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FUTURE IMPLICATIONS FOR INTEGRATION OF THEORY 
AND PRACTICE IN HRD AND MANAGEMENT

Scholar-practitionersworkinvariousroleswithindifferenttypesoforganizations(forprofitandnot
forprofit),andtheimpactoftheorganizationmaydeterminetheeffectivenessoftheHumanResource
Development(HRD)scholar-practitioner.Manyaspectsoftheresearchliteraturehasbeenexamined
withinthisbooktoprovidearesourceforscholars,practitioners,andscholar-practitionerstobeeffective
intheirrespectiveroles.AccordingtoMoranandBrightman(2000),tomanagechangewithinorgani-
zations,leadersmustunderstandthethreemostpowerfuldriversofworkbehavior:purpose,identity,
andmasteryinindividuals.Leadersofchangeeffortsmustinspireindividualstoalignworkbehavior
componentsandtheenvironmenteffectivelywiththenecessaryorganizationalchangeeffort.

Thechangeliteraturehasbeenreviewedbyseveralauthorstoadddepthtohowscholar-practitioners
maybeabletoimplementchangeinitiativesthatmayimpactthedividebetweenresearchandpractice
withintheirorganization.Moreresearchisneededtoassessscholar-practitioners’perceptionororganiza-
tionalchangeandhowtheymayacttoleadresearchandpracticechangeeffortswithintheirorganizations.

Theresearchversuspracticedebatehasbeenragingforyearswithdefendableargumentsfromboth
sides.Hulin(2001)arguedthatresearchdoesnothavetohaveimmediatelyapparentpracticalapplica-
tiontobesoundforpractice.Latham(2001)arguedthattimewastheissueofconcern.Authorswithin
thisworkprovidesupportforbothHulinandLatham,butalsoprovideevidenceofhowtobetteralign
researchandpractice.Moreempiricaldataisneededtosupportthetheoriesandassesswhythesebarriers
andchallengescontinuetoexistdespiteattemptstobridgethegapbyorganizationssuchasAssociation
ofTalentDevelopment(ATD)andtheAcademyofHumanResourceDevelopment(AHRD)withinthe
fieldofHRD(Short,2006).

Thereisempiricalevidenceofhowscholar-practitionersidentifythemselvesandareworkingtoclose
thegapbetweenresearchandpractice;however,notenoughempiricalevidenceisavailabletomakethe
ideasgeneralizableacrossdisciplinesandorganizations.Scholar-practitionersareactivelyinvolvedin
tryingtoincludevalidandreliableresearchwithintheirpractice.Additionalresearchfindingsmaypro-
videafoundationforHRDresearchersseewhatotherscholarsandpractitionersaredoingwithregards
tothedefinitionofscholar-practitioner,relationshipbetweenresearchandpractice,drivingforces,and
challengesandbarriersthatarefacedwithinthefield.Thechaptersinthisbookprovidemanytheoreti-
calfoundationsuponwhichHRDscholars,practitioners,andscholar-practitionerscanbegintowork
togethertolessenthedividebetweenresearchandpracticewithintheHRDdiscipline.
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Theobjectivesandmissionofthisbookisto1)expandupontheknowledgebasetobridgethegap
betweenresearchandpracticeinHRDand2)toofferresearcherswaystofurtherexploreeffectiveways
tointegrateresearchintopracticeand/oralignpracticewiththeory.

Thescholarlyvalueandpotentialofthisbookisvastbecausecurrently,thereisnoclearunderstanding
oftheroleofthescholar-practitionerinacademiaorindustry.Aconciseresearchvolumethataddresses
thepast,present,andfutureimplicationsforhowscholar-practitionerscanhelporganizationsunderstand
andvaluetheresearch,theory,andpracticeisessential.

THE CHALLENGES

Understandingandestablishinganagreeduponrelationshipbetweentheoryandpracticeisapersistent
anddifficultproblem for scholars,practitioners, and scholar-practitionerswhowork inprofessional
schoolswithinvariousdisciplinessuchasbusiness,engineering,socialwork,medicine,agriculture,edu-
cation,publicadministration,journalism,andlaw.HRDscholars,practitioners,andscholar-practitioners
workwithinmanyoftheseprofessionalschools.Theseschoolstypicallyhaveamissionofdeveloping
knowledgethatcanbetranslatedintoskillsthatadvancethepracticeoftheprofessions(Kondrat,1992;
Simon,1976;Tranfield&Starkey,1998).Asevidencedbylamentedgapbetweentheoryandpractice,
accomplishingthemissionofprofessionalschoolsremainanelusiveideal.

