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Training and learning strategies vary from one organization to another because jobs, risks, employee
experience, technology, and performance expectations are not identical. A method that works well for
technical operators may be unsuitable for human resource assistants, while an approach designed for
experienced managers may overwhelm new graduates. The central question is therefore not whether
classroom instruction, coaching, simulation, e-learning, or on-the-job training is universally best. The
question is which combination will help employees acquire knowledge, practise relevant behaviour,
receive feedback, and transfer what they learn into daily work. My experience as a newly appointed
human resource assistant demonstrated both the value and the limitations of formal classroom
training. The program gave me a clear understanding of the organization’s policies and culture, yet it
delayed practical application until the classroom phase had ended. Reflecting on that experience, I
believe the program would have been more effective if formal instruction had been integrated with
supervised practice, realistic cases, coaching, and follow-up evaluation.

Choosing Training Methods According to the Job
Organizations should begin training design by examining the work employees must perform. A
training needs analysis normally considers organizational objectives, the tasks attached to a role, and
the knowledge or skill gaps of the people who will perform those tasks. This prevents a company from
selecting a method simply because it is fashionable or inexpensive. A new payroll employee, for
example, needs accurate knowledge of policies, legal requirements, confidentiality, and software
procedures. A warehouse employee may need demonstrations, repeated physical practice, and safety
simulations. A supervisor may benefit from role-playing difficult conversations, coaching, and case
analysis. The intended outcome also matters. If the objective is recall of regulations, a structured
lesson and assessment may be suitable. If the objective is competent performance under pressure,
learners need realistic practice and feedback. Training is valuable only when its content, method, and
evaluation are connected to the actual requirements of the job and the organization’s broader
strategy.

On-the-Job and Off-the-Job Training
Training methods are often divided into two broad categories. Off-the-job training takes place away
from immediate job responsibilities and may include classroom instruction, workshops, university
courses, e-learning modules, conferences, case studies, and simulations. Its advantage is that
employees can concentrate on learning without the interruptions and consequences of live work. It is
particularly useful when a company needs to introduce common policies or provide foundational
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knowledge to several employees at the same time. On-the-job training occurs in the work setting
through demonstration, job shadowing, coaching, mentoring, supervised assignments,
apprenticeships, and job rotation. It provides context and allows employees to connect principles with
actual systems, colleagues, customers, and decisions. However, poorly planned on-the-job training
can reproduce bad habits or expose learners to responsibilities before they are ready. Neither
category is sufficient by itself. Effective programs generally combine structured explanation with
opportunities to observe, practise, make manageable mistakes, and receive corrective feedback.

My Classroom Training as a Human Resource
Assistant
When I joined the organization as a human resource assistant, I was new to professional HR work. The
organization used a formal classroom program for recently appointed employees in the department. I
attended with several colleagues who had been recruited at approximately the same time. The
environment resembled university teaching: an instructor presented information, participants took
notes, policies were explained, and learning was assessed at the end. We studied the organization’s
mission, vision, goals, values, reporting structure, and workplace culture. We also learned about
recruitment, performance appraisal, compensation, employee evaluation, training procedures,
documentation, confidentiality, and the internal guidelines that governed HR decisions. The program
lasted approximately four weeks. Only after completing it and passing the assessment were we
permitted to work under the supervision of the human resource manager. This sequence gave the
organization a consistent way to introduce new staff, and it reduced the likelihood that beginners
would make decisions without first understanding the rules.

What the Formal Program Did Well
The strongest part of the classroom program was its systematic coverage of organizational
knowledge. Human resource work depends on accuracy and consistency because employees expect
policies to be applied fairly, records must be protected, and employment decisions can have legal and
ethical consequences. The classroom setting allowed complex procedures to be explained in an
orderly sequence. It also gave new employees a shared vocabulary and helped us understand why
the organization used particular appraisal, compensation, and training practices. Learning with other
recruits created relationships that later made collaboration easier. We could ask questions without
interrupting live operations, compare our interpretations, and recognize areas in which we needed
more guidance. The final assessment also encouraged us to review the material seriously. These
benefits should not be dismissed. Foundational instruction can reduce uncertainty and establish
standards, especially when learners enter an organization with different educational backgrounds and
levels of experience.
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Limitations of Classroom Instruction Alone
The difficulty was that knowing a policy did not automatically mean that I could apply it. During the
four-week classroom phase, we were not allowed to practise most tasks in the actual work
environment. We could describe an appraisal procedure, but we had not yet observed how a manager
discussed performance with an employee. We could explain confidentiality, but we had not navigated
the organization’s records system or responded to an employee requesting information. We could
recall recruitment steps, but we had not screened an application, arranged an interview, or
communicated with a candidate. The final assessment primarily measured whether we remembered
the material. It did not fully demonstrate whether we could use judgment, communicate
professionally, prioritize competing tasks, or recognize exceptions. Training-transfer research has long
emphasized that learning must be supported by the work environment and reinforced after
instruction; otherwise, knowledge acquired in a course may not become sustained job behaviour
(Baldwin & Ford, 1988).

