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debate over HRD accreditation role of, 674; 
origins and establishment of the, 517; publi-
cations focused on organizational outcomes 
of career development by, 361; Standards for 
HRD Graduate Program Excellence, 679–685; 
Standards on Ethics and Integrity of, 140, 
516–519t, 521–522, 674

Accountability: action component of diverse 
group with, 551; NHRD (national human 
resource development), 654

Accreditation: AHRD role in HRD, 677–685; 
description, purpose, and process of, 
675–676; of HRD academic programs, 673; 
ongoing debate over HRD academic  
program, 674

Accrediting organizations: four types of, 
676–677; function and standards set by, 
673–674; ongoing debate over HRD accredi-
tation and, 674

Action: blending learning and, 549–552; con-
structive development theory and action log-
ics, 596, 597t; developmental action inquiry 
(DAI), 596; three components of, 551–552

Action components: a diverse group with 
accountability and responsibility, 551; power 
and responsibility of the group to develop 
strategies/take actions, 551–552; an urgent 
and important problem, 551

Action inquiry, 596–598
Action learning: applications of, 556–562; 

blending the learning and action in,  
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549–552; continued growth and implemen-
tation of, 563; description of, 549; ethical 
issues of, 554; evidence for the effectiveness 
of, 556; future research on, 562–563; impor-
tance of diversity in, 555–556; multiple-
problem and single-problem, 552–553; 
open-group, 552–553; origins (1940s) of, 
549, 563; overview of the stages of, 555; 
theoretical underpinnings of, 553–554. See 
also Learning

Action learning applications: building teams, 
558; challenges in the, 562; creating learning 
organizations, 558–559; examples of organi-
zational, 560t–561t; individual professional 
growth and development, 559; leadership 
development, 557–558; problem solving, 557

Action learning-based programs: action com-
ponents in, 551–552; designing a, 106–107; 
learning components in, 550–551; multiple-
problem and single-problem action learning 
groups in, 552–553; providing diverse action 
learning in, 555–556; stages of action learn-
ing in, 555

Action learning coach/facilitator, 550
Action logics, 596, 597t
“Action science” coaching model, 411
Activity-based HRD: description of, 493; HRD 

programs and phases of, 495; moving to 
results-driven HRD from, 493–495; transac-
tional roles performed during, 504–505

Adult development theory: coaching models 
and processes from, 408–409; description of, 
407; Kegan’s stages of adult development, 
407–408

Adult learning theory: andragogy, 8, 41–43; 
on collective and collaborative learning, 
48–50; examining changes and evolution of, 
40; humanistic tradition influencing, 8; on 
individual learning at work, 41–48; reflective 
and transformative, 47t

Advances in Developing Human Resources 
(ADHR journal), 301, 359, 574, 575t–576t, 
643, 647, 690

Adverse impact: “four-fifths rule” to prevent, 
485–486; modifying or validating training 
practices if evidence of, 486

Affordable Care Act’s Prevention and Public 
Health Fund, 307

Afghanistan’s NHRD, 648–649
African American women (AAW): black femi-

nist theory on experience of, 286–287; HRD 
research on career development opportuni-
ties of, 359

Age differences: career development and age-
related differences in cognition, 270–271; 
career development and organizational 
characteristics impacted by, 273–276; career 
differences and experience due to, 271–273; 
“fluid intelligence” and, 271; line manager 
support and employee, 275–276; overcom-
ing negative stereotypes of older workers, 
265–266; practical implications for HRD 
policies related to, 276–277; research on 
increasing differences due to age, 266; three 
selected cases of career challenges due to, 
266–270

Age Discrimination in Employment Act 
(ADEA), 480

AHRD Conference of the Americas  
(2005), 674

AHRD Standards on Ethics and Integrity, 140, 
516–519t, 521–522, 674

Allah (or God), 516
Alliance Institute for Integrative Medicine, 305
Allstate Insurance management training, 487
American Board of Nursing Specialties, 664
American Board of Professional  

Psychology, 409
The American Dental Association (ADA), 

Kolstad v., 479
American Evaluation Association, 517
American Hospital Association, 305–306
American Psychological Association (APA), 

289, 517
American Society for Training and Develop-

ment (ASTD), 549, 626, 662, 663, 670,  
689, 690, 697, 700

American University, 560t
Americans with Disabilities Act (ADA), 300, 

301, 303–305, 308, 309, 487
Americans with Disabilities Act (ADA) Title 

II, 303
Americans with Disabilities Act (ADA) Title 

III, 303
Americans with Disabilities Act Amendment 

(ADAAA), 300, 303–305, 309
The Analects (Confucius), 515
Analogies, 595
Andragogy theory: description of, 8; Drago-

Severson’s ways of knowing, 42, 43t; on 
work-related learning, 41–43

Andrea del Sarto (Browning), 650
Anglo American Mining, 561t
Anthropology, 554
Apple, 25
Apprenticeship training, 481–482
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Argyris’ “action science” coaching model, 411
Arkansas Electric Cooperative, 561t
Artha (wealth, power, success), 515
Artificial neural networks, 374
Asia-Pacific Economic Cooperation (APEC) 

region, 528
Association to Advance Collegiate Schools of 

Business (AACSB), 676
ASTD Research, 386
ASTD’s Workplace Learning Professional 

(WLP) certification, 697
Attachment: description of, 13;  

social and emotional development  
component of, 13–14

The Australian (newsletter), 465
Australia’s Human Development Index  

(HDI), 654
Authentic happiness coaching  

(AHC), 415
Authentic Leadership (George), 76
Authority: social power and obedience to, 

193–194; “white lab coat effect” of, 193

B
B players, 444, 445
Baby boomer employees, attracting and retain-

ing, 89
“Barbell” economy, 205
Behavioral cultural intelligence (CQ),  

338–339
Behavioral psychology: description of, 4; HRD 

relationship to, 4–7; operant conditioning, 
5–6; social learning, 6–7

Behaviors: care ethics on modifying one’s, 
513–514; homonegativity, 314, 315; 
homophobia, 314–315; social oppression, 
281–289; subjective or innate characteristics 
of expertise, 185. See also Discrimination; 
Ethics/integrity; Organizational behavior

Beliefs: ABC rational-emotive therapy (RET) 
model on irrational, 409, 412; “cognitive 
distortion” or “thinking errors,” 409; self-
efficacy, 6–7, 341–342. See also Values

Bhagavad Gita, 514–515
Biology and life science, 554
Bisexuals. See Lesbian, gay, bisexual, or trans-

gender people (LGTB)
Black feminist theory, 286–287
Boeing, 560t
Boundaries (system), 25
Boundaryless career orientation, 354, 355
Brazil’s NHRD, 148
British National Health Service (NHS), 157

Buddhism, 515
Bureau of Apprenticeship and Training (now 

the Office of Registered Apprenticeship), 482
Burlington Industries, Inc. v. Ellerth, 478–479
Burnout: burnout-antithesis framework on 

employee engagement, 607–608; Maslach-
Burnout Inventory General Survey (MBI-GS) 
to measure, 609, 610t, 611

BusinessWeek, 549

C
C players, 444
California’s Employment and Training Panel 

(ETP), 468
Capturing learnings, 555
Care ethics, 513–514
Career development (CD): action learning 

used for, 559; age-related differences in 
cognition and, 270–271; barriers facing 
LGTB employees, 360; boundaryless career 
orientation of, 354; cross-cultural training 
and, 332–337; employability strategies, poli-
cies and practices impacting older workers, 
273–275; ePortfolios used for, 579; examin-
ing the challenge of older workers and, 
265–266; experience of older workers and, 
271–273; HRD defined as integrated use of 
training and, 688; HRD programs for, 29t; 
HRD research literature and implications for 
future research on, 355–363; implications 
for HRD practice, 363–364; Kaleidoscope 
Career Model of, 354, 355; life design model 
of, 354–355; mentoring and mentor-protégé 
relationship and**, 357–358; as multilevel 
phenomenon, 361, 364; organization-level 
analysis lacking in HRD studies of, 360–361; 
organizational support can make a differ-
ence in, 356–357; practical implications 
for HRD policies related to older worker, 
276–277; protean career orientation of, 354, 
355; renewed scholarship interest in, 353; 
three selected cases of career challenges of 
older workers, 266–270; traditional defini-
tion of, 353. See also Development concept;  
Employees; Leadership development;  
Training

Career development studies: 1: aging and 
changing employment patterns at a 
university, 267; 2: recurrent education of 
older forestry workers in Sweden, 268; 3: 
employability of aging police officers in The 
Netherlands, 268–269

Caribbean Water Project, 560t

bindsub.indd   737 9/17/2014   9:29:27 AM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



 738 subject Index

Case-based reasoning systems, 374
Categorical Imperative duty, 513
Center for Creative Leadership (CCL): leader-

ship development work being done by, 73, 
359; on-the-job experience research at,  
73; organizational coaching model used by, 
405–406

Centers for Disease Control and Prevention, 
306, 307

Certification. See HRD certification
Certified Professional in Learning and Perfor-

mance (CPLP), 670
Certified Professional Technologist (CPT), 670
Change: Civil Rights movement bringing about 

social, 129; cognitive or emotional barrier 
toward, 411; critical perspectives on social, 
128–132; critical theory on social, 129. See 
also Organizational change

Change champion role, 507
Chaos theory: on action learning, 554; study of 

behaviors using, 24
Character: Burns’ view on transformational 

leadership and leader’s, 69; effective 
top-level leadership associated with three 
specific, 75; how leadership is impacted by, 
74–76. See also Ethics/integrity

Charismatic leaders: as having subjective 
characteristics of expertise, 185; impression 
management and social power of, 193

Chartered Institute of Personnel and Develop-
ment, 442

Chattanooga Model of Global Leadership 
Development, 206

Chicana feminist theory, 287
Child sexual abuse reporting, 520
Chile: Competency Certification and Training 

Quality System of, 667; National Compe-
tency Certification System being launched 
by, 667–668

Chinese higher education, 467
Christianity, 514
church of Scientology, 487
City of Boca Raton, Faragher v., 478
The City of Canton v. Harris, 480
Civil Rights movement, 129
Climate change, 166
Closed systems, 25
COACH model, 411
Coaching. See Organizational  

coaching
Cochran-Weiss-Shanteau Index of Performance 

(CWS), 189
Codes of ethics, 516–519t

Cognitive behavioral therapy (CBT), 410, 412
Cognitive cultural intelligence (CQ), 338
“Cognitive distortion,” 409
Cognitive/behavioral coaching (CBC), 410
Cognitive/behavioral psychology: coaching 

models and processes from, 410–412; on 
“cognitive distortion” or “thinking errors,” 
409; description of, 409

Collaborative Development Action Inquiry 
(CDAI), 54–56

Collaborative Virtual HRD activities, 571–572
Collective and collaborative learning: adult 

learning theories on, 48–49; Collaborative 
Development Action Inquiry (CDAI) on, 
54–56; complexity theory on, 49–50

“College for all” belief, 466
“The Coming Paradigm Shift: Synthesis and 

Future Directions for Virtual HRD”  
(Bennett), 576t

Commission on the Future of Higher Educa-
tion’s report (U.S. Department of Educa-
tion), 676

Communicating competency, 202, 203t,  
204, 211

Communication: competency in, 202, 203t, 
204, 211; dialogic conversation, 594–595.  
See also Discourse; Language

Competence demands: across career stages, 
207fig; global, 206–207; implications for HR 
managers, 211–212; organizational complex-
ity and related, 210–211; related to global 
complexity, 208–210; related to organiza-
tional complexity, 210–211; for techno-socio-
culturally competent employee, 207; U.S. 
labor market “barbell” economy, 205

