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ABSTRACT
The purposes of this study were to identify how Ivorian HRD professionals in banks
perceived their current expertise levels of the HRD competencies, and how these professionals
perceived the importance of these competencies needed to be successful in their occupations. In
addition, this study determined competencies that are perceived to have the most needs for
training and development, and investigated any differences in perceptions on competency
expertise and importance according to the study subjects’ work disciplines, years of professional
experiences and the highest education completed.
This study will contribute to the profession in several ways: provide direction and a
conceptual foundation for Ivorian HRD professionals, and will be used to develop and promote
the profession in Cote d’Ivoire. The results of this study can be used for self-assessment to
identify and address professionals training and developmental needs. Banks can use the study
results to design programs for selection and professional development for their professionals.
And lastly, colleges and universities can apply the results of this research to develop programs
and courses in order to prepare students to become HRD professionals in the workplace.
The target population for this study was HRD professionals who were involved in and
responsible for HRD programs or activities in various banks in Cote d’Ivoire. The target
population size of this study was 200. 132 individuals were randomly selected to receive the
research questionnaire. The questionnaire was adapted from the original 2004 ASTD
Competency Study Mapping the Future. The survey was modified, revised, validated and
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translated into the French language, and then distributed. Descriptive statistics (frequencies,
percentages, mean values and mean rankings), paired-t tests, simple analysis of variance
(ANOVA) and post hoc tests of multiple comparisons were used to answer the four research
questions.
The overall expertise levels for the top two competencies, Designing Learning and
Improving Human Performance, were higher than the competent level. The overall expertise
levels for the remaining seven competencies were below the competent level. However, when
examined across the three demographic groups, the rankings of the competencies show some
differences in expertise levels. In terms of importance degrees, all the competencies were
important (that is, having an average importance rating of 3.0 or higher). The top four important
competencies were: Designing Learning, Delivering Training, Career Planning and Talent
Management, and Measuring and Evaluating. The rankings of the competencies showed also
some differences in importance across the demographic groups. Because the rankings of the
competencies indicated some differences in expertise levels and importance across the three
demographic groups, the researcher determined whether these differences were significant, and
also narrowed down the findings regarding exactly where differences existed. Finally, the
findings of this study revealed that for all of the nine competencies, the ratings for the
competency importance were higher than those for expertise levels. The top three most-needed
competencies among the nine HRD competencies were: Measuring and Evaluating, Designing
Learning and Delivering Training. By contrast, Coaching, Managing the Learning Function and
Improving Human Performance were ranked as the three least-needed competencies.
Recommendations for practice and for future research were made.

v

ACKNOWLEDGMENTS
I would like to give special recognition to my dissertation committee for the
encouragement given to me through the process: Dr Maughan, Dr El Mansour, Dr Thompson, Dr
Shofoluwe and Dr Beach. It was indeed a privilege to be coached and guided by each of you. I
also was fortunate enough to have been able to benefit from the educational training received
from the Ph.D. program in Technology Management at Indiana State University, which helped
me to grow academically, professionally, and personally during my years in this graduate
program.
I would also like to thank my dear parents, Mr. Justin Yao Konan and Mrs. Yvonne
Bouaffou Konan. Your faith in me gave me the strength and courage to pursue my dream of
completing my graduate studies at Indiana State University. To my brothers, sisters and friends, I
thank you for your encouragement and prayers. I love you all.
A grateful thank you to my beloved boyfriend Ange, for his unconditional love and
support through my Ph.D. studies and dissertation writing period. Your patience, support,
encouragement, and sacrifice made this possible. A final thank you goes to my 7-year old
autistic daughter, Jessica. Jessy, you are a blessing and my greatest gift from God. I love you
very much. Being your mom made me a better person. You provided me with a stronger drive
and motivation to complete this degree. I will never stop fighting for you. Together, you and I
will beat the autism.

vi

TABLE OF CONTENTS
COMMITTEE MEMBERS ............................................................................................................ ii
ABSTRACT ................................................................................................................................... iii
ACKNOWLEDGMENTS ...............................................................................................................v
LIST OF TABLES ......................................................................................................................... ix
LIST OF FIGURES ....................................................................................................................... xi
INTRODUCTION ...........................................................................................................................1
Statement of the Problem .....................................................................................................5
Purpose of Study ..................................................................................................................6
Significance of the Study .....................................................................................................7
Assumptions.........................................................................................................................9
Limitations .........................................................................................................................10
Methodology ......................................................................................................................11
Terminology.......................................................................................................................12
REVIEW OF RELATED LITERATURE .....................................................................................13
Human Resource Development Definitions ......................................................................13
Competency Models ..........................................................................................................15
ASTD Competency Models for HRD in the United States ...............................................18
The 2004 ASTD Competency Model ................................................................................24
Representatives of ASTD Competency Studies in the World ...........................................29

vii
Human Resource Development Practices and Competencies in Ivorian Banks ................34
Current Research Study .....................................................................................................36
Synthesis and Implications for Current Research Study....................................................38
METHODOLOGY ........................................................................................................................42
Target Population and Sampling Procedures .....................................................................42
Instrumentation ..................................................................................................................44
Approval Procedures ..........................................................................................................47
Data Collection Procedures................................................................................................48
Variables and Statistical Procedures ..................................................................................49
Data Analysis Procedures ..................................................................................................50
Summary ............................................................................................................................52
FINDINGS AND ANALYSIS OF DATA ....................................................................................53
Demographic Information of Ivorian HRD Professionals in Banks ..................................53
Reliability of the Survey Results .......................................................................................54
Research Question One ......................................................................................................55
Research Question Two .....................................................................................................59
Research Question Three ...................................................................................................62
Research Question Four .....................................................................................................71
Summary ............................................................................................................................74
DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS ............................................76
Restatement of the Research Purposes ..............................................................................76
Discussions and Conclusions .............................................................................................76
Implications........................................................................................................................81

viii
Recommendations ..............................................................................................................81
REFERENCES ..............................................................................................................................83
HRD FOUNDATIONAL COMPETENCIES ...............................................................................90
HRD AREAS OF EXPERTISE (AOEs) AND DESCRIPTIONS ................................................93
HRD COMPETENCIES AND KEY ACTIONS ...........................................................................96
COVER LETTER AND RESEARCH QUESTIONNAIRE IN ENGLISH ................................101
COVER LETTER AND RESEARCH QUESTIONNAIRE IN FRENCH .................................111
IRB APPROVAL LETTER .........................................................................................................122
DATA PROFILE PREPARATION OF THE SPSS CODE BOOK ............................................124
PERCEPTIONS OF THE HRD COMPETENCIES IN TERMS OF EXPERTISE AND
IMPORTANCE............................................................................................................................126
PERCEPTION DIFFERENCES ACROSS THE DEMOGRAPHIC GROUPS ON EXPERTISE
AND IMPORTANCE ..................................................................................................................134

ix

LIST OF TABLES

Table 1 Demographic Information of Ivorian HRD Practitioners in Banks .................................54
Table 2 Perceived Competency Importance across Work Disciplines ..........................................62
Table 3 Test Results of Normality (Shapiro-Wilk) .........................................................................64
Table 4 Levene’s Test Results for Homogeneity of Variance ........................................................64
Table 5 ANOVA and Brown-Forsythe Results across the three Demographic Groups ................65
Table 6 Post-Hoc Results across the Work Disciplines .................................................................68
Table 7 Paired T-test Results between Expertise and Importance ................................................74
Table H1 Perceived Competency Importance by Years of Professional Experiences .................129
Table H2 Perceived Competency Importance by Highest Education Completed .......................130
Table H3 Paired T-test Results across Work Disciplines ............................................................131
Table H4 Paired T-test Results across Years of Professional Experiences.................................132
Table H5 Paired T-test Results across Highest Education Completed .......................................133
Table I1 ANOVA Results across the Work Disciplines in terms of Competency Expertise .........135
Table I2 ANOVA Results across Years of Experiences in terms of Competency Expertise ........135
Table I3 ANOVA Results across Education Levels in terms of Competency Expertise...............135

x

LIST OF TABLES (Continued)

Table I4 Brown-Forsythe Results across the Work Disciplines in terms of Competency
Importance ...................................................................................................................................135
Table I5 ANOVA Results across Years of Experiences in terms of Competency Importance .....136
Table I6 ANOVA Results across Education Levels in terms of Competency Importance ...........136
Table I7 Post-Hoc Results across Years of Experiences in terms of Competency Expertise ......136
Table I8 Post-Hoc Results across Education Levels in terms of Competency Expertise ............138
Table I9 Post-Hoc Results across Years of Experiences in terms of Competency Importance ...141
Table I10 Post-Hoc Results across Education Levels in terms of Competency Importance .......143

xi

LIST OF FIGURES

Figure 1. Expertise Levels of the HRD Competencies..................................................................56
Figure 2. Expertise Levels of the Competencies across the Work Disciplines .............................57
Figure 3. Importance of the Competencies....................................................................................60
Figure 4. Mean Differences between Importance and Expertise of the Competencies.................73
Figure H1. Expertise Levels of the Competencies across the Years of Experiences ..................127
Figure H2. Expertise Levels of the Competencies across the Highest Level of Education ........128

1

CHAPTER 1

INTRODUCTION
People are living in a time where forces such as technological advances, demographic
changes, the social environment and globalization are influencing each other and are changing
the world (Noe, 2002; Tseng & McLean, 2008). Even in the early 1990s, many scholars
predicted that the global economy would be one of the mega-trends for the twenty-first century
(Marquardt & Engel, 1993; Naisbitt & Aburdene, 1990). For instance, it was predicted that with
globalization, there would be more open markets, lower wage labor, and lower cost goods.
Another important issue was that the economy of the 21st century would be no longer based on
natural resources. Instead, it would be based on knowledge and skills. Today companies and
countries are interested in developing intellectual capital as a way to gain an advantage over
competitors. The resources they are dependent on are brainpower and skills. As stated by
McLagan (1997), “the wealth of businesses and nations depends on the knowledge and skills of
their people” (p. 8). This makes continuous and life-long learning the key to sustainable
development and competitiveness for each person and their organization (Bernthal, Colteryahn,
Davis, Naughton, Rothwell, & Wellins, 2004).
The effectiveness of learning in organizations and businesses is strongly functions of the
ability of people who work in human resource development (HRD). This is why this field is seen
as a critical factor for the survival and continuous development of organizations and countries
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(Rothwell, Sanders, & Soper, 1999). To foster continuous development, HRD professionals must
be prepared to carry a burden of an ever increasing responsibility. In fact, Bernthal et al. (2004)
wrote that in order to be relevant within organizations and indispensable to clients and customers
alike, professionals must continually reassess their competencies, update their skills, and have
the courage to make necessary changes.
To help HRD professionals identify the knowledge and skills needed for successful
performance in their jobs, many companies have started to use competency models (Rothwell, et
al. 1999; Rowold, 2008; Saru, 2007; Tseng & McLean, 2008). The available literature offers
many definitions of competencies. However, a frequently used definition is “a descriptive tool
that identifies the skills, knowledge, personal characteristics, and behaviors needed to effectively
perform a role in the organization and help the business meet its strategic objectives” (Lucia &
Lespinger, 1999, p. 5). There are many benefits associated with HRD competency models. For
instance, Teodorescu (2006) stated that competency models can be the first step in developing
job profiles and in rating an employee’s level of competency against a model or profile. He also
added that an organization can utilize this information to perform organizational assessment and
may be able to improve its HR programs, including talent acquisition practices, performance
management system, training and development tools, employee retention practices, and
organization development strategies. In addition, according to Verma et al. (2009), the driving
force behind introducing a competency model is the growing need for professionals to translate
business imperatives into new learning and performance requirements much more quickly and to
help their organizations face increasing market challenges. Noe (2002) also wrote that
competency models can help human resource professionals improve the skills portfolio and the
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efficiency level of their workforce to match changing market demands, in order to respond to
competitive business challenges.
The noted benefits of competency models are many. However, competency models have
also been subject to criticism. Competencies have been criticized for producing idealized lists of
qualities, which contain almost everything. There also have been questions raised concerning
attempts to disaggregate lists of competencies that may have universal application (Stuart and
Lindsay, 1997). In addition, Cornford (2000) reported that studies indicate some major problems
with competency based trainings which have not achieved stated objectives of increasing skill
levels.
Despite criticisms of competence practices, the use of a competency model as the basis
for human resource practices has become widespread in the United States (Athey & Orth, 1999;
Gangani, et al. 2006). The American Society for Training and Development (ASTD) is the
example of an organization that has created several competency models for more than 30 years.
The previous ASTD competency studies attempted to determine what roles should be fulfilled
and what competencies successful HRD professionals should demonstrate. Each study reflected a
major shift in thinking about the competencies essential for professionals’ success. These studies
showed that this field has gradually moved away from a single area of focus (training) to an
emphasis on learning and performance as means to improving human performance (Bernthal, et
al. 2004; Salopek, 2008; Smith, 2009).
The 2004 ASTD Competency Model is the most recent model for HRD professionals.
This competency model was developed to define competencies HRD professionals need to know
and be able to do to be successful. Some purposes of the model were to identify these
professionals’ perceptions of the competencies in terms of importance and frequency of use. The
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other purposes were to investigate any differences in perceptions of competency importance
according to several variables (Bernthal, et al. 2004). To ensure that the 2004 Competency
Model continues to be relevant and current, the ASTD worked with a team from The
Pennsylvania State University to conduct qualitative and quantitative research to assess the
model’s continuing applicability in 2007. By incorporating an in-depth literature review, a
survey, and interviews with professionals and thought leaders, the research team found that the
competencies and areas of expertise outlined in the ASTD Competency Model remain highly
relevant today (Salopek, 2008).
The 2004 ASTD Competency Model has several key points that differentiate it from
previous models. One of the key points of this competency model is that the model is strongly
supported and validated by thousands of professionals. It covers the large majority of relevant
skills and knowledge for most professionals in the field. In fact, more than 2,000 survey
respondents indicated that, on average, the model covers 87 percent of the skills necessary for
success in their current jobs. Therefore, as indicated by Bernthal et al. (2004), these professionals
can feel confident using it as a guide for managing their professional careers, from hiring to
career development. Another key point of this model is that it allows professionals in the field to
rely on different tools such as assessment, training, or coaching to identify opportunities for
improving performance. In other words, these practitioners will not rely on training only as the
mean to solve any business problems. Instead, they will incorporate different solutions from
other organizational disciplines to help them maximize their contributions. The other key point is
that each competency includes a carefully worded definition and a list of specific key actions.
These key actions clearly spells out how the competencies might be observed or demonstrated on
the job, providing a much clearer understanding of what HRD professionals actually do
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(Bernthal, et al. 2004). This level of specificity is an enhancement over previous studies in which
competencies were presented only with general definitions (Salopek, 2008; Smith, 2009).
Many researchers have used ASTD competency models to study roles and competencies
of HRD professionals in different countries in the (Chen, 2003; Khalek, 2007; Peerapornvitoon,
1999; Yoo, 1999). Unfortunately, little attention has been placed on the development of these
professionals in Cote d’Ivoire. Moreover, until now, there has been no study conducted to
determine competencies possessed and needed by these professionals. This research used the
2004 ASTD Competency Model for HRD professionals as a conceptual framework. This model
provided a key concept and basis for developing a competency study in Cote d’Ivoire.
Statement of the Problem
The strategic importance of the development of human resource capacity, in Africa, was
first raised at the African Leadership Forum on June 21, 1990 in Nigeria (Antwi & Analoui,
2008). At that meeting, Robert McNamara, the former President of the World Bank emphasized
the imperative of building local African capacities as the cutting edge of Africa’s strategic
development agenda. In his view, the lack of necessary skills and well-managed public and
private institutions for long term, sustainable growth was a priority to be included in every
development activity in Africa because of its implications for improved development
management and good governance (World Bank, 2000).
To continue with that logic, the Government of Cote d’Ivoire has reformulated its
economic and human resource programs. In its National Plan of Development of Education/
Training sector, this Government has made the enhancement of the country’s human capital
base, a priority. It has also made the skill development of HRD people an urgent task. This plan
has invested these professionals with more responsibilities for the training and development of
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individuals in order to create the human capital necessary for attaining a competitive advantage.
These professionals have also the duty to facilitate learning in various types of organizations for
different purposes (Cote d’Ivoire, n.d.). Unfortunately, there are some doubts raised about the
preparation of these practitioners. In fact, business leaders in general, and from banks in
particular, have raised concerns about the lack of connections between learning strategies
developed by HRD people and the business goals of their companies. These leaders have also
complained about the lack of basic skills in that field needed by new student graduates to
succeed in entry level-related jobs (Cote d’Ivoire, 2008; World Bank, 2007).
HRD people skill building or professional preparation is an important task. Therefore, to
help these professionals identify the knowledge and skills needed for successful performance in
their jobs, many organizations and researchers in the United States and around the world have
started to use competency models (Bernthal, et al. 2004; Khalek, 2007; Rothwell, et al. 1999;
Rowold, 2008; Saru, 2007; Tseng & McLean, 2008). Unfortunately, there has been no study
conducted to determine competencies possessed and needed by HRD professionals in Cote
D’Ivoire. Therefore, the problem of this research was to determine the perceptions of Ivorian
HRD professionals working in banks on the importance, current expertise levels and needs for
training in several areas of the HRD competencies that have not been determined. This current
study only studied the profile of professionals in this area working in banks because these
financial institutions have more discernible HRD functions than many non financial
organizations in Cote d’Ivoire.
Purpose of Study
The purposes of this study were to identify how Ivorian HRD professionals in banks
perceived their current expertise levels of the HRD competencies, and how these professionals
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perceived the importance of these competencies needed to be successful in their occupations. In
addition, this study determined competencies that are perceived to have the most needs for
training and development, and investigated any differences in perceptions on competency
importance and expertise according to the study subjects’ work disciplines, years of professional
experiences and highest education completed.
The following research questions were answered in this study:
1. What levels of expertise do HRD professionals working in banks in Cote d’Ivoire
perceive they have of the HRD competencies?
2. What competencies are perceived to be important by these professionals?
3. What competencies are perceived to have the most needs for training and development?
4. Are there any statistically significant differences in their perceptions on competency
importance and expertise in terms of work disciplines, years of professional experiences
and highest education completed?
Significance of the Study
The Republic of Côte d’Ivoire is a country in West Africa. Since the colonial period in
1960, the economy of Côte d'Ivoire has been based on the production and export of tropical
products. In spite of its numerous natural resources, the economy of Cote d’Ivoire performed
poorly in the 1980s and 1990s, and high population growth coupled with economic decline
resulted in a steady fall in living standards (Cote d’Ivoire, 2006). To try to solve this crisis, the
Government of Cote d’Ivoire has reformulated its economic and human resource programs. It
has made the enhancement of the country’s human capital base, a priority (Cote d’Ivoire, n.d.).
However, the strategic importance of the development of human resource capacity, in
Africa, was first raised at the African Leadership Forum on June 21, 1990 in Nigeria (Antwi &
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Analoui, 2008). At that meeting, Robert McNamara, the former President of the World Bank
emphasized the imperative of building local African capacities as the cutting edge of Africa’s
strategic development agenda. In his view, the lack of necessary skills and well-managed public
and private institutions for long term, sustainable growth was a priority to be included in every
development activity in Africa because of its implications for improved development
management and good governance (World Bank, 2000). Similarly, in a publication entitled Can
Africa Claim the 21st Century? The World Bank (2000) noted that:
Africa’s future lies in its people. Indeed, Africa must solve its current human
development crisis if it is to claim the twenty-first century. Africa’s future
economic growth will depend less on its natural resources, which are being
depleted and are subject to long-run price declines, [...] and more on its labour
skills and its ability to accelerate a demographic transition. (p. 103)
To continue with that logic of human development, the Government of Cote d’Ivoire has
reformulated its National Plan of Development of Education/ Training sector (Cote d’Ivoire,
n.d.). In this plan, the Ivorian Government has made the enhancement of its population, a
priority. One of the main objectives of the plan is the professional development of people who
work in the field of HRD. Another objective of the plan is to contribute to a greater labor force
productivity and mobility through technical and basic skills trainings in businesses and training
centers (World Bank, 2007). The design, implementation and evaluation of these trainings will
be carried out by HRD professionals. Therefore, well educated, well-trained and better
knowledgeable Ivorian practitioners will contribute to the effectiveness of these programs. In
fact, as stated by Bernthal et al. (2004), in order to be relevant within organizations and
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indispensable to clients and customers alike, these professionals must continually reassess their
competencies, update their skills, and have the courage to make necessary changes.
Unfortunately, little attention has been placed on the development of Ivorian HRD
professionals. To date, there is no university or college that offers related programs in Cote
d’Ivoire. People who are working in this field have mostly tried to learn and develop themselves
through their individual efforts. Moreover, until now, there has been no study conducted to
determine HRD competencies that Ivorian HRD professionals perceive to possess and need in
order to successfully perform their jobs (Cote d’Ivoire, 2008; World Bank, 2007). This study was
conducted in response to the need to build Ivorian professionals’ skills and knowledge. However,
the research only studied the profile of HRD professionals working in banks because these
financial institutions have more discernible HRD functions than many non financial
organizations in Cote d’Ivoire.
This study will contribute to the HRD profession in several ways: Provide direction and a
conceptual foundation for Ivorian professionals, and will be used to develop and promote the
profession in Cote d’Ivoire. The results of this study can be used for self-assessment to identify
and address professionals training and developmental needs. Banks can use the study results to
design programs for selection and professional development for their professionals. And lastly,
colleges and universities can apply the results of this research to develop programs and courses
in order to prepare students to become HRD professionals in the workplace.
Assumptions
The following assumptions were made in pursuit of this study:
1. The modified and translated questionnaire may not totally reflect Ivorian cultural
background.
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2. The participants of the study understood the HRD concepts and all of the items in the
questionnaire.
3. The participants responded to each item of the questionnaire truthfully and personally.
4. The participants performed the same or similar job.
5. The 2010 economic recession in Cote d’Ivoire did not affect the respondents’ perceptions
of the HRD competencies.
Limitations
The following limitations are identified in this study:
1. The research instrument was adopted from the ASTD Models (2004), a U.S.-based
competency profile. Therefore, these competencies may or may not reflect all
competencies perceived as important by HRD practitioners in Cote d’Ivoire. In addition,
some terminologies may have been new and/or unfamiliar to the respondents.
2. The questionnaire was translated into French (by the researcher and a certified translator)
since English is not the first language for most people in Cote d’Ivoire. Despite the great
efforts that the researcher and the translator put into the translation procedures, the
translated version of the questionnaire is not completely equivalent to the original version
because of differences in cultures and languages.
3. This study was applied to a limited population of the Ivorian HRD professionals working
in banks. Therefore, the results of this research cannot be generalized to all of the HRD
professionals in banks in Cote d’Ivoire.
4. Due to time and financial restraints, the researcher did not directly distribute or collect
the survey to respondents. The Chapter 3 of this study report gives detailed information
about the data collection procedures.
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5. This study was based on a questionnaire limited to seeking in-depth information from
respondents. Data was based on self-reported perceptions, and thus might be subjective
and distorted. To overcome these potential problems, the researcher recommended follow
up studies that will include other qualitative and quantitative data such as in-depth
interviews, field observations and employee performance evaluation records (see
recommendations section from Chapter 5 for more details).
Methodology
This section includes the research methodology that was used in this study: an
introduction of the target population and sampling procedure, instrumentation, data collection
techniques, and data analysis procedures.
The target population for this study was HRD professionals who were involved in and
responsible for HRD programs or activities in various banks in Cote d’Ivoire. The researcher
identified the target population of this study by contacting Cote d’Ivoire Bankers Association.
The target population size of this study was 200. A simple random sampling was used to select
the sample because the population was homogeneous. 132 individuals were randomly selected to
receive the research questionnaire. The research questionnaire was adapted from the original
2004 ASTD Competency Study Mapping the Future. The questionnaire was modified, pilottested, validated and translated into the French language, and then distributed. There were 102
questionnaires returned and 94 questionnaires (response rate of 71.21%) were used for statistical
analysis. Descriptive statistics (frequencies, percentages, mean values and mean rankings),
paired-t tests, simple analysis of variance (ANOVA) and post-hoc tests of multiple comparisons
were used to answer the four research questions.
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Terminology
The following paragraphs are definitions of important terms that appeared in this
dissertation:
Importance of HRD competency: The level of importance of HRD competency indicates
the level of significance HRD professionals place on the HRD competency as it relates to their
specific job function (Bernthal, et al. 2004).
Ivorian HRD professionals: Ivorian HRD professionals are professionals who are
involved in designing, implementing, and evaluating training programs or learning activities in
various businesses in Cote d’Ivoire.
Expertise in HRD competencies: The level of expertise in HRD competencies means the
level of mastery of the HRD competencies (Bernthal, et al. 2004).
Training and development: “Training focuses on identifying, assuring, helping develop
though planned learning, the key competencies that enable individuals to perform their current
job” (McLagan, 1989, p. 9). Development refers to formal education, job experiences and
assessments of personality and abilities that help employees prepare for the future (Noe, 2002).
Workplace Learning and Performance (WLP): WLP can be defined as “the continuing
process of helping individuals, groups and organizations realize progressive change in the
workplace through planned and unplanned learning for the dual purposes of improving human
performance and balancing individual and organizational needs” (Rothwell et al., 1999, p. 121).
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CHAPTER 2