A Better Blended Training Design
A stronger program would retain the formal lessons but divide them into shorter modules followed by
supervised application. After learning recruitment policy, trainees could review anonymized
applications, compare their decisions with an experienced recruiter, and then observe a real
interview. After a lesson on performance management, they could analyse a case, practise a
feedback conversation through role-play, and later assist the HR manager with a real appraisal cycle.
A module on records and confidentiality could be followed by guided practice in the information
system using test data. This approach would create repeated movement between explanation and
performance. Case studies would develop analysis, while role-playing would reveal communication
problems that a written test might miss. Digital modules could support self-paced review, but they
should not replace interaction when the task involves judgment, emotion, or negotiation. Blended
learning is effective when each method has a distinct purpose rather than when technology is added
merely to make a program appear modern.

Coaching, Feedback, and Psychological Safety
Supervised practice is useful only when employees receive specific feedback. A trainer should explain
what the learner did correctly, identify the behaviour that needs adjustment, and provide another
opportunity to practise. General comments such as “do better” do not tell a new employee how to
improve. In HR work, feedback may address the wording of an email, the sequence of questions in an
interview, the documentation of a decision, or the handling of sensitive information. Learners also
need psychological safety: they should be able to admit uncertainty and ask questions without
humiliation. This does not mean lowering standards. It means creating an environment in which errors



Copyright © 2026 Academic Master. | 4

are corrected before they become established habits or harm employees. The human resource
manager who supervised us could have been integrated earlier into the program as a coach. Regular
observation meetings during the classroom phase would have helped connect the official policy with
the realities of implementation.

Learning Through Cases and Simulations
Human resource decisions often involve ambiguity, making case studies particularly valuable. A case
might ask trainees to respond to inconsistent interview notes, an allegation of unfair treatment, a
disagreement about performance ratings, or a request for confidential information. Learners could
identify the relevant policy, discuss ethical concerns, propose a response, and justify their reasoning.
Simulations can also expose trainees to situations that are too sensitive or infrequent for immediate
live practice. For example, a mock disciplinary meeting allows a learner to practise listening,
documentation, and neutral language without affecting a real employee. The objective is not to create
a perfect script but to build patterns of careful reasoning. When cases are followed by expert
explanation, learners can see how rules, evidence, organizational values, and human consequences
interact. This develops judgment more effectively than memorizing procedures in isolation.

Supporting Transfer After Training
Training should not be treated as complete when a course ends. New employees require access to job
aids, policy documents, mentors, and opportunities to discuss difficult cases. Supervisors must also
reinforce the behaviours taught in the program. If training promotes careful documentation but
managers reward speed regardless of accuracy, employees will follow the incentives of the workplace
rather than the lesson. Follow-up sessions after thirty, sixty, and ninety days could identify areas in
which trainees still struggle. A learning journal or development plan could help each employee record
difficult tasks, feedback received, and improvements made. Communities of practice among new HR
employees could provide peer support while maintaining appropriate confidentiality. Continuous
reinforcement is especially important because policies and technologies change. Training is therefore
not a one-time event but part of an employee-development system.

Evaluating Whether the Training Works
The organization’s end-of-course test measured learning, but evaluation should extend further.
Kirkpatrick and Kirkpatrick (2016) distinguish reactions, learning, behaviour, and organizational
results. Trainees may enjoy a course without learning much, and they may pass a knowledge test
without changing their work behaviour. The organization should therefore examine whether
participants can complete HR tasks accurately, follow procedures, communicate professionally, and
require less correction over time. It can also monitor relevant outcomes such as processing errors,
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policy violations, employee complaints, recruitment delays, and supervisor assessments. Evaluation
should be proportionate and ethical; a single measure should not be used to blame a trainee for
outcomes influenced by workload, systems, or management. The purpose is to improve the program
and identify where additional support is required. A combination of observation, work samples,
reflective discussion, and operational indicators would provide a more realistic picture than one final
written examination.

Reflection on My Learning Experience
My classroom training was valuable because it introduced the organization in a structured way and
gave me the knowledge needed to enter the HR department responsibly. I would not remove that
foundation. However, I now understand that learning about work and learning to perform work are
related but different processes. I felt more confident only after I observed experienced colleagues and
began completing tasks under supervision. A blended design would have allowed that confidence and
competence to develop earlier. It would also have enabled the organization to identify
misunderstandings before the final assessment. The experience taught me that effective training
respects both theory and practice: employees need to understand why a procedure exists, see how it
is performed, practise it, receive feedback, and apply it repeatedly in a supportive environment.

Conclusion
Training methods should be selected according to job requirements, learner needs, organizational
goals, and the conditions under which performance will occur. Classroom instruction can establish
consistent knowledge, particularly for policies and procedures, but it cannot by itself demonstrate
competent workplace behaviour. On-the-job learning provides realism, yet it must be planned and
supervised to prevent confusion and unsafe practice. My experience as a human resource assistant
supports a combined approach in which classroom modules are followed by cases, simulations,
coaching, and progressively responsible assignments. Evaluation should examine not only what
employees remember but also what they do and how their performance affects the organization. Such
a design would preserve the strengths of the original four-week program while giving new employees
earlier experience, better feedback, and a clearer path from learning to effective practice.
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