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Abstracts  

This paper aims at examining the Human Resource Development and Employee 

Motivation on Reflective Approach in the organizations. The paper intends to 

make emphasis on the promotion of human resources development and 

employee motivation to attain the objective of the organizational development. 

However, the researcher will adopt a descriptive method to actualize the 

objective of this paper. The paper would be concluded with ameliorate 

recommendations on the contributions and promotion of the human resources 

development and employee motivation. 
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Introduction 

Many organizations fail to reach their intended set goals due to issues 

emanating from human resource development and low motivation on the part 

of the employees. This was observed while working as a paid intern with a 

notable company in my city, the company showed a remarkable potential to 

become the market leader in the building material manufacturing industry. It 

had strong marketing, and research development departments that contributed 

significantly to its sale and productivity of strong building materials. It also had 

a diverse workforce that helped build a culture of innovativeness and 

improvement in processes. These were only few of the reasons why many 

graduates and interns were bent on joining the manufacturing company.           

Things began to take a completely different turn with a change in management 

of the company. The management and employees were involved in increase 

conflicts. This occurred in various departments across the company, including 

the most crucial ones, such as marketing, research and development, and 
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finance. Complaints began emanating from employees who were once 

dedicated to their jobs. Unlike before, teams stopped working cohesively, and 

employees in the research and marketing departments were continually failing 

to get along with their departmental heads and disagreeing with policies. In a 

matter of months, things became worse, and there was a need to determine what 

was wrong. 

It was established that the change in management brought about changes in 

several policies that negatively affected the morale and performance of workers. 

These involved crucial areas that touched on human resource development, 

welfare and employee motivation. Noe, (2010) stated that in the past with the 

traditional view, human resource development was not accepted as an activity 

or process that motivates employees or could help companies create 

successfully deal with competitive challenges. It is therefore necessary to 

understand the effectiveness of the HRD practices in influencing employee 

motivation and employee intention to stay.  

Against the backdrop, this study tends to assess the impact of human resource 

development on employee motivation. 

 

Conceptual Review 

Human Resource Development  

According to Mohammed, Bhatti, Jariko, & Zehri, (2013) human resource 

development is a key function within organizations. To Garavan, (2007); 

Nadler & Nadler, (2012) HRD is an evolving field, but the basic goal remains 

the same - improving individual, group, and organizational performance 

through training, career development, and organizational development 

initiatives. HRD has advanced beyond the narrow view of simply training and 

has evolved into a more complete approach to learning, not only at the 

individual level, but at the organizational level as well. Leonard Nadler was the 

first to use the term HRD and he defined it as a group of related activities 

completed in a given time period to produce a behavioral change (Mittal, 2013). 

Other researchers have defined HRD since that time. McLagan (1989) defined 

HRD as the integration of training and development, career development, 

organizational development to improve individual, group, and organizational 

results. Rao (1985) defined HRD as a process that organizations must 

continuously use to assess the skills and knowledge of human capital in order 

to proactively plan for ensuring employees have the required skills to perform 

their present and future jobs within the organization.   

Organization must balance numerous considerations for HRD to be most 

effective. HRD must account for and anticipate how the organization may 
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evolve as time progresses (Mittal, 2013). Understanding the manner in which 

an organization may change in the future is important to HRD because it 

provides the framework for a facilitative and appropriate environment for 

employees to learn and develop, which will assist the organization in reaching 

its goals. Additionally, Rao and Salunkje (2013) stated that HRD motivates 

organization employees to perform at its full capacity and is a means for 

creating a competitive advantage in today’s volatile environment. Specifically, 

effective HRD ensures that organizations are agile, their workforce is capable 

and flexible, and the workforce has the correct skills at the appropriate time 

(Mittal, 2013).  

According to Susan, (2012), HRD is a frame work for helping employees 

develop their personal and organization skills, knowledge and abilities. 

 

Employee Motivation  

Motivation has important role in influencing the employees to accomplish 

individual as well as the organizational goals. Motivation represents those 

psychological processes that cause the arousal, direction, and persistence of 

voluntary actions that are goal-directed (Kreitner and Kinicki, 2004). It involves 

a host of psychological processes that culminate in an individual's desire and 

intentions to behave in a particular way. Generally, motivation is defined as a 

series of energizing forces that originate both within and beyond an individual's 

self at work (Herselman, 2001). Such forces determine the nature, intensity and 

duration of a person's work behaviour and therefore influence their 

productivity. The motivation in return increases performance. 

 

Empirical Review 

Human Resource Development and Employee Motivation 

In literature, human resource development with appropriate educational 

methodology can be demarcated as the procedure to workforce environments 

in which improved performance can be resorted to effective learning thus 

increase brand value (Al-Kassem, 2014). It is basically to eliminate any form 

of demotivation and employee inefficiency whereby bringing about a desirable 

process or change to the organization.  