Competencies: base skills and, 202–205, 
211; communicating, 202, 203t, 204, 211; 
different perspectives on the development 
of, 201–202; emotional intelligence, 628fig, 
629t–634t; expertise used as benchmark for, 
185–186; managing people and tasks, 203t, 
204–205, 211; managing self, 202, 203t, 204, 
211; mobilizing innovation and change, 204t, 
205, 211; related to sexual minority issues, 
317–320. See also Knowledge; Problem-
solving skills

Competency-based certification model: essen-
tial components of the, 663–664; illustrated 
diagram of core elements of, 664fig

Complexity: competency demands of 
employees due to, 210–211; concep-
tual framework for strategic insight under, 
601–602fig; description and elements of, 210; 
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 implications for how experience is utilized 
under conditions of, 593–594;  implications 
for strategy and strategic thinking, 590–591; 
strategically learning through the context 
of, 593

Complexity theory: to describe simultaneous 
individual and collective learning, 49–50; 
epistemology of strategic HRD practice 
based on, 592–594

Constellation Energy, 561t
Constructive development theory: action logics 

and, 596, 597t; description of, 596
Consultative Committee for Professional Man-

agement Organizations (CCPMO), 667
Content management tools, 375
Copyright laws, 482–483
Corporate culture, 82. See also Organizational 

culture
Corporate Equality Index (Human Rights Cam-

paign, HRC), 318–319
Corporate Executive Board, 549
Corporate social responsibility (CSR): building 

external linkages to promote, 174; chal-
lenges and tensions of practicing, 169–172; 
description of, 164; “global responsibility” 
discourse of, 168; “good neighbor” orienta-
tion of, 168; HRD role within, 168, 172–175; 
“public relations” discourse of, 167; “stra-
tegic stakeholder relations” discourse of, 
167; tension between HRD and ideals of, 
164–165; “triple bottom line” discourse of, 
166–167, 170, 172

Council for Higher Education Accreditation 
(CHEA), 676

Creativity–learning relationship, 6
Credibility of HRD programs: additional tech-

niques for establishing, 500; earning and 
transferring, 499; questions to ask for creat-
ing, 498; role of reputation in developing, 
499–500; strategies for improving, 498–499

Crew resource management (CRM) training, 
478

Critical HRD (CHRD): AHRD’s Special Interest 
Group on, 283; antecedents of, 147, 148t; 
attributes of, 147, 148t; comparing HRD 
and, 146–147; complying with societal 
human development values and social 
justice, 149–150, 283; consequences or 
outcomes of, 147, 148t; considering various 
definition of, 145–146; contributions and 
implications of, 157–158; critical manage-
ment studies (CMS), critical pedagogy (CP), 
and critical theory (CT) informed, 151–154, 

156;  empirical referents of, 147, 148t; 
examining factors driving the emergence of, 
149–151; four reasons driving response to 
predominance of “performative” values, 150; 
interrelated activities of research, educa-
tion, and practice of, 155–157; Ramdhony’s 
unmediated approach to, 151–152; simi-
larities and distinctions between Western 
and non-Western approaches to, 153–155; 
stakeholders of, 155

Critical human resource development  
(CHRD), 131

Critical management studies (CMS): Critical 
HRD (CHRD) informed by, 151–154; organi-
zational culture perspective in, 86; origins in 
1992 of the term, 152; overview and organi-
zational applications of, 129–130

Critical pedagogy (CP), 151, 153, 154, 156
Critical theory (CT): contribution to feminist 

organization critique, 132–135; critical HRD 
(CHRD) influenced by, 151; critical pedagogy 
roots in neo-Marxian literature of, 153; cri-
tiquing hegemony, 134–135; description of, 
129; HRD practice toward sexual minorities 
ascribed by Guba and Lincoln to, 319–320; 
privileging instrumental reasoning, 134; 
queer theory, 290

Critical thinking: highest-order  
learning related to, 6; as subjective or innate 
characteristic of expertise, 185

Critique: critical human resource development 
(CHRD), 131; critical management stud-
ies (CMS), 86, 129–130, 151–154; critical 
pedagogy (CP), 151, 153, 154, 156; critical 
theory (CT), 129, 132–135, 151, 153, 290, 
319–320; “critical turn” of academic work 
toward, 151; description and applications to 
HRD, 128–129; Hegel’s social revolutionary 
dimension of, 151; Kant’s epistemological 
dimension of, 151

Critiquing hegemony, 134–135
Cross-cultural issues: action learning-based 

program and, 100; contemporary HRD issues 
relevant to, 337–341; cultural convergence, 
divergence, and crossvergence debate and, 
339–341; ethical issues related to religious-
moral perspectives and diversity, 514–516; 
expatriation and repatriation, inpartria-
tion, transpartriation and related, 332–337; 
frameworks relevant to IHRD management, 
327–332; how globalization has increased 
corporate, 326–327; IHRD training and 
development on, 332–334; implications for 
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future HRD research, 342–343; implications 
for HRD professionals, 341–342. See also 
Diversity; Global workplace; International 
human resource management (IHRM)

Cross-cultural management frameworks: Global 
Leadership and Organizational Behavior 
Effectiveness (GLOBE), 330–331; Hofstede’s 
Value Dimensions, 328–329; Kluckhohn 
and Strodtbeck’s Six Dimensions, 327–328; 
Trompenaar’s Seven Dimensions, 329–330

Cultural convergence/divergence/crossver-
gence of values, 339–341

Cultural intelligence (CQ): description of, 
337; implications for future research on, 
342–343; Sternberg’s integrative framework 
on, 337–339

Cultural intelligence (CQ) framework: behav-
ioral cultural intelligence (CQ), 338–339; 
cognitive cultural intelligence (CQ), 338; 
metacognitive cultural intelligence (CQ), 
337–338; motivational cultural intelligence 
(CQ), 338

Culture: cultural intelligence (CQ) and capabil-
ity to function in diverse, 337; debate over 
the definition of, 80; ethical relativism of, 
512; HRD career development practices in 
context of national, 363; learning, 56fig–57; 
organizational coaching consideration of 
multiple facets of, 417–418. See also Organi-
zational culture

Customers: corporate social responsibility 
(CSR) tension related to, 171; resistance to 
organizational announcements on sustain-
ability by, 175

D
Davis, Washington v., 486
Decision making: artificial neural networks 

used for, 374; case-based reasoning systems 
for, 374; group decision support system for, 
374; results-driven HRD and, 493–497; return 
on investment (ROI) of coaching consider-
ation in, 417; semantic search engines used 
for tasks of, 374; social network analysis for, 
374–375; utilitarianism focus on ethical, 513

Declaration of Independence, 513
Deloitte & Manufacturing  

Institute, 469
Deontological ethics, 513
Department of Labor’s ONET (Occupational 

Information Network), 468
Development concept: dialective development 

model of, 116–117; as emergent, 102fig, 

103fig; evolutionary development model 
of, 117–118; examining the HRD notion of, 
112–115; interaction of four types or models 
of, 119; life cycle development model of, 
115–116; as maturation, 101, 102fig, 103fig; 
moral and ethical dimensions of human 
development aspects of, 119–122; person-
centered view of, 113; principled problem 
solving view of, 114; production-centered 
view of, 113–114; as shaping, 101, 102fig, 
103fig; teleological development model of, 
118–119; as voyage, 101–102fig, 103fig. See 
also Career development (CD); Human 
development; Leadership development

Developmental action inquiry (DAI), 596
Developmental Coaching Dialogue, 408
Developmental psychology: description of,  

11; information processing theory (IP), 
12–13; Piagetian theory, 11–12; sociocultural 
theory, 12

Dewey-based theories: on individual work-
related learning, 43–46, 48; Kolb’s learning 
cycle, 44–45fig; Marsick and Watkins cycle 
of error in learning, 45–46; Mezirow’s theory 
of transformative learning, 46, 47t; stages of 
reflective learning, 46, 47t

Dharma (duty and virtue), 515
Dialective development model, 116–117
Dialogic conversation, 594–595
Disabilities: ADA and ADAAA definitions  

of, 304; brief overview of laws covering 
issues of, 303–305; classifications of, 302; 
understood as complex phenomenon, 
301–302

Disability law: Americans with Disabilities 
Act (ADA), 300, 301, 303–305, 308, 309, 
487; Americans with Disabilities Act (ADA) 
Title II, 303; Americans with Disabilities 
Act (ADA) Title III, 303; Americans with 
Disabilities Act Amendment (ADAAA), 300, 
303–305, 309; Rehabilitation Act (1973), 
300, 303; Section 504 (Rehabilitation Act of 
1973), 303. See also Discrimination

Disability studies: description of, 288; on dis-
ability as complex phenomenon, 301–302; 
narrative discourse used in, 289; social 
constructionist model for, 288–289; social 
justice foundations in, 288–289. See also 
People with disabilities (PWD)

DiSC personality test, 435
Discourse: corporate social responsibility 

(CSR), 165–168; framing management 
interests to make them appear to be in 
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 everyone’s interest, 133–134; how it can 
skew and manipulate to maintain power, 
133; HRD role in articulating CSR, 173, 175. 
See also Communication

Discrimination: “four-fifths rule” to prevent 
adverse impact and, 485–486; homon-
egativity, 314, 315; homophobia, 314–315; 
modifying or validating training practices if 
evidence of adverse impact and, 486; “new 
age” training and religious, 487; people with 
disabilities (PWD) and issues of, 299–310; 
“Test 21” (Washington, D.C. police depart-
ment) issue of, 486. See also Behaviors; 
Disability law

“Disorienting dilemma,” 46, 47t
Diversity: ethical issues related to religious-moral 

perspectives and, 514–516; increasing demand 
for competencies related to, 206–207. See also 
Cross-cultural issues

Diversity (action learning), 555–556
Dominant ideologies: on corporate power as 

being good for most Americans, 135; critical 
management studies (CMS) on, 129–130; 
critical theory challenge to, 129; racism  
as, 130

Double-stimulation method, 17
DuPont, 561t
Duty to train, 479, 480

E
Eastern philosophy, 516
“The Ecology of Virtual Human Resource 

Development” (Bennett & Bierema), 575t
Education. See Higher education; HRD aca-

demic programs; Training
Educational Resources Information Center 

Clearinghouse on Adult, Career, and Voca-
tional Education, 666, 667

Eightfold Path (Buddhism), 515
Ellerth, Burlington Industries, Inc. v., 478–479
Ellis’ ABC rational-emotive therapy (RET) 

model, 409, 412
Elmhurst University, 636
Emotional intelligence competencies: illus-

trated diagram on, 628fig; King Solomon’s 
wisdom and, 635–636; self-awareness, 629t; 
self-motivation, 630t–631t; self-regulation, 
629t–630t; social awareness, 631t–634t

Emotional intelligence (EI): competencies of, 
628fig, 629t–634t; description of, 624–625; 
growing interest in, 624; how HRD can 
develop human resources using, 626–635

Empathy, 513

Employee engagement: burnout-antithesis 
framework on, 607–608; considerations for 
HRD practice, 615–618; HRD interventions 
for, 612–614; HRD measurement of, 609–612; 
HRD research considerations on, 605–606, 
614–615; multidimensional framework on, 
608–609; need-satisfaction framework on, 
606–607

Employee engagement HRD practice: motiva-
tions of stakeholders consideration of, 617–
618; valid and reliable instruments used for, 
616–617; viable models used for, 615–616

Employee engagement instruments: Job 
Engagement Scale, 609, 610t, 612; Maslach-
Burnout Inventory General Survey (MBI-GS),  
609, 610t, 611; Passion Scale, 609, 610t, 
612; Psychological Engagement Scale, 609, 
610t, 611; Utrecht Work Engagement Scales 
(UWES-17 and UWES-9), 609, 610t–611