REVIEW OF RELATED LITERATURE
The 2004 ASTD Competency Model is the newest model for the HRD profession. It was
used as a conceptual framework in this current research study. It provided a key concept and
basis for developing a competency study in Cote d’Ivoire. Therefore, this review of literature
covered the following topics:
Human Resource Development Definitions
Competency Models
ASTD Competency Models for the HRD field
The 2004 ASTD Competency Model
Representative of the ASTD Competency Studies in the World
Human Resource Development Practices and Competencies in Ivorian Banks
Current Research Study
Synthesis and Implications for Current Research Study
Human Resource Development Definitions
The field of HRD has developed side-by-side with the field of human resource
management (HRM) from the 1960s. They all share similar roots in the human aspect of
organizations (Sammut, 2001; Tseng & McLean, 2008). Despite the long roots of this discipline,
HRD is seen as a young academic field, which still is looking for its theoretical foundations.
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Because of this, HRD is seen to be in the shadow of HRM (McGoldrick, Stewart, & Watson,
2001; Ruona & Lynham, 2004). For instance, in practice, HRD and HRM are not separate
functions. Even in the United States (U.S.) where this field is considered mature, there is still
not a clear-cut distinction between HRD and HRM. In many countries, HRD is not distinguished
from human resource (HR) or personnel, but as a part of the HR functions (Rowold, 2008;
Stavrou-Costea, 2005). Despite these similarities, however, there seems to be a desire to find
HRD’s place in the academic map of dealing with human resources. The reason behind the need
to define the discipline more thoroughly comes from the realization that people are the primary
source of competitive advantage for any type of organizations. In order to survive, organizations
need to take advantage of the strategic potential and competencies of employees for the benefit
of the organization (Ruona & Lynham, 2004; Saru, 2007).
Several definitions of HRD have been provided during the past few decades. For
example, Nadler (1983, p. 1) described this field as “an organized learning experiences in a given
period of time to bring about the possibility of performance change or general growth for the
individual and the organization”. McLagan (1989) defined HRD as “the integrative use of
training and development, career development, and organization development to improve
individual, group and organizational effectiveness” (p.7). (Swanson, 2001) described human
resource development as a process of developing and/or unleashing expertise through
organization development (OD) and personnel training and development for the purpose of
improving performance.
The HRD definitions presented in this section of the study share the view that this field
typically includes three areas of professional practice: learning, performance and change. That
means that HRD professionals support organizational learning in order to establish performance
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expectations. In addition, they have the task to make sure both the organization as a whole and
the individual profit from the learning and development practices that are offered. Therefore, to
foster continuous development, these professionals must be prepared to carry a burden of an ever
increasing responsibility. In fact, Bernthal et al. (2004) have written that in order to be relevant
within organizations and indispensable to clients and customers alike, professionals must
continually reassess their competencies, update their skills, and have the courage to make
necessary changes.
To help HRD professionals identify the knowledge and skills needed for successful
performance in their jobs, many companies have started to use competency models (Rothwell, et
al. 1999; Rowold, 2008; Saru, 2007; Tseng & McLean, 2008).
Competency Models
In the early 1970s, David McClelland, a former Harvard psychologist, was one of the
first persons to propose the idea of testing competency rather than intelligence. McClelland was
asked by the US Foreign Service to find new research methods that could predict human
performance and reduce the bias of traditional intelligence and aptitude testing, hence the notion
of measuring competencies was born (McClelland, 1973).
Definitions of Competencies
The available literature offers many definitions of competencies. Some are examined
below. A frequently used definition is “A descriptive tool that identifies the skills, knowledge,
personal characteristics, and behaviors needed to effectively perform a role in the organization
and help the business meet its strategic objectives” (Lucia & Lespinger, 1999, p. 5). Wynne and
Stringer (1997) defined competencies simply as the things people have to be, know and do, to
achieve the outputs required in their job. Gangani, McLean, and Braden (2006) wrote that
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competency based HR processes are based on the belief that it is possible to identify and isolate
the behaviors exhibited more consistently by excellent performing employees than average
performing employees. Finally, Verma, Broers, Paterson, and Schroder (2009) indicated that
competencies should be the common language of the human resource system. They also stated
that competencies provide the dimension against which people should be assessed for readiness
or potential to move into jobs against which they should be appraised and upon which they
should be developed.
Below are the highlights of some benefits for using competency models in the HRD field.
Benefits of HRD Competency Models
There are many benefits associated with competency models. For instance, Teodorescu
(2006) stated that competency models can be the first step in developing job profiles and in
rating an employee’s level of competency against a model or profile. He also added that an
organization can utilize this information to perform organizational assessment and may be able
to improve its HR programs, including talent acquisition practices, performance management
system, training and development tools, employee retention practices, and organization
development strategies. In addition, according to Verma et al. (2009), the driving force behind
introducing a competency model is the growing need for HRD professionals to translate business
imperatives into new learning and performance requirements much more quickly and to help
their organizations face increasing market challenges. Noe (2002) also wrote that competency
models may help human resource professionals improve the skills portfolio and the efficiency
level of their workforce to match changing market demands, in order to respond to competitive
business challenges. Finally, according to Lucia and Lepsinger (1999), competency models are
useful for the HRD field in several ways:
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-

They provide a tool for determining what skills are needed to meet today’s needs as well
as the company’s future skill needs. They can be used to evaluate the relationship
between the company’s current training programs and present needs.

-

They identify behaviors needed for effective job performance. These models ensure that
feedback given to employees as part of a development program relate specifically to
individual and organizational success.

-

They help to determine what skills are needed at different career points.

-

They provide a framework for ongoing coaching and feedback to develop employees for
current and future roles. By comparing their current personal competencies to those
required for a job, employees can identify competencies that need development and
choose actions to develop those competencies.
In other words, a competency model allows individualized learning, emphasizes

outcomes, provides flexible pathways for achieving the outcome, and makes clear what is to be
achieved and the standards for measuring achievement.
The noted benefits of competency models are many. However, competency models have
also been subject to criticism.
Criticism of Competency Models
Competencies have been criticized for producing idealized lists of qualities, which
contain almost everything. There also have been questions raised concerning attempts to
disaggregate lists of competencies that may have universal application (Stuart and Lindsay,
1997). In addition, Cornford (2000) reported that studies indicate some major problems with
competency based trainings which have not achieved stated objectives of increasing skill levels.
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Despite criticisms of competence practices, the use of a competency model as the basis
for human resource practices has become widespread in the United States (Athey & Orth, 1999;
Gangani, et al. 2006). The American Society for Training and Development (ASTD) is the
example of an organization that has created several competency models for more than 30 years.
ASTD Competency Models for HRD in the United States
Since 1973, there have been a number of competency studies published in the HRD
literature. Some of the major studies from the United States, sponsored by the ASTD, are
reviewed below.
1978: A Study of Professional Training and Development Roles & Competencies
In 1978, Pinto and Walker conducted the first competency study sponsored by the
(ASTD). They conducted a study of professional training and development roles and
competencies. The purpose of their study was twofold. The first purpose was to define the basic
skills, knowledge, understanding, and other attributes required by professionals for the effective
performance of training and development activities. The second purpose was to provide a listing
of activities that could be grouped so a model and set of competencies for training and
development (T&D) professionals could be created.
The researchers sent questionnaires to the ASTD members in the United States, Canada,
Mexico, and other countries. From 2,855 returned questionnaires, 14 activities were identified,
and a model that described the primary areas of T&D professionals was extrapolated from the
data (Pinto & Walker, 1978).
There were few limitations in this study. It was limited to the characteristics of T&D
practitioners in ASTD only. In addition, this study was limited to defining only the current
position of the T&D field, and not the future direction of the field
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1983: Models for Excellence
McLagan’s (1983) Models for Excellence examined the Training and Development
(T&D) field by defining its current position and future directions. Patricia McLagan carried out a
series of studies that focused on T&D and the trainer’s role. She focused on how T&D was
related to and different from other HR specialty areas, and what knowledge and skills enabled
people to work in the field. This study represented the first modern attempt to define T&D. It
also established the format for all the competency model studies that have come since (Bernthal,
et al. 2004).
There were several groups that participated in the study. For instance, the study Team
involved 12 professionals. The ASTD Professional Development Committees consisted of 18
members. The Study Review Board was formed by a group of 36 senior professionals from a
variety of sectors: business, government, academia, not-for-profit organizations, consulting, and
instructional systems companies.
The methodology for achieving each research objective was very similar. In general, the
Study Team provided a preliminary list that was adopted from previous studies or books. Then,
the list was reviewed and revised in an iterative questionnaire process by the Study Review
Team. This Study Team and the Professional Development Committee then made judgments,
reviewed, and analyzed the results. Finally, the edited list was presented (McLagan, 1983).
There were nine major results of McLagan’s (1983) study: (a) the Human Resource
Wheel, (b) the definitions of T&D, (c) the future forces, (d) 15 T&D roles, (e) 102 critical
outputs of the T&D field, (f) the competency model for the T&D, (g) the role profiles, (h) role
clusters, and (i) the roles/competencies matrix.
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McLagan (1983) noted possible implications stemming from the results of the study to:
business, ASTD members, government and non-profit organization leaders, T&D practitioners,
academic community, and persons interested in T&D careers. However, the study did not
describe areas for future investigations.
1989: Models for HRD Practice
After six years, since the focus in the Training and Development (T&D) field had shifted
sequentially from T&D to Human Resource Development (HRD), the ASTD’s Board of
Directors decided to update the 1983 Models for Excellence (McLagan, 1983). McLagan (1989)
researched the implementation of competency theories into practical tools within the training and
development community. The 1989 publication of Models for HRD Practice (McLagan, 1989)
research was sponsored by the ASTD that addressed the need for a common language on
competencies among HRD professionals. This 1989 study was groundbreaking because it
expanded the profession beyond training and development to include career development and
organization development (Bernthal, et al. 2004).
The main purpose of the 1989 Models for HRD Practice study was to identify a list of
possible future forces for HRD work, outputs for each role, a list of quality requirements for each
output, a list of ethical issues, and a list of competencies required for the HRD professionals.
A team, led by McLagan and a local ASTD chapter, developed a draft model of HRD.
That draft included subject matter experts’ opinions from career development, organization
development, and training and development areas. This first draft of the questionnaire was
mailed to 1,057 HRD professionals, and 705 questionnaires were returned. After revision and
modification, the second draft was sent to 1,010 experts and 473 questionnaires were returned.
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After the analyses of the results from the second draft of questionnaires, the final HRD model
was defined.
The results of the study presented: (a) a definition of HRD, (b) a position of HRD
through a Human Resource Wheel, (c) 13 future forces that affect this field, (d) 74 outputs of
HRD work, (e) quality requirements for each output, (f) 35 competencies, and (g) 13 ethical
issues for HRD. The major evolution of this model compared to the 1983 Model for Excellence
(McLagan, 1983) was the change of role categories and the addition of new competencies.
McLagan’s 1989 study had a profound impact on the HRD field. In the United States,
many HRD graduates as well as those in certificate programs developed their curricula based on
McLagan’s models (Athey & Orth, 1999; Chen, 2003; Gangani, et al. 2006; Khalek, 2007;
Paprock, 1996; Yoo, 1999). This model was also the starting point for studying roles,
competencies, and outputs of practitioners in many countries in the world (O’Brien &
Thompson, 1999; Valkeavaara, 1998).
Finally, McLagan reported the following three areas for future investigation: (a) how to
determine the specific effects of future forces and how individuals manage them, (b) how well
the quality requirements were met in each role profile, and (c) how to avoid and control ethical
issues.
1996: ASTD Models for Human Performance Improvement
As training was no longer a satisfactory intervention to solve human performance
problems in organizations, the application of human performance improvement (HPI) was
gradually being perceived to be important by HRD practitioners. In 1996, Rothwell conducted a
study to determine new roles, competencies, and outputs for this field. The purpose of the study
was to provide the foundation for future work on human performance improvement. A key point

