

THIRl'EEN Conduct Classroan Train. 
SE.VEN Develop Material Resour. 

THIRTEEN Develop Evaluation Methods ONE Program Design & Develop. 

FOUR'IEEN Determine Course Criteria -------
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ITEM 
NO. 

39. 

4. 

5. 

23. 

28. 

40. 

79. 

7. 

6. 

3. 

72. 

9. 

8. 

TABLE XI 

IDEm'IFICATION OF THE JOB ACTIVITIES 
M:ST IMPORI'ANT TO THE PERFO™ANCE 

OF TRAINING AND DEVEIDEMENI' PROFESSIONALS 

Frequency for the Top 25 !tens 

JOB ACTIVITIES MFAN 

Establish and rca.intain good \\Orking rela- 3.8750 
tionships with managers as clients 

Design specific program; to satisfy needs 3.8698 
(e.g. management developnent, supervisory 
training, technical developnent) 

Detennine program content (topics) 3.6982 

Conduct training programs/activities 3.6213 

Technique: Discussions (cases, issues, etc.) 3.5857 

Explain recamenda.tions to gain acceptance 3.5808 
for them 

Keep abreast of training and developnent con- 3.5748 
cepts, theory, techniques, and approaches 

Ppply adult learning theory/instructional 3.5680 
principles in developing program content 
and na.terials 

Ppply concepts of huna.n developnent & gro,,th 3.4911 
in designing training and developnent 
programs 

Establish objectives for programs (e.g. be- 3.4319 
havioral or learning objectives) 

Counsel with na.nagers and supervisors on 3.2994 
trai.runJ and developnent 

Develop training na.terials (e.g. workbooks, 3.1597 
exercise, cases) 

Evaluate alternative instructional methods 3.1538 
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PINID & 
WALKER 

RANK RANK 

1 2 

2 1 

3 3 

4 4 

5 8 

6 5 

7 10 

8 7 

9 6 

10 11 

11 9 

12 20 

13 15 



ITEM 
NO. 

TABLE XI (O:>ntinued) 

JOB ACTIVrrIFS 

74. Keep abreast of training and developoent 
activities in other organizations (e.g., 
carpetitors, other local fintB) 

46. M3.ke fonnal management presentation plans for 
training and developoent program; and projects 
(e.g., videotape, roleplay, demonstration) 
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PINTO & 
WALKER 

MEAN RANK RANK 

3.1497 14 19 

3.1071 15 22 

30. Identify training and developoent needs through 3.0769 16 16 
interviews or infonnal discussions 
configurations 

87. Write maros or announcements 3.0476 17 24 

28. Technique: lecture w/wo Media 3.0414 18 23 

33. Evaluate training and developoent needs to 3.0295 19 14 
set program priorities 

80. Attend seminars/conferences for your own pro- 3.0239 20 
fessional developoent 

24. Decide whether to use an existing program, pur- 3.0237 21 12 
chase an external program or create a new one 

14. Detennine program structure (length, nunber 3.0118 22 13 
of participants, choice of techniques, seating, 
manuals, exercises) 

28. Technique: Ible Playing 

26. Revise materials/programs based on evalua­
tion feedback 

73. 9.lpervise the work of others (plan, organize, 
schedule, etc.) 

Not Inclu::ied in Current Sample: 

27. Analyze perfonnance problems to detennine 
any applicable training and developoent 
solutions 

4 7. Prepare budgets {plans) for training and dev­
elopoent program; and projects 

44. Project future training needs (relating to 
management succession, organization change 
(etc.) 

2.9881 23 

2.9704 24 18 

2.9640 25 

21 

17 

25 



ITEM 
NO. 

12. 

69. 

88. 

28. 

28. 

58. 

54. 

83. 

75. 

55. 

77. 

10. 

28. 

TABLE XII 

IDENI'IFICATION OF THE JOB ACTIVITIES 
LFAST IMPORI'ANT TO THE PERFO~E 

OF TRAINING AND DEVEIDR1ENT PROFESSIONAIS 

Frequency for the lbttom 25 Itens 

JOB ACTIVITIES MFAN 

Develop prograrnred learning or conputer- 1.0177 
rranaged instructional materials 

Prepare artv.0rk and copy for slides 1.1377 

Administer achievement tests/aptitude 1.1845 
tests/questionnaires 

Technique: laboratory Education/Sensitivity 1.3195 
Training 

Technique: Job Rotation 1.3491 

Administer tuition reimbursement program 1.3952 
etc.) 

Design or use infonnation system for data on 1.5748 
programs, projects, participants, instructors, 
materials, etc. 

Write reports on manuals relating to training 1.5868 
and developtait 

Ccmrunicate with government personnel on 1.5988 
training and developtait natters (e.g., 
ireetings, conversations, correspondence) 

Design data collection procedures to rcaintain 1.6347 
privacy or confidentiality 

Keep abreast of OSHA regulations and related 1.6407 
training and developtait practices 

Prepare scripts (for films, videotapes, etc.) 1.6686 

Technique: Simulation/Advanced Gaming 1.6804 
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PINI'O & 
WALKER 

RANK RANK 

1 3 

2 6 

3 10 

4 9 

5 8 

6 5 

7 17 

8 

9 15 

10 11 

11 14 

12 19 

13 25 



TABLE XII (Continued) 
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PINTO & 
WALKER ITEM 

NO. JOB ACTIVITIES MEAN RANK RANK* 

16. Develop program or courses in collaboration 
w/ colleges, universities, or other institu­
tions. 

11. Write cases based on :personal experiences 
or observation (research) 

81. Interpret statistics and data (e.g., scatter 
plots, tine series) 

86. Write articles ( for :periodicals, internal 
publications) 

56. ~ly criteria for selecting program partic­
ipants 

21. Develop exercises and tests for measurement 
of learning 

1.6982 14 18 

1.7396 15 20 

1.7844 16 12 

1. 7988 17 13 

1.8023 18 

1.8284 19 

34. Identify training implications prior to 1.9112 20 22 
inplementing other personnel programs (benefit 
programs, recruiter training, labor relations 

82. Present statistics and data (e.g., charts, 
tables) 

70. Cperate aooio-visual equipnent 

64. Cbtain/hire external instructors/program 
resource :persons 

28. Technique: Sinrulation/Advanced Gaming 

76. Keep abreast of EEO/Affinrative Action reg-
ulations and related training and developren 
practices 

Not inclu:ied in current sample 

85. Write speeches relating to training and 
developrent 

1.9341 21 

1.9520 22 

1.9640 23 

1.9822 24 

2.0059 25 

* Pinto and walker's bottan item numbers 1, 2, 4, and 7 were not 
considered as part of this study. 

16 

24 

23 

21 



Identification of the Years in Training and Develop-rent, 

Years in Present Organization, and level of Edu­

cation; Incltrling Major Area of Study of 

the Resp:m:lents in the Stu:iy 

'Ihe entire sanple (169) was analyzed for frequency and percentage 

of response. 'Ihe stu:iy revealed 4 7 percent of the respondents had been 

in training and developnent from five to ten years and in their present 

organization less than five years (49 percent). M)re respondents (65 

percent) indicated they had a rra.ster' s degree. Appendix K s um:narizes 

the frequencies and percentages of the nunber of years in training and 

develop-rent, the nunber of years in the organization, the level of 

education and the major field of study. 

Conparison of the Results of Darographic 

Infonnation Bet-ween Present Stu:iy and 

Pinto and W3.lker Study 

70 

'Ihe frequencies and percentages of responses for the demograJ;i1ic 

questions are corrprred bet-ween the present study arµ the Pinto and W3.lker 

study. Tables XIII through YN illustrate those ccrcparisons •. It awears 

that respondents in the present study have been in training and develop­

ment longer then those respondents in Pinto and walker's stu:iy with 17 

percent having 5 to 10 years experience ( see Table XIII). 

A slight difference appears in the nunber of years the respondent 

has served the organization in the 11 to 24 year group, rut for the nost 

part little difference appears ( see Table XIV) • 'Ihe biggest difference 

in level of education in the t\\O groups appeared in the doctorate level. 

'Ihe present study had 27 percent while Pinto and Walker had 9 percent 

(see Table YN). 



TABLE XIII 

CCMPARISON OF NlMBER OF YEARS IN TRAINING AND DEVEI.OEMENI' 
BE'IWEEN THE PRESENT STUDY AND PINI'O AND WALKER STUDY 

Present Study Nunber of Pinto and W:ilker Study 
Frequency & Percentage Years Frequency & Percentage 

35 21% 0 - 4 900 32% 

79 47 5 - 10 1011 36 

47 28 11 - 24 727 26 

5 3 25 or rrore 133 5 

3 1 No Response 19 1 

169 100% 2790 100% 

TABLE XIV 

COMPARISON OF NlMBER OF YFARS IN ORGANIZATION 
BEIWEEN THE PRESENT STUDY AND PINTO AND WALKER STUDY 

Present Stufy Number of Pinto and W:1.lker Stu:ly 
Frequency & Percentage Years Frequency & Percentage 

83 49% 0 - 4 1280 46% 

48 29 5 - 10 786 28 

22 13 11 - 24 524 19 

9 5 25 or rrore 180 6 

7 4 No Response 20 1 

169 100% 2790 100% 
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TABLE XY 

CCMPARISON OF LEVEL OF ~TION 
BE'1'WEEN THE PRE.SENT STUDY AND PINro AND WALKER STUDY 

Present Study Level of Pinto and W:ilker Study 
Frequency & Percentage F.ducation Frequency & Percentage 

Less than College 42 2% 

9 5% Sane College 198 7 

1 1 Associate Degree 72 3 

17 10 Bachelor's Degree 436 16 

28 16 Sare Graduate Study 670 24 

64 38 Master's Degree 1070 38 

45 27 I:octorate 258 9 

5 3 No Response 44 1 

169 100% 2790 100% 



Null Hypotheses: '!here Is No Significant Difference 

Arrong the Nmnber of Years the Respondents Have 

W:>rked in the Training and Developrent Field 

as Measured by Each of the Fourteen Factors 

Table XVI illustrates the results of the analysis of variance test 

calculated bet\veen each of the fourteen factors and the number of years 

the respondents have v.0rked in the training and developrent field. '!he 

F value was ccrcputed, and for those factors where the P value was less 

than 0.05 a significant difference was found. '!his occurred for 8 of 

the 14 factors. 

Since there are four groups of years of experience, the least sig­

nificant difference (LSD) test was perforrred for those factors which 

\\'ere found to be significant. 'Ihis test attercpts to detennine which 

of the groupings of years of experience are different, whereas the F 

test gave an overall finding that years of experience was related to 

a particular factor. '!he LSD test arrounts to a set of all possible 

t tests between groups. 'Ihis procedure was used in testing Hypotheses 

1, 2, and 3. 
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Tables XVII and XVII shaw where the difference was identified for 

Factors 2 and 10. '!he rerraining LSD tests can be reviewed in Appendix L. 

'!he 5 to 10 year group answered differently in each factor conparison. 



1. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

11. 

12. 

13. 

14. 

TABLE XVI 

RESULTS OF ANALYSIS OF VARIANCE 'IEST FOR NULL HY­
POI'HESFS ONE: THERE IS NO SIGNIFICANI' DIF­

FERENCE AM'.)NG THE NlMBER OF YEARS THE RE­
SPONDENTS HAVE IDRKED IN THE TRAINING 

AND DE.VEI.OFMENI' FIELD AS MEASURED 
BY FACH OF THE FOURTEEN FJ.\CTORS 

Factors F Value 

Manage Internal and External 2.79 
Resources 

Program Design and Developnent 3.47 

Training Research 2.21 

Professional Developnent 2.50 

Manage v'brking Relationships 1.85 
with M3.naganent 

Individual Developnent Planning 2.42 
and Counseling 

Planning for Training Perfonnance 3.65 

Group and Organizational Developrent 1.09 

Needs Analysis and Diagnosis 2.87 

Job Perfonnance Related Training 6.11 

Develop M3.terial Resources 1.85 

Conduct and Prepare for Classroom s.01 
training 

3.38 
Develop Evaluation M:!thods 

Detennine Course Criteria 2.95 

All tabulations -were perfonned with 3 degrees of freed.an ( df) 

*Significance is detennined to the .OS Level 

74 

P Value 

.0417* 

.0174* 

.0875 

.0601 

.1387 

.0672 

.0140* 

.3538 

.0376* 

.0007* 

.1383 

.0026* 

.0195* 

.0341* 



Null hypotheses 1 is rejected when considering the years in train-

ing and developnent with factor 2. 'lhe alternative hypotheses is tl1at 

there is a significant difference in the years in training and develop-

ment and factor 2, Program Design and Developnent. 'lhe following table 

(Table XVII) illustrates where those differences can be identified. 

TABLE XVII 

YFARS IN TRAINING AND DEVEIDIMENI' AND 
FACIDR 'IW)--PROGRAM DESIGN AND 

AND DEVEIDIMENI' 

Mean N Years in T&D Years 

2.7000 5 25 or m:>re 

2.5870 78 5 - 10** 

2.1444 47 11 - 24 

1.9980 35 0 - 4 

**ISD TEST: 'lhe difference can be identified bet~en those in 
traininJ and developrent from 5 - 10 years and those in training and 
devel0.EJI10nt O - 4 years. 
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Null hypotheses 1 is rejected when considering the years in 

training and developnent with Factor 10. '!he alternative hypotheses 

is that there is a significant difference in the years in training and 

developnent and Factor 10, Job Perfonnance Related Training. '!he 

follc:Ming table (Table XVIII) illustrates where those differences can 

be identified. 

TABLE XVIII 

YEARS IN TRAINING AND DEVEI.DEMENI' 
AND FAC'IDR TEN--,JOB PERFOR­

MANCE REIATED TRAINING 

Mean N Years in T&D 

3.0718 78 

2.8800 5 

2.4979 47 

2.1943 35 

Years 

5 - 10** 

25 or nore 

11 - 24 

0 - 4 

**LSD TE.ST: '!he difference can be identified between those in 
training and developnent from 5 - 10 years and those in training and 
developnent O - 4 years and 11 - 24 years. 
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Null Hypotheses: 'Ihere Is No Significant 

Difference Anong the Number of Years 

the Respondents Have W::>rked in the 

Organization as ~asured 1¥ Fa.ch 

of the Fourteen Factors 

Table XX illustrates the results of the analysis of variance 

test calculated bet~ each of the 14 factors and the nuriber of 

years the respondents have w:>rked in the organization. Only 1 of the 

14 factors had values less than 0.05. Table XIX illustrates where 

those differences can be identified. 

Null hypotheses 2 is rejected when considering the years in the 

organization with Factor 12. 'Ihe alternative hypotheses is that there 

is a significant difference in the years in the organization and Factor 

12, O:>nd.uct and Prepare for Classrocm Training. 'Ihe group with 25 years 

or rcore in the organization is where the difference appeared. 

TABLE XIX 
YFARS IN ORGANIZATION 

FACTOR 'IWELVE--coNDu:T AND PREPARE 
FOR CIASSRCXJM TRAINING 

N Yea.rs in Organization 

3.0152 22 

2.8675 83 

2.6633 49 

2.0556 9 

Yea.rs 

11 - 24 

0 - 4 

5 - 10 

25 or rcore* * 

**LSD TEST: 'Ihe difference can be identified bet~ those in 
the organization fran 25 or rcore years and those in the organization 
O - 4 years and 11 - 24 years. 
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1. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

11. 