Employee retention, 89
Employees: A, B, and C players, 444–445; 

action learning for professional growth and 
development of, 559; burnout by, 607–608, 
609, 610t, 611; challenges of career develop-
ment for older, 265–277; competencies of, 
185–186, 201–212; ethical issues and best 
practices by, 519–520; expatriate, 332–337, 
341–342; expertise of, 183–195; “global 
scorecard” to facilitate goal-setting and 
self-awareness of, 418; HCN (host country 
national), 334; HRD role in retention of, 
89; lesbian, gay, bisexual, or transgender 
(LGTB), 289–291, 314–323, 360; older work-
ers, 265–277; PCN (parent country national), 
334; resistance to organizational announce-
ments on sustainability by, 175; shortfalls 
in STEM-educated, 465, 467, 470; studies 
on satisfaction of SME, 534; taking a career 
development perspective, 212; talent man-
agement (TM) of, 211, 438–452; TCN (third 
country national), 334; the techno-socio-
culturally competent, 207fig. See also Career 
development (CD); Leadership development; 
People with disabilities (PWD); Trainees; 
Training

Enabling technology: as being about solv-
ing problems, 576–577; as continuing HRD 
issue, 697; far-reaching influence on HRD 
field by, 576; information and communica-
tion technology (ICT), 577–578; ten key 
technologies for lean process improvement, 
576–577t; for Virtual HRD, 577–578fig

Encapsulation phenomenon, 271
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Enforcement Guidance (EEOC), 479
Enterprise portals, 375
Enterprise resource planning (ERP) systems, 

580–581
Environmental practices: CSR concerns with 

sustainability and, 166; CSR tension related 
to, 170–171; “green,” 166

ePortfolios, 578–580
Equal Employment Opportunity Commission: 

Enforcement Guidance of the, 479; on rea-
sonable accommodations in training, 487

Ergonomics, 308
Erikson’s psychosocial theory, 14–16
Ethical relativism principle, 512
Ethics/integrity: action learning, 554; AHRD 

Standards on Ethics and Integrity, 140, 
516–519t, 521–522, 674; best practice trends 
related to, 519–520; as continuing HRD 
issue, 697–698; corporate social responsibil-
ity (CSR) challenges and tensions related to, 
169–172; four case studies on HRD, 511–512, 
521; globalism and diversity of religious-
moral perspectives, 514–516; how HRD can 
continue to effectively promote, 700; HRM 
professionals’ self-perceived role of enforc-
ing, 172; implications for HRD researchers 
and scholar-practitioners, 520–522; key 
principles and theories related to, 512–514; 
moral and ethical dimensions of human 
development aspects of HRD, 119–122; pro-
fessional codes of ethics, 516–519t. See also 
Behaviors; Character; Values

Ethnocentric policies, 337
European Foundation for Management Devel-

opment, 174
European Union (EU): comparing American 

Critical HRD (CHRD) with that of, 153–155; 
EU European Training Foundation, 667; pub-
lic policy role in post-WWII era redevelop-
ment of, 459, 464; small and medium-sized 
enterprises (SMEs) in, 530; study of SME 
management development in the, 532. See 
also United Kingdom (UK)

European Union Training Foundation, 666
Evolutionary development model, 117–118
Executive coaching: description of, 402, 404; 

elements of, 404
Expatriate employees: cross-cultural adjustments 

of, 332–334; repatriation, inpatriation, and 
transpatriation of, 334–337; training impact 
on self-efficacy and adjustment of, 341–342

Experience: career development and, 271–273; 
constructive development theory on meaning 

constructed from, 596; Dewey’s “hands-on 
learning” from, 72; experiential learning 
cycle of learning from, 10; how it is utilized 
under conditions of complexity, 593–594; 
time and practice-feedback-repractice cycle 
of learning from, 72–73

“Experiential intelligence,” 271
Experiential learning cycle, 10
Expert financial planner, 185
Expertise: debate over ability to teach and 

learn, 195; definition of, 183–184; elicitation 
and transfer of, 191–192; emerging develop-
ments in scholarship of, 185–194; implica-
tions of, 194–195; leadership, 192–194; 
Model of Expertise Redevelopment (MER) 
of, 190fig–191; objective characteristics  
or acquired, 184–185; organizational need 
for, 195; subjective or innate characteristics 
of, 185

Expertise measurement: Cochran-Weiss-Shan-
teau Index of Performance (CWS), 189; Gen-
eralized Expertise Measure (GEM), 189–190; 
Inference Verification Technique (IVT), 188; 
Principle Identification Technique (PIT), 
188–189; Sentence Verification Technique 
(SVT), 188; Spencer and Spencer  
Technical Scale, 187–188; traditional 
approaches to, 187

“Exploring the Emergence of Virtual  
Human Resource Development”  
(McWhorter), 575t

F
“Failure to accommodate” lawsuits, 305
Fair employment laws, 484fig–487
Fair Labor Standards Act (FLSA), 483
Fairfax County Public Schools, 560t
Faith-based accreditors, 677
Faragher v. City of Boca Raton, 478
Federal Aviation Administration (FAA): action 

learning applications by, 560t; federal man-
date for training by, 478

Federal Deposit Insurance, 561t
Federal laws/regulations: Age Discrimination 

in Employment Act (ADEA), 480; Ameri-
cans with Disabilities Act (ADA), 300, 301, 
303–305, 308, 309, 487; Americans with Dis-
abilities Act (ADA) Title II, 303; Americans 
with Disabilities Act (ADA) Title III, 303; 
Americans with Disabilities Act Amendment 
(ADAAA), 300, 303–305, 309; CRM (crew 
resource management) training, 478; FAA 
minimum training and standards, 478; fair 
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employment laws on training, 484fig–487; 
Fair Labor Standards Act (FLSA), 483; 
Federal Motor Carrier Safety Regulation, 
477; Fitzgerald or National Apprenticeship 
Act (1937), 482; “four-fifths rule,” 485–486; 
Genetic Information Non-Discrimination 
Act (GINA), 485; mandating sexual harass-
ment training, 478; Occupational Safety and 
Health Act (1970), 477–478; Rehabilitation 
Act (1973), 300, 303; Section 504 (Rehabili-
tation Act of 1973), 303; Uniform Guidelines 
(1978), 485–486. See also HRD legal issues

Federal Motor Carrier Safety Regulation, 477
Feedback/feed forward: as basic component 

of system, 23fig–24; time and practice-
feedback-repractice cycle of learning from 
experience, 72–73

Feminist theory: applied to critical and femi-
nist HRD agenda, 139–140; critical theory’s 
contribution to organization critique using, 
132–135; social justice foundations in, 
286–287; the woman “problem” and why 
some change strategies fail, 135–138t

Field theory, 10–11
The Fifth Discipline (Senge), 411
FIRO-B personality test, 435
Fitzgerald or National Apprenticeship Act 

(1937), 482
Five Pillars or Principles of Islam, 516
Flexible work arrangements (FWA),  

358–359
“Fluid intelligence,” 271
Food and Drug Administration’s consent 

decree, 35
“Four-fifths rule,” 485–486
Four Stage Analysis and Development Model, 

689fig
FoxMedyer Drug bankruptcy, 580
Frankfurt School of Critical Theory, 129, 151, 

157
“Freedom of expression” phrase, 426
Full-Range Leadership Theory (FRLT), 70

G
Gallup’s Strength Survey tool, 415
Gay identity, 289–291
Gay men. See Lesbian, gay, bisexual, or trans-

gender people (LGTB)
Gender inequalities: critical feminist critique 

of organizational change and, 132–138t; 
feminist theory challenges to, 131–132; 
feminist theory on making changes to fix the 
“problem” of, 135–138t. See also Women

General Motors (GM), 135
General Principles (HRD), 140
General System Theory (von Bertalanffy), 26
Generalized Expertise Measure (GEM), 

189–190
Generation X employees, 89
Genetic Information Non-Discrimination Act 

(GINA), 485
Geocentric policies, 337
George Washington University, 677
Gestalt psychology: description of, 10; HRD 

applications of, 10–11
Global Compact, 174
Global Leadership and Organizational  

Behavior Effectiveness (GLOBE),  
330–331

Global mindset strategy, 336
“Global scorecard,” 418
Global talent management (GTM), 211
Global workplace: cultural convergence, diver-

gence, and crossvergence in the, 339–341; 
differentiation between talent management 
and HRM in the, 211; ethical issues in best 
practices in the, 519–520; ethical issues 
related to diversity of religious-moral  
perspectives in the, 514–516; global com-
plexity driving the demand for competen-
cies in the, 208–210; increasing demand 
for competencies in the, 206–207. See also 
Cross-cultural issues; Workplace

Golden Rule, 515, 516
Goodrich, 560t
Governance/certification. See HRD  

certification
Government public policy: categories of, 462; 

concepts of, 461–462; definition of, 461; role 
in promoting HRDP outcomes, 464–468

“Green” practices, 166
Gross domestic product (GDP), 654
Gross national product (GNP), 654
Group dynamics, 553
Groups: action component of accountability 

and responsibility of, 551; action component 
of power and responsibility of, 551–552; 
action component of urgent and important 
problem-solving by, 551; action learning and 
dynamics of, 553; decision support system 
for, 374; multiple-problem and single-prob-
lem action learning, 552–553; open-group 
action learning, 552–553; stages of action 
learning by, 555. See also Team-building

Groupware, 375
GROW model, 411
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H
Hajj (pilgrimage), 516
“Hands-on” learning, 72
Hannah Montana (TV series), 246
Harmony: broader concept of, 230; work/life, 

230–240
“Harnessing and Optimal Utilization of Human 

Capital in Virtual Workplace Environments” 
(Nafukho, Graham, & Muyia), 575t

Harris, The City of Canton v., 480
Hawthorne Study (late 1920s and early 1930), 

80–81
Hawthorne Works factory (Western Electric), 

80
Health and wellness programs, 305–308
Health coaches, 308
Health promotion, 307
Heraclitean cosmology perspective, 105,  

106, 107
HERS Institutes, 359
Hetersoexism/heterosexuality, 290, 314
High performers talent management: of A, 

B, and C players, 444–445; description of, 
441, 444–445; guiding question, intended 
employees, and aim of, 448t; strategically 
aligned practice for, 440fig

High-potential (HiPo) talent, 445
Higher education: assessments of primary, 

secondary, and, 465; Chinese, 467; “college 
for all” belief in, 466; Educational Resources 
Information Center Clearinghouse on Adult, 
Career, and Vocational Education on, 666,  
667; employee need for, 466–467; ePort-
folios used in medical, 579–580; need for 
additional STEM, 464; shortfalls in STEM 
workers, 465, 467, 470; Social Justice 
Critical Reflection Model (SJCRM) tool for, 
291–292; social justice foundation in, 291; 
theoretical underpinnings of action learning 
in, 553. See also HRD academic programs; 
Training

Hinduism, 514–515
Hofstede’s Value Dimensions framework, 

328–329
Homonegativity, 314, 315
Homophobia, 314–315
HR Profession Map, 442
HRD academic programs: accreditation of, 

673–686; for developing human resources, 
625–626; developing strategic HRD mindsets 
through, 600; Program Excellence Network 
(PEN) to promote, 686; Standards for HRD 
Graduate Program Excellence (AHRD) for, 

679–685. See also Higher education; HRD 
programs

HRD certification: adopted as part of NHRD, 
667; ASTD’s Workplace Learning Profes-
sional (WLP) certification, 697; benefits and 
limitations of personnel, 664–666; chal-
lenges facing, 666–669; characteristics of a 
profession context of, 661–662; competency-
based certification model for, 663–664fig; 
as continuing HRD issue, 697; credential-
ing terminology and model for, 662–663; 
debate over AHRD’s role in developing, 
668–669; how HRD can continue to move 
forward with, 699–700; HRCI’s Professional 
in Human Resources (PHR) certification, 
697; ISO/IEC 17024 guidelines on, 668, 670; 
presenting a case for creating, 669–670. See 
also HRD professionals; Licensure

HRD certification challenges: business/finan-
cial, 669; philosophical, 666–668; technical, 
668–669