Oribabor (2000) submitted that human resource development aims at 

developing competences such as technical, human, conceptual and managerial 

for the furtherance of individual and organization growth. Campbell and Kuncel 

(2001) and Wright and Boswell (2002), suggested that application of employee 

development has positive effects on both employee motivation, individual 

performance of employees and organizational performance. Bates and Davis 
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(2010) have examined that usefulness of the training program is possible only 

when the trainee is able to practice the theoretical aspects learned in training 

programs in an actual work environment. They highlighted the use of role 

playing, cases, simulation, mediated exercises, and computer based learning to 

provide exposure to a current and relevant body of knowledge and real world 

situations. They concluded by stating that employee motivation is highly 

dependent on human resource development. In a research on the employees of 

the banks and institute employees Khan (2012) and Khan et al. (2011) have 

examined that the training and development of employees has the positive effect 

on the performances of the employees. Naong (2014) investigated the effect of 

training and development on motivation for employees has low education level. 

In his research on employees in five companies in South Africa he concluded 

that employees participating in training and development programs are 

motivated more than the employees participating in the program less.  

There are various researchers who shared their views regarding the role of 

Human resource development in different aspects. These are summarized 

below; 

According to Oatey (1970) Human resource development improves a person’s 

skill at a task. Training development helps in socially, intellectually and 

mentally developing an employee, which is very essential in facilitating not 

only the level of productivity but also the development of personnel in any 

organization. 

Kane (1986) If the employee training and development function is to be 

effective in the future, it will need to move beyond its concern with techniques 

and traditional roles. He describes the strategic approaches that the organization 

can take to training and development, and suggests that the choice of approach 

should be based on an analysis of the organization’s needs, management and 

staff attitudes and beliefs, and the level of resources that can be committed. This 

more strategic view-point should be of use in assessing current efforts as well 

as when planning for the future. 

Adeniyi (1995) human resource development is a work activity that can make 

a very significant contribution to the overall effectiveness and profitability of 

an organization. 

Oribabor (2000) Training and development aim at developing competencies 

such as technical, human, conceptual and managerial for the furtherance of 

individual and organization growth. 

Stavrou et al., (2004) The main goal of human resource training and 

development is to provide, obtain and improve the necessary skills in order to 
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help organizations achieve their goals and create competitive advantage by 

adding value to their key resources i.e. managers. 

Chih , Li and Lee  (2008) human resource development programme is 

dependent on the following parameters for its success (i) perceived value of 

leaning programme (ii) attitude to teacher (iii) response to learning conditions 

(iv) desire to learn: the degree to which trainees really want to learn and do well. 

Bates and Davis (2010) Usefulness of employee training and development 

programme is possible only when the trainee is able to practice the theoretical 

aspects learned in training programme in actual work environment. They 

highlighted the use of role playing, cases, simulation, mediated exercises, and 

computer based learning to provide exposure to a current and relevant body of 

knowledge and real world situations. 

Kalaiselvan and Naachimuthu (2011) Training cost and business benefits are 

drawn on X and Y axis respectively. Four quadrants were identified to highlight 

(i) strategic (Lower training cost and higher business benefits), (ii) Payback 

(Higher training cost and higher business benefits) (iii) Think (Lower training 

cost and lower business benefits) (iv)Drop (Higher training cost and higher 

business benefits). 

Karthik (2012) Training objectives tell the trainee that what is expected out of 

him at the end of the training program. Training objectives are of great 

significance from a number of stakeholder perspectives; Trainer, trainee, 

designer, evaluator. 

 

Conclusion  

In most organizations, it is common to hear the refrain that a particular 

employee is not motivated and hence his or her performance has taken a 

backseat. This is the reason companies spend humungous amounts of money in 

arranging for training sessions and recreational events to motivate the 

employees. Motivation can be understood as the desire or drive that an 

individual has to get the work done. For instance, when faced with a task, it is 

the motivation to accomplish it which is dependent on the level of the employee 

training and development that determines whether a particular individual would 

complete the task according to the requirements or not. The above assumption 

can be backed up by Wright and Boswell (2002), who suggested that application 

of employee development has positive effects on both employee motivation, 

individual performance of employees and organizational performance It was 

evident in the literature that any organization that makes an effort to motivate 

its employees will remain competitive and more productive in the long run.   

 

Summary of Major Findings and Recommendation  

Based on the submission of Oribabor (2000) and Oatey (1970) that human 

resource development aims at developing competences such as technical, 
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human, conceptual and managerial for the furtherance of individual and 

organization growth. The study reveals that Human resource development helps 

in social, intellectual and mental development of employees, which is very 

essential in facilitating not only the level of productivity but also the motivation 

of employees in any organization. 

The study therefore recommend that organization must give importance to 

Human resource development, and training and development programs must be 

for sufficient duration, if they must achieve a high employee motivation. 
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