12. 

13. 

14. 

TABLE XX 

RESULTS OF ANALYSIS OF VA.RIAJ:CE TEST FOR NULL HY­
POI'HE'SES TW:>: THERE IS NO SICNIFICANT DIF­

FERENCE M-DNG THE NlMBER OF YEARS THE 
RES:EUNDENTS HAVE \'DRKED IN THE 

ORG.Z\NIZATION AS ME'ASURED BY 
THE FOURTEEN FACI'ORS 

Factors F Value 

Manage Internal and External 1.58 
Resources 

Program Design and Developnent .71 

Training Research 1.66 

Professional Developnent .80 

Manage W:>rking Relationships 1.86 
with Managanent 

Individual Developnent Planning .99 
and (l:)unseling 

Planning for Training Perfonnance .76 

Group and Organizational Developnent .40 

Needs Analysis and Diagrosis 1.25 

Job Perfoil!B.Il.Ce Related Training 1.43· 

Develop Material Resources 1.21 

Cl:>nduct and Prepare for Classroan 2.43 
Training 

Develop Evaluation Methods .71 

Detennine Course Criteria .56 

All tests -were perfonned with 4 degrees of freedan {df) 

*Significance is detennined to the .05 Level 
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P Value 

.1808 

.5854 

.1619 

.5291 

.1202 

.4126 

.5559 

.8051 

.2903 

.2258 

.3099 

.0498* 

.5850 

.6927 
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Null Hypotheses: 'lhere Is No Significant 

Difference Am::>ng the Level of Educa-

tion as ~sured by Fa.ch of 

the Fourteen Factors 

Table XXI illustrates the results of the analysis of variance test 

calculated betv.ieen each of the 14 factors and the level of education. 

'Ihe F value was conputed, and those factors with values srraller than 0.05 

v.iere ansv.iered with significant differences differently within the re-

spondent's organization. Differences resulted with Factors 9 and 10. 

1. 

2. 
3. 
4. 
5. 
6. 

7. 
8. 
9. 

10. 
11. 
12. 

13. 
14. 

TABLE XXI 

RESULTS OF ANALYSIS OF VARIANCE TEST NULL 
HYPOI'HFSES 3 THERE IS 00 SIGNIFICANI' 

DIFFERENCE IN THE LEVEL OF EDOCA­
TION OF THE RESPONDENI'S 'AS 

MEASURED BY EACH OF THE 
FOURTEEN FACTORS 

Factors F Value 

Manage Internal and External .73 
Resources 
Program Design and Developnent .63 
Training Fesearch .33 
Professional Developnent 1.08 
Manage W::>rking Relationships .47 
Individual Developnent Planning .65 
and Counseling 
Planning for Training Perfonnance .79 
Group and Organizational Developnent .80 
Needs Analysis and Diagmsis .23 
Job Perforrrance Related Training .13 
Develop Material Resources .43 
Conduct and Prepare for Classroan .42 
training 
Develop Evaluation Methods 1.12 
Deterrrrine Course Criteria .33 

All tests -were perfonned with 5 degrees of freedan {df) 
*No significance 

P Value 

.6065 

.6820 

.8920 

.3732 

.8021 

.6665 

.5632 
.5498 
.9481* 
.9826* 
.8315 
.8343 

.3539 

.8959 



Null Hypotheses: '!here Is No Significant Dif­

ference Between Years of Experience in the 

Training and Developnent Field in the 

Present Stooy and Years Stooy and 

Years of Experience in the 

Pinto and walker Stooy 

Null Hypotheses: '!here Is No Significant Dif­

ference Between Years in Present Organi­

zation in the Present Study and 

Years in Organization in the 

Pinto and Walker Study 

Null H¥.Potheses: '!here Is No Significant Dif­

ference Between the Level of Education 

in the Present Study and Level 

of Education in the Pinto 

and walker Stooy 
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A chi square was used to test the fourth, fifth, and sixth hypotheses 

( refer to Tables XX! I through XXIV. ) 'lhe chi square carpared results 

fran the present study to similar results quoted in Pinto and Walker's 

study. 'lhe number of responses expected for any specific category was 

obtained by asstJTiing the proportions in each categoty \\IOuld rena.in 

unchanged fran those obtained by Pinto and walker. '!he chi square test 

is based on departure of the observed data fran that which \\IOuld be 

expected under the assurption that the Pinto and Walker proportions 

rena.ined constant. 
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Null hypotheses 4 was rejected, rra.inly due to the nunber of irrlivid-

uals in the O to 4 year group. Null hypotheses 5 was not rejected, 

while null hypotheses 6 was rejected. 'Ihere is a difference between the 

years of experience and the level of education between the present study 

and the Pinto and ve.lker study. 'Ihe level of education difference is 

largely due to the number of doctorates in the present stmy. Although 

11 of the doctorates were in the facultyme:nber group, there still exists 

a chi square t:hat irrlicated a significant difference. 

Stt..rly 

TABLE XXII 

NULL HYPOTHE:SFS FOUR: CHI SQUARE BE­
'IWEEN PIN.ro AND WALKER STUDY AND 

PRESENI' STUDY C01PARING YEARS 
IN TRAINING AND DEVEIDEMENT 

0-4 5 - 10 11 - 24 
Years Years Years 

Pinto & 
Walker 900 1011 727 

> 25 
Years 

133 ,_ 
•L.ed ssl ~1 ~, __!L_I 

Present 35 79 47 7 

X2 = 13.92* df = 3 

*Significant to the .01 level 

'lbtal 
N 

2790 

169 



Sttny 

Pinto & 
Walker 

I- "-ed 

Present 

TABLE XXIII 

HYPOI'HESFS FIVE: . CHI SQUARE BEIWEEN 
PIN'I'O AND WALKER STUDY AND PRE­

SENT STUDY CCMPARING YFJ\RS 
IN PRESENT OR~IZATION 

0-4 5 - 10 11 - 24 > 25 
Years Years Years Years 

1200 786 524 180 

101 ~, -E.I _QI 
83 48 22 9 

Oli S:;iuare = 3.81* df = 3 

*No Significance 

TABLE XXIV 

HYPOI'HESFS SIX: CHI SQJARE BEIWEEN 
PIN'I'O AND WALKER STUDY AND 

PRESENT STUDY CCMPARING 
LEVEL OF EDlr.ATION 

Total 
N 

2790 

169 

Sttny < Col. Scrne Assoc. Bach. Scrne Master Doctor- Total 
Coll e ree Grad. ree ate 

Pinto & 
Walker 42 198 72 436 670 1070 258 2790 

ed 3 12 4 26 65 16 

Present 9 1 17 28 64 45 169 

df = 6 

Oli Square= 65.82* 
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Chi Square= 20.25* (Without 11 doctorate degrees due to faculty members 
incltned in present study, therefore 45 \\Ould become 34 for the 
present stmy.) 

Significant past the .01 level 



Null ~ses: 'lhere Is No Significant Dif­

ference Be-tween the Res.J.X>nses of the 

Practitioners and the Res.J.X)nses of the 

Faculty l'snbers as Measured by Fa.ch 

of the Fourteen Factors 

The t-test was calculated to detennine whether the practitioners 

answered differently than the faculty members. Only one of the factors 

was answered differently by the t\\O groups. Null hypotheses 7 was 

rejected when considering the answers bet\\'een the practitioners and 
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the university faculty members and Factor 11, Develop Material Resources. 

Table XXV illustrates the F and P values for the t-test. 



1. 

2. 
3. 
4. 
5. 

6. 

7. 
8. 
9. 

10. 
11. 
12. 

13. 
14. 

TABLE :XXV 

RESULTS OFT TEST FOR NUIL HYPOI'HESES SEVEN: 
THERE IS NO SIGNIFICANI' DIFFERENCE BE­

'IWEEN THE RESPONSES OF THE PRACTI­
TIONERS AND RESPONSES OF THE 

UNIVERSITY FACULTY MEMBERS 
AS MEASURED BY FACH OF 

THE FOURTEEN FAC'IDRS 

F Value 
Factors Faculty Practitioner 

M:mage Internal and External .6876 .5223 
Resources 
Program Design and Developnent -.4577 -.5606 
Training Pasearch .6510 .7298 
Professional Developnent -.1496 -.1884 
J.l.mlage W::>rking Relationships 1.7550 1.6455 
with ~genent 
Individual Developnent Planning 1.6753 1.1599 
and Q:lunseling 
Plannin;J for Training Perfonnance -.1549 -.1442 
Group and Organizational Developnent .6194 .6651 
Nee1s Analysis and Diagoosis -.0168 -.0194 
Job Perfonrance Related Training -.0998 -.1056 
Develop Material Resources -.7930 -1.1107 
<l:>nduct and Prepare for Classrocm 1.1191 1.4932 
Training 
Develop Evaluation Methods .3633 .4028 
Detennine Course Criteria .5991 .6781 

*Significant to the • 05 level 
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P Value 

.2311 

.2042 

.4523 

.1496 

.8390 

.1089 

.8110 

.6101 

.3684 

.6672 

.0332* 

.0709 

.4914 

.4210 



CHAPl'ER v 

StMfARY, CONCLUSIONS, AND REx:=~TIONS 

A surmary of this study, conclusions drawn fran the findings, and 

recamendations for future research are presented in this chapter. 

'lhe principal goal of this study was to determine new developnents 

in job activities for training and developnent professionals since the 

Pinto and W:ilker study of 1978. M:>re specifically, the objective of the 

study was to gather info:rmation relative to the follaring points: 

1. Establishment of a role irodel by a factor analysis of current 

job activities of training and developnent professionals. 

2. Conparison of factor analysis and role irodel results to 

Pinto and walker results. 

3. Identification of the job activities roc>st and least :i.nportant 

to the perfornance of training and developnent professionals. 

4. Cbrparison of ranking of job activities bet'Neen the present stooy 

and the Pinto and W:ilker study. 

5. Identification of years in training and developnent, years 

in present organization, and level of education ( inclooing major area of 

study) of respondents in the study. 

6. Cbrparison of results of danographic info:rmation bet'Neen the 

present study and the Pinto and W:ilker study. 
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Null Hypotheses 

Fallo.ring are the null hypotheses specifically tested in the study: 

1. 'lllere will be no significant difference anong the nunber of 

years resp:mdents have \\Orked in the training and developnent field as 

measured by each of the 14 factors. 

2. '!here will be no significant difference among the nunber of 

years respondents have \\Orked in the organization as measured by each of 

the 14 factors. 

3. '!here will be no significant difference in the level of educa­

tion respondents have achieved as measured by ea.ch of the 14 factors. 

4. '!here will be no significant difference bet-ween years of 

experience in the training and developnent field in the present st.my 

and years of experience in the Pinto and walker stoo.y. 

5. 'lllere will be no significant difference bet'ween years in the 

organization in the present study and the years in the organization in 

the Pinto and walker study. 

6. 'lllere will be no significant difference bet-ween level of educa­

tion in the present study and the level of education in the Pinto and 

walker study. 

7. '!here will be no significant difference bet-ween responses of 

the practitioners and responses of the faculty members as measured by 

each of the 14 factors. 

Description of the Sanple 

A carparison in the results of the 1978 stoo.y and the present study 

was perfonood through a survey. Specifically, questionnaires were 

86 



87 

utilized to identify job activities nost inportant to the profession, 

and then a factor analysis was perfonned to develop a role rocdel for the 

profession. 'Ihe sarrple ranked 99 activities perfonned by training and 

developnent professionals through the use of a six-point scale fran 5-

"a nost significant part of Icy- w:>:I'k, both highly frequent and inportant" 

to 0-"does not apply, is not part of Icy- w:>rk." 

Tv..o graips of individuals who have experiences, knowledge, interests 

and opinions concerning the roles and activities of training practitioners 

were surveyed. 'Ihe tw:> sairces surveyed were training and developnent 

professionals and university facultymanbers involved in :rraster's programs 

for the training practitioner. 

'Ihe training and developnent professionals surveyed 'Nere national 

members in region seven of the ~rican Society for Training and Develop­

ment. 'Ihe names and addresses 'Nere obtained fran the 1982 ASTD Who's Who 

Mentiership Directory. Region seven represents the states of Oklahoma., 

Arkansas, Louisiana, Texas, and New Mexico, and lists 376 national maribers. 

Of the 376 individuals surveyed, 158 responded, representing a 42.0 per­

cent rate of return. 

College programs offering the :rraster's degree·in training and devel­

opnent in region seven of the ASTD were identified in the 1981 ASTD 

Directory of Academic Programs in Trai.nirg and Developnent/Hunan Resource 

Develcprrent. 'Ihe faculty member identified as the contact individual in 

the directory was called and asked to name the individuals involved in 

their :rraster's degree program. Seven universities in the region offered 

such :rraster's degrees. 'lhe seven 'Nere East Texas State University in 

Ccmmerce, Texas A & M University in College Station, University of 

Arkansas in Little Rock, University of Texas in Austin, University of 



Cklahorca. in Nonran, and t'lf.O prograrcs at Oklahoma. State University in 

Stillwater. A total of 25 university faculty members were surveyed in 

this group: 11 responded, representing a 44.0 percent return rate. 

A total of 169 questionnaires were carpleted, returned, and used 

fran the t'lf.O groups of 401 surveyed, representing a 42.1 percent return 

rate. 

'lhe findings are sunma.rized in the follONing paragraphs: 

1. A role nodel was created ~ performing a factor analysis of job 

activities of training and developnent professionals. 'lhe Statistical 

Analysis System factor analysis program -wa.s used to conpute a role nodel 

fran the 99 job activities of training and developnent professionals. 

'lhe role nodel consists of 14 factors as shav.n in Table XXVI. 'lhe job 

activites with a loading of at least .30 between the factor and variable 

were considered in the factor analysis. 'lhe iterrs receiving the highest 

loading aided the author in naming each factor. 

2. A conparison of the resulting role nodels in the present stu1y 

and the Pinto and walker stu1y is sha,m in Table XXVII. '1'No new factors 

ererged: Develop Evaluation M9thods--Factor 13, and Determine Course 

Criteria--Factor 14. \.'alile Factor 14 was carpletely new, Factor 13 

was essentially new with some of the evaluation iterrs loading out of 

Pinto and Walker's Factor 1, Program Design and Developnent. 