Severalleadingacademicjournalshavepublishedspecialissuesthathavehighlightedthegrowing
concernsthatacademicresearchhasbecomelessusefulforsolvingpracticalproblems,andthegulf
betweentheoryandpracticeintheprofessionscontinuestowidenasopposedtocontract(Anderson,
Herriot,&Hodgkinson,2001;Rynes,Bartunek,&Daft,2001).Thereisalsoincreasingcriticismthat
findingsfromacademicandconsultingstudieswerenotusefultopractitionersandwereimplemented
(Beer,2001;Gibbonsetal.,1994;Hughes,Wang,Zheng,McLean,2010).Academicsarealsocriticized
fornotadequatelyputtingtheirresearchintopractice(Beyer&Trice,1982;Hodgkinson,Herriot,&
Anderson,2001;Hughes&Wang,2015;Lawler,Mohrman,Morhman,Ledford,&Cummings,1985).
Professionalknowledgeworkershavebeencriticizedfornotbeingawareofrelevantresearchandnot
doingenoughtoputtheirpracticeintotheory(Hughes&Wang2015;Hughes,Wang,Zheng,McLean,
2010;VandeVen,2002;Weick,2001).Subsequently,organizationscannot learnor implement the
learningsfastenoughtokeepupwiththechangingtimes.

Suchchallengescanbeclassifiedintofourcategories:

• Thechallengeofsolvingpracticalproblemsbyestablishingrelationshipsbetweenscholars,prac-
titioners,andscholar-practitioners.

• ThechallengeofcontractingthegulfbetweentheoryandpracticeintheHRDprofession.
• Thechallengeofdesigninganddevelopingusefulandpracticalacademicandconsultingstudies.
• Thechallengeofeducatingpractitionersonrelevantresearchandhowtotranslatepracticeinto

theory.

xvii



Preface

SEARCHING FOR A SOLUTION

Solutionstotheproblemofbridgingthescholar-practitionergapinHRDfirstbeginswithrecognizing
whoisascholar,apractitioner,orascholar-practitionerinHRD.Understandinghoweachcanaddto
theknowledgebasewithintheresearchandpracticedivideallowsforthedevelopmentofviablesolu-
tionstotheproblem.Relationshipscannotbebuiltuntileachentityintherelationshipknowstheirrole.
Ifoneentitybelieveshimselftobeascholar,hemaynotlistentoatruescholarwhohastheexpertise
tohelphimexpanduponhisknowledgebase.Ifoneentitybelieveshimselftobeapractitioner,hemay
notlistentoatrulyexperiencedpractitionerwhohasexperiencedaproblemthatisnewtotheneophyte
practitioner.Thesameistrueforthescholar-practitioner.Oncetherolesareestablished,onlythencan
effectiverelationshipscanbeestablishedbetweenscholars,practitioners,andscholar-practitioner.Effec-
tiverelationshipsthatcansolveproblemsthatexistwithinthescholar-practitionergaprequiresafocuson
theproblemitselfandnotbetweentheentitieswhoareseekingtocontractthegulfbetweentheirviews.

ContractingthegulfbetweentheoryandpracticeintheHRDprofessionismuchmorecriticaltothe
professionthanwithinsomeotherfieldsofstudybecauseHRDistaskswithhelpinghumanresources
implementorganizationstrategies(Kuchinke,2010).HRDprofessionalsmustunderstandtheoryand
practicetoaccomplishtheirmissionwithinorganizations.HRDprofessionalsleadtraininganddevel-
opment,careerdevelopment,organizationdevelopmentinitiativeswithinorganizations;thus,thereis
critical need for scholars, practitioners, and scholar-practitioners, to collaborate to solve immediate
problems.Whenthescholar isconductingresearch, theymustbeabletodependonpractitionersto
helpthemdesignstudiesandconsultingactivitiesthatarepractical.Thescholar-practitionermustalso
dependonotherscholars,practitioners,andscholar-practitionerstoassistintheirefforts(Jacobs,1999).

InthestatisticalfieldNequals1isnotstatisticallysignificant.HRDprofessionalsmustembrace
thefactthatthefindingsofonescholar,practitioner,orscholar-practitionerisnotstatisticallysignifi-
cantandusethatfacttoestablishreasoningfornotdependingonthefindingsoflessthan30scholars,
practitioners,and/orscholar-practitionersbeforegravitatingtowardsastrategy.Theymustgroundtheir
actionsinsignificantfindingsthataregeneralizable.Theycannotaffordtoinvestthetimeandeffortinto
establishingadisciplinethatisrecognizedforitsintegrityandgroundingwithintheknowledge-base.
ThistypeofefforttakestimesoHRDscholarsmustspendthetimenecessarytocompletemeta-analysis
studiesofthecurrentscholarlyliteratureandtimeseriesstudiesofwhatisavailablewithinthepractice
area.Thereisvastmaterialawaitingexaminationbyscholars,practitioners,andscholar-practitioners
withinHRDtocontractthegulfbetweentheoryandpractice.