22
of the 1996 study is that everyone in organizational settings such as employees, practitioners,
line managers, and HRD professionals plays an important part in improving performance and
contributes to enhanced organizational effectiveness. A second key point is that no one
individual can play all the roles and master all the competencies described in this competency
model (Bernthal, et al. 2004).
The study was conducted as follow: (a) Phase I, a list of competencies was compiled
from previous reviews of literature on HPI, (b) Phase II, the competencies relevant to HPI were
selected by subject matter experts at ASTD headquarters using reverse Delphi procedures, and
(c) Phase III, the final list of HPI competencies was verified by a panel of experts using, again, a
reverse Delphi procedure. Due to the methodology chosen for this study, Rothwell noted that the
validity and reliability of the results could be less accurate than empirically-based approaches.
No sample selection technique and response rate were reported in the study.
The results of the study presented: (a) a definition of HPI, (b) five key area trends, (c) 14
terminal outputs of HPI work and 81 enabling outputs, (d) 36 core competencies of HPI and 4
roles of HPI professionals, and (e) 15 ethical issues affecting HPI work.
1999: ASTD Model for Workplace Learning and Performance
In 1999, the ASTD published the Models of Workplace Learning and Performance
(Rothwell, Sanders, & Soper, 1999). Rothwell, Sanders and Soper reinvented the field by
broadening the research focus from HRD to workplace learning and performance (WLP). They
emphasized the importance of understanding workplace learners, noting that competence is a
function of what teachers, trainers and supervisors know about learners and employees.
The purposes of the study were: (a) to identify the competencies that WLP practitioners,
senior WLP practitioners, and line managers perceived as being required for success in WLP,
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and (b) to determine the competencies that WLP practitioners, senior WLP practitioners, and line
managers perceived as to what would be required for success in WLP in five years.
A comprehensive list was generated from a review of literature in the field of HRD,
human resource management, career development, instructional design, career counseling,
organization development, and human performance improvement. It was then reviewed by an
ASTD review panel and refined, afterwards, by Rothwell et al. (1999).
Three groups were selected to participate in this study: WLP practitioners or experts,
senior WLP practitioners, and line managers. The subjects of the study were asked to rate the
importance of 52 competencies associated with workplace learning and performance in terms of
their current importance to job success, and in five years. There were two data collection
methods: a web-based electronic form on the ASTD web site for the practitioner groups, and
paper-based questionnaires for the line managers. The groups had one month to complete the
survey.
The results of the study for all of the groups combined showed that the top ranked
competency, both current and in the future, was leadership. The most important competencies for
now and the future, perceived by the practitioners, were communication and competency
identification. The most important competencies perceived by the expert groups were analytical
thinking and leadership. The perception of the line manager groups was that the most important
competencies for now and the future were competency identification and leadership,
respectively.
The following limitations were identified in Rothwell’s 1999 study: (a) the study was
limited to the opinions of those responding and thus, could not be generalized to the all WLP
practitioners, (b) the response rate of some disciplines was very low: career development (3.3%)
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and management development (8.5%). This could make the results less meaningful, and (c)
among 1,031 respondents from 28 countries, 840 (81.5%) were white. Thus, the results of the
study could not be generalized to other populations whose proportions of racial characteristics
are different from those in this study.
In summary, the previous ASTD competency studies attempted to determine what roles
should be fulfilled and what competencies successful HRD professionals should demonstrate.
Each study reflected a major shift in thinking about the competencies essential for professionals’
success. These studies indicate that the HRD field has gradually moved away from a single area
of focus (training) to an emphasis on learning and performance as means to improving human
performance.
The most recent ASTD competency model for the HRD field is examined in the
following section.
The 2004 ASTD Competency Model
In 2004, ASTD published The ASTD Competency Study: Mapping the Future, the
landmark competency study that defines what WLP or HRD professionals need to know and be
able to do to be successful. The work resulted in new standards and directions for the profession.
Some of the purposes of this competency model were to identify professionals’ perceptions of
the HRD competencies in terms of importance and frequency of use. Other purposes were to
investigate any differences in perceptions of competency importance according to several
variables such as age, gender, company affiliation, and years of professional experiences in the
field (Bernthal, et al. 2004).
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Comparing Competencies:1999 and 2004
As indicated above, the 1999 study rated 52 competencies. In the 2004 study, analysts
began with a list of competencies from the 1999 study. This list was expanded, revised, and
validated by more than 2,000 HRD professionals. Several of the top ten competencies from the
1999 model are now a part of the areas of expertise (AOEs) in the current model. The 2004
ASTD Competency Model includes a total of 21 competencies: 12 foundational competencies
and nine areas of professional expertise.
Key Points of the 2004 ASTD Competency Model
The 2004 ASTD Competency Model has several key points that differentiate it from
previous HRD models. One of the key points of this model is that the model is strongly
supported and validated by thousands of HRD professionals. It covers the large majority of
relevant skills and knowledge for most of these professionals. In fact, more than 2,000 survey
respondents indicated that, on average, the model covers 87 percent of the skills necessary for
success in their current jobs. Therefore, as indicated by Bernthal et al. (2004), professionals in
this field can feel confident using it as a guide for managing their professional careers, from
hiring to career development. Another key point of this model is that it allows HRD
professionals to rely on different tools such as assessment, training, or coaching to identify
opportunities for improving performance. In other words, these practitioners will not rely on
training only as the mean to solve any business problems. Instead, they will incorporate different
solutions from other organizational disciplines to help them maximize their contributions. The
other key point is that each competency includes a carefully worded definition and a list of
specific key actions. These key actions clearly spells out how the competencies might be
observed or demonstrated on the job, providing a much clearer understanding of what HRD
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professionals actually do (Bernthal, et al. 2004). This level of specificity is an enhancement over
previous studies in which competencies were presented only with general definitions (Smith,
2009).
The 2004 HRD Competencies
The model includes three layers of knowledge and skill areas: foundational competencies,
areas of professional expertise, and roles. Some highlights of the 2004 ASTD Competency
Model follows.
Foundational competencies. The foundational competencies are clusters of skills,
knowledge, abilities, and behaviors that are required for success across all HRD jobs. According
to Bernthal et al. (2004), job success will be difficult to achieve without some level of expertise
in the majority of these fundamental competencies. The study results have identified 12
foundational competencies. They are organized into three primary clusters: interpersonal
competencies, business/management competencies, and personal competencies (see Appendix
A). Each competency contains a list of key actions as shown in Appendix C. Survey respondents
of the 2004 ASTD study rated each competency in terms of its importance for effectiveness in
their current job. Results showed that no one competency was dramatically more important than
the others (Bernthal, et al. 2004).
Areas of expertise (AOEs). The areas of professional expertise (AOEs) are specific
technical and professional skills or knowledge required for success in HRD specialty areas.
These AOEs are the knowledge and skills an individual must have above and beyond the
foundational competencies. Although some of these professionals are highly specialized, most
demonstrate expertise in more than one AOE (Bernthal, et al. 2004). The study results have
identified nine AOEs (see Appendix B). Each AOE contains a list of key actions (see Appendix
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C). Key actions list the behaviors and activities required for an individual to function effectively
in the AOE. Usually, key actions are readily observable and portray the daily work of
professionals in each AOE (Bernthal, et al. 2004). Although all nine AOEs are important for the
professionals, it not likely that all would be equally important for all HRD jobs (Bernthal, et al.
2004). In fact, effective performance of one’s job might not require any expertise in certain area.
Some AOEs might draw a lower importance rating by HRD professionals because they are not
used as frequently. However, although perceived importance and time spent are both relative to
the individual’s job, all the AOEs in this competency model are important and relevant for the
HRD profession (Bernthal, et al. 2004). The study results indicate that, on average, most HRD
professionals spent the largest share of their time in the Designing Learning and Delivering
Training AOEs. Almost half of the survey respondents identified either Designing Learning or
Delivering Training as their primary AOE. In addition, 63 percent of the professionals spent at
least 10 percent of their time in three to five AOEs. This indicates that HRD professionals are
often providing expertise in multiple areas and must apply a broad range of skills.
Benefits of the 2004 ASTD Competency Model
There are many benefits associated to the 2004 ASTD competency models (Bernthal, et
al. 2004). According to these authors, the real value of the HRD competencies and AOEs is
realized in their application. They also suggest that HRD professionals need to work within their
organizations to incorporate the competencies and AOEs into their own human resource systems.
The 2004 ASTD competency models can be used to:
-

Evaluate individuals for selection or promotion.

-

Determine which competencies and AOEs are appropriate for HRD professionals.
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-

Assess the extent to which HRD professionals demonstrate the competencies and
effectively performing in the relevant AOEs.

-

Identify individual or group training and development needs.

-

Guide career planning decisions, coaching and feedback.

-

Evaluate existing course offerings in many organizations and learning institutions
including colleges, universities, professional associations, and consulting firms.

-

Plan new programs or courses in these learning institutions.

The Continuing Applicability of the 2004 ASTD Model
To ensure that the 2004 Competency Model continues to be relevant and current, ASTD
worked with a team from The Pennsylvania State University to conduct qualitative and
quantitative research to assess the model’s continuing applicability in 2007. By incorporating an
in-depth literature review, a survey, and interviews with professionals and thought leaders, the
research team found that the competencies and areas of expertise outlined in the ASTD
Competency Model remain highly relevant today (Salopek, 2008). In global applications, the
authors of the 2004 HRD model have recommended to use this competency study to gain a
broader understanding of the HRD profession in other countries and cultures (Bernthal, et al.
2004).
Many researchers have used ASTD competency models to study roles and competencies
of HRD professionals in different countries in the world including Taiwan, Korea, China, and
Egypt (Chen, 2003; Khalek, 2007; Peerapornvitoon, 1999; Yoo, 1999). Some of these
international studies are reviewed below.
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Representatives of ASTD Competency Studies in the World
The reviews of these studies were organized into: (a) study objectives, (b) study
methodology, (c) sampling selection techniques, (d) limitations and assumptions, (e) results, and
(f) areas for further investigation.
Korean Human Resource Development (HRD) Practitioners Perceptions of Expertise Levels and
Importance of Workplace Learning and Performance (WLP) Competencies
Based on the 1999 WLP Model of Rothwell et al. (1999), Yoo (1999) conducted a
replicated study in South Korea. The purpose of this study was to identify the perceptions of the
necessary competencies at the present time and the next five years by Korean HRD practitioners.
The objectives of the study were: (a) to analyze the perceptions of the Korean HRD practitioners
of the current expertise, current importance, and future importance of WLP competencies, (b) to
determine the differences in perceptions of competencies by the Korean HRD practitioners
according to their years of professional experiences, and (c) to identify the competencies most
needed at the present and in the near future for Korean HRD practitioners.
The instrument used was a modified version of the original ASTD WLP model. Yoo
translated, revised, and validated the modified questionnaires, and then mailed them to South
Korea. The mailing list was obtained from several local HRD organizations. 400 Korean HRD
practitioners were drawn from the compiled mailing list and 218 questionnaires were returned
and analyzed. Cluster sampling method and stratified random sampling were used for sample
selection.
The results showed that the Interpersonal Competency group and the Leadership
Competency group were the most important competency group perceived by these Koran
practitioners. The role of Intervention Implementor was the highest rated. The Interpersonal
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Competency group had the highest rating for the current importance. The two competencies, the
highest-rated for the future importance, were the Technological Competency group and the
Visioning Competency. Technology-related competencies were identified as the most needed in
developing competency. The role of Evaluator was identified as the most needed role.
Yoo concluded from these results that a successful practitioner should possess a high
level of leadership and communication skills in order to influence others effectively. Also, the
results indicated that most of these practitioners did not possess high levels of expertise in their
current role. They played a limited role in training and development.
There were a couple of limitations to this study: (a) the modified and translated
questionnaire may not totally reflect the cultural background of Korea, and (b) this study can
only apply to a limited population of the Korean practitioners. No assumptions were stated in
Yoo’s study.
Further investigations of the relationship between perceived importance of competency
and performance were recommended because different levels of performers (exemplary or
average performer) might have different opinions on needed competencies. Replication of this
type of study in other countries was suggested (Yoo, 1999).
A Survey of Workplace Learning and Performance: Competencies and Roles for Practitioners in
Thailand
Based on the ASTD WLP Model (Rothwell et al., 1999), Peerapornvitoon (1999)
conducted a replicated study in Thailand. The purpose of this study was to identify competencies
and roles of WLP that were necessary to the present and future job success for practitioners in
Thailand. The main study objectives were two-fold: (a) to identify which competencies,
competency groups, and roles of WLP were perceived to be important by the WLP practitioners
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in Thailand, and (b) to investigate if any significant differences existed within the different
disciplines, or different levels within an organization.
Peerapornvitoon used a modified version of the original ASTD WLP model. The
modifications included the dropping, rewording and adding of variables and/or questions. The
modified questionnaire was then translated into Thai and verified by language experts and
subject matter experts. Peerapornvitoon mailed the translated questionnaires to Thai HRD
practitioners whose main duties and responsibilities were in the areas of HRM/HRD or T&D.
The selection of these professionals was done after a careful screening of their qualifications.
They were all members of the Personnel Management Association of Thailand. Five hundreds
and eighty-six practitioners were randomly drawn from the 1,315 qualified members of that
association. Finally, 255 surveys were completed and returned for analysis (Peerapornvitoon,
1999).
The results of the data analysis showed a high level of agreement among Thai
practitioners regarding: (a) the future importance of the competencies, competency groups, and
roles of WLP, (b) a significantly higher importance in the future than at present for all
competencies, competency groups, and roles, and a similar higher future importance when
measured across practitioners with different WLP disciplines, as well as for different levels
within the organizations, (c) an increased importance of future perceived Computer Mediated
Communication Competency and the Technological Competency groups, as well as a plateau for
the intervention implementers as the most important role at present and in the future, (d) few
competencies having a significant difference between practitioners’ disciplines and levels, and
(e) no significant difference in perceived importance between disciplines and roles of
practitioners’ and competency groups and roles (Peerapornvitoon, 1999).
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There were four limitations to this study. First, the survey population was limited to one
association, therefore the results were only applicable to that population. Second, the
competency list provided by the ASTD model may not have covered all WLP competencies
needed and/or perceived as important to Thai practitioners. Third, the original instrument was in
English, the translated questionnaire may not have been totally equivalent to the original one.
Three assumptions were stated in Peerapornvitoon’s (1999) study: (a) the respondents
understood the WLP concepts and all items in the questionnaire, (b) the participants responded to
each questionnaire personally, and (c) the 1997 economic recession in Thailand did not affect the
respondents’ perceptions of the importance of competencies and roles of WLP.
Areas for future investigations were as follow: the selection of more individuals in
Training disciplines and at the different levels, and the replication of this study in other nations
in order to examine findings between countries.
Perceptions of Taiwan Practitioners on Expertise Level and Importance of Workplace Learning
and Performance (WLP) Competencies
Chen (2003) conducted a replicated study in Taiwan by using the ASTD WLP Model.
The purpose of this study was to identify how the Taiwan WLP practitioners perceived
importance of WLP competencies at the present time, as well as its importance over the next five
years. The objectives of this study were three-fold: (a) to analyze the perception of current
expertise, current importance, and future importance of WLP competencies in Taiwan, (b) to
identify the differences in perceived importance of competencies in terms of different disciplines
of Taiwan WLP practitioners, and (c) to identify the competencies most needed at present and in
the near future for WLP practitioners in Taiwan (Chen, 2003).
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The survey instrument used in Chen’s (2003) study was a modified survey from the
original ASTD Models for Workplace Learning and Performance questionnaire and from Yoo’s
format design (Yoo, 1999). The questionnaire was translated, validated, pilot tested, and then
distributed to 1,100 Taiwan WLP practitioners. However, before sending out the research
questionnaires, the researcher randomly selected 10% of the respondents to make phone calls to
them in order to increase the probability of response. Two hundreds and sixty-six questionnaires
were returned and two hundreds and fifty-four of these questionnaires were analyzed. The
statistical tests used for the data analyses were descriptive statistics, one-way ANOVA, paired ttests, Pearson’s correlation, and linear regression. This study has found two critical problems
when implementing the research instrument: a) the low response rates received from the study
subjects because of the length of the questionnaire, and b) the difficulties for many of these
subjects to understand some of the translated HRD terminologies used in the questionnaire.
There were several limitations in Chen’s study: (a) this study could only apply to a
limited population of Taiwan WLP practitioners, (b) the application of the research’s study to the
two disciplines, Career Development and Management Development, could be less meaningful
because the response rates from these disciplines were very low, (c) the modified and translated
questionnaire might not reflect the cultural background of Taiwan, and finally (d) the translated
version of the survey instrument might not have been entirely equivalent to the original English
version.
The results indicated that Taiwan WLP practitioners had a higher expertise in the
Interpersonal Competency group, the communication Competency, and in the role as an
Intervention Implementor. In addition, Taiwan WLP practitioners perceived interpersonal-related
competencies and Communication Competency, and the role of Intervention Implementor of
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being the most important competencies for their careers for both the present and the future.
Electronic Performance Support Systems and the Technological Competency group were
perceived as the most-needed individual competency and competency group for now and for the
future. The most needed role at the present was considered to be the role of Evaluator while for
the future the role of Intervention Selector was considered to be the most needed. The largest
differences in perceptions of expertise level and importance of WLP competencies among all the
disciplines were found in the Training discipline. Taiwan WLP practitioners in the HRM and
other disciplines had a better perception of the current expertise level, current importance, and
the future importance of the WLP competencies than those in the Training discipline. These
perceptions of current importance and future importance were highly correlated because there
was a positive and linear relationship between current importance and future importance. Areas
for future studies included the further utilization of qualitative data, and the replication of this
type of study in other countries.
Human Resource Development Practices and Competencies in Ivorian Banks
HRD Practices in Banks in Cote d’Ivoire
The financial sector in Cote d’Ivoire is dominated by commercial banks (LeBel, 2006).
There are approximately 170 commercial banks in Cote d’Ivoire (Cote d’Ivoire, 2009). Most of
these banks are owned by foreign financial institutions in Europe and the United States.
Compared to most of non financial businesses, banks in Cote d’Ivoire have more discernible
HRD functions (LeBel, 2006; Russo & Ugolini, 2008). This was the main reason why this
current research only studied the profile of HRD professionals working in banks.
Ivorian HRD professionals describe their field with reference to the context within which
they work. They tend to integrate their HRD practices more closely with other business functions
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such as training, HRM, organization development, and corporate strategy development. Thus, it
appears that HRD definitions in Cote d’Ivoire are similar to those identified by Rowold (2008)
and Stavrou-Costea (2005). In many financial businesses in Cote d’Ivoire, HRD practitioners
receive most of their training and development through two means: (a) academic degree
programs, and (b) in-house professional development programs (Cote d’Ivoire, 2008; World
Bank, 2007).
Academic degree programs. Academic degree programs are some of the major sources of
learning for HRD practitioners. Cote d’Ivoire academic degree programs include training
courses, both within secondary education and in higher education, and a relatively developed
area of private operators who provide continuing vocational education. Secondary education has
a technical and vocational education stream, side by side with the general education stream.
Higher education is provided along two main tracks: community colleges (known in French as
les Grandes Ecoles), universities and short training courses given in some private schools.
Technical education in community colleges and/or universities consists of courses where the
graduates obtain an Associate degree (after two or three years of study), a Bachelor degree (after
four years of study), a Master or Engineering Degree (after five or six years of study) and
Doctorate. Some of the subjects are as follow: business management, economics, literature,
criminology, law and computer science. Unfortunately, there are no academic programs in HRD.
In-house professional development programs. In Ivorian banks, most of their in-house
professional development programs are conducted through classroom training programs and onthe-job training (OJT). Classroom training programs are used for general information such as the
main objectives of the OJT. During the OJT, practitioners mainly rely on the guidance and
feedbacks provided by peers and/or supervisors as a way of learning. OJT is used to train newly

36
hired employees, upgrade experienced employees’ skills and orient transferred or promoted
employees to their new jobs.
HRD Competencies in Banks in Cote d’Ivoire
Banks in Cote d’Ivoire usually design their own training programs according to their
needs. However, training programs and job profiles for Ivorian practitioners do not include clear
statement of essential competencies. As a result, there is a lack of a common language among
HRD practitioners. A recent seminar for HRD practitioners working in banks in Cote d’Ivoire
discussed the need for training programs to support competencies in these jobs.
Current Research Study
The strategic importance of the development of human resource capacity, in Africa, was
first raised at the African Leadership Forum on June 21, 1990 in Nigeria (Antwi & Analoui,
2008). At that meeting, Robert McNamara, the former President of the World Bank emphasized
the imperative of building local African capacities as the cutting edge of Africa’s strategic
development agenda. In his view, the lack of necessary skills and well-managed public and
private institutions for long term, sustainable growth was a priority to be included in every
development activity in Africa because of its implications for improved development
management and good governance (World Bank, 2000). Similarly, in a publication entitled Can
Africa Claim the 21st Century? The World Bank (2000) noted that:
Africa’s future lies in its people. Indeed, Africa must solve its current human
development crisis if it is to claim the twenty-first century. Africa’s future
economic growth will depend less on its natural resources, which are being
depleted and are subject to long-run price declines, [...] and more on its labour
skills and its ability to accelerate a demographic transition. (p. 103)
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To continue with that logic, the Government of Cote d’Ivoire has reformulated its
economic and human resources programs. In its National Plan of Development of Education/
Training sector (Cote d’Ivoire, n.d.), the Ivorian Government has made the enhancement of the
country’s human capital base, a priority. One of the main objectives of these programs is the
professional development of people who work in the field of HRD. Another objective of the
programs is to contribute to a greater labor force productivity and mobility through technical and
basic skills trainings in businesses and training centers (World Bank, 2007). The design,
implementation and evaluation of these trainings will be carried by HRD professionals.
Therefore, well educated, well-trained and better knowledgeable Ivorian practitioners will
contribute to the effectiveness of these programs. In fact, as stated by Bernthal et al. (2004), in
order to be relevant within organizations and indispensable to clients and customers alike, these
professionals must continually reassess their competencies, update their skills, and have the
courage to make necessary changes.
Unfortunately, little attention has been placed on the development of these practitioners
in Cote d’Ivoire. Currently, there is no university or college that offers HRD programs in that
country. People who are working in this field have mostly tried to learn and develop themselves
through their individual efforts. To date, there has been no study conducted to determine
competencies possessed and needed by these professionals in Cote D’Ivoire (Cote d’Ivoire,
2008; World Bank, 2007). This study was conducted in response to the need to build Ivorian
HRD professionals’ skills and knowledge. However, the research only studied the profile of
HRD professionals working in banks because these financial institutions have more discernible
HRD functions than many non financial organizations in Cote d’Ivoire. The main purpose of the
study is to study the perceptions of Ivorian HRD professionals in banks on the importance,
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current proficiency levels and needs for training in several areas of the HRD competencies that
have not been determined.
Synthesis and Implications for Current Research Study
This section of the research study includes synthesis of the previous literature review and
their implications for the current study. It is divided into two parts: (a) conceptual framework of
the current study, and (b) representatives of ASTD competency studies around the world.
Conceptual Framework of the Current Study
This current research study is trying to identify the perceptions of Ivorian HRD
professionals in banks on the importance, current proficiency levels and needs for training in
several areas of the HRD competencies that have not been determined. To conduct this study, the
researcher will use the 2004 ASTD Competency Model as a conceptual framework. In fact, this
competency model was developed to define competencies these professionals need to know and
be able to do to be successful. In addition, some purposes of this model were to identify
professionals’ perceptions of the competencies in terms of importance and frequency of use. The
other purposes were to investigate any differences in perceptions of competency importance
according to several variables.
Even though, the 2004 HRD Competency Model was designed in 2004, it continues to be
relevant and current today. In fact, in 2007, a study conducted by ASTD and a team from The
Pennsylvania State University concluded that the competencies and areas of expertise outlined in
the 2004 ASTD Competency Model remain highly relevant today.
Studies showed that competency models have been used by many companies to help
HRD professionals identify the knowledge and skills needed for successful performance in their
jobs. Some studies presented in this review of literature indicated many benefits associated with
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competency models in the field. Therefore, based on the review of these studies, this current
research will contribute to the HRD profession in Cote d’Ivoire in several ways. First, Ivorian
professionals in banks can use the results of this study for self-assessment in order to identify and
better address their training and development needs. Second, banks can use the study results to
design programs for training and development for these practitioners. And lastly, universities and
schools can apply the results of this research to develop courses in order to prepare students to
become effective HRD professionals in the workplace.
The use of a competency model as the basis for human resource practices has become
widespread not only in the United States, but also in the world. In fact, many researchers have
used the ASTD competency models to study roles and competencies of HRD professionals in
different countries.
Representatives of ASTD Competency Studies in the World
The reviews of literature in this research have identified some problems some
international studies have found when implementing the ASTD questionnaire. These reviews
have also determined some research strategies that may be productive in investigating the
problem of this current research.
In terms of problems, some researchers that have replicated the ASTD competency
models in their respective countries have listed two critical factors that could explain the low
response rates they obtained from the questionnaires their sent out. These factors were: a) the
length of the ASTD questionnaire, and b) the difficulties for understanding some of the
translated HRD terminologies used in the questionnaires.
Length of the ASTD questionnaire. As indicated above, some of the international studies
that replicated the ASTD competency models identified the length of their questionnaires as a
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critical factor in the low response rates they received from the participants of their studies. Their
respective questionnaires were at least 20-page long. Although the length of the questionnaire
should not be a decisive factor that can influence the response rate, a shorter survey on average
has a better rate than a longer survey. In fact, Mangione (1995) explained that:
…the length itself is not the sole determining factor that decides response rate. No
matter what the length, other design factors can influence whether a good
response rate is obtained or not. Within a specific design, however, I believe
shorter questionnaires will on average do better than substantially longer versions
(p. 151).
Therefore, to obtain a shorter questionnaire, and thus to try to increase the probability of
response, this current study modified the original questionnaire of the 2004 ASTD Competency
Model. The length of the original questionnaire was at least 20-pages. The modified
questionnaire obtained was 3-page long (see Appendix D). The length of the original
questionnaire was reduced by removing items related to the HRD foundational competencies and
roles. The items about the foundational competencies and roles were deleted from the modified
questionnaire because they are not related to the purpose of this study.
Translation of the research questionnaire. Another critical factor in the low response
rates identified by previous international studies that replicated the ASTD competency models
was difficulties for some of their study respondents to understand some translated HRD
terminologies from their modified questionnaires. In fact, according to these researchers, many
of their research respondents felt that the translated terminologies of the competencies were
unfamiliar to them. As a result, many of them gave up in completing the research questionnaires
when they felt that it was becoming difficult to evaluate their competencies.
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For this current study, the researcher independently translated the research questionnaire
into French language considering English is not the first language for most people in Cote
d’Ivoire. She selected the equivalent translation of the HRD terminology after reviewing several
French publications in that field. Then, the translated questionnaire was reviewed by bi-lingual
experts from an accredited language center to ensure the accuracy of the translated versions. In
addition, to avoid any potential misunderstandings research respondents may have with the
differences in language and culture during the translation process, the researcher mailed the
French version of the questionnaire along with the English version to the respondents. Key
actions for each competency were also mailed along with the research questionnaire as additional
resource to better understand each competency. Key actions clearly spelled out how the
competencies might be observed or demonstrated on the job, providing a much clearer
understanding of what these professionals actually did (see Appendix C).
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CHAPTER 3