In the new role nodel, Manage Internal and External Resources 

ranked first and Program Design and Developnent ranked second. Pinto 

and W:tlker's role nodel also ranked these first and second, rut 

inclu1ed other factor canbinations. 
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FAC'IDR 1 

FAC'IDR 2 

FACI'OR 3 

FAC'IOR 4 

FAC'IDR 5 

FAC'IDR 6 

FAC'IDR 7 

FAC'IDR 8 

FAC'IDR 9 

FACI'OR 10 

FAC'IDR 11 

FACI'OR 12 

FAC'IDR 13 

FAC'IDR 14 

'mBLE XXVI 

ROLE MODEL FOR TRAINING AND DEVEIDEMENI' 
PROFESSIONALS BY FACI'OR ANALYSIS 

Manage Internal and External Resources 

Program Design and Developnent 

Training Research 

Professional Developnent 

Manage W::>rking Relationships with Management 

Individual Develop:nent Planning and Counseling 

Planning for Training Performmce 

Group and Organizational Developnent 

Needs Analysis and DiagrDsis 

Job Performance Related Training 

Develop ~terial Resources 

Comuct and Prepare for Classrocm Training 

Develop Evaluation ~thods 

Detennine Course Criteria 
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TABLE XXVII 

CCMPARISON OF ROLE MODELS BEIWEEN PRESENT STUDY 
AND PINI'O AND WALKER STUDY 
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PRFSENI' STUDY PINI'O AND WALKER STUDY 

FACTOR 

ONE 

THREE 

FOUR 

FIVE 

SIX 

SE.VEN 

EIGHT' 

ROLE 

Manage Internal 
and External Resources 

Prog'ram Design and 
Developnent 

Training Research 

Professional Developnent 

F2\CIDR ROLE 

'TOO Manage Internal Resources 
TEN Manage External Resources 

ONE Program Design & Develop. 
FOURTEEN Detennine Approp. Train. 

FIVE 

EIGHT' 
FIVE 

Training Research 

Professional Self Develop. 
Training Research 

Manage vbrking Relationships ELEVEN Manage vbrk. Rela. w/Mgrs. 
Manage T & D Function with Management NINE 

Individual Developnent 
Planning and Counseling 

Planning for Training 
Perfonnance 

Group and Organizational 
Developnent 

FOUR 

THREE 

SIX 

Individual Developnent 
Planning and Counseling 

Job/Perfonnance Related 
Training 

Group and Organization 
Developnent 

NINE Needs Analysis and Diagrosis 'IWELVE Needs Analysis and Diag. 

TEN 

ELEVEN 

'IWELVE 

Job Perfonnance Related 
Training 

THREE Job/Perfonnance Train. 
FOURTEEN Detenn. Approp. Train. 

~preach 

Develop Material Resources SEVEN 
SIX 

Develop Material Resources 
Group & Org. Develop. 

Conduct and Prepare for 
Classroan Training 

THIRI'EEN Conduct Classrcx:::im Train. 
SEVEN Develop Material Resour. 

THIRTEEN Develop Evaluation Methods ONE Program Design & Develop. 

FOURTEEN Detennine Course Criteria 
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3. Maan scores were corrputed for each job activity in the question­

naire. 'Ille joo activity receiving the highest score was item nunber 39: 

Establish and rra.intain good v.e>rking relationships with managers as clients. 

'!he second highest score was item nu:nber 4: Design specific programs to 

satisfy needs. 'Ihese job activities directly support factors one and tv.0 

of the role rrroel described in Table :xxv:r. '!he job activities receiving 

the tv.0 lowest scores were itan nuribers 12: Develop programrred learning 

or carputer-rranaged instructional materials, and 69: Prepare artv.ork 

and copy for slides. 

4. 'lwenty-tv.o of the 25 highest scoring items were listed on both 

the Pinto and W:ilker list and the present study list. Furthenrore, 

only one of the top ten items was different. Of the 25 la.vest scoring 

job activities listed, six itene were different; ho.vever, four item; 

were excluded fran the present study entirely based upon recormendations 

by Pinto and W:ilker because of the la.v frequency reported in their study. 

5. Of the 169 respondents, 47 percent had been in the training and 

developrent field from 5 to 10 years. In the Pinto and W:ilker study 36 

percent of the respondents were in the 5 to 10 year group. While 32 

percent of Pinto and W:ilker's respondents had been in the training and 

developnent field less than 5 years, in the present study only 21 percent 

of the respondents were in the same group. 

6. Fbrty-nine percent of the respondents said they had v.e>rked in 

their organization for fewer than five years. '!he respondents in the 

tv.0 studies were cacparable in terms of years in the organization. 

7. In the Pinto and W:ilker study and the present study, 38 percent 

of the respondents held master' s degrees. Twenty-seven percent of the 



respondents in the current study held doctoral degrees while only 9 per­

cent held doctoral degrees in the Pinto and walker Stu:ly. 

8. Anong the respondents in the present study, rosiness was the 

nost frequently mentioned major field of stu::iy. Next highest majors 

were psychology and education respectively. Pinto and ~Iker did oot 

gather data on major fields of stu::iy. 
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9. An analysis of variance test was calculated using the Statistical 

Analysis System (SAS) for the three hypotheses rceasuring the difference 

among ( 1) the number of years in training and developnent, ( 2) nunber of 

years in the organization, and ( 3) level of education by each of the 14 

factors. '!here was a significant difference between years of experience 

and 8 of the 14 factors. 'lhe 8 factors were: Factor 1-Mmage Internal 

and External Resources, Factor 2-Program Design and Developnent, Factor 

7--Planning for Training Perforrrance, Factor 8--Needs Analysis and Diag­

oosis, Factor l~ob Perfonnance Related Training, Factor 12--COnduct 

and Prepare for Classroan Training, Factor 13--Develop Evaluation ~thods, 

and Factor 14-Detennine Course Criteria. In all eight of these factors 

the difference 'es significant at the • 05 confidence level. 'Ihrough 

the Least Significance Difference test (LSD), it was found that the major 

differences in the scores occurred with respondents in the 5 to 10 year 

group. 

'lhere was a significant difference between the nunber of years 

in the organization and Factor 12--Q:,nduct and Prepare for Classroom 

Training. 'lhis factor 'eS rejected at the • 05 confidence level. Using 

the LSD test it was found that the major difference in scores occurred 

with respondents who had been in their organization 25 years or m:::>re. 



'Ihere was a significant difference between the level of education 

of the resp::mdents and Factor 9-Needs Analysis and Diagnosis, and 

Factor 10-~ob Perforrcance Related Training. 
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10. A chi square test was used to carpare the results of the present 

study and Pinto and W:l.lker' s study in the foll oiling: Years of experience 

in the training and developnent field, years in organization, and level 

of education. 'Ihe only significant difference between the tw::> stu:lies 

occurred in the tw::> groups with fewer than five years in training and 

developrent. No differences occurred between the studies in the can­

parison of the years in the organization. 

'Ihere was a significant difference in the level of education of the 

respondents in the tw::> studies. 'Ihere was a significant difference found 

between those individuals who had doctoral degrees in the present study 

and those who had doctoral degrees in Pinto and Walker' s study. Al­

though 11 of the doctorates were in the faculty menber group, a signi­

ficant difference exists betv.ieen the tw::> groups even 'When ra10ving 

those 11 respondents. 

11. A t-test was conducted to test 'Whether faculty members and 

practitioners scored differently. Factor 11--Develop M3.terial Resources 

was the only factor resulting in a significant difference betv.ieen the 

scores of the faculty menbers and scores of the practitioners. In the 

other 13 factors, the tw::> groups were in agreement. 

Conclusions 

When ccnparing the role rood.els in the tw::> studies many similarities 

were found. It \\Ould appear the professional field of training and 



developtent has rerrained relatively stable since the Pinto and W:1.lker 

study was comucted in 1978. Ib,/ever, there v.iere sane findings that 

w:>uld seem to have inplications for the training and developtent profes­

sional. 
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'!he role roodel in the present study was created fran 14 factors, 

inclu:ling tw:> new factors identified in the present study and did not 

ag,ear in the previous research. Develop Evaluation Methods and Determine 

Course Criteria were the totally new factors which energed for training 

and developnent professionals. It w:>uld seen, therefore, that :rrore 

enphasis is being placed on the ability to critique and evaluate per­

fonnance and ccurse content by training and developnent professionals. 

Twelve of the 14 factors in both stu:iies daronstrate similarity. 

'!he factors were determined by the loading of jci> activities. '!he list 

of activities in each factor of the present study can be conpared a 

similar list of activities in corresponding factors of the Pinto and 

W:1.1.ker study. Additionally, the ranking of job activities in the tw:> 

studies are similar. '!his duplication w:>uld inply the field of training 

and developtent has been relatively stable since 1978 and has not changed 

rrarkedly since the Pinto and Walker study. With a· steady grcwth in the 

field of training and developtB'lt, the role roodel generated by this 

study could be used by both practitioners and university professionals. 

It w:>uld seem that because of the mm:)er of similarities between the 

tw:> studies, the findings of the present study confinn credibility of 

the Pinto and W:1.lker study. 

'!he majority of the respoments in the present study have been in 

the training and developtB'lt field from 5 to 10 years. Although the 

majority of the respondents in the Pinto and walker study had also 



been in the field 5 to 10 years, the percentage was srraller than in the 

present stuiy. It "v.Ould appear that rcore individuals are staying in the 

the training and develop-cent field. It could also mean that the profes­

sion is just nDN in the stage where it has been identified as a vital 

part of the organization. 

Another conclusion should be noted regarding the level of education 

of the resp:>ndents in the t"v.O stu:iies. It "v.Ould appear that rrore train­

ing and developnent professionals are continuing their education and 

professional self developrent as indicated by the increased nunber of 

doctorates in the present field. Dlring the last three to four years, 

as described in the review of the literature, professional conferences 

sp:>nsored by the American Society for Training and Developnent have 

focused on the academic preparation for training and developrent 

professionals perceive a need for continued growth. 

Recamlendaticns 
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The recamendations for further research and for application of this 

this research study are as follcws: 

1. Research should be conducted that carpares the results of the 

factor analysis to curriculum program; in universities and p:>ssible 

effectiveness of programs through a follcw-up of graduates. 

2. Research stu:iies should be conducted to determine further 

differences between the nunber of years of experience training and 

developrent professionals have, and the types of activities they 

perfonn. 

3. '!his stuiy should be duplicated in other regions of ASTD and 

results should be corrpared with this study. 



4. Olapters of ASTD could use the results of this research to 

praoote professional developnent of its members by using the role m:x:lel. 

5. Practitioners in training and developnent should use the 

factors resulting fran this research to analyze their respective posi­

tions in training and developnent in their organization. 

6. Ehployers should utilize the activities and factors to hire, 

pracote, and analyze training and developnent individuals. 

7. Ehployers should utilize the activities and factors to develop 

job descriptions for the training and developnent department within 

their organizations. 

8. Universities should utilize the role m:x:lel and corresponding 

factors to design programs in training and developnent and further 

aid in the professional developnent of the training and developnent 

profession. 

9. As individuals gain :roore experience in the profession, prac­

titioners and universities should participate in folio,, up activities 

of training and developnent graduates and develop course \'tOrk and 

activities accordingly. 
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THE QUESI'IONNAIRE 
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A SURVEY OF ACTIVITIES OF 

TRAINING AND DEVELOPMENT PROFESSIONALS 

Please complete and return this questionnaire in the 

postage paid envelope provided for your convenience. 

If you wish to receive an abstract of the results of 

this questionnaire, please complete the postage paid 

postcard. 

~h~ou, 

~$-,.fi!,,1__) 
Pam Glover 
Research Director 

Rt. 3 Box 104 
Pine Bluff, AR 71601 
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AN EVALUATION OF TRAINING !\ND DEVELOPr1ENT./HUMA'I 
;u:~OLIRCE DEVELOPMENT ACTIVITIES WITH IMPLICATIONS rQR 

CURRICULUM DEVELOPMENT 

DIRECTIONS FOR MARKING: Place an X in the appropriate hox for each 
activity essential to effectiveness of a training and development 
professional or human resource development professional. 

EXPLANATION OF SCALE: 
0: Does not apply, is not part of my work 
1: Minor aspect of my work, occurs rarely 
2: A small part of my work 
3: ,>. substantial part of my work (aither 

frequent but not important or infrequent 
but highly important) 

4: , major part of my work 
5: ,>. most significant part of my work (both 

highly frequent and important) 

EXAMPLE: 

ACTIVITIES FOR TRA[NI'IG & DEVELOPME~T 0 2 4 

Construct questionnaires for needs analysis x 

Constructing needs analyqis questionnaires is cnnsi1ered a sm~ll 
part of yo•.Jr wnrk as a trainin•J and devalopment profe,;,;ion;,l. 

ACTIVITIES FOR T~A[NING & DEVEL,1Pr1ENT 

l. Construct questinnnaires for analysis nf 
training & development neerls 

2. Conduct needs analy,;is intarviaws 

3. Establish objectives for programs (a.g. be­
havioral or learning·objectives) 

0 2 1 
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EXPLANATION OF SCALE: 
0: Does not apply, is not part of my work 
1: Minor aspect of my work, occurs rarely 
2: A small part of my work 
3: A substantial part of my work (either 

frequent but not important or infrequent 
but highly important) 

4: ~ major part of my work 
5: A most significant part of my work (both 

highly frequent and important) 

TRAINING AND DEVELOPMENT ACTIVITIES 0 

4. Desi~n specific programs to satisfy needs (e.g. 
manaqcment l'.level·~pment, supervisory training, __ 
technical develop~ent) 

5. 

6. 

7. 

8. 

9. 

Determine proyram content (topics) 

Apply concepts of human development & yrowth 
in rlesiqning training an,1 development 
pro,Jrams 

~pply adult learning theory/instructional 
principles in developing pro1ram content 
and materials 

!valuate alternative instructional mPthods 
(e.'J·, videotape, roleplay, rl,emonstr,ation) 

Dev .. 10p training materials (e.g. workbooks, 
ercises, cases) 

f!'X.-

10. Prepare scripts (for films, videotapes, etc.) 

11. Writ~ c~ses ba~ed on personal experiences 
or observation (research) 

12. Develop programmed learning or compute~­
managed instructional materials 

13. Evaluate •ready-ma,1e• courses or materials 
as to their applicability 

14. 

15. 

16. 

17. 

Determine program structure ( length, number 
of participants, choice of techniques, seating 
configurations 

Experiment with new training and development 
techniques (innovate or pilot test ) 

Develop program or courses in collaboration 
w/ colleges, universities, or. other institu­
tions. 

Determine appropriate sequences of courses or 
programs (e.g. prerequisites, curricula) 

18. Train or coach trainers/program leaders 

19. Train nanagers and supervisors how to train 

20. Develop criteria for selecting program 
participants 

2 3 4 
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EXPLANATION OF SCALE: 
0: Does not apply, is not part of my work 
l: Minor aspect of my work, occurs rarely 
2: A small part of my work 
3: A substantial part of my work (eit~er 

frequent but not important or infrequent 
but highly important) 

4: \ major part of my work 
5: A most significant part of my work (hath 

highly frequent and important) 

TRAINING AND DEVELOPMENT ACTIVITIES 

21. Develop exercises and tests for measurement 
of learning 

22. Develop self-assessment tools (checklists, 
manuals, exercises) 

23. Conduct training programs/activities 

24. 

25. 

Decide whether to use an existing program, pur­
chase an external pro,Jram or create a new one 
to satisfy needs 

. Desi,;in questionnaires for evaluating training 
and development progams (feedback) 

26. Revise materials/programs based on evalua­
tion feedback 

27. Analyze performance problems to det2r.,,ine 
any applicahle training and development 
solutions 

28. What training and development techniq~es do 
you use? (please mark each technique) 

Lecture w/wo Media 
Films 
Videotape/Closed Circuit TV 
Discussions (cases, issues, etc. l 
Role Playing 
Simulation/Advanced Gaming 
Laboratory Education/Sensitivity Training 
Programmed Instruction/Self-Instruction 
.Coaching/Counseling 
On-the -Job Training/Joh Instruction 
Training 
Job Rotation 
Organization Development Techniques 

29. Identify training and development needs through 
questionnaire surveys (perceived needs, atti­
tudes) 

30. Identify training and development needs through 
interviews nr inf,,rmal discussions 

31, Identify traininJ and development needs through 
analy~is of joh requirements (job descriptions, 
task analysis, observati~n. etc. 