HavingestablishedrelationshipsamongstHRDscholars,practitioners,andscholar-practitioners,it
shouldnotbedifficulttodesignanddevelopusefulandpracticalacademicandconsultingstudies.The
onusshouldnotbeonthepractitionerstohelpthescholarsfindoutwhatispracticalandusefulwithinthe
field.Scholarsandscholar-practitionersmustreadthepractitionerliteratureandattendthepractitioner
meetingstodeterminewhatisvitalandpertinentwithinthedailyworklivesofpractitioners.Whatare
thestrugglesthatorganizationleaders’faceasitrelatestodevelopingtheirhumanresourceswithinthe
areasoftraininganddevelopment,careerdevelopment,andorganizationdevelopment?Criticalthink-
ingisessentialforHRDpractitioners,scholars,andscholar-practitionerstobeeffectiveincompleting
usefulandpracticalacademicandconsultingstudies.Thereisaplethoraofinformation,oftenreferred
toasbigdata,availablethatmustbeexaminedpriordesigninganddevelopingusefulandpracticalstud-
ies.Beingabletocriticallyexaminethisdataandcommunicatethefindingsfromthedataisessential;
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thus,analyticalskillsinstatisticsandqualitativedataanalysisshouldnotbeoptionalskillsforHRD
professionalstoattain.

Educatingpractitionersonrelevantresearchandhowtotranslatepracticeintotheoryisessentialfor
HRDscholarsandscholar-practitionerstoaccomplish.Yet,theycannotdothisiftheywerenotproperly
educatedthemselves.ThecurriculumsvaryacrossHRDdependingonthehighereducationinstitutions
andcollegeswithinwhichtheyreside(Kuchinke,2002;Li,&Nimon,2009).Thisisunderstandable
andacceptable;however,theresearchcoursessuchasstatistics,quantitativeresearch,andqualitative
researchshouldbetaughtatalllevels.WhetherornottheHRDprofessionalhastoproducetheresearch
orevaluationdocumentsisirrelevant.Theymustbeabletoreadandcomprehendresearchandevalu-
ationdocumentstomakeeducateddecisionsthataffectsthehumanresourcesthattheyaretaskedto
trainanddevelop.Providinginaccurateorineffectiveinformationtohumanresourcesisinexcusablein
today’sknowledgeage.

ORGANIZATION OF THE BOOK

Thebookisorganizedintotenchapters.Abriefdescriptionofeachofthechaptersfollows:
Chapter1suggeststhatHRDshouldconsideritselfasaknowledgemanagementsystemandshows

theimportanceofbridgingthescholar-practitionergapforHRDprofessionals.Withoutscholars,practi-
tioners,andscholar-practitionersworkingtogether,effectively,transferofknowledgebetweenscholars,
practitioners,andscholar-practitionerswillnotoccur.Researchisconductedformultiplepurposes,for
example,tounderstand,describe,andexplainaphenomenon,togeneratecoreconceptsfortheorybuild-
ing,andtohelpguideandimprovepractice;usinglogicmodelstoevaluatetheeffectivenessofHRD’s
programsandorganizationsmayhelpbridgetheresearchandpracticegap.

Chapter2suggeststhatthequalityofhumanresourceisakeydriverincreatingorganizationalper-
formance.Theauthoralsoadvocatesthatthe‘HRDScholar-Practitioner’opensthewaysconnectingthe
divisionbetweenacademicsandtherealworldofpracticeandsetsthesceneforamutuallydependent
relationshipbetweenscholars,practitioners,andscholar-practitioners.

Chapter3describerstheinterplaybetweentheoryandpracticeinHRDfromaphilosophicalexamina-
tion.Theauthornotesthatthereisagreementamongstscholars,practitioners,andscholar-practitioners
thattensionexistsbetweenHRDtheoreticiansandpractitioners.Hefurtherrevealsthattherearefew
modelsinexistencethatexplainwhythetensionexists.HeusesGosney’sModelofModernEraTheory
&PracticeGenerationinHRDtobegintodescribewhythetensionexist–suggestingthatareviewof
boththecurrenthistoricalcontext,capitalism,andthepredominantinformingphilosophy,pragmatism,
boththeoreticiansandpractitionersarebetterequippedtounderstandandamelioratethetension.He
alsorecommendsamorerobustexplorationbytheoreticiansofpragmatismasaninformingphilosophy
inHRDandtheadoptionofcriticalthinkingasacorecompetencyforpractitioners.