HRD definitions: continuous debate over, 146; 
developing non-defining HRD parameters 
instead of using a, 107–108; dilemmas of 
coming up with, 97–98; emergent, matu-
ration, shaping, and voyage elements of, 
101–103fig; Heraclitean cosmology perspec-
tive of, 105, 106, 107; HRD field’s drive to 
come up with a, 98–99; as human sciences 
field of study on learning, expertise, and 
performance improvement, 623; impact 
on HRDP by perceived, 462–464; implica-
tions for working without a, 106–107; as 
integrated use of training, organization and 
career development, 688; as interdisciplin-
ary area of inquiry, 462; by McLean and 
McLean that stimulated research in NHRD, 
643; Parmenidean, 104, 105; philosophical 
case for refusing to come up with, 99–100; 
the practical reason for refusing to come up 
with, 105–106; as process with potential to 
develop adults’ workbased expertise, 86; the 
professional case for refusing to come up 
with, 103–104; theoretical case for refusing 
to come up with, 100–103

HRD development concept: development as 
emergent, 102fig, 103fig; development as 
maturation, 101, 102fig, 103fig; development 
as shaping, 101, 102fig, 103fig; development 
as voyage, 101–102fig, 103fig; dialective 
development model, 116–117; evolution-
ary development model, 117–118; examin-
ing the notion of, 112–115; interaction of 
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four  models of, 119; life cycle development 
model, 115–116; moral and ethical dimen-
sions of human development aspects of, 
119–122; person-centered view of, 113; 
principled problem solving view of, 114; as 
production-centered view of, 113–114; teleo-
logical development model, 118–119

HRD expertise: definition of, 184; emerging 
developments in scholarship of, 185–194; 
HRD expertise by, 184–195; implications 
of, 194–195; objective characteristics or 
acquired, 184–185; organizational need for, 
195; subjective or innate characteristics of, 
185. See also Leadership expertise

HRD General Principles, 140
HRD (human resources development): absence 

of social justice in defining the field of, 
282–283; AHRD Standards on Ethics and 
Integrity for, 140, 516–519t, 521–522, 674; 
asking where we want/need to be in the 
future, 692–693; Collaborative Developmen-
tal Action Inquiry application to, 54–56; cor-
porate social responsibility (CSR) and role 
of, 164–165, 168, 172–175; critical feminist 
agenda for, 139–140; Critical HRD, 145–158, 
283; debate over defining, 86, 97–108, 146; 
defining the intersections between HRDP 
and, 464; employee engagement interven-
tions by, 612–614; ethical and moral issues 
in, 119–122, 169–172, 510–522; examin-
ing humanistic ethos and feminist critique 
of, 125–140; examining the current state 
of, 689–692; foundational psychological 
theories of, 3, 4–13, 16–17; four key issues 
framing the future direction of, 696–698; 
General Principles of, 140; identifying inter-
nal and external challenges facing, 693–696; 
informal and incidental learning applica-
tions to, 52–54; national (NHRD), 643–658, 
667; organizational culture relationship and 
applications by, 86–89; people with disabili-
ties (PWD) and implications for, 308–310; as 
process within organizations, 34fig; sexual 
orientation issue for, 315–316; small and 
medium-sized enterprises (SMEs), 526–539; 
social and emotional development implica-
tions for, 13–17; socio-economic context for 
practice of, 591; strategic, 492–507, 590–
602fig; strategic choice theory application to, 
537; system theory for understanding and 
application to, 22–37; systems, economic, 
and psychological theories within ethical 
frame basis of, 3–4; three major concepts of, 

34fig; toward a social justice paradigm for, 
292–293; traditionally dominated by mas-
culine rationality, 127–128; United Nations 
use of terminology of, 643, 645; virtual, 
567–583; what is needed to achieve the ideal 
future of, 698–700. See also International 
human resource management (IHRM)

“HRD in Global Economic Crisis” conference 
(2012), 154

HRD legal framework: administration of the, 
477–481; components of the, 475t–477t; 
governing treatment of HRD program par-
ticipants, 483–484, 484–487; implications for 
the HRD professional, 487–489; modeling 
the, 475fig; production function of, 481–483

HRD legal issues: apprenticeship training, 
481–482; copyright and intellectual property, 
482–483; negligence and employee training, 
479–481; negligence and the common law 
duty to train, 479, 480; recovering training 
costs, 481; training as a defense to claims 
of unfair treatment, 478–479; training 
mandated directly by statute or regulation, 
477–478. See also Federal laws/regulations; 
Legal cases

HRD processes: illustrated diagram of, 27fig; 
as one of three major HRD concept, 34fig; 
system theory implications for, 26–28

HRD professionals: AHRD Standards on Ethics 
and Integrity for, 140, 516–519t, 521–522, 
674; career development (CD) implications 
for practice of, 363–364; copyright and 
intellectual property concerns of, 482–483; 
cultural competence related to sexual 
minorities by, 317–320; developing strategic 
mindsets, 590–602fig; employee engage-
ment considerations for, 615–618; equitable 
efforts toward sexual minorities by, 320–323; 
HRD academic programs for, 600, 625–626, 
673–686; HRD legal framework implications 
for the, 487–489; KM and OL implications 
for practice of, 381–382; leadership expertise 
by, 192–194; new skills in technology 
development for, 582; online communities of 
practice for, 375; organizational change role 
of, 87–88; organizational coaching chal-
lenges and trends of concern to, 416–418; 
practical implications for working with older 
workers, 276–277; practices toward sexual 
minorities ascribed by Guba and Lincoln to 
critical theory, 319–320; recommendations 
for work/life harmony practice by, 239–240; 
resisting singular utopian ideologies or large 
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scale “ethical transformations,” 175; strate-
gic HRD philosophy of, 497–498; strategic 
HRD requirements of, 507; talent manage-
ment implications for, 447–451; transactional 
roles of, 504–505; transformational roles of, 
504–505, 506–507; workplace learning trans-
fer implications for practice by, 395–396; 
workplace learning (WPL) implications for, 
224–225. See also HRD certification

HRD programs: action learning-based, 106–
107, 549–563; activity-based HRD phases of, 
495, 504–505; career development, 29t; com-
pensating participants of, 483–484; creating 
credibility in the organization for, 498–500; 
employee development, 29t; ePortfolios for 
evaluation and development of, 579; fair 
employment and human resource develop-
ment issues of, 484fig–487; “four-fifths rule” 
to prevent adverse impact, 485–486; how 
initiatives contribute to career development, 
357; mentoring long established as lexicon 
of, 425; as one of three major HRD concept, 
34fig; organization development, 29t; 
performance support, 29t; programmatic 
evaluation of, 614; reputation of, 499–500; 
results-driven HRD phases of, 495–497; 
system theory implications for, 28–30; test 
construction and validation of, 486; work-
related learning curricular and pedagogical 
implications for, 257–258. See also HRD 
academic programs; Training

HRD research: brief history of (1940 to 1980) 
of leadership, 66–69; on career challenges 
still facing women, 359; career development 
(CD), 355–363; case studies on ethical issues 
of, 511–512, 521; on character traits of great 
leaders, 74–76; coaching evaluation studies, 
417; on Critical HRD (CHRD), 155–157; on 
differentiation of expert and novice learning, 
186; emerging developments in exper-
tise, 185–194; on employee engagement, 
605–606, 614–615; implications for future 
cross-cultural, 342–343; implications of ethi-
cal issues for, 520–522; KM and OL implica-
tions for, 381–382; on leadership develop-
ment, 358; on NHRD (national human 
resource development), 643; on-the-job 
experience, 73; on organizational culture, 
80–86; on people with disabilities (PWD), 
300–301, 309; “scientific” approach taken by 
orthodox, 156; on small and medium-sized 
enterprises (SMEs), 535–537; on strategic 
HRD, 592–598, 601–602fig; on subcultures, 

86; on training transfer, 386–387; on trans-
formational leadership, 69–70; on work/life 
harmony, 238–239

HRDP (human resource development policy): 
concepts of public policy that apply to, 
461–462; defining the intersections between 
HRD and, 464; definition and focus of, 459, 
470–471; government role in promoting 
outcomes of, 464–468; historical applica-
tions of, 459–460; key trends in, 468–470; 
as a “practice-oriented theory,” 460; three 
domains of, 459; tracing the different views 
of HRD and how they impact, 462–464

HRDP trends: preparing the new workforce, 
469; retraining workers displaced by 
economic change, 469–470; supporting firm-
based training, 470

Hsian (filial piety), 515
Human capital NHRD perspective, 654
Human development: broad conception and 

definition of, 120–121; Critical HRD (CHRD) 
to comply with social justice and values of, 
149–150, 283; as defined in for-profit orga-
nizations, 121–122; international examples 
of organizations concerned with, 120; moral 
and ethical dimensions of HRD, 119–122. 
See also Development concept

Human Development Index (HDI), 654
Human Resource Certification  

Institute (HRCI), 662, 668, 697
Human Resource Development  

International, 690
Human Resource Development  

Quarterly, 86
Human resource management (HRM): differ-

entiation between global talent management 
(GTM) and international, 211; distinguish-
ing HRD from, 126–127; ethics violations 
enforcement by, 172; next-generation HR 
practices associated with, 449; Virtual, 
572–573fig

Human Resource Wheel, 32, 33fig
Human resources (HR): competence demands 

for managers in, 211–212; distinguishing 
HRD from, 126–127; talent management 
(TM) as strategically aligned practice of, 
441–444

Human Rights Campaign (HRC) Corporate 
Equality Index, 318–319

Humana Health Systems, 561t
Humanistic ethos: critical perspectives to 

examine, 128–131; examining HRD in con-
text of, 125–126; feminist change strategy in 
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context of, 131–138t; HRD humanist found-
ing principles taken from, 126–127; HRD 
masculine rationality at odds with, 127–128

Humanistic psychology: adult learning theory 
informed by, 8; description of, 7; instruc-
tional design models based on, 8; overlap 
with positive psychology, 8–10; Rogers and 
Maslow’s work on, 7–8; self-determination 
motivation theory of, 7

I
Ideologies: of corporate power as being good 

for most Americans, 135; critical manage-
ment studies (CMS) on dominant, 129–130;  
critical theory challenge to dominant, 129; 
HRD professionals’ resistance to singular 
utopian, 175; racism, 130

Impression management, 193
“Incidental” learning, 217
India: blackout (2012) experienced in, 208; 

country-wide application of NHRD in, 
647; fast growing economy of, 208; global 
complexity competence for multinational 
employees working in, 208–209; Ministry of 
HRD and Education of, 643; research and 
development of NHRD strategy model in, 
645–646

Individual work-related learning: andragogy 
theory on, 8, 41–43; complexity sciences to 
describe collective and, 49–50; Dewey-based 
theories on, 43–46, 48; reflective and trans-
formative learning theories on, 47t; ways of 
knowing associated with, 42, 43t

Industrial Revolution, 434
Industrial/organizational (I/O) psychology, 

126–127
Inference Verification Technique (IVT), 188
Informal and Incidental learning in the Work-

place (Watkins & Watkins), 217
Informal and Incidental Learning Model, 52–54
Information and communication technology 

(ICT), 577–578
Information processing theory (IP), 12–13
Innovation management tool, 375
Inpatriation of employees, 335–336
Inputs (system), 23fig–24
Insightful questioning, 550
Institute for Corporate Research  

Productivity, 438
Institute of Medicine, 579
Instructional design models, 8
Intellectual property, 482–483
Intelligence quotient (IQ), 624, 627

Intelsat, 560t
International Conference of the Americas 

(2005), 677, 678
International human resource management 

(IHRM): differentiation between global  
talent management (GTM) and, 211;  
frameworks relevant to cross-cultural 
management and, 327–332. See also Cross-
cultural issues; HRD (human resources 
development)