0 2 
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EXPLANATION UF SCALE: 
O: Does not apply, is not part of my work 
l: Minor aspect of my work, occurs rarely 
2: A small part of my work 
3: A substantial part of my w0rk (either 

frequent but not important 0r infrequent 
but highly imp0rtant) 

4: ~ major part of my work 
5: A most significant part of my work (hoth 

hi9hly frequent and important) 

TRAINING AND DEVELOPM~NT ACTIVITIES 

32, 

33. 

34. 

3 5. 

36. 

Identify skills and knowledge requirements of 
jobs 

Evaluate training and development needs to 
set pro1,1ram priorities 

Identify training implic.Jtions prior to 
implementing other personnel programs (~enefit 
programs, recruiter training, lahor relations 
etc.) 

Identify the irnpact of training and devel,1pment 
on other personnel progrJms or policies 

Use organization development intervention 
techniques (e.g., team huil,jing, inter--1ro11p 
meetings) 

37. Determine nan.Jgeri.Jl/employee awareness of 
the availa~ility 0f pro~rams 

38·. Counsel individuals on Cdreer development 

39. Estahlish and maintain good w~rking relat­
ionships wirh managers as clients 

40, ExpL1in recomnend.Jtions to :,ain accE'pt.ance 
for then 

41. 

4 2. 

4 3. 

44. 

4 5. 

46. 

4 7, 

48. 

Assist managers in inplementing on-the-joh 
trainin;i 

Assist 0thers in implementing training and 
development programs 

Interpret data/statistics on training and 
development 

Project future training needs (relating to 
managemen~ succession, or~anization changP. 
etc.) 

Organize and staff training and development 
function or department 

Make formal management presentatinn plans for 
training and development programs and proJects 

Prepare budgets (plans) for training and dev­
elopment programs and projects 

Maintain information on training a~d devel­
opnenl costs and/or benefits 
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EXPLANATION OF SCALE: 
0: Does not apply, is not part of my work 
l: Minor aspect of my work, occurs rarely 
2: A small part of my work 
3: A substantial part of my work (either 

frequent but not important or infrequent 
but highly important) 

4: A major part of my work 
5: A most significant part of my work (hoth 

highly frequent and important) 

TRAINING AND DEVELOPMENT ACTIVITIES 
49. Assess performance before and after training 

to measure trainin1 effects 

so. 

51. 

52. 

53. 

54. 

55. 

56. 

Establish/maint~in a library (training re­
sources, career development information) 

Identify and evaluate external training and 
development programs 

Prepare/disseminate internal and external 
training and development proyram announcements 

Arrange for participation in Pxternal training 
and development programs 

Design or use information system for data on 
pro,,rams, projects, participants, instructors, 
materials , etc. 

Des1,:;n data collection procedures to maintain 
privacy or confidentiality 

Apply criteria for selecting program partic-
1 pants 

57. Maintain records of participation in training 
and development programs 

58. Administer tuition reimbursement program 

59. Identify equipment and supplies required for 
training and development program 

60. Evaluate proposals frol'l outside consultants 

61. Obtain (contract with) outside consultants 

62. Obtain internal instructors/program 
resource persons 

63. Evaluate internal instructors/program resource 
persons 

64. Obtain/hire external instructors/program 
resource persons 

65. Evaluate external instructors/program resource 
persons 

66. Arrange program logistics (facilities, lodging, 
meals, communications, etc.) 

67. Supervise production of training and devel­
opment materials (slides, films, cassettes, 
manuals, etc.) 

0 2 

110 

4 5 



O: Does not apply, is not part of my work 
1: Minor aspect of my work, occurs rarely 
2: A small part of my work 
3: A substantial part of my work (either 

frequent but not important or infrequent 
but highly important) 

4: ; major part of my work 
5: A most significant part of my work (hoth 

highly frequent and important) 

TRAINING AND DEVELOPMENT ACTIVITIES 

68. Contract with outside vendors (purchase mat­
erials, programs) 

69. Prepare artwork and copy for slides 

70. Operate audio-visual equipment 

71. Counsel with employees on training and 
development matters 

72. Counsel with managers and supervisors on 
training and development 

73. Supervise the work of others (plan, organize, 
schedule, etc. I 

74. 

75. 

1Fi. 

Keep ahreast of training and development 
activities in other organizations (e.g., 
COITlpetitors, other local firms) 

Communicate with government personnel on 
training and development matters (e.g., 
meetin~s, conversations, correspondence) 

Keep abreast of EEO/Affirmative Action reg­
ulations and related training and development 
practices 

77. Keep abreast of OSHA regulations and related 
training and development practices 

78. Attend seminars/conferences on training and 
development (e.g., ASTO meetings) 

79. 

80. 

81. 

Keep abreast of training and development con­
cep.ts, theory, techniques, and approaches 

Attend seminars/conferences for your own pr·,­
fessional development 

Interpret statistics and data (e.g., scatter 
plots, time series) 

82. Present statistics and data (e.g., charts, 
tables) 

83. Write reports on manuals relating to training 
and development 

84. Write proposals for programs or projects 

85. Write speeches relating to training and devel­
opment 

0 2 4 
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EXPLANATION or SCALE: 
0: Does not apply, is not part of my work 
1: Minor aspect of my work, occurs rarely-
2: A small part of my work 
3: A substantial part nf my work (either 

frequent but not important or infrequent 
but hiyhly important) 

4: , major part of my work 
5: A most significant part nf my wnrk (hoth 

highly frequent and important) 

TRAINING ANO OEVELOPME~T ACTIVITIES 

86. Write articles (for periodicals, internal 
1=ubl ica tions) 

87. Write memos or announcements 

88. Administer achievement test~/aptiturte 
tests/questionnaires 

89. Other training and development activities 
you perform: 

A·~~~~~~~~~~~~-~~~~~~ 
B·~~~~~~~~~~~~~~~~~~ c. 
D.~~~~~~~~~~~~~~~~~~ 

0 

90. How many years have you been a training and development 
professional? 

0 - 4 years 11 - 24 years 

5 - 10 years 25 years or more 

2 

91. How many years have you been in your present oryanization? 

0 - 4 years~~-

5 - 10 years~~-

11 - 24 years~~-

25 years or more 

92. Indicate your level of formal education attained and fill in 
boxes below for maJor field of study: 

Some College 
Associate Degree 
Bacheior's Degree 

G,adu••• 

Some Graduate Study 
Master's Degree 
Doctorate 

Yrnu M.t10, f1tilll ,,I StutJv 

3 4 
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M:lrch 7, 1983 

l'«:>uld you be interested in kna,,ing what changes have occurred in the 
activities of training and developmnt professionals since the mid 
1970 • s? At that time, Pinto and walker carpleted their st\Xly, "Wlat 
Training and Developmnt Professionals Really Do." 

We are surveying the national members, in Region Seven, of the American 
Society for Training and Developmnt to determine new developmnts in 
job activities for training and developnent professionals. We need your 
assistance in corrpiling this inforna.tion. 

114 

You can carplete the enclosed questionnaire in approx.imately fifteen to 
twenty minutes. Please use the envelope provided to return the question­
naire by Mrrch 21, 1983. If you are interested in reviewing the results 
of this research, give us your nama and address on the enclosed postcard 
and \Ye will see that you receive an abstract of the st\Xly. 

'!hank you. 

Sincerely, 

Pamela L. Glover 
Research Director 

enclosures 

Jeanine N. Rhea 
Research Professor 
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BUSINESS REPLY MAIL 
NO POSTAOI llAMP NICIUAIIY IP MAILID IN IHI UNITIO ffATU 

POSTAG& Will BE PAID IY 

PAM GLOVER 

Rt. 3, Box 104 

Pine Bluff, 

Arkansas 71601 

FIRST CLASS 
PERMIT NO. 642 

Pine lluff, Ark. 

I-' 
I-' 
0\ 
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l?QS~ RmUF,STING ABSTRM:r OF RF.SULTS 
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BUSINESS REPLY MAIL 
NO POSlAOI IIAMI' NICUIAIY IP MAILID IN 1N1 UNlffl) ffATII 

POSTAGE Will BE PAID IY 

PAM GLOVER 

Rt. 3, Box 104 

Pine Bluff, 

Arkansas 71601 

FIRST~ 
PERMIT NO. 6.C2 

,.,. lluff, A,k, 

I WISH TO RECEIVE A COPY OF THE ABSTRACT 

OF THE Survey of Activities of Training 

and Development Professionals: 
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April 1, 1983 

You recently received a questionnaire requesting your participation in 
a study, to detenni.ne new developrents in job activities for training and 
developnent professionals since the mid-1970' s. 'lhis is a regional survey 
involving the national members in Region Seven of the Anerican Society of 
Training and Developnent and faculty members of universities offering 
graduate stuiles in this area. At the time this letter was nailed, a 
resp:mse had not been received fran you. If the questionnaire has since 
been conpleted am returned, we thank you. 

If not, would you please catplete the enclosed questionnaire? The ques­
tionnaire should be returned 1¥ April 15, 1983. An addressed, p::>stage 
paid envelope is enclosed for :your convenience. 

By providing your professional expertise, you are contriblting tcward 
the developnent of a more precise analysis of the needs of the training 
and developrent professional. 

Sincerely, 

Pamela L. Glover 
Research Director 

PLG/JNR/Jb 

enclosures 

Jeanine N. Rhea 
Research Professor 
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April 25, 1983 

Your response is desperately needed to the study researching 
new developments in job activities for training and develop­
ment professionals since the mid 1970's. 

Please complete the questionnaire you received several weeks 
ago and return it in the postage paid envelope provided. 

Regards, 

Pamela L. Glover 
Research Director 

·------·---- --· -·-----

122 
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TOWERS, PERRIN, FORSTER & CROSBY 
600 THIRD A VENUE 

NBN YORK. NBN YORK 10016 
(212) 300-3853 

JAMES W. WALKER 
Vice President 

Ms. Pam Glover 
Route 3 
Box 104 
Pinebluff, Arkansas 71601 

Dear Ms. Glover: 

February 16, 1983 

I've enjoyed discussing your research project with you and hope 
that you come up with data and findings which are useful com­
parisons to our original 1978 ASTD Study. 

I am pleased to have you replicate our study using your area ASTD 
members as a sample. Certainly, as far as I am concerned, you may 
use the same questionnaire. Naturally, Pat Pinto and I would be 
interested in your results. As I have indicated to you, I would be 
very pleased to assist you in any way we can. I am sorry that I 
have been unable to find copies of the original data printouts. 
Should you wish to reach Pat, his telephone number (home) is 
(612) 645-7536. 

' . 
By copy of this letter, I am alerting Bob Craig at ASTD to your 
work. I assume that ASTD would be very supportive of your study. 

/ls 
cc: Mr. Robert Craig, ASTD 

Dr. Patrick Pinto 

Best regards, 
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WHAT DO 
TRAINING&. DEVELOPMENT PROFESSIONALS 

REALLY DO? 

[ru~ 

~ ~~~~~~~ ~w~~~w ~o ~~~[!J wJ~wJ~~~~ 

Each of us has an idea of what we think training and development people should be doing. 
And we think we know what we are doing. But across the membership of ASTD. there is little 
agreement on our professional roles and the skills. knowledge. and experience necessary to 

succeed in our profession. This makes it difficult to know just what kinds of courses. 
seminars, and other professional development activities are needed. 

This questionnaire is being sent to all ASTD members to find out what activities are really performed, 
as a basis for identifying basic rotes and competencies. The results will be helpful in 

developing self-assessment tools and other professional development aids. The overall 
study is being sponsored by ASTD's Professional Development Committee and conducted 

by the management consulting firm of Towers. Perrin. Forster & Crosby. 

The questionnaire itself is the product of several months' work involving suggestions from 
more than 100 ASTD members across the continent. The data collected will be analyzed 

and a report of findings will be published by ASTD. 

Please take a few minutes to complete this confidential questionnaire and put it in the mail. 
We need to know what you really do to make the study a complete success. 

126 
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1. How has your organizations training ar.d development acli',ity changed ouring the past !ive years? (e.g .. expansion. 
new func:ions. decentralization) 

2. In wnat ways is your job changing? (e.g .• how will it be different rive years rrom now?l 

3. What is the most important skill or knowledge requirement •or success as a training and development proiessional? 

• 

4. What is the most important tJehav,orat requir1tment tor success as a training and development ;::rofess1ona1? r e.g .• 
maintaining credibility, emi:atnizing, being flexible. maintaining confidences, being creative) 



J 
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WHAT DO TRAINING AND DEVELOPMENT PROFESSIONALS REALLY DO? 009745 
5 Which of the foHow,ng BEST descnbes your respons1b1htv' 

(please mark onlv onM_ f!Vf!'n thouqh others mav apply) 

full 111n~ c;.1t111t-nt 

vendor s11,1ph•·r 

ex1enh1t cl,ns1,1r.1,,t 

retir-.d 

0 
0 
0 
0 
0 
0 
0 

other '--~~~~~~~~~~-0 

Approx,malely what part of your position is devoted lo 

training and development' 

a very small t,drt I 20"\, or 1ess1 

less than hall 

about hall 

more than halt 

full t,me (100"ol 

0 
0 
0 
0 
0 

7. How many other 1r-,ng and develo-1 professionals -

employed in your organizet;on.1 unit 1 

none other Q 
1 4 0 

5-25 0 
more than 25 0 

8. How many of these persons._,. 10 you (directly 

or inclirectlvl 1 

none other 

1 · 4 
0 
0 

5 -25 0 
more than 25 Q 

9. "!OW meny other employees report 10 you? (e.g .• labor 

retat1ons. compensation. clericall 
none 01her 

1 4 
0 
0 

5 25 0 
more 1han 25 Q 

10. Approx,mately where does your -ilion 1"81)0rl in your 

orgenialion1 (whteh ~ describn1I 

too-level management O 
corporate stalf. government department or adm1n1strauon Q 
ma1or d1v1s10n agency oc.,eraung company O 
1epartmen1 or functtonal unu Q 
. Ian, or offtce locr111on Q 

,tv location of an oryan,zatton Q 
~1her te g . special ass,gnmentl O 

11 . Wh•I levels of people do you pr,marily serve in your work I 
managers --- 0 
supervisors 'foremen Q 
professt0nal, technical sales Q 
othP.r salaried Q 
hourly Q 
volunteers Q 
general e1tlernal pubhc s1uden1s Q 
other Q 

12. Total size of the orgamzatton you sen,e: 

lt!'S!<I than l _()()(1 0 
1 000 5 000 

5 000 t 5 000 
0 
0 

15.000 25 000 0 
more than 2~ 000 Q 

DIRECTIONS FOR MARKING • 
Use •2 or #2''1 black lead pencil only 00 NOT use ink or ballpoint 

Make heavy black marks that fill the circle completely 
Erasf! cleanly any answer you wish to change - make no stray marks 

e.amples of PROPER marks hamples of IMPROPER marks 

eo eo oe o© o~ o@ 
13. Size of total populat,on sfltrved ,n your work (active and 

prospective 1r111n1ng and development par1,c1pantsl 

lttss th~n 500 0 5.000 15 000 0 
SOO 1 .000 Q 15 .000 or more Q 
l 000 5.000 0 

14. Total annual sales (or annual budget. 1f public sector or 

non-profit) of your organ11:at1on 

under S25 rrnlhor, Q 
525 to 599 m,lhun O 

5100 to 5999 million Q 
11ver S l billion Q 

DEFINITION OF SCALES 
To ~~,t extent does your work include the folloWtng 

~ctivitif,s/· Consider the importance and the frequency of 

occurrence of each activity and mark the answer thal best 

describn whet you do. 