METHODOLOGY
This chapter presents the research methodology that was used in this study. It includes
the introduction of the target population and sampling procedures, the instrumentation, the data
collection techniques, variables and statistical procedures, and the data analysis procedures.
This study determined how Ivorian HRD professionals in banks perceived their current
expertise levels of the HRD competencies, and how these professionals perceived the importance
of these competencies needed to be successful in their occupations. In addition, this study
identified competencies that were perceived to have the most needs for training and
development, and investigated any differences in perceptions on competency importance and
expertise according to the study subjects’ work disciplines, years of professional experiences and
highest education completed.
Target Population and Sampling Procedure
Target Population
The target population for this study was HRD professionals who were involved in and
responsible for programs or activities in various banks in Cote d’Ivoire. Subjects were internal
and/or external, full time and/or part-time specialists who worked in designing, implementing,
and evaluating HRD programs and activities for banks in Cote d’Ivoire. The researcher identified
the target population of this study by contacting Cote d’Ivoire Bankers Association (Cote
d’Ivoire, 2009). This association is the most active and currently the largest association for banks
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in this country. It has about 170 members. There were 200 professionals who were responsible
for HRD programs in these banks.
Sample Size
The target population size of this study was 200. A simple random sampling was used to
select the sample because the population was homogeneous (Gay, 1996). The sample size was
estimated by using a sample size table with a 95% confidence interval and a 5% margin of error
(Lohr, 1999). This research needed at least a sample size of 132 to reflect the target population.
Simple Random Sampling Procedures
By using a table of random numbers to ensure the representativeness of the sample, the
researcher randomly selected 132 individuals to receive a paper-based survey. She used the
following steps for the random sampling:
1. The population was all 200 HRD professionals in banks in Cote d’Ivoire.
2. The desired sample size was 132.
3. The researcher listed all professionals of the population.
4. Using the list, the professionals were each assigned a number from 000 to 199.
5. A table of random numbers was entered at an arbitrarily selected number.
6. For the selected number, the researcher used the last three digits because the population
had only 200 members.
7. If the number corresponded to the number assigned to any of the individuals of the
population, then that individual was in the sample. Otherwise, the number was ignored.
8. The researcher repeated step 7 until the desired number of individuals, that is 132, was
selected for the sample.
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Instrumentation
A survey questionnaire consisting of two sections were used in this study. A copy of the
research questionnaire is placed in Appendix D.
Section 1 of the Research Questionnaire
The first section of the questionnaire consisted of four items. The purpose of this first
section of the Research Questionnaire was to determine demographic information about the
respondents.
Section 2 of the Research Questionnaire
The purposes of the second section of this research instrument was to determine Ivorian
HRD professionals in banks’ perceptions of the HRD competencies in terms of importance,
expertise levels, and needs for training in several areas of the competencies. The items of the
second section of the research questionnaire were based on selected competencies from the 2004
ASTD Competency Study Mapping the Future (Bernthal, et al. 2004). Finally, the research
questionnaire included key actions for each competency. These key actions constitute additional
resources to better understand each competency. In fact, key actions clearly spells out how the
competencies might be observed or demonstrated on the job, providing a much clearer
understanding of what these professionals actually do.
In the research questionnaire, the respondents were asked to judge how important they
found each of the given items (competencies) in relation to performing their current job. They
were also asked to estimate their own expertise on each of the items. The assessments of the
competencies in terms of importance and expertise were made on five-point likert scales. The
ends of the scale were labeled not important (novice), extremely important (expert) and the
midpoint were anchored by important (competent).
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Modification of the Research Questionnaire
This study used a modified version of the original 2004 ASTD questionnaire described in
the previous section. The modifications included the dropping, rewording and adding of
variables and/or questions. For instance, the researcher reduced the 2004 ASTD Competency
Model original questionnaire by removing all of the items that were not related to HRD
competencies. As a result, the modified questionnaire only included all the 2004 ASTD
competencies: the 12 foundational competencies and the nine areas of expertise.
Revision and Validation of the Research Questionnaire
Before the study began, the researcher revised the modified questionnaire and assessed its
validity. To revise the questionnaire, the researcher used feedback received from her five
dissertation committee members regarding the research instrument during the defense of her
dissertation proposal and the preparation for her Human Research Subject proposal. Three of the
members were specialized in HRD. The other two members possessed extensive knowledge and
skills in training. The members made comments and suggestions about the length of the
instrument, directions, specific items and the preparation of a cover letter.
Validation of the questionnaire. The content validity was analyzed to determine the
validity of the survey. Content validity is the degree to which a test measures an intended content
area (Gay, 1996). “Content validity is determined by expert judgment. There is no formula by
which it can be computed and there is no way to express it quantitatively” (Gay, 1996, p. 140).
The five members of the researcher dissertation committee were used as expert panel.
The researcher used the feedback they gave her during the defense of her proposal and the
preparation for her Human Research Subject proposal to determine how well the items
represented the intended content areas. The intended content areas of this current study were the
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nine 2004 ASTD areas of expertise: Designing Learning, Improving Human Performance,
Delivering Training, Measuring and Evaluating, Facilitating Organizational Change, Managing
the Learning Function, Coaching, Managing Organizational Knowledge, and Career Planning
and Talent Management.
The following actions were taken during the validation process of the modified research
instrument:
1. Each item of the survey was examined to determine if it matched the nine ASTD areas of
expertise as listed above.
2. All of the items that were related to the 12 foundational competencies were removed.
3. Only items that were related to the nine areas of expertise were kept.
Results. The following revisions were made as a result of the pilot-testing and the
validation of the survey:
a- The length of the modified questionnaire was reduced by removing items related to the
12 foundational competencies.
b- The questionnaire directions were clearly worded.
c- A cover letter was prepared. It included a brief introduction and the researcher’s contact
information, the topic, the purposes and implications of this study, an assurance of the
confidentiality of the responses of the participants, as well as the timeline for reply.
d- Key actions for each competency were listed after the questionnaire. These key actions
constitute additional resources to better understand each competency.
The suggestions and comments of the committee members were incorporated into the final
instrument (see Appendix D).

47
After the pilot-testing and validation process, the final survey was translated into the
French language, considering English is not the first language for most people in Cote d’Ivoire.
Translation of the Research Questionnaire
Guthery & Lowe (1992) identified six techniques that researchers can use to translate
instruments into target language. These techniques are: simple direct translation, modified direct
translation, translation/back-translation, ultimate test, parallel blind technique, and random probe
technique. The simple direct translation involved a sole bilingual individual translating the
original instrument into the target language. According to Behling & Law (2000), this technique
is simple to do and can save a lot of time. However, the semantic equivalence is often concerned
due to the translation being done by only one translator.
Considering the time and finance constraints, the researcher decided to translate the final
research instrument according to the simple direct translation. To overcome the concerns with
this technique, the researcher, first, independently translated the survey into the French language.
She selected the equivalent translation of the HRD terminologies after reviewing several French
publications in that field. Then, the translated questionnaire was reviewed by Dr. Ibrahim
Amidou, a certified bi-lingual translator. Dr. Ibrahim Amidou received a Master of Arts degree
in English, a Ph.D. in French, and is a member of the American Translators Association (ATA)
(see Appendix E for the translated version).
Approval Procedures
The researcher needed two types of approvals for this study. One approval was the
copyright permission from the ASTD. The researcher obtained a written permission from the
ASTD to use the 2004 ASTD Competency Model survey and to adapt some information from
the ASTD book for use in this study. The other approval was from Indiana State University for
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the use of human participants. The researcher submitted the Human Research Subjects Proposal
to the Institutional Review Board (IRB) at Indiana State University prior to administrating the
survey. She successfully obtained the approval from the IRB (see Appendix F).
Data Collection Procedures
The researcher was living in the United Stated while she was conducted this study. It was
cost-effective for her to have individual questionnaires mailed to the research respondents
directly from Cote d’Ivoire than to mail them from the United States. Therefore, the researcher
mailed two packages in Cote d’Ivoire. One package of 132 envelopes, stamped and sealed, for
the first mailing, and the other package of 132 envelopes, stamped and sealed, for the follow-ups
(stamps were purchased in Cote d’Ivoire and mailed to the researcher in the United States). Each
envelop included a cover letter, a list of key actions, two versions of both questionnaires (one in
English and one in French for the respondents’ convenience) and a stamped return envelope
(with the name and local address of the researcher only; the name and contact information of the
respondents were not written on the return envelopes). She mailed the two packages to a college
professor in Computer Science in Cote d’Ivoire. A local P.O. Box was opened to receive the
returned questionnaires. The researcher instructed the local professor to first mail the envelopes
in the first package, and then to mail the envelopes in the second package (follow up package)
two weeks after the first mailing. Two weeks after the questionnaires were distributed, 44
questionnaires were returned. After the initial mailing, follow-up mails were sent to all of the
132 professionals because the responses were anonymous. Each follow-up mail included a
postcard (with the statement, “If you have already responded, please disregard this reminder and
thank you for your cooperation”), a cover letter, a list of key actions, a stamped return envelope
(with the name and local address of the researcher only; the name and contact information of the
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respondents were not written on the return envelopes) and two versions of both questionnaires
(one in English and one in French). The follow-up mails resulted in 58 more questionnaires
being return. The research data was collected anonymously. No identification was required in
completing the research questionnaire. The data collection period lasted one month. Therefore,
one month after the first mailing of the research questionnaire to the study participants, all
returned and sealed envelopes from the study subjects were mailed to the researcher in the
United States for analysis. The total percentage of return was 77.27%. After carefully reviewing
all the returned questionnaires, eight were excluded from the data analysis due to data
incompleteness. Therefore, a total of 94 returned questionnaires (a 71.21% response rate) were
used for this study.
Variables and Statistical Procedures
This section presents the dependent and independent variables for this study. There are
two main dependent variables:
1. current expertise level of the nine HRD competencies.
2. current importance level of the nine competencies.
These competencies are as follow: Designing Learning, Improving Human Performance,
Delivering Training, Measuring and Evaluating, Facilitating Organizational Change, Managing
the Learning Function, Coaching, Managing Organizational Knowledge, and Career Planning
and Talent Management. The definitions of these competencies were listed in Appendix B.
There are three main independent variables. These variables constitute the demographic
groups:
1. work disciplines.
2. years of professional experiences in HRD.
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3. highest level of education completed.
Data Analysis Procedures
All data were analyzed by using a SPSS v.18 software program. In order to analyze the
information on the questionnaire, the researcher transferred the raw data into codes so that the
statistical software could handle it. A codebook was developed for this purpose (see Appendix
G). The analyses of the data were divided into three parts: a) reliability testing of the research
instrument, b) data analyses for demographic information, and c) data analyses for each research
question.
Reliability Testing of the Research Instrument
Cronbach’s alpha was used to determine the internal consistency or average correlation of
items in the research questionnaire to gauge its reliability.
Data Analyses for Demographic Information
Descriptive statistics were used to analyze the demographic information of the
respondents. Frequencies and percentages were calculated for personal characteristics of the
participants (question 1 to question 3): years of professional experiences, work disciplines, and
highest level of education completed.
Data Analyses for each Research Question
This section explains the statistics that were used in order to answer each Research
Question.
Research Question-1: What levels of expertise do HRD professionals in Cote d’Ivoire perceive
they have of the HRD competencies?
Descriptive statistics including means and mean rankings were calculated to measure the
respondents’ perceived level of expertise of each competency. All competencies were rated using
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5-point likert scales. The greater the mean value, the higher the level of expertise the respondents
perceived to have.
Research Question-2: What HRD competencies are perceived to be important by Ivorian HRD
professionals in Cote d’Ivoire?
Descriptive statistics were employed to answer this question. Mean and mean rankings
were calculated to measure the level of importance Ivorian HRD practitioners placed on each
competency as it related to their specific job function. All competencies were rated using 5-point
likert scales. The greater the mean value (3.0 minimum), the more the competency is perceived
to be important.
Research Question-3: Are there any statistically significant differences in the perceptions of
Ivorian HRD professionals on competency expertise and importance in terms of work
disciplines, years of professional experiences and highest level of education completed?
Since the researcher compared the mean values of each of the independent variables
(work disciplines, years of professional experiences and highest level of education completed)
and the two dependent variables (current proficiency, and current importance), a one-way
ANOVA, Brown Forsythe and Welch tests were used to investigate the differences. Post hoc
tests of multiple comparisons (Scheffe and Dunett’s C) were also executed to narrow down the
findings regarding exactly where differences existed.
Research Question-4: What competencies are perceived to have the most needs for training and
development?
It was assumed that the gap (that is, mean differences) between the current expertise level
and the current importance represented the need for the competency. Therefore, the larger the
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mean difference, the more the competency would be needed. Paired t-tests were used to analyze
this research question.
Summary
This chapter presented the research methodology that was used in this study. The target
population for this study was HRD professionals who were involved in and responsible for HRD
programs or activities in various banks in Cote d’Ivoire. The researcher identified the target
population of this study by contacting Cote d’Ivoire Bankers Association. The target population
size of this study was 200. A simple random sampling was used to select the sample. 132
individuals were randomly selected to receive the research questionnaire. The research
questionnaire was adapted from the original 2004 ASTD Competency Study Mapping the Future.
The questionnaire was modified, pilot-tested, validated and translated into the French language,
and then distributed. There were 102 questionnaires returned and 94 questionnaires (response
rate of 71.21%) were used for statistical analysis. Descriptive statistics (frequencies, percentages,
mean values and mean rankings), paired-t tests, simple analysis of variance (ANOVA) and posthoc tests of multiple comparisons were used to answer the four research questions.

53

CHAPTER 4

FINDINGS AND ANALYSIS OF DATA
This chapter presents the survey data obtained from 94 Ivorian HRD professionals
working in banks, and the results of the statistical analyses. First, the demographic information
about the subjects is presented, and then the data interpretation is stated according to the
sequence of the four research questions.
Demographic Information of Ivorian HRD Professionals in Banks
This section describes the characteristics of the 94 Ivorian practitioners who responded to
the survey. The demographic information of the respondents includes: their work area of the
HRD discipline, their total years of experiences in the field, and their education levels. Table 1
presents the above information in detailed form.
Regarding the discipline, the main HRD discipline of the respondents was in Training
(42.6%, n=40). About one-fourth (26.6%, n=25) of the respondents indicated that their discipline
was in human resource management (HRM). About one-sixth (17%, n=16) of them referred to
their work discipline as being a Generalist. With respect to professional experiences in HRD, the
majority of the respondents had less than five years of experience (41.5%, n=39) and almost
26.6% (n=25) of the respondents had six to ten years of experience in HRD. In terms of
education degrees, More than 70% of the respondents had a 4-year undergraduate degree or
higher (Bachelor: 26.6%; Master: 37.2%; Ph.D.: 6.4%). Finally, findings indicated that the
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majority of HRD professionals in banks had a degree in Business and Management (n=40,
42.6%).
Table 1
Demographic Information of Ivorian HRD Practitioners in Banks.
Variables

n

%

Work disciplines
Training
Personnel
Generalist
Other
Organizational development
0 to 5 years
6 to 10 years
More than 10 years
Associate*
Bachelor**
Master***
Doctorate
Economy
Criminology
Law
Literature
Social Science
Business & Management

40
25
16
2
11
Years of professional experiences in HRD

42.6
26.6
17.0
2.1
11.7

39
25
36
Highest education completed

41.5
26.6
31.9

23
25
35
11
Major of highest education level

24.5
26.6
37.2
11.7

7
8
15
14
10
40

7.4
9.0
16.0
14.9
10.6
42.6

Note. Due to rounding, individual percentages may not exactly add up to 100.0 percent.
Associate * (for example a two-year degree or undergraduate school certificate/degree).
Bachelor** (for example four year degree or some graduate school).
Master*** (for example, engineering or Master’s degree).

Reliability of the Survey Results
Reliability of data collected was analyzed by calculating Cronbach’s coefficient alpha (α)
for examining the internal consistency of items measured by the questionnaire of the study. The
questionnaire measured the perceptions of HRD professionals in two areas: the degrees of
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importance and the levels of expertise in competencies. The coefficient alpha scores for each
area showed a high reliability with scores of 0.70, and 0.90 respectively. The two coefficient
alpha scores were higher than or equal to 0.70, confirming the study’s reliability. The high
reliability of this survey results indicates that sources of measurement errors have been
eliminated as much as possible. Errors of measurement can be caused by factors such as the
characteristics of the survey itself (for instance, ambiguous test items), by conditions of
administration (directions not properly followed, for instance), by the current status of the
persons completing the survey (some may be tired, others unmotivated), or by a combination of
any of the above (Gary, 1999).
Research Question One
What levels of expertise do HRD professionals in Cote d’Ivoire
perceive they have of the HRD competencies?
Descriptive statistics (mean scores) were used to analyze the responses for this question.
The results were presented in Figure 1, Figure 2, Figure H1 and Figure H2, where the expertise
level was scaled from 1 (novice) to 5 (expert). Rankings were based on the mean values. The
greater the mean value, the higher the level of expertise the respondents perceived to have.
This section is divided in two parts: a) expertise levels across the nine competencies, and
b) expertise levels across the three demographic groups.
Expertise Levels across the Nine HRD Competencies
Survey respondents rated each competency in terms of their perceived level of expertise.
Figure 1 shows the mean distribution of the overall proficiency levels for all nine competencies.
The expertise levels for the top two competencies, Designing Learning (M=3.45) and Improving
Human Performance (M=3.05), were higher than the competent level (that is, rated 3.0 or
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above). The expertise levels for the remaining seven competencies were below the competent
level. However, the proficiency level for no one competency was dramatically different from the
others.
Figure 1.
Expertise Levels of the HRD Competencies
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Expertise Levels across the three Demographic Groups
The expertise levels of study participants about the nine competencies were examined
across the three demographic groups. The rankings of the competencies show some differences
in expertise levels across these groups.
Work disciplines. Figure 2 shows the mean distribution of the average current expertise
levels for all nine competencies across the work disciplines. Findings from that figure indicate
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that the expertise levels for people in the Training discipline appeared to be higher than those of
people in the two other groups: HRM discipline and the Other discipline.
Figure 2.
Expertise Levels of the Competencies across the Work Disciplines
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The top three competencies with the highest expertise levels for each of the work
disciplines are as follow:
-

Training discipline: Designing Learning (M=4.05), Delivering Training (M=3.35) and
Improving Human Performance (M=3.25).
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-

HRM discipline: Career Planning and Talent Management (M=2.93), Improving Human
Performance (M=2.85) and Designing Learning (M=2.78).

