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HRD — STEPPING FORWARD
TOWARD PROFESSIONALISM

Human Resource Development is
still an emerging field. Unlike full-
blown professions, most of the
people working in HRD assign-
ments have been trained in other
disciplines, and are in their present
assignment largely by matter of
circumstance and organizational
need.

Professionalism of HRD, how-
ever, is rapidly taking place. A few
schools are now training practi-
tioners for this specialty. Profes-
sional development workshops are
being offered to create a bridge be-
tween previous training and the
demands of an HRD position.
ASTD’s conferences and insti-
tutes, its publications, together
with a growing configuration of
other journals, workshops and
HRD activity indicate a growing
condition of professionalism in the
field.

It is becoming increasingly clear
that HRD is becoming a significant
component in organizational struc-
ture. Executive management in
most organizations recognizes the
increasing need for the training
and skill development of employ-
ees. Federal guidelines mandate
career mobility programs for wo-
men and minorities. Absenteeism
and low employee motivation have
predictable effects on production
and quality. The time has come
where organizations feel a need for
the skillsthat an HRD professional
can lend to their development.
Recruiters are increasing their
search for individuals with appro-
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priate background and training to
fill those specialized positions. In
this atmosphere of change and
need, the stage is now set for the
further evolution of a profession
with practitioners specially trained
to recognize the needs of the or-
ganization, yet skilled in under-
standing people who spend their
lifetimesworking for the organiza-
tion.

One of the first elements in the
development of an HRD profes-
sional prototype involves defining
what that person is, and what he
or she does in the organization.
Obviously, different types of or-
ganizations will have widely dif-
ferent needs, but whether the
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organization is a bank, manu-
facturing firm, or a government
agency, certain common dimen-
sions exist.

Traditional academic and profes-
sional specialties provide a founda-
tion of knowledge and skills which
are valuable in the HRD environ-
ment, yet conventional programs
in psychology, education, indus-
trial relations, management and
sociology emphasize directions and
approaches not directly related to
the role and mission of human re-
source development.

Expanded Training Function

Human resource development as
a generic descriptor for employee-
related functions has emerged
from earlier antecedents essential-
ly limited to employee/education
and training. Job enrichment,
employee motivation, executive
training, testing and screening,
career mobility programming, and
general concern for the human
climate and condition of the organ-
ization have been added to the
training function only as of recent
vintage.

Today's definition, however, rec-
ognizes a multiplicity of responsi-
bilities given the HRD profession-
al. To adequately define HRD, a
glimpse at a crystal ball for future
directions is also needed. Human
resource development is a highly
dynamic field. Within a short span
of 10 years, tremendous changes
have occurred within the field,
creating a virtual tidal wave o



new positions and far-reaching
recognition of HRD in organiza-
tional structure. Current defini-
tions are less than adequate for it
isreadily apparent that the next 10
years will create even greater
changes within the field, opening
new areas of activity, and rapidly
increasing potential for profession-
a growth.

A profession needs more than a
definition; it needs the identity of
people who work and serve in com-
mon interest. ASTD has been
largely instrumental for the coal-
esence of many parts into a vigor-
ous and growing professional con-
stituency with common concerns,
working together toward collective
ends.

Another ingredient in the move-
ment to professional stature is that
o specialized training. As a pro-
fession measures itself, and rel ates
the competence of those practicing
to the skills required, a need for
specialized training becomes ap-
parent. Thisis particularly true in
HRD where there are numerous
and broadly defined responsibili-
ties specified for the job. Most
persons holding HRD positions
have had professional training in
some allied discipline, i.e., educa-
tion, psychology, industrial rela-
tions, etc. Yet, each of these disci-
plines operates in a domain that
typically failsto directly relate to
HRD services in an organizational
setting.

Education carries the knowledge
d curriculum development and the
management of the teaching-learn-
ing process. Psychology assesses
learning and provides a basis for
structuring concepts and ideas to
meet individual needs. Industrial
relations responds with knowledge
of the work setting and methods of
motivating employees. Each of
these and other disciplines contrib-
ute information and knowledge
which is valuable in the operation
of HRD functions. Y et, no existing
academic discipline or professional
training program effectively serves
the needs of HRD.

Forthcoming developments,
uniqueness of HRD applications,
and tremendous growth in the
field, will call for specialized train-
ing programs. Predictably, there

are going to be many who feel that
their psychology or their education
degree, together with "seat of the
pants" experience is superior to
any HRD training program. Some
will strongly resist the specialized
training of HRD professionals be-
cause they were not trained in that
fashion. But, for the most part, the
demands of changing conditions,
and the vast numbers of people
needing skills to represent the
emerging HRD profession, will de-
velop a stringent need for pro-
grams directly aimed at the needs
of organizations, and the people
who serve HRD functionsin those
organi zations.

On many campuses, the early
jockeying for a piece of the action
is already under way. Colleges of
Business Administration lay claim
to knowledge of the corporate en-
vironment, and the people who
work there. Colleges of Education
now turning from a declining
school-age population, see the
adult audience not only as part of
the lifelong process of education,
but also bread-and-butter in a de-
clining marketplace. Public admin-
istration divisions also are turning
their attention to training HRD
professionalsfor the public sector.

HRD — "A Target of Opportunity"

The final disposition is open to
speculation, but training institu-
tions are beginning to realize the
potential of HRD as an attractive
target of opportunity. Whether
traditional schools and training
programs can properly respond to
the developing needs of HRD isyet
to be seen. And the question of on
whose turf HRD properly belongs
will doubtless be open to debate
and battle for some time.

As HRD emerges in its own
right, some of the most promising
approaches, at least from a concep-
tual viewpoint, promote HRD as a
multidisciplinary professional en-
tity, uniqueinits own being. A few
schools have fashioned new dfe-
partments of behavioral science
and human resource development
which directly focus on the needs
of organizations and the people
who work for them. In the long
term, some of these programs
probably hold greatest promise for
the training of HRD professional

specialists.

Whatever the source and direc-
tion of HRD training programs, a
new generation of professionalsis
joining the ranks. These new indi-
viduals will bring their own defini-
tion of HRD practice. Together
with an ever broadening role for
HRD in organizations, a most
discernible profile is becoming
apparent. Human resource devel-
opment is becoming a profession in
its own right. Its collective spirit,
the common identity of its mem-
bers, the appearance of specialized
training, and ever increasing de-
mand for professionals who can
solve the people-related problems
that facethe contemporary organi-
zation creates a statement of fact
for al to hear — human resource
development iswell on the road as
a major professional entity! —
Lloyd Cooper
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