0 · don not apply. is not part of my work 

1 - a minor aspect of my work; occurs rarefy and is 
unimportent 

2 · • small pert of my work 

3 · a substenlial parl of my work (1t1lher frequent bul 
not necessarily important or infrequent bul highly 
importentt 

4 a major perl of my work 

5 · a most significant part of my work ( both highly frequent 
and imporlantl 

EXAMPlE: Construct questionnaires for analysis of 
training and development needs 

-· ~ol ...... ...... . ""''' .. :.·. ,, .. , ... ...,. ... .... .... .. .. , ..... 
oO 20 J. 40 5 0 

• 0 
0 
0 0. oo 

!o 
"'40 
lo ~· x• ;o 
"'0 • 0 

0 
g 

Constructing needs analysis quest1onnatres mav be an important part 

of your work, but you may do ,t only once or twice a year The 

appropriete response 10 th,s 11em. then. would be (3). 

15. Construct quest1onna1res for analysis of 

training and development needs • • ,_ 
16. Conduct needs analysis 1nterv1ews 

17. Estabhsh ob1ect1ves for programs (e.g .. 

behavioral or learning obrecuvesl 

18. Design specific programs to saustv ne"ds 

le.g., management development. supervisory 

training. technical developn,ent) 

,9. Determine program content (toptesl 

20. Apply concepts of human development and 

growth in des1gmng tra,nmg and develop· 

ment proHrams 

21 Apply aduU IP.arn111<4 thP.orv 1nsrructionat 

pnnc1ples 1n developmg program content 

and matenals 

22 Evahiatt! allr.rnattvf!' mstructt0nal mf!'thods 

{e.g .. v1deotaptt. rolP.·play. tfomonstra11or,) 

NCS Tr,11,,. Oo11c T4836 ~4321 

0 

~ 

<i 

l(O 

-Ito 

I(~ 

1(1 

-lfo 

• z s 
:::: I(:, -

,!.,.1(!, ,. Ifs 

l<i 1,_[ 1c£ '.! !. 

1€, l{l l{I {& s - --1(1 I{~ l(J ,. "• 

1(i. ,(, ri 
,_ 
I(!, 

,_ 
I(!. 

lti l(i 1ci I<!: I<!: 

I(~ 2 
~1-
l 1,..!. -I(!_ 

I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I I 



• 
5. A Most Significant P;ut 

4. A Ma1or Part 

• 3. A Substantial Part 

2 A Small Part 

1 A Minor Part 

o. Does Not Apply 

23. Develop tra1n1ng m•terials I•. g .. workbooks. 

eaerc,se1. case1I 
otapea. etc.I i. Prepare scnpll lfo, hims. vtdto 

.5. Write CHH ..__ on persoNI 

observ•tion ( research I 

I experMtnces or 

26. Develop programmed learning 

managed instructional m•ter,a 

or computer-
Is 

27. Evaluate "ready-made" course s or mater1als as 
to their applicability 

!length, number 28. Determine program structure 

of participants. choice of tedm iques. ••ting 
configurationat 

and d-lopment /29. bperiment with n- training 

techniques (innovate or pilot test I 

n collaboration with 30. Develop program or courses i 

colleges. universities. or other institutions 

31. Design commumty developme nt programs 

es of courses or , 32. Determine appropriate sequenc 

programs (e.g .. prerequisites. curricula I 

33. Train Of coach trainers, program leaders 

34. Train managers •nd superviso rs how to tra,n 

35. Develop criteria for selecting 

participants 

program 

! 36. Develop e•ercises and tests lo r measurement 

of le•ning 

, 37 Develop self.assessment tools I checklists. 
manuals. eaerc,sesl 

38. Conduct training programs, ac t1v1ttes 

J9. Decide whether to uSf! an exis 

purchase an external program 

one 10 sausfv needs 

ting program. 

or create a new 

uat1ng tra,mng and , 40. Destgn Questionnatres for eval 

development programs ileedb• ckl 

I 41 . Revise materials programs ba sed on evafuauon 

feedback 

42. Analyze performance problems 

apphcable trauung and develop 

to determme anv 

mf!nt soluuons 
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5 A Most Sign1hcant Part 

4 A Ma1or Part 

3. A Sub!ltanhal Part 

2 A Small Patt 

1 A Minor Pan 

0 Does Not Apply 

lopment tP.chn1c,uf!S 43. What tra,nmq ;1nd deve 

do you use) lpt«,ase ,na 

ech,re w.lh or w,lhout 

rk P.ach techn.qu .. ) 

mt:td, ... 

ilms 

TV 
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3 4 . 'lideotape CIOSl!d·ClrCUll 

discu~sions leases. issue 
- = = .: 

· role playing 

'~·ehavior. modeling 

s. etc.I 

m,ng 

ns1Uv1tv traminq 

self 1nstruct1on 

mulatton advanced ga 

,aboratorv r.ducat1on se 
programmed 1nstruct1on 

coaching counseting 

on·the·1ob ,training tob 1nstruct1on tra,nmg 

job rota11~n 

ntetnship, assistantsh• ps 

'organization developme nt techniques 

,Other 

velopment needs 44. Identify training and de 

through questionnaire s 

needs. attttudesl 

urveys I perce1Ved 

velopment needs 
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45. Identify tram,ng and de 
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elopment needs 46. Identify training and dev 

through analysis of job 

descriptions. task analy11 

requirements (Job 

s. observation. etc.) 

4 7. ldenufv skills and know ledge requerements 

of jobs 

48. Evaluate training and de 

~o set program prioritie 

velopmen t needs 

s 

tions pnor to 1mple· 49. Identify tra1n1ng ,mplica 

ment1ng other personne 

programs. recruiter train 

I programs I bttneht 

,ng. labor 

relat1on1. etc.) 

in111g and develop-50 Identify the impact of tra 

ment on other personnel programs or pohcies 

pment 1ntervP.nt1on 51 Use orgamzahon develo 

tP.chmques (e g .. team b 111ld1ng, 1nter·group 

mP.etmgsl 

~n,plovee awareness 52. Detennine ,nanagerial P. 

of the avaelab•hty of pro grams 

53. CounsP.I 1nd1v1duals on c areer development 

woriung reia· 54. Establish and mamtain good 

t1onshtps with ma;,agers as chents 

55 .. E;l{pla,n recommendations 

acceptance for them 

to gain 
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5 A Most Significant Pan 

4 A Ma1or Pan 

3. A Subs1antial Part 

2 A Small Part 

1 . A Minor Part 

o. Does Not Apply 

56. Assist managers ,n imp 

job tra,n,ng 

57. Assist others in ,mplem 

dovelopmonl programs 

58. Interpret data statistics 

dovolopmenl 

lementing on· the-

enung tr•ining and 

on training and 

59. Protect future tratn,ng n 

management succession 

eeds I relating 10 

. organization 

change. elc.t 

1ng and develop-60. Organize and staff train 

ment function or depart ment 

nt presentation 

lopmont pro-
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61 Make formal manageme 

plans for !raining and dove 

grams and projects i 11:I1 13 ,1:-!) 

for training and 82. Prepare budga11 (plansl 

dovolopmont programs and proiocts 

13. M•intain information on 

development co11s and 

training and 

or bonofits 

oro and after 64. Assess performance baf 

tr•ining to measure train ing elfocts 

arv (!reining ,. 65. Establish maintain a libr 

sources. career developme nt informationt 

ternat training 06. ldon11tv and evalua1e e• 

and development progra ms 

67. Prttt)ant disseminate inte 

train,ng and developmen 

announcements 

rnal and e•t1t1nal 

t program 

68. Anangf! In, partte1pat1on 

training and developmen 

in e•temal 

t programs 

69. DeStgin or use informatio 

on programs. pro1ects. p 

structors. mate,.als. etc. 

n system for data 

artic,pants. in· 

70. Design data collechon p 

maintain privacy or conf 

rocedures to 

identu1htv 

71. Apply cr11er1a for selocling program 

participants 

1cipation in training 72. Maintain records of part 

and development program s 

73. Administer tuition reimbu rsement program 

74. Secure necessary copy119 hts or reprint 
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5 A Most S1gnif1cant Part 

4 A Ma1or Part 

3. A Substantial Part 

2. A Small Parl 

1. A Minor Part 

0. Does Nol Apply 

75. Identify equipmenl and supplies required 

for training and dovalopm ent pr09ram 

outside con~ultants 
utside consuUants 

76. Evaluate proposals from 

77 Obtain (conuact w11hl o 

78 Obtain internal instructo rs program 

resource persons 

tors program 

{O 
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79 Evaluate internal ,nstruc 

resource persons I~ ..!.. .! l • • 
80. Obtain.' hire external ins 

resource persnns 

tructors program 

81. Evaluate external instru 

resource persons 

ctors-· program 

cs I facdittes. 82. Arrange program log11t1 

lodging, meals. commun 1cahons. etc.~ 

train,ng and 83. Supervise produc11on of 

development materials ( 

cassettes. manuals. etc 

slides. films. 

I 

84. Contract w11h outside v 

materiats, programs~ 

endors ( purchase 

Yf s. Hire profes11onal1 to rec ord cassettes 

86. Prepare artwork and cop v for slides 

87. Oparale audio-visual equ 

88. Counsel with employees 

development matters 

1pment 

on training and 

and supervisors 89. Counsel wilh managers 

on training and develop ment 

90 Supervise the work of o 

organize. schedule, etc. I 

thers (plan, 

and development 91 Knp abreast of training 

activiti1ts tn othttr organ 

competnors. other local 

izat1ons te.g , 

firms I 

rnmttnt penonnel 92. Communicate with gove 

on training and developm 

meeungs. conversations 

ent matters !@ g .. 

. correspondencel 

ffirmat1ve Action 93 Keep abreasl of EEO A 

regulations and related t 

development practices 
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94 Keep abreast of OSHA 

lated training and develo 
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5. A Most Sign1lican1 Part 

4 A Ma1ur Pnrt 
3. A Subs1an11al Part 

2 A Small Part 

1. A Minor Part 

O OOP.s Not Apply 

95 Attend seminars conft~rP.nctts on 1raunnq 
and development 1e.g .. ASTO ,,...,,ngsl 

91. Knp abreast of tra,n,ng and development 

concepts. theory. techniques. and approac"" 

97. Attend seminars conferences for your own 

profeuional development 

98. Interpret sta1ts11cs and data te.g .. scatter 

plots. time -iesl 

99. Present statisties and data Ce.g .. charts. tablttsl 

100. Write repons or manuals relating 10 training 

and de""lo-nt 

101 . Write proposals for prog.....,s or prajKts 

102. Write spnc"" relating to trMling and 

development 

103. Write articles Cfor periodicals. int-I 

publications I 

104. Write memos or a-ncements 

105 Administer achiev-t IHIS-' aptitude 

IHISI ~lionnaires 

101. Other training and iN,,,.1opmen1 activities 

you perfonn=,...------------. ~"'L~""~•"-''"'~ ~11----------- '"""""'""'''""11...-..11""1 

107. Which of the following BEST describes your training and 

d...,etopmen, specialization7 

generalist O 
trainer instructor O 
career development counselor Q 
orgamzat,on development Q 
consuUant O 
communuy devtitlopment Q 
other Q 

108. How many years ha,,. you - a training and d....iopment 

professional? 

0 4 years O 1 T 24 years O 
5 TO years O 25 Ytmrs or ,nore O 

109 How manv years have you been in your present organization' 

Q 4 ypa,~ 0 1 t 24 VCMS O 

131 

1 1 O Whal ,s thtt z,p code wherft you work' ----., 

Ouflshon 111 ZIP COOE 

v.,ur Ma1or F,.,td of S1udv I I I ! 
High 

School 

College 

Graduate 

®®®®® 
0000© 
©©©©© 
<D<D<D<D<D 
©©©©© 
©©@©© 
@©©@@ 
0<D000 
®@@®® 
@©©©© 

111. Indicate yJur level of formal education attained and fill 1n 

boxes above lor ma1or field of study, 

some high school Q h;whelor s degree O 
high schoot graduate Q some yraduate study Q 
some college Q mas1er s degree Q 
associate degree Q doctorate Q 

112. Whal is your age7 

Under 25 
25 - 34 

35 • 44 

0 
0 
0 

113. What is your salary 1 .... 11 

under 55.000 

55.000 · $14.999 
0 
0 

$15.000. $24 999 0 

114. Whal is your saa7 

female 

115. What is your raca7 

While 

Black 

H,sc,an,c 

0 

As,an or Pacific Islander 

Amer.can Indian or Alaskan native 

Or her 

45 • 54 
55 - 64 

0 
0 

65 or over Q 

525.000 535.000 Q 
OYP.r SJ5.QOO O 

maleQ 

0 
0 
0 
0 
0 
0 

DO NOT WRITE IN THIS SPACE 

SPECIAL cooe COMPUTE A 
USE ONLY 

• 5 TO years O 25 '""'' or onn,.. 0 THANK YOU! 
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115. What new requirements do you feel are emerging as important for training and development professionals'? 

117. Which of the following best describes your personal long-term career oojective? 

CJ training and development specialist or manager 
:J other personnel responsibilities (e.g., personnel director. labor relationsl 
CJ otner organizational functions (e.g .. marketing, ?roductionl 
:l consultant ( internal or external) 

O educator I tea en er I academician 
a other: 

118. Identify a specific resource that has oeen most useful in your own development as a training and development 
professional. (e.g .. a course. seminar, book) 

119. ?lease give examples of any oehavior you have observed 'Nhich you consider unethical or imr,ror,er tor a 
training and development professional. 

120. What is the nature of the industry or organization where you work? (which t:Jest describes?) 

::; insurance O commerc:al aviation 
C utilities 

:: non-profit I volu,1tar1. 
foundat!on, :1ergy) 

132 

O banking/ savings & lending 
institution 

C retailing 
= agriculture/ natural resources 
'.:j mining 

:: chemicals! pharmaceuticals 
c:; computers/ data crocessing 
w automotive 
w electrical/ electronic 
C textlles 

::: trade/ professional asscc1ation 
::: law enforcement 

::; communications/ broadcasting/ 
publishing 

CJ restaurants/ rood/ hotel 
~ recreat1cn/ amusement 
C transportation 

C metals 
O petroleum 
!J pu:p and oapr.r::ores• prccucts 
Q construct1or, 
C beverages/ bottling/ brewing 

[; industrial-general 
;:: 'iealttl care 
::: educational inst1tuuon 

::: state and local ~cvernment 
::: federal government 
::: military 
::: o:her _______ _ 
::: other _______ _ 
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121. Please provide an11 additional eomman!s or information that would be useful. 
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WADING OF JOB ACI'IVITIES FOR FOURTEEN FACTORS 
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WADING 

.840 

• 839 

• 851 

.822 

• 784 

.745 

.708 

.646 

.555 

• 555 

• 492 

.485 

.472 

.466 

TABLE XXVIII 

FAC'roR 1: MANAGE INTERNAL AND 
E}CT'ERNAI.., RFSOURCE:S 

135 

ITEM NUMBER JOB ACI'IVITY 

61. 