-

Other discipline: Facilitating Organizational Change (M=4.15), Managing Organizational
Knowledge (M=4) and Designing Learning (M=3.9).
Years of professional experiences. Figure H1 indicates the mean distribution of the

average current expertise levels for all nine competencies in terms of years of professional
experiences. The results of the figure reveal that for each of the competencies, the expertise
levels for practitioners with more than 10 year experiences seemed to be higher than those of
people with experiences between 6 and 10 years, which in turn seemed to have expertise levels
greater than those of professionals with under five year experiences. The top three competencies
with the highest expertise levels for each sub-group of the years of professional experiences are
listed below:
-

0 to 5 years: Designing Learning (M=2.82), Improving Human Performance (M=2.59)
and Delivering Training (M=2.51).

-

6 to 10 years: Designing Learning (M=3.6), Delivering Training (M=3.2) and Facilitating
Organizational Change (M=3.2).

-

More than 10 years: Designing Learning (M=4.13), Facilitating Organizational Change
(M=3.63) and Improving Human Performance (M=3.57).
Highest education completed. Figure H2 shows that the higher the education completed,

the higher the expertise levels across all the nine competencies. The top three competencies with
the highest expertise levels for each of the four sub-levels are:
-

Associate degree: Improving Human Performance (M=2.61), Designing Learning
(M=2.57) and Managing the Learning Function (M=2.48).
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-

Bachelor degree: Designing Learning (M=3.52), Coaching (M=3.12), Delivering
Training (3.00) and Managing the Learning Function (M=3.00).

-

Master degree: Designing Learning (M=3.86), Improving Human Performance (M=3.37)
and Facilitating Organizational Change (M=3.31)

-

Doctorate degree: Designing Learning (M=3.82), Facilitating Organizational Change
(M=3.36) and Improving Human Performance (M=3.27).
Research Question Two
What HRD competencies are perceived to be important by Ivorian
HRD professionals in Cote d’Ivoire?
Mean scores were used to analyze the responses for this question. The mean values were

used to rank the importance, with the results presented in Figure 3, Table 2, Table H1 and Table
H2. The importance scale ranged from 1 (not important) to 5 (extremely important), and rankings
were based on the mean values. The greater the mean value (3.0 minimum), the more important
the competency is perceived to be.
This section is divided in two parts: a) competency importance across the nine
competencies, and b) competency importance across the three demographic groups.
Competency Importance across the Nine HRD Competencies
Figure 3 lists perceived importance levels across the nine competencies. Survey
respondents rated each competency in terms of its importance for effectiveness in their current
jobs. All the competencies were perceived to be important (that is, having an average importance
rating of 3.0 or higher), and no one competency is dramatically more important than the others.
However, the top four important competencies were: Designing Learning (M=4.79), Delivering
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Training (M=4.30), Career Planning and Talent Management (M=4.14) and Measuring and
Evaluating (M=4.14).
Figure 3.
Importance of the Competencies
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Competency Importance across the three Demographic Groups
The competency importance of the nine competencies was examined across the three
demographic groups. The rankings of the competencies show some differences in importance
across these groups.
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Work disciplines. Table 2 shows the mean distribution of the average current importance
of the competencies across the work disciplines. When inspecting the competency importance
with regard to the work disciplines, some slight variations in ranking were found. Designing
Learning was perceived to be most important for people in the Training discipline (M=4.98) and
the Other discipline (M=5.00), while Career Planning and Talent Management (M=4.61) was
perceived to be most important for people in the HRM discipline. However, Coaching and
Managing the Learning Function competencies were perceived as the least important
competencies across the three groups.
Years of professional experiences. In terms of years of professional experiences, findings
indicate that practitioners, regardless of their length of their professional experiences, perceived
Designing Learning and Delivering Training competencies as the most important competencies
for their job success (see Table H1).
Highest education completed. With regards to the highest education completed,
Designing Learning and Delivering Training competencies were perceived as the top two
important competencies across the four groups. However, people with an Associate degree and a
Bachelor degree chose Improving Human Performance as the least important competency, while
professionals with a Master degree and a Doctorate degree viewed Managing the Learning
Function and Coaching competencies as the least important competency respectively (see Table
H2).
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Table 2
Perceived Competency Importance across Work Disciplines (Mean Values).
Competencies

Training

HRM

Other

Designing Learning

4.98

4.54

5.00

Improving Human Performance

4.24

3.00

3.85

Delivering Training

4.83

3.88

4.00

Measuring and Evaluating

4.73

3.68

4.85

Facilitating Organizational Change

4.10

3.68

4.85

Managing the Learning Function

3.63

3.51

3.69

Coaching

3.60

3.56

3.77

Managing Organizational Knowledge

3.40

3.63

4.85

Career Planning and Talent Management

3.75

4.61

3.85

Research Question Three
Are there any statistically significant differences in the perceptions of Ivorian HRD
professionals on competency expertise and importance in terms of work disciplines, years of
professional experiences and highest level of education completed?
The rankings of the competencies, from research questions one and two, show some
differences in expertise levels and importance across the three demographic groups (work
disciplines, years of professional experiences and highest level of education completed). In this
research question three, the researcher determined whether these differences were significant. A
one-way ANOVA and Brown Forsythe tests were used to investigate the differences. Post hoc
tests of multiple comparisons (Scheffe and Dunett’s C) were also executed to narrow down the
findings regarding exactly where differences existed.
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One-way ANOVA Assumptions
To use the one-way ANOVA, it was necessary to examine if the data met the
assumptions underlying the F-test. Those assumptions were (Stevens, 1996):
1. Asumption-1: The observations are independent:
2. Assumption-2: The populations are normally distributed.
3. Assumption-3: The population variances are all equal.
Assumption-1: The first assumption was met since the study survey was administrated
individually and randomly.
Assumption-2: The second assumption of normality was examined by performing the
Shapiro-Wilk test for normality. The data in Table 3 showed that all of the observed significance
levels were large enough that normality assumption was not unreasonable (observed significance
levels [Sig.] > p = 0.05). For instance, the observed significance level for the Training group
(from work disciplines) is equals to 0.252 > (p=0.05). Therefore, the results confirmed that the
variables met the normality assumption.
Assumption-3: For the third assumption, the Levene’s test for homogeneity of variance
was conducted and the results were presented in Table 4. Data from this table 4 indicate that the
observed significance levels (Sig.*) of all of the items were greater than (p=0.05), except for the
Work disciplines competency group of current importance (Sig.*=0.009 < p=0.05). That means
that the results for all of the items, except that of the Work disciplines competency group of
current importance, were not significant. As a result, they met the equal variance assumption.
The only item Work disciplines competency group of current importance violated the third
assumption.
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Since most of the data met the assumptions needed for analysis of variance, the next step
was to investigate any differences among groups by using a one-way ANOVA. However, the
Brown-Forsythe test was used to investigate the differences for the sole item which did not meet
the equal variance assumption.
Table 3
Test Results of Normality (Shapiro-Wilk)
Observed significance level (Sig.)
____________________________
Variables

Expertise

Importance

Work disciplines

Training
HRM
Other

0.252
0.451
0.433

0.399
0.147
0.285

Years of experiences

0 to 5 years
6 to 10 years
More than 10 years

0.101
0.149
0.329

0.059
0.064
0.875

Education completed

Associate
Bachelor
Master
Doctorate

0.182
0.266
0.783
0.784

0.379
0.772
0.249
0.832

Note. p=0.05
Table 4
Levene’s Test Results for Homogeneity of Variance
Expertise
__________________
Variables

Importance
___________________

F

Sig.*

F

Sig.*

Work disciplines

0.572

0.567

5.000

0.009

Years of experiences

1.768

0.177

1.162

0.318

Education completed

0.769

0.515

0.769

0.127

Note. p=0.05. Sig.* represents the observed significance level.
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Analyses of Variances
Table 5 presents the results of the one-way ANOVA and Brown-Forsyth tests. The oneway ANOVA and Brown-Forsyth revealed a significance difference among the groups in the
perceptions of Ivorian HRD professionals on competency expertise and importance. In fact, the
F(calculated) for all of the variables were greater than the value of F required for significance
which is F(2, 91) = 3.07 with p=0.05. For instance from Table 5, F(work disciplines)=12.705 is
greater than F(2.91)=3.07. Therefore, the researcher rejected the hypothesis that average
perceived competency proficiency and importance were equal across demographic groups.
Because the groups differed in some way, post-hoc tests of multiple comparisons were
executed to learn more about the structure of the differences among the three groups for the
competency expertise and competency importance. The researcher chose two post-hoc tests to
determine where any differences existed among the groups. Scheffe’s test was used for items that
met the equal variances assumptions and Dunette’s C test was chosen for the sole item which did
not meet the equal variance assumption.
Table 5
ANOVA and Brown-Forsythe Results across the three Demographic Groups
Expertise
__________________
Variables

Importance
___________________

F

Sig.*

F

Sig.*

Work disciplines

12.705

0.000

17.036*

0.000**

Years of experiences

44.140

0.000

16.4500

0.00000

Education completed

04.454

0.000

07.8850

0.00000

Note. p=.05. F = 17.036* and Sig. = .000** are results from the Brown-Forsythe test. See Table I1,
Table I2, Table I3, Table I4, Table I5, and Table I6 for detailed information about the ANOVA
and Brown-Forsythe tests.
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Competency Expertise Post-Hoc Tests of Multiple Comparisons
Work disciplines. Table 6 shows the post-hoc (Scheffe’s test) results of competency
expertise across the work disciplines. The results of this table 6 indicate that the six observed
significance levels (Sig.*) for each of these two competencies – Improving Human Performance
and Career Planning and Talent Management – were higher than p (=0.05). That means that
Ivorian HRD practitioners, regardless of what work disciplines they were in, did not statistically
differ in their perceived expertise levels regarding these two competencies. However,
significance differences were found in the remaining seven competencies because the (Sig.*) for
the remaining seven competencies were lower than p (=0.05). However, for two of these seven
competencies (Managing Organization Knowledge and Facilitating Organization Change), the
(Sig.*) for the Training group when compared to the HRM group was (0.441) and (0.90)
respectively. These (Sig.*) were higher than (p=0.05). That means that there were no
significance differences between the two groups (Training and HRM) in terms of each of these
two competencies. However, the (Sig.*) for the Training group when compared to the Other
group was (0.000) and (0.000) respectively. These (Sig.*) were lower than (p=0.05). That
indicates that there were significance differences between the two groups (Training and Other) in
terms the two competencies (Managing Organization Knowledge and Facilitating Organization
Change). In addition, regarding these two competencies, the mean differences (I-J)* for the
Training group when compared to the Other group were (-1.225) and (-1.204) respectively. The
negative values of the mean differences, along with the significance differences, show that the
expertise levels for people in the Training discipline were lower than those of people in the Other
discipline.
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For each of the five competencies (Designing Learning, Delivering Training, Measuring
and Evaluating, Managing the Learning Function and Coaching), the (Sig.*) for the Training
group when compared to the HRM group was (0.000). These (Sig.*) were lower than (p=0.05).
That indicates that there were significance differences between the two groups (Training and
HRM) in terms the two competencies. In addition, regarding each of these five competencies, the
mean differences (I-J)* for the Training group when compared to the HRM group were all
positive. The positive values of the mean differences, along with the significance differences,
show that the expertise levels for people in the Training discipline were higher than those of
people in the HRM discipline.
Finally, for each of the five competencies (Designing Learning, Delivering Training,
Measuring and Evaluating, Managing the Learning Function and Coaching), the (Sig.*) for the
Training group when compared to the Other group was (0.423; 0.762; 0.816; 0.720 and 0.996)
respectively. These (Sig.*) were higher than (p=0.05). That means that there were no
significance differences between the two groups (Training and Other) in terms of each of these
five competencies.
Years of professional experiences. Based on findings from Table I7, there were
significance differences in all the nine competencies between professionals under five years of
experiences and those with more than five years of experiences. In other words, individuals with
the least experiences perceived their expertise levels to be lower than those of people with more
experiences. However, there were no statistical differences among experienced practitioners (that
is with more than five years of experiences), except for Managing the Organizational Knowledge
competency. For this competency, people with more than 10 years of experiences viewed their
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expertise level to be higher than those of people possessed experiences between six and ten
years.
Table 6
Post-Hoc Results across the Work Disciplines
Discipline (I)

Discipline (J)

(I-J)**

Sig.**

HRM
Other

(I-J)*
Sig.*
Designing Learning
1.270
0.000
0.358
0.423

Training

0.438
-0.025

0.000
1.000

HRM

Training
Other

-1.270
-0.912

0.000
0.005

-0.438
-0.463

0.000
0.000

Other

Training
HRM

-0.358
0.912

0.423
0.005

0.025
0.463

1.000
0.000

Training

HRM
Other

1.225
0.379

0.000
0.580

HRM

Training
Other

-0.396
-0.223

0.190
0.770

-1.225
-0.846

0.000
0.013

Other

Training
HRM

-0.379
0.846

0.580
0.013

Training

HRM
Other

-0.173
0.856
0.223
0.770
Delivering Training
0.789
0.000
0.196
0.762

0.947
0.825

0.000
0.000

HRM

Training
Other

-0.789
-0.593

0.000
0.087

-0.947
-0.122

0.000
1.000

Other

Training
HRM

-0.825
0.122

0.000
1.000

Training

HRM
Other

-0.196
0.762
0.593
0.087
Measuring and Evaluating
0.758
0.000
0.152
0.816

1.042
0.956

0.000
0.000

HRM

Training
Other

-0.758
-0.606

0.000
0.043

-1.042
-0.086

0.000
1.000

Other

Training
HRM

-0.152
0.606

0.816
0.043

-0.956
0.086

0.000
1.000

Improving Human Performance
0.396
0.190
0.173
0.856
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Table 6 (Continued)
Discipline (I)

Discipline (J)

(I-J)*
Sig.*
Facilitating Organizational Change
0.413
0.090
-1.204
0.000

(I-J)**

Sig.**

Training

HRM
Other

0.417
-0.746

0.003
0.000

HRM

Training
Other

-0.417
-1.163

0.003
0.000

Other

Training
HRM

0.746
1.163

0.000
0.000

Training

HRM
Other

0.113
-0.067

1.000
1.000

HRM

Training
Other

-0.564
-0.747

0.002
0.005

-0.113
-0.180

1.000
1.000

Other

Training
HRM

0.720
0.005

0.067
0.180

1.000
1.000

HRM
Other

-0.183
0.747
Coaching
0.539
0.023

Training

0.010
0.996

0.039
-0.169

1.000
1.000

HRM

Training
Other

-0.539
-0.516

0.010
0.118

-0.039
-0.208

1.000
0.903

Other

Training
HRM

0.169
0.208

1.000
0.903

Training

HRM
Other

-0.234
-1.446

0.193
0.000

HRM

Training
Other

-0.214
-1.439

0.441
0.000

0.234
-1.212

0.193
0.000

Other

Training
HRM

1.225
1.439

0.000
0.000

1.446
1.212

0.000
0.000

-0.413
-1.617

0.090
0.000

1.204
0.000
1.617
0.000
Managing the Learning Function
0.564
0.002
-0.183
0.720

-0.023
0.996
0.516
0.118
Managing Organizational Knowledge
0.214
0.441
-1.225
0.000
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Table 6 (Continued)
Discipline (I)

Discipline (J)

(I-J)*
Sig.*
(I-J)**
Career Planning and Talent Management
-0.277
0.430
-0.860
-0.735
0.060
-0.096

Sig.**

Training

HRM
Other

HRM

Training
Other

0.277
-0.458

0.430
0.326

0.860
0.764

0.000
0.002

Other

Training
HRM

0.735
0.458

0.060
0.326

0.096
-0.764

1.000
0.002

0.000
1.000

Note. p=0.05. (I-J) refers to the mean difference. (I-J)* indicates that the mean difference is significant at the 0.05
level for the current expertise levels. (I-J)** indicates that the mean difference is significant at the 0.05 level for the
current importance levels. (Sig.*) indicates the observed significance level for the current expertise levels. (Sig.**)
indicates the observed significance level for the current importance levels.

Highest level of education completed. For all of the nine competencies, there were no
significant differences among professionals with a Bachelor, Master and Doctorate degrees. In
other words, practitioners, with a four-year degree or higher, hold similar expertise levels across
the competencies. However, there were some statistical differences between people with an
Associate degree and the other groups. In fact, the expertise levels for people with an Associate
degree vary with each competency when compared to the other groups. More detailed
information can be found in Table H8.
Competency Importance Post-Hoc Tests of Multiple Comparisons
Work disciplines. Table 6 shows the post-hoc (Dunett’s C test) results competency
importance across the work disciplines. Outcomes from this Table 6 reveal that all of the
practitioners, regardless of their work disciplines, had similar ratings when it comes to Coaching
and Managing the Learning Function competencies. However, Ivorian HRD practitioners in the
Training discipline perceived five competencies to be most important for their jobs than did
professionals in the HRM and the Other disciplines. Finally, people in the Training discipline
viewed Facilitating Organization Change and Managing Organization Knowledge competencies
as least important when compared to people in the Other discipline.
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Years of professional experiences. There were no significance differences of competency
importance among all of the professionals, regardless of their years of experiences, in the five
following competencies: Designing Training, Measuring and Evaluating, Managing the Learning
Function, Coaching and Career Planning and Talent Management. For the remaining four
competencies, most people under five years of experiences perceived them to be less important
than people who had over 10 years of experiences. However, with regard to Managing
Organization Knowledge competency, professionals who possessed experiences between six and
ten years had similar ratings as people under five years of professional experiences (Table I9).
Highest education completed. All of the four groups had similar ratings for four
competencies. However, with regards to Designing Learning, Improving Human Performance,
and Measuring and Evaluating competencies, individuals with an Associate degree viewed these
competencies to be less important than individuals with a Bachelor, Master and Doctorate degree
(Table I10).
Research Question Four
What competencies are perceived to have the most
needs for training and development?
It was assumed that the gap (mean difference) between the current expertise level and the
current importance represented the need for the competency. Therefore, the larger the mean
difference, the more the competency would be needed. Paired t-tests were used to analyze the
research of this research question. The findings for this research question will provide
information about what essential competencies Ivorian HRD practitioners in banks should
develop in order to prepare themselves for their current positions. This section is divided in two
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parts: a) most-needed competencies across the competencies, and b) most-needed competencies
across the three demographic groups.
Most-needed Competencies across the HRD Competencies
Figure 4 shows the mean differences of the competencies. The findings reveal that for all
of the nine competencies, the ratings for the competency importance were higher than the ratings
for expertise levels. In addition, data from Table 7 indicate that all of the observed significant
differences (Sig.**) were lower than p=0.05. That means that any differences found were
significant. This Table 7 also shows the paired T-test results between current proficiency and
current importance. For individual competency, the mean differences ranged from 0.59 to 1.41.
The top three most-needed competencies among the nine HRD competencies were: Measuring
and Evaluating (md=1.41), Designing Learning (md=1.34) and Delivering Training (md=1.32).
By contrast, Coaching (md=.74), Managing the Learning Function (md=.68) and Improving
Human Performance (md=.59) were ranked as the three least-needed competencies.
Most-needed Competencies across the Demographic Groups
Table H3, Table H4 and Table H5 show the competencies needed across the three
demographic groups. From each of the tables, the paired t-tests (that is the mean differences) of
the following three competencies (Designing Learning, Delivering Training and Measuring and
Evaluating) have the top three scores in each of the demographic group. Therefore, the findings
from these three tables indicate that, the majority of bank professionals, regardless of the
demographic groups they belonged to, perceived these three competencies to have the most
needs for training and development.
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Figure 4.
Mean Differences between Importance and Expertise of the Competencies
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Table 7
Paired T-test Results between Expertise and Importance
Importance
__________

Expertise
__________

M

SD

M

SD

md*

Sig.**

Measuring and Evaluating

4.14

0.80

2.72

0.82

1.41

0.000

Designing Learning

4.79

0.42

3.45

1.03

1.34

0.000

Delivering Training

4.30

0.75

2.98

0.90

1.32

0.000

Career Planning and Talent Management

4.14

0.78

2.87

0.98

1.27

0.000

Facilitating Organizational Change

4.02

0.67

2.94

0.98

1.09

0.000

Managing Organizational Knowledge

3.70

0.73

2.85

0.88

0.85

0.000

Coaching

3.61

0.63

2.86

0.81

0.74

0.000

Managing the Learning Function

3.59

0.66

2.90

0.76

0.68

0.000

Improving Human Performance

3.64

1.07

3.05

0.98

0.59

0.000

Competencies

Note. md *(or mean differences) = mean of (Importance – Expertise).
Sig**: the probability of obtaining a t statistic whose absolute value is equal to or greater than the obtained
t statistic (p = .05). Sig** is the observed significance level.