International Labor Organization (ILO),  
120, 645

International mindset strategy, 336
International Society for Performance  

Improvement (ISPI), 662, 670
IOS 10015 Guidelines, 27
Islam, 516
ISO/IEC 17024 (certification guidelines),  

668, 670

J
Japanese kyosei (human dignity), 166
Japanese Ministry of Labor, 667
Jen (humanity concerns), 515
Job candidate trends, 202
Job design, 36fig
Job Engagement Scale, 609, 610t, 612
Journal of Applied anthropology, 81
Journal of Rational-Emotive and Cognitive-

Behavior Therapy, 410
Judaism, 514
Judeo-Christian ethical perspective, 514

K
Kaleidoscope Career Model, 354, 355
Kama (pleasure), 515
Kant’s Categorical Imperative  

duty, 513
Kegan’s stages of adult development: descrip-

tion of, 407; five orders of, 407–408
Kegan’s Subject-Object Interview (SOI), 408
Kluckhohn and Strodtbeck’s Six Dimensions 

framework, 327–328
Knowledge: encapsulation phenomenon of 

information processing within, 271; objec-
tive characteristics or acquired, 184; “Ontol-
ogy of the human Observer,” 412. See also 
Competencies; Learning

Knowledge management (KM): aligning orga-
nizational learning, learning  organizations, 
and, 378, 379fig; compared to learning 
organizations, 376–377; critical themes 
of, 373; definitions of KM systems and, 
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370–372; evolution of concepts and theories 
of, 372–373; implications for HRD research 
and practice, 381–382; increasing interest 
and significance of, 369–370; integrated 
approach of organizational learning and, 
379fig–381; integrated technological system 
for knowledge and learning deployment, 
380fig; technological system for, 374–375; 
tools of, 375–376

Knowledge management (KM) tools: Ardichvi-
li’s KM technologies for, 375; considerations 
for selecting, 376; Rao’s classification of, 375

Knowledge taxonomies, 375
Knowledge workers, 205
Kolb’s experiential learning cycle, 10
Kolstad v. the American Dental Association 

(ADA), 479
Kyosei (human dignity), 166

L
“Ladder of inference” metaphor, 412
Language: framing management interests to 

make them everyone’s interest, 133–134; 
how it can skew and manipulate to maintain 
power, 133; Maturana’s ontological perspec-
tive of “speech acts” of, 412, 413. See also 
Communication

Leaders: Burns’ view on transformational 
leadership and character of, 69; charismatic, 
185, 193; difference between managers and, 
65; Leadership Practices Inventory (LPI) on 
behaviors of, 70–71; organizational culture 
role of, 83–84; research on character traits of 
great, 74–76; “servant,” 75

Leadership: brief history of research (1940 
to 1980) on, 66–69; examining the nature 
of, 62–63; how character and personality 
impact, 74–76; HRD and new concepts of, 
73–74; learning from experience, 72–73; 
postmodern approach replacing the modern-
ist notion of, 73; shared, 74; situational, 
67–68; understanding the importance of, 
63–64. See also Management

The Leadership Challenge (Kouzes and Pos-
ner), 71

Leadership development: action learning  
applications to, 557–558; brief history of 
research (1940 to 1980) on, 66–69; Chat-
tanooga Model of Global Leadership 
 Development, 206; examining the nature of, 
62–63; Full-Range Leadership Theory (FRLT) 
on, 70; HRD research on, 358; HRD role in  
supporting CSR, 174; The Leadership  

Challenge (Kouzes and Posner) on process 
of, 71; Multifactor Leadership Questionnaire 
(MLQ) used for, 70, 71; Organizational  
Culture and Leadership (Schein) on process 
of, 72; recent trends in theory and practice 
(1980 to 2010), 69–72; trend toward less use 
of “off-the-shelf,” 77. See also Career develop-
ment (CD); Development concept; Employees

Leadership development theory, on learning 
from experience, 72–73

Leadership expertise: impression management 
and social power of, 193; personal character-
istics of, 192–193. See also HRD expertise

Leadership pipeline talent management: 
description of, 441, 445; guiding question, 
intended employees, and aim of, 448t; stra-
tegically aligned practice for, 440fig

Leadership Practices Inventory (LPI), 70–71
Lean process improvement technologies, 

576–577t
Learning: action inquiry and strategic practices 

of, 596–598; adult theory on individual 
work-related, 41–48; collective and collab-
orative, 48–50; complexity and process of, 
49–50, 592–594; creativity relationship to, 
6; critical thinking, 6; debate over ability to 
teach expertise, 195; Dewey’s “hands-on,” 
72; differentiation of expert and novice, 
186; Houle’s three motivational orientations 
for, 250; how competencies are developed 
through, 201–202; informal and incidental, 
52–54, 217; innovative strategic, 591; Kolb’s 
experiential learning cycle, 10; linking 
motivation to transfer of, 386–397; Marsick 
and Watkins cycle of error in, 45–46; OADI 
(observe-assess-design-implement) Cycle of 
Individual Learning, 201; operant condition-
ing theory on, 5–6; organizational level of, 
51–52; “presence” as the deeper level of, 
254; scenario, 595; self-formation through, 
253–257; situational (or “situated learn-
ing”), 201–202; stages of reflective, 46, 47t; 
strategic practices for, 594–596; transforma-
tive, 46–47t, 50; Virtual HRD use of informal 
and formal, 569–571; work-related, 247–258; 
workplace learning (WPL), 215–225. See 
also Action learning; Knowledge; Organiza-
tional learning (OL)

“Learning company,” 217
Learning culture, 56fig–57
Learning organizations: action learning used 

to create, 558–559; aligning organizational 
learning, knowledge management, and, 

bindsub.indd   748 9/17/2014   9:29:28 AM

htt
p:/

/w
ww.pb

oo
ks

ho
p.c

om



 subject Index 749

378, 379fig; compared to the concept of 
knowledge management, 376–377; creating 
a learning culture in, 56fig–57; Senge’s coin-
ing of the term, 218. See also Organizations

Learning-strategic domain of intelligence, 273
Learning theories: adult learning theory, 8, 

40–57; Collaborative Development Action 
Inquiry (CDAI), 54–56; complexity sciences, 
49–50; Gestalt psychological theory, 10–11; 
Informal and Incidental Learning Model, 
52–54; information processing theory (IP), 
12–13; Maslow’s needs hierarchy, 8; Model 
I (command and control), 50, 52; Model II 
(learning-oriented), 50, 52; Piagetian theory, 
11–12; positive psychology, 8–10; reflective 
and transformative, 47t; social learning theory, 
6–7; sociocultural theory, 12; theory of andra-
gogy, 8, 41–43; Watkins and Marsick’s learning 
organization model, 56fig–57; Wlodkowski’s 
Time Continuum Model of Motivation, 8

Learning theory, 4
Legal cases: Burlington Industries, Inc. v. 

Ellerth, 478–479; The City of Canton v. Har-
ris, 480; Faragher v. City of Boca Raton, 478; 
Kolstad v. the American Dental Association 
(ADA), 479; Mathis v. Phillips Chevrolet, 
Inc., 480; Washington v. Davis, 486. See also 
HRD legal issues

Legislation. See Federal laws/regulations
Lesbian, gay, bisexual, or transgender people 

(LGTB): cultural competence of HRD profes-
sionals working with, 317–320; definitions 
of, 289–290; definitions related to, 316–317; 
demographics of, 315; equitable HRD efforts 
toward, 320–323; homonegativity against, 
314, 315; homophobia against, 314–315; 
HRD research on career development 
barriers facing, 360; social justice founda-
tion in  studies of, 289–291. See also Sexual 
orientation

Lewin’s field theory, 10–11
Li (propriety or principle), 515
Licensure, 665. See also HRD certification
Life cycle development model, 115–116
Life design model, 354–355
Lifelong achievement digital archiving, 579
Lifewide achievement digital archiving, 579
Line managers: HR policy role of, 275; support 

of older workers by, 275–276
Listening (reflective), 550
Lives of the Noble Grecians and Romans  

(Plutarch), 66
London Economics, 667

M
Malaysian National Vocations Training Coun-

cil, 668
Malpractice, 480–481
Management: brief history of research (1940 

to 1980) on leadership and, 66–69; critical 
management studies (CMS) on, 129–130; 
cultural convergence/divergence/crossver-
gence of values of, 339–341; differentiation 
between internaational HRM and global tal-
ent management (GTM), 211; managerialism 
approach to protecting power of, 130; The 
One-Minute Manager approach to, 67–68; 
POSDCORB (Planning, Organizing, Schedul-
ing, Directing, COordinating, Reporting, 
and Budgeting), 64–65; traditional (1930s 
through 1950s) focus on, 64–65. See also 
Leadership

Management science, 553
Managerial Grid (Blake and Mouton), 66
“Managerialism,” 130
Managers: competence demands for HR, 

211–212; culture development and mainte-
nance role of, 81; difference between leaders 
and, 65; line, 275–276; The One-Minute 
Manager, 67–68; supervisory support of 
career development (CD) by, 357

“Managing Employees’ Motivation, Cognition, 
and Performance in Virtual Workplaces: The 
Blueprint of a Game-Based Adaptive Per-
formance Platform (GAPP)” [Huang, Han, 
Park, & Seo], 575t

Managing people and tasks competency, 203t, 
204–205, 211

Managing self competency, 202, 203t,  
204, 211

Masculine rationality, 127–128
Maslach-Burnout Inventory General Survey 

(MBI-GS), 609, 610t, 611
Maslow’s needs hierarchy, 8
Mathis v. Phillips Chevrolet, Inc., 480
McKensey & Company, 438
“Measurement of Outcomes in Virtual Environ-

ments” (Chapman & Stone), 575t
Medical education ePortfolios, 579–580
Medical errors, 579–580
Mental models, 411–412
Mentor (The Odyssey character), 426,  

427–428, 433
Mentoring: attempts to evaluate the effective-

ness of, 425–426; career development (CD) 
through, 357–358; characteristics of, 430; 
criticisms of, 431–434; current concepts 
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of, 428–431; historical underpinnings of, 
426–428; implications for implementation 
of, 434–435; long established as part of HRD 
lexicon, 425; networking association with, 
358; The Odyssey’s story of Telemachus 
being taught by Mentor, 426, 427–428, 433; 
value and benefits of, 430, 432–433, 435. See 
also Organizational coaching

Mentoring relationships: formal versus 
informal, 430; historical underpinnings of 
traditional, 426–428; The Odyssey’s story of, 
426, 427–428, 433; organizational focus on 
performance-enhancement strategy of, 429; 
unintended consequences of, 433–434; vari-
ability and subjectivity in managing, 431

Metacognitive cultural intelligence (CQ), 
337–338

Methodist minister leadership study, 63
Microsoft, 560t
Middle Way (Buddhism), 515, 516
Milgram Studies “white lab coat effect” 

(1960s), 193
Millennials employees, 89
Mobilizing innovation and change compe-

tency, 204t, 205, 211
Model I (command and control) theories,  

50, 52
Model II (learning-oriented) theories, 50, 52
Model of Expertise Redevelopment (MER), 

190fig–191
Moral rights tradition, 513
Morality issues. See Ethical issues
Morgans Hotel Group, 561t
Motivation: Houle’s three motivational  

orientations to learn, 250; linking training  
transfer and transfer performance to, 
387–397; Maslow’s needs hierarchy on, 8; 
Wlodkowski’s Time Continuum Model of 
Motivation, 8

Motivational cultural intelligence (CQ), 338
Moving stage (Lewin’s field theory), 10
Multidimensional framework on employee 

engagement, 608–609
Multifactor Leadership Questionnaire (MLQ), 

70, 71
Multinational enterprises (MNEs): cross-cul-

tural training and development by, 332–334; 
expatriate employees of, 332–337, 341–342; 
expatriation, repatriation,  inpatriation, 
and transpatriation of employees of, 
332–337; four strategic mindsets of, 336; 
four types of policies generally pursued 
by, 337; global complexity facing, 208–210; 

globally-demanded competencies required 
by, 206–207, 208–210; HCN (host country 
national) employees of, 334; PCN (parent 
country national) employees of, 334; TCN 
(third country national) employees of, 334; 
understanding risk for depending on  
India’s power infrastructure, 208. See also 
Organizations