60 • 

65 • 

64. 

68. 

62. 

63. 

47. 

48. 

45 • 

57 • 

24. 

66. 

73. 

Obtain (contract with) outside consultants 

Evaluate proposals fran outside consultants 

Evaluate external instructors/program resource 
persons 

Cbtain/hire external instructors/program 
resource persons 

Contract with outside vendors (purchase 
rraterials, programs) 

Obtain internal instructors/program 
resource persons 

Evaluate internal instructors/program resource 
persons 

Prepare bi.rlgets (plans) for training and develop­
:rrent programs and projects 

Maintain infonration on training and develop­
ment costs and/or benefits 

Organize and staff training and developnant 
function or department · 

Maintain records of participation in training 
and developnent programs 

Decide whether to use an existing program, pur­
chase an external program or create a new one 
to satisfy needs 

Arrange program logistics (facilities, lodging, 
rreals, canrn..mications, etc.) 

Supervise the v.0rk of others (plan, organize, 
schedule, etc.) 
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TABLE XXVIII {C.Ontinued) 

I..OADING ITEM NU1BER JOB ACrJ.vITY 

• 451 52 • Prepare/disseminate internal and external 
training and developnent program announcenents 

• 432 58 • Administer tuition reimbursement program 

• 428 51 • Identify and evaluate external training and 
developnent programs 

• 422 59 • Identify equipnent and supplies required for 
training and developnent program 

• 398 67 • Slpervise production of training and develop-
ment materials {slides, films, cassettes, 
manuals, etc. ) 

.396 54. Design or use infonnation system for data on 
progra.ns, projects, participants, instructors, 
materials, etc. 

• 393 17 • Determine appropriate sequences of courses or 
programs {e.g. prerequisites, curricula) 

.388 13. Evaluate "ready-made" courses or materials 
as to their applicability 

• 379 53 • Arrange for participation in external training 
and developnent programs 

• 373 87 • Write rreros or announcenents 

• 368 35 • Identify the .i.rrpact of training and developnent 
on other personnel progra.ns or policies 

.363 34. Identify training .irrplications prior to 
impl.enenting other personnel programs (benefit 
programs, recruiter training, labor relations 

.342 46. M:lke fornal rnanagenent presentation plans for 
training and developnent programs and projects 
etc.) 

.334 33. Evaluate training and developnent needs to 
set program priorities 

• 312 56 • Apply criteria for selecting program partici-
pants 

.304 76. Keep abreast of EID/Affinnative Action regu-
lations and related training and developnent 
practices 



I.DAD ING 

• 748 

.745 

.679 

.646 

.600 

.588 

.577 

• 545 

.538 

.507 

• 472 

.444 

• 442 

TABLE XXIX 

FACI'OR 2: PROGRAM DESIGN 
AND DEVEIDIMENT 

137 

ITEM NUMBER JOB ACT'IVIT':l 

5. 

4. 

9. 

7. 

14. 

6. 

23. 

8 • 

15. 

3. 

28 • 

24. 

26 • 

Detennine program content (topics) 

Design specific program; to satisfy needs (e.g 
nanagenent developnent, supervisory training, 

Develop training ItB.terials (e.g. \\Orkbocks, ex­
ercises, cases) 

~ply adult learning t:heory/instructional 
principles in developing program content 
and materials 

Determine program structure (length, nunber 
of participants, choice of techniques, seating 
configurations, teclmical developnent) 

~ply concepts of hunan developnent & gI'Olll:h 
in designing training and developnent programs 

Conduct training programs/activities 

Evaluate alternative instructional rrethods 
(e.g., videotape, roleplay, demonstration) 

Experiment wit:h ner, training and developnent 
techniques (innovate or pilot test) 

Establish objectives for programs (e.g. be­
havioral or learning objectives) 

Technique: lecture w/\\0 Media 

Decide whet:her to use an existing program, pur­
chase an external program or create a neH one 
to satisfy needs 

Revise materials/programs based on evaluation 
feedback 



IDADING 

.364 

.361 

.359 

• 357 

.355 

.353 

.352 

.337 

.336 

.328 

• 317 

• 315 

.314 

• 310 

.305 

TABLE XXIX (O:>ntinued) 

ITEM NUMBER JOB ACl'IVITY 

13. Evaluate "ready-made" courses or materials 
as to their applicability 

28. 

25. 

28 • 

33. 

22. 

11. 

30. 

17. 

28. 

78 • 

00 • 

10. 

28 • 

70. 

Technique: Discussions (cases, issues, etc.) 

Design questionnaires for evaluating training 
and developnent progarrs ( feedback) 

Technique: Role Playing 

Evaluate training and developnent needs to 
set program priorities 

Develop self-assessment tcx:>ls (checklists, 
manuals, exercises) 

Write cases based on personal experiences 
or observation (research) 

Identify training and developnent needs throU3h 
interviews or inforna.l discussions 

Detennine appropriate sequences of courses or 
programs (e.g. prerequisites, curricula) 

Technique: Films 

Attend seminars/conferences on training and 
developnent (e.g. , ASTD meetings) 

Attend seminars/conferences for your o.vn pro­
fessional developnent 

Prepare scripts ( for films, videotapes, etc. ) 

Technique: Videotape/ Closed Circuit TV 

~te au:iio-visual equipnent 

138 



I.DAD ING 

.781 

.727 

.626 

.597 

.557 

.532 

.491 

.483 

.482 

.413 

.365 

.360 

.355 

TABLE .XXX 

FACroR 3: TRAINING 
RESFAlOI 

ITEM NUMBER JOB N:!rIVIT':l 

81. Interpret statistics and data (e.g., scatter 
plots, t.iire series) 

82. Present statistics and data (e.g. , charts, 
tables) 

55. Design data collection procedures to maintain 
privacy or confidentiality 

43. Interpret data/statistics on training and 
developnent 

83. Write reports on manuals relating to training 
and developnent 

88. Administer achievement tests/aptitlrle 
tests/questionnaires 

29. Identify training and developnent needs throu;h 
questionnaire surveys (perceived needs, atti­
tuies) 

86. Write articles ( for periodicals, internal 
publications) 

54. Design or use infonnation systan for data on 
program;, projects, participants, instructors, 
materials, etc. 

56. llpply criteria for selecting program partici­
pants 

75. Camunicate with government personnel on 
training and developnent natters (e.g., 
rreetings, conversations, corresp:mdence) 

85. Write speeches relating to training and 
developnent 

31. Identify training and developnent needs throu;h 
analysis of job requirenents ( job descriptions, 
task analysis, observation, etc. 

139 



WADING 

.355 

.352 

.311 

.304 

TABLE XXX ( Continued) 

ITEM NUMBER JOB ACI'IVITY 

77. Keep abreast of OSHA regulations and related 
training and developnent practices 

84. Write proposals for programs or projects 

49. Assess perfonra.nce before and after training 
to measure training effects 

48. Miintain inforna.tion on training and 
developnent costs and/or benefits 

140 

140 



IDADING ITEM NUMBER 

• 710 78 • 

• 691 80 • 

.644 79. 

• 656 74 • 

• 582 75 • 

.412 19. 

.393 85. 

.381 18. 

• 369 15 • 

.356 86. 

.353 16. 

• 329 77. 

.322 76. 

• 313 38 • 

TABLE XXXI 

FACI'OR 4: PROFESSIONAL 
DEVElD:EMENI' 

JOB ACTIVITY 

Attend seminars/conferences on training and 
developnent (e.g. , ASTD meetings) 

Attend seminars/conferences for :your ONn pro-
fessional developnent 

Keep abreast of training.and developnent con-
cepts, theory, techniques, and approaches 

Keep abreast of training and developnent 
activities in other organizations (e.g., 
catpetitors, other local firms) 

CClmunicate with government personnel on 
training and developnent matters (e.g., 
meetings, conversations, correspomence) 

Train managers and supervisors hOAT to train 

Write speeches relating to training and 
developnent 

Train or coach trainers/program leaders 

Experiment with new training and developnent 
techniques (innovate or pilot test) 

Write articles (for periodicals, internal 
publications) 

Develop program or courses in collaboration 
w/ colleges, universities, or other institu-
ticns • 

Keep abreast of OSHA regulations and related 
training and developnent practices 

Keep abreast of EID/Affinnative Action regu-
lations and related training and developnent 
practices 

Counsel individuals on career developnent 

141 



IDADING 

.722 

.688 

.531 

.479 

.464 

.450 

.430 

.358 

.340 

.335 

.328 

.307 

TABLE XXXII 

FACTOR 5: MANAGE IDRKING REIATION­
SHIPS WITH MANAGEMENT 

ITEM NUMBER JOB ACI'IVITY 

39. Establish and maintain good v.0rking relation­
ships with managers as clients 

40. Explain reccmrendations to gain acceptance 
for them 

46. Mike fonnal managanent presentation plans for 
training and developrent programs and projects 

84. Write proposals for programs or projects 

72. Cotmsel with managers and supervisors on 
training and developnent 

51. Identify and evaluate external training and 
developnent programs 

42. Assist others in irrplerrenting training and 
developnent programs 

85. Write speeches relating to training and 
developnent 

41. Assist managers in irrplerrenting on-the-job 
training 

13. Evaluate "ready-made" courses or materials 
as to their applicability 

44. Project future training needs (relating to 
managerrent succession, organization change 
etc.) 

48. Maintain infonnation on training and 
developnent costs and/or benefits 

142 
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TABLE XXXIII 

FACl'OR 6: INDIVIIXJAL DEVEIJJEMENI' 
PI.ANNING AND COUNSELING 

IJJAD!ro ITEM NUMBER JOB ACTIVITY 

.584 52. Prepare/disseminate internal and external 
training and developnent program announcements 

• 572 57 • Maintain records of participation in training 
and developnent program3 

.539 53. Arrange for participation in external training 
and developnent program3 

• 503 71 • Counsel with enployees on training and 
developnent natters 

.474 so. F.stablish/naintain a library ( training re-
sources, career developnent infornation) 

• 463 56 • Apply criteria for selecting program partici-
pants 

• 462 58 • .Administer tuition reimb.Jrsement program 

.381 51. Identify and evaluate external training and 
developnent programs 

.374 28. Technique: Discussions (cases, issues, etc.) 

• 353 72 • Counsel with managers and supervisors on 
training and developnent 

• 334 59 • Identify equipnent and supplies required for 
training and developnent program 

.331 20. Develop criteria for selecting program 
participants 

.320 49. Assess perfonnance before and after training 



LOADING 

.320 

.312 

.307 

TABLE XXXIII 

ITEM NUMBER JOB ACl'IVITY 

14. Detennine program structure (length, ntl'llber 
of participants, choice of techniques, seating 
configurations 

37. Detennine rranagerial/employee awareness of 
the availability of programs 

24. Decide whether to use an existing program, pur­
chase an external program or create a new one 
to satisfy needs 

144 



LOADING 

.680 

.661 

.542 

.465 

.434 

• 434 

.395 

• 365 

.331 

.331 

• 309 

.307 

.303 

FAC'IOR 7: PI.ANNING FOR 
TRAINING PERFO™ANCES 

ITEM NUMBER JOB ACTIVITY 

35. Identify the inpact of training and developnent 
on other personnel programs or policies 

34. Identify training inplications prior to 
implerrenting other personnel programs (benefit 
programs, recruiter training, labor relations 
etc.) 

44. Project future training needs (relating to 
rra.nagerrent succession, organization change 
etc.) 

38. Counsel individuals on career developnent 

28 • 

27. 

16. 

41. 

37. 

20. 

77 • 

76. 

56. 

Technique: Job Rotation 

Analyze perfonnance problems to determine 
any applicable training and developnent 
solutions 

Develop program or courses in collaboration 
w/ colleges, universities, or other institu­
tions 

Assist managers in inplementing on-the-job . 
training 

Determine managerial/errployee awareness of 
the availability of programs 

Develop criteria for selecting program 
participants 

Keep abreast of OSHA regulations and related 
training and developnent practices 

Keep abreast of EID/Affinnative Action regu­
lations and related training and developnent 
practices 

Apply criteria for selecting program partici­
pants 
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IDADING 

• 673 

.613 

.572 

.569 

.496 

.423 

.405 

.312 

TABLE XXXV 

FACTOR 8: GROUP AND ORG1lli!ZATION 
DEVEI.Ol:MENI' 

ITEM NUMBER JOB ACI'IVITY 

28 • Technique: Organization Developnent 
Techniques 

36. Use organization developrent intervention 
techniques (e.g. , team building, inter-group 
meetings) 

28. Technique: Coaching/Counseling 

28. Technique: Si.nu.tlation/Mvanced Gaming 

28. Technique: laboratory Education/Sensitivity 
Training 

28. Technique: Job Rotation 

28. Technique: Role Playing 
~ 

19. Train managers and supervisors hCJN to train 
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LOADING 

• 706 

.529 

.503 

• 394 

.375 

• 358 

.345 

• 339 

.305 

• 301 

TABLE XXXVI 

FACI'OR 9: NEEU5 ANALYSIS 
AND DIAGNOSIS 

ITEM NUMBER JOB ACI'IVITY 

2 • Conduct needs analysis interviews 

1. Construct questionnaires for analysis of 
training & developnent needs 

30. Identify training and developnent needs throU3h 
interviews or infonnal discussions 

27 • Analyze perfonnance problem:; to detennine 
a!r:f ag>licable training and developnent 
solutions 

29. Identify training and developnent needs throU3h 
questionnaire surveys (perceived needs, atti-
too.es) 

25 • Design questionnaires for evaluating training 
and developnent progams (feedback) 

3. Establish objectives for programs (e.g. be-
havioral or learning objectives) 

49 • Assess perfonnance before and after training 
to :rceasure training effects 

19. Train managers and supervisors hON to train 

33 • Evaluate training and developnent needs to 
set program priorities 
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IDADIID ITEM NUMBER 

• 616 28 • 

.588 28. 

• 569 32 • 

.542 31. 

.455 12. 

.409 41. 

.313 42. 

TABLE XXXVII 

FAC'IOR 10: JOB/PERFORMANCE 
REIATED TRAINING 

JOB ACTIVITY 

Technique: Progranmed Instruction/ 
Self-Instruction 

Technique: On-the -Job Training/ 
Job Instruction Training 

148 

Identify skills and knowledge requirercents of 
jobs 

Identify training and developnent needs throU3h 
analysis of job requirercents (job descriptions, 
task analysis, observation, etc. 

Develop programrced learning or corrputer­
managed instructional materials 

Assist :rranagers in irrplercenting on-the-job 
training 

Assist others in .implementing training and 
developnent prograrrs 



IDADING 

.625 

.496 

.462 

.444 

.374 

.319 

.312 

.301 

'!ru3LE XXXVIII 

F.ACI'OR 11: DEVEIDP MATERIAL 
RESOURCES 

ITEM NUMBER JOB ACI'IVITY 

10. 