Summary
The demographic information of the respondents includes: their work disciplines, their
years of professional experiences in the HRD field, their highest level of education completed
and their major of highest education level. The survey respondents rated each competency in
terms of their perceived level of expertise. The overall expertise levels for the top two
competencies, Designing Learning and Improving Human Performance, were higher than the
competent level (that is, rated 3.0 or above). The overall expertise levels for the remaining seven
competencies were below the competent level. However, when examined across the three
demographic groups, the rankings of the competencies show some differences in expertise levels.
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In terms of importance degrees, all the competencies were important (that is, having an
average importance rating of 3.0 or higher). The top four important competencies were:
Designing Learning, Delivering Training, Career Planning and Talent Management and
Measuring and Evaluating. The rankings of the competencies show also some differences in
importance across the demographic groups. Because the rankings of the competencies indicate
some differences in expertise levels and importance across the three demographic groups, the
researcher determined whether these differences were significant, and also narrowed down the
findings regarding exactly where differences existed.
Finally, the findings revealed that for all of the nine competencies, the ratings for the
competency importance were higher than the ratings for proficiency levels. The top three mostneeded competencies among the nine HRD competencies were: Measuring and Evaluating,
Designing Learning and Delivering Training. By contrast, Coaching, Managing the Learning
Function and Improving Human Performance were ranked as the three least-needed
competencies.
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CHAPTER 5

DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS
This chapter includes four major sections. First: a restatement of the research purposes;
second: discussions and conclusions; third: implications; and fourth: recommendations for
practice and future research.
Restatement of the Research Purposes
The purposes of this study were to identify how Ivorian HRD professionals in banks
perceived their current expertise levels of the HRD competencies, and how these professionals
perceived the importance of these competencies needed to be successful in their occupations. In
addition, this study determined competencies that are perceived to have the most needs for
training and development, and investigated any differences in perceptions on competency
expertise and importance according to the study subjects’ work disciplines, years of professional
experiences and the highest education completed.
Discussions and Conclusions
The main HRD discipline of the research respondents was in Training. About one-fourth
of the respondents indicated that their discipline was in HRM. About one-sixth of them referred
to their work discipline as being a Generalist. With respect to professional experiences in HRD,
the majority of the respondents had less than five years of professional experiences. In terms of
education degrees, more than 70% of the respondents had a 4-year undergraduate degree or
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higher. Finally, findings about the educational background of the 94 research participants
revealed that the majority of the respondents had a degree in Business and Management. None of
them had a degree in HRD or in any related fields such as HRM and HR. These results show that
most Ivorian HRD professionals in banks work without possessing formal academic trainings in
HRD/HR. This situation points out a need for the development of appropriate academic degree
programs in universities and colleges in Cote d’Ivoire.
In terms of expertise levels of the HRD competencies, it is important to understand the
difference between being competent and being expert. H. Dreyfus and S. Dreyfus (1986) and S.
Dreyfus (2004) have suggested that adults progress through five stages as they develop their
professional skills: (a) novice; (b) advanced beginner; (c) competent; (d) proficient; and (e)
expert. These levels of the performance model help one to visualize the progress of individuals
from novice to expert. Competency-based instruction is designed to help an individual reach a
competent level, and the individual may continue to acquire his or her proficiency and expertise
through additional learning and work experiences (Dreyfus; 2004). Findings from the current
research indicated that the study respondents viewed their overall expertise levels of the
competencies below the competent level, except for Designing Learning and Improving Human
Performance competencies. These results show that these professionals performed the majority
of their tasks without highly developed competencies. These findings are consistent with
previous research from H. Dreyfus and S. Dreyfus (1986) and S. Dreyfus (2004). Therefore,
there is an urgent need to develop a competency-based instruction for HRD professionals in
Ivorian banks to help individuals reach a competent level.
When examined across the three demographic groups, the rankings of the competencies
show some differences in expertise levels. For instance, practitioners in the Training discipline
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perceived their expertise levels to be higher than those in the other groups (HRM and Others) in
most of the competencies, with the top two being Designing Learning and Delivering Training.
After all, the profession was born with a training focus, and it remains a mainstay. With regards
to the years of professional experiences, individuals with the least experiences perceived their
expertise levels to be lower than those of people with more experiences. These results are
consistent with a significant number of studies that showed that employees’ frequency of
practice (experiences) influence their job performance levels (Booth, 1991; Noe, 2002; Zheng,
Hyland & Soosay, 2007). In other words, the least professional experiences an employee
possesses, the least the job performance level will be perceived. These findings are noteworthy
because the majority of HRD professionals in banks have less than five years of professional
experiences. It is therefore important for Ivorian banks to provide the same growth opportunities
for all of their HRD practitioners in order to better manage their skills and knowledge gaps.
Regarding the importance degree of competencies, the current study participants viewed
all nine HRD competencies as important for their job success (that is, having an average
importance rating of 3.0 or higher). The top two important competencies were: Designing
Learning and Delivering Training. One could conclude that these professionals provided higher
importance for Designing Learning and Delivering Training because they spend more time in
these competencies. However it is important to note that time spent and importance are not
synonymous. In fact, according to Bernthal et al. (2004), it is possible to spend very little time in
areas that are essential to effective job performance and vice versa.
When examined across the demographic groups, the rankings of the competencies show
some differences in importance. In fact, the outcomes reveal that all of the practitioners,
regardless of their work disciplines, had similar ratings when it comes to Coaching and
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Managing the Learning Function competencies. However, Ivorian HRD practitioners in the
Training discipline perceived five competencies to be most important for their jobs than did
professionals in the HRM and the Other disciplines. Finally, people in the Training discipline
viewed Facilitating Organization Change and Managing Organization Knowledge competencies
as least important when compared to people in the Other discipline. With regards to years of
professional experiences, there were no significance differences of competency importance
among all of the professionals, regardless of their years of experiences, in the five following
competencies: Designing Training, Measuring and Evaluating, Managing the Learning Function,
Coaching and Career Planning and Talent Management. For the remaining four competencies,
most people under five years of experiences perceived them to be less important than people who
had over 10 years of experiences. However, with regard to Managing Organization Knowledge
competency, professionals who possessed experiences between six and ten years had similar
ratings as people under five years of professional experiences. In terms of highest education
completed, all of the practitioners had similar ratings for four competencies. However, with
regards to Designing Learning, Improving Human Performance, and Measuring and Evaluating
competencies, individuals with an Associate degree viewed these competencies to be less
important than individuals with a Bachelor, Master and Doctorate degree.
In terms of the most-needed competencies, the findings of this research revealed that for
all of the nine competencies, the ratings for the competency importance were higher than the
ratings for expertise levels. The top three most-needed competencies among the nine HRD
competencies were: Designing Learning, Delivering Training and Measuring and Evaluating.
These results do not change regardless of the demographic groups the practitioners belonged to.
By contrast, Coaching, Managing the Learning Function and Improving Human Performance
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were ranked as the three least-needed competencies. These findings indicate that Ivorian HRD
professionals in banks have deep roots in the training field. They immediately think of learning
solutions when addressing human performance issues. These findings also suggest that these
professionals put little effort towards creating interventions to improve human performance and
learning, nor do they pay much attention to choosing proper interventions for the workplace. It is
important to note that, although, the profession originated as training with an emphasis on
equipping employees with the knowledge and skills they need to do their work, there is a major
shift in thinking about the competencies essential for professionals’ success. In fact, studies
indicate that the HRD field has gradually moved away from a single area of focus (training) to an
emphasis on learning and performance as means to improving human performance (Bernthal et
al.;2004). Performance improvement might include the investigation of work processes as well
as skill and knowledge improvement. More than ever before, it is now expected from HRD
professionals to understand the business and align learning, development, performance
improvement strategies, and evaluation with overall business strategies in order to contribute to
enhanced business results.
Finally, when comparing the results of this current study to those of the original United
States (U.S.) study (Bernthal, et al. 2004), there were some similarities in the two results even
though the ranking of the results were different. In fact, all nine competencies were perceived as
important for their job success (that is, having an average importance rating of 3.0 or higher) by
HRD practitioners from both countries. In addition, the three competencies – Designing
Learning, Delivering Training and Measuring and Evaluating – were listed as the most-needed
competencies by professionals in both countries. However, unlike Ivorian professionals who
chose Human Performance Improvement as least important, American practitioners viewed that
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competency as the second most important competency. These findings confirm the fact that
professionals in the Cote d’Ivoire do not consider a variety of interventions when addressing
human performance issues.
Implications
This study will contribute to the HRD profession in several ways. First, it can provide
direction and a conceptual foundation for Ivorian HRD professionals, and can be used to develop
and promote the profession in Cote d’Ivoire. Second, the results of this study can be used by
these practitioners for self-assessment to identify and address professionals training and
developmental needs. Third, banks can use this research information to design programs for
selection and performance evaluations. Other businesses can used these study results as a base to
develop their own HRD competencies. Fourth, educational institutions can apply the results of
this research to develop appropriate programs and courses in order to better prepare students to
become HRD professionals in the workplace.
Recommendations
The following recommendations are based on this study’s results:
First, the overall expertise levels of the competencies for Ivorian HRD professionals in
banks are below the competent level. It is recommended that these practitioners use every
learning opportunity to develop a higher expertise level. Banks should also provide their
employees with opportunities that could allow these professionals to acquire their proficiency
and expertise through additional learning and work experiences.
Second, HRD programs in Ivorian banks have been mainly focused on training for
current business needs. It is recommended that practitioners remove the walls built by the
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traditional notion of HRD (training), and begin to initiate a new vision by incorporating
performance and learning in their decision making (human performance improvement).
Third, due to limited HRD/HR-related academic units available in Cote d’Ivoire, a
majority of professionals work without formal education training in HRD. Therefore, it is
recommended that that country develop academic degree programs in HRD and performance
technologies.
Fourth, this current study used quantitative data only. It is encouraged that any follow-up
researcher uses both quantitative and qualitative data such as in-depth interviews and field
observations.
Sixth, this study determined differences in perceptions across demographic groups (work
disciplines, years of professional experiences and highest education completed). Further
investigations on the actual causes of different perceptions across these demographic groups can
be carried out.
Seventh, this research may be replicated in other businesses in Cote d’Ivoire to permit
generalization of competency profile of HRD professionals in that country.
Eighth, very few related HRD/HRM studies have been conducted in African countries.
Therefore, it is encouraged to replicate this research in other African countries. Research may be
expanded to examine any variables that may have an effect on the differences of perceptions
across the competencies in these countries.
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APPENDIX A

HRD FOUNDATIONAL COMPETENCIES
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Foundational Competencies

Description

Building Trust

Interacting with others in a way that gives them confidence in
one’s intentions and those of the organization.

Communicating Effectively

Expressing thoughts, feelings, and ideas in a clear, concise,
and compelling manner in both individual and group
situations; actively listening to others; adjusting style to
capture the attention of the audience; developing and
deploying targeted communication strategies that inform and
build support.

Influencing Stakeholders

Selling the value of learning or the recommended solution as
a way of improving organizational performance; gaining
commitment to solutions that will improve individual, team,
and organizational performance.

Leveraging Diversity

Appreciating and leveraging the capabilities, insights, and
ideas of all individuals; working effectively with individuals
having diverse styles, abilities, motivations, and backgrounds
(including cultural differences).

Networking and Partnering

Developing and using a network of collaborative
relationships with internal and external contacts to leverage
the workplace learning and performance strategy in a way
that facilitates the accomplishment of business results.

Analyzing Needs and Proposing
Solutions

Identifying and understanding business issues and client
needs, problems, and opportunities; comparing data from
different sources to draw conclusions; using effective
approaches for choosing a course of action or developing
appropriate solutions; taking action that is consistent with
available facts, constraints, and probable consequences.

Applying Business Acumen

Understanding the organization’s business model and
financial goals; utilizing economic, financial, and
organizational data to build and document the business case
for investing in workplace learning and performance
solutions; using business terminology when communicating
with others.
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Foundational Competencies

Description

Driving Results

Identifying opportunities for improvement and setting welldefined goals related to learning and performance solutions;
orchestrating efforts and measuring progress; striving to
achieve goals and produce exceptional results.

Planning and Implementing
Assignments

Developing action plans, obtaining resources, and completing
assignments in a timely manner to ensure that workplace
learning and performance goals are achieved.

Thinking Strategically

Understanding internal and external factors that impact
learning and performance in organizations; keeping abreast of
trends and anticipating opportunities to add value to the
business operating from a systems perspective in developing
learning and performance strategies and building alignment
with business strategies.

Demonstrating Adaptability

Maintaining effectiveness when experiencing major changing
in work tasks, the work environment, or conditions affecting
the organization (for example, economic, political, cultural,
or technological); remaining open to new people, thoughts,
and approaches; adjusting effectively to work within new
work structures, processes, requirements, or cultures.

Modeling Personal Development

Actively identifying new areas for one’s own personal
learning; regularly creating and taking advantage of learning
opportunities; applying newly gained knowledge and skill on
the job.

Note: Used with permission from Bernthal, P.R., Colteryahn, K., Davis, P., Naughton, J., Rothwell, W.J., & Wellins, R.
(2004). ASTD competency study: Mapping the future. Alexandria, VA: American Society for Training and Development.
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HRD AREAS OF EXPERTISE (AOEs) AND DESCRIPTIONS
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Areas of Expertise (AOEs)

Description

Designing Learning

Designing, creating, and developing learning interventions to
meet needs; analyzing and selecting the most appropriate
strategy methodologies, and technologies to maximize the
learning experience and impact.

Improving Human Performance

Applying a systematic process of discovering and analyzing
human performance gaps; planning for future improvements
in human performance; designing and developing costeffective and ethically justifiable solutions to close
performance gaps; partnering with the customer when
identifying the opportunity and the solutions; implementing
the solution; monitoring the change; evaluating the results.

Delivering Training

Delivering learning solutions (for example, course, guided
experience) in a manner that both engages the learner and
produces desired outcomes; managing and responding to
learner needs; ensuring that the learning solution is made
available or delivered in a timely and effective manner.

Measuring and Evaluating

Gathering data to answer specific questions regarding the
value or impact of learning and performance solutions;
focusing on the impact of individual programs and creating
overall measures of system effectiveness; leveraging findings
to increase effectiveness and provide recommendations for
change.

Facilitating Organizational
Change

Leading, managing, and facilitating change within
organizations.

Managing the Learning Function

Providing leadership in developing human capital to execute
the organization’s strategy; planning, organizing, monitoring,
and adjusting activities associated with the administration of
workplace learning and performance.

Coaching

Using an interactive process to help individuals and
organizations develop more rapidly and produce more
satisfying results; improving others’ ability to set goals, take
action, make better decisions, and make full use of their
natural strengths.

95
Areas of Expertise (AOEs)

Description

Managing Organizational
Knowledge

Serving as a catalyst and visionary for knowledge sharing;
developing and championing a plan for transforming the
organization into a knowledge-creating entity; initiating,
driving, and integrating the organization’s knowledge
management efforts.

Career Planning and Talent
Management

Ensuing that employees have the right skills to meet the
strategic challenges of the organization; assuring the
alignment of individual career planning and organization
talent management processes to achieve an optimal match
between individual and organizational needs; promoting
individual growth and organizational renewal.

Note: Used with permission from Bernthal, P.R., Colteryahn, K., Davis, P., Naughton, J., Rothwell, W.J., & Wellins, R.
(2004). ASTD competency study: Mapping the future. Alexandria, VA: American Society for Training and Development.
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HRD COMPETENCIES AND KEY ACTIONS
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Competencies / AOE
Building Trust

Communicating
Effectively

Influencing
Stakeholders

Leveraging Diversity

Networking and
Partnering

Analyzing Needs and
Proposing Solutions

Applying Business
Acumen

Driving Results

Key Actions
Operate with integrity
Disclose position
Maintain confidentiality
Lead by example
Treat people fairly
Ensure compliance with legal, ethical, and regulatory requirements
Develop and deploy effective communication strategies
Deliver clear messages
Present with impact
Adjust message content and delivery
Demonstrate active listening
Invite dialogue
Create clear written communication
Master multiple communication methods
Analyze stakeholder perspectives
Establish a marketing strategy
Communicate a strong value proposition
Build energy and support
Gain commitment to the solution
Convey respect for different perspectives
Expand own awareness
Adapt behavior to accommodate others
Champion diversity
Leverage diverse contribution
Accommodate global differences
Network with others
Benchmark and share best practices
Establish common goals
Develop partnering relationship
Generate new collaborative possibilities
Gather information about client needs
Diagnose learning and performance issues
Generate multiple alternatives
Search for innovative solutions
Choose appropriate solution(s)
Recognize impact
Propose solution(s)
Understand the business
Understand business operations
Apply financial data
Use business terminology to gain credibility
Recognize business priorities
Create a value proposition
Advance the learning and performance business agenda
Target improvement opportunities
Establish goals and objectives
Orchestrate effort to achieve results
Overcome obstacles
Provide courageous leadership

98
Competencies / AOE
Planning and
Implementing
Assignments

Thinking
Strategically

Demonstrating
Adaptability

Modeling Personal
Development

Designing Learning

Improving Human
Performance

Key Actions
Establish parameters and forecasts outcomes
Use planning tools to create project plans
Manage budget
Determine tasks and resources
Plan for contingencies
Mobilize resources
Manage time
Track progress and ensure completion
Understand external factors impacting learning and performance
Understand the organizational context for learning and performance
Recognize act on emerging opportunities
Build strategic alignment
Develop learning and performance strategies
Operate from a systems perspective
Seek to understand changes
Approach change positively
Remain open to different ideas and approaches
Adjust behavior
Adapt to handle implementation challenges
Model self-mastery in learning
Seek learning activities
Take risks in learning
Maximize learning opportunities
Apply new knowledge or skill
Maintain professional knowledge
Apply cognition and adult learning
Collaborate with others
Conduct a needs assessment
Design a curriculum or program
Create designs or specifications for instructional material
Analyze and select technologies
Integrate technology options
Develop instructional materials
Evaluate learning design
Manage others
Manage and implement projects
Analyze systems
Conduct performance analysis
Conduct cause analysis
Gather data
Identify the customer
Incorporate customer/stakeholder needs
Select solutions
Manage and implement projects
Build and sustain relationships
Evaluate results against organizational goals
Monitor change
Use feedback skills
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Competencies / AOE

Key Actions

Delivering Training

Prepare for training delivering
Align learning solutions with course objectives and learner needs
Convey objectives
Deliver various learning methodologies
Facilitate learning
Encourage participation and build learner motivation
Establish credibility as instructor
Manage the learning environment
Deliver constructive feedback
Ensure learning outcomes
Evaluate solutions
Identify customer expectations
Select or design appropriate strategies, research design, and measures
Communicate and gain support for the measurement and evaluation
plan
Manage data collection
Analyze and interpret data
Report conclusions and make recommendations based on findings
Establish sponsorship and ownership for change
Create a contract for change
Conduct diagnostic assessments
Provide feedback
Facilitate strategic planning for change
Build involvement
Support the change intervention
Integrate change into organizational culture
Manage consequences
Evaluate change results
Model mastery of leading change
Establish a vision
Establish strategies
Implement action plans
Develop and monitor the budget
Manage staff
Model leadership in developing people
Manage external resources
Ensure compliance with legal, ethical, and regulatory requirements

Measuring and
Evaluating

Facilitating
Organizational
Change

Managing the
Learning Function
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Competencies / AOE
Coaching