Multinational mindset strategy, 336
Multiple-problem action learning groups, 

552–553
Musculoskeletal disorders (MSDs), 308
Myers-Briggs personality test, 435

N
NAM-sponsored Skills Gap report (2011), 469
NASSCOM, 208
National Apprenticeship Act (1937), 482
National Bank of Dominica, 561t
National Center for Learning Disabilities, 303
National Gay and Lesbian Task Force, 318
National human resource development 

(NHRD): challenges and barriers with, 654–
656; characteristics of, 650–653t; definition 
of, 643, 644–645; emerging models related 
to, 645–646; five theoretical approaches 
to, 644; the future practice, research, and 
theory of, 656–657; history and examples of 
country-wide applications of, 647–649; HRD 
research on, 643; measuring the outcomes 
of, 654; professional certification adopted as 
part of, 667; subsets of, 649–650

Nationwide Insurance, 561t
Need-satisfaction framework, 606–607
Negligence: common law duty to train and, 

479, 480; employee training and, 479–481
The Netherlands: Human Development Index 

(HDI) used by government of, 654; well-
developed system of personnel credential-
izing and certification in, 667

“New age” training, 487
New Education Consensus, 464
New Straits Times (newspaper), 465
New Talent Management  

Network, 438
New Zealand’s Human Development Index 

(HDI), 654
Nicomachean Ethics (Aristotle), 512–513
Noble Truths (Buddhism), 515
Non-Western CHRD practices, 154
North Carolina State University, 677, 679
Norway’s Human Development  

Index (HDI), 654
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O
OADI (observe-assess-design-implement) Cycle 

of Individual Learning, 201
Obedience to authority, 193–194
“The Observer” notion, 412
Occupational domain of experience, 273
Occupational Safety and Health Act (1970), 

477–478
The Odyssey (Homer), 426
OECD: on defining “small firm” or SME, 528; 

reporting (2009) on worker need for higher 
education, 466

Off-shoring employees: global complexity 
competence demanded of, 208–210; globally-
demanded competencies of, 206–207,  
208–210

Office of Disability Employment Policy, 300
Ohio State University, 677
Older forestry worker education (Sweden), 268
Older worker studies: 1: aging and changing 

employment patterns at a university, 267; 2: 
recurrent education of older forestry  
workers in Sweden, 268; 3: employability  
of aging police officers in The  Netherlands,  
268–269

Older workers: career development and age-
related differences in cognition, 270–271; 
career development and experience of, 
271–273; employability strategies, poli-
cies and practices impacting, 273–275; line 
manager support of, 275–276; overcoming 
negative stereotypes of, 265–266; practical 
implications for HRD policies related to, 
276–277; research on increasing differences 
due to age of, 266; three selected cases of 
career challenges of, 266–270

On-the-job training system: Center for Creative 
Leadership research on, 73; S-OJT (struc-
tured on-the-job training), 27–28fig, 29fig, 
30, 221

The One-Minute Manager, 67–68
ONET (Occupational Information  

Network), 468
Online communities of practice, 375
Ontology coaching: description of, 412; Mat-

urana’s “The Observer” notion and views 
of “speech acts,” 412–413; models and 
processes from perspective of, 413–414

“Ontology of the human Observer”  
knowledge, 412

Open-group action learning, 552–553
Open systems and engineering (chaos  

theory), 554

Operant conditioning theory: description of, 5; 
presentation and removal punishment, 5; for 
shaping and increasing learning, behavior, 
and performance, 5–6

Oracle, 576
Oregon mandate on child sexual abuse report-

ing, 520
Organization development (OD): Four Stage 

Analysis and Development Model of, 689fig; 
HRD programs for, 29t; next-generation HR 
practices associated with, 449; as process 
about change, 689

Organizational architect role, 506
Organizational behavior: commitment to 

learning, 550–551; organizational culture 
perspective in, 85–86. See also Behaviors; 
Organizational culture

Organizational change: cognitive or emotional 
barrier toward, 411; competency of mobiliz-
ing innovation and, 204t, 205; feminist 
strategies for, 135–138t; HRD professionals’ 
role in supporting, 87–88; improving orga-
nizational effectiveness by managing, 502; 
Lewin’s field theory on, 10–11; organization 
development (OD) as process about, 689; 
small-win strategy of, 137–138t, 176; sociol-
ogy of radical, 690–691fig; system theory 
to understand HRD and, 35–37. See also 
Change

Organizational coaching: action learning coach 
or facilitator engaged in, 550; boundary 
between therapy and, 417; challenges and 
trends in, 416–418; cultural differences as 
issue of concern in, 417–418; executive 
coaching form of, 402, 404–405; return on 
investment (ROI) of, 417; theoretical per-
spectives in, 406–416; workplace coaching 
delivered to non-executive employees, 402, 
404–405. See also Mentoring

Organizational coaching models: Argyris’ 
“action science,” 411; authentic happiness 
coaching (AHC), 415; Center for Creative 
Leadership’s, 405–406; COACH model, 411; 
cognitive/behavioral coaching (CBC), 410; 
Developmental Coaching Dialogue, 408; 
Gallup’s Strength Survey tool, 415; GROW 
model, 411; illustrated diagram of, 403fig; 
Kegan’s Subject-Object Interview (SOI), 408; 
mental models, 411–412; Peterson’s Devel-
opment Pipeline, 410–411; Skinner’s  
three-stage behavior training method, 
410; Values in Action (VIA) Inventory of 
Strengths tool, 415
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Organizational coaching theories: adult devel-
opment theory, 407–409; cognitive/behavior-
al psychology, 409–412; ontology sciences, 
412–414; positive psychology, 414–416

Organizational culture: artifacts, values, and 
assumptions of, 83; critical management 
studies (CMS) on, 129–130; establishing a 
development culture as part of your, 501; 
future of HRD role in, 88–89; HRD relation-
ship and applications of, 86–88; learning 
organization model on creating a learning, 
56fig–57; Organizational Behavior perspec-
tive of, 85–86; role of leader in the, 83–84; 
Schein’s definition of, 83; subcultures 
within, 84, 86; symbols, language, ideology, 
beliefs, rituals, and myths making up, 81, 
82; as “variable” of the  organization, 85; 
Virtual HRD and influence of, 570–571. See 
also Culture; Organizational behavior

Organizational Culture and Leadership 
(Schein), 72

Organizational culture research: criticism of 
functionalist and functionalist-structuralist 
approach to, 84; different disciplines and 
perspectives of, 84–86; Hawthorne Study, 
80–81; Ouchi’s definition as “set of symbols, 
ceremonies, and myths,” 82; Peters and 
Waterman’s research on characteristics of 
best companies, 82; Pettigrew’s work (1979) 
on, 81–82; as popular discussion topic, 
82–83; research (1960s) on, 81; Schein’s 
definition and conceptualization of, 83–84; 
as “social engineering,” 84. See also Corpo-
rate culture; Culture

Organizational effectiveness: assessing your, 
501; “goal method” approach to, 500; iden-
tifying strategies to improve, 501–502; three 
different definitions of, 500–501

Organizational learning (OL): aligning learning 
organizations, knowledge management, 
and, 378, 379fig; Collaborative Develop-
ment Action Inquiry on, 54–56; description 
of, 377; implications for HRD research and 
practice, 381–382; Informal and Inciden-
tal Learning Model on, 52–54; integrated 
approach of knowledge management and, 
379fig–381; integrated technological system 
for knowledge and learning deployment, 
380fig; interconnecting knowledge manage-
ment (KM) and, 369;  resilience, 51; reten-
tion, 51; stimulus-response theory of, 51–52; 
three levels of learning and interactions for, 
377–378; Watkins and Marsick’s Learning 

Organization Model on, 56fig–57. See also 
Learning

Organizations: CD and employability strategies, 
policies and practices of, 273–275; commit-
ment to learning at all levels of the, 550–551; 
competitive advantage of taking a career 
development perspective, 212; complexity 
of, 210–211, 590–594, 601–602fig; conceived 
as system by HRD, 34fig; contributions to 
health promotion by, 307; creating HRD 
program credibility in, 498–500; creating 
strategic partnerships in, 502–504; cultural 
convergence/divergence/crossvergence of, 
339–341; effectiveness of, 500–502; “failure 
to accommodate” lawsuits filed against, 305; 
HRD (human resources development) as 
process within, 34fig; overview of disability 
law impacting, 303–305; small and medium-
sized enterprises (SMEs), 526–538. See 
also Learning organizations; Multinational 
enterprises (MNEs); Workplace

The Origin of Species (Darwin), 426
Outputs (system), 23fig–24

P
Panasonic, 560t
Paradigm: definition of, 282; toward a HRD 

social justice, 292–293
Passion Scale, 609, 610t, 612
Path-goal theory, 67
PCN (parent country national) employees, 334
Pennsylvania State University’s Sandusky 

scandal, 520
People with disabilities (PWD): civil rights 

and laws protecting rights of, 300; descrip-
tion and work issues of, 299–300; disabil-
ity understood as complex phenomenon, 
301–302; “failure to accommodate” lawsuits 
filed by, 305; implications for HRD, 308–310; 
limited HRD research on, 300–301, 309; 
overview of disability law impacting, 303–305; 
reasonable accommodations for, 300, 487. 
See also Disability studies; Employees

PeopleSoft, 576
Performance: HRD program that serve as 

support for, 29t; job design in system of 
human, 36fig; model linking motivation to 
learning transfer and transfer, 387–397; the 
nine variables of, 35t; positive psychology 
applications for improving, 9–10;  
self-efficacy beliefs associated with, 6; study 
on leadership of Methodist ministers and 
congregational-level, 63
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Performance consulting process, 31
Performance engineer role, 506
Performance review system, 35
Personality traits: DiSC, Myers-Briggs, and 

FIRO-B tests on, 435; research on great 
leaders,’ 74–76; Stogdill’s report (1948) on 
leadership and, 76; subjective or innate 
characteristics of expertise, 185

PEST tool, 598
Peterson’s Development Pipeline, 410–411
Phillips Chevrolet, Inc., Mathis v., 480
Piagetian theory, 11–12
PIRLS International Study Center, 465
Pivotal talent pools talent management: 

description of, 445–446; guiding question, 
intended employees, and aim of, 448t;  
strategically aligned practice for, 440fig

Police Officers Employability (The  
Netherlands), 268–269

Political architect role, 507
Political science, 554
Polycentric policies, 337
POSDCORB (Planning, Organizing, Schedul-

ing, Directing, COordinating, Reporting, and 
Budgeting), 64–65

Positive psychology: description of, 8;  
overlap with humanistic psychology,  
8–10; performance improvement using,  
9–10

Power: action component of group responsibil-
ity and, 551–552; action learning and politics 
of, 554; critical theory explanation of, 129, 
134–135; critiquing hegemony and, 134–135; 
framing management interests to make them 
appear to be in everyone’s interest, 133–134; 
how discourse can skew and manipulate 
history to maintain, 133; ideology that cor-
porate power is good for most Americans, 
135; impression management and social, 
193; managerialism approach to protecting 
management, 130; obedience to authority 
and, 193–194; privileging instrumental rea-
soning, 134; racism as ideology to maintain 
dominant, 130

Practice-feedback-repractice cycle of learning, 
72–73

“Presence,” 254
Presentation punishment, 5
Principle Identification Technique (PIT), 

188–189
Private Career accreditors, 677
Privilege status, 134
Privileging instrumental reasoning, 134

Problem solving: action components having to 
do with, 551–552; action learning applica-
tions to, 557; action learning group multiple-
problem and single-problem, 552–553; 
technology as being about, 576–577