28. 

28. 

11. 

12. 

28. 

28. 

9. 

Prepare scripts ( for film;, videotapes, etc. ) 

Technique: Videotape/ Closed Circuit 'IV 

Technique: Films 

Write cases based on personal experiences 
or observation (research) 

Develop prograxmed learning or ccnputer­
mmaged instructional rra.terials 

Technique: Simulation/ Advanced Gaming 

Technique: Role Playing 

Develop training rraterials (e.g. "WOrkbo::>ks, ex­
ercises, cases) 
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WADING 

.663 

.649 

.409 

.384 

.357 

• 304 

TABLE XXXIX 

FACIDR 12: CONDU::T AND PREPARE 
FOR CT.ASSROCM TRAINING 

ITEM NUMBER JOB ACI'IVITY 

70. ~rate atrlio-visual equipnent 

69. Prepare artv.0rk and copy for slides 

59. Identify equipnent and supplies required for 
training and developnent program 

67. supervise proouction of training and devel­
opnent rraterials (slides, filrn3, cassettes, 
rranuals, etc. ) 

66. Arrange program logistics (facilities, looging, 
meals, camunications, etc. ) 

28 • Technique: Discussions (cases, issues, etc.) 

150 

150 



LOADING 

.701 

.638 

.394 

.350 

.326 

TABLE XL 

FACIOR 13: DE.VEI.DP EVALlA­
TION METHOOO 

ITEM NUMBER JOB AarIVIT':l 

22. Develop self-assessment tools (checklists, 
nanuals, exercises) 

21. Develop exercises and tests for measuranent 
of learning 

25. Design questionnaires for evaluating training 
and developnent progams ( feedback) 

26. Revise materials/programs based on evalua­
tion feedback 

85. Write speeches relating to training and devel­
opnent 
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WADING 

.451 

.402 

.341 

.319 

.316 

.313 

TABLE XLI 

FACTOR 14: DETERMINE COURSE 
CRITERIA 

ITEM NUMBER JOB ACI'IVITY 

17. 

18. 

12. 

45. 

20. 

15. 

Detennine appropriate sequences of courses or 
programs (e.g. prerequisites, curricula} 

Train or coach trainers/program leaders 

Develop prograrnrred learning or corrputer­
nanaged instructional materials 

Organize and staff training and developnent 
function or department 

Develop criteria for selecting program 
participants 

Experinent with new training and developnent 
techniques (innovate or pilot test} 
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APPENDIX J 

CCMPARISON OF FACTOR ANALYSIS BE'l'WEEN 

PRESENI' STUDY AND PINTO 

AND WALKER STUDY 

153 



TABLE XLII 

CCMPARISON OF FAC'IDR AfmLYSIS BEIWEEN PRESENT 
STUDY AND PINI'O AND WALKER STUDY FAC'IDR 1: 

MANAGE INTERNAL AND E)CT'ERNAL RESOURCES 

ITEM NUMBER JOB AC:rrvIT'l PINTO & WALKER 
PACIOR TW:> & TEN 

61. Obtain (contract with) ootside consultants X 

60. Evaluate proposals fran outside consultants X 

65. 

64. 

68. 

62. 

63. 

Evaluate external instructors/program resource 
persons 

Obtain/hire external instructors/program 
resource persons 

Contract with outside vendors (purchase 
rraterials, programs) 

Obtain internal instructors/program 
resource persons 

Evaluate internal instructors/program resource 
persons 

47. Prepare budgets (plans) for training and develop­
nent programs and projects 

48. Maintain infonnation on training and develop­
ment costs and/or benefits 

45. Organize and staff training and developnent 
ftmction or department 

57. Maintain records of participa.tion in training 
and developnent programs 

x 

x 

x 

x 

x 

24. Decide whether to use an existing program, pur- X 
chase an external program or create a nf!M one 
to satisfy needs 

66. Arrange program logistics (facilities, lodging, X 
neals, camunications, etc. ) 

73. supervise the w::>rk of others (plan, organize, 
schedule, etc.) 

x 

x 
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TABLE XLII (Continued) 

ITEM NUMBER JOB ACTIVITY 

52. Prepare/disseminate internal and external 
training and developrent program announcements 

58. Administer tuition reimbursement program 

51. Identify and evaluate external training and 
developnent programs 

59. Identify equiprent and supplies required for 
training and developnent program 

67. Slpervise production of training and develop­
rcent na.terials (slides, films, cassettes, 
nanuals, etc. ) 

54. Design or use infonnation system for data on 
programs, projects, participants, instructors, 
na.terials, etc. 

17. Detennine appropriate sequences of courses or 
programs (e.g. prerequisites, curricula) 

13. 

53. 

Evaluate "ready-na.de" courses or na.terials 
as to their applicability 

Arrange for participation in external training 
and developrent programs 

87. Write neros or announcements 
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PINTO & WALKER 
FACIDR Tm & TEN 

x 

x 

x 

x 

35. Identify the inpact of training and developrent 
on other personnel programs or policies 

34. Identify training inplications prior to 
.implementing other personnel programs (benefit 
programs, recruiter training, labor relations 

46. M:lke fonnal management presentation plans for 
training and developrent programs and projects 
etc.) 

3 3. Evaluate training and developnent needs to 
set program priorities 

56. Apply criteria for selecting program partici­
pants 

76. Keep abreast of EID/Affinna.tive Action regu­
lations and related training and developrent 
practices 



TABLE XLIII 

CCMPARISON OF FACIOR ANALYSIS BEIWEEN PRESENI' 
STUDY AND PINI'O AND WALKER STUDY FACIOR 2: 

PROGRAM DESIGN AND DEVEID:EMENI' 
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ITEM NUMBER JOB 'ACTrvITY PINI'O & WALKER 
FACI'OR ONE & RXJRI'EEN 

5. 

4. 

9. 

7. 

14. 

6. 

23. 

8. 

15. 

3. 

Detennine program content (topics) 

Design specific programs to satisfy needs (e.g 
nanagenent developrent, superviso:cy training, 

Develop training materials (e.g. \\Urkbooks, ex­
ercises, cases) 

Apply adult leaming tlleo:cy/instructional 
principles in developing program content 
and materials 

Detennine program structure (length, nunber 
of participants, choice of teclmiques, seating 
configurations, technical developnent.) 

~ply concepts of hUllBil developnent & grcwth 
in designing training and developnent programs 

<l:>nduct training programs/activities 

Evaluate altemative instructional methods 
(e.g., videotape, roleplay, demonstration) 

Experiment with new training and developrent 
techniques (innovate or pilot test) 

Establish objectives for programs (e.g. be­
havioral or learning objectives) 

28. Technique: Lecture w/\\U Media 

24. 

26. 

Decide whether to use an existing program, pur­
chase an external program or create a new one 
to satisfy needs 

Revise materials/programs based on evaluation 
feErlback 

x 

x 

x 

x 

x 

x 

x 

x x 

x 

x 

x 

x 
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TABLE XLILL ( Continued) 

ITEM NUMBER JOB ACI'IVITY PINI'O & WALKER 
FACI'OR ONE & FOURI'EEN 

13. Evaluate "ready-rrade" courses or rraterials 
as to their applicability 

28. Technique: Discussions (cases, issues, etc.) 

25. Design questionnaires for evaluating training X 
arrl developnent progams (feedback) 

28. Technique: Role Playing 

33. Evaluate training and developnent needs to 
set program priorities 

22. 

11. 

Develop self-assessrrent tools (checklists, 
rranuals, exercises) 

Write cases based on personal e:x;periences 
or observation (research) 

30. Identify training and developrent needs throU=Jh 
interviews or infonnal discussions 

x 

x 

17. Detenni.ne appropriate sequences of courses or X 
programs (e.g. prerequisites, curricula) 

28. Technique: Films 

78. Attend seminars/conferences on training and 
developrent (e.g., ASTD maetings) 

80. Attend seminars/conferences for your ONll pro­
fessional developnent 

10. Prepare scripts ( for films, videotapes, etc.) 

28. Technique: Videotape/ Closed Circuit TV 

70. Cperate au:lio-visual equiprent 
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x 



TABLE XLIV 

CCMPARISON OF FACTOR ANALYSIS BEIWEEN PRESENT 
STUDY AND PINI'O AND WALKER STUDY FACTOR 3: 

TRAINING RESEARCH 

ITEM NUMBER JOB ACTIVITY PINTO & WALKER 
FACIOR FIVE 

81. Interpret statistics and data (e.g., scatter X 
plots, time series) 

82. Present statistics and data (e.g. , charts, X 
tables) 

55. Design data collection procedures to maintain X 
privacy or confidentiality 

43. Interpret data/statistics on training and X 
developnent 

83. Write reports on manuals relating to training X 
and developnent 

88. .Administer achievement tests/aptitu:ie 
tests/questionnaires 

29. Identify training and developnent needs throU:Jh 
questionnaire surveys (perceived needs, atti­
tu:ies) 

86. 

54. 

Write articles (for periodicals, internal 
publications) 

Design or use infonnation system for data on 
programs, projects, participants, instructors, 
materials, etc. 

56. Apply criteria for selecting program partici­
pants 

75. 

85. 

Camunicate with government personnel on 
training and developnent natters (e.g., 
meetings, conversations, correspondence) 

Write speeches relating to training and 
developnent 

31. Identify training and developnent needs throU;Jh 
analysis of job requirements ( job descriptions, 
task analysis, observation, etc. 

x 

x 

x 

x 
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TABLE XLIV ( Continued) 

ITEM NUMBER JOB PCrIVITY PINID & WALKER 
FACI'OR FIVE 

77. Keep abreast of OSHA regulations and related X 
training and developnent practices 

84. Write proposals for prograns or projects X 

49. Assess perfonna.nce before and after training 
to neasure training effects 

48. M:Lintain infonnation on training and 
developnent costs and/or benefits 
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TABLE XLV 

CG1PARISON OF FAC'roR ANALYSIS BEIWEEN PRESENI' 
STUDY AND PINI'O AND WALKER STUDY FACTOR 4: 

PROFESSIONAL DEVEIDIMENI' 

160 

ITEM NUMBER PINI'O & WALKER 
FACroR EIGHI' & FIVE 

78. 

80. 

79. 

74. 

75. 

At.tend seminars/conferences on training and 
developnent (e.g., ASTD neetings} 

At.tern seminars/conferences for your own pro­
fessional developnent 

Keep abreast of training and developnent con­
cepts, theocy, techniques, and approaches 

Keep abreast of training and developnent 
activities in other organizations (e.g., 
carpetitors, other local finns} 

Carmmicate with goverment personnel on 
training and developnent matters (e.g., 
rreetings, conversations, corresporrlence} 

19. Train managers and supervisors ho,/ to train 

85. Write speeches relating to training and 
developnent 

18. Train or coach trainers/program leaders 

15. Ex;perircent with new training and developnent 
techniques (innovate or pilot test) 

86. Write articles (for periodicals, internal 
p.lblications} 

16. Develop program or courses in collaboration 
w/ colleges, universities, or other institu­
tions. 

77. 

76. 

Keep abreast of OSHA regulations and related 
training and developnent practices 

Keep abreast of EED/Affinnative Action regu­
lations and related training and developnent 
practices 

38. Counsel individuals on career developnent 

x 

x 

x 

x 

x 

x 

x 

x 

x 



TABLE XLVI 

CCMPARISON OF FAC'IOR ANALYSIS BmwEEN PRESENI' 
STUDY AND PINl'O AND WALKER STUDY FAC'IOR 5: 

MANAGE IDRKING REIATIONSHIPS 
WITH MANJ\GEMENI' 
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ITF.M NUMBER JOB ACrIVITY PINl'O & WALKER 
:F2\CTOR ELEVEN & NINE 

39. 

40. 

46. 

Establish and rraintain good 'v.OI'king relation­
ships with nanagers as clients 

Explain reccmnendations to gain acceptance 
for them 

Mike fonnal nanagernent presentation plans for 
training and developnent program; and projects 

84. Write prcposals for programs or projects 

72. Counsel with mmagers and supervisors on 
training and developnent 

51. Identify and evaluate external training and 
developnent programs 

42. 11.ssist others in inplernenting training and 
developnent programs 

85. Write speeches relating to training and 
developnent 

41. 11.ssist nanagers in inplernenting on-the-jci:> 
training 

13. Evaluate "ready-mide" courses or materials 
as to their applicability 

44. 

48. 

Project future training needs (relating to 
mmagernent succession, organization change 
etc.) 

Maintain infonnation on training and 
developnent costs and/or benefits 

x 

x x 

x 

x x 

x 

x 



TABLE XLVII 

CCMPARISON OF FACTOR ANALYSIS BEIWEEN PRESENT 
STUDY AND PINI'O AND WALKER STUDY FACTOR 6: 

INDIVIOOAL DEVEIDEMENI' PLANNING 
AND CX>UNSELING 

ITEM NUMBER JOB ACrr.vITY PINI'O & WALKER 
~RFOUR 

52. 

57. 

53. 

71. 

so. 

56. 

58. 

51. 

'Prepare/disseminate internal and external 
training and developnent program armouncements 

M3.intain records of participation in training 
and developnent program; 

Arrange for participation in external training 
and developnent program; 

Counsel with ercployees on training and 
developnent na.tters 

Fstablish/rraintain a library (training re­
sources, career developnent inforna.tion) 

Apply criteria for selecting program partici­
pants 

.Administer tuition reimb.Jrsement program 

Identify and evaluate external training and 
developnent programs 

28. Technique: Discussions (cases, issues, etc.) 

72. Counsel with managers and supervisors on 
training and developnent 

59. Identify equipnent and supplies required for 
training and developnent program 

20. Develop criteria for selecting program 
participants 

49. Assess perfonnance before and after training 
to nea.sure training effects 

x 

x 

x 

x 

x 

x 

x 

x 

x 
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TABLE XLVII (Continued) 

ITEM NUMBER JOB ACTIVITY PINI'O & WALKER 
FACI'OR R){JR 

14. Detenni.ne program structure (length, numer 

37. 

of participants, choice of techniques, seating 
configurations 

Detennine ma.nagerial/errployee awareness of 
the availability of programs 

24. Decide whether to use an existing program, pur­
chase an external program or create a new one 
to satisfy needs 

x 
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TABLE XLVIII 

CCMPARISON OF FACTOR ANALYSIS BEIWEEN PRESENI' 
STUDY AND PINI'O AND WALKER STUDY FACT'OR 7: 

PI.ANNING FOR TRAINING PERFORMAOCE 

ITEM NUMBER JOB ACTIVITY PINI'O & WALKER 
FACroR THREE 

35. 

34. 

Identify the inpact of training and developrent 
en other personnel programs or policies 

Identify training implications prior to 
irnplanenting other personnel programs (benefit 
programs, recruiter training, labor relations 
etc.) 

44. Project future training needs (relating to 
rranagement succession, organization change 
etc.) 

38. Counsel individuals on career developnent 

28. 

27. 