Key Actions

Meet ethical guideline and professional standards
Establish coaching agreement
Establish trust and intimacy with the client
Display coaching presence
Demonstrate active listening
Ask powerful questions
Use direct communication
Create awareness
Design actions
Develop goals and plans
Manage progress and accountability
Modeling Personal
Model self-mastery in learning
Development
Seek learning activities
Take risks in learning
Maximize learning opportunities
Apply new knowledge or skill
Maintain professional knowledge
Managing
Champion knowledge management (KM)
Organizational
Benchmark KM best practices and lessons learned
Knowledge
Create a KM infrastructure
Leverage technology
Manage information life cycle
Encourage collaboration
Establish a knowledge culture
Design and implement KM solutions
Transform knowledge into learning
Evaluate KM success
Career Planning and
Create success profiles
Talent Management
Identify capability requirements
Coordinate succession planning
Implement individual and organizational assessments
Facilitate the career development planning process
Organize delivery of developmental resources
Initiate strategic development programs
Equip managers to develop their people
Promote high-performance workplaces
Administer performance management systems
Conduct career counseling sessions
Facilitate career transitions
Note: Used with permission from Bernthal, P.R., Colteryahn, K., Davis, P., Naughton, J., Rothwell, W.J.,
& Wellins, R. (2004). ASTD competency study: Mapping the future. Alexandria, VA: American Society
for Training and Development.
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February 15, 2010

Dear Sir/Madam:
I am a Ph.D. candidate majoring in Technology Management with a specialization in Human
Resource Development & Industrial Training at Indiana State University in the United States. I
would like to invite you to participate in my research. This is a survey for my doctoral
dissertation titled “The HRD Competencies as perceived by the Human Resource Development
Professionals in banks in Cote d’Ivoire”.
The purposes of this study are to identify how Ivorian HRD professionals in banks perceive their
current expertise levels of the HRD competencies, and how these professionals perceive the
importance of the HRD competencies needed to be successful in HRD occupations. In addition,
this study tries to determine competencies that are perceived to have the most needs for training
and development.
Your help is greatly needed in this study. You will be asked some basic background information
and nine Liker-style questions. A list of key actions for each competency will be mailed along
with the research questionnaire as additional resource to better understand each competency.
These key actions clearly spell out how the competencies might be observed or demonstrated on
the job, providing a much clearer understanding of what HRD professionals actually do. You
may need not more than 10 minutes to complete the questionnaire.
There are no risks in participation in this research. There are some potential benefits for you. By
answering this questionnaire, you can review what competencies are required for HRD
professionals in banks and examine what competencies you possess. In addition, the results of
this study will identify what competencies are most important to you and address your training
and development needs. Banks can use the study results to design programs for selection and
professional development for HRD professionals. Colleges and universities can apply the results
of this research to develop programs and courses in order to prepare students to become HRD
professionals in the workplace. Finally, the results of this research will provide direction and a
conceptual foundation for Ivorian HRD professionals, and will be used to develop and promote
the profession in Cote d’Ivoire.
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Your participation in this study is voluntary. You can withdraw your participation at any time.
There will be no consequences if you decide not to participate. In addition, your responses will
remain anonymous. No identification is required in completing this survey and no one will be
able to attribute any responses to you. All data will be reported in group form.
You have the right to ask questions about the research. I will be happy to answer them for you. I
can be reached at akonan@alumni.indstate.edu.
Please return the questionnaire to me in the enclosed stamped envelope in two weeks. You must
be 18 years of age or older to participate in this study.
I appreciate the time that you take to complete this survey. Please keep this letter as your record.
Sincerely,

Affoue Konan
Ph.D. Candidate
Indiana State University
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SELF-ASSESSMENT FOR HRD PROFESSIONALS

Please read the instructions carefully before answering the questions. Your name is not
required. Please don’t place any identifying marks on the questionnaire to protect your
anonymity.

Section 1:
Instruction: Please indicate your responses by checking or filling in the blank the most
correct answer as appropriate.

RESEARCH QUESTIONNAIRE

1. How many years of professional experiences do you have in the human resource development
(HRD) field?
Year (s)

Month (s)

2. Which one of the following best describes your human resource development discipline?
Training
Organization Development
Human Resource Management
Generalist
Other
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3. Which one of the following best describes the highest level of education completed?
Associate
Bachelor
Master
Doctorate
Other

4. Which one of the following best describes the major of your highest level of education
completed?
Economy
Literature
Law
Social Science
Business & Management
Criminology
Other
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Section 2
HRD COMPETENCIES

Instruction: The following lists contain competencies (i.e. key areas of knowledge and
skills) that enable people to succeed in Human Resource Development related works.
The scale My level of Expertise is designed to measure your perceive level of expertise
in each competency. Please use the following rating scale for your responses:
1: Novice: No knowledge of the competency.
2: Advanced beginner: Little knowledge / I possess general understanding of key
principles.
3: Competent: Have knowledge about the competency. I am capable of working within
coaching, in simple and repetitive situations.
4: Proficient: I possess a good understanding and exercise the skills to function in a broad
range of moderately complex situation.
5: Expert: I possess substantial proficiency and can work in complex and varied situation.
The scale Current Importance is designed to measure the level of importance you place
on each competency as it currently relates to your specific job function. Please use the following
rating scale for your responses:
1: Not Important.
2: Slightly Important.
3. Important.
4. Very Important.
5. Extremely Important.
Competencies
Designing Learning:
Designing, creating, and developing learning interventions
to meet needs; analyzing and selecting the most appropriate
strategy methodologies, and technologies to maximize the
learning experience and impact.
Improving Human Performance: Applying a systematic
process of discovering and analyzing human performance
gaps; planning for future improvements in human
performance; designing and developing cost-effective and
ethically justifiable solutions to close performance gaps;
partnering with the customer when identifying the
opportunity and the solutions; implementing the solution;
monitoring the change; evaluating the results.

Level of
Expertise

Current
Importance

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

107
Competencies
Delivering Training:
Delivering learning solutions (for example, course, guided
experience) in a manner that both engages the learner and
produces desired outcomes; managing and responding to
learner needs; ensuring that the learning solution is made
available or delivered in a timely and effective manner.
Measuring and Evaluating:
Gathering data to answer specific questions regarding the
value or impact of learning and performance solutions;
focusing on the impact of individual programs and creating
overall measures of system effectiveness; leveraging
findings to increase effectiveness and provide
recommendations for change.
Facilitating Organizational Change:
Leading, managing, and facilitating change within
organizations.
Managing the Learning Function:
Providing leadership in developing human capital to execute
the organization’s strategy; planning, organizing,
monitoring, and adjusting activities associated with the
administration of workplace learning and performance.
Coaching: Using an interactive process to help individuals
and organizations develop more rapidly and produce more
satisfying results; improving others’ ability to set goals, take
action, make better decisions, and make full use of their
natural strengths.
Managing Organizational Knowledge:
Serving as a catalyst and visionary for knowledge sharing;
developing and championing a plan for transforming the
organization into a knowledge-creating entity; initiating,
driving, and integrating the organization’s knowledge
management efforts.
Career Planning and Talent Management:
Ensuing that employees have the right skills to meet the
strategic challenges of the organization; assuring the
alignment of individual career planning and organization
talent management processes to achieve an optimal match
between individual and organizational needs; promoting
individual growth and organizational renewal.

Level of
Expertise

Current
Importance

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

Note: Used with permission from Bernthal, P.R., Colteryahn, K., Davis, P., Naughton, J., Rothwell, W.J., & Wellins, R.
(2004). ASTD competency study: Mapping the future. Alexandria, VA: American Society for Training and Development.

Thank you for your participation.
Please return this survey by mail to:
Affoue Konan
Local P.O. Box Address
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ADDITIONAL RESOURCES

Please use the table below to better understanding each competency listed in the survey.
The key actions spells out how the competencies might be observed or demonstrated on the job,
providing a much clearer understanding of what HRD professionals actually do.
Competencies / AOE

Key Actions

Designing Learning

Apply cognition and adult learning
Collaborate with others
Conduct a needs assessment
Design a curriculum or program
Create designs or specifications for instructional material
Analyze and select technologies
Integrate technology options
Develop instructional materials
Evaluate learning design
Manage others
Manage and implement projects
Analyze systems
Conduct performance analysis
Conduct cause analysis
Gather data
Identify the customer
Incorporate customer/stakeholder needs
Select solutions
Manage and implement projects
Build and sustain relationships
Evaluate results against organizational goals
Monitor change
Use feedback skills
Prepare for training delivering
Align learning solutions with course objectives and learner needs
Convey objectives
Deliver various learning methodologies
Facilitate learning
Encourage participation and build learner motivation
Establish credibility as instructor
Manage the learning environment
Deliver constructive feedback
Ensure learning outcomes
Identify customer expectations
Select or design appropriate strategies, research design, and measures
Communicate and gain support for the measurement, evaluation plan
Manage data collection
Analyze and interpret data
Report conclusions and make recommendations based on findings

Improving Human
Performance

Delivering Training

Measuring and
Evaluating
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Competencies / AOE
Facilitating
Organizational
Change

Managing the
Learning Function

Coaching

Modeling Personal
Development

Managing
Organizational
Knowledge

Key Actions
Establish sponsorship and ownership for change
Create a contract for change
Conduct diagnostic assessments
Provide feedback
Facilitate strategic planning for change
Build involvement
Support the change intervention
Integrate change into organizational culture
Manage consequences
Evaluate change results
Model mastery of leading change
Establish a vision
Establish strategies
Implement action plans
Develop and monitor the budget
Manage staff
Model leadership in developing people
Manage external resources
Ensure compliance with legal, ethical, and regulatory requirements
Meet ethical guideline and professional standards
Establish coaching agreement
Establish trust and intimacy with the client
Display coaching presence
Demonstrate active listening
Ask powerful questions
Use direct communication
Create awareness
Design actions
Develop goals and plans
Manage progress and accountability
Model self-mastery in learning
Seek learning activities
Take risks in learning
Maximize learning opportunities
Apply new knowledge or skill
Maintain professional knowledge
Champion knowledge management (KM)
Benchmark KM best practices and lessons learned
Create a KM infrastructure
Leverage technology
Manage information life cycle
Encourage collaboration
Establish a knowledge culture
Design and implement KM solutions
Transform knowledge into learning
Evaluate KM success
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Competencies / AOE
Career Planning and
Talent Management

Key Actions

Create success profiles
Identify capability requirements
Coordinate succession planning
Implement individual and organizational assessments
Facilitate the career development planning process
Organize delivery of developmental resources
Initiate strategic development programs
Equip managers to develop their people
Promote high-performance workplaces
Administer performance management systems
Conduct career counseling sessions
Facilitate career transitions
Note: Used with permission from Bernthal, P.R., Colteryahn, K., Davis, P., Naughton, J., Rothwell, W.J.,
& Wellins, R. (2004). ASTD competency study: Mapping the future. Alexandria, VA: American Society
for Training and Development.
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APPENDIX E

COVER LETTER AND RESEARCH QUESTIONNAIRE IN FRENCH
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10 Mars 2010

Cher Monsieur / Madame:
Je suis en fin d’annee de mes etudes en doctorat, avec une majeure en gestion de la technologie avec une
spécialisation en développement des ressources humaines et la formation professionnelle à Indiana State University
aux États-Unis. Je voudrais vous inviter à participer à mes recherches. Il s'agit d'une enquête pour ma thèse de
doctorat intitulée “Les compétences en développement des ressources humaines telle qu'elle est perçue par les
professionnels de développement des ressources humaines dans les banques en Côte d'Ivoire".
Les objectifs de cette étude sont de déterminer comment les Ivoiriens professionnels du DRH dans les banques
perçoivent leur niveau d'expertise actuelle des compétences DRH, et comment ces professionnels perçoivent
l'importance de la DRH compétences nécessaires pour réussir dans les métiers des ressources humaines. En outre,
cette étude tente de déterminer les compétences qui sont perçus comme ayant le plus de besoins de formation et de
développement.
Votre aide est grandement nécessaire dans cette étude. Il vous sera demandé quelques informations de base et neuf
questions style. Une liste des actions clés pour chaque compétence sera envoyé avec le questionnaire de recherche
que des ressources supplémentaires afin de mieux comprendre chaque compétence. Ces principales mesures
énoncent clairement la façon dont les compétences pourraient être observé ou démontré sur le tas, à une
compréhension plus claire de ce DRH professionnels font réellement. Vous devrez peut-être pas plus de 10 minutes
pour remplir le questionnaire.
Il n'ya pas de risques dans la participation à cette recherche. Il ya des avantages potentiels pour vous. En répondant à
ce questionnaire, vous pouvez passer en revue ce que sont les compétences nécessaires pour les professionnels du
DRH dans les banques et d'examiner quelles sont les compétences que vous possédez. En outre, les résultats de cette
étude permettra de déterminer quelles sont les compétences les plus importantes pour vous et répondre à vos besoins
de formation et de développement. Les banques peuvent utiliser les résultats de l'étude pour concevoir des
programmes de sélection et de perfectionnement professionnel pour les professionnels des ressources humaines. Les
collèges et les universités peuvent appliquer les résultats de cette recherche pour élaborer des programmes et des
cours afin de préparer les étudiants à devenir des professionnels du DRH dans le lieu de travail. Enfin, les resultants
de cette recherché fournira une orientation et une base conceptuelle pour les professionnels du DRH ivoirien, et
seront utulises pour developer et promouvoir la profession en Cote d’Ivoire.
Votre participation à cette étude est volontaire. Vous pouvez retirer votre participation à tout moment. Il n'y aura pas
de conséquences si vous décidez de ne pas participer. En outre, vos réponses resteront anonymes. Pas
d'identification est nécessaire pour remplir cette enquête et personne ne sera en mesure d'attribuer toutes les réponses
à vous. Toutes les données seront présentées sous forme de groupe.
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Vous avez le droit de poser des questions sur la recherche. Je serai heureuse d'y répondre pour vous. Vous pouvez
me joindre a akonan@alumni.indstate.edu.
S'il vous plaît retourner le questionnaire à moi dans l'enveloppe affranchie en deux semaines. Vous devez avoir 18
ans ou plus pour participer à cette étude.
J'apprécie le temps que vous prenez pour remplir ce questionnaire. S'il vous plaît garder cette lettre dans votre
dossier.

Cordialement,

Affoué Konan
Doctorat Candidat
Indiana State University aux États-Unis
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AUTO-EVALUATION POUR LES PROFESSIONNELS DRH
S'il vous plait, lisez attentivement les instructions avant de répondre aux questions. Votre nom n'est pas nécessaire.
S'il vous plait, ne placez pas de marque distinctive sur le questionnaire afin de protéger votre anonymat.

Section 1:
Instruction: S'il vous plait, indiquez vos réponses en cochant ou en remplissant le vide de la réponse la plus
correcte, le cas échéant.

QUESTIONS DE RECHERCHE
1. Combien d'années d'expérience professionnelle avez-vous dans le développement des ressources humaines (DRH)
sur le terrain?

Annee (s)

Mois

2. Lequel des énoncés suivants décrit le mieux votre discipline de développement des ressources humaines?
Formation Professionnelle
Développement de l’Organisation
Gestion des ressources humaines / Personnel
Généraliste
Autres
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3. Lequel des énoncés suivants décrit le mieux votre plus haut niveau de scolarité?
BTS
Maitrise
Master / Ingenieurie
Doctorat
Autres

4. Lequel des enonces suivants decrit le mieux le majeur de votre plus haut niveau de scolarite?
Economie
Littérature
Droit
Science sociale
Business & Management
Criminologie
Autres
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Section 2
DRH COMPÉTENCES

Instruction: Les listes suivantes contiennent les compétences (c.-à-domaines clés de la connaissance et des
compétences) qui permettent aux gens de réussir à Développement des ressources humaines des ouvrages connexes.

L'échelle Mon niveau d'expertise est conçu pour mesurer votre perception du niveau d'expertise dans chaque
compétence. S'il vous plaît utilisez l'échelle suivante pour vos réponses:
1: Debutant: Je ne possède aucune connaissance de la compétence.
2: Advance débutant: Peu de connaissances / je possède une compréhension générale des principes clés.
3: compétent: Avoir les connaissances sur la compétence. Je suis capable de travailler au sein de l'encadrement, dans
des situations simples et répétitives.
4: Maîtrise: je possède une bonne compréhension et peuxexercer les compétences nécessaires pour fonctionner dans
un large éventail de situation assez complexe.
5: Expert: je possède des compétences considérables et peux travailler dans les situations complexes et variées.

L'importance barème actuel est conçu pour mesurer le niveau d'importance que vous accordez à chacune des
compétences en ce qui concerne l'heure actuelle à votre fonction de travail spécifique. S'il vous plaît utilisez l'échelle
suivante pour vos réponses:
1: Pas important.
2: Peu important.
3. Importants.
4. Très important.
5. Extrêmement important.
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Compétences

Niveau
d'expertise

Actuelle
Importance

Conception d'apprentissage:
Conception, création et développement de
l'apprentissage des interventions pour répondre aux
besoins, l'analyse et la sélection des méthodes stratégie
la plus appropriée, et des technologies afin de
maximiser l'expérience d'apprentissage et de l'impact.

1

2

3

4

5

1

2

3

4

5

Amelioration de la Performance Humaine:
Application d'un processus systématique de découvrir
et d'analyser les écarts de performance de l'homme, la
planification des améliorations futures de la
performance humaine, la conception et le
développement économique et des solutions
éthiquement justifiable pour combler les lacunes; de
partenariat avec le client lors de l'identification de
l'occasion et les solutions ; mise en œuvre de la
solution, la surveillance du changement; l'évaluation
des résultats.

1

2

3

4

5

1

2

3

4

5

Prestation de la formation:
Fournir des solutions d'apprentissage (par exemple,
l'expérience guidée) de manière à produire les résultats
escomptés, la gestion et de répondre aux besoins des
apprenants; veiller à ce que la solution d'apprentissage
soit mis à disposition ou fournis d'une manière
opportune et efficace.

1

2

3

4

5

1

2

3

4

5

Mesure et évaluation:
Collecte de données pour répondre aux questions
spécifiques concernant la valeur ou l'effet des solutions
d'apprentissage et de performance; mettant l'accent sur
l' effet des différents programmes et mesures de
création globale de l'efficacité du système; effet de
levier pour accroître l'efficacité des conclusions et
formuler des recommandations pour le changement.

1

2

3

4

5

1

2

3

4

5

Faciliter le changement organisationnel:
Diriger, gérer, et faciliter le changement au sein des
organisations.

1

2

3

4

5

1

2

3

4

5
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Compétences

Niveau
d'expertise

Actuelle
Importance

Gestion de la fonction d'apprentissage:
Faire preuve de leadership dans le développement du
capital humain à réaliser la stratégie de l'organisation,
la planification, l'organisation, de suivi et d'adapter les
activités liées à l'administration de l'apprentissage et de
la performance.

1

2

3

4

5

1

2

3

4

5

Coaching/Entrainement: A l'aide d'un processus
interactif, aider les individus et les organisations de se
développer plus rapidement et de produire des résultats
plus satisfaisants, l'amélioration de la capacité des
autres à fixer des objectifs, prendre des mesures, à
prendre de meilleures décisions, et de tirer pleinement
parti de leurs atouts naturels.

1

2

3

4

5

1

2

3

4

5

Gestion des connaissances de l'organisation:
Servir de catalyseur et de visionnaire pour le partage
des connaissances, développer et défendre un plan
pour transformer l'organisation en une entité qui crée
des connaissances; l'ouverture, la conduite et
l'intégration des efforts de l'organisation de gestion des
connaissances.

1

2

3

4

5

1

2

3

4

5

Planification de carrière et de gestion des talents:
La suivie des employés pour developper les
compétences nécessaires pour relever les défis
stratégiques de l'organisation, assurer l'alignement de
la planification de carrière individuelle et la gestion
des talents organization, pour réaliser une adéquation
optimale entre les besoins individuels et
organisationnels, la promotion de la croissance
individuelle et de renouvellement organisationnel.

1

2

3

4

5

1

2

3

4

5

Note: Avec la permission de Bernthal, P.R., Colteryahn, K., Davis, P., Naughton, J., Rothwell, W.J., & Wellins, R.
(2004). ASTD competency study: Mapping the future. Alexandria, VA: American Society for Training and Development.

Je vous remercie pour votre participation.
S'il vous plait, retournez le questionnaire par courrier à:
Affoué Konan
a l’adresse locale suivante
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RESSOURCES SUPPLEMENTAIRES

S'il vous plaît utilisez le tableau ci-dessous pour mieux comprendre chacune des compétences énumérées dans
l'enquête.
Les actions-clés indique comment les compétences peuvent être observés ou en démonstration sur le travail,
permettant une compréhension plus claire de ce que les DRH professionnels font réellement.