Problem-solving skills: age differences in 
“experiential intelligence” used for, 271; age 
differences in “fluid intelligence” used for, 
271; as crucial to labor economy, 205; objec-
tive characteristics or acquired, 184–185; 
online communities of practice to help with, 
375; organizational need for, 195. See also 
Competencies

Problems: action learning multiple-problem 
and single-problem work with, 552–553; 
action learning stage of reframing the, 555

Processes: HRD, 26–28, 34fig; performance 
consulting, 31; system, 23fig–24

Professional codes of ethics, 516–519t
Professional in Human Resources (PHR)  

certification [HRCI], 697
Professions: Freidson’s characteristics of a, 661; 

HRD certification in context of a, 661–662
Program evaluation and development ePortfo-

lios, 579
Program Excellence Network (PEN), 686
Programmatic accreditors, 677
Programmatic evaluation, 614
Project Management Institute (PMI), 662
Protean career orientation, 354, 355
“Protégé” concept, 426, 427
Psychological Engagement Scale, 609, 610t, 611
Psychological theories: action learning and, 

553; behavioral, 4–7; developmental psy-
chology, 11–13; Gestalt, 10–11; humanistic, 
7–8; implications for HRD, 16–17; positive 
psychology, 8–10

Public policy: categories of, 462; concepts of, 
461–462; definition of, 461; role in promot-
ing HRDP outcomes, 464–468

Punishment: operant conditioning theory on, 
5; presentation, 5; removal, 5

Q
Quality Assurance Agency for Higher Educa-

tion (UK), 678
Queer theory, 290
Questions: action learning and capturing learn-

ings through, 555; insightful questioning 
using, 550

Quiet: The Power of Introverts in a World That 
Can’t Stop Talking (Cain), 434

Qur`an (Islam text), 516
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R
Racism: critical theory explanation of, 129; as 

unjust and dominant ideology, 130
Rationality: HRD dominated by masculine, 

127–128; Kant’s epistemological dimension 
challenging, 151; sexist and racist issues of 
masculine, 128

Reasonable accommodations: description and 
application to employees, 300; provided dur-
ing training, 487

Reasoning from analogies, 595
Reflective listening, 550
Refreezing stage (Lewin’s field theory), 10
Regiocentric policies, 337
Regional accreditors, 676
Rehabilitation Act (1973), 300, 303
Relationship builder role, 506
Relevance: as continuing HRD issue, 696–697; 

how HRD can continue to have, 698–699
Religious discrimination, 487
Religious-moral ethical perspectives,  

514–516
Removal punishment, 5
Repatriation of employees, 332–337
Republic of Korea (South Korea), 647–648
Reputation (HRD program), 499–500
Research. See HRD research
Resilience learning, 51
Responsibility: action component of diverse 

group with, 551; action component of group 
power and, 551–552

Results-driven HRD: HRD program and phases 
of, 495–497; moving from activity-based to, 
493–495

Retention learning, 51
Return on improved performance (ROIP), 446

S
Samsung, 25
Sandusky scandal (Pennsylvania State  

University), 520
Santa Clara University, 70
SAP, 576
Saum (fasting), 516
Scenario learning, 595–596
Section 504 (Rehabilitation Act of 1973), 303
Self-awareness competency, 629t
Self-determination motivation theory, 7
Self-efficacy beliefs: better task performance 

related to, 6; how cross-cultural training 
increases expatriate employees,’ 341–342; 
training role of, 6–7

Self-esteem training issue, 8

Self-formation: psychodynamic perspective of, 
255; sociocultural perspective of, 254–255; 
vocation as pilgrimage of, 253; work-related 
and process of, 253–255; work-related learn-
ing for fostering, 255–257

Self-initiated learning, 217
Self-managed learning, 201
Self-motivation competency, 630t–631t
Self-regulation competency, 629t–630t
Semantic search engines, 374
Sentence Verification Technique (SVT), 188
Servant leaders, 75
Seven Dimensions framework, 329–330
Sexual harassment training, 478
Sexual orientation: “closeting” of, 319; cultural 

competence of HRD professionals related to, 
317–320; definitions of, 289–290; defini-
tions related to, 316–317; human resource 
development (HRD) and, 315–316; LGBT 
studies informing social justice in context of, 
289–291. See also Lesbian, gay, bisexual, or 
transgender people (LGTB)

Shared leadership, 74
Single-problem action learning groups, 

552–553
Situational leadership, 67–68
“Situational Leadership” (Hersey & Blancard), 67
Situational (or “situated learning”) learning, 

201–202
Six Dimensions framework, 327–328
Skills Gap report (2011), 469
Skinner’s three-stage behavior training 

method, 410
Small and medium-sized enterprises (SMEs): 

advocation of strategic choice theory appli-
cations to HRD in, 537; barriers to HRD in, 
531–533; characteristics of HRD in, 529–530; 
current state of HRD neglect in, 527–528; 
description of, 526; drivers of HRD in, 
530–531; examining the HRD perspective of, 
526–528; implications for HRD policy and 
practice in, 537–538; mapping the terrain of, 
528–529; new directions of HRD research 
on, 535–537; rationality of informality 
in, 533–535; recognizing the differences 
between larger firms and, 529; studies on 
satisfaction of employees of, 534

Small-win strategy of change, 137–138t, 176
Smoking policies, 308
Social and emotional development: 

 attachment, 13–14; Erikson’s psychosocial 
theory on, 14–16; implications for, 16–17; 
importance for HRD, 13–16
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Social awareness competency, 631t–634t
Social constructionist model, 288–289
Social injustices, 293. See also Social  

oppression
Social justice: corporate social responsibility 

(CSR) challenge to promote, 165; Critical 
HRD (CHRD) to comply with societal value 
of, 149–150, 283; description and conditions 
of, 281; philosophical foundations of, 283–
285; Social Justice Critical Reflection Model 
(SJCRM) tool for, 291–292; social justice 
paradigm implications for HRD, 292–293; 
social oppression triggering outcomes of, 
282; theoretical foundations of, 285–292

Social Justice Critical Reflection Model 
(SJCRM), 291–292

Social justice foundations: disability studies, 
288–289; education, 291–292; feminist theory, 
286–287; intersectionality, 286; legal studies, 
285–286; lesbian, gay, or bisexual orientation 
and transgender identity studies, 289–291

Social learning theory: Bandura’s socio-cogni-
tive, 6–7; on competency development, 201; 
description of, 6

Social network analysis, 374–375
Social of Applied Anthropology, 81
Social oppression: black feminist theory on 

experience of African American women 
(AAW), 286–287; Chicana feminist theory on 
experience of Chicana women, 287; descrip-
tion of, 281; LGBT studies on sexual orienta-
tion and, 289–291; narrative discourse used 
to study disability and, 289; organizational 
and institutional settings of, 281–282; philo-
sophical understanding of one’s moral duty 
to respond to, 284–285; social construc-
tionist model for studying disability and, 
288–289; social justice outcomes triggered 
by, 282; talking back strategy as form of 
disruption to, 287. See also Social injustices

Social power, 183
Society: feminist change strategy as transform-

ing gendered, 138t; ideology that corporate 
power is good for most Americans, 135; 
privilege status in, 134; racism as unjust and 
dominant ideology of, 130. See also Values

Society for Human Resource Management 
(SHRM), 442, 695, 696

Socio-cognitive learning theory, 6–7
Sociocultural domain of experience, 273
Sociocultural theory, 12
Sociology of action learning, 553–554
Sociology of radical change, 690–691fig

Sony Music, 561t
South Korea (Republic of Korea), 647–648
Specific talent segments talent management: 

description of, 446–447; guiding question, 
intended employees, and aim of, 448t; stra-
tegically aligned practice for, 440fig

“Speech acts” (ontological coaching), 412, 413
Spencer and Spencer Technical Scale, 187–188
Spirituality of work movement, 246–247
Stages of reflective learning, 46, 47t
Standards for HRD Graduate Program Excel-

lence (AHRD), 679–685
Standards on Ethics and Integrity of the Acad-

emy of Human Resource Development, 140, 
516–519t, 521–522

State Postsecondary Review Entities (1965), 676
STEM education: need for additional, 464; 

shortfalls in, 465, 467, 470
Sternberg’s cultural intelligence (CQ) frame-

work: behavioral cultural intelligence (CQ), 
338–339; cognitive cultural intelligence 
(CQ), 338; metacognitive cultural intelli-
gence (CQ), 337–338; motivational cultural 
intelligence (CQ), 338

Stimulus-response theory of learning, 51–52
Strategic choice theory, 537
Strategic HRD: activity-based, 493–495, 

504–505; complexity theory basis of practice, 
592–594, 601–602fig; creating a philosophy 
of, 497–498; creating organizational cred-
ibility for HRD programs, 498–500; creat-
ing strategic partnerships in organizations 
using, 502–504; developing mindsets for, 
590–602fig; examining the development and 
applications of, 492; four streams of relevant 
literature on practice of, 592–598; identify-
ing transactional and transformational HRD 
roles using, 504–507;  opportunities for, 
592; requirements for HRD professionals to 
embrace, 507; results-driven, 493–497

Strategic HRD mindset framework: applica-
tions in graduate classes, 600; on genera-
tive strategic insight under conditions of 
complexity, 601–602fig; integrating elements 
in strategy development process, 598–600

Strategic HRD mindsets: conditions of 
complexity and, 592–594, 601–602fig; four 
streams of relevant literature on practice 
and, 592–598; framework for develop-
ing, 598–600, 601–602fig; implications of 
complexity for, 590–591; lessons learned and 
implications on, 601–602fig; opportunities 
for developing, 592
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 756 subject Index

Strategic HRD philosophy, 497–498
Strategic human capital planning, 446
Strategic learning practices: dialogic conversa-

tion, 594–595; reasoning from analogies, 
595; scenario learning, 595–596

Strategic partnerships: creating, 502–504; as 
mutually beneficial relationship, 502; pur-
pose and partnering elements of, 502–503; 
three levels of, 504

Strategist role, 506
Structured on-the-job training (S-OJT): link 

with workplace training, 220; research find-
ings on, 27–28fig, 29fig, 30

Student assessment ePortfolios, 579
Student learning ePortfolios, 579
“A Study of Adult Learning in a Virtual World” 

(Mancuso, Chlup, & McWhorter), 575t
Subcultures: definition of, 84; research on, 86
“Survival of the fittest” concept, 426
Sustainability: corporate social responsibility  

(CSR) concerns with, 166; resistance to 
organizational announcements on, 175

Swedish credentialing and certification  
system, 667

Swiss credentialing and certification system, 
667

SWOT analysis tool, 598
System theory: chaos theory to study the 

behavior of, 24; description of, 22; HRD 
management applications of, 30–32; HRD 
programs applications of, 28–30; HRD 
training and development application sof, 
26–28fig; literature on applications to HRD, 
21; singular meaning of system as core of 
understanding, 22–23; understanding HRD 
by using the, 32–37

“Systemizing Virtual Learning and Technolo-
gies by Managing Organizational Compe-
tency and Talents” (Yoon & Lim), 576t

Systems: boundaries of, 25; closed, 25; descrip-
tion and components of, 23fig–24; ISO 10015 
Guidelines for training development, 28fig; 
job design in human performance, 36fig; 
preferred usage of, 26; structured on-the-
job training (S-OJT), 27–28fig, 29fig, 30, 
221; subordinate systems or sub-systems of, 
24–25; training applications of, 25

T
“Take This Job and Shove It” (Paycheck song), 

246
Talent management approaches: focus on high 

performers, 440fig, 441, 444–445, 448t; focus 

on leadership pipeline, 440fig, 441, 445, 
448t; focus on pivotal talent pools, 440fig, 
441, 445–446, 448t; focus on specific talent 
segments, 440fig, 441, 446–447, 448t