Technique: Job Rotation 

Analyze perfonnance problans to detennine 
any applicable training and developrent 
solutions 

16. Develop program or courses in collaboration 
w/ colleges, universities, or other institu­
tions 

41. Assist managers in implanenting on-the-jcib 
training 

37. Detennine managerial/ employee awareness of 
the availability of programs 

20. Develop criteria for selecting program 
participants 

77. Keep abreast of OSHA regulations and related 
training and developrent practices 

76. Keep abreast of EEO/Affinnative Action regu­
lations and related training and developrent 
practices 

56. Apply criteria for selecting program partici­
pants 

x 

x 

x 

x 

x 
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TABLE XLIX 

CCMPARISON OF FAC'IOR ANALYSIS BEIWEEN PRESENI' 
STUDY AND PINI'O AND WALKER STUDY FACI'OR 8: 

GROUP AND ORGANIZATION DE.VEI.Dl:MENI' 

ITEM NUMBER JOB FCrIVITY PINTO & WAI.KER 
FACI'OR SIX 

28. Technique: Organization Developnent X 
Techniques 

36. Use organization developnent intervention X 
techniques (e.g. , team building, inter-group 
meetings) 

28. Technique: Coaching/Counseling X 

28. 

28. 

Technique: S:i.nulation/Mvanced Gaming 

Technique: Laboratory F.ducation/ Sensitivity 
Training 

28. Technique: Job Rotation 

28. Technique: Ible Playing 

19. Train nanagers and supervisors hew to train 

x 

x 

x 
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TABLE L 

CCMPARISON OF FACTOR ANALYSIS BE'IWEEN PRESENI' 
STUDY AND PINl'O AND WALKER STUDY FACTOR 9: 

NEEOO ANALYSIS AND DIAGIDSIS 

ITEM NUMBER JOB ACTIVITY PINl'O & WALKER 
FACI'OR TWELVE 

2. Conduct needs analysis interviews 

1. Construct questionnaires for analysis of 
training & developnent needs 

30. Identify training and developnent needs through 
interviews or infonra.l discussions 

27. Analyze performance problans to detennine 
any applicable training and developnent 
solutions 

29. 

25. 

Identify training and developnent needs through 
questionnaire surveys (perceived needs, atti­
tu:les) 

Design questionnaires for evaluating training 
and developnent progams (feedback) 

3. Establish objectives for programs (e.g. be­
havioral or learning objectives) 

49. Assess performance before and after training 
to :rreasure training effects 

19. Train rcanagers and supervisors hON to train 

33. Evaluate training and developnent needs to 
set program priorities 

x 

x 

x 

x 

x 
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TABLE LI 

CCMPARISON OF FACI'OR ANALYSIS BEIWEEN PRESENT 
STUDY AND PINI'O AND WALKER STUDY FACTOR 10: 

JOB PERFO~ REIATED TRAINING 

167 

ITEM NUMBER JOB AC"r!.VITY PINTO & WALKER 
FAcrOR THREE & FOURI'EEN 

28. Teclmique: Prograrmned Instruction/ 
Self-Instruct.ion 

x 

28. Teclmique: Cb-the -vob Training/ X 
Job Instruction Training 

32. Identify skills and kncwledge requirements of X 
jobs 

31. Identify training and developnent needs throU3h X 
analysis of job requirements {job descriptioo.s, 
task analysis, observation, etc. 

12. 

41. 

42. 

Develop programrred learning or conputer­
nanaged instructional naterials 

Assist nanagers in inplementing on-the-job 
training 

Assist others in :implementing training and 
developnent programs 

x 

x 

x 

x 



TABLE LII 

CCMPARISON OF FAC'IOR ANALYSIS BEIWEEN PRESENl' 
STUDY AND PINI'O AND WALKER STUDY FACTOR 11: 

DEVEIDP MATERIAL RESOURCES 

168 

ITEM NtM3ER JOB ACrrvITY PINI'O & WALKER 
FACIOR SE.VEN & SIX 

10. Prepare scripts ( for film;, videotapes, etc. ) 

28. Technique: Videotape/Closed Circuit TV 

28. Technique: Filrcs 

11. Write cases based on personal experiences 
or observation (research) 

12. 

28. 

28. 

9. 

Develop prog.1:ammed learning or catputer­
na.naged instructional naterials 

Technique: Simulation/Advanced G:mrl.ng 

Technique: Role Playing 

Develop training materials (e.g. \'JOrkbooks, ex­
ercises, cases) 

x 

x 

x 

x 

x 



TABLE LIII 

CCMPARISON OF FACTOR ANALYSIS BEIWEEN PRESENr 
STUDY AND PINI'O AND WALKER STUDY FACIDR 12: 

CONDU::T AND PREPARE FOR CIASSR<XM 
TRAINING 

169 

ITEM NUMBER JOB AcrJ.VITY PINI'O & WALKER 
:rncTOR THIRI'EEN & SEVEN 

70. ~te auliervisual equipnent x x 

69. Prepare art\\Ork and copy for slides X 

59. Identify equipnent and supplies required for X 
training and developnent program 

67. 5\Jpervise production of training and devel- X 
c:pnent IrBterials (slides, film;, cassettes, 
nanuals, etc. ) 

66. Arrange program logistics (facilities, loo.ging, X 
meals, camunications, etc.) 

28. Technique: Discussions (cases, issues, etc.) x 
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TABLE LIV 

CCMPARISON OF FACTOR ANALYSIS BEIWEEN PRESENT 
STUDY AND PINI'O AND WALKER STUDY FACTOR 13: 

DEVEIDP E.VALllATION Mm'H:000 

ITEM NUMBER JOB ACTIVITY PINTO & WALKER 
FACTOR ONE 

22. Develop self-assessment tools (checklists, X 
rranuals, exercises) 

21. Develop exercises and tests for measurement X 
of learning 

25. Design questionnaires for evaluating training X 
and developnent progams (feedback) 

26. Revise materials/programs based on evalua- X 
tion feedback 

85. Write speeches relating to training and devel­
opnent 
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TABLE LV 

CCMPARISON OF FAC'IDR ANALYSIS BEIWEEN PRESENI' 
STUDY AND PINI'O AND WALKER STUDY FAC'IDR 14: 

DETERMINE COURSE CRITERIA 

ITEM NUMBER JOB ACTIVITY PINI'O & WALKER 
No Factor S.imi.lar 

17. Detennine appropriate sequences of courses or 
programs (e.g. prerequisites, curricula) 

18. Train or coach trainers/program leaders 

12. Develop prograrmned learning or conputer­
nanagoo instructional materials 

45. Organize and staff training and developnent 
function or department 

20. Develop criteria for selecting program 
participants 

15. Experiment with new training and developnent 
techniques (innovate or pilot test) 
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APPENDIX K 

IDENl'IFICATION OF YEARS IN TRAINING AND 

DEVEIDEMENI' I YEARS IN PRESENI' ORG\NI­

ZATION, LEVEL OF EIJC.CATION, AND 

MAJOR FIELD OF STUDY 
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TABLE LVI 

IDENTIFICATION OF NlMBER OF YEARS IN TRAINING 
AND DEVELO™EN'I' 

Number of Years Frequency Percentage 

0 - 4 35 21% 

5 - 10 79 47 

11 - 24 47 28 

25 or nore 5 3 

No Response 3 1 

169 100% 
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TABLE LVII 

IDEm'IFICATION OF NlMBER OF YEARS IN 
PRESEm' ORGANIZATION 

Nunber of Years Frequency Percentage 

0 - 4 83 49% 

5 - 10 48 29 

11 - 24 22 13 

25 or rrore 9 5 

No Resp)nse 7 4 

169 100% 
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Level of Education 

sane College 

Associate Degree 

Bachelor Degree 

sane Graduate Study 

Master's Degree 

I:k)ctorate 

No Response 

TABLE LVIII 

IDENI'IFICATION OF IEVEL 
OF EDtx:ATION 

Frequency 

9 

1 

17 

28 

64 

45 

5 

169 

175 

Percent.age 

5% 

1 

10 

16 

38 

27 

3 

100% 



Major 

Business 

Psychology 

Secorrlary Education 

Administration 

Continuing Ed/Higher F.d 

Fnglish 

Ccmrunications 

Sociology 

Guidance Counseling 

Math/Physics 

TABLE LVIX 

IDENI'IFICATION OF MAJOR FIEID 
OF sruDY 

Degree and Frequency 
Bachelor's Master's 

34 39 

21 14 

9 

24 

7 4 

6 

5 5 

7 

5 

Hwa.n Resource Mmagement 5 

Engineering 5 
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Doctorate 

13 

6 

23 

2 



'P-PPENDIX L 

HYrol'HESF.S ONE -
I.SD TESTS 
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Null ~ses One is rejected when considering the years in 

training and developnent with Factor One. 'Ihe alternative hypotheses is 

that there is a significant difference in the years in training and 

developnent and Factor One, Manage Internal and External Resources. 

TABLE LX 

YEARS IN TRAINING AND DEVEIDEMENI' AND 
FACTOR 1: MANAGE INTERNAL AND 

E>CrERNAL RESOURCES 

Mean N Years in T&D 

3.1623 79 

Years 

5 - 10 ** 

2.9647 5 25 or nnre 

2.8627 48 11 - 24 

2.7479 35 0 - 4 

**LSD TEST: 'Ihe difference can be identified bet~ those in 
training and developnent fran 5 - 10 years and those in training and 
developrent O - 4 years and 11 - 24 years. 
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Null Hypotheses One is rejected when considering the years in 

training and developnent with Factor Seven. 'lhe alternative hypotheses 

is that there is a significant difference in the years in training and 

developnent and Factor Seven, Planning for Training Perfo:cmance. 'lhe 

fella.ring table illustrates where those differences can be identified. 

TABLE LXI 

YFARS IN TRAINING AND DEVEIDFMENT 
AND FACTOR 7: PLANNING FOR 

TRAINING~ 

Mean N Years in T&D 

2.2269 78 

2.1600 5 

1.9064 47 

1. 7200 35 

Years 

5 - 10** 

25 or nore 

11 - 24 

0 - 4 

**LSD TESI': 'lhe difference can be identified between those in 
training and developnent from 5 - 10 years and those in training and 
developnent 11 - 24 years. 
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Null Hyp:)theses One is rejected when considering the years in 

training and develop:nent with Factor Nine. '!he alternative hypotheses 

is that there is a significant difference in the years in training and 

developnent and Factor Nine, Needs Analysis and Diagmsis. '!he folla,dng 

table illustrates where those differences can be identified. 

TABLE LXII 

YFARS IN TRAINING AND DEVEIDIMENT 
AND FACI'OR 9: NEEDS ANALYSIS 

AND DIAGNOSIS 

Mean N Years in T&D 

3.1880 78 

2.9787 47 

2.8000 5 

2.5907 34 

Years 

5 - 10** 

11 - 24 

25 or rrore 

0 - 4 

**I.SD TEST: '!he difference can be identified bet'.Neen those in 
training and developrent fran 5 - 10 years and those in training and 
developnent O - 4 years. 
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Null Hypotheses One is rejected when considering the years in 

training and developnent with Factor 'Iwelve. 'Ille alternative hypotheses 

is that there is a significant difference in the years in training and 

developnent and Factor 'lwelve, Conduct and Prepare for Classroan Training. 

'Ille follCMi.ng table illustrates where those differences can be identified. 

TABLE LXIII 

YEARS IN TRAINING AND DEVEI.DIMENT FACI'OR 
12: CONDlCr AND PREPARE FOR 

CU\SSROCM TRAINING 

Mean N Years in T&D Years 

3.0633 79 5 - 10** 

2.6471 34 0 - 4 

2.5390 47 11 - 24 

2.3333 5 25 or rrore 

**LSD TFST: 'Ille difference can be identified between those in 
training and developnent from 5 - 10 years and those in training and 
developnent 11 - 24 years. 
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Null Hyp:)theses One is rejected when considering the years in 

training and developnent with Factor Thirteen. 'lhe al temati ve hypotheses 

is that there is a significant difference in the years in training and 

developnent and Factor Thirteen, Develop Evaluation Methods. 'lhe 

fella.ring table illustrates where those differences can be identified. 

TABLE LXIV 

YFARS IN TRAINING AND DEVEID™ENT AND 
FACIDR 13: DEVEIDP EVAI..tATION 

MEI.'HOOS 

Mean N Years in T&D 

2.9160 78 

Years 

5 - 10** 

2.8889 5 25 or nore 

2.5143 35 0 - 4 

2.5106 47 11 - 24 

**LSD TFST: 'lhe difference can be identified bet-ween those in 
training and developnent from 5 - 10 years and those in training and 
develcpnent O - 4 years and 11 - 24 years. 



Null Hyp:>theses One is rejected when considering the years in 

training and developnent with Factor Fourteen. 'Ihe alternative hY!X)the-

ses is that there is a significant difference in the years in training 

and developnent and Factor Fourteen, Detennine Course Criteria. 'Ihe 

follc,..r.i_ng table illustrates where those differences can be identified. 

TABLE LYN 

YFARS IN TRAINING AND DEVEIDIMENT AND 
FACTOR 14: DEI'ERMINE COURSE 

CRITERIA 

Mean N Years in T&D 

2.6365 79 

Years 

5 - 10** 

2.4571 5 25 or :rrore 

2.4559 47 11 - 24 

2.1839 35 0 - 4 

**I.SD TEST: 'Ihe difference can be identified bet~en those in 
training and developnent from 5 - 10 years and those in training and 
developnent O - 4 years. 

183 



Thesis: 

VITA 

Panela Carlene luetke Glover 

Candidate for the Degree of 

Ibctor of Education 

A DESCRIPl'IVE ANAYLSYS OF CURRENI' ACTIVITFS OF 
TRAINING AND DEVEIDIMENI'/HlMAN RESOURCE DEVEIDIMENI' 
PROFESSIONALS 

Major Field: Business Education 

Biographical: 

Personal 03.ta: Born Septenber 18, 1952, at England, Arkansas, the 
daughter of Earl E. and Delores D. luetke. 

F.ducation: Graduated fran England High School at England, Arkansas, 
in May, 1970. Received the Bachelor of Science in Education 
degree fran Henderson State University - Arkadelphia, Arkansas, 
in August, 1974; received the Master of Science in Education 
degree fran Arkansas State University - Jonesboro, Arkansas, 
in August, 1975. 

Professional Experience: Eh'ployed as a secretary at New York Life 
Insurance in Little Rock, Arkansas, during 1974. Enployed as 
a graduate assistant in the Business Education Department at 
Arkansas State University in Jonesboro, Arkansas, fran September, 
1974 to August, 1975. TaU;:Jht as a business instructor at '!win 
lakes Vocational Technical School in Harrison, Arkansas, from 
August, 1975 to August, 1976. TaU3ht half-time as a graduate 
assistant in the Administrative Services and Business Education 
Department at Oklahana State University fran August, 1976 to 
January, 1978. W:>rked in a family a.vned cattle rosiness at 
Glover Cattle Co. in Sherrill, Arkansas fran 1978 to 1980. 
Enployed as secretary and bo<:kkeeper, praroted to General 
Manager, Vice-President, President and stockholder of M::Cauley 
Aviation in Pine Bluff, Arkansas, and Kansas City, Missouri, 
fran February 1980 to May 1984. 

Professional Organization: Members of Delta Pi Epsilon, National 
Business Education Association, American Busines$ Ccmrunicating 
Association, National Air Transportation Association, and 
National Business Aircraft Association. 