Compétences

Mesures clés

Conception
d'apprentissage

• Appliquer la cognition et l'apprentissage des adultes
• Collaborer avec les autres
• Procéder à une évaluation des besoins
• Conception d'un programme
• Créez des spécifications pour le matériel didactique
• Analyser les technologies et sélectionnez
• Intégrer les options technologiques
• Développer des matériels pédagogiques
• Évaluer l'apprentissage de conception
• Gérer les autres
• Gérer et mettre en œuvre des projets
• Analyser les systèmes des performances de conduite
• Analyse les causes de conduite
• Recueillir des données
• Identifier les clients
• Intégrer la clientèle / des besoins des intervenants
• Sélectionner des solutions
• Gérer et mettre en œuvre des projets
• Construire et maintenir des relations
• Évaluer les résultats par rapport aux objectifs organisationnels
• Surveiller les changements
• Utiliser les compétences d'évaluation
• Préparer la prestation de la formation
• Aligner les solutions d'apprentissage avec les objectifs du cours et les
besoins des apprenants
• Transmettre des objectifs
• Fournir des diverses méthodes d'apprentissage
• Faciliter l'apprentissage
• Encourager la participation et de construire la motivation des
apprenants
• Établir la crédibilité en tant qu'instructeur
• Gérer l'environnement d'apprentissage
• Fournir une rétroaction constructive
• Assurer les résultats d'apprentissage

Amelioration de la
Performance
Humaine

Prestation de la
formation
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Compétences
Mesurer et évaluer
les attentes des
clients

Faciliter le
changement
organisationnel

Gestion de la
fonction
d'apprentissage

Mesures clés
• Identifier, sélectionnez ou concevoir des stratégies appropriées, de la
recherche, et des mesures
• Communiquer et obtenir un soutien pour la mesure, le plan
d'évaluation
• Gérer la collecte des données
• Analyser et interpréter les conclusions du rapport et formuler des
recommandations fondées sur les résultats
• Mettre en place le parrainage et l'appropriation du changement
• Créer un contrat pour le changement
• Procéder à des évaluations diagnostiques
• Fournir une rétroaction
• faciliter la planification stratégique pour le changement
• Renforcer la participation
• Soutenir l'intervention du changement
• Intégrer le changement dans la culture organisationnelle
• Gérer les conséquences
• Évaluer les résultats de changement
• Modèle de maîtrise de conduite du changement
• Établir une vision
• Établir des stratégies
• Mettre en œuvre des plans d'action
• Elaborer et suivre le budget
• Gérer le personnel
• Gérer les ressources extérieures
• Veiller à la conformité aux exigences juridiques, éthiques et
réglementaires
• Rencontrer les normes d’orientation éthique et professionnelle
• Mettre en place un accord de coaching
• Etablir la confiance et l'intimité avec le client
• Présence de coaching d'affichage
• Démontrer une écoute active
• Poser des questions puissantes
• Utilisez une communication directe
• Créer une sensibilisation
• Élaborer des objectifs et des plans
• Gérer les progrès et la responsabilité
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Compétences

Mesures clés

Coaching
/Entrainement

• Modèle de maîtrise de soi dans l'apprentissage
• Rechercher des activités d'apprentissage
• Prendre des risques dans l'apprentissage
• Maximiser les possibilités d'apprentissage
• Appliquer de nouvelles connaissances ou de compétences
• Maintenir les connaissances professionnelles
• Créer une infrastructure
• Miser sur la technologie
• Gérer le cycle de vie des informations
• Encourager la collaboration
• Mettre en place une culture de la connaissance
• Conception et mise en œuvre de solutions
• Transformer les connaissances en apprentissage
• Évaluer la réussite
• Créer succès
• Identifier les exigences de capacité
• Coordonner la planification de succession
• Mettre en place des évaluations individuelles et organisationnelles
• Faciliter le développement de la carrière du processus de planification
• Organiser la livraison des ressources de développement
• Initier des programmes de développement stratégique
• Doter les gestionnaires à développer leurs personnes
• Promouvoir les lieux de travail à haute performance
• Administrer des systèmes de gestion du rendement
• Mener des séances d'orientation professionnelle
• Faciliter les transitions de carrière

Gestion des
connaissances
organisationnelles

Planification de
carrière et la
gestion des talents
profils

Note: Avec la permission de Bernthal, P.R., Colteryahn, K., Davis, P., Naughton, J., Rothwell, W.J.,
& Wellins, R. (2004). ASTD competency study: Mapping the future. Alexandria, VA: American Society
for Training and Development.
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APPENDIX F

IRB APPROVAL LETTER
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APPENDIX G

DATA PROFILE PREPARATION OF THE SPSS CODE BOOK
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Variable label
Work disciplines

Variable
disciplines

Value
Value label
1
Training
2
Organization Development
3
HRM
4
Generalist
5
Other
Years of professional experiences
years
1
Less than 5 years
2
6 to 10 years
3
10 years and over
Highest level of education completed
education
1
Associate
2
Bachelor
3
Master
4
Doctorate
5
Other
Major of highest education completed
major
1
Economy
2
Criminology
3
Law
4
Literature
5
Social Science
6
Business & Management
7
Other
Rating of Expertise of the nine HRD Competencies
Competency 1:
1
Novice
Designing Learning
2
Advanced beginner
3
Competent
4
Proficient
Same scale applied to competency 1 to
5
Expert
competency 9
Rating of Importance of the nine HRD Competencies
Competency 1:
1
Not important
Designing Learning
2
Slightly important
3
Important
4
Very important
Same scale applied to competency 1 to
5
Extremely important
competency 9
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APPENDIX H

PERCEPTIONS OF THE HRD COMPETENCIES IN TERMS OF
EXPERTISE AND IMPORTANCE
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Figure H1.
Expertise Levels of the Competencies across the Years of Experiences
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Figure H2.
Expertise Levels of the Competencies across the Highest Level of Education
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Table H1
Perceived Competency Importance by Years of Professional Experience (Mean Values).
Competencies

0 to 5

6 to 10

10 and above

Designing Learning

4.62

4.92

4.90

Improving Human Performance

3.00

3.96

4.20

Delivering Training

4.10

4.36

4.50

Measuring and Evaluating

3.97

4.20

4.30

Facilitating Organizational Change

3.64

4.16

4.40

Managing the Learning Function

3.49

3.52

3.77

Coaching

3.49

3.64

3.73

Managing Organizational Knowledge

3.44

3.76

4.00

Career Planing and Talent Management

4.10

4.16

4.17
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Table H2
Perceived Competency Importance by Highest Education Completed (Mean Values)
Competencies

Associate

Bachelor

Master

Doctorate

Designing Learning

4.52

4.88

4.86

4.91

Improving Human Performance

2.83

3.88

4.03

3.55

Delivering Training

3.83

4.36

4.54

4.36

Measuring and Evaluating

3.65

4.28

4.31

4.27

Facilitating Organizational Change

3.61

4.12

4.17

4.18

Managing the Learning Function

3.51

3.60

3.57

3.73

Coaching

3.61

3.72

3.60

3.36

Managing Organizational Knowledge

3.52

3.52

3.89

3.91

Career Planing and Talent Management

4.09

4.28

4.20

3.73
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Table H3
Paired T-test Results across Work Disciplines (Mean Differences).
Competencies

Training

HRM

Other

Designing Learning

0.93

1.76

1.31

Improving Human Performance

0.98

0.15

0.77

Delivering Training

1.48

1.32

0.85

Measuring and Evaluating

1.65

1.36

0.85

Facilitating Organizational Change

1.15

1.14

0.70

Managing the Learning Function

0.50

0.95

0.38

Coaching

0.50

1.00

0.69

Managing Organizational Knowledge

0.62

1.07

0.85

Career Planing and Talent Management

1.10

1.68

0.87
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Table H4
Paired T-test Results across Years of Professional Experiences
Competencies

0 to 5

6 to 10

10 and over

Designing Learning

1.80

1.32

0.77

Improving Human Performance

0.41

0.80

0.63

Delivering Training

1.59

1.16

1.10

Measuring and Evaluating

1.74

1.36

1.03

Facilitating Organizational Change

1.41

0.96

0.77

Managing the Learning Function

0.98

0.52

0.44

Coaching

1.00

0.60

0.53

Managing Organizational Knowledge

1.16

0.80

0.50

Career Planing and Talent Management

1.77

1.12

0.74
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Table H5
Paired T-test Results across Highest Education Completed
Competencies

Associate

Bachelor

Master

Doctorate

Designing Learning

1.95

1.36

1.00

1.04

Improving Human Performance

0.22

0.96

0.66

0.28

Delivering Training

1.44

1.36

1.25

1.18

Measuring and Evaluating

1.56

1.40

1.31

1.45

Facilitating Organizational Change

1.35

1.36

0.86

0.82

Managing the Learning Function

1.04

0.60

0.48

0.73

Coaching

1.48

0.60

0.54

0.18

Managing Organizational Knowledge

1.26

0.60

0.80

0.73

Career Planing and Talent Management

1.92

1.32

0.91

0.91
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APPENDIX I

PERCEPTION DIFFERENCES ACROSS THE DEMOGRAPHIC GROUPS ON
EXPERTISE AND IMPORTANCE
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Table I1
ANOVA Results across the Work Disciplines in terms of Competency Expertise

Between Groups
Within Groups
Total

Sum of Squares
8.741
31.305

df
2
91

40.046

93

Mean Square
4.370
0.344

F
12.705

Sig.
0.000

Table I2
ANOVA Results across Years of Experiences in terms of Competency Expertise

Between Groups
Within Groups
Total

Sum of Squares
19.719
20.327

df
2
91

40.046

93

Mean Square
9.860
0.223

F
44.140

Sig.
0.000

Table I3
ANOVA Results across Education Level in terms of Competency Expertise
Between Groups
Within Groups
Total

Sum of Squares
13.021
27.025

df
3
90

40.046

93

Mean Square
4.340
0.300

Table I4
Brown-Forsythe Results across Work Disciplines
in terms of Competency Importance
a

Statistic
Brown-Forsythe
17.036
a. Asymptotically F distributed.

df1
2

df2
75.902

Sig.
0.000

F
14.454

Sig.
0.000
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Table I5
ANOVA Results across Years Experiences in terms of Competency Importance

Between Groups
Within Groups
Total

Sum of Squares
3.800
10.512

df
2
91

14.313

93

Mean Square
1.900
0.116

F
16.450

Sig.
0.000

Table I6
ANOVA Results across Education Level in terms of Competency Importance
Between Groups
Within Groups
Total

Sum of Squares
2.979
11.334

df
3
90

14.313

93

Mean Square
0.993
0.126

F
7.885

Sig.
0.000

Table I7
Post-Hoc (Scheffe’s tests) Results across Years of Experiences in terms of Competency Expertise
Dependent Variable

(I) Years of Professional
Experiences

Designing Learning

0 to 5 years

(J) Years of Professional
Experiences

dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

Improving Human Performance

0 to 5 years
dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

Delivering Training

0 to 5 years

dimension2

6 to 10 years
More than 10 years

dimension3

dimension3

dimension3

6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years

Mean
Difference
(I-J)
*
-.77949
*
-1.31282
*
.77949
-.53333
*
1.31282
.53333
*
-.57026
*
-.97692
*
.57026
-.40667
*
.97692
.40667
*
-.68718
*
-.88718
*
.68718
-.20000
*
.88718
.20000

Sig.
.003
.000
.003
.084
.000
.084
.049
.000
.049
.247
.000
.247
.006
.000
.006
.667
.000
.667
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Table I7 (Continued)
Dependent Variable

(I) Years of Professional
Experiences

Measuring and Evaluating

(J) Years of Professional
Experiences

0 to 5 years
dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

Facilitating Organizational
Change

0 to 5 years
dimension3

dimension2

6 to 10 years
More than 10 years

Managing the Learning
Function

dimension3

dimension3

0 to 5 years
dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

Coaching

0 to 5 years
dimension3

dimension2

6 to 10 years
More than 10 years

Managing Organizational
Knowledge

0 to 5 years

dimension3

dimension3

dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

Career Planning and Talent
Management

0 to 5 years
dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years

Mean
Difference
(I-J)
*
-.60923
*
-1.03590
*
.60923
-.42667
*
1.03590
.42667
*
-.96923
*
-1.40256
*
.96923
-.43333
*
1.40256
.43333
*
-.48718
*
-.82051
*
.48718
-.33333
*
.82051
.33333
*
-.55282
*
-.71282
*
.55282
-.16000
*
.71282
.16000
*
-.67795
*
-1.21795
*
.67795
*
-.54000
*
1.21795
*
.54000
*
-.70667
*
-1.10000
*
.70667
-.39333
*
1.10000
.39333

Sig.
.004
.000
.004
.083
.000
.083
.000
.000
.000
.121
.000
.121
.024
.000
.024
.202
.000
.202
.019
.001
.019
.735
.001
.735
.002
.000
.002
.024
.000
.024
.007
.000
.007
.244
.000
.244

138
Table I8
Post-Hoc (Scheffe’s tests) Results across Education Levels in terms of Competency Expertise
Dependent Variable

(I) Highest Level of
Education Completed

Designing Learning

(J) Highest Level of
Education Completed

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Improving Human
Performance

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Delivering Training

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Measuring and Evaluating

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master

Mean
Difference (I-J)
*
-.95478
*
-1.29193
*
-1.25296
*
.95478
-.33714
-.29818
*
1.29193
.33714
.03896
*
1.25296
.29818
-.03896
-.31130
*
-.76273
-.66403
.31130
-.45143
-.35273
*
.76273
.45143
.09870
.66403
.35273
-.09870
-.60870
*
-.89441
-.79051
.60870
-.28571
-.18182
*
.89441
.28571
.10390
.79051
.18182
-.10390
*
-.79304
*
-.91304
-.73123
*
.79304
-.12000
.06182
*
.91304
.12000
.18182
.73123
-.06182
-.18182

Sig.
.006
.000
.004
.006
.570
.843
.000
.570
.999
.004
.843
.999
.727
.033
.302
.727
.346
.784
.033
.346
.993
.302
.784
.993
.109
.002
.097
.109
.646
.949
.002
.646
.988
.097
.949
.988
.005
.000
.075
.005
.945
.997
.000
.945
.919
.075
.997
.919
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Table I8 (Continued)
Dependent Variable

(I) Highest Level of
Education Completed

(J) Highest Level of
Education Completed

associate

bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master

Facilitating Organizational
Change

dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Managing the Learning
Function

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Coaching

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Managing Organizational
Knowledge

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Mean
Difference (I-J)
-.57913
*
-1.05342
*
-1.10277
.57913
-.47429
-.52364
*
1.05342
.47429
-.04935
*
1.10277
.52364
.04935
-.52174
*
-.60745
-.52174
.52174
-.08571
.00000
*
.60745
.08571
.08571
.52174
.00000
-.08571
*
-.98957
*
-.92671
*
-1.05138
*
.98957
.06286
-.06182
*
.92671
-.06286
-.12468
*
1.05138
.06182
.12468
-.65913
*
-.82484
*
-.92095
.65913
-.16571
-.26182
*
.82484
.16571
-.09610
*
.92095
.26182
.09610

Sig.
.178
.001
.013
.178
.257
.458
.001
.257
.999
.013
.458
.999
.117
.028
.295
.117
.978
1.000
.028
.978
.990
.295
1.000
.990
.000
.000
.002
.000
.990
.996
.000
.990
.967
.002
.996
.967
.059
.004
.030
.059
.897
.855
.004
.897
.990
.030
.855
.990
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Table I8 (Continued)
Dependent Variable

(I) Highest Level of
Education Completed

(J) Highest Level of
Education Completed

associate

bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master

Career Planning and Talent
Management

dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Mean
Difference (I-J)
*
-.78609
*
-1.11180
-.64427
*
.78609
-.32571
.14182
*
1.11180
.32571
.46753
.64427
-.14182
-.46753

Sig.
.030
.000
.278
.030
.583
.978
.000
.583
.512
.278
.978
.512
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Table I9
Post-Hoc Results across Years of Experiences in terms of Competency Importance
Dependent Variable

(I) Years of Professional
Experiences

Designing Learning

0 to 5 years

(J) Years of Professional
Experiences
dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

Improving Human Performance

0 to 5 years

dimension2

6 to 10 years

dimension3

dimension3

More than 10 years
dimension3

Delivering Training

0 to 5 years
dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

Measuring and Evaluating

0 to 5 years

dimension2

6 to 10 years

dimension3

dimension3

More than 10 years
dimension3

Facilitating Organizational
Change

0 to 5 years
dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

Managing the Learning
Function

0 to 5 years
dimension3

dimension2

6 to 10 years
More than 10 years

Coaching

dimension3

dimension3

0 to 5 years
dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years

Mean
Difference (I-J)
*
-.30462
*
-.28462
*
.30462
.02000
*
.28462
-.02000
*
-.96000
*
-1.20000
*
.96000
-.24000
*
1.20000
.24000
-.25744
-.39744
.25744
-.14000
.39744
.14000
-.22564
-.32564
.22564
-.10000
.32564
.10000
*
-.51897
*
-.75897
*
.51897
-.24000
*
.75897
.24000
-.03282
-.27949
.03282
-.24667
.27949
.24667
-.15282
-.24615
.15282
-.09333
.24615
.09333
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Table I9 (Continued)
Dependent Variable

(I) Years of Professional
Experiences

Managing Organizational
Knowledge

0 to 5 years

dimension2

6 to 10 years
More than 10 years

Career Planning and Talent
Management

(J) Years of Professional
Experiences
dimension3

dimension3

dimension3

0 to 5 years
dimension3

6 to 10 years
dimension2

dimension3

More than 10 years
dimension3

6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years
6 to 10 years
More than 10 years
0 to 5 years
More than 10 years
0 to 5 years
6 to 10 years

Mean Difference
(I-J)
-.32410
*
-.56410
.32410
-.24000
*
.56410
.24000
-.05744
-.06410
.05744
-.00667
.06410
.00667
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Table I10
Post-Hoc (Scheffe tests) Results across Education Level in terms of Competency Importance
Dependent Variable

(I) Highest Level of
Education Completed

Designing Learning

(J) Highest Level of
Education Completed

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Improving Human
Performance

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Delivering Training

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Measuring and Evaluating

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master

Mean
Difference (I-J)
*
-.35826
*
-.33540
-.38735
*
.35826
.02286
-.02909
*
.33540
-.02286
-.05195
.38735
.02909
.05195
*
-1.05391
*
-1.20248
-.71937
*
1.05391
-.14857
.33455
*
1.20248
.14857
.48312
.71937
-.33455
-.48312
-.53391
*
-.71677
-.53755
.53391
-.18286
-.00364
*
.71677
.18286
.17922
.53755
.00364
-.17922
*
-.62783
*
-.66211
-.62055
*
.62783
-.03429
.00727
*
.66211
.03429
.04156
.62055
-.00727
-.04156

Sig.
.021
.020
.067
.021
.997
.998
.020
.997
.985
.067
.998
.985
.004
.000
.254
.004
.951
.821
.000
.951
.554
.254
.821
.554
.081
.004
.232
.081
.803
1.000
.004
.803
.908
.232
1.000
.908
.049
.018
.183
.049
.999
1.000
.018
.999
.999
.183
1.000
.999
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Table I10 (Continued)
Dependent Variable

(I) Highest Level of
Education Completed

(J) Highest Level of
Education Completed

associate

bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master
bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master

Facilitating Organizational
Change

dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Managing the Learning
Function

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Coaching

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Managing Organizational
Knowledge

associate
dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Mean
Difference (I-J)
-.51130
*
-.56273
-.57312
.51130
-.05143
-.06182
*
.56273
.05143
-.01039
.57312
.06182
.01039
-.07826
-.04969
-.20553
.07826
.02857
-.12727
.04969
-.02857
-.15584
.20553
.12727
.15584
-.11130
.00870
.24506
.11130
.12000
.35636
-.00870
-.12000
.23636
-.24506
-.35636
-.23636
.00174
-.36398
-.38735
-.00174
-.36571
-.38909
.36398
.36571
-.02338
.38735
.38909
.02338

Sig.
.060
.017
.120
.060
.992
.995
.017
.992
1.000
.120
.995
1.000
.983
.994
.873
.983
.999
.964
.994
.999
.929
.873
.964
.929
.945
1.000
.769
.945
.911
.486
1.000
.911
.757
.769
.486
.757
1.000
.319
.542
1.000
.293
.527
.319
.293
1.000
.542
.527
1.000
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Table I10 (Continued)
Dependent Variable

(I) Highest Level of
Education Completed

(J) Highest Level of
Education Completed

associate

bachelor
master
doctorate
associate
master
doctorate
associate
bachelor
doctorate
associate
bachelor
master

Career Planning and Talent
Management

dimension3

bachelor
dimension3

dimension2

master
dimension3

doctorate
dimension3

Mean
Difference (I-J)
-.19304
-.11304
.35968
.19304
.08000
.55273
.11304
-.08000
.47273
-.35968
-.55273
-.47273

Sig.
.865
.961
.664
.865
.985
.286
.961
.985
.385
.664
.286
.385