Chapter4describeshowcareerdevelopmentmodelsandconceptshavebeendevelopedoverthe
yearstoexplaincareertrajectoriesofemployeesintheworkplaceanddescribesthevarietyofdynamic
careers(boundaryless,protean,kaleidoscope,hybridandmultiplelevelcareers)foundwithinmodern
workplaces.Theauthorproposesaframeworkthatlinkscareermodelstospecificorganizationalcareer
developmentactivitiestohelpHRDprofessionalswhoseemphasisisoncareerdevelopmentbetterun-
derstandcareerdevelopmenttheory.

xix



Preface

Chapter5explainsthecriticalroleofHRDinhelpingorganizationsidentifyandmeettheirstrategic
objectivesintoday’scompetitiveandever-changingglobal.TheauthordrawsonstrategicHRD(SHRD)
andmanagement“lineofsight” literature toexplore the theoreticalconceptualizationandmodelof
employeeperceptionsofthestrategicalignmentofHRDintheirorganizations.Thismaybethefirst
instanceoflookingatSHRDandSHRMfromtheemployeeperspective.

Chapter6providesareviewofkeymanagementframeworksandmodelstobridgetheresearchpractice
gapphenomenon.Theauthorsdiscussthescholarlyliteratureandreviewkeyframeworksandmodelson
thetopicbyelaboratingonthreestreamsofresearch:therigor-relevancedebate;knowledgecreationand
transfer;andtheroleofeducationalinstitutionsinbridgingthegap.Theyalsoprovideholisticperspec-
tives(engagedscholarshipandevidence-basedmanagement)onnarrowingtheresearch-practicedivide.

Chapter7discussesevidence-basedOrganizationalChangeandDevelopment(OCD)withemphasison
theroleofprofessionalpartnershipandreplicationresearch.ThechapteristargetedmainlytowardHRD
practitionersandlinemanagerswhoareactivelyinvolvedinbringingabouteffectiveandbeneficialOCD
withintheirownrespectiveorganizationsand/orwithinhostorganizations.Theauthordiscusseswhy
somanyOCDprogramsfailandarguesthat‘evidence-basedmanagement’and‘evidence-basedHRD’,
coupledwithHRD’sunderstandingofandalignmentwiththestrategicthrustofthebusiness,willlikely
leadtomoreeffectiveOCDinitiativesandprograms.Theauthorfurtherprovidesseveralcaseexamples
anddescribesthemeritsof‘designscience’,‘professionalpartnershipresearch’and‘replicationresearch’.

Chapter8describestheprevalenceofcorporatetrainingprogramsandtheneedfortrainerstobe
knowledgeableaboutavailableandappropriateeducationdeliverymethods.Theauthorsuggeststhat
corporatetrainersutilizeknowledgeaboutadvancesinthefieldsofbothcontentanddeliveryfororga-
nizationalbenefit.Shefurthersuggeststhataspossessorsofknowledgefrompracticalimplementation
HRDprofessionalscanmakecontributionstothefields.Specifically,shenotesthatcorporatetrainers
areideallypositionedaspractitionerscholarsintheworkplaceandintroducesframeworksthatindicate
howtrainerscanhelpbridgethepractitioner-scholargap.

Chapter9examinestheacademicworkplaceandHRD’spotentialforcreatingandmaintaininga
positiveorganizationalcultureandclimateduringorganizationalchange.Thechapterexplorestherela-
tionshipsbetweentheshiftinglandscapeofhighereducation,thecorrespondingorganizationalchanges
thatareidentifiedandimplementedbycollegeanduniversityleadersinresponsetothoseshifts,and
workplacecultureandclimate.AtypologyofHRDinterventionsisintroducedthatrespondtoorgani-
zationalneedsforskillbuildingandeducationinordertoequipindividualsandorganizationstothrive
duringperiodsofsignificantchange.

Chapter10examinesemployeeusevalue,HRDflexibility,andHumanResourceManagement(HRM)
flexibility.TheauthorssuggestthatHRdepartmentsexaminethedevelopmentandmanagementoftheir
humanresourcesinthecontextoftheemployees’usevaluewithinorganizations.Thechapterfurther
analyzestheconceptofusevalueoftheemployeeswithinthetheoreticalandpracticalapplicationsof
HRDandHRMflexibilityandprovidesrecommendationsfororganizationstoincreasetheusevalueof
workerstoenhanceorganizationproductivity.

Claretha Hughes 
University of Arkansas, USA
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