Talent management (TM): the current state 
of, 439–441; different approaches to, 440fig, 
441, 444–447, 448t; differentiation between 
international HRM and global, 211; discus-
sion and implications for HRD, 447–451; 
early practice of, 438; examining a taxono-
my to understand, 438, 439; as strategically 
aligned HR practice, 441–444

Talent segments talent management: descrip-
tion of, 446–447; guiding question, intended 
employees, and aim of, 448t; strategically 
aligned practice for, 440fig

Talentship approach, 446
Talking back strategy, 287
Talmud, 514
TCN (third country national) employees, 334
Teachers College (Columbia University), 677
Team-building, 556. See also Groups
Techno-socio-culturally competent employee, 

207fig
Technology: as being about solving problems, 

576–577; as continuing HRD issue, 697; 
enterprise resource planning (ERP) systems, 
580–581; ePortfolios, 578–580; far-reaching 
influence on HRD field by, 576; how HRD 
can continue to effectively utilize, 700; 
information and communication technology 
(ICT), 577–578; integrating HRD objectives 
and, 581; ten key technologies for lean 
process improvement, 576–577t; for Virtual 
HRD, 577–580

Technology development: definition of, 581; of 
enterprise resource planning (ERP) systems, 
580–581; for HRD professionals, 582; Virtual 
HRD and, 580–581

Telemachus (mentoring “protégé”), 426, 
427–428, 433

Teleological development model, 118–119
Ten Commandments, 514
“Test 21” (Washington, D.C. police depart-

ment), 486
Test construction/validation, 486
Texas A&M University, 677
Theory of andragogy, 8, 41–43
“Thinking errors,” 409
Time and practice-feedback-repractice cycle of 

learning, 72–73
Time Continuum Model of Motivation, 8
TIMSS assessments, 465
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 subject Index 757

Title II (Americans with Disabilities Act), 303
Title III (Americans with Disabilities Act), 303
Tobacco morbidity and mortality, 308
Torbert’s action logics, 596, 597t
Tort law, 479
Trainees: addressing self-esteem of, 8; 

compensation of, 483–484; fair employ-
ment and human resource development of, 
484fig–487; “ four-fifths rule” application to, 
485–486. See also Employees

Trainers: awareness of self-efficacy beliefs by, 
6–7; self-esteem addressed by, 8

Training: activity-based HRD, 493–495, 504–
505; apprenticeship, 481–482; crew resource 
management (CRM), 478; cross-cultural, 
332–337; as defense to claims of unfair treat-
ment, 478–479; Federal Aviation Administra-
tion (FAA) standards and, 478; HRD defined 
as integrated use of career development and, 
688; HRDP support of firm-based, 470; ISO 
10015 Guidelines for development system, 
28fig; link of workplace learning with work-
place, 220–221t; mandated sexual harass-
ment, 478; mentoring form of, 357–358, 
425–435; modifying or validating if evidence 
of adverse impact, 486; Multifactor Leader-
ship Questionnaire (MLQ) used during, 
70, 71; negligence and employee, 479–481; 
negligence and the common law duty to 
train, 479, 480; organizational coaching 
form of, 402–418; path-goal theory “situ-
ational” advice on, 67; reasonable accom-
modations in, 487; recovering costs of, 481; 
religious discrimination and “new age,” 
487; results-driven HRD, 493–497; retrain-
ing workers displaced by economic change, 
469–470; self-efficacy role in, 6–7; system 
of structured on-the-job (S-OJT), 27–28fig, 
29fig, 30, 220; systems understood in the 
context of, 25. See also Career development 
(CD); Employees; Higher education; HRD 
programs

Training manuals: copyright and intellectual 
property issue of, 482–483; cross-cultural, 
332–337; work-related learning curricular 
and pedagogical implications for, 257–258

Training transfer research: on implementation 
intentions, 391–393; linking motivation to 
transfer training and performance, 387–391; 
overview of, 386–387; on role of personal 
initiative in transfer, 393–396

Transformational leadership: Burns’ view on 
leader’s character importance to, 69;  

Full-Range Leadership Theory (FRLT) on, 
70; research on, 69–70

Transformative learning: for capturing indi-
vidual and collective learning, 50;  
Mezirow’s “disorienting dilemma” on, 46, 
47t; summary of reflective and, 46–47t

Transgender identify, 289–291
Transgenders. See Lesbian, gay, bisexual, or 

transgender people (LGTB)
Transnational mindset strategy, 336
Transpatriate executives, 336
“Triple bottom line,” 166–167, 170, 172
Trompenaar’s Seven Dimensions framework, 

329–330
True North (George, Sims, and Gergen), 76
Trust–expert power relationship, 194

U
UK’s Chartered Institute for Personnel and 

Development (CIPD), 155
UNESCO Science Report (2010), 465
UNESCO (United Nations Educational, Social, 

and Cultural Organization), 645
Unfair treatment defense: Burlington Indus-

tries, Inc. v. Ellerth, 478–479; EEOC’s 
Enforcement Guidance training for, 479; 
Faragher v. City of Boca Raton, 478; Kolstad 
v. the American Dental Association (ADA), 
479; training that serves as, 478–479

Unfreezing stage (Lewin’s field theory), 10
Uniform Guidelines (1978), 485–486
United Kingdom (UK): “Best Small Companies 

to Work For” in, 534; Chartered Institute for 
Personnel and Development (CIPD) of the, 
155; “learning company” terminology used 
in, 217; origins of action learning (1940s) 
in, 549, 563; Quality Assurance Agency for 
Higher Education of, 678; study on barriers 
to HRD in SMEs in, 531–533; well-developed 
system of personnel credentializing and 
certification in, 667. See also European 
Union (EU)

United Nations: General Assembly of the, 
645; HRD (human resources development) 
terminology used by the, 643, 645; Human 
Development Index (HDI) used by, 654; 
UNESCO (United Nations Educational, 
Social, and Cultural Organization) of the, 
645; United Nations Development Agency 
of the, 120; United Nations Development 
Program (UNDP) of the, 649; United  
Nations Environmental Program (UNEP)  
of the, 560t
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 758 subject Index

United States: “barbell” economy and knowl-
edge workers, 205; Declaration of Indepen-
dence of the, 513; Human Development 
Index (HDI) used in the, 654

Universal Declaration of Human  
Rights, 413

University employment patterns, 267
University of Georgia, 679, 686
University of Illinois Urbana- 

Champaign, 677
University of Minnesota, 677
U.S. Department of Agriculture, 561t
U.S. Department of Education, 676, 678
U.S. Department of Labor, 665
U.S. labor market “barbell” economy, 205
U.S. Small Business Administration  

(SBA), 528
U.S. Teacher Education Accreditation Council 

(TEAC), 675
Utilitarianism, 513
Utrecht Work Engagement Scales (UWES-17 

and UWES-9), 609, 610t–611

V
Value Dimensions framework, 328–329
Values: Critical HRD (CHRD) to comply with 

societal human development and social 
justice, 149–150, 283; cultural convergence/
divergence/crossvergence of, 339–341; 
four reasons driving critical response to 
predominance of “performative,” 150; HRD 
professionals in clarifying and integrating, 
88; Japanese kyosei (human dignity), 166; 
organizational culture  component of, 83; 
religious-moral perspectives and, 514–516; 
social justice, 149–150, 165. See also Beliefs; 
Ethics/integrity; Society

Values in Action (VIA) Inventory of Strengths 
tool, 415

Virtual HRD: branches in, 572, 573fig; defini-
tion of, 568–569; description of, 567–568; 
emerging perspectives and enabling 
technologies of, 574–578fig; ePortfolios 
and, 578–580; formal and informal learning 
fundamental to, 569–571; individual and 
collective activities in, 571–572; technology 
development and new skills of, 580–582; the 
Virtual HRD within, 572–574

“Virtual HRD: The Intersection of Knowledge 
Management Culture and Intranets”  
(Bennett), 575t

Virtual HRM, 572–573fig
Virtue ethics principle, 512–513

Vocation: literature on work as, 252–253; as 
pilgrimage of self-formation, 253; spirituality 
or calling of, 251–252

Vygotsky’s double-stimulation method, 17

W
War for Talent (Michaels, Handfield-Jones, & 

Axelrod), 438, 444, 445
Washington v. Davis, 486
Ways of knowing, 42, 43t
Welsh Farmers, 561t
Western philosophy, 516
“White lab coat effect,” 193
The woman “problem,” 135–138t
Women: black feminist theory on experience 

of African American, 286–287; Chicana 
feminist theory on experiences of, 287; 
flexible work arrangements (FWA) as part 
of discourse of, 358–359; HRD research 
on career challenges still facing, 359; HRD 
research on career development oppor-
tunities of African American, 359; HRD’s 
masculine rationality issue for, 127–128. See 
also Gender  inequalities

Work: different ways to understand the mean-
ing of, 249–251; flexible work arrangements 
(FWA), 358–359; multiple dictionary defini-
tions of, 249; spirituality of work movement, 
246–247; story of three workers on the 
meaning of, 249–250; thought of as a com-
modity, 249–250

Work-related learning: curricular and pedagog-
ical implications for HRD, 257–258; fostering 
self-formation in, 255–257; the meanings of, 
247–249; role of self-formation in, 253–255; 
vocation and process of self-formation 
through, 251–253

Work/life harmony: adaptive strategies and, 
232; defined as state-like indicator of well-
being, 232; the DNA and properties of,  
231–236, 235fig; as good metaphor for 
explaining work/life dynamics, 236–238; 
introduction concept of, 230–231; properties 
of integrated and aligned, 233–234; recom-
mendations for HRD practice, 239–240; 
recommendations for HRD research on, 
238–239; roles, relationships, responsibili-
ties, and resources of, 232–233; value-added 
improvements of initiatives promoting, 
228–229

Work/life metaphors: examples of, 229–230; 
work/life harmony as work/life dynamics 
metaphor, 236–238
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 subject Index 759

Workplace: adult theory on collective and 
collaborative learning in the, 48–50; adult 
theory on individual learning in the, 41–48; 
competencies for the, 185–186, 201–212; eth-
ical issues in best practices in the, 519–520; 
Gestalt psychology to understand behavior 
in the, 10–11; the global, 206–210; health 
and wellness programs in the, 305–308; 
Informal and Incidental Learning Model on 
the, 52–54; invisible saturation of sexuality 
in the, 314; spirituality of work movement in 
the, 246–247; technology-enabled, 576–580. 
See also Global workplace; Organizations

Workplace learning applications: issues to 
consider for, 219; link with workplace train-
ing, 220–221t

Workplace Learning Professional (WLP)  
certification [ASTD], 697

Workplace learning transfer: HRD research 
on, 386–387; model linking motivation to 
transfer performance and, 387–397

Workplace learning transfer model:  description 
and assumptions of, 389–390, 396–397; 
discussion on implications of, 394–395; 
 illustrated diagram of, 389fig; on implemen-
tation intentions, 391–393; implications for 
HRD practice, 395–396; on motivation to 

transfer, 390–391; on personal initiative role 
in training transfer, 393–394

Workplace learning types: “incidental” learn-
ing, 52–54, 217; learning in formal settings, 
217; self-initiated or “informal learning,” 
52–54, 217

Workplace learning (WPL): applications of, 
219–221t; claims associated with concept of, 
221–222; criticisms and misconceptions of, 
222–223; definitions of, 216–217; examining 
theories and practices of, 215–216; history 
of, 218–219; implications for HRD practice, 
224–225; increasing interest in topic of, 215; 
learning path of, 217; limited alternatives 
suggested for, 223–224; origin of the term, 
217–218; three types of activities for, 217

World Bank Human Development  
Network, 666

The World Bank report on higher education 
(2000), 466

World Health Organization’s (WHO): on 
disabilities and disability oppression, 288; 
health and wellness as defined by, 305;  
millennium development goals of the, 120

Z
Zakat (donation or poor tax), 